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Does The 2%

Not if you're Eric Daniels, Chief Executive, and Archie
Kane, Group Executive Director, Insurance.

LTU has discovered that the pensions of Messrs
Daniels and Kane, the only two members of the
GEC who are in Final Salary Pension Schemes,
will not be subject to the same 2% cap that
they themselves are attempting to impose on
everyone else.

When the changes to the Final Salary Pension Schemes
were announced, Angie Risley, Group HR Director,

said they were needed "to ensure that they remain
sustainable” and she went on to say the Bank's
proposals would “live up to our values that we act as
one and succeed together”.

An interesting choice of words because it seems
that in the case of Eric Daniels and Archie Kane
the Bank is quite happy to protect the interests
of probably the top two earners and stick two
fingers up to everyone else. The sheer level of
arrogance exhibited by this decision will stick in
the throats of all right-minded members of staff,
regardless of what they think about the changes
to pensions schemes.

The pension changes are not needed and no case for
them has ever been made out in negotiations with
LTU. The reason is quite simple: those responsible
know that they cannot prove that the changes

are needed to ensure the pension funds remain
“sustainable”.

But if there are to be changes, they ought to apply to
everyone equally or to no one at all.

LTU has never criticised the pay of people at the
top of the Bank: but in this case it's going to be
hard not to question their judgement.

Pensions Cap Fit?

Defending The Indefensible

The Chairman of the Group’s Remuneration Committee
said in the recent Report and Accounts “The
committee does have concerns that by continuing

to hold base pay levels at 2008 levels, remuneration
for the executive directors is likely to become
uncompetitive versus our peer group”. The implication
of that statement is that when salaries are reviewed
again in December 2010 and 2011, Messrs Daniels

and Kane can expect extra large salary increases all of
which will be fully pensionable.

What on earth makes the Bank’s Remuneration
Committee believe that the Bank’s plans are
morally defensible?

The Bank has sought to argue that because
Messrs Daniels and Kane are moving from a final
salary to a money purchase pension scheme in
2012 then the 2% cap shouldn’t apply. That's
complete rubbish and they know it. The fact is
that because of the imposition of the pensions cap,
in order to protect their pension large numbers of
staff will have no alternative but to leave the Final
Salary Pension Scheme, in order to build up benefits
as deferred members, and then join the new money
purchase scheme.

When politicians become aware of this scandal they
will no doubt focus on the fact that taxpayers money
is being used yet again to increase the pension pots of
highly paid bankers. That kind of publicity the Bank
can do without. We have told the Bank that the Board
should tell Messrs Daniels and Kane that if there is a
2% cap, they should be subject to it in the same way
as everyone else in the Group.



Market Pay For All Staff

The Group’s Remuneration Committee
have made it clear that the base pay
levels of the Executive Directors are
uncompetitive relative to the market and
the clear implication is that over the next
few years that will be addressed through
significant increases in basic salary.

Whilst that's all well and good for the
Executive Directors, what about those
staff in both Lloyds TSB and HBOS who
have been in their roles for many years,
are competent performers, like the
directors, but are still paid significantly
below the rate for the job? Why should
these staff be treated any differently?

Before the implementation of pay this
year some 26% of LTSB staff were in

the ‘primary’ zone. Of those thousands

of staff, some 54% have been in the
‘primary’ zone for 2 years or more and are
paid significantly below the market rate
for the role they are performing. That is
simply wrong. Executive Directors seem

to have their pay managed at the market

T&C's Update

LTU has restarted negotiations on the
new harmonised terms and conditions
following the imposition of savage
reductions in the benefits for staff in its
Final Salary Pension Schemes.

The Bank knew that the imposition of
the 2% cap would result in an industrial
action ballot but by continuing to

talk about terms and conditions it is
trying to separate the two issues to
make it more likely that there will be
greater acceptance of the new terms
and conditions. It will try to divide staff
by gaining support for the terms and
conditions from some staff in the final
salary pension schemes and all the staff
in the money purchase pension schemes
and isolate those from the rest of the
staff. The reality is that pensions are the
‘elephant in the room’ and are a critical
part of the terms and conditions package
which has to be judged in its totality.

rate for the role almost immediately and,
in normal circumstances, receive increases
every year.

LTU's pay agreement, which the Bank
simply ignored this year, sought to
address the speed of progression from
the ‘primary’ to the ‘market’ zone
particularly for staff in the lower bands
by insisting that it was achieved in two
pay rounds. In fact this year some staff,
particularly those in Band 8 with a
'met’ rating, will find themselves going
backwards and dropping from the
'market’ to the ‘primary’ zone. That is
also unacceptable.

When the Bank addresses the base
pay levels for Executive Directors
later this year it should also be
seeking to ensure that there is
enough money in the pay pot to get
staff into the ‘market’ zone within
two pay rounds.

The key issues in our negotiations
are as follows: |

Overtime

The Bank is going to use a
working window for the

payment of overtime of .

Monday to Saturday 8am -
8pm. Any overtime carried
out during those hours will
receive only the normal
hourly rate rather than 1.5.
Sunday and Bank holiday !
working will only be paid at
1.5 rather than double time.
The Bank has said that up to
41,265 staff are going to be
worse off as a result of its
proposals. IT staff in Bands
D and E will still be able to
claim overtime but it will

be at the new, lower rates.
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Family Medical

Cover

There are currently 3,000 Lloyds
TSB Managers who receive
family medical cover; this will
cease from 1st January 2011.
From that date those Managers
will be entitled to individual
- cover only. There are currently
530 staff in C&G who receive

Brown

protected individual cover and that will also cease on
1st January 2011.

Status Cars - Removed

Managers who do fewer than 12,000 business miles

a year will lose their entitlement to status cars and
will instead be forced to take a cash allowance
following the transition period. Managers who do
more than 12,000 business miles will be able to keep
their status car but it will be from a restricted list of
manufacturers. There are currently 530 LTSB Managers
who work reduced hours but are entitled to a full time
equivalent benefit regardless of whether they take the
cash or car. That will be removed. A Band 3 manager
working 2.5 days per week would lose £200 per month
or £2,400 per year.

London Allowances

The Bank is proposing to consolidate London
Allowances but only for Bands F and G. Staff in Bands
A to E will continue to receive stand alone allowances.
We are aware that there are many staff in HBOS

in Bands A to E who had their London Allowance
consolidated many years ago and they will be working
alongside heritage LTSB staff who get the stand alone
allowance. HBOS staff will get the benefit of that
consolidation when it comes to overtime, bonuses and
flex pot payments whereas their LTSB colleagues will
not. That is unacceptable. Both groups of staff should
be treated in the same way.

Mobility

Currently staff who are required to move to a different
branch/office at the Bank’s request can reasonably
refuse that move if it is more than 25 miles away or will
take longer than 1 hour 15 minutes door to door to get
there. The Bank is also under an obligation to take into
account personal and domestic circumstances.

It's true to say that the Bank has never liked the
defined criteria in the mobility policy and the
rewriting of terms and conditions gives it the perfect
opportunity to remove it once and for all. Members
are not stupid, they know that if the Bank wants to
get rid of the policy it's because it wants the ability
to move staff, particularly those on reduced hours,
around branches without too much trouble.

In the future what is a ‘reasonable’ move will be
determined solely by the Bank — that is completely
unacceptable and unlikely to stand up at the
Employment Tribunal.

Mark V Brown
Assistant General Secretary



