18TH APRIL 2005

ALL MEMBERS IN WBO

WBO
Reorganisation &
Closure Programme

he Bank has announced the next phase
of its Wholesale & Banking Operations
Transformation Programme.

The key features of this next phase will include:

@® Closure of WBO activities at 8 sites, with
those staff affected forced either to
redeploy to other Lloyds TSB operations
or else be made redundant.

® A further 6 units to transfer to Group
Operations, eventually moving into
line with that business unit’s working
arrangements.

® Just 6 locations - totalling little more
than 600 staff - remaining within the
WBO.

These changes will have significant consequences
for all staff; whether their operation is closing,
transferring business unit or restructuring.

LTU’s priority is to ensure that all possible
measures are taken to avoid compulsory
redundancies or pressure upon staff to
accept alternative roles that they do not
consider suitable.

But even in those operations that are to remain

- whether as part of WBO or after transfer

to Group Operations - there is likely to be
considerable change. It will therefore be essential
that the needs and concerns of all staff are

CLOSING SITES

Aylesbury, Bristol (SSC),
Cambridge, Cardiff, Exeter,
Horley, Newcastle, Plymouth
(& possibly Edinburgh)

TRANSFERRING TO
GROUP OPS

Manchester, Tonbridge,
London, Southampton &
Birmingham (B&CSC)

REMAINING WBO

Leeds, Gillingham, Leicester,
Marlow, Birmingham (SSC) &
Bristol (Loans Admin)

taken into full account by senior management
throughout the Transformation Programme to
ensure everyone is properly protected.

Members who are concerned about how
these changes affect them personally
should speak to one of LTU’s Officials
during our programme of visits to

WBO offices (see page 11) or telephone
LTU’s Advice Team on 01234 262868.
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Advice For Staff Working In

Closing Offices

It is clearly the case that those staff working at sites
due to close will be LTU’s most pressing priority over
the coming months.

At several of the sites chosen for closure there are
few opportunities for redeployment into other
areas of the Bank. The obvious option - the Branch
Network - would certainly be unable to absorb
many surplus staff. And working in other business
units - such as General Insurance and Telephony

- may not be suitable for many staff because of the
very different work patterns and different salary
structures operating in these areas.

All staff working at the 8 sites affected (possibly 9
with Edinburgh) will be forced either to:

* Redeploy into different roles based
elsewhere within Lloyds TSB, or;

* Leave the Bank by reason of Redundancy;
whether voluntary or compulsory.

In ensuring that members affected by the
reorganisation receive the fullest possible
protection, LTU has two key objectives: avoiding
compulsory redundancies and stopping staff
being forced into alternative jobs that they find
unsuitable.

Avoiding Compulsor
Redundgncies P y

LTU will be insisting that under no
circumstances must any WBO staff be made
Compulsorily Redundant. The Union believes
that if senior management are committed to
working closely with LTU, there need be no
compulsory redundancies.




One important measure would be the offer

of Voluntary Severance and Voluntary Early
Retirement not only to staff affected directly by
the reorganisation who would like to leave the
Bank, but also to those staff in other business units
who by leaving could create vacancies for WBO
staff to transfer into (known as ‘bumping’).

Avoiding ‘Forced
Redeployment’

LTU will also be making every effort to ensure
that no staff should be 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 expected to accept.

During reorganisations like this, staff are
often told that there is no Severance Budget
and so staff must accept alternative jobs. This
is quite simply wrong.

Whilst it is correct that if a member is found a
genuinely suitable alternative role, they have

no alternative but to accept the role - unless
they are willing to risk forfeiting a Severance
Payment - 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 are made Compulsory Redundant, or

feel they are being forced to transfer into roles they
consider unsuitable, they can appeal against the Bank'’s
decision using the Job Security Appeals Procedure.

This procedure - which includes extensive LTU
involvement - is detailed further on page 10.

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

Transfer To Group Operations

Though the issues facing staff at the six sites due
to transfer to Group Operations may not be as
pressing immediately as those facing staff in offices
about to close, this move is likely to have longer-
term consequences for staff.

It is worth noting that Group Operations:

* |Is at the vanguard of offshoring work to
India, so there is no guarantee that work
transferred into the business unit from
WBO could not eventually be moved to
India. WBO senior management have
accepted this is the case.

* Has a reputation for de-layering; in other

words, operating with fewer supervisory and
managerial staff at Bands 6 and above.

Has a track-record for consolidating opera-
tions in fewer and fewer sites. In other
words, work transferred to Group Operations
could eventually be consolidated in another
site, with those staff transferring from WBO
facing the prospect of their jobs eventually
being declared surplus.

LTU will be pressing for details and guarantees over
how Group Operations intends to operate those
operations transferred from WBO as part of this
reorganisation.



Transfer To ‘Non-Harmonised’

Business Units

It is possible that some of the 600-plus staff who
will be made surplus as a result of the WBO
Transformation Programme will be offered jobs
in other Lloyds TSB business units that are not
covered by harmonised terms and conditions. This
has already happened at Southampton B&CSC.

It is important staff understand that the
terms, conditions and working arrangements
in these other business units may vary
significantly from those within WBO.

This means that staff could find themselves
left significantly worse off, unless there are
legally binding written agreements on how
staff will be treated in the future.

In fact, where staff do switch between contracts,
there are close parallels with those outsourcing
arrangements governed by legislation known

as TUPE. In these circumstances, months of
negotiations typically take place between the
Union, Bank and new employer before transfer
arrangements are agreed.

The difference is that staff ‘voluntarily’ switching
between business units with different employment
contracts do not have the same automatic level

of legal protection. This is why all terms and

arrangements must be confirmed in writing in order to
protect staff.

Taking the example of Commercial Finance / Asset
Finance, where some staff have shown an interest in
transferring, over the last week the Bank has provided
details on how terms and conditions differ there

from those operating in WBO. There are a number of
differences in arrangements - concerning Job Security,
Bonuses, Flavours Scheme and Pay arrangements - and
protection of all existing terms would need to be
guaranteed in writing before staff could be sure it was
‘safe’ to transfer business units.

A transfer between business units which operate
different employment contracts - whilst quite
possibly attractive to some staff - would not
amount to ‘suitable alternative employment’ for
those staff who do not want to transfer. In these
circumstances, if staff cannot be found more
suitable roles they would be guaranted to receive
the Bank’s full Severance Terms.

It is essential that members do not agree to
change or vary their contracts of employment - or
transfer to other areas using different contractual
arrangements - without first discussing their
circumstances with LTU’s Advice Team.

Working At Remaining
‘Strategic Sites’

Most of the attention is obviously being directed
to those sites either due to close or transfer to
Group Operations.

LTU would, however, expect the Bank to have
plans for managing differently those six ‘strategic
sites that are due to remain in the business

unit. Operating fewer but larger sites might enable
management to reorganise working arrangements,
change the nature of work carried out by staff and
perhaps reduce further the number of supervisory

and managerial staff. This will form an important part
of our discussions with senior management over the
coming months.



Suitable Alternative
Employment Explained

During any reorganisation such as this, staff
should be aware that they have a number of rights
both legally and under the Bank's Job Security
Policy. In particular, staff have a legal right to be
offered ‘suitable alternative employment’.

If this is not available then 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

*  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 similar working patterns
* within recognised mobility parameters.

It is possible, however, that if no jobs are available
that meet the above criteria then staff may

be forced to accept a lower grade (see section
'Transfer To A Lower Grade').

Some staff might be offered temporary
secondments or projects, but these would only
be genuinely suitable if there is the prospect of
the individual continuing in ‘suitable alternative
employment’ for the foreseeable future.

Where a member of staff is offered genuinely
‘suitable alternative employment’ then they
cannot unreasonably decline it. However, if the
Bank is unable to offer such a position, staff
have a right to be offered the Bank’s Voluntary
Severance Terms instead.

Travel & Mobility

In some cases, LTU would expect staff to be offered
alternative roles close to where they currently work.

However, it is likely that many staff may face the
prospect of being offered alternative jobs that are some
distance from where they live.

The guidelines agreed between LTU and the Bank specify
that staff should not normally be expected to transfer
where;

¢ the journey from home is more than 25 miles,
or;

e the journey time for staff travelling by public
transport is more than 1 hour 15 minutes.

Of course, each case needs to be judged on its own
merits. In some circumstances (such as quick driving
routes) a longer journey may be justifiable, whilst in
other cases a shorter distance may be required (i.e.
congested or cross-country journeys).

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

Trial Periods

Staff accepting new jobs or agreeing to consider other
positions - whether deemed suitable or otherwise

- should be offered a Trial Period of between four and
twelve weeks before they confirm final acceptance of
any new position. It is essential that staff establish their
right to a Trial Period in advance of taking up a new
position and get it clearly understood if a job is deemed
unsuitable and no further job is offered, they will be
free to take Severance. They can make this decision at
the end of the trial or during it.



Job Size & Duties *

Any members considering accepting an
alternative job should:

e ask for the Hay Job Units score for the
new job. The job may be in the same
broad ‘Pay Band’ but (for Bands 5 and
above) at a different level within that
‘Pay Band’, in which case the salary of
the new job may be managed at a lower
level.

* 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.

Staff must remember that following the
introduction of Broad Banding, just because a job
is in the same Band doesn’t mean that they will
have their salaries managed around the same Pay
Band. So check the job size to establish that the
same Pay Band applies.

this must be no more than one Band lower
than the individual’s current job.

salaries will be protected and managed
in the new Band. This guarantees annual
pay awards of no less than the median
movement of the Market Indicator for
Bands 6 to 2 for the three Annual Pay
Reviews following the downgrade,
regardless of the individual’s position
against the Market Indicator or Pay Zone.

For Bands downgraded from Bands 7 to 8,
the movement in their previous Band's Pay
Local Pay Zone will apply for the next three
years.

however, if an individual’s salary is above
the Market Indicator for the new job after
three years following the downgrade, he or
she will face the prospect of no pay increase
for some considerable time.

It is important that any staff facing the prospect of

being downgraded should discuss their circumstances

Transfer To A Lower Grade

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

with LTU’s Advice Team.

Severance Terms Explained

Where staff are made Compulsorily Redundant, or
cannot be found suitable alternative employment

and would prefer to leave on Voluntary Severance,
then they will be entitled to Redundancy Terms.

The amount staff are entitled to receive does not
differentiate between whether staff leave on a
voluntary or compulsory basis.

However, the specific Terms applying will depend on
when staff joined the Bank:

*

Joined Lloyds Bank on or before 31st December
1996. See pages 7 and 8.

Joined TSB on or before 31st December 1996. See
page 9.

Joined Lloyds TSB after 1st January 1997. See page
10.



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 overleaf and calculations below. 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
TOTAL B
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
MULTIPLIER C

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

REDUNDANCY PAYMENT IS

©__ x(B) =£f (Severance)

Step 1 Basic Salary 10250
Car Benefit -
Territorial Allowance 3200
TOTAL A 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




Service

>©m 1 2 3 4 5 6 7 8 9 10 1 12 13 14 15 16 17 18 19 20 21 22 23 24 25 26 27 28 29 30 31 32 33 34 35 36 37 38 39 40 4 42 43 44
17 12.00 15.00

18 12.00 15.00 18.00

19 12.00 15.00 18.00 21.00

20 12.00 15.00 18.00 21.00 24.00

21 12.00 15.00 18.00 21.00 24.00 26.00

22 12.00 15.00 18.00 21.00 24.00 26.00 28.00

23 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00

24 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00 33.00

25 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00 33.00 35.00

26 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00 33.00 35.00 38.00

27 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00 33.00 35.00 38.00 40.00

28 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00 33.00 35.00 38.00 40.00 42.00

29 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00 33.00 35.00 38.00 40.00 42.00 44.00

30 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00 33.00 35.00 38.00 40.00 42.00 44.00 46.00

31 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00 33.00 35.00 38.00 40.00 42.00 44.00 46.00 50.00

32 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00 33.00 35.00 38.00 40.00 42.00 44.00 46.00 50.00 52.00

33 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00 33.00 35.00 38.00 40.00 42.00 44.00 46.00 50.00 52.00 54.00

34 12.00 15.00 18.00 21.00 24.00 26.00 28.00 30.00 33.00 35.00 38.00 40.00 42.00 44.00 46.00 50.00 52.00 54.00 57.00

35 12.13 15.25 18.83 21.50 24.63 26.75 28.88 31.00 34.13 36.25 39.38 41.50 43.63 45.75 47.88 52.00 54.13 56.25 60.75 65.25

36 12.25 15.50 18.75 22.00 25.25 27.50 29.75 32.00 35.25 37.50 40.75 43.00 45.25 47.50 49.75 54.00 56.25 58.50 61.75 66.00 70.25

37 12.55 16.10 19.65 23.20 26.75 29.30 31.85 34.40 37.95 40.50 44.05 46.60 49.15 51.70 54.25 58.80 61.35 63.90 66.45 69.00 71.55 74.10

38 12.70 16.40 20.10 23.80 27.50 30.20 32.90 35.60 39.30 42.00 45.70 48.40 51.10 53.80 56.50 61.20 63.90 66.60 69.30 72.00 74.70 77.40 80.10

39 12.85 16.70 20.55 24.40 28.25 31.10 33.95 36.80 40.65 43.50 47.35 50.20 53.05 55.90 58.75 63.60 66.45 69.30 72.15 75.00 77.85 80.70 83.55 86.40

40 13.00 17.00 21.00 25.00 29.00 32.00 35.00 38.00 42.00 45.00 49.00 52.00 55.00 58.00 61.00 66.00 69.00 72.00 75.00 78.00 81.00 84.00 87.00 90.00 93.00

M 13.25 17.50 21.75 26.00 30.25 33.50 36.75 40.00 44.25 47.50 51.75 55.00 58.25 61.50 64.75 70.00 73.25 76.50 79.75 83.00 86.25 89.50 92.75 96.00 98.25 100.25

42 13.50 18.00 22.50 27.00 31.50 35.00 38.50 42.00 46.50 50.00 54.50 58.00 61.50 65.00 68.50 74.00 77.50 81.00 84.50 88.00 91.50 95.00 98.50 102.00 104.50 107.00 109.50

43 13.75 18.50 23.25 28.00 32.75 36.50 42.50 44.00 48.75 52.50 57.25 61.00 64.75 68.50 72.25 78.00 81.75 85.50 89.25 93.00 96.75 100.50 104.25 108.00 110.75 113.50 116.25 119.00

44 14.00 19.00 24.00 29.00 34.00 38.00 42.00 46.00 51.00 55.00 60.00 64.00 68.00 72.00 76.00 82.00 86.00 90.00 94.00 98.00 102.00 106.00 110.00 114.00 117.00 120.00 123.00 126.00 129.00

45 14.25 19.50 24.75 30.00 35.25 39.50 43.75 48.00 53.25 57.50 62.75 67.00 71.25 75.50 79.75 86.00 90.25 94.50 98.75 103.00 107.25111.50 115.75 120.00 123.25 126.50 129.75 133.00 136.25 139.50

46 14.50 20.00 25.50 31.00 36.50 41.00 45.50 50.00 55.50 60.00 65.50 70.00 74.50 79.00 83.50 90.00 94.50 99.00 103.50 108.00 112.50 117.00 121.50 126.00 129.50 133.00 136.50 140.00 143.50 147.00 150.50

47 14.75 20.50 26.25 32.00 37.75 42.50 47.25 52.00 57.75 62.50 68.25 73.00 77.75 82.50 87.25 94.00 98.75 103.50108.25 113.00 117.75 122.50 127.25 132.00 135.75 139.50 143.25 147.00 150.75 154.50 158.25 162.00

48 15.00 21.00 27.00 33.00 39.00 44.00 49.00 54.00 60.00 65.00 71.00 76.00 81.00 86.00 91.00 98.00 103.00 108.00 113.00 118.00 123.00 128.00 133.00 138.00 142.00 146.00 150.00 154.00 158.00 162.00 166.00 170.00 174.00

49 15.25 21.50 27.75 34.00 40.25 49.50 50.75 56.00 62.25 67.50 73.75 79.00 84.25 89.50 94.75 102.00 107.25112.50 117.75 123.00 128.25 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

50 15.25 16.00 17.80 23.48 29.04 34.47 39.79 44.97 50.04 54.98 59.79 64.48 69.05 73.50 77.82 82.01 86.08 90.03 93.86 97.56 101.13104.58 107.91111.12114.20 117.15 119.98 122.69 125.28 128.00 128.00 128.00 128.00 128.00 128.00

51 15.00 16.00 17.00 21.79 26.94 31.97 36.88 41.68 46.36 50.91 55.36 59.68 63.88 67.97 71.94 75.78 79.52 83.13 86.62 90.00 93.26 96.40 99.42 103.22105.11107.77 110.32 112.75 115.06 117.26 120.00 120.00 120.00 120.00 120.00 120.00

52 15.00 16.00 17.00 20.89 25.82 30.63 35.32 39.89 44.35 48.69 52.90 57.00 60.98 64.85 68.59 72.22 75.73 79.12 82.39 85.54 88.57 91.49 94.29 96.97 99.53 101.97 104.30 106.51 108.59 110.57 112.42 115.00 115.00 115.00 115.00 115.00 115.00

53 15.00 16.00 17.00 19.19 23.72 28.13 32.43 36.63 40.71 44.69 48.56 52.31 55.96 59.50 62.92 66.24 69.45 72.55 75.53 78.41 81.18 83.84 86.39 88.83 91.16 93.38 95.49 97.50 99.31 110.17 102.84 104.41 106.00 106.00 106.00 106.00 106.00 106.00

54 15.00 16.00 17.00 18.80 22.00 26.67 30.74 34.71 38.57 42.33 4598 49.53 52.97 56.30 59.53 62.65 65.66 68.57 71.38 74.08 76.67 79.16 81.54 83.81 8598 88.05 90.00 95.24 96.78 98.21 99.53 101.00 101.00 101.00 101.00 101.00 101.00 101.00 101.00

55 15.00 16.00 17.00 18.43 22.00 24.98 28.79 32.50 36.11 39.62 43.03 46.33 49.54 52.64 55.64 58.55 61.35 64.05 66.65 69.14 71.54 73.84 76.03 78.13 80.12 82.01 83.80 85.50 87.09 88.57 89.96 91.25 92.43 93.52 95.00 95.00 95.00 95.00 95.00 95.00

56 15.00 16.00 17.00 18.09 22.00 24.00 26.16 29.53 32.81 36.00 39.09 42.10 45.02 47.84 50.57 53.21 55.76 58.22 60.59 62.87 65.05 67.15 69.15 71.06 72.88 74.61 76.25 77.79 79.25 80.61 81.89 83.07 84.16 85.16 86.06 86.88 90.00 90.00 90.00 90.00 90.00
57 15.00 16.00 17.00 18.00 22.00 24.00 26.00 29.00 32.81 33.69 36.58 39.39 42.10 44.73 47.28 49.73 52.10 54.38 56.57 58.68 60.70 62.63 64.48 66.24 67.91 69.49 70.99 72.40 73.72 74.96 76.10 77.17 78.14 79.03 79.83 80.54 81.17 83.36 85.56 87.75 89.94 89.94
58 15.00 16.00 17.00 18.00 22.00 24.00 26.00 29.00 32.81 33.96 36.58 36.88 39.39 41.82 44.16 46.42 48.59 50.67 52.67 54.58 56.40 58.14 59.79 61.35 62.83 64.23 65.53 66.75 67.89 68.94 69.90 70.78 71.57 72.27 72.89 73.42 73.86 74.22 76.18 78.13 80.08 82.04 84.00
59 15.00 16.00 17.00 18.00 22.00 24.00 26.00 29.00 32.81 33.96 36.58 36.88 39.39 41.82 44.01 46.27 48.45 50.54 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00 52.00

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



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.

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

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.

Staff aged 50 - 56
Two weeks’ pay for each year of service,

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.

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.

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.

Job Security Appeals

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.

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 they believe this
hasn’t been the case in terms of redeployment, they can
decide that staff should either be offered a different
role or offered Severance Terms instead.

It is essential that any members who are concerned
with their treatment or who require any advice or
assistance telephone LTU’s Advice Team on 01234
262868.



LTU Advice & Support

With so much change taking place within
Wholesale Banking Operations, it is essential that
all staff - wherever they work - are members of
Lloyds TSB Group Union.

LTU has the resources, commitment and expertise
to ensure members receive all the support they
could possibly need throughout and after the WBO
Transformation Programme.

With LTU you can count on:

® A wealth of experience from our team of
Advisers and Individual Representatives.
Every single one of these people previ-
ously worked for the Bank but is now
employed direct by LTU; so you can be
sure they all have the background, experi-
ence and professionalism to provide you
with watever support you need.

® Negotiations on your behalf by LTU offi-
cials with considerable experience dealing

with reorganisations and closure programmes
within Lloyds TSB.

® Regular visits to all WBO offices by full-time
LTU Officials, to ensure all members will have
access to face-to-face support.

® Regular Newsletters updating members on
the progress of the WBO Transformation
Programme and ensuring they have all the
information they need, when they need it.

But perhaps the most important service LTU
provides at times like this 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.

LTU’s Advice Line is available at 01234 262868.

LTU’s WBO Visit Programme

LTU is planning to visit all WBO offices on a regular basis over the coming weeks and months to ensure all
our members receive the maximum possible support. Our first priority is to visit all those offices due to close
and the visit programme to each of these offices is detailed below:

WBO SITE DATE TIME LTU OFFICIAL
Cardiff Tuesday 19th April 9.30 a.m. -2.00 p.m. |Joe Harrison
Plymouth Tuesday 19th April 10.00 a.m. - 2.00 p.m. | Richard Tucker
Cambridge Wednesday 20th April | 10.00 a.m. - 2.00 p.m. |Joe Harrison
Aylesbury Wednesday 20th April | 10.00 a.m. - 2.00 p.m. | Graeme Down
Exeter Wednesday 20th April | 10.30 a.m. - 2.30 p.m. | Richard Tucker
Bristol Thursday 21st April 10.30 a.m. - 2.30 p.m. | Graeme Down
Horley Wednesday 27th April | 10.30 a.m. - 2.30 p.m. | Graeme Down

Visits to other WBO sites will follow and advised to members in advance.

STEVE TATLOW
Assistant General Secretary
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