


23RD MAY 2005

ALL MEMBERS LTIDD

LTIDD Marketing
Reorganisation:

Staff

TIDD has announced a substantial restructuring
of its Marketing Department in Bournemouth.

Senior management have said this is
driven by a need to move away from its present
mass marketing strategy towards one of value
generation. It will require a different grading
structure, creating a number of higher-banded roles,
with different skill requirements.

All 11 staff presently within the Bournemouth
marketing team will fall within scope of this
reorganisation and will be required to apply
for the 14 new roles that are being created.

Whilst staff will be considered for roles within the
structure, they will be allowed to apply for roles at
their present Band or one Band higher. They can
initially register a preference for up to three roles
within the new structure.

The fact that there will be more roles than
there are staff at present should not mean the
reorganisation be treated with complacency
by staff. A similar Marketing reorganisation
elsewhere in Lloyds TSB Insurance - where
again there was an increase in the number of
staff and gradings - resulted in a number of
compulsory redundancies.

Staff will first be required to submit, by Wednesday
1st June, their Preference Forms together with a
curriculum vitae detailing their skills.

Rights

SeIection_Process
Explained

Suitable Alternative
Roles

Severanc_e Terms
Explained

There will then be a desktop selection process
followed by competency-based interviews as
required. LTU provides a free service assisting
members in preparing professional CV’s. Staff
should know if they have been successful by
Monday 13th June.

LTU’s two key priorities during this reorganisation
will be to:

® Ensure every possible effort is made to
avoid compulsory redundancies.

® Ensure no-one is forced to accept an
alternative job that they do not consider
suitable.

This newsletter explains the rights and
entitlements of staff in both respects and
provides guidance on how to calculate the Bank’s
Severance Terms.
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Selection Process Explained

LTU has some serious concerns over the Selection
Process being adopted for this reorganisation.

These are, in particular, based upon the experience
of the reorganisation of the Marketing Function
within LTI where, despite an increase in number of
roles, there were compulsory redundancies. In fact,
LTU was involved in hearing a Job Security Appeal
against redundancy by one of these staff just last
week, on the day LTIDD management consulted LTU
on these latest plans.

Of greatest concern to LTU is whether the
Selection Process genuinely meets the
objectives of Lloyds TSB’s Job Security Policy
to make every reasonable effort to avoid the
prospect of compulsory redundancies.

The Group's Job Security Policy is very clear: staff can
only become displaced if there is not a suitable role
for them. In fact, in the case of this reorganisation
there will be staff already at the correct grade

whoshould be redeployed into the new roles, if
necessary with suitable training being given.

The table on the following page sets out the banding
requirements for the new structure and it can be seen
that whilst some staff will have the opportunity to
apply for roles in a higher band, there are equally a
number of roles that would require no change to a
member of staff’s grade. These may fall within the
description of a suitable role and should therefore be
offered to the present members of staff.

LTU will be carefully monitoring how this
restructure is handled by LTIDD management,
to ensure that no staff are made compulsorily
redundant as a result of LTIDD not following the
agreed Job Security Policy.

This should minimise the number of employees
who are displaced.
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Selection Process and Appeals

All staff affected should receive a Candidate
Pack that provides them with details of the new
roles within the Marketing team.

By the 1st June 2005, all affected staff must
submit their Preference Form, detailing up to
three of the roles for which they wish to be
considered. This can include jobs at one band
higher than they are at present.

Over the following week, the Preference Forms
will be assessed for the correct competencies and
skills. This will be followed by a ‘grandparenting’
process, with selection decisions being
communicated to individuals from the 13th June
2005.

Where staff feel they have been treated
unfairly during this reorganisation - 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 whether staff should be offered a different
role or Severance Terms instead. Equally, a compulsory
redundancy can be overturned.

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

New/Old Structure Compared

The Bank has said the purpose of this restructure
is to move the Marketing Department away from
its ‘scatter gun’ approach to a more strategically
planned approach. However, it is important to

Distribution team, this should be offered to an existing
incumbent and not offered for recruitment outside the
operation. The grading structure will be as follows:

look at the grades which apply at the present
time to those who will be needed in the new
set up.

As the Group’s Job Security Policy must apply,
there will clearly be an opportunity for many
staff to be placed into a suitable new roles .

LTIDD must give proper consideration to finding
roles for staff during this restructure and LTU
will be monitoring the process to ensure that no
staff find themselves without a role. if there is

a suitable vacancy remaining within the Direct

MARKETING STRUCTURE COMPARISON

Staffing Old Structure New Structure
Band 2 0 1
Band 3 1 2
Band 4 0 2
Band 5 8(7) 7
Band 6 3(2) 2
Band 7 2(1) 0

NB. Brackets show current actual number of staff
after adjustment for vacancies




Suitable Alternative Roles

With Direct Distribution planning to change the
grading structure of it's Marketing team, it is
possible that not everyone will be found positions
that they consider suitable.

It is the Bank's primary responsibility to make every
reasonable effort to find a suitable role for those
staff displaced by this reorganisation.

‘Suitable alternative employment’ would be a
position:

® at the same band or level of seniority
(subject to considerations detailed in a later
section headed ‘Transfer To A Lower Grade’)

® within the skills, competencies and
experience of an individual, subject to
adequate training

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

® with the same working patterns

® within the recognised mobility
parameters detailed on page 5.

If you are offered an alternative job which is not a
close match to your current role, you can insist on
a Trial Period of between four and twelve weeks
in which to decide whether or not the role is
acceptable to you.

Where the Bank cannot find staff positions
meeting the criteria of ‘suitable alternative
employment’, it has no option but to offer
Voluntary Severance or Voluntary Early
Retirement (VS/VER).

In particular, all staff in Bands 5 and above are
automatically entitled to opt for VS/VER as an
alternative to downgrading. This is part of an
agreement between the Union and Bank that
provides protection to staff where a downgrade
would result in crossing a ‘status break’.

Grading

LTU is concerned by the lack of clarity over the grades
and role specifications of some of the jobs that
managers and staff may be encouraged to apply for.

LTU has been pressing the Bank for up-to-date grade
evaluations of all jobs within Direct Distribution,
which would require an assessment of the content
and value of all roles by a panel that includes LTU
representatives.

Without confirmation of the final grades of roles, it is
possible that staff could end up accepting alternative
jobs, only to find out later that they are to be
downgraded.

Transfer To A Lower Grade

Where members of staff are placed in lower graded
roles - either as a consequence of being displaced
from previous roles or having their current roles
downgraded - the following conditions will apply:

® The new job must be no more than one Band
lower than the individual’s current job.

However, where a downgrading means a
member of staff will cross a ‘status break’
(i.e. for Bands 5 and above), the individual
concerned must first be offered VS/VER as an
alternative to downgrading.

® Salaries will be protected and managed
within the new Band. This guarantees annual
pay awards of no less than the median
movement of their Market Indicator for the
three Annual Pay Reviews following the
downgrade, regardless of the individual’s
position against the Market Indicator or Pay
Zone.

® 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 likelihood of no pay increase for some



considerable time.

Members facing the prospect of being
downgraded should discuss their circumstances
with LTU’s Advice Team.

Job Size & Duties

Any members considering accepting alternative
jobs should:

® 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.

Different Types of Role

Just because a role is at the same grade and at
the same level as an individual’s personal grade, it
does not mean that the role is necessarily suitable.

For example, it is quite possible that an individual
performing a predominantly clerical-based role
could refuse to accept a predominantly telephony-
based role, and vice versa.

Where staff are concerned that an alternative role
might not be suitable, they should telephone LTU’s
Advice Team on 01234 262868.

Permanent Positions

Where the Bank cannot find a permanent
role for a member of staff, it is obliged to
offer the individual the option of leaving
through Voluntary Severance.

For example, a Band 3 who cannot be found

a suitable role at the same grade within a
reasonable period of time should be entitled to
opt to leave with a Severance Payment, if that is
their choice (see later).

Staff cannot be expected to wait months on end for a
suitable role to materialise unless they are committed
to remain working for the Group.

There is typically a ceiling of six months during which
the Group can conduct a job search, after which it
should offer a Severance Payment to those staff who
would be interested in leaving the Bank if paid to do
so.

Travel & Mobility

Guidelines on travel and mobility have been agreed
between the Union and Bank to provide staff with
important protection. These provisions are that:

® The new journey should be no more than 25
miles or 75 minutes from home.

® Personal circumstances must be taken into
account where these cause special problems in
transferring to the new work location. These
might include childcare responsibilities - such
as dropping off and collecting a child from
nursery - and any other complications arising
from a move.

® Any additional costs which would be incurred
from transferring work location must also be
taken into account.

Under no circumstances should any managers or
staff be required to transfer to alternative offices
where the journey would fall outside these
guidelines.

Where managers or staff agree to travel longer journeys
than they have up to now - whether inside the above
Mobility criteria or if they choose to agree to a longer
journey - it may be suitable for them to receive an
additional allowance to cover their increased travel
costs. Such an allowance may only continue on a tax-free
basis for a period of 12 months, though it is possible for
the Bank to pay this on a taxed basis indefinitely as a
separate bonus.

Equally, it is often the case that when a member of staff
accepts an alternative role that requires a longer travel

time, agreement is reached to vary the individual’s start
and finish time; perhaps even working less hours at the



same salary.
A Right To Severance Terms

Often during a reorganisation like this, the Bank

will insist that no-one is entitled to leave through
Voluntary Severance or Early Retirement, typically
on the premise that there is no Severance Budget.

This is often designed to cajole staff into behaving
more flexibly and accept roles they might
otherwise consider unsuitable.

This is quite simply incorrect. For legal
reasons, the Bank must offer staff a
Severance Payment if it cannot find them
suitable alternative employment.

Working For Other Business
Units

It is possible that some staff might be offered
work in other business units. However, care needs
to be taken when accepting such ‘invitations'.

First, it is worth establishing what plans other
business units may have for the type of role

and site you might consider transferring to. For
example, Group IT has been enthusiastic about
outsourcing groups of staff to other companies,
whilst Group Operations has been enthusiastically
offshoring work abroad and then closing UK sites
and cutting UK staff numbers.

Other business units might operate more variable
work patterns.

Secondly, particular care should be taken where
the alternative role is with a part of the Lloyds TSB
Group that does not use the Bank’s standard terms
and conditions of employment.

It is important staff understand that the terms,
conditions and working arrangements in these
other business units may vary significantly from
those within Direct Distribution. This means staff
could find themselves left significantly worse
off, unless there are legally binding written
agreements on how staff will be treated in the

future.

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 guaranteed
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.

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 that if a
job is deemed unsuitable and no further job is offered,
they will be free to take Severance. They can make this
decision during or at the end of the trial.

Avoiding Compulsory
Redundancies

It is obviously the case that the Union’s priority, above
everything else, is to ensure that no staff are made
compulsorily redundant.

The Union believes that this possibility can be
minimised if senior management are committed to
operating flexibly and effectively with other business
units.

Should the prospect of compulsory redundancies
arise, LTU would expect the Bank to promote a
Voluntary Severance Register. This would involve the
Bank seeking volunteers for redundancy from staff at
equivalent grades in other business units, who could
then effectively swap roles with the person facing
redundancy.



This would protect the job of individual’s wanting
to remain in the Bank, whilst also providing
opportunities for others who would be willing to
leave the Bank if they were to receive a Severance
Payment.

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 a Panel 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 assistance,
should telephone LTU’s Advice Team on 01234
262868.

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 8 and 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

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 ~ eeeeeeeeee

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

REDUNDANCY PAYMENT IS

©___ x(B) =£ (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

Age 12

17 12.00 15.00
18 12.00 15.00
19 12.00 15.00
20 12.00 15.00
2 12.00 15.00
2 12.00 15.00
3 12.00 15.00
2 12.00 15.00
25 12,00 15.00
2% 12.00 15.00
27 12.00 15.00
28 12.00 15.00
29 12.00 15.00
30 12.00 15.00
3 12.00 15.00
2 12.00 15.00
3 12.00 15.00
34 12.00 15.00
35 12.13 1525
36 1225 1550
37 1255 16.10
38 1270 16.40
39 12.85 16.70
40 13.00 17.00
a 13.25 17.50
a2 13.50 18.00
43 13.75 1850
a4 14.00 19.00
a5 14.25 19.50
46 14,50 20.00
a7 1475 2050
48 15.00 21.00
49 1525 21.50
50 1525 16.00
51 15.00 16.00
52 15.00 16.00
53 15.00 16.00
54 15.00 16.00
55 15.00 16.00
56 15.00 16.00
57 15.00 16.00
58 15.00 16.00
59 15.00 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
2475
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
23.48
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
32.75
34.00
35.25
36.50
37.75
39.00
40.25
29.04
26.94
25.82
23.72
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
3471
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
4435
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

82.01
75.78
7222
66.24
62.65
58.55
53.21
49.73
46.42
46.27

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

86.08
79.52
75.73
69.45
65.66
61.35
55.76
52.10
48.59
48.45

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
102.00 107.25112.50 117.75

90.03
83.13
79.12
72.55
68.57
64.05
58.22
54.38
50.67
50.54

93.86
86.62
82.39
75.53
71.38
66.65
60.59
56.57
52.67
52.00

65.25
66.00
69.00
72.00
75.00
78.00
83.00
88.00
93.00
98.00

97.56
90.00
85.54
78.41
74.08
69.14
62.87
58.68
54.58
52.00

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

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

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

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

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

113.00 117.75122.50 127.25 132.00 135.75 139.50 143.25 147.00 150.75 154.50 158.25 162.00

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

101.13 104.58 107.91 111.12114.20 117.15 119.98 122.69 125.28 128.00 128.00 128.00 128.00 128.00 128.00

103.22105.11107.77 110.32 112.75 115.06 117.26 120.00 120.00 120.00 120.00 120.00 120.00

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

99.31 110.17 102.84 104.41 106.00 106.00 106.00 106.00 106.00 106.00
101.00 101.00 101.00 101.00 101.00 101.00 101.00 101.00

96.97
88.83
83.81
78.13
71.06
66.24
61.35
52.00

93.00

99.53
91.16
85.98
80.12
72.88
67.91
62.83
52.00

93.38
88.05
82.01
74.61
69.49
64.23
52.00

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

97.50
95.24
85.50
77.79
72.40
66.75
52.00

96.78
87.09
79.25
73.72
67.89
52.00

98.21
88.57
80.61
74.96
68.94
52.00

99.53
89.96
81.89
76.10
69.90
52.00

91.25
83.07
77147
70.78
52.00

92.43
84.16
78.14
71.57
52.00

93.52
85.16
79.03
7227
52.00

95.00
86.06
79.83
72.89
52.00

95.00
86.88
80.54
73.42
52.00

95.00
90.00
81.17
73.86
52.00

95.00
90.00
83.36
74.22
52.00

95.00
90.00
85.56
76.18
52.00

40

95.00
90.00
87.75
78.13
52.00

41 42 43 44

90.00

89.94 89.94

80.08 82.04 84.00
52.00 52.00 52.00 52.00
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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.

LTU In Direct Distribution

LTU performs an essential role on behalf of those
of its members working within Direct Distribution;
ensuring that the needs and concerns of managers
and staff are always addressed with senior
management.

With a new, far more modern and professional
Management and HR team operating within Direct
Distribution, it is little wonder that there have been
significant improvements in the manner in which
staff within the business unit are managed.

It is also no surprise that the Employee Engagement
Survey has found that the biggest increase in staff
satisfaction is within Direct Distribution, with the
business unit now rated as performing better than
elsewhere in Lloyds TSB Insurance.

Constructive Dialogue

LTU meets with senior members of Direct Distribution’s
senior management team on a monthly basis to
discuss all issues of relevance and concern to staff.

This positive dialogue is good for both the business
and staff.

There will inevitably be issues upon which both parties
cannot agree. The Pay Policy operating within Direct
Distribution is one such issue, upon which LTU will be
issuing a newsletter shortly to explain its concerns.

But by and large, because of the commitment of
senior management and the Union, it is possible to
reach a joint understanding on most issues.



Interested In Becoming An
LTU Representative?

LTU has vacancies for more representatives within
Direct Distribution.

We are looking to expand our team of
representatives, in order to obtain the best
possible input from staff working in all parts of
Direct Distribution.

Because of senior management’s commitment to
working closely with the Union, Direct Distribution

provides paid time off and adjustment of sales targets
to all LTU Representatives who attend Union meetings
and the monthly meetings with senior management.

Anyone interest in becoming a representative can
email Steve.Tatlow@Itu.co.uk or telephone 01234
262868.

LTU Advice & Support

With so much change taking place within Direct
Distribution Marketing, 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
implementation of LTIDD’s new strategy.

With LTU you can count on:

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

® Negotiations on your behalf by LTU officials
with considerable experience in dealing with
reorganisations and closure programmes
within Lloyds TSB.

® Newsletters updating members on the issues
specific to Lloyds TSB Direct Distribution
staff. These ensure that you have all the
information you need, when you need it.

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.

LTU’s Advice Line is available at 01234 262868.

STEVE TATLOW
Assistant General Secretary
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