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NZALPA STRATEGIC PLAN 
Introduction 

 

The New Zealand Air Line Pilots’ Association (NZALPA) is the recognized and internationally 
affiliated professional association and trade union for New Zealand pilots and air traffic 
controllers.  

Our wide membership represents and reflects the diverse nature of the New Zealand aviation 
industry, and currently comprises over 2,000 members. 

Founded in 1945, NZALPA’s policies are directed towards the pursuit of excellence in 
professional and technical standards.  The Association is an active participant in the affairs of 
the International Federation of Air Line Pilots’ Associations (IFALPA) and the International 
Federation of Air Traffic Controllers’ Associations (IFATCA) and also provides on-the-job 
protection and guidance, ensuring the livelihood of members does not come under threat. 

NZALPA is a ‘professional society’, an ‘industrial union of workers’, and also 'monitors and 
initiates high technical and safety standards in the industry'.   

NZALPA was one of the 13 founding states of IFALPA - the International Federation of Air Line 
Pilots’ Associations, an organization founded to represent the interests of over 100,000 pilots 
worldwide. IFALPA membership is dispersed through 101 Member Associations who work 
together as the ‘global voice of pilots’. 

In 1989 the Air Traffic Controllers joined NZALPA.  NZALPA is now one of 130 Member 
Associations affiliated to the International Federation of Air Traffic Controllers' 
Associations (IFATCA), which represents 50,000 air traffic controllers worldwide. 

NZALPA Objectives 

NZALPA's aim is to achieve all of its objectives and in so doing ensure members' individual and 
collective rights and interests are preserved: 

• Promoting mutual support and collective activity in the pursuit of collective bargaining;  
• Negotiating employment agreements/arrangements and assisting in their enforcement;  
• Providing legal protection for members in connection with the activities of the union;  
• Representing members before any body in connection with their terms of employment;  
• Promoting the acquisition and retention of skills by members;  
• Monitoring health and safety issues and enforcing safety standards;  
• Protecting and enhancing the interests of members and their families in the workplace 

and in their quality of life generally;  
• Providing information to members on the union and its members;  
• Providing superannuation and insurance schemes and welfare benefits for members;  

http://ifalpa.org/
http://ifalpa.org/
http://ifatca.org/
http://ifatca.org/
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• Exercising all the powers and duties of the union in accordance with the Rules and the 
law to advance members' interests. 

This Strategic Plan aims to provide a guide to the future direction of NZALPA for the next three 
to five years within the rapidly changing aviation environment - as this environment changes this 
plan will be revised . The plan will in any case be subject to annual review. 

To ensure effective management of the Association's affairs, NZALPA has three areas/sections 
that develop/implement strategic and operational initiatives, undertake a wide range of projects 
and support activities on behalf of the members.  These sections also provide specialized 
knowledge on a variety of key industry issues, and report back to the Board of Management 
through  the responsible/appropriate Director. 

NZALPA Technical, Legal, and Medical and Welfare sections  are specialists in their own areas 
with each being tasked with work assignments by their respective Directors but interact with 
each other on a variety of issues. 

Safety and Technical 

NZALPA Technical and Safety Officers and staff work with the airlines, government agencies 
and pilots and controllers to promote a safer aviation environment. They provide information to 
members on industry developments, as well as warning against possible safety deficiencies. 
The department also consults with various international associations and agencies in order 
to pursue an equivalent level of safety for members as is experienced by their peers engaged in 
foreign duties. 

Our Safety representatives also attend IFALPA training courses relating to aviation accident and 
incident investigation, as well as assisting in the CIRP (Critical Incident Response Program). 
 This allows NZALPA to remain at the cutting edge of industry developments, and lend support 
to various agencies and members both in New Zealand and abroad. 

Legal and Industrial 

NZALPA employs a full-time lawyer and industrial advocates who can assist members in all 
legal and employment matters arising from their aviation related employment. Their advice and 
expertise ranges from employment contract negotiation and enforcement to representation and 
advice regarding aviation accidents or incidents.  

Medical and Welfare 

As a function of the size and profile of its membership, NZALPA offers full financial members 
beneficial schemes to ensure their financial security. As Pilots and Air Traffic Controllers are 
particularly dependent on medical certification for the continuation of their careers, NZALPA 
provides its members with a number of very competitive insurance schemes ; 

NZALPA has also developed a specialized network of medical, legal, and technical specialists 
who are familiar with all aspects of the aviation professions, and who are employed to ensure 
the best possible outcomes and career development for its members.  
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Finance/Budget Considerations.  

NZALPA is a member funded organization. Initiatives and operational activities must be funded 
to ensure the most effective efficient allocation of resources, time, budget and staff/member 
resources to maximize the benefits to members. Opportunities and initiatives  need to be 
prioritized  across all activities  to maximize Union membership leverage and benefits to 
members  as a collective group. 
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Our Strategic Priorities 
 

The NZALPA Strategic Plan Strategic Priorities are focussed on  

External 

• Building external image, standing, influence of NZALPA - the “Voice of professional 
pilots and controllers” 

• Building, and embedding  relations with External Agencies - Civil Aviation Authority of 
New Zealand (CAA), Transport Accident Investigation Commission  (TAIC) , Airways, NZ 
Airports Association and airport operators, Aviation Industry Association of New Zealand 
(AIA), other industry stakeholders - and Government 

• Build global networks, affiliations 

Employer 

• Pursue MECA for Air New Zealand Links  
• Pursue core Industry Standard Conditions of Employment (CoE)  for General Aviation 

(GA) 
• Pursue multi-level relationships with each employer -  seeking involvement in all 

decision-making affecting members' commercial, industrial, technical & safety and 
medical & welfare interests. 

Internal  

• Grow/organize membership: 
• Continue to drive staff performance and development 
• Enhance member benefits and services 
• Improve systems: 
• Finance 

These Strategic Themes, the approach and action plans are presented in the following sections. 
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External 
Build external image, standing, influence of 

NZALPA 
 

• “The Voice of professional pilots and controllers” 
• Technical and safety experts 
• Regular commentator on aviation issues 

This strategy aims to influence the reporting and perception of aviation and business issues by 
ensuring that the Association' s point of view is well publicised.  This will be achieved by forging 
cooperative working relationships with all significant news media organisations across the full 
range of relevant issues in order to  raise the profile of the Association and its views amongst 
the NZ public, the business and aviation community, and the Government and its agencies. In 
addition to being available to respond to enquiries on a reactive basis, the Association will also 
proactively issue press releases and other commentary on a routine basis to media outlets and 
on its website. 

Where appropriate the President an/or an elected Officer of the Association or a technical 
Subject Matter Expert (SME) will be promoted and available for media comment. Such 
potential spokespersons will be identified and basic media training should be provided for this 
group.   

Whenever a topical issue arises that concerns aviation or airline transport, we want the media to 
think of NZALPA first in obtaining comment.  This means we have to be available, cooperative, 
responsive, articulate and newsworthy.  (The Police Association is a good model for NZALPA to 
emulate in this regard, as it has achieved this level of profile on behalf of its members). 
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Build, embed relations with External Agencies 
and Government 

• Civil Aviation Authority of New Zealand (CAA) 
• Transport Accident Investigation Commission  (TAIC)  
• Airways 
• NZ Airports Association  
• Airport operators 
• Aviation Industry Association of New Zealand (AIA) 
• Other industry stakeholders 

o solidify and promote technical and safety expertise 
o extend relationship with CAA 
o continue to press TAIC for formal relationship 
o build technical relationship with Airways, with pilot input 
o raise profile with airports in non-conflict circumstances  
o build relations with Ministers and Government Departments 
o ongoing focus on security 
 passenger screening and cockpit security 
 lobby for flight data/Cockpit Voice Recorder (CVR) protection 
 seek protection against criminalisation 

This strategy aims to influence the decision-making of the regulators and investigators, Airways 
and other technical service providers, airport operators and their Association, other industry 
stakeholders, and the Government, whenever an issue arises with implications for NZALPA 
and/or its members.  This will be achieved by establishing and maintaining regular and multi-
level relationships and contacts so that dealing with Association representatives and taking our 
views into account becomes the norm (if not automatic).  A distinct approach will need to be 
developed for each agency, taking into account the current state of relations, the importance 
and frequency of interactions, and the desired outcomes.  We have made a start with CAA and 
perhaps TAIC and the AIA, and a number of airports and the Minister of Transport. There 
remains  much  to  do before  we  can claim to have  overcome the distrust and suspicion with 
which we have been regarded in some quarters, so as to win the trust and confidence of these 
key agencies and their acceptance of NZALPA as a key industry participant in their decision-
making.  As an example of what could be achieved, the Association could formalise an Airport 
Liaison Representative (ALR) group of SMEs (under the auspices of the Technical Director) 
which would not only deal with specific aerodrome issues as they arise but also be charged with 
making routine visits say at least once a year to all significant NZ airports into which we 
regularly operate.  Routine visits to airport operators at times when no conflict exists is an ideal 
way of establishing points of contact and building a trusting relationship that may produce 
benefits for our members when an actual issue does come up.  In regard to our dealings with 
CAA,  to take another example, we already have periodic high-level meetings in place which 
are an excellent, if still somewhat tentative, start to building a fruitful relationship.  The range of 
issues discussed in this high-level forum are often and necessarily processed further down the 
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CAA organisation tree, providing ideal opportunities to make and sustain multi-level 
relationships notwithstanding any changes that may occur  at the top.  

The development of a concise plan for building the relationship with each key agency should be 
formally assigned to the Principal Officers and their BoM Subcommittees (with support from staff 
as necessary).  There is probably much we can learn on this topic by talking to other 
International Federation of Air Line Pilot Association (IFALPA) Member Associations such as 
US ALPA and how it has gone about developing its close relationship with the NTSB.  A set of 
relationship plans as  proposed would provide sound analysis and continuity for achieving this 
key NZALPA strategy.  
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Build global networks, affiliations 
 Organise to counter Trans National Airlines (TNAs) (political, industrial) 

Globalisation is the term used to describe the economic trend for businesses competing in a 
growing global market to engage in trans-national/cross border operations commonly involving 
mergers, takeovers, and the emergence of alter-ego companies.   

Evidence of the escalating pace of globalisation is all around - within our own area including the 
Qantas/Jetstar model and the Virgin/Air New Zealand (Air NZ) alliance, and now Ethihad. 

In the Qantas/Jetstar case the Australian International Pilot Association (AIPA) - which has a 
difficult if not dysfunctional relationship with Qantas management - is having difficulty  to get 
management to deal with their security of employment issues, on the other hand NZALPA which 
enjoys a functional relationship with Air NZ’s senior management was able to ensure that the 
interests of it pilots in both Pacific Blue and Air NZ were appropriately considered before Air NZ 
formally entered into its codes share alliance with Virgin.  In doing so the interests of Virgin 
pilots, largely represented by AFAP, were able to be reasonably considered due to our close 
association with our Australian colleagues. Evidence of the fact that working together, and 
forging relationships can make a difference. 

IFALPA has emphasized the need to organize and effectively communicate in order to achieve 
satisfactory results. At the NZALPA level we need to do the same, and while the Air NZ jet pilots 
have achieved what currently appear to be satisfactory security of employment protections, 
there is much to be done to ensure that others within NZALPA including Jetconnect, Jetstar NZ, 
Pacific Blue, Airways, Air Nelson, Eagle, Mt Cook etc – in fact all NZALPA member groups are 
similarly protected. At the IFALPA level there is an emerging realization of the fact that changes 
imposed upon us as companies rationalize their business models in the face of competition 
provide opportunities which we must capitalize on. Imposed changes may be threatening, but 
they may also present opportunities for improving the lot of our members. 

This strategy aims to counter the excessive commercial behaviour of trans-national airlines 
(TNAs) which deliberately seek to reduce industry-standard pay rates, working conditions, 
safety standards and transport regulation, by establishing  operations in countries other  than 
their  own, in order  to  take  advantage  of jurisdictional differences.    

The strategy has dual goals:  

1. to develop closer ties within the labour movements of NZ, Australia and the Pacific 
Island States to build industrial coalitions to counter TNAs industrially 'on the ground'; 
and 

2. to lobby the governments of New Zealand and Australia to support the needs of workers 
and organised labour in dealing with the excesses of TNAs (such as displacement of 
labour) through legislative change to CER (and subsidiary/related agreements and 
policies).   
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These goals will be achieved by building and strengthening alliances with organised labour both 
within and beyond the shores of NZ.  Accordingly to advance this strategy, NZALPA will: 

• assess regional support for the establishment of a South Pacific Pilot & Controller 
Organisation, an overarching umbrella federation of pilot and controller unions 
throughout Australia, New Zealand and the Pacific Islands, as a suitable vehicle for 
organising cross-border  strategies for dealing with TNA threats in the region. 

• continue with open dialogue but will not create a formal affiliation with the NZ 
Council of Trade Unions (NZCTU) and International Transport workers Federation 
(ITF), , and where appropriate take up opportunities for attending meetings as an 
observer without commitment,;  

• progress communication and dialogue, particularly IFALPA and trans-Tasman 
discussions. 

One thing we have learned through our enquiries to date is that there will never be a substitute 
for the "hard industrial yards" that need to be fought for and gained through traditional union 
means in our arguments with the likes of Jetstar and Virgin. (Hence the theme of last year's ITF 
Oceanic Region Seminar - Organising Globally). What can be said with some certainty, 
however, is that any potential gain we can work toward through new national and international 
affiliations will only be realised if we put in  the necessary time, money and effort into 
developing relationships and practical strategies. 
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Employers 
 

This section details the approach to developing and Implementing strategies to 

• Improve  the base Conditions of Employment across membership groupings  
• Secure the ownership of work 
• Manage the transfer of work, and  
• Create  Groups Seniority Lists 

Pursue MECA for Air New Zealand Links  
This strategy aims to produce consistency and realistic improvements in terms and conditions of 
employment for the 425 members employed by the three Air NZ Group Links. It should also 
reduce the resources necessary to negotiate and maintain our collective agreements, by 
seeking to combine the three existing Links Collective Employment Contracts (CEAs) into one 
Multi-Employer Collective Agreement (MECA) in accordance with the provisions of the 
Employment Relations Act 2000.  At a time when subdued economic conditions can make it 
challenging to generate improvement in terms and conditions for members through standard 
collective bargaining, the sheer process of harmonising appropriate terms and conditions of 
employment for pilots  across the three Links  could yield benefits and gains for members that 
are unable and unlikely to be negotiated or achieved in separate collective  negotiations. The 
prospect of achieving new initiatives such as a combined Link group opportunity priority  list (or 
LGOP List) or potentially a Air NZ Group opportunity priority list (including the Link pilots)  would 
also be enhanced. These initiatives could produce better career progression for Air NZ Group 
members as well as providing more transparency and structure in pilots career planning.  

This strategy will be achieved by dedicating the necessary resources, and by careful and 
thorough planning, laying the necessary groundwork well in advance, taking advantage  of the 
empowering provisions of the Act [which facilitate collective bargaining including Multi-Employer 
Collective Agreements (MECAs)], as well as the confluence of the three expiry dates, which 
have now been negotiated to fall within a 19-week span. 

Necessary resources include dedicated project management, through the Industrial Director and 
advocates as  well as developing a database of terms and conditions of employment for ready 
access during the preparation and negotiation phases of the process (see below).  Preparation 
is already well underway for this project by way of planning meetings at the Industrial 
Subcommittee.   

The next stages will comprise –  

• finalising the draft MECA agreement.  
• internal liaison and briefing with the Link Councils. 
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• liaison and meeting with employers to build an understanding of all party’s needs and 
the process involved in the MECA bargaining. 

• member meetings and briefings. 
• carrying out the required ballots of members under the Act,   
• planning the bargaining proper, including the bargaining process agreement. 
• initiation of MECA bargaining 
 

This is a sizeable industrial relations project that will take considerable effort and skill to 
achieve.  Particularly care has been given to how we engage with Air NZ on this initiative, and at 
what stages.  We should set our sights on working with  Air NZ to both realise  the benefits of a 
MECA, but we need to be prepared for a range of possible responses  on their part and to 
understand their concerns and needs so as to be in the best possible position to achieve the 
results, for our members, that a successful MECA settlement could bring.    

Beyond the work associated with the MECA itself, it is proposed to develop an electronic 
database of members' terms and conditions of employment, structured in such a way as  to 
facilitate ready retrieval of data by staff and negotiators when required.  Some preliminary work 
has been completed on the likely structure and content of the database and how we might go 
about populating the database framework with data.  It will be difficult to take this much further 
until and unless the necessary IT framework is in place. To this end research has commenced 
on suitable software and costings, from a variety of sources.     

Finally, whilst this database of members' terms and conditions has been associated with  the 
Links MECA for the purposes of the strategic plan, this is but the first major application for such 
a resource.  This is a fundamental tool to empower all of our negotiating teams and will be just 
as useful for our jet pilot groups as it will be in the  pursuit of a MECA for the three Links.  
Furthermore it is intended in due course to expand  the database through the addition of 
documentation such as letters, Court judgements,  agreed interpretations etc that relate to 
specific CEA clauses or issues.    This will be a second stage once all current terms and 
conditions of employment are captured and retrievable.      
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Pursue core Industry Standard Conditions of 
Employment  for General Aviation (GA) 

 

This is a longer-term strategy aimed at establishing a code of minimum terms and conditions of 
employment to apply throughout the general aviation industry.  This strategy follows on from 
existing strategies to grow the Association's GA membership and to substantially improve the 
level of service and benefits NZALPA provides to GA pilots.  This strategy  recognises that it will 
not be feasible to negotiate a CEA in every GA workplace, but a GA Industry standard 
template with industry-wide application and capacity for subsequent parties to be joined may be 
an efficient alternative. 

To support this initiative and to provide additional support and service to members and 
potential members in this area a GA organiser will be recruited to support a membership 
drive and relationship build with employers - refer Section 4.1 
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Pursue multi-level relationships with each 
employer, 

• Seeking involvement in all decision-making affecting members' commercial, 
industrial, technical & safety and medical & welfare interests. 

This strategy seeks to continually enhance the influence of the Association, its Pilots' Councils 
and its members in the affairs of our employers and in particular, in any and all decisions that 
affect our members.  It may be assumed that airline managements will generally act to expand 
their prerogatives to manage if given a choice, which means that consultation with NZALPA and 
involvement of authorised members in the airline's decision-making will generally be restricted 
to occasions and circumstances on which consultation (and/or agreement) is required, and 
there is much additional support in the common law for consultation in situations where the 
employment of workers may be affected (e.g. disciplinary charges, restructuring, outsourcing 
etc).  Beyond these situations which necessitate consultation by law, there are numerous less 
formal  opportunities for Association representatives to involve themselves in their employer's 
decision-making processes and to influence outcomes.  (There are some two dozen categories 
of SMEs, for example, within the Air NZ Pilots' Council, all of whom have potential to have 
interactions on behalf of the Association with the Company).  Although it is arguable that we are 
already deeply embedded in Air NZ's decision-making on matters that affect our membership, 
there are still occasions when decisions are made of which we know little and on which we have 
not been consulted.  Few if any of our other  Pilots' Councils can match the Air NZ Council for 
breadth and depth of involvement in  their employer's decision-making. As a matter of strategy 
Councils should be urged to engage with their employers on as wide a front and with as many 
representatives as can be practicably maintained over the longer term. 

Beyond this issue of sheer breadth and depth of contacts, there is the issue of continuity to 
consider, due to constantly changing personnel.  Company managers come and go from one 
position to another and even one employer to another, and union representatives are subject to 
elections and the time limitations that normally apply to voluntary part-time activities.  There are 
many illustrations of mutually-productive employment relationships coming 'unstuck' because a 
key individual involved in the relationship is no longer there.  It is essential to perpetuate 
influential relationships, once put in place, by introducing multiple contacts at multiple levels of 
the organisation.  In that way the survival and success of the relationship is not dependent on 
one person remaining at the fore.       

This is common sense influence-building activity that all NZALPA Councils are expected to 
promote, based on established principles of  human and organisational behaviour.  But it won't  
happen  by  accident; a  specific action  plan will need to be developed and put into practice by 
Councils which are intent on growing their influence. 

Important considerations in any interaction between NZALPA and employers are 
transparency and openness; key issues of union membership and meeting member 
requirements. Where due to specific circumstances openness is not possible, the 
NZALPA Confidentiality protocols must be strictly adhered to. 
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Trust in elected officials is an important consideration in carrying out NZALPA and 
member activities; the degree of transparency and feedback. to members must be 
considered with Investigations, medical issues, technical issues, Industrial/legal 
privilege and Court cases  - often involving  sensitive issues for individuals or groups 
concerned . 
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 Internal 
  Grow/organise membership: 

 

• Pacific Blue Collective Employment Agreement (CEA) 
• Jetstar CEA 
• Major initiative in General Aviation (GA) 
• Target young members (Generation Y) 
• Maintain high-density membership in airlines through organisation/activities 
• Continue to improve communications to members (quantity and quality) 
• Cross-fertilise membership, break down silos, through active Board of Management 

(BoM)  subcommittees etc 
• Bring about a single entity to represent all pilots and controllers in NZ  

This is a carefully defined growth strategy which aims to increase the Association's membership 
in a cohesive and homogeneous way.  There are five factors prompting this strategy: 

1. "Grow or perish..." - This old axiom derives from the commercial world where standing 
still equates with going backwards because your competitors are moving ahead.  
Nevertheless our Officers and members are constantly seeking new benefits and 
services from the Association and with current budgetary constraints, growth is 
necessary to fund any expansion in the Association's activities. There is no let-up in the 
costs of doing business; increasing globalisation is likely to lead to additional travel, the 
marginal costs of organising and representing new members are higher than in our core 
established airlines, we are expanding our sphere of influence with the regulators and 
other industry stakeholders which inevitably adds to costs, there is an increasing 
emphasis on running our affairs with professional staff instead of member volunteers, 
and we have seen an escalating trend in litigation and its costs with our employers 
although that is always unpredictable.  
 

2. Stable airline membership: With 1128 current members in the Air NZ Group and 352 in 
Airways, approximately 75% of our current membership is in two organisations that are 
not anticipating growth.  On the contrary, in the Air NZ Group we have seen a mild 
contracting in our income due to depressed pilot earnings.  Jetconnect, Pacific Blue and 
Jetstar NZ all seem to have somewhat precarious positions in the market and it is 
difficult to see a scenario in which total airline pilot numbers might significantly increase 
in these companies.  Further growth is unlikely to emanate from the established airlines 
in NZ in the foreseeable future if at all.  An important focus will be addressing 
membership numbers where current uptake of membership is circa 40% and 
falling. Initiatives will be developed to address the current state, improve base-line 
conditions of employment - refer Section Employers  and ensure a "critical mass" 
of members are active within airline groups. 
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3. Our current positioning vis-a-vis the general aviation industry is ambivalent.  We have 
recruited GA members for a long time but we provide them with few tailored services 
and our ability to represent their needs is somewhat limited to the larger employers 
where we have succeeded in negotiating CEAs. There are three strong reasons for 
expanding our presence in GA: 

• significant numbers of new members are available who are professional pilots 
aligned to our existing membership categories; 

• the GA industry is the nursery for new airline pilots joining the turboprop 
Links,  and inducting GA pilots into the world of NZALPA can only strengthen 
our core airline membership; 

• we are not currently fulfilling our promise to GA members in servicing their 
needs to the best of our ability. 

• Feedback from members and potential members indicates a real need 
for dedicated services and support from NZALPA. 

Therefore, subject to the ability to provide the necessary funding for a five-year period, the 
Association will establish a new staff position and recruit a union organiser who will focus on the 
General Aviation industry but be capable of generalist Employee/Employer relationship 
problem-solving across the full spectrum of NZALPA membership.  

1. The Association has been approached by a number of other airline industry staff 
groups seeking to join or affiliate with NZALPA in some way.  This has included 
cabin crew, emergency fire-fighters, several Airways Corporation occupational 
categories and others.  The Association has made a determination that there is 
to be no 'inorganic' growth or dilution away from a professional licensed 
membership.   

2. A key NZALPA goal is to be the single entity representing pilots and controllers 
in New Zealand, and for NZALPA to be that body. [Many years have passed 
since the forming of the Federation of Air NZ Pilots (FANZP) and the two 
organisations seem to coexist now without any interaction (either positive or 
negative)].  

NZALPA will actively develop initiatives to reduce the effectiveness of FANZP and any 
other Union   as an alternative Air Line Pilots Union in New Zealand There are a number of 
good reasons to consider proactively addressing the  Federation as a key strategy - FANZP 
continues to represent a threat to the wellbeing of the Association because it is able to offer its 
members virtually the same excellent terms and conditions of employment that NZALPA 
members enjoy, but at no cost in terms of subscription fees, AND their members are a pliant 
group that Air NZ can manipulate to its advantage in any dispute with NZALPA. 

NZALPA will be open to approaches from non- ALPA members as individuals. 

This strategy also recognises the need to make the Association relevant to the younger 
generation of pilots and controllers coming through our employing  organisations who are not 
educated or experienced in the ways of unionism, want everything NOW, and have the over-
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confidence to go it alone.  There is a view that the demographics of the Association reflect an 
ageing membership; in recessionary times this is an inevitable consequence of a stagnant 
workforce with little new recruitment.  To the extent that young pilots and controllers see the 
world and their careers differently, we need to be plugged into these visions and become 
relevant to their aspirations. 

Finally this strategy flags the need to continue to retain the very high levels of union density that 
we currently enjoy in Air NZ,  Airways and Jetconnect.  This is a virtuous circle: high union 
density empowers NZALPA to achieve top terms and conditions for our members which in turn 
helps retain the high level of union membership and penetration.      
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Continue to drive staff performance and 
development 

• Focus on engagement (Say/Stay/Strive) 
• Maintain/develop professional standards of service to members 

This strategy is a continuation of current practices and recognises that the delivery of quality 
services to members depends very largely on the performance of our staff.  Highly engaged 
staff will on behalf of NZALPA: 

o SAY good things about NZALPA,  
o plan to STAY with NZALPA  for the long-term,  
o and STRIVE to achieve top performance and results in their work  

To achieve a highly engaged staff, the Association needs to provide: 

• attractive and competitive  pay rates and other  conditions of employment; 
• a pleasant working ambience with good facilities; 
• friendly, helpful and competent  workmates; 
• interesting and challenging work; 
• professional development and career progression;  
• clear  direction and leadership tailored to their position and experience;  
• a sound understanding of the organisation's strategy and the employee's role within it.    

While there is ample scope for improvement in creating the optimal conditions for each of the 
Association's  staff members  to flourish, the basic principles and building blocks are in place 
and we are in an enviable position overall.  It is not envisaged that any dramatic changes will 
need to be introduced in connection with the Association's staff and their management.   As with 
most modern business organisations, key employees whose loss could have a significant 
impact on the Association and who would be difficult to replace have been identified for 
personal attention to their development and other needs.  This may be regarded as a key 
element of NZALPA's risk management plan.  
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Enhance member benefits and services 
• Develop/maintain “unbeatable” package of membership services and benefits 

This is a general strategy aimed at continually taking stock of the Association's benefits and 
services to members, with a view toward continuous improvement of existing benefits and 
services (a key plank of quality management) as well as the development of new benefits and 
services which meet proven wants and needs.   

The needs of the GA community have already been identified as one key area where new 
services and benefits will be developed.  This will involve dedicated website assistance with 
career progression and job vacancies, GA industry news, a chat forum, and basic advice on 
how to deal with a range of employment issues and incidents.  

A complete re-development of the NZALPA website, already underway,  is another initiative that 
will provide new benefits and services to members including: 

• the ability to enter and amend personal details, and access subscription 
balances 

• BoM and individual Council sections (for contacts, documents, news, photos etc) 
• upcoming events (downloadable to Outlook) 
• job vacancies 
• interactive forum 
• technical information and documents including links to CAA material 
• medical and welfare information 
• on-line voting, and  
• a whole new world of NZALPA information and material of interest including 

current aviation affairs from around the world.   
 
Beyond these plans already in place, the Medical & Welfare Subcommittee and others are 
constantly looking for new ideas to enhance or add to the services and benefits provided by the 
Association.  As a key initiative the Association will aim to provide a full suite of financial 
services and products including the full range  of insurances taken up by members as well as 
loan and savings products, all at discounted rates for members and retired members and their 
families, as well as NZALPA staff.  The achievement of this strategy will likely require resourcing 
with professional Association staff at some time in the future.  
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Improve systems: 
• Enliven website (enhance member usefulness, automation) 
• Review Information Technology (IT) systems and support (risk management, 

service improvement) 
• Build administrative efficiencies (membership and subscriptions) 
• Update policies, protocols, procedures  (enhance operational efficiency and 

effectiveness and organisational decision-making)  

This strategy is concerned with administrative infrastructure and the need to keep it up-to-date 
to promote organisational efficiency and effectiveness.  The Association's website is of very 
limited usefulness to members and its redevelopment will revolutionise  the way we interact 
with members and conduct our business (see 3.3 above).   

Insofar as IT systems are concerned, this strategy proposes to commission an independent 
assessment of our systems architecture, hardware, software and system support, as an 
appropriate measure for risk management and managerial oversight.  (It should be noted in this 
context that our current suppliers have stated that they are very confident, both of the integrity of 
the system to perform as expected on a very reliable basis, as well as the level of support they 
are able and willing to provide.)    

Improvement to the administrative processes concerned with membership data and 
subscriptions has already proved to be necessary and successive Secretaries have devoted 
considerable time and energy to redress and overcome deficiencies.  The process 
improvements currently underway together with the changes signalled in strategy 3.5 below 
should go a long way toward stabilising membership and subscription data processing.  
Changes have been made to ensure that the serious problems experienced of late with 
members in arrears outside of any controlled process are not allowed to recur. 

Finally, as important guidance to the staff on a day-to-day basis, the Association's Office Policy 
Manual requires review and updating.   A number of deficiencies were identified by Principal 
Officers when the Executive Director's position was introduced. These include the need for 
policy controls around: 

• allocation of work to staff 
• outwards and inwards correspondence and use of Association letterheads  
• email templates and address lists 
• initiation of legal proceedings and engagement of external counsel 
• staff travel on NZALPA business 
• news media comment 
• staff attendance and  movements 

Draft protocols covering the above issues have been finalised by the Principal Officers and the 
Executive Director and are being incorporated into an updated Office Policy Manual for 
confirmation by the Board of Management. 
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Finance 
• Minimise invoicing (all members on CEAs to have auto-deduction/remittance) 
• Reduce/maintain subscriptions through investment income 

This strategy recognises the enormous benefit to the Association of payment of subscriptions by 
way of automatic periodic deduction and remittance (by agreement with our employers) and 
conversely, the severe difficulties in running alternative manual payment processes, especially 
for members with variable incomes, for members who can't or won't pay by auto deduction.  
(The recent efforts of the Secretary and admin staff to identify and recover considerable sums of 
arrears of subscriptions, going back a number of years in many cases, illustrate the difficulties 
inherent in the current manual process involving  declaration of earnings and periodic invoicing.)  
For pilots covered by collective agreements, the solution is to obtain agreement with the 
employer for the Agreement to require all members to pay by automatic deduction (without the 
co-condition of an individual authority to deduct, signed by the member).  This is entirely 
allowable under law (see s16 Wages Protection Act 1983 which provides that nothing in the Act 
makes it unlawful to comply with a provision of a collective agreement.)  

As implied above, there are two categories of members who pay subscriptions by invoice: 
a) those who are covered by IEAs with no deduction provision (whose employer 

can't or won't carry out automatic deductions and remittances, or who do not 
wish to pay by automatic deduction even where their employer is willing to 
facilitate it); and 

b) those who are covered by CEAs which contain deduction provisions which are 
subject to the member's individual written authority, who decline to provide such 
authority and hence pay by declaration and invoice.  

This strategy proposes that s22 of the Air New Zealand Pilots' CEA be suitably amended as part 
of any settlement to remove the requirement for individual signed deduction authorities as a 
prerequisite for the deduction and remittance of subscriptions by the Company.  The same 
approach should be taken later on when we come to renew all other CEAs to which we are a 
party.  This will eliminate a large portion of the membership who pay by manual invoice 
(everyone in category 2. above) who are also amongst the Association's higher-earning 
members (hence securing a greater  proportion of our income through the deduction/remittance 
funnel and reducing the proportion subject to declaration and invoice). 

For members on IEAs, s65A implies a compulsory fee deduction and remittance clause  into all 
such agreements (in the first instance).  The Association will write to all members covered by 
IEAs who are paying subscriptions by way of declaration and invoice, urging and assisting them 
to arrange automatic deduction and remittance of NZALPA fees with their employer. This would 
not only be beneficial to the Association but arguably to the member as well whose 
subscriptions would henceforth be paid automatically by deduction of small amounts throughout 
the year. 
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The two initiatives outlined above will together substantially reduce the proportion of Association 
members paying their subscriptions by way of periodic declaration and invoice.  Beyond this, we 
should also look for ways of circumventing the need for earnings declarations altogether, as this 
key part of the current administrative process is the  cause  of considerable delay, review and 
time-consuming administrative work.     

As a longer term strategy, financial modelling will be undertaken to forecast the  Association's 
ability to cancel the existing .15% levy and to ultimately be able to  reduce the level of 
subscriptions in favour of income substitution relying on investment returns.  This will inevitably 
require consideration of longer term  financial needs and objectives and close consultation with  
members on the level of Association  subscriptions.  NZALPA subscriptions are very high by 
comparison to most other unions (approximately double) and there must be some prospects 
who decide against  membership because of this factor (and especially if the Federation is a 
viable option).  Ultimately, though, we owe it to our members to manage our financial affairs in 
such a  way as to minimise subscriptions and levies over the longer term.  Once our assets are 
fully paid up and we accumulate sufficient surplus to protect members' interests in any possible 
eventuality, then our attentions should turn to substituting subscription income with investment 
income to provide members with some welcome respite in  Association funding.  This would be 
a very  proper and appreciated return to members for their support of the Association over many 
years.   
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Measures of Success 
 

The success of NZALPA will be on how well membership is served through the 
achievement of the Unions specified objectives  and delivery of the Strategic and 
Operational Plans within budget 

It will be necessary for the BoM to track and monitors performance against the Strategic 
Plan and Technical, Industrial/Legal, Medical and Welfare, Administration Operational 
Plans, key initiatives  and Budget 

(This section to be developed with the BoM and Departments/Sections.) 

  

 

Theme Focus Measure of Success - KPI
1. Lobbying/Public Relations LPR1 - Members Satisfaction Indice (Member Survey Results)
1. Lobbying/Public Relations LPR2 - Technical Indice
1. Lobbying/Public Relations LPR3 - Security Indice
1. Lobbying/Public Relations LPR4 - Just Culture Indice
1. Lobbying/Public Relations LPR5 - UMR Research (UMR) Public Perception

2. Building Global Networks      BGN1 - Members Satisfaction Indice (Member Survey Results)
2. Building Global Networks      BGN2 - 
2. Building Global Networks      BGN3 - 
2. Building Global Networks      BGN4 - 

3. Employment Conditions Improvement ECI1 - Members Satisfaction Indice (Member Survey Results)
3. Employment Conditions Improvement ECI2 - 
3. Employment Conditions Improvement ECI3 - 
3. Employment Conditions Improvement ECI4 - 
4. Members Capability & Relationships MCR1 - Key Relationship/Contact Indice
4. Members Capability & Relationships MCR2 - Talent: NZALPA BoM/Council Ready Now Successors 
4. Members Capability & Relationships MCR3 - Leadership Capability:  NZALPA  Councils 
4. Members Capability & Relationships MCR4 - 

3.  Grow/Organise Membership   GOM1 - Members Satisfaction Indice (Member Survey Results)
3.  Grow/Organise Membership   GOM2 -
3.  Grow/Organise Membership   GOM3
3.  Grow/Organise Membership   GOM4

5. Staff Performance & Development SPD1 - Strategy Deployment: Staff  know what is expected of them 
5. Staff Performance & Development SPD2 - 
5. Staff Performance & Development SPD3 - - Leadership Capability: 
5. Staff Performance & Development SPD4 - -

6. Member Benefits and Services               MBS1 - Members Satisfaction Indice (Member Survey Results)
6. Member Benefits and Services               MBS2 - 
6. Member Benefits and Services               MBS3 - 
6. Member Benefits and Services               MBS4 - 

7. Systems Improvement SI1 - Members Satisfaction Indice (Member Survey Results)
7. Systems Improvement SI2 - 
7. Systems Improvement SI3 - 
7. Systems Improvement SI4 - 
8. Financial Performance FP1 - Members Satisfaction Indice (Member Survey Results)
8. Financial Performance FP2 - Performance to Plan and Budget
8. Financial Performance FP3 - 
8. Financial Performance FP4 - 
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Glossary 
 

Abbrev.  

AIA Aviation Industry Association of New Zealand 

AIPA Australian International Pilots’ Association 

ALR Airport Liaison Representative 

BoM Board of Management 

CAA Civil Aviation Authority 

CEA Collective Employment Agreement 

CVR Cockpit Voice Recorder 

GA General Aviation 

IFALPA International Federation of Air Line Pilots’ Association 

ITF International Transport workers Federation. 

NZCTU New Zealand Combined Trades Union 

BoM Board of Management 

SME  Subject matter Expert 

TAIC Transport Accident Investigation Commission   

TNAs Trans National Airline 

 


	NZALPA STRATEGIC PLAN
	Introduction
	Our Strategic Priorities
	External
	Build external image, standing, influence of NZALPA
	Build, embed relations with External Agencies and Government
	Build global networks, affiliations
	Employers
	Pursue MECA for Air New Zealand Links
	Pursue core Industry Standard Conditions of Employment  for General Aviation (GA)
	Pursue multi-level relationships with each employer,
	Internal
	Grow/organise membership:
	Continue to drive staff performance and development
	Enhance member benefits and services
	Improve systems:
	Finance
	Measures of Success
	Glossary

