25th September 2006

All Members in Scottish Widows, Chatham

Scottish Widows Abandons
Mountbatten House With
The Loss Of 253 Jobs

to close its operations at Mountbatten House

with the loss of 253 jobs. Scottish Widows is
seeking to try and soften the blow by insisting that
up to 175 jobs will be saved as a result of the closed
book operation transferring from SW Chatham to
Group Operations in Tonbridge.

I TU has condemned Scottish Widows' decision

Staff shouldn’t be fooled by the Senior Management

team in Edinburgh. The work currently being done
in Chatham is either being offshored to India
directly, as is the case with 73 roles, or indirectly via
Edinburgh and Tonbridge. As new processes and
technology are introduced in Edinburgh and more
jobs are offshored to India that will free up 197
staff. In order to avoid compulsory redundancies in
Dalkeith Road and the political backlash that would
cause north of the border, Scottish Widows have

decided to transfer work from Chatham to keep jobs

in Edinburgh.

Group Operations is known euphemistically as

the ‘departure lounge’ because of its policy of
offshoring jobs to India and there is every likelihood
that eventually the jobs transferring to Tonbridge
will end up in India. LTU have asked for a guarantee
that no SW jobs transferred to Tonbridge will be
subsequently offshored to India or anywhere else.

The key features of Scottish Widows’ dismantling of
its operation in Chatham are:

® The work of 73 staff will be transferred to

India in Q1 2007.

The closed book operation in Chatham,
which has 175 staff, will transfer to
Tonbridge by the second half of 2007.
Scottish Widows has said that there are
roles in Tonbridge for all staff working on
the ‘closed book’ operation in Chatham.

The management of the closed book
operation will transfer to Group Operations
at the end of 2006 / early 2007.

There are 64 IT staff based in Chatham and
they will remain in Mountbatten House
pending a review being carried out by SWIT.
LTU will be involved in that review and will
keep members informed of developments.

The remaining ‘open book’ operation,
including Death Admin, Claims Assessment,
Money Out and Service Development, IPC
and Divisional Contact Centre, will transfer
to Edinburgh between November 2006 and
April 2007.

There are 121 members of staff based in
Mountbatten House who don’t work for
Scottish Widows and are not covered by this
closure programme. They will be contacted
separately to confirm what will happen to
them.

Staff rights and entitlements are explained inside.
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Why Not Victory House?
In our discussions with Scottish Widows we have should be used before staff are unnecessarily
proposed that the closed book operation should be transferred to Tonbridge.
transferred to Victory House in Chatham. After all,
Victory House is owned by the Group and used to LTU will be investigating further the possibility
be occupied by BHFS. We understand that there is of moving the closed book operation to Victory
space available, which could easily be updated to House.

accommodate the closed book operation, and that

Tonbridge and Mobility

If the closed book operation does go to Tonbridge, when considering asking them to transfer.
for some staff travelling there will be just as easy as
travelling to Chatham, but that will not be the case
for all staff. The guidelines agreed between LTU
and the Bank specify that normally staff should be
expected to transfer only when:

Group Operations has a history of taking
jobs from other parts of the Group and
subsequently transferring them to India.
The closed book work could be done in
India and it is our belief that once the dust
® The journey from home should be within has settled down, following the closure of
approximately 25 miles, or Mountbatten House, this work will either be
offshored to India, outsourced to a third party
or relocated to another Group Operations
site. The staff who transferred to Tonbridge
Notwithstanding these guidelines, each case needsto  will then be made redundant. It might not

® The journey time for staff travelling from
home no more than 1 hour 15 minutes.

be judged on its own merits. In some circumstances, be next year but it could be the year after.
such as quick driving routes, a longer journey may Let us not forget that the lease for the

be reasonable; whilst in other cases 25 miles may be Tonbridge building is up in a few years time
too great a distance because of congestion or cross anyway. If staff transfer to Tonbridge and
country journeys. are subsequently made redundant or take

voluntary severance then they will not have
a choice of severance terms. They will be
entitled only to the new terms.

Scottish Widows must also take into account the
‘personal and domestic circumstances’ of staff. For
instance, their child or family care responsibilities,



Key Issues For Staff

For all staff in Chatham affected by this
announcement, there are a number of key issues and
considerations.

Preference Exercise

During the next few days staff will be asked to
complete Preference Forms indicating how they
would prefer to be treated during the closure
programme.

They will have the opportunity to express an
interest in leaving Scottish Widows on the
agreed voluntary severance terms or indicate
that they would prefer to be considered for
alternative roles.

Though the Preferencing Exercise will help shape how
staff will be treated - and it is likely that many staff
seeking Voluntary Severance will be satisfied - there
are no guarantees.

In fact, each year LTU advises and assists many staff
who either want to avoid compulsory redundancy or
else are ‘forced’ to accept alternative roles that they
do not consider suitable.

Scottish Widows is providing a two week time limit
for staff to complete and return their Preference
Formes.

Which Severance Terms?

One of the reasons for making the announcement
now is that as a consequence of new Age
Discrimination legislation, the Group’s Severance
Terms are changing on 1st October 2006 and SW
wanted to ensure that those staff leaving get the
opportunity to choose from the terms which are most
beneficial to their own personal circumstances.

The most notable affects of these changes will be:

® For younger, shorter service staff, the new
Severance terms are poorer than the terms
they are replacing.

® For all staff over age 50, the new Severance
Terms element is considerably more

generous BUT staff will no longer be
able to receive a non-actuarially reduced
pension.

However, for staff in Chatham who take
severance or redundancy as a result of this
closure programme, special transitional
arrangements will apply.

Under these arrangements those staff

leaving will be able to choose which terms
are most beneficial to their own personal
circumstances. This is an important protection
that will continue until the end of June 2007.

Avoiding Compulsory
Redundancies

LTU will be insisting that the Bank must make
every possible effort to find redeployment
opportunities for all those staff wishing

to remain employed by the Bank before it
contemplates making anyone compulsorily
redundant.

The Union believes that if Senior Management is
genuinely committed to working closely with LTU
and if proper periods of job search are allowed,
then the number of staff who will be made
compulsorily redundant can be reduced.

LTU will be insisting that, in order to avoid the
need for compulsory redundancies:

® All SW staff affected by the closure of
Mountbatten House and the relocation of
work to Edinburgh and India and who are
interested in voluntary severance, should
be automatically offered severance terms.

@® To avoid compulsory redundancies, the
Voluntary Severance Register should be
promoted in areas like Gillingham.

® A guarantee that no SW staff are made
compulsorily redundant before all
opportunities for redeployment and
bumping are exhausted.
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® That the period searching for alternatives
to compulsory redundancy (i.e. in those
cases where there are not volunteers
for VS/VER) be extended to the end of
June 2007; with a guarantee that the
transitional arrangements will remain
in force if staff are eventually made
redundant.

Avoiding ‘Forced
Redeployment’

LTU will also be making every effort to ensure
that staff are not forced to accept roles they
do not consider acceptable.

This is often the biggest challenge - typically
giving rise to the most difficulties and complaints
during Bank reorganisations. The section ‘Suitable
Alternative Employment’ (on pages 5 and 6) spells
out precisely what type of roles staff can and
cannot be required to accept.

The attitude of Senior Management will be
key in deciding whether it will attempt to
squeeze ‘square pegs into round holes’, or
offer staff severance terms when they really
don’t accept the alternative roles being
offered.

However, it is correct that if members of
staff are found genuinely suitable alternative
roles, they have no alternative but to accept
those roles - unless they are willing to risk
forfeiting their severance payments. It is
equally correct that if a suitable role cannot
be found, staff are legally entitled to receive
a severance payment.

Job Security Appeals
Procedure

Where staff feel they have been treated
unfairly during a reorganisation like this

- either through being pressurised into
accepting an unsuitable alternative job

or having been told they are being made
compulsorily redundant - they can pursue

a Job Security Appeal with full representation
from LTU.

Many Job Security Appeals have centred on the time
the Bank has allowed for making job searches for
alternative employment and/or the efforts made by
Pathways to find such alternative employment.

This procedure, which has been used successfully

by a number of LTU members, means that staff can
have their cases presented by experienced Union
Representatives in front of Panels consisting of an equal
number of senior Union and Bank Officials.

It is up to the Appeals Panel to decide whether staff
have been treated fairly and, where it believes this
hasn’t been the case in terms of redeployment, it can
decide that staff should either be offered a different
role or offered Severance Terms instead.

In relation to members facing compulsory redundancy,
the Panel can insist that a longer period of job search
should apply.

Any members concerned about their own job security
should speak to one of LTU’s experienced Officials
during their visits to each affected office, or telephone
LTU’s 24 Hour Advice Line Service on 01234 262868.

Members Only

This is the very last chance for staff affected by Scottish
Widows' restructuring to join LTU.

Once implementation begins, any staff who are not
already members will be refused representation.

This is a particularly important consideration in respect
of Job Security Appeals, since without professional
representation the prospects of resisting compulsory
redundancy or ‘forced redeployment’ are considerably
slimmer.



Suitable Alternative
Employment Explained

Members should be aware that during any
reorganisation such as this they have a number of
legal rights and entitlements under the Bank's Job
Security Policy.

In particular, staff whose jobs are redundant have
a legal right to be offered ‘suitable alternative
employment’ if it is available. If suitable
alternative employment is not available, they must
be offered the Bank’s Voluntary Severance Terms
as an alternative.

‘Suitable Alternative Employment’ would be:

@® A position at the same Band or level
of seniority (see ‘Transfer To A Lower
Grade’)

@® Within the skills, competencies and
experiences of an individual, subject to
adequate training

® A ‘proper job’ rather than one of only a
short-term nature

® With the same working patterns
® Within recognised mobility parameters.

It may be possible that staff are offered temporary
secondments or projects, but these would be
treated as ‘suitable alternative employment’

only if there was a real prospect of the individual
continuing in the post for the foreseeable future.

Where members of staff are offered genuinely
‘suitable alternative employment’ they cannot
unreasonably decline the alternative jobs.

Travel & Mobility

In some cases staff may be concerned that they
could be offered alternative jobs that are some
considerable distance from where they live.

The guidelines agreed between LTU and the Bank
specify that normally staff should be expected to transfer
only where;

® The journey from home is no more than 25
miles, or;

® The journey time for staff travelling by public
transport is no more than 1 hour 15 minutes.

The Bank must also take into account the “personal and
domestic circumstances” of staff, for instance their child
or family care responsibilities, when considering asking
them to transfer.

Trial Periods

Members accepting new jobs or agreeing to consider
positions that are not deemed ‘Suitable Alternatives’
by the Bank, should be offered trial periods of
between four and twelve weeks before they confirm
final acceptance of any new positions. It is essential
that members establish the right to trial periods in
advance of taking up new positions and get it clearly
understood in writing that if they deem a job to be
unsuitable and no further job is offered, they can
take Severance. This decision can be made at any time
during the trial period.

Job Size & Duties

Any members considering accepting an alternative job
should:

® Ask for the Hay Job Units score for the new
job. Members must remember the fact that if
two jobs are in the same Band it doesn’t mean
that the salaries attached to them will be
managed around the same Market Indicators.
This can and will affect the salaries actually
paid. Members must check the job sizes of
alternative jobs to establish whether the same
Market Indicators apply.



@® Ask for a clear description of the
responsibilities and tasks of the new
job and, where necessary, find out what
training will be provided by the Bank.

Transfer To A Lower Grade

Under certain circumstances staff might be asked
to accept a lower grade. It is important to note,
however, that:

® This must be no more than one Band
lower than their current job.

® Their current salary will be protected and
managed using the Band and Pay Zones
applicable to their new job.

® If they are above the mid-point of the market
zone for your new job they can expect to
be managed at their current level (adjusted
for general market movement) for a period
of three years, subject to satisfactory
performance.

® Anyone downgraded from Band 3 to Band 4,
Band 4 to Band 5 or Band 5 to Band 6 must be
offered Voluntary Severance as an alternative.

It is important that any staff facing the prospect of
being downgraded should discuss their circumstances
with LTU’s Advice Team.

Severance Terms - Transitional

Arrangements

The Bank has to introduce new Severance Terms
with effect from 1st October in order to comply
with new Age Discrimination legislation.

However, we have agreed that staff who leave
on voluntary severance or are made compulsorily
redundant, will be entitled to benefit from
Transitional Arrangements.

In these circumstances, staff will be able
to select whichever Severance Terms - out

of their existing and new entitlement - is most
beneficial to them. In the majority of cases the
previous entitlement will serve staff best.

Over the following four pages members have the
opportunity to compare the new Severance Terms
(pages 6 and 7) against their existing entitlement.
Whilst we have published all the terms currently
available, for completeness, most staff in SW Chatham
will be entitled to the 1st January 1997 terms.

The New Severance Terms

Under the new regulations, Severance Terms
must be based on either the statutory redundancy
payments formula or be a flat rate amount per
year of service regardless of age.

For this reason the statutory route has been
chosen as that allows some differentiation for

age, a wider definition of a week’s pay and can

be multiplied by a factor as long as the factor is
consistently applied. The proposal is to use a factor
of 4.

The severance calculation formula including the
multiple will be as follows:

® Two weeks’ pay for every year of service
under the age of 22

® Four weeks’ pay for every year of service aged
22-40 and

® Six weeks’ pay for every year of service aged
41 and over.



Only the last 20 years service is used in the
calculation and payment is capped at 104 weeks’

pay.

A week's pay will be defined as follows:

® Basic salary (in addition for sales staff,
where Personal Sales Related Pay (PSRP)

is payable, PSRP will be averaged over the
previous 12 months)

Territorial Allowance
Car Limit

Shift Allowance

Contractual Overtime (regular, rostered,
pre-determined).

The calculation

Whilst it will still be possible to provide non-
actuarially reduced pensions as part of an early
retirement arrangement for staff in the Defined
Benefits Scheme (Final Salary Scheme) it will not

be possible to augment pensions by making extra
pension payments to staff in the Defined Contribution
Schemes. The Bank has said it does not want to treat
the two groups of staff differently and therefore has
chosen not to do anything for the staff it could help

- those in the Defined Benefits Scheme.

New actuarial factors will apply for pensions drawn
early. These will be 6% per annum reduction for
deferred pensioners and 4.75% per annum reduction
for retirement from active service. The current rates
are 4.2% and 3% respectively.

of a week’s pay is
uncapped.

The first £30,000
of any payment
remains tax-free.

Severance payments
will apply to all staff
aged between 16

NEW LLOYDS TSB SEVERANCE TERMS

2 weeks' pay for every year of service under age 22
4 weeks’ pay for every year of service aged 22 to 40
6 weeks' pay for every year of service aged 41 and over
Only the last 20 years’ service applies.

Capped at maximum of 104 weeks.

Staff aged 50
taking severance
will therefore

have the choice
of:

@ taking their
full severance
and leaving
their pension to
be drawn at age

and 65.

Payments will be based on service to date of
termination and will be rounded up to whole years
based on age at last birthday. For example, service
of 12 years 1 month at date of leaving would be
rounded up to next whole year - 13 years.

The new terms will come into effect on after
October 2006 although there will be transitional
arrangements for staff leaving the Bank through

Voluntary Severance/Early Retirement after October.

Early Retirement

Under the new arrangements there is no
augmentation of pension for early retirement

— either payment of non-actuarially reduced
pension for staff in the Defined Benefit Schemes
or extra pension payments for staff in the Defined
Contribution Schemes.

60

® drawing an immediate pension and
sacrificing some or all of that severance
payment to mitigate the actuarial reduction
(if part or all of the severance payment is
waived in this way there is no tax liability)

® taking their full severance payment and
draw an immediate actuarially reduced
pension.

Female staff who joined Lloyds Bank before the July
1974 will retain their rights to retire at age 55 with a
non-actuarially reduced pension.



Lloyds Heritage : Pre-1997

The following VS/VER Terms apply solely to staff who
joined on Lloyds contracts on or before 31st December
1996.

Voluntary Severance (VS) applies to staff under 50 and
Voluntary Early Retirement (VER) to staff aged 50 or over.
Payment will be made in accordance with the table on
the next page and calculations opposite. Exactly the same
terms apply for Voluntary Severance and Compulsory
Redundancy.

For leavers under VS, a preserved pension based on the
length of pensionable service at the date of leaving will be
calculated to be taken at age 60.

Leavers under VER will, in addition to the severance
payment, receive a non-actuarially reduced pension based
on the length of pensionable service at date of leaving.

Points to note when calculating Severance Payments:

® The amount of Territorial Allowance (London and
South East) to be added will be that currently payable
(including any payments under wind-down schemes).

® Bands 1-4 should add an amount for the Car Benefit
they receive based on the value of 12 times the monthly
limits set out by the Car Scheme.

e The first £30,000 of payment will not be subject to
Income Tax.

Payment in Lieu of Notice:

e The notice period commences from the date the
individual signs to accept the Bank’s offer.

e A minimum of 8, and a maximum of 12, weeks' salary
will be paid on the basis of 1 week for each year’s
service, and is payable for any period of unexpired
notice at the individual’s date of leaving.

WORKING OUT YOUR
REDUNDANCY PAYMENT

Step 1 What Is Your Basic Salary
Add Your Car Benefit
Territorial Allowance

TOTALA
Step 2 Divide Total A by 52

TOTALB e
Step 3 How long have you worked

for the Bank (rounded up)?

Step 4 How old are you?

Step 5 Look at the enclosed Redundancy
Table and find the value where
your Service (Step 3) and
Age (Step 4) intersect
MULTIPLIERC e

Step 6 Multiplier C (Step 5) by B (Step 2) to
find your redundancy Payment.

REDUNDANCY PAYMENT IS

©___ x(MB)__ =£ (Severance)

Step 1 Basic Salary 10250
Car Benefit -
Territorial Allowance 3200
TOTALA 13450
Step 2 (Total A) / 52
13450/ 52 256.65
Step 3 Service 14 Years
Step 4 Age 48
Step 5 Multiplier (from Table) 86.00
Step 6 86.00 x £256.65 = £22,244.00

REDUNDANCY PAYMENT IS
£22,244.00




Age

17
18
19
20
21
2
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40
M
22
43
2
a5
46
a7
48
49
50
51

Service

1

12.00
12.00
12.00
12.00
12.00
12.00
12.00
12.00
12.00
12.00
12.00
12.00
12.00
12.00
12.00
12.00
12.00
12.00
1213
12.25
12.55
12.70
12.85
13.00
13.25
13.50
13.75
14.00
14.25
14.50
14.75
15.00
15.25
15.25
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00

15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.00
15.25
15.50
16.10
16.40
16.70
17.00
17.50
18.00
18.50
19.00
19.50
20.00
20.50
21.00
21.50
16.00
16.00
16.00
16.00
16.00
16.00
16.00
16.00
16.00
16.00

18.00
18.00
18.00
18.00
18.00
18.00
18.00
18.00
18.00
18.00
18.00
18.00
18.00
18.00
18.00
18.00
18.00
18.83
18.75
19.65
20.10
20.55
21.00
21.75
22.50
23.25
24.00
24.75
25.50
26.25
27.00
27.75
17.80
17.00
17.00
17.00
17.00
17.00
17.00
17.00
17.00
17.00

21.00
21.00
21.00
21.00
21.00
21.00
21.00
21.00
21.00
21.00
21.00
21.00
21.00
21.00
21.00
21.00
21.50
22.00
23.20
23.80
24.40
25.00
26.00
27.00
28.00
29.00
30.00
31.00
32.00
33.00
34.00
2348
21.79
20.89
19.19
18.80
18.43
18.09
18.00
18.00
18.00

24.00
24.00
24.00
24.00
24.00
24.00
24.00
24.00
24.00
24.00
24.00
24.00
24.00
24.00
24.00
24.63
25.25
26.75
27.50
28.25
29.00
30.25
31.50
3275
34.00
35.25
36.50
37.75
39.00
40.25
29.04
26.94
25.82
2372
22.00
22.00
22.00
22.00
22.00
22.00

26.00
26.00
26.00
26.00
26.00
26.00
26.00
26.00
26.00
26.00
26.00
26.00
26.00
26.00
26.75
27.50
29.30
30.20
31.10
32.00
33.50
35.00
36.50
38.00
39.50
41.00
42.50
44.00
49.50
34.47
31.97
30.63
28.13
26.67
24.98
24.00
24.00
24.00
24.00

28.00
28.00
28.00
28.00
28.00
28.00
28.00
28.00
28.00
28.00
28.00
28.00
28.00
28.88
29.75
31.85
32.90
33.95
35.00
36.75
38.50
42.50
42.00
43.75
45.50
47.25
49.00
50.75
39.79
36.88
35.32
3243
30.74
28.79
26.16
26.00
26.00
26.00

30.00
30.00
30.00
30.00
30.00
30.00
30.00
30.00
30.00
30.00
30.00
30.00
31.00
32.00
34.40
35.60
36.80
38.00
40.00
42.00
44.00
46.00
48.00
50.00
52.00
54.00
56.00
44.97
41.68
39.89
36.63
347
32.50
29.53
29.00
29.00
29.00

33.00
33.00
33.00
33.00
33.00
33.00
33.00
33.00
33.00
33.00
33.00
34.13
35.25
37.95
39.30
40.65
42.00
44.25
46.50
48.75
51.00
53.25
55.50
57.75
60.00
62.25
50.04
46.36
44.35
40.71
38.57
36.11
32.81
32.81
32.81
32.81

35.00
35.00
35.00
35.00
35.00
35.00
35.00
35.00
35.00
35.00
36.25
37.50
40.50
42.00
43.50
45.00
47.50
50.00
52.50
55.00
57.50
60.00
62.50
65.00
67.50
54.98
50.91
48.69
44.69
4233
39.62
36.00
33.69
33.96
33.96

38.00
38.00
38.00
38.00
38.00
38.00
38.00
38.00
38.00
39.38
40.75
44.05
45.70
47.35
49.00
51.75
54.50
57.25
60.00
62.75
65.50
68.25
71.00
73.75
59.79
55.36
52.90
48.56
45.98
43.03
39.09
36.58
36.58
36.58

40.00
40.00
40.00
40.00
40.00
40.00
40.00
40.00
41.50
43.00
46.60
48.40
50.20
52.00
55.00
58.00
61.00
64.00
67.00
70.00
73.00
76.00
79.00
64.48
59.68
57.00
52.31
49.53
46.33
42.10
39.39
36.88
36.88

42.00
42.00
42.00
42.00
42.00
42.00
42.00
43.63
45.25
49.15
51.10
53.05
55.00
58.25
61.50
64.75
68.00
71.25
74.50
77.75
81.00
84.25
69.05
63.88
60.98
55.96
52.97
49.54
45.02
42.10
39.39
39.39

44.00
44.00
44.00
44.00
44.00
44.00
45.75
47.50
51.70
53.80
55.90
58.00
61.50
65.00
68.50
72.00
75.50
79.00
82.50
86.00
89.50
73.50
67.97
64.85
59.50
56.30
52.64
47.84
44.73
41.82
41.82

46.00
46.00
46.00
46.00
46.00
47.88
49.75
54.25
56.50
58.75
61.00
64.75
68.50
72.25
76.00
79.75
83.50
87.25
91.00
94.75
77.82
71.94
68.59
62.92
59.53
55.64
50.57
47.28
44.16
44.01

50.00
50.00
50.00
50.00
52.00
54.00
58.80
61.20
63.60
66.00
70.00
74.00
78.00
82.00
86.00
90.00
94.00
98.00

52.00
52.00
52.00
54.13
56.25
61.35
63.90
66.45
69.00
73.25
77.50
81.75
86.00
90.25
94.50
98.75

54.00
54.00
56.25
58.50
63.90
66.60
69.30
72.00
76.50
81.00
85.50
90.00
94.50
99.00

57.00
60.75
61.75
66.45
69.30
72.15
75.00
79.75
84.50
89.25
94.00
98.75
103.50

103.50 108.25

103.00 108.00 113.00

102.00107.25112.50 117.75

82.01
75.78
72.22
66.24
62.65
58.55
53.21
49.73
46.42
46.27

86.08
79.52
75.73
69.45
65.66
61.35
55.76
52.10
48.59
48.45

90.03
83.13
79.12
72.55
68.57
64.05
58.22
54.38
50.67
50.54

93.86
86.62
8239
75.53
71.38
66.65
60.59
56.57
52.67
52.00

20

65.25
66.00
69.00
72.00
75.00
78.00
83.00
88.00
93.00
98.00

108.00 112.50 117.00 121.50 126.00 129.50 133.00 136.50 140.00 143.50 147.00 150.50

113.00 117.75 122.50 127.25 132.00 135.75 139.50 143.25 147.00 150.75 154.50 158.25 162.00

118.00 123.00 128.00 133.00 138.00 142.00 146.00 150.00 154.00 158.00 162.00 166.00 170.00 174.00

123.00 128.25 13.50 138.75 144.00 148.25 152.50 156.75 161.00 165.25 169.50 173.75 178.00 182.25 184.50

101.13 104.58 107.91 111.12 114.20 117.15 119.98 122.69 125.28 128.00 128.00 128.00 128.00 128.00 128.00

103.22105.11 107.77 110.32 112.75 115.06 117.26 120.00 120.00 120.00 120.00 120.00 120.00

101.97 104.30 106.51 108.59 110.57 112.42 115.00 115.00 115.00 115.00 115.00 115.00

110.17 102.84 104.41 106.00 106.00 106.00 106.00 106.00 106.00
101.00 101.00 101.00 101.00 101.00 101.00 101.00 101.00

97.56
90.00
85.54
78.41
74.08
69.14
62.87
58.68
54.58
52.00

21

70.25
71.55
74.70
77.85
81.00
86.25
91.50
96.75

93.26
88.57
81.18
76.67
71.54
65.05
60.70
56.40
52.00

22

74.10
77.40
80.70
84.00
89.50
95.00

96.40
91.49
83.84
79.16
73.84
67.15
62.63
58.14
52.00

23

80.10
83.55
87.00
92.75
98.50

99.42
94.29
86.39
81.54
76.03
69.15
64.48
59.79
52.00

24

86.40
90.00

96.00 98.25 100.25

102.00 104.50 107.00 109.50

100.50 104.25 108.00 110.75 113.50 116.25 119.00

102.00 106.00 110.00 114.00 117.00 120.00 123.00 126.00 129.00
103.00 107.25 111.50 115.75 120.00 123.25 126.50 129.75 133.00 136.25 139.50

96.97
88.83
83.81
78.13
71.06
66.24
61.35
52.00

25

93.00

99.53
91.16
85.98
80.12
72.88
67.91
62.83
52.00

26

93.38
88.05
82.01
74.61
69.49
64.23
52.00

27

95.49
90.00
83.80
76.25
70.99
65.53
52.00

Note: Payment and Pension for age 50+ not to exceed salary

28

97.50
95.24
85.50
77.79
72.40
66.75
52.00

29

99.31
96.78
87.09
79.25
73.72
67.89
52.00

30

98.21
88.57
80.61
74.96
68.94
52.00

31

99.53
89.96
81.89
76.10
69.90
52.00

32

91.25
83.07
7717
70.78
52.00

33

92.43
84.16
78.14
71.57
52.00

34

93.52
85.16
79.03
7227
52.00

35

95.00
86.06
79.83
72.89
52.00

36

95.00
86.88
80.54
73.42
52.00

37

95.00
90.00
81.17
73.86
52.00

38

95.00
90.00
83.36
74.22
52.00

39

95.00
90.00
85.56
76.18
52.00

40

95.00
90.00
87.75
78.13
52.00

M a2 a3 a

90.00

89.94 89.94

80.08 82.04 84.00
52.00 52.00 52.00 52.00
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TSB Heritage : Pre-1997

Those staff who joined the Bank on or before 31st
December 1996 - and come from the TSB 'heritage’
- are entitled to the Severance Terms detailed in
this section.

Severance Terms for TSB heritage staff are based
upon the age of the member of staff, and the
length of continuous service in the Bank, with
different calculations applying to those staff who
joined the Bank before 31st December 1993, and
those who joined between 1st January 1994 and
1st January 1997.

Voluntary Severance (VS) applies to staff under the
age of 50. Voluntary Early Retirement (VER) applies
to Staff age 50 or over. Exactly the same terms
apply for Voluntary Severance and Compulsory
Redundancy.

Staff who commenced TSB
employment before 31st December
1993

The maximum amount of redundancy
payment is £60,000.

e Staff aged 18 - 39
Three weeks' pay for each year of service.

o Staff aged 40 - 49
Three weeks' pay for each year of service, plus
two weeks’ pay for each completed years’
service between the ages of 40 - 49.

e Staff aged 50 - 56
Two weeks' pay for each year of service.

e Staff aged 56 +
Two weeks' pay for each year of service,
reduced by 1/24 for each completed 2 month
period of service over the age of 56.

e All payments are made in addition to a
basic award of nine weeks’ pay, and also in
addition to any statutory entitlements under
the Redundancy Payment Scheme.

Staff who commenced TSB employment
between 1st January 1994 and 1st
January 1997

All staff are entitled to a minimum of 6 weeks' pay; the
maximum amount of redundancy payment is £60,000.

e Staff aged 18 - 39
Three weeks' pay for each year of service.

e Staff aged 40 - 49
Three weeks' pay for each year of service, plus
one weeks’ pay for each completed years’ service
between the ages of 40 - 49.

e Staff aged 50 - 56
Two weeks' pay for each year of service.

e Staff aged 56 +
Two weeks' pay for each year of service, reduced
by 1/24 for each completed 2 month period of
service over the age of 56.

e All payments are made inclusive of any statutory
entitlements under the Redundancy Payment
Scheme.

Points to note when calculating
Severance Payments

Staff who have changed their working hours from
full time to part time, or vice-versa, will have their
redundancy payments calculated on a pro rata basis.

Any Territorial Allowance is added to Basic Salary
before applying the above calculations.

Payments are based on actual service at the date of
termination rounded to the nearest whole year, and
the first £30,000 of payment will not be subject to
Income Tax.
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Joined After 1st January 1997

All staff joining the Bank since 1st January 1997 are
only entitled to the Severance Terms detailed in this
section. These severance terms will cover most of
the staff in Chatham including those who previously
worked for BHFS.

Staff who are made redundant will be entitled

to receive a lump sum calculated according to a
formula based on age and length of service, as the
table beneath shows.

AGE OF EMPLOYEE ENTITLEMENT

<40 4 weeks' pay per year of

service

40 - 49 4 weeks' pay per year of
service plus an additional
2 weeks’ pay for each year
of service between 40 - 49

inclusive

50+ 3 weeks’ pay per year of
service (max 104 weeks)
reduced by 10% for each year

of service over 50

Service used for the calculation of redundancy
payments is actual service for the Bank at the date
of termination rounded up to the next whole
number of years, and age as at last birthday.

The pay figure used to calculate the redundancy
payment will include the following;

Basic Salary

Territorial Allowance
Company Car Limit

PSRP averaged over 12 months

The total pay figure is then divided by 52 to arrive at
a weekly figure. This figure is then multiplied by the
factor calculated as above.

The maximum entitlement is 104 weeks pay and the
first £30,000 of any payment is free of tax.

LTU Advice & Support

It is important at a time like this that staff facing uncertainty over their job security can count on the highest
standard of Union representation. Officials from LTU will be available to speak to members on the following

days:

Tuesday 26th September

Room 1, 11th Floor and
Room 10a, 10th Floor

Mark Brown - Assistant General Secretary

Peter O'Grady - Assistant General Secretary

Anna Morgan - Area Officer

David Knight - LTU’s Advice Team

Wednesday 27th September

Room M9a, 9th Floor

Mark Brown - Assistant General Secretary

David Knight - LTU’s Advice Team



Thursday 28th September

Room 10b, 10th Floor Anna Morgan - Area Officer
David Knight - LTU’s Advice Team
Jean Fray - LTU’s JAOR, Chatham

Friday 29th September

Room 10b, 10th Floor Anna Morgan - Area Officer
David Knight - LTU’s Advice Team

But perhaps the most important service LTU provides at times like these is our 24 Hour Advice Line
Service; enabling members to speak direct to an LTU Official at any time; whether during the day,
night or weekend. Every one of these LTU Officials is specially trained and experienced at advising
on, and tackling problems relating to, reorganisations and closures in the Bank. The number for
LTU’s Advice Line is 01234 262868.

Mark V Brown
Assistant General Secretary



