
16TH APRIL 2005 ALL MEMBERS IN WBO

WBO Reorganisation: 
Voluntary Severance, 

Redeployment & 
Redundancy Rights 

On Wednesday WBO Senior Management 
advised staff of the latest developments 
in its Transformation Programme.

The key features of these latest plans are as 
follows:

● Two further B&CSC’s - at Southampton 
and London - are to close.

● The CICAC (in Cardiff) and BIGS (in 
Birmingham) are to be reclassified as 
‘non-strategic sites’ and will therefore 
transfer to Group Operations.

● A Preferencing Exercise is to mean all 
staff affected by the reorganisation will 
be expected to identify 3 alternative 
roles within WBO that they would 
consider accepting.

● A Voluntary Severance Register is being 
opened to provide many staff with the 
opportunity to express an interest in 
leaving the Bank through Voluntary 
Redundancy as an alternative to being 
redeployed into other roles. Senior 
Management has, nevertheless, said that 
it will continue to attempt to redeploy 
staff into alternative roles wherever it is 
able to successfully do so.  

With so much change and uncertainty it 
is obviously essential that members fully 
understand their rights and entitlements. This 
Newsletter is designed to do precisely that: in 
particular explaining how staff should approach 
the Preferencing Exercise; staff rights when 
faced with the prospect of being redeployed 
into an alternative role; and how to calculate 
the Voluntary Severance and Voluntary Early 
Retirement (VS/VER) Terms.

Members needing more advice should 
telephone LTU’s 24 Hour Advice Line service 
on 01234 262868.
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Addressing Staff Needs
LTU believes that - having taken the decision to 
substantially reorganise WBO and close many offices 
- the implementation of the programme has so far 
been well handled.

Senior Management should also be commended 
for the transparency and openness of their 
communications; for taking the positive step of 
opening a Severance Register (despite its limitations 
at this stage); and for retaining ‘ownership’ of those 
staff working in closing sites, rather than ‘dumping’ 
staff on Pathways and then ‘washing their hands’ of 
responsibility.

LTU Proposals

There are, nevertheless, a number of further 
measures that LTU believes WBO should also adopt 
to ensure the fullest possible account is taken of the 
needs of staff.

These measures - some of which LTU explained in 
our last WBO Newsletter - include:

● Differential Job Search Periods. This would 
mean that staff considering leaving the Bank 

on Severance would have just a 3 month 
period before being offered VS/VER, if suitable 
alternative jobs cannot be immediately be 
found. Staff wishing to remain working 
for the Bank should, in contrast, be given a 
commitment to a minimum 12 month job 
search.  

● Extending the Severance Register to 
other business units in those areas where 
compulsory redundancies might be likely. 
This would facilitate ‘bumping’ and thereby 
help avoid compulsory redundancies.

● Phased closure of WBO offices to facilitate 
staff leaving through redundancy - 
whether voluntary or compulsory - taking 
up alternative job offers with other 
employers.

 This used to be common practice whenever 
an operation was closing and arrangements 
could be made to provide temporary cover 
for ‘released’ staff. Recently, however, some 
business units have insisted upon staff 
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Transfer To Group Operations
A number of WBO operations have previously 
been told that they will be transferred to Group 
Operations, to which this week’s announcement 
means that CICAC and BIGS are to follow suit.

LTU has a number of important concerns in 
relation to those areas that are to transfer to 
Group Operations.

These include:

● Danger that staff will be “jumping out of the 
frying pan into the fire”. 

 This is because Group Operations is itself going 
through considerable reorganisation. The business 
unit is at the vanguard of transferring jobs to India 

remaining until closure date if they are to receive 
a Severance Payment; presumably to cynically cut 
back on costs through presenting staff with the 
dilemna of either accepting an alternative job 
opportunity OR receiving a Severance Payment 
but missing out on other employment. 

● Retaining ‘ownership’ of displaced staff 
within WBO and, to assist those staff 
committed to remaining working in the 
Bank and ‘subsidising’ secondments to 
other business units. 

 This could help improve individuals’ skills 
sets, making them more ‘marketable’ for 
redeployment elsewhere in the Lloyds TSB.

● A £2,000 ‘Retention Bonus’ to be paid to 
staff leaving the Bank, so long as they 
remain working  for Lloyds TSB until their 
office closure date.

 This would be equivalent to the £2,000 Training 
Bond the Bank says it is paying staff who lose 
their jobs as a direct consequence of offshoring.

These are all arrangements that provide a 
reasonable compromise between the needs 
of the business and those of staff during the 
Transformation Programme.

LTU will keep members updated on the progress of 
these discussions.

Redeployment Opportunities
The WBO Transformation Programme has come 
at a time when opportunities for redeployment 
elsewhere in Lloyds TSB Group are worse than ever.

In particular:

● The Branch Network presently has a 
recruitment freeze as UKRB cuts back on staff 
numbers.

● Group Operations is at the forefront of 
transferring jobs to India, leaving only 
limited opportunities for redeployment since 
surplus capacity has already been created by 
offshoring.

 This is coupled with a Premises Strategy 
involving the closure of many Group 
Operations offices, with their activities 
consolidated into larger buildings. It was this 
decision which drove the announcement last 
month of closures at five sites with the loss 
of 465 jobs.

● Business Banking is also consolidating its 
activities, closing offices and significantly 
reducing staff numbers.

● C&G is also cutting staff numbers as a 
direct result of ‘offshoring by proxy’. Just 
a couple of weeks ago, C&G announced the 
loss of 100 jobs at Segensworth; near to the 
Southampton B&CSC which has this week 
been added to WBO’s closure list.

Despite these restrictions on redeployment 
opportunities, LTU believes that the promotion of the 
Severance Register to allow ‘bumping’ with staff in 
other business units could still obviate the need for  
compulsory redundancies. This would allow staff facing 
Compulsory Redundancy to swap places with those 
seeking Voluntary Severance.
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and also has a premises strategy involving the 
consolidation of its operations in fewer and 
fewer buildings.

 This was behind its announcement just last 
month that it is to close operations at five 
sites - Plymouth, Cardiff, Swansea, Taunton 
and Stockton - with the loss of 465 jobs. 
This announcement has been described as 
“offshoring by proxy”.

● The transfer to Group Operations could 
merely delay inevitable redundancies, 
pushing the date this might affect staff 
to beyond the end of 2006. 

 This is a particular concern since the Bank 
has said it plans to significantly reduce the 
Severance Terms with effect from 1st January 
2007.

● Group Operations has been making significant 
savings through de-skilling, de-layering and 
downgrading jobs. 

 This can take the form of reducing the ratio 
of supervisory (i.e. Band 6) to non-supervisory 
staff. The business unit has also been looking to 
downgrade many roles from Band 7 to Band 8.

 For example, in Gillingham - where WBO staff have 
already been transferred to Group Operations 
- staff were provided with just one day’s notice 
about changes to their operating structure before 
having to make a decision on their future roles. The 
reorganisation involved imposing lower average 
grades.

Preferencing Exercise
Whilst much of the Preferencing Exercise is 
straightforward - and has much to commend it 
for its detail and clarity - there are nevertheless 
several considerations staff should take into 
account when completing their Preference Form.

Alternative Roles Within 
The Lloyds TSB Group
On page 3 we explained why the opportunities 
for redeployment elsewhere within the Lloyds TSB 
Group are likely to be very limited.

It is therefore important that senior management 
agree to LTU’s proposals in order to maximise 
redeployment opportunities and minimise the risk 
of compulsory redundancies. 

It is particularly important that staff take 
considerable care when switching to those 
business units - such as C&G and Asset Finance 
- which do not operate the Bank’s standard 
terms and conditions of employment. Without 
watertight guarantees, differences in employment 

packages could over a period of time severely 
disadvantage staff switching between business units.

Mobility
Staff are invited to indicate “any restrictions they have 
on mobility”.

In doing so, staff should bear in mind:

● They cannot be forced to transfer where the 
journey from home would be in excess of 25 
miles OR 1 hour 15 minutes travel time.

● Personal and domestic circumstances - such as 
child care arrangements - might mean that a 
lesser limit on mobility may apply. Similarly, 
staff working less than 7 hours a day should 
also expect to have shorter journeys.

● Staff agreeing to travel further for a specific 
role need to be aware of the fact that, should 
circumstances change, they may then be 
committed to make the same sort of excessive 
journey for a job they are less keen on.
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● Compensation for making longer journeys 
(whether within or outside the Mobility Rule 
parameters) is often limited. A tax free travel 
allowance is only permitted for 12 months 
duration, whilst any additions to Pay are often 
‘managed out’ of salaries over a short period 
of time because of the Bank’s Pay System.

● In some circumstances, a longer journey time 
might make it possible to negotiate later start 
and earlier finish times to facilitate travelling 
time within the normal working day. This 
would help avoid financial detriment from 
physically working shorter hours.

● Financial support for Relocation is normally 
restricted to Bands 6 and above; and in fact is 
rarely available to staff below Band 4. When 
considering relocation, it is always important 
to obtain a full written understanding of the 
terms that will apply. WBO has indicated that 
Band 7 staff might also be eligible for redeployment.

It is important to also understand that during other 
reorganisations - such as that currently taking place 
in Business Banking - a willingness to be flexible over 
Mobility has often been interpretted as meaning staff 
do not need to be compensated for having to complete 
longer journeys.

Working Patterns
In this section it is worthwhile indicating not only what 
“your current work patterns” are, but also:

● Whether this would need to alter if you were 
based at a different location.

● Whether you would be willing to work a 
different work pattern for the ‘right job’.

The Bank’s Work Options policy explains the different 
types of work patterns. These not only include different 
start and finish times or reduced working hours, but 
also working the same hours over fewer days (i.e. a 
condensed working week). 

Know Your Rights
It is always important to take considerable care when 
accepting an alternative role during a reorganisation.

For example, all too often a verbal assurance on 
working arrangements may prove worthless at some 
future time.

It is therefore important that before accepting 
any change in role, members should discuss their 
circumstances with a member of LTU’s Advice 
Team. The Union’s Advice Line Service is available 
24 hours a day, 7 days a week on 01234 262868.
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Redeployment & Redundancy 
Rights - Key Questions
Below are answers to some of the key questions typically 
asked concerning staff redeployment and redundancy 
rights.

Q. Can I Be Forced To Accept An Alternative Job?

A. It depends on whether the role meets the definition 
of ‘suitable alternative employment’.

 To be defined as such, a role must 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.



 Where a member of staff is asked to accept 
such a ‘suitable’ role, but refuses, they are in 
danger of forfeiting their right to receive any 
form of Redundancy Payment.

 However, if no such role can be offered 
within a reasonable period of job search, 
an individual has a right to be offered a 
Severance Payment.

 Suitable Alternative Employment was 
described more fully in LTU’s last two WBO 
Newsletters.

Q. Can I Be Forced To Accept A Lower Grade 
Job?

A. It depends upon circumstances. 

 For many staff, a drop of one grade may 
be possible if no other suitable roles are 
available. In these circumstances, Pay is 
managed according to the Bank’s Protection 
of Pay & Allowances (PPA) policy. 

 This means that 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 

Severance Terms Explained
Where staff are made Compulsorily Redundant, 
or cannot be found suitable alternative 
employment and would prefer to leave on 
Voluntary Severance, 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.

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, where the downgrade would involve a 
drop in ‘Status Grade / Benefit Break (i.e. from a 
Band 3 to 4; Band 4 to 5 or; Band 5 to 6) then an 
individual can insist on being offered Severance 
Terms as an alternative to downgrading.

Q. Can I Try Out A New Role On a Trial Basis?

A. Where the new role differs significantly from 
your current position, you should be offered a 
Trial Period of between four and twelve weeks 
before confirming acceptance of the position. 

Q. What If I Am made Redundant Or Forced 
Into A Job I Consider Unsuitable?

A. You can take a Job Security Appeal with the full 
support and representation of LTU (see page 10). 

Q. Are The Terms For Voluntary Severance And 
Compulsory Redundancy The Same?

A. Yes, they are exactly the same. 

 There is also an agreed form of words used 
by the Bank which means that irrespective of 
whether staff leave on voluntary or compulsory 
redundancy, they will be entitled staff to receive 
Unemployment Benefit.
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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.

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

Payment in Lieu of Notice:

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

• 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.

Lloyds Heritage ; Pre-1997

EXAMPLE

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

WORKING OUT YOUR 
REDUNDANCY PAYMENT

Step 1 What Is Your Basic Salary 

  Add Your Car Benefit         

  Territorial Allowance   

      ----------

  TOTAL A   

      ----------

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

(C) ______ x (B) ________ = £________ (Severance)
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1 
2 

3 
4 

5 
6 
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8 

9 
10 

11 
12 

13 
14 

15 
16 
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18 
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20 

21 
22 

23 
24 

25 
26 

27 
28 

29 
30 

31 
32 

33 
34 

35 
36 

37 
38 

39 
40 

41 
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

41  
 

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 

98.75 103.00 107.25 111.50 115.75 120.00 123.25 126.50 129.75 133.00 136.25 139.50

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 

98.75 103.50 108.25 113.00 117.75 122.50 127.25 132.00 135.75 139.50 143.25 147.00 150.75 154.50 158.25 162.00

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 

94.75 102.00 107.25 112.50 117.75 123.00 128.25 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 
97.56 101.13 104.58 107.91 111.12 114.20 117.15 119.98 122.69 125.28 128.00 128.00 128.00 128.00 128.00 128.00
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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 

99.42 103.22 105.11 107.77 110.32 112.75 115.06 117.26 120.00 120.00 120.00 120.00 120.00 120.00
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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
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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
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15.00 
16.00 

17.00 
18.80 

22.00 
26.67 

30.74 
34.71 

38.57 
42.33 

45.98 
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 

85.98 
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
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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
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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
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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.

• 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 two 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 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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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 an experienced Union 
Representative 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 goes without saying that the best chance staff have 
of succeeding with a Job Security Appeal is if they have 
their case presented professionally by an experienced 
Union Representative with a detailed knowledge and 
understanding of Lloyds TSB and its Job Security Policy. 

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.

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.
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STEVE TATLOW

Assistant General Secretary

Importance of Professional 
Representation
It is sometimes difficult for staff to appreciate the 
real value of union representation until a major 
reorganisation takes place, such as the WBO 
Transformation Programme.

Equally, it is only when the need for Union 
membership is at its greatest that it is really possible 
to understand that not all unions are the same. 
Indeed, there can be quite considerable differences 
in the depth and quality of support. This is 
particularly true within Lloyds TSB.

With LTU, our members can count on:

●	 Representation by professional Officials 
with specialist, detailed knowledge of 
rights and entitlements within Lloyds TSB.

● Negotiations on your behalf by full-time 
officials who all have a minimum of 16 
years experience in Lloyds TSB.

● Face-to-face visits by full-time Officials.

● Detailed Newsletters providing important 
information on staff rights, entitlements 
and developments as they unfold. LTU has 
so far issued over 32 pages of guidance on 
the WBO transformation Programme.

11

● A genuine 24 Hour Advice Line, enabling 
members to speak direct to a fully trained 
an experienced official at any time; whether 
during the day, night or weekend.

It is inevitable that many staff will need LTU’s 
support over the coming months. This might be 
in relation to seeking Severance, concerns over 
pressure to redeploy into roles individuals might 
consider unsuitable, or to resist compulsory 
redundancy. 

Whatever the issue, LTU’s Officials have 
considerable experience tackling these types of 
problems.

Of course these services are available exclusively to 
LTU members. Non-members are not permitted to join 
once they have a problem.

It is essential, therefore, that any remaining 
non-members working within WBO join LTU 
straightaway. 


