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<date>
<club address>
PRIVATE AND CONFIDENTIAL
 

Dear ………….
 

 

re:  YOUR EMPLOYMENT
 

On behalf of the <Club> ("<Club> Inc") I am pleased to confirm your employment with <Club> Inc on the terms and conditions set out in this agreement ("this Agreement"), as follows:
 

In accordance with the Employment Relations Act, you are entitled to a reasonable opportunity to seek independent advice about these terms of employment and we encourage you to do so.  [However, please note that we require a signed agreement before you commence work.]

 

1. POSITION
1.1 You are employed by <Club> Inc in the position of …………………….. 
 

1.2 You report to the <Club Manager/Board/Committee>.
 

1.3 The responsibilities and duties of your position as ……………………….. are set out in Schedule 1. <Club> may, after consultation with you, vary your responsibilities and duties to suit its needs but not so as to change substantially the nature of them (except in the case of a restructuring). In addition, you will be required to perform all other duties which are reasonably incidental to your position, as directed by <Club> Inc from time to time
 

2. TERM OF EMPLOYMENT

2.1 Your employment will be from ……………………subject to:
 

(a) you resigning from your employment; or
 

(b) <Club> Inc terminating your employment in accordance with this Agreement;
(referred to as “the Term”).
     
3. HOURS OF WORK
3.1 Your normal hours of work shall be Monday to Friday (inclusive) from 8.30am to 5.00pm, unless otherwise agreed between you and the <Club Manager/Board/Committee>. 

3.2 In addition from time to time you may be required to work additional hours including evenings and weekends. If you are required to work on a Saturday or Sunday you shall be entitled to the equivalent amount of time off from work on a normal working day for each such day or part day worked. Such time off work must be taken at a time which is approved by the <Club Manager/Board/Committee>. If it is not taken within six months of the time it accrues, it shall be forfeited. 
 

3.3 Your salary is deemed to remunerate you for all hours worked and there shall be no overtime rate of pay.
 
   
4. LOCATION OF WORK
4.1 You will primarily work from <Club>  office, which is currently situated at ___
 

4.2 <Club> Inc may however relocate the office including elsewhere in the greater Auckland region. <Club> Inc reserves the right to change the location of the office; however should this occur you will be given reasonable notice. 
 

5. REMUNERATION

5.1 Salary: You will be paid a salary of $ ………….. gross per annum. 
 

5.2 Your salary (less tax and lawful deductions) will be paid to you fortnightly (or as otherwise determined by <Club> Inc to meet its operational needs) by direct credit into a bank account nominated by you.
 

5.3 Other Benefits:  In addition to your salary you are entitled to the following additional benefits:
 

(a) Mobile Phone: <Club> Inc will provide you with a mobile phone for use by you. <Club> Inc will reimburse you for the costs of all work-related calls and charges. You will be responsible for meeting the costs of any charges relating to personal use of the phone.
  

5.4 Remuneration Review: Your remuneration will be reviewed on an annual basis, in or about the month of February. There is no obligation on <Club> Inc to increase your remuneration following any such review. It is agreed that an initial review of the position (being a new position) will be undertaken during ………………. to ensure both parties are in agreement with the direction of the position and the future outcomes to be achieved.

5.5 Performance Review: Your performance will be reviewed on an annual basis, in or about the month of ............. and at other times as required by the <Club Manager/Board/Committee>. Your performance will be assessed against your Position Description (in Schedule 1). <Club> Inc will consult with you before any amendments are made to the Performance Measures.
                
6. EXPENSES 
6.1 All reasonable expenses incurred by you in the course of your employment will be reimbursed subject to the justification and prior written authorisation by the <Club Manager/Board/Committee>.
 

6.2 If you are required to use your own motor vehicle for work, you will be reimbursed for the mileage in accordance with <Club> Inc’s motor vehicle policy.
  
7. PROFESSIONAL DEVELOPMENT
7.1 <Club> Inc supports your own professional development. Whenever possible, <Club> Inc will pay reasonable costs and grant reasonable leave with full pay, to enable you to attend suitable courses, conferences and other activities which you and the <Club Manager/Board/Committee> believe would assist in your professional development. The <Club Manager/Board/Committee>'s agreement must be obtained before you apply to attend any professional development activity.
7.2 In return for <Club> Inc providing this financial assistance on your behalf, you may be required to sign a Bond agreement (in schedule 4) providing that you will have to recompense <Club> Inc for the costs it incurred, should you fail to remain an employee of <Club> Inc for a period of at least [24] months from the date the financial assistance is provided.  

8. LEAVE
A guide to your statutory entitlements under the Holidays Act 2007 is attached as Schedule 2.  Your specific entitlements are as follows:

8.1 Annual Leave

(a) You will be entitled to [four] weeks annual leave with pay calculated in accordance with the Holidays Act 2007.  This holiday leave should be taken in the year that it falls due.  If you and the <Club Manager/Board/Committee> are unable to reach agreement as to when you will take your annual leave, <Club> Inc may require you to take leave on 14 days' notice. 
(b) You must notify the <Club Manager/Board/Committee> at least one month before you intend to take any annual leave in order to obtain their agreement to do so.

(c) You agree that pay for annual leave will be paid in the usual pay cycle for the period during which you take annual leave.  

(d) In the event that <Club> Inc allows you to take leave in advance of you accruing it, you agree that <Club> Inc may deduct any amount still owing at the time of termination from your final pay.

8.2 Sick and Bereavement Leave

(a) In accordance with the Holidays Act 2007, following six months continuous employment you shall be entitled, in each ensuing period of twelve months to:

· [five] days sick leave which may be taken when you, your spouse or dependent is sick or injured.  Up to fifteen days sick leave may be carried over from one year to the next to a maximum of 20 days current entitlement in total; and
· [Three] days bereavement leave on the death of your spouse, parent, child, brother, sister, grandchild, grandparent, and spouse's parent; and
· [one] days bereavement leave on the death of any other person if, after considering relevant factors, <Club> Inc accepts you have suffered a bereavement.
(b) A medical certificate may be required after three consecutive calendar days of sick leave, or at any time after you have used up your statutory entitlement to sick leave.

(c) You must advise the <Club Manager/Board/Committee> of your intention to take sick or bereavement leave as soon as possible on the first morning of such leave.
(d) It is expressly recognised that sick and bereavement leave is taken on the basis of <Club> Inc's trust and that taking sick and bereavement leave without good and sufficient reason will be regarded as serious misconduct.
9. ABSENCE 

9.1 If you are absent from work for a continuous period of two or more days (i.e. 48 hours) without either notifying the <Club Manager/Board/Committee> or without justification, you will be deemed to have abandoned your employment and to have resigned. <Club> Inc will make reasonable efforts to contact you over the two days.
 

             
10. PARENTAL LEAVE 

10.1 You will be entitled to parental leave in accordance with the Parental Leave & Employment Protection Act 1987 and its amendments.
 

 

11. JURY SERVICE 

11.1 You may be obliged to undertake jury service while you are employed by <Club> Inc. If so, <Club> Inc will reimburse you an amount equal to the difference between the amount paid in respect of jury service and the salary paid to you that you would have received had you not been on jury service. You are required to notify the <Club Manager/Board/Committee> as soon as you are advised that you are required for such service.
 
12. HEALTH & SAFETY
12.1  While you are working for <Club> Inc you must comply with the Health and Safety in Employment Act 1992 and in particular take all practicable steps to ensure that neither you nor any other person is harmed.
 

12.2 You must comply with <Club> Inc’s Health & Safety Policy at all times. You are required to ensure you maintain your ability to perform your duties safely and effectively.  You must advise <Club> Inc of any medical condition (including stress-related symptoms) which may impact on your ability to perform your duties safely or effectively.  In the event that you fail to comply with the rules and procedures, you may be subject to disciplinary action up to and including dismissal.

12.3 If you are injured while working for <Club> Inc, or otherwise suffer an injury or illness while at work, you must notify the <Club Manager/Board/Committee> as soon as practicable. 
 

12.4 You acknowledge that <Club> Inc’s offices are a smoke-free environment, and that for the comfort and health of all employees, smoking is not permitted on <Club> Inc’s premises.
13. PRIVACY
13.1 <Club> Inc will need to obtain a few details about you such as your name, address, next of kin, medical information, references, and contacts in case of an emergency. You agree to <Club> Inc collecting such details from you or any third party you nominate, and to <Club> Inc holding it, using it and disclosing it for the purposes of contacting your family in case of an emergency or for assessing your performance or for assessing your ability to perform your duties. Under the Privacy Act 1993, you have rights and obligations and in particular rights of access to, and correction of, personal information (except insofar as it relates to any exemption provided by the Act).
 

14. CONFIDENTIALITY

14.1 You agree that you will not at any time, whether during the Term of this Agreement or after your employment has terminated, disclose to any person any confidential information you obtain during your employment with <Club> Inc except:
 

(a) for the purposes of obtaining legal or financial advice, or a
(b) if such information is in the public domain, other than due to a breach of this clause by you; or
(c) as otherwise required by law.
 

14.2 In addition you must keep the contents of this Agreement confidential to yourself during the Term of this Agreement and after its termination, except:
 

(a) for the purposes of obtaining legal or financial advice, or a
(b) if such information is in the public domain, other than due to a breach of this clause by you; or
(c) as otherwise required by law.
 

14.3 Unless otherwise agreed in writing, all confidential records, documents and other materials (whether documented or held electronically) together with any copies or extracts thereof, made or acquired by you in the course of your employment shall be the property of <Club> Inc and must be returned to <Club> Inc upon the termination of your employment.
 

14.4  “Confidential information” shall include all information which has been specifically designated as confidential by <Club> Inc and any information which relates to:
 

(a) the commercial and financial activities of <Club> Inc;
 

(b) the regional sports associations and other participants in programs of <Club> Inc;
 

(c) its sponsors and suppliers;
 

(d) employees of <Club> Inc; or
 

(e) to the trade secrets of <Club> Inc including strategic plans, financial matters etc.
 

14.5 You shall not make any comment or statement (whether or not in writing) about <Club> Inc or any of its activities to the media without the prior approval of the <Club Manager/Board/Committee>.
 

15. COPYRIGHT AND PROPRIETARY RIGHTS

15.1 All Intellectual Property developed or created either in whole or part by you, arising from or in relation to, the activities of <Club> Inc, will be disclosed to, and will be owned by, <Club> Inc, even after termination of this Agreement.

15.2 You hereby irrevocably and unconditionally waive any and all Moral Rights in relation to any material produced pursuant to this Agreement.

15.3 You agree to do all things and execute all documents reasonably required by <Club> Inc to perfect the ownership of any Intellectual Property and any waiver, including anything reasonably required to register the Intellectual Property in any intellectual property registry around the world, or anything to assist the Company's successors to do so, even after termination of this Agreement.

15.4 For the purposes of this clause:

"Intellectual Property" means patents, registered designs, petty patents, utility models, plant variety rights, trade marks (including logos and trade dress), domain names, copyright, circuit lay-outs, rights in computer software and data bases, rights in inventions, ideas, concepts, confidential information, know-how and trade secrets and all other intellectual property, in each case whether registered or unregistered (including applications for the grant of any of the foregoing) and all rights or forms of protection having equivalent or similar effect to any of the foregoing which may subsist anywhere in the world.  

"Moral Rights" means the rights created by Part IV of the Copyright Act 1994, and includes any similar or equivalent rights anywhere in the world.  

 

16. SECONDARY EMPLOYMENT

16.1 Unless otherwise agreed in writing, you must work exclusively for <Club> Inc throughout the Term of your employment and not directly or indirectly be engaged in any other employment, work or business (for which you receive payment) except <Club> Inc.  
 

17. CONFLICTS OF INTEREST
17.1 During your employment with <Club> Inc you must not undertake any activity or have any interest (eg memberships, directorships, shares, or contract) with any person or in any organisation which may constitute a conflict of interest with <Club> Inc. You must notify the <Club Manager/Board/Committee> immediately upon becoming aware of any potential or actual conflict of interest involving you during your employment.
 

 

18. TERMINATION OF YOUR EMPLOYMENT
18.1 You may resign from your employment, by giving the <Club Manager/Board/Committee> no less than four (4) weeks notice in writing. <Club> Inc may choose to pay you in lieu of that notice period.
 

18.2 <Club> Inc may terminate your employment by giving you four (4) weeks notice in writing, (or paying you in lieu of such notice) if it is not satisfied with your performance, your conduct or any other matter relating to your employment (except redundancy, in which case paragraph 19 applies). 
 

18.3 If you resign or <Club> Inc terminates your employment, then instead of paying you in lieu of notice, <Club> Inc may require you to take garden leave (i.e. leave when you are required to remain away from your normal place of work or undertake reduced or alternative duties consistent with your abilities, on pay for the whole or part of the notice period).  <Club> Inc may require you to continue to work while you are on garden leave.
 

18.4 Notwithstanding the above sub-paragraphs, <Club> Inc may dismiss you from your employment, without notice, if you engage in serious misconduct or any other conduct justifying summary dismissal.
 

18.5 Notwithstanding the above sub-paragraphs, <Club> Inc may terminate your employment by giving you two (2) weeks notice in writing if you are so disabled or incapacitated or ill as to be unable to perform your duties for a continuous period of six weeks, or for a total of thirty days (30) in any three (3) month period. This notice period is in place of and not in addition to the notice period set out in paragraph 18.2. Before terminating your employment under this paragraph, <Club> Inc will require you to undergo, and you agree to comply with, a medical examination pursuant to paragraph 21, and you agree to <Club> Inc receiving that person's opinion as to your condition.
 

18.6 Further, if <Club> Inc considers it necessary for the protection of its operational and business interests, it may, after giving you a reasonable opportunity to be heard, require you to undertake reduced or alternative duties consistent with your abilities or remain away from work, on pay, while it conducts an investigation into your conduct as an employee, or your performance.  Where any suspension extends beyond two weeks due to matters beyond <Club> Inc's control (such as a police investigation into your conduct) the suspension may continue without pay.
18.7 You agree that upon the termination of your employment, <Club> Inc may deduct from your final pay any monies outstanding to <Club> Inc by you or the value (as reasonably determined by <Club> Inc) of any property of <Club> Inc which is not returned.
 

 

19. REDUNDANCY 

19.1 In addition to paragraph 18, your employment may also be terminated by <Club> Inc by reason of redundancy if your position (in whole or in part) becomes surplus to <Club> Inc’s needs. 
 

19.2 If you are made redundant, <Club> Inc will give you four (4) weeks notice of termination, or pay you in lieu of such notice. This notice period is in place of and not in addition to the notice period set out in paragraph 18. There is no entitlement to redundancy compensation. 
 

19.3 If <Club> Inc's business, or any part of it is sold, merged, or amalgamated contracted out/outsourced or reconstructed with another organisation and/or business (referred to as “the new business”), and you are offered employment with the new business on no less favourable terms than those contained in this Agreement, you will not be considered to be redundant and accordingly not entitled to receive any notice of termination (or payment in lieu thereof) or redundancy compensation under this Agreement.
 

19.4 Where your position is made redundant due to a reorganisation of <Club> Inc but you are offered suitable alternative employment on overall no less favourable terms and conditions and at the same location or a location that is a reasonable distance from your original workplace, you will have no right to redundancy compensation.

20. EMPLOYMENT PROTECTION PROVISION

20.1 This clause applies to restructuring (as defined in section 60(L) of the Employment Relations Amendment Act (No 2) 2004).

Process

20.2 The process to be followed by the Employer in the event of the proposed restructuring of all or part of the Employer's business will be as follows:

(a) once the proposal has been adopted in principle it will, except where it is commercially sensitive, be communicated to affected employees and any relevant union for the purpose of consultation; 

(b) where, for reasons of commercial sensitivity, the Employer considers it is precluded from consulting about the proposal with the affected employees (and their union), the Employer will endeavour in its negotiations with the potential new employer to ensure that the affected employees' interests are protected by endeavouring to persuade the potential new employer to offer all affected employees the same or a substantially similar position on generally no less favourable terms and conditions of employment.

(c) Whether the new employer offers an affected employee ongoing employment and on what terms and conditions, will ultimately be the decision of the new employer.  

Matters to be Negotiated
20.3 The matters relating to the affected employees' terms of employment that the Employer will negotiate with the new employer will be those set out in the affected employees' written employment agreement and for the avoidance of doubt, will not include any matters contained in policies or any other discretionary benefits or discretionary conditions of employment. 

20.4 In those negotiations, the Employer will provide the new employer with all information about the affected employees, including all details of their terms and conditions of employment, and it will encourage the new employer to offer all affected employees employment on the same or no less favourable terms and conditions of employment (including recognition of their previous service) that they currently enjoy with the Employer.

Entitlements of Non-Transferring Employees 

20.5 Where, following the negotiations with the new employer, the restructuring is to take place, and an affected employee is either not offered employment or declines an offer of employment, the following process will apply: 

(a) where no offer of employment is made, the Employer will explore redeployment options for the employee and endeavour to identify a substantially similar role for the employee;  

(b) where an offer of employment is made by the new employer which is for the same role or a substantially similar role on generally no less favourable terms but the employee declines the role, the Employer will consider whether the employee's position is redundant as a result of the restructuring and where a suitable offer of employment has been made by the new employer, the employee will not be entitled to redundancy compensation.

21. MEDICAL EXAMINATION

You agree that <Club> Inc may, at its expense, require you to undergo a medical examination by a registered medical practitioner or practitioners nominated by <Club> Inc (after <Club> Inc has considered your wishes in respect of the appointment of the registered medical practitioner) and a copy of any medical report furnished by such medical practitioner shall be available to both parties.  For the avoidance of doubt, <Club> Inc may exercise this right for the purposes of: 

· determining whether granting you ongoing sick leave is appropriate; 

· determining whether your employment should be terminated for incapacity; 

· assessing your fitness for work and/or return to work after a period of sick leave; or 

· obtaining a second opinion where you have provided a medical certificate/report.

22. PERSONAL GRIEVANCES AND EMPLOYMENT RELATIONSHIP PROBLEMS
22.1 If you have any problems in relation to any aspect of your employment with <Club> Inc, then you should raise these with the <Club Manager/Board/Committee>.  If the <Club Manager/Board/Committee> and you cannot resolve the matter, you are entitled to use the procedure set out in the Employment Relations Act for the resolution of employment relationship problems.  These procedures are explained in the attached document (Schedule 3).  You have 90 days from the date an instance occurs or comes to your attention to raise any personal grievance with <Club> Inc.

 

23. POLICIES AND PROCEDURES 

23.1 <Club> Inc has and will continue to develop a number of policies and procedures relating to a range of matters applicable to you and your employment. All policies and procedures of <Club> Inc are deemed to be part of this Agreement. <Club> Inc may change these policies and procedures to meet with the operational needs of the business. You are entitled to request access to the policies and procedures upon reasonable notice.
 

 
24. COMMISSIONS

24.1 You must not receive any payment, fee, gratuity, commission or other benefit (i.e. incentive or gift) other than from <Club> Inc in payment for any matter or thing connected with your duties, except with the prior written consent of <Club> Inc.

25. COMPLETE AGREEMENT/VARIATION 

25.1 In addition to <Club> Inc’s policies and procedures and the Schedules attached, this Agreement records <Club> Inc’s complete agreement for you to be employed by <Club> Inc. It replaces all previous written or oral agreements or understandings. If <Club> Inc agrees to vary any term of this Agreement, it must be recorded in writing and signed by both parties before it is valid.
 

I am delighted to confirm your employment on the above terms. If you are agreeable to them, could you please sign below and return it to me.
 

 

Yours sincerely
 

 

 

 

Insert name here
<Club Manager/Board/Committee> 
<Club> Inc
 

 

 

I, ............................ agree to the above terms and conditions of my employment.  I acknowledge that:

All representations, whether oral or in writing, made by me when applying for this position about my qualifications and experience are true and correct and I have not deliberately failed to disclose any matter which may have materially influenced <Club> Inc's decision to employ me;

I have been informed about my entitlements under the Holidays Act 2003 and my ability to obtain further information in regard to those entitlements from the department of Labour;

I have been advised to seek independent advice about the terms of this offer and I have had sufficient time to do so.  In accepting this offer I have not relied on the advice of <Club> Inc or any of its representatives about what these terms mean.

 

 

Signature:
 

Date:
 

Schedule 1 – Job Description
Schedule 2 – Holidays Act 2007
The Holidays Act 2007 sets out minimum entitlements to annual leave, public holidays, sick leave and bereavement leave.  A summary of the Act's key entitlements is set out below.  The provisions in your employment agreement may improve upon these minimum entitlements.  If you would like further information about the Holidays Act you can contact the Department of Labour which offers free information:

· 0800 800 863 or www.dol.govt.nz; or

· your union (if you are a member) or an advocate or a lawyer.

Annual Leave

· Employees are entitled to a minimum of four weeks annual holidays after the first year of continuous employment.

· Payment for an Employee's annual holidays will be made at the greater of an employee's ordinary weekly pay at the time the holiday is taken or their average weekly earnings over the twelve month period before the annual holiday is taken.

· Annual leave is to be taken at agreed times.  If agreement cannot be reached the employer can set the time for the leave, on 14 days notice.

Public Holidays

· Employees are entitled to a paid day off on a public holiday provided that day would otherwise be a working day for them.  The day off will be paid at the "relevant daily pay" rate (i.e. the amount the employee would have received if they had worked their usual hours that day including regular productivity, commission and overtime payments).

· If an employee is required to work on a public holiday they are entitled to time and a half their relevant daily rate for all hours worked on that day, plus a full paid day off as an alternative holiday, paid at their "relevant daily pay".

· The alternative holiday must be taken by agreement with the employer.  If no agreement can be reached the employee must give 14 days notice and take into account the employer's view as to when it would be convenient for them to take their alternative holiday.  If the alternative holiday is not taken within 12 months the employee may request to cash it up.

· All public holidays are celebrated on the day on which they fall, except the public holidays over Christmas and the New Year which have special arrangements, namely:

· if the holiday falls on the weekend and the employee does not normally work on the weekend, the holiday is transferred to the following Monday/Tuesday so that the employee still gets a paid day off; or

· if the holiday falls on a Saturday or Sunday and the employee normally works on that day then the holiday remains at the traditional day and the employee is entitled to that day off on pay.

Sick and Bereavement Leave

· Employees are entitled to five days sick leave per annum: 

· after six months continuous service; or

· if they have worked on average 10 plus hours per week including at least one hour every week or 40 hours per month, over the last six months.

· Unused sick leave of up to 15 days may be carried over to the following year, providing up to a maximum entitlement of 20 days in any year. 

· Employees will not have sick leave debited if they are on their first week, or weekly, compensation from ACC for a work related injury.

· Employees are entitled to three days bereavement leave for the death of an immediate family member.

· Employees may also be entitled to one days bereavement leave on the death of other persons, depending on a range of factors including the closeness of the association.

· Sick and bereavement leave is paid at the "relevant daily pay" rate.

· If employees exhaust their entitlement to sick leave or bereavement leave they may take annual leave, provided they have the prior agreement of their employer.

Schedule 3 – 

Resolving Employment Relationship Problems
We aim to provide a fair workplace for you.  At times you may have concerns about your employment and how you are being treated.  We would like you to talk to us if this happens.

If we cannot resolve matters between us, you can get outside help.  We have set out the services available to you for resolving employment relationship problems.

What is an employment relationship problem?

An employment relationship problem includes a personal grievance, dispute or other problem relating to your employment relationship with us.  If you have a personal grievance you have 90 days in which to raise it with us.

Who can help you with an employment relationship problem?

To help you solve your employment relationship problem you can contact:

Within your workplace

· The <Club Manager/Board/Committee>;

· Human Resources personnel.

Outside your workplace

If matters cannot be resolved internally or you wish to seek outside assistance, you may contact the following:

· The Department of Labour ("Department") offers free information and has a free mediation service which can provide assistance to help us work together to resolve the problem.

· You can contact:

-
the Department on:

· 0800 800 863; or

· www.dol.govt.nz;

-
a union or an advocate;
-
a lawyer.

Mediation Services

If we cannot resolve your employment relationship problem between us then either or both of us may request help from the Department.

The Department provides mediation services which may include:

· information about rights and obligations;

· information about services;

· assistance in resolving problems; and

· fixing new terms of employment.

Problem not resolved at mediation
If we cannot resolve the problem at mediation you can refer it to the Employment Relations Authority.

Schedule 4 - Bond Agreement

1. In order to support your professional development, <Club> Inc has agreed to pay [$amount] towards the costs of [details].
2. In return for <Club> Inc providing this financial assistance on your behalf, you are asked to remain an employee of <Club> Inc for a period of not less than [two] years from the date that this financial assistance is made.
3. In the event that you fail to remain employed by <Club> Inc for a period of not less than [two] years from the date that the financial assistance is provided for any reason (apart from redundancy), you shall be required to immediately repay to <Club> Inc the sum of [$amount] in accordance with the following scale:

Within a period of up to [twelve] months employment from the date that the financial assistance is provided, you are required to repay the whole amount of [$amount] to <Club> Inc.

After [twelve] months employment, the amount to be repaid to <Club> Inc will reduce by [$amount] at the end of each completed month you are employed after the date that the financial assistance is provided until the bonded sum of [$amount] is extinguished.
4. Upon the termination of your employment, <Club> Inc will recognise your commitment and service to date, and so will use its sole discretion as to whether to waive the repayment requirement (or part thereof), by considering your reason for leaving and service up to the date of leaving.

Please sign your acceptance of the terms and conditions of this bond below:

I [employee], accept the terms and conditions of this bond agreement with <Club> Inc.

_____________________

[Name of employee]

_____________________

[Date]
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