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SNIPPETS 

ONGOING COVID-19 SUPPORT PACKAGES 
The various wage subsidy can no longer be applied for.  
However, many of the Government’s Covid-19 support 
packages are ongoing.  Brief details with extension dates 
are as below: 
 

The COVID 19 Leave Support Scheme continues to allow 
those who have been told to self-isolate to receive two 
weeks’ income if they are unable to work from home. 
 

In addition to the above scheme, a Short Term Absence 
Payment has been available for those who need to stay at 
home while awaiting a Covid-19 test result. 
 

The Business Finance Guarantee scheme can now be 
applied for until 30 June 2021 and allows small and medium 
sized businesses access to up to $5million to support 
operating cashflow and asset purchases to respond or 
recover from the pandemic lockdowns.   This scheme is 
supported by the Government so if the business defaults on 
the debt the lender can claim 80% of the defaulted debt from 
the Government. 
 

Applications remain open until the end of 2023 for the Small 
Business Cashflow Loan Scheme, which allows 
organisations affected adversely by Covid-19 and 
employing 50 or fewer employees to access a one-off five-
year loan.  Organisations can draw down up to $10,000, 
plus an additional $1,800 per employee. As well as 
spending on core operating costs, businesses will now be 
able to choose to use the loan to invest in their business, 
helping it to adapt to the impact of Covid-19.  No 
repayments are required for the first two years (up from one 
year) – following this term the interest rate increases from 
0% to 3%. 
 

Until April 2022, the Apprenticeship Boost Initiative will be 
available to support employers of first and second year 
apprentices.  The amount of funding received a month, 
depends on when an apprentice started their training.  
Employers can use the funding to top up apprentices’ 
wages to at least the minimum wage. 
 
 
 

 
 
 
 
 

 

 PINK COLLAR CRIMES 
So called white-collar crimes are where financially 
motivated nonviolent crimes such as embezzlement are 
committed by high profile business people.  However, pink 
collar crimes, a term referring to female employees in mid-
level positions of responsibility who steal money from their 
employers, are more common and on the increase.  

 Large sums of money are invested in anti-fraud technology 
and some companies have teams in place to detect fraud. 
In a recent case in New Zealand a McDonalds Manager 
stole $166,000 over a number of years as she was able to 
authorise cash refunds to customers.  She was not 
apprehended until an internal audit disclosed the 
disproportionally high number of refunds paid out when this 
particular manager was on duty.   So how did this level of 
embezzlement go unnoticed? A couple of hundred dollars 
here and there can be hard to spot.  High-tech detection 
systems are great, but don’t forget to look out the window 
and ask yourself ‘How does your employee afford the 
insurance of her new Ferrari?’   

 

 

Employers must be vigilant not only to ensure casual 
employment in fact remains casual, in that no routine 
pattern of regular hours and days worked develops, but also 
to ensure, if they wish to terminate a casual employee’s 
employment before the end of an engagement, that their 
decision is both substantively and procedurally justified.  In 
many cases it may be wiser to let the casual employment 
engagement expire rather than end it early. 
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NOT SO CASUAL! 
It is not uncommon for employers to establish a casual 
employment relationship which then morphs over time and 
quite unintentionally into an ongoing, long term thus, 
permanent, employment.  The unwatched casual 
employment relationship can lead to difficulties where the 
work dries up and the employer mistakenly relies on their 
ability under the casual employment agreement, to stop 
offering work where the employer observes poor 
performance and decides the solution is simply to not offer 
further engagements; or where leave such as sick and 
bereavement leave and public holiday entitlements are not 
provided or are incorrectly calculated. 
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BEREAVEMENT LEAVE LEGISLATION 
The Holidays Amendment Bill (Bereavement Leave for 
Miscarriage) was introduced nearly two years ago and is 
now awaiting assent.  While employees have always been 
entitled to 3 days bereavement leave on the death of a 
child, it was not clear whether that would also apply where 
a pregnancy ended in miscarriage or stillbirth.   

This legislation, designed to make it law that those 
suffering a miscarriage or stillbirth have an equal right to 
the normal period of bereavement leave, also includes 
clarification that the mother does not need to have known 
she was pregnant and that proof of pregnancy would not 
be required.  The Select Committee also recommended 
that the former spouse or partner of the pregnant person 
should be able to take leave if they would have been the 
biological parent.  Likewise, parents planning to adopt a 
child and those having a baby through surrogacy should 
also be entitled to bereavement leave on the unplanned 
end of the relevant pregnancy. 

The provision of accommodation as taxable income is 
subject to PAYE and the value of the taxable income is the 
market rental value of the employee accommodation.   

HOLIDAYS ACT CHANGES ON THE WAY 
On 23 February 2021, the 
Minister of Workplace 
Relations and Safety, Michael 
Wood, announced that the 
Government has accepted ALL 
the recommendations of the 
Holidays Act Taskforce.   This 
Taskforce was earlier 
established to help address the 
challenges in working with the 
Holidays Act following a joint request from Business NZ 
and the Council of Trade Unions.  Some of the 
recommendations of the Taskforce include the following: 

 Entitling employees to take leave in advance rather than 
relying on agreement with their employer while the 
employees wait for 12 months to pass.  However, 
employees would only be entitled to take such leave in 

advance as they have accrued on a pro-rata basis (eg 
after 3 months employment, an employee would have 
the right to take up to one week’s leave in advance); 

 Recording annual leave in weeks and part weeks, 
rather than other units of time such as days or hours.  A 
prescriptive process for determining what constitutes a 
“week” for each employee has been recommended to 
address uncertainties for employees who work variable 
hours; 

 Entitling eligible employees to bereavement leave and 
family violence leave from their first day of employment; 

 Giving eligible employees one day’s sick leave from 
their first day of employment, with an additional day 
given per month until the minimum entitlement is 
reached; 

 Extending the three days bereavement leave 
entitlement to more family members; 

 Allowing only those employees who work intermittent 
and irregular hours as those able to be paid 8% pay-as-
you-go holiday pay.  A clear definition for what 
constitutes intermittent and irregular working patterns 
has been recommended;  

 Proposing a more prescriptive test for determining an 
“otherwise working day” which is key to calculating paid 
public holiday entitlements.  It is recommended that the 
definition of an “otherwise working day” would include if 
the employee was expected to work on the day in 
question according to a work pattern previously agreed 
between the parties, or that the employee has worked 
on 50% or more of the corresponding days in either the 
previous 4 weeks or the previous 13 weeks; 

 Changing the definition of “gross earnings” for holiday 
pay purposes so that it includes all cash payments 
(except reimbursement of expenses) without continuing 
the current exclusion of discretionary payments. 

 

THE NEW 39% TAX RATE: WHAT NEXT? 
How will the new rate affect you and your business?  The 
new 39% marginal tax rate that applies to all employment 
income over $180,000 is now in force.   
 

 Trusts? As part of their annual income tax return, 
trustees will now have to disclose financial accounting 
information, including profit and loss statements and 
balance sheet items as well as loans to related parties 
and information of distributions and settlements made 
during the income year. 
 

 Beneficiary Income from a Trust?  If you receive 
beneficiary income from a trust, contact us if you would 
like to know more about your tax position. 

 

 FBT?  A new Fringe Benefit Tax (FBT) rate of 63.93% 
will apply for gross pay above $180,000 and the single 
rate and pooling of non-attributed fringe benefit 
calculations.   Talk to us about your current FBT profile 
and we can review it together. 

 

 RLWT?  If you are selling property covered by the 
bright-line test, Residential Land Withholding Tax 
(RLWT) has increased from 1 April 2021 to 39% (except 
where the vendor is a company). 

 

 Property or Shares?  If you are looking to purchase 
assets such as property or shares, or already have such 
investments, it would be prudent to assess your overall 
investment strategy so that it meets your commercial 
and personal goals, including your tax profile. 

EMPLOYEE ACCOMMODATION 
The IRD rules around the treatment of employer-provided 
employee accommodation were reformed in 2015 and the 
starting point is that accommodation provided to 
employees is taxable unless specific exemptions apply 
(e.g. out-of-town secondment). 

There are a number of Inland Revenue publications 
available to assist employers with determining the market 
rental value.  However, the overarching theme of the 
guidance is that employers have flexibility when 
determining market rental value as long as a reasonable 
process is followed and sufficient evidence is maintained 
to support the values used.   For example, an independent 
valuation could be sought from a registered valuer or more 
simply, an analysis of comparable rental properties could 
be undertaken and recorded.  Further, an employer is able 
to apply their own reduction percentages that they consider 
to be appropriate for any given accommodation type (e.g. 
the employee housing is an old but insulated cottage). 
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A strong note of caution – The main reason for any 
restructuring of your investments should not be due to any 
perceived tax benefits arising out of the restructure.  Any 
restructuring should be focused on achieving key 
objectives such as successful commercial, risk, 
succession and asset protection outcomes. 
 

 Superannuation Contribution Tax?  The new tax rate 
threshold will apply to Employer Superannuation 
Contributions (ESCT) made for employees whose 
income exceeds $216,000. 

 

 Additional Employment Income?  The tax change 
applies to all employment income over $180,000 a year, 
including bonuses, back pay, redundancy and 
retirement payments. 

 

          
 

THE MINIMUM FAMILY TAX CREDIT 
The annual rate minimum family tax credit (MFTC) 
threshold for wage and salary earners will increase from 
$27,768 to $29,432 for the 2020-2021 tax year and 
subsequent years which is a maximum of $32 per week 
extra.  The Inland Revenue began paying the higher rate 
in weekly or fortnightly payments from late December 2020 
to their clients who receive payments throughout the year.  
All those receiving MFTC will have any unpaid increase 
from 1 April 2020 included as part of their end of year 
“square-up”. 
 

RECREATIONAL ACCESS TO LAND – THE 

HEALTH AND SAFETY AT WORK ACT 2015  
New Zealanders have grown up with an expectation that 
they are able to access and use most outdoor areas for 
recreation.  However, many landowners, particularly 
farmers, remain unclear about the implications of the 
Health and Safety At Work Act (HSWA) and to what degree 
they will be responsible for anything that happens to 
someone while they are on their land.  With the roar in 
progress this month and hunters out in significant 
numbers, WorkSafe has lately clarified their position with 
regard to people using the land for walking, cycling, 
kayaking, sailing, swimming, hunting, fishing, rock climbing 
to name but a few leisure activities on public or Crown-
owned land and on private farms.   WorkSafe’s policy 
statement is that where the land is a workplace, usually a 
farm, the landowner will have duties as a person 
conducting a business or undertaking (a PCBU) to ensure 
the health and safety of every person involved in that 
workplace. 

However, WorkSafe makes it clear that the HSWA does 
not cover any injuries that happen as a result of doing a 
recreational activity.  The HSWA only applies to 
recreational access when the land is affected by a PCBU’s 
work activities or is part of a workplace.   An example would 
be that there would usually be no liability under the HSWA 
if a mountain biker fell and injured himself while riding trails 

on the farm.  However, the position may be different if the 
biker fell into an unfilled hole left behind when the farmer 
was repositioning a fence – because that risk arose from a 
work situation. 
 

However, a landowner’s duties under the HSWA to 
recreational visitors can be met in simple ways, either 
through advance notice of current work hazards to users 
when permitting access or on-site verbal warnings or 
signs. 

Many recreational activities, such as quad bike tours or 
horse-trekking are commercial ventures paid for by the 
participants.  For the landowner, the rights and obligations 
remain the same regardless of whether the activity is 
commercial, unless the landowner is part of the entity 
running the commercial activity.  Full responsibility under 
the HSWA will fall on the PCBU running the commercial 
venture as it will be their workplace. 
 

INCORPORATED SOCIETIES – NEW 

REPORTING AND AUDIT REQUIREMENTS 
The Ministry of Business, Innovation and Employment 
(MBIE) has confirmed a new Incorporated Societies Act is 
expected to be released (the new Act) once the 
Incorporated Societies Bill has its final reading later this 
year.   All incorporated societies will be required to re-
register under the new Act (there will not be an automatic 
transfer of current Incorporated Societies to the new Act) 
and there will be a 2½ year transition period into the new 
regime.  Some of the proposals under the new Act are : 
 

Reporting requirements: Incorporated Societies that are 
not registered as charities under the Charities Act 2005 will 
be required to report using External Reporting Board 
(XRB) standards when they satisfy one of more of the 
following criteria: 

 Annual payments of $10,000 or more; 
 Assets of $30,000 or more; or 
 ‘Donee status’ (An IRD classification) under the 

Income Tax Act 2007  
 

Audit requirements: Incorporated Societies that are not 
registered as charities under the Charities Act 2005 will be 
required to have a mandatory audit when they satisfy one 
of the following criteria: 

 Annual expenditure over $2 million 
 Assets over $4 million 

 

NB:  Incorporated Societies that are registered charities 
are already required to report using XRB standards. 
 

WAGEBOOK CHANGES UNDER FARM FOCUS 
The wage book, currently part of Cash Manager Rural, will 
discontinue with your move to Farm Focus software.  If you 
wish to continue managing your own payroll there are 
several options available, with the data being able to be 
integrated for transaction reconciliation.  Therefore, it 
would be timely early in this new tax year to discuss with 
us your options regarding payroll software to suit your 
particular business requirements. 
 

If you would rather not continue with employees’ pay 
calculations, we can assist you with alternatives. 
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We always hear "the rules" from females.   
Now here are the rules from the  

“Male” point of view 

(Please note all are numbered #1 on purpose!) 
 
1. Men are not mind readers 
 
1. Ask for what you want cos let’s be clear on this one:  Subtle hints do not work!   
 Strong hints do not work!   Obvious hints do not work!  Just say it!! 
 
1. Yes and No are perfectly acceptable answers to almost every question.   
 
1. Whenever possible, please say whatever you have to say during commercials 

 

1. Anything we said 6 months ago is inadmissible in an argument.  In fact, all comments become  
 null and void after 7 days 
 
1. If something we said can be interpreted two ways and one of ways makes you sad or  

 angry, we meant the other one 

 

1. Come to us with a problem only if you want help solving it.  That’s what we do!  Sympathy  
 is what your  girlfriends are for. 
 
1. Christopher Columbus did not need directions and neither do we… 

 

1. I am in shape, round is a shape! 

 

1. When we go somewhere, absolutely anything you wear is fine! 

 

1. Learn to work the toilet seat – you’re a big girl.  If it’s up, put it down.  You don’t hear  
 us complaining about you leaving it down 
 
Yes, I know I have to sleep on the couch tonight but did you know men really don’t mind  

that?  It’s like camping……. 
 

 

 

 

 

 

 

 

 


