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Seeking Voluntary Severance

Those 238 staff who the Bank is willing to allow to
leave the Bank on Voluntary Severance Terms will
be approached by their line managers to confirm
their continued interest in leaving the Bank.

LTU has given the Bank its formal agreement
to these individual discussions on Voluntary
Severance.

Now is also the time for those staff who have not
been found roles in the new structure, but had
held back from expressing interest in Voluntary
Severance for fear of compromising their Payment
Protection Insurance policies, to now indicate that
they are willing to accept being made redundant.

Before agreement can be reached, all requests for
severance must first be signed off by the Division's
Severance Authorisation Group (SAG), though the
Bank has given LTU no reason to believe that this is
anything more than a formality.

Administration of Severance and Pensions
quotations will be handled by CREST.

Calculating Your Entitlement

The enclosed Severance Calculation Table will help
members determine their Severance Pay entitlement,
based on their age and years service (rounded up to
the next complete year) at the date of leaving the
Bank. The Weekly Pay figure used for calculating
entitlement includes:

@ Basic Salary
Car Allowance Limit
Shift Allowance

Contractual Overtime (regular, rostered,
predetermined - including On Call Payments).

Territorial/London Allowance

For Sales Staff, Personal Sales Related Pay averaged
over the last 12 months.

Only the last 20 years service is used in the calculation
and payment is capped to a maximum 104 weeks' pay.

The first £30,000 is paid tax-free.

Job Security Appeals Process

Group IT staff who believe they have been
treated unfairly - either by being pressurised
into accepting unsuitable alternative jobs or
being told they are being made compulsorily
redundant - can pursue Job Security Appeals
with full representation from LTU’s team of
experienced Officials.

This procedure, which has been used successfully
by a number of LTU members, means that staff can
have their cases presented by professional Union
Representatives in front of Panels consisting of an
equal number of senior Union and Bank Officials.

It is up to the Job Security Appeals Panel - after
hearing submissions from the member of staff’s
representative and the local management team - to
decide whether staff have been treated fairly:

® Where staff are resisting redundancy, the
Panel can decide that the period of job search
be extended and/or that other measures be
taken to provide ‘bumping’ opportunities for
surplus staff to move into.

® Where it believes a role doesn’t match up
to the definition of ‘suitable alternative
employment’, the Appeals Panel can insist
that a member of staff be offered either a
different role or given an opportunity to take
the Severance Terms instead.

Members concerned about their own job security
should speak to one of LTU’s experienced Officials
during our regular visits to all Group IT offices, or
telephone LTU’s 24 Hour Advice Line Service on 01234
262868.
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Assistant General Secretary
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Group IT Selection

Outcomes:

Members

Advice

staff the outcomes of its Selection Process for
the integration of LTSB and HBOS operations
across Information Technology.

I ast week the Bank began communicating to

LTU and Group IT Management have met twice over
the past two weeks to discuss the progress made on
the Bank’s Integration plans. The key outcomes for
staff at this stage of the Integration process are:

® Out of the 1957.5 staff (FTE - 1146 HBOS
and 811.5 LTSB) who have been involved in
the Selection Process for 1640.5 remaining
roles, at the start of this week just 1506.5
had been appointed to positions in the new
operational structure.

® This leaves 134 vacancies remaining unfilled
across the whole of Group IT. Of these, the
Bank says that around half are ‘niche roles’ for
which it believes it will have to recruit externally.

® The Bank is to accept Voluntary Severance
applications from 238 of the 646 IT staff
who indicated an interest in leaving on their
Preference Forms. Applications from other staff
are still receiving consideration.

® The Bank continues to employ just over 500
contract staff. Though it has indicated that it
plans to ‘exit’ 262 contractors by the end of the
year, the Bank has also acknowledged that these
may be replaced with new contractors (though
on short-term contracts) with different ‘subject
matter expertise’.

® Despite planning such large job reductions
amongst its UK IT Staff, the Bank has said it
remains committed to its offshoring policy
of retaining high numbers of jobs overseas,
where it pays far lower salaries.

As a consequence, there are now just over
200 staff facing the prospect of being made
compulsorily redundant if they cannot be
found new roles. These are being referred to
CREST for redeployment support and, where
this fails, to be processed for redundancy.

IT Service Delivery

A further announcement is expected shortly on
the Bank's plans for the integration of IT Service
Delivery and the number of job reductions the
Bank will also be seeking to make from this area
when it combines LTSB and HBOS operations.

What Next?

Overall, just over 450 IT staff have not been found
roles in Group IT's new, integrated operating
structure. Just over half of these will get their wish
to leave on Voluntary Severance Terms.

This leaves 213 staff who will be formally
registered with CREST and who are now at
real risk of compulsory redundancy. LTU will
be providing all members in this group with
our full support.

LTU will also be closely monitoring the support
provided to IT Staff by CREST which, despite the
efforts of its staff over recent months, has suffered
from under-resourcing and a flawed operating
model.

The remainder of this Newsletter provides advice
for those staff who might be dissatisfied with
the roles to which they have been allocated

and particularly for those staff who may now

be at serious risk of being made compulsorily
redundant.
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Concerned About Your New

Role?

Undoubtedly, many staff will be delighted to have
been appointed to roles in the new, integrated
Group IT structure.

Nevertheless, there are some circumstances where
staff might need advice or support.

Unsuitable Roles

It is possible that some staff have been allocated to
roles that they consider unsuitable.

As LTU explained at the time the reorganisation
were first announced, for roles that staff are asked
to accept to be considered to be ‘suitable alternative
employment’, they must be:

® Positions at the same Band or level of
seniority. It is, however, possible for staff to be
offered roles at one Band lower, so long as this
does not involve a drop in status from IT Band B
to C,Band Cto D, orBand Eto F.

In circumstances where staff do have to drop a
grade, their pay is protected for three years by
the Bank's Protection of Pay & Allowances (PPA)

policy.

® Within the skills, competencies and
experiences of individuals, subject to
adequate training.

® ‘Proper jobs’ rather than jobs of only a
short-term nature

With the same working patterns.

Within recognised mobility parameters.
This typically means the location of the new role
should be within 25 miles of home or involve a
journey time of no more than 1 hour 15 minutes
by public transport.

Where staff are offered genuinely ‘suitable
alternative employment’ they cannot unreasonably
decline the alternative role. If they do, they risk
being treated by the Bank as having resigned and
will therefore not be entitled to any compensation.
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However, where staff are concerned about the
suitability of new roles they are being asked to
consider, they can insist upon Trial Periods of between
4 and 12 weeks duration before confirming their
final acceptance. Details of the Trial Period should be
confirmed in writing.

Where the roles being offered to staff are unsuitable,
they have a right to be offered Severance.

Still Prefer Voluntary
Severance Instead

As LTU explains above, where staff are offered

roles that genuinely qualify as ‘suitable alternative
employment’, they have no legal or contractual right
to be offered Severance Terms.

However, there are currently at least 213 staff across
Group IT who are at risk of compulsory redundancy
and LTU has an agreement with the Bank that it
will take all reasonable steps to avoid making staff
compulsorily redundant; including using ‘bumping’.

This ‘bumping’ process involves staff who are at risk of
being made compulsory redundant switching positions
with staff who have been found roles in the new
structure - or perhaps work in unconnected areas - but
who would prefer instead to be allowed to leave the
Bank on Voluntary Severance Terms.

Staff who have been found positions but would still
like to be considered for Voluntary Severance should
complete and return the enclosed Registration Form
to be added to LTU’s Voluntary Severance Register. The
Union will be using this to identify ‘bumping matches’
with staff wishing to avoid redundancy.

Group IT Grading Structure

As part of the harmonisation of terms and conditions
across LTSB and HBOS, LTU expects the Bank to
remove the separate grading structure for IT Staff that
currently operates within Lloyds TSB

It will not be clear how the salaries of IT Staff would
be affected until these discussions are complete.
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Unsuccessful, Seeking

Redeployment

LTU’s overriding priority is to avoid staff being
made compulsorily redundant.

There are at least 213 staff across Group IT who are
facing this prospect and who will now be referred
to CREST for assistance in finding redeployment.

LTU will be monitoring closely progress on behalf of
all of these staff.

CREST

Staff who have not been found roles in the new
structure will be issued with ‘at risk’ letters, which
will also trigger their referral to CREST. CREST's role
is to assist staff redeployment into suitable roles
elsewhere in the Lloyds Banking Group.

CREST provides a remote, telephone-based service
rather than face-to-face support.

For those staff who wish to be redeployed, a
telephone briefing will be set up with a CREST
consultant (often involving several affected staff at
the same time) where details are provided of the
type of support staff can expect to receive. This may
take place up to two weeks after ‘at risk’ letters are
issued.

This support includes:

@® A dedicated CREST intranet support site to
guide staff on how to conduct their job search;
including advice on updating ‘Your Profile’
forms and preparing for interviews.

® Job matching displaced staff with vacancies
across the Group that are relevant to their skills
and experiences. CREST receives all IJA's at the
same time as they are posted on the vacancies
board, at which point individuals are matched
against roles for inclusion in the formal
selection process.

@® \Where CREST identifies suitable candidates, it
creates a shortlist of up to three candidates for
each role, using information provided in the
most recently updated Your Profile forms. These
shortlisted staff are guaranteed an interview.

CREST consultants are expected to maintain at least
monthly contact with displaced staff until they either
leave the Bank or are successful in finding new roles.

Notification of Compulsory
Redundancy

No letters of compulsory redundancy will be issued to
staff until LTU and the Bank have discussed further the
progress being made to find displaced staff alternative
employment.

LTU will need to satisfy itself that the Bank has taken
all reasonable steps to find staff redeployment - for
example, actively seeking ‘bumping’ opportunities.

These letters will not be issued for several more
weeks, at which point staff will be notified of the date
they will be leaving the Bank if they cannot be found
an alternative role (based on their notice entitlement).

Taking Control

It is important that displaced staff who want to be
redeployed in the Bank take active control of their
job search, rather than leaving it to CREST whose
contribution may be limited.

Such proactivity on the part of staff could include:

@ Reviewing and updating ‘Your Profile’ forms to
ensure they most effectively reflect the experience
and skills staff have for the types of roles they are

applying for.

® Regularly checking Job Shop in case there are
suitable vacancies that haven’t been identified as
matches by CREST.

® Networking with contacts who might be aware
of current or potential vacancies that may be of
interest.

® \Where unsuccessful at interview, seeking feedback
in order to identify opportunities for future
improvement.
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