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Members will have seen the Bank's latest 

pay communication which has been issued in 

response to LTU's Consultative Ballot which is 

currently under way. 

The clear impression from the desperate tone of 

the memorandum is of the Bank's Compensation 

and Benefits Department scrambling around 

like headless chickens trying to cobble together 

enough arguments and statistics to justify the 

size of the pay pot, the speed of staff progression 

through the zones and why those staff in the 

'high performance' zone should get nothing 

again.

Surprisingly, the Bank's communication on a 

subject of this importance is left unsigned.  All 

previous communications on Pay 2005 have been 

signed by Eric Daniels, Chief Executive. Is it the case 

that the Bank is so rattled by LTU's Pay Campaign 

that no one, not even the newly appointed Director 

of Compensation and Benefits, wants to be directly 

associated with a pay system that produces so many 

demoralised and disengaged staff? 

"Is it the case that the Bank is so rattled 

by LTU's Pay Campaign that no one, 

not even the newly appointed Director of 

Compensation and Benefits, 

wants to be directly associated with 

a pay system that produces so many 

demoralised and disengaged staff?" 

LTU's Right To Reply
Bank  The Bank says that the majority 

of staff will get a rise of market 

movement or better. 

LTU  That's not good enough. All staff 

regardless of their pay zone should get at 

least the market movement increase for 

their band. Market movement increases are 

vital because they just keep staff in their 

current position relative to the market.

Year Zeroists 
Are On The 
Back Foot





  The evidence from the Bank's post-pay 

analysis shows that some 13,329 staff got 

no market movement increase at all in 

2004. Given the changes in the pay setting 

process, which we will discuss in more detail 

in our next Newsletter, we would expect the 

number of individuals who get no market 

movement in 2005 to increase. Furthermore, 

5,282 staff, or 10% of the total number of 

staff who were in the 'market' zone, got no 

market movement increase at all in 2004. 

More worryingly, 957 in the 'primary' zone 

got no market movement increase and thus 

went backwards relative to the market.

Bank  The Bank says that we have seen "real 

movement of people through the zones 

as a result of last year's pay review.".

LTU  We accept that there was a big movement 

of staff from below the 'primary' zone into 

the 'primary' zone but the Bank cannot 

expect to receive any plaudits from those 

staff for systematically underpaying them 

for so many years in the first place. All it's 

done is to reduce the scale of a problem it 

created not remove it.

Bank  The Bank says that it expects up to 

45,000 staff to be in the 'market' zone 

or higher following Pay 2005.

LTU  This is grossly misleading. What the Bank 

neglects to say is that of those 45,000 we 

would expect at least 15,540 staff to either 

be in or above the 'high performance' zone. 

The overwhelming majority of those staff 

will get no increase at all in 2005.

  In any case, simply being in the 'market' 

zone, which starts at 95% of the rate for 

the job, is not good enough. The Bank says 

that the 'market' zone reflects what other 

employers pay for fully effective, competent 

employees. But simply falling across the 

threshold of the 'market' zone is not 

enough. You need to progress to at least 

the middle of the 'market' zone in order to 

be getting paid the rate for the job.

  Members should not forget that market 

indicators still exist and are equivalent to the 

middle of the 'market' zone.  The market 

indicators for the various local markets 

are set out below. Those for staff in Bands 

6-2 are set out on the back page of this 

Newsletter. It is those figures that other 

employers will pay for fully effective and 

competent members of staff, and it's those 

rates that staff are worth in the job market 

and should be paid.  

Branch - Band 8

 Local Local
 Market Market
  Indicators
  2005

 1 £11,977

 2 £12,487

 3 £13,252

 4 £14,270

 5 £15,137

Branch - Band 7

 Local Local
 Market Market
  Indicators
  2005

 1 £13,977

 2 £14,487

 3 £15,252

 4 £16,271

 5 £17,137

  Incidentally, there is also one question which 

the Bank consistently fails to answer and 

that is how long it should take the average 

member of staff to be paid the 'market' 

rate for the job? Why can the Bank not say 

how long it takes for the average Band 8 

Customer Service Officer to become fully 

competent? 



Mark V Brown
Assistant General Secretary

Bank  The Bank says that just over 9,000 

staff in Bands 6-8 were in the 'primary' 

zone at the introduction of pay zones; 

following Pay 2005 we expect this 

number to fall to around 1,000.

LTU  If the Bank's figures for Bands 6-8 were 

correct then that would be good news.  

However, the Bank is playing fast and loose 

with the statistics because according to their 

own pay analysis there were just over 17,076 

staff in the 'primary' zone following Pay 2004 

of which 8,076 were in Bands 2-5. What the 

Bank doesn't say in its pay memorandum, 

presumably because the figures are not as 

good, is how many Band 2-5 staff will still be 

left in the 'primary' zone following Pay 2005.

Bank  An individual's pay reflects the 

contribution to business objectives and 

not their length of service.

LTU  The implication of what the Bank is saying 

is that a member of staff's contribution to 

the achievement of business objectives and 

their length of service are mutually exclusive. 

As the Bank itself acknowledges, the skills, 

knowledge and experience of members of 

staff that have been built up over many 

years, can have a much greater impact on 

the achievement of business objectives than 

those of people with less experience. These 

experienced staff ought to be able to expect 

their salaries to be high enough to maintain 

their position relative to the market. 

  Equally, not all staff in the 'high 

performance' zone are there simply because 

of the length of time they have worked 

for the Bank. Many staff will have been 

downgraded, through one of the Bank's 

many restructurings, but the Bank is quite 

happy for the salaries of those staff to 

simply wither on the vine. That is totally 

unacceptable for an organisation that 

produced profits of £3.49bn last year.

Vote NOW
LTU is currently undertaking the most important 

ballot it has held for a long time.  

The Bank’s current pay system will be in place for a 

long time and if members want to change it, as we 

know they do, then they must take a stand against it 

together now and make clear what they want. 

It is important, on this most vital issue, to 

ensure that we get the views of all members. 

We need your views and we need you to vote 

NOW.

If you have any questions on LTU’s pay campaign 

please contact Simon Reynolds at the Union’s 

Bedford Office on 01234 262868 or email him at 

Simon.Reynolds@ltu.co.uk.  

If you haven’t received your ballot paper please 

contact Janet Gilkison at the Union’s Bedford Office. 

Staff in Group IT, Offshore Banking and members 

of the regulated and non-regulated salesforce, 

except those subject to an April pay review, are not 

covered by this ballot.


