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NewGRID Summary of Position

Dear Colleague

After nearly two years of intense negotiations, BT has presented its final definitive proposals to the CWU.  A Special Conference took place on the 3rd & 4th August 2000, in York, in order for branches to consider the proposals. At that Conference the branches overwhelmingly approved the following proposition;

“ Conference recommends to members via a secret postal ballot that the NewGRID proposals be accepted”

This summary is designed, to assist members in a greater understanding of the company’s final proposals It must be stressed however, that the definitive correspondence with the Company is contained in the full Conference documentation, which is available from your branch office on request and on the CWU web site @ cwu.org..

The NewGRID arrangements will apply to all non-management people across BT plc.  Therefore people in Yellow Pages, Northern Ireland and Syntegra to which the terms of BT plc’s agreements with the CWU currently apply will be covered by the NewGRID arrangements.  Additionally people in BT Cellnet will be covered.

The CWU firmly believes that it is in the best interests of the members to vote yes to the NewGRID proposals as they bring real benefits to all our members within BT. I hope that the summary document is useful to members when they come to vote on the company’s final definitive proposals.

Yours sincerely,

JEANNIE DRAKE

Deputy General Secretary (T&FS)

NewGRID Introduction

Over the last two years the CWU has been negotiating with the company to provide the above benefits to both individuals and the company. We believe that the proposals set out in this document provide the basis for agreement with the company and put the CWU and its members employed by BT Plc in a stronger position to face the challenges of organisational and technological change. NewGRID seeks to introduce a radical change to the existing grading structure which is designed to enable BT to compete more effectively in the changing Global communications market.

NewGRID is particularly crucial in providing the structure that will help people to gain access to improved terms and conditions new job opportunities and the learning and development culture. It will provide these opportunities by: 

Enable flexibility by

· Introducing a simplified structure 

· Introducing a single set of improved terms and conditions

· Getting people with the right skills into jobs

Help members to take control of their own careers by

· Providing development and progression opportunities

· Providing a structure to encourage people to adopt the will to learn to enhance their own careers

Lead to a changing culture by

· Enhancing the relationship between BT and individuals

· Enhancing the relationship with the union

Provide improvements to existing arrangements through

· Reduced hours 

· Improved holiday arrangements

· Unparalleled pay and pension protection arrangements

· Greater number of highly paid roles

· Improvements to 

· shiftworking

· on call

The proposed NewGRID structure and Summary of Position

Permanent Pay & Pension Protection

A key element of the NewGRID proposal is the permanent protection of the value of an individual’s basic pay, incremental progression, the value of their accrued pension, and annual leave.  This affects all those individuals currently on personal rights (including those affected by the CSIP agreement) and anyone who is asked in future, as a result of job reorganisation including under NewGRID, to undertake a job at a lower salary level.

The Company’s proposals include a redeployment process which will ensure that those who move on to the Pay and Pension Protection mechanism will receive far greater support in finding a job at the higher salary level than has previously been the case.  This includes appropriate training, retraining and re-skilling assistance and procedures which will enable the Union to become involved at an early stage to ensure that offers of alternative employment are genuinely reasonable and guidance on what constitutes a reasonable job offer.  The text of the agreement is shown in Annex A. 

NewGRID Structure

The new structure is based on:

4 skill bands(A, B, C and D)

8 pay ranges (A1, A2, B1, B2, C1, C2, C3 and D1)

Skillband    Adult min    Adult max

A                 (A1) £8669  -  £10836

                    (A2)£11140 -  £13925

                    (B1)£12756 -  £15944

B                 (B2)£14408 -  £18009

C                 (C1)£15606-   £19508

                    (C2)£17286 -  £21608

                    (C3)£18501-   £23126

D                 (D1)£20504 - £25360

With agreed procedures for movement of existing/future jobs

Skill Progression Points

The company has proposed a limited and controlled number of Skill Progression points (SPP) within the 8 salary ranges for a number of jobs that do not fall within the standard NewGRID structure, which in their view are particularly appropriate within the Sales environment see annex C 

They have also proposed an SPP within the Helpdesk environment for the creation of a new structure to the one that exists currently. Within the proposed new structure ALL current COs in Helpdesk & CAS will, as of right, move to the full B2 salary range which has a maximum of £18009 (which is the current CO maximum) and will have a job title of Senior Customer Service Advisor.  A B2 (SPP) range of £14408 to £16208, will apply to the new Customer Service Advisor (CSA) role in the future.  The Company has stated that the number of B2 (SPP) graded posts will grow to no more than 25% of the total population by March 2002.  Further details on the CSA B2 (SPP) are set out in Annex B 
Recruitment & Advancement arrangements under NewGRID

- The standard minimum starting pay of a salary range will be set at 80% of the Salary Range or SPP.  

- Annual advancement within a salary range will be at a standard 5% of the maximum of the range or SPP 

- This will mean standard advancement from the minimum to the maximum of the salary range in 4 years.

- Starting pay on promotion (between skill bands) will be in the range of 5% to 10% of existing salary subject to the minimum of the salary range.

- Recruitment arrangements for apprentices/young people( under 18) etc will begin at 50% of the max. of the salary range but could be as high as the minimum of the main range when taking into account age, skill, experience, etc.

- Recruitment arrangements for sales roles will begin at 70% of the maximum of the salary range or SPP maximum, but guarantee progression to the maximum in no more than 5 years (except for sales roles in Band A, where the NewGRID standard arrangements of 80% starting pay and 5% salary advancement as outlined above will apply). 

Terms & Conditions

Hours

The proposals provide for a reduction in the length of the working week as follows:

37 net hours on introduction of NewGRID

36.5 net hours from 31 December 2001

36 net hours from 31 December 2002

Existing London employees who currently work a 41 hours gross week will move on to a 36 hours net week on the introduction of NewGrid.

Overtime

An important element of the NewGRID proposal relates to overtime payments.  At present different overtime rates apply to different grades.  At the same time, because the hourly rate of pay is calculated differently for different grades (eg. gross or net), the introduction of net hours and the reduction in the length of the working week all have an impact on the value of overtime payments.  These proposed changes have the effect of increasing the value of overtime payments as can be seen in the tables in Annex E. These show the effect of the proposed changes on the average overtime pattern for 3 key grades.

With regard to the reduction in the Sunday overtime formula, BT expect to progress moving towards a common Monday to Sunday overtime rate, although the CWU is not committed to the outcome of these discussions.  BT recognises that during the discussions on a common overtime rate they will be required to demonstrate a sustained reduction in Sunday overtime levels and will be putting proposals to the union consistent with this approach. BT has already started to reduce the amount of overtime worked on Sunday’s and has confirmed its commitment to continue with this reduction.   

Sundays within conditioned hours (those ETG’s on CSIP Option A, Operator Grades and Clerical grades who work Sundays in standard time) continue to be paid an additional single hourly rate (double time) which is pensionable and non-contributory.

The overtime rates under the NewGrid structure will be, standard 1.5 x overtime Monday to Saturday and 1.75 x for Sunday overtime, with all overtime non-pensionable except that for shift workers with rostered overtime that forms part of their contractual attendance.

Holidays

A single annual leave entitlement across the structure of 25 days, rising to 28 days after 10 years service, with 30 days after 20 years, all incorporating BT holidays from 1 April 2001.  

From 1 April 2002 the 30 days A/L entitlement will become effective after 18 years service.

People currently in A/L group 2 e.g. (Commo, TO,) will continue acheive 32.5 days after 22 years service;

Existing people will retain holiday steps at 5 and 8 years; 

Holiday Pay Supplement

Operating grades, GAs, Radio Officers and Domestic cleaners currently in receipt of the Improved Holiday Pay (IHP) will continue to be entitled to claim until 2001

Recording of Holidays

Details can be found in Annex H

Shiftworking

All grades move onto a Standard Monthly Payment, (Computing grades will be paid an additional market supplement)

7 day 24 hr = £439

7 day double day = £263

Less than 7 day 24hr = £351 (for shifts with 1week of normals)

Less than 7 day double day = £196

Additional Computing Market Supplement

7 day 24hr = £148.16

7 day double day = £65.87

6 day double day = £46.33

Other existing shift workers in Clerical grades will retain the value of their current SMP. Shiftworking patterns are unaffected.  

Night Attendance Premia (NAP)

The proposed NAP criteria is set out below

- 0.33 x hourly rate between 21.00 – 6.00 pensionable non-contributory in standard time.

- Existing Clerical grades both full and Part time will continue to be paid the value of their existing allowance for night hours worked in standard time.

Bank/Public Holiday Premium Payments

3 x hourly rate for Christmas Day

2.5 x hourly rate other days

Operators/OSOs will continue to have an option of TOIL until April 2001.

Responsibility Allowance

All non pensionable, except as specified below.

Cover Allowance (Replaces Short Term Cover)

£34 per week Long Term Supervisory (based on existing TO allowance)

£1135 pa. Individuals at implementation of NewGRID in receipt of the TO Allowance will have the option of retaining £1086 pensionable.

Short Term Supervisory (based on Operator Supervisory allowance)  

£6.20 per day, £3.10 for less than 4 hours.

On Call/Call Out/Call Up

Formal contractual On Call allowance (contracted as part of job)- £206 for 1 in 4 weeks (pro rata for more or less than 1 in 4) No individual will be forced to take this option or moved from their job unless there are compelling reasons to do so, which will be the subject of prior consultation with the CWU 

Formal On Call allowance (voluntary) -£128 per month 1in 4 weeks (pro rata for more or less than 1 in 4))

Call Out minimum 3 hours (paid at the appropriate overtime rate) + NAP for notional time in night period, this is the current ETG arrangement. NAP compensation is payable for any part of the call-out or call up actually worked within the designated night duty period. 

Call Up minimum 15 minutes at appropriate overtime rate, plus night attendance premium if appropriate, overtime rate for full duration if more than 15 minutes 

Emergency Call Out Overseas (less than 24 hrs notice)

Individuals will be eligible for £52 per night

Emergency Protracted Attendance

Individuals will be eligible for overtime for duration of attendance, plus £36 if it last for 6 hours or more and through 00.00 hours.

Other Allowances

The company proposes to review the following allowances:

Foreign language allowance, ETG Flat rate allowance, Exhibitions & Special events allowance. 

The company proposes to cease the following allowances, 

Photoprinter, Domestic Cleaner Supervisory, Clerical Officer Retail Pool, GA Fire fighting, The company propose a buy out payment for GA driving (see Annex G)

The company proposes to review locally the following allowances, 

Sellafield Gate allowance, Payphones Platform allowance, Payphones Prisons allowance, Heathrow & Gatwick allowance, BT Centre Grooming allowance.

The company proposes minor modifications to the following allowances to the bring them in line with the NewGRID structure, 

Aerial Riggers, Dirt & Discomfort, Scottish Distant Islands Allowance.  

ETG Day Subsistence 

ETG Day Subsistence was last increased in 1982.  In the intervening 18 years the Union has been unable to persuade BT to increase the value of the subsistence payments.  BT has also insisted that the ETG Day Subsistence arrangements are no longer relevant.  Furthermore, pressure from the Inland Revenue has resulted in BT adopting a more rigorous approach to the application of the criteria for eligibility for payment of the allowance.  The Company has advised the Union that unless the allowance is ceased, far greater attention would be paid by managers to the application of the payment criteria.  Against this background and the declining value in real terms of the subsistence payment, the company has proposed a buy-out the allowance.  Details of the buy-out payments are given in the table below.

            Subsistence

          Claim                              Buy Out

          Value                              Payment


          p.a.                   

          £    0 - 49
          
        £     75


£  50 - 149
          
        £   175


£150 - 249
          
        £   300


£250+                             £   450

based on claims between 1 July 1999 and 30 June 2000

The TFSE believes that the buy-out payment represents the most effective way of ensuring that ETGs receive a level of compensation for the loss of the allowance. The arrangements provide for an element of income tax and national insurance contributions not to be applied, thus enhancing the value of the payments.


How employees are assimilated into the New Structure

The details of the mapping of existing jobs to the NewGrid structure can be found in annex C: The overall mapping proposals can be summarised as follows:

59% of jobs will map straight across onto the new structure

36% of jobs will be mapped to a higher salary range

5% of jobs will be mapped to a lower salary range (with Permanent Pay & Pension Protection)

The arrangements that will apply to the assimilation of employees into the structure can be summarised as follows:

Salary Management

There will be a common pay progression (incremental) date of 1 October for people moving through to the max of their salary range with pro-rated increases for new starters/promotees in their first year on the job. 
People currently progressing to their salary range maximum – 

The company proposes to move their progression date to 1 October. The payments they would receive in October 2000 salaries would be adjusted depending on whether their progression payment is coming early or late in relation to their previous expectation. This means that for those people whose salary advancement is being brought forward to October the increase would be adjusted appropriately. In addition, the company has written separately to CWU regarding the transitional compensation arrangements to be applied for the small number of people who would have experienced a shortfall as a result of this change. In following years, their pay would advance in line with NewGRID standard arrangements in October salaries i.e. normally 5% of max. The company has discussed this with the CWU in detail and was able to demonstrate that there would be no disadvantage to people.

People whose current pay is below their new salary range minimum – The company proposes to move their pay to the new minimum on implementation day. This will benefit a number of people who are currently below the new recruitment rates BT are proposing.

People whose job is mapped to a salary range max higher than their current pay max. – The company proposes to make a first progression payment towards addressing the pay difference on 1 October 2000 in line with the NewGRID standard arrangements.   

People who are in a job where their current max is above the max of the new salary range – These individuals will move across at their current rate of pay and will have their salary protected by the pay & pension arrangements

People moving onto pay and pension protection whose salary is below their old salary maximum –  Individuals will continue to receive annual increments.  The company proposes the standard NewGRID advancement arrangements for calculating the supplement.

NewGRID Mapping by Grade

Detail on the mapping of grades can be found in Annex C & D (Telemarketing) With reference to T1 mapping within Network & Systems set out below are the relevant extracts from letters from the company that set out the criteria

In response to your request for information on the numbers of T1s in Network Build affected by the non-standard proposals I can confirm the following:

	Activity
	Number of T1s to C1
	Number T1s to B2
	Total current number of T1s

	PPO
	254
	Nil
	254

	Pole test
	306
	Nil
	306

	Cabling
	90
	320
	410

	Jointing
	15
	233
	248

	Overhead
	74
	156
	230

	Pole erection
	80
	76
	156


Whilst the above reflects the outcome of our investigations on the assimilation of the main T1 jobs it is accepted that where the complexity of work/skill level required merits a different salary value in accordance with the skillband descriptors/job dimensions then this will be the subject of discussion between CWU and the business unit.

In addition there are 100 power construction T1s who it is intended to map across to B2 but this is subject to a review to be completed prior to July 2000.

T1s mapped to B2

Further discussions have now been held between Network BT and the Union on the issue of mapping specific T1 roles to B2 against the background of the further information provided by the union.  On the basis of that information and our subsequent dialogue on the T1 roles in Jointing; Cabling; Pole erection; Overhead

and Power construction, we are now prepared to accept the general principle that where a T1 role has permanent everyday chargeship responsibilities for a team constituting 2 or more T2As this will be mapped across at C1. Where chargeship is of a sporadic/irregular nature this will be compensated for through the appropriate additional responsibilities allowance.

This will mean that General Purpose and Large Overhead  T1s will map to C1. In addition some cabling, pole erection and power construction T1 roles will also map to C1 where there are continuously constituted teams of 2 or more T2As.

All other T1 roles within the activities listed above that do not meet the criteria of the general principle will map across at B2. 

The business unit is in the process of finalising the information on the numbers of T1 posts that will map across at both C1 and B2 as per the above and this will be provided to the Union as soon as possible.  

Non Core Issues

Non Core issues are those that are not covered by a corporate agreement i.e. they can be business unit based. There are three areas covered by the proposals on non core issues:

-Consultative process for proposed changes to attendance patterns. There are no proposals contained with the NewGRID proposals to alter attendance patterns. 

-Process for the review of local allowances  

-Process for the introduction of bonus/incentive schemes. 

The CWU position has been set out to BT as follows:;

“The Union notes the company’s intention to introduce a process which will deliver a more structured and controlled approach to Non Contractual Bonus schemes which recognises the need for consultation. However, it has to be understood that whilst the Union would wish to participate in the consultation process, without commitment to a particular outcome, the Union is not supportive of such schemes, as they can be divisive, have an adverse effect on quality of service and undermine basic pay principles.”

Learning & Development

Learning & Development is an integral component of the NewGRID proposal, if BT is to move into the “next wave” of technology and be first and the best to market its products, then it is vitally important that BT provide the access to the skills that our members deserve and require.

To achieve these aims BT has agreed to:

To create and support learning for life culture.

Members to have open access to information where the future job growth is, as well as access to information on the associated skills and competencies.

All non-management grades will have the right of access to learning for life and personal development. This may be achieved by the use of, individual learning accounts, further education, technical and commercial training, interpersonal skills training, work shadowing, mentoring.

In order to ensure delivery of these commitments, the company has agreed to audit on the delivery of these commitments.

 The CWU will continue to seek improvements, to ensure ALL members get access to the latest form of learning for life and personal development, so that they are able to develop new skills, in the interests of both the company and themselves as individuals.

The new learning for life for life culture will only be achieved as a partnership between the company and the individual, both sharing responsibility, thereby sustaining the employability a career for life within BT.  More information on how individuals gain access to learning & development plan can be seen in the “Road Map” (Annex F) 

Resourcing

There is currently no corporate wide agreement between the CWU and BT on Resourcing. a There are a number of business unit agreements e.g. N&IS Resourcing in the Access Network and Customer Service 150/151  For the first time NewGRID provides a corporate wide consultative agreement. 

The issues covered under the proposed agreement include:    

Strategic Approach:

“In the context of a Total Labour Resource approach, BT acknowledges the value that BT labour brings in terms of commitment and quality, and can reaffirm that neither release schemes or non conformance to the Working Time Regulations will be used as a means to permanently replace BT labour by external resource. Equally, it is confirmed that there will continue to be a place for the use of people on short term or fixed term BT contracts as an alternative to agency people or external contractors.
The Company has made it clear to the CWU that non BT labour will be used to carry out business activities where there are compelling and/or demonstrable benefits in doing so. Nonetheless, BT is committed to retraining and reskilling its workforce for the jobs of the future, and the Company will consider as part of its QPB process, appropriate resourcing arrangements in the leading new technology areas which will be designed to optimise the deployment of the BT labour workforce.” 

Criteria For The Future Use Of Non BT Labour:

“Against this background of an underpinning requirement to optimise the deployment of the BT labour workforce, (including the use of short/fixed term contracts if appropriate) circumstances have been identified where both parties accept the need to consider the use of non BT labour :- 
- 
where there are peaks of work that cannot be reasonably met by the deployment of BT labour; 

· during emergencies (e.g. storms, civil emergencies etc.) where BT labour resource levels cannot maintain an acceptable level of customer service and quality of service standards;

- 
where there are specialist skills, equipment or technology requirements which we cannot deploy in time; 

· where there is a need to backfill posts in a closing site;

- 
where, exceptionally, there are special legal or safety requirements, which we do not meet; 

-
where in directly competitive tendering situations there are critical advantages on time, cost and/or quality parameters;

· where the work is not of a permanent nature, has a clearly defined end date and cannot be practicably undertaken by existing BT employees; 

The listing of circumstances is not exhaustive but indicates the main criteria against which line management should judge the need to use non BT labour. The Business units will consult and negotiate, where appropriate, in a consistent and open way with the CWU on the use of non BT labour in line with the parameters detailed above. 

Consultation Arrangements: 

“The Company recognises the need to consult and negotiate, where appropriate, with the CWU in a consistent and open way on the requirements for the use of non BT labour. Subject to commercial confidentiality being maintained by the trade union, timely and adequate information will be made available to enable constructive dialogue to take place before final decisions are taken.”
Full details of the proposed agreement can be found within the NewGRID conference documentation.

Representation

The company has confirmed that they will continue recognise all three CWU constituencies, Clerical, Engineering, Operator & Ancillary for the purposes of consultation, and negotiation on occupational issues. This is contained in the formal NewGRID letter the text of which is set out below.

“ BT recognises the CWU Operator, Clerical and Engineering Constituencies within the NewGRID arrangements and under the BT consultative arrangements for the purposes of representation on occupational issues.   Equally, the company understands that the CWU does accept that job design will be based on principles established between the CWU and the company and wholly within the context of one single integrated non-hierarchical structure that both the company and the union have committed to deliver.  The company also understands that the CWU accepts that there will be integrated representation on the core arrangements (pay, structure, terms and conditions, advancements, etc)”. 

The T&FS has also produced an internal document, defining the three constituencies, within the NewGRID structure, under rule 3.2 & 15 

Operator Assimilation Arrangements

Operators have historically had different terms and conditions originating many years ago from the postal business, these include a gross hour working week, and a complex paid meal relief structure.  It was accepted early on in the NewGRID negotiations that to successfully assimilate the operators into the new structure was going to provide the TFSE with a major challenge.

The issues have been dealt with in the following way:

Gross Hours – Net Hours

Operators currently work a 39 gross week it has therefore been necessary to convert 1 hour of the main meal break to unpaid which equates current gross hours to 34 net for full time people.

The main NewGRID proposals give the opportunity for full time people to move to a 37-hour net week. This will allow for two options to be given to existing full time operators.

1) A new 37 hour contract to be offered to existing full time operators this will result in a pro-rata increase in pay of 37/34ths, which increase pay max to £13,637 and then by progression increase to the NewGRID A2 salary range max £13,925

2) Those who do not want to increase hours remain on 34 hours net and same salary, this effectively results in status quo.  However, pay then moves by progression to £12,796 as 34/37ths, pro-rata of main NewGRID salary range max.
The transition from gross to net hour working result in real pay benefits with a higher hourly rate of pay which will flow through to allowances and overtime worked.

Part-Timers

All part-timers to have pay and entitlements based on pro-rata 37 hours net e.g. pay to be recalculated from 20/39 of £12,531(£6,426) to 20/37ths of £13,637 (£7,371) and then moving to A2 max by progression to 20/37ths of £13,925 (£7,527)

There are real pay increases to be achieved for part timers in NewGRID

Meal Break and Attendance

Operators currently have all meal breaks paid, with longer duties attracting longer breaks.  With the transition from gross hours to net hours any duty 7 hours or longer will have one hour of the main meal relief converted to unpaid with the remaining break time paid.  This has been achieved by using the provisions of Intensive DSE Users directives as contained in SFY/LAP/A025 and ADM/PCD/F011 

The revised formula allows in total the exact amount of meal relief that is within existing entitlement. 

Pension Effects

The union has spent a great deal of time and effort in making thorough investigations with the company, including representation to the BT Pension Actuaries, to ensure the implementation of NewGRID terms and conditions will not have any adverse effect on individuals pension entitlement.

Full time people 

· Existing full time operators opting for a 37 hour contract will continue to accrue 1 year pension credit for each year worked from NewGRID day 1, plus existing reckonable service.   This is exactly the same as now although the pension will be based on higher pay at time of retirement, as BT operates on a final salary scheme (best of the last 3 years)

· Existing full time operators opting for a 34 hour contract will get pro-rata pension credits e.g. 34/37ths pension credit for each year worked from day 1 of NewGRID with previous years still counting in full.   Whilst, this gives individuals less reckonable service at retirement a higher notional pay e.g. £13,925 works out as a 2.1% increase overall.

Pension entitlement will be significantly improved for those opting for a full time 37-hour contract and will also provide a slight increase for those opting to stay on 34 hours.

Part time people

· Pension credits currently accumulate at 1/39th  for each hr/wk worked e.g. one years work at 20/39ths = 0.513yrs pension credit
· Pension credits under NewGRID will accumulate at 1/37th for each hr/wk worked e.g. one years work at 20/37= 0.541yrs pension credit
Part time people will gain pension benefits quicker in NewGRID. Further details can be found in the conference document.
                                                                                                                                               Annex A

Text of the Proposed Pay & Pension Protection Arrangements

1Introduction

BT is committed to managing its people in a fair and reasonable way, and maximising people’s capability.  BT will actively search for a suitable alternative job and provide appropriate re-skilling/retraining for someone whose job is displaced or revalued.

Both BT and CWU accept the importance of ensuring that people are employed on work commensurate with their training, experience and salary level.  We both undertake to co-operate fully in pursuit of our shared objective to deploy people with pay and pension protection onto suitable work at their higher level of salary on which their pay and pension protection is based at the earliest opportunity.  The use of modern technology, where it is practical and cost effective, should be considered if it allows an individual to be employed on work commensurate with their higher level of salary.   However, where no opportunities exist at the higher level of salary, BT and CWU accept that people will be required to take up a reasonable job offer on a lower salary range with pay and pension protection.

BT and CWU have the following agreements which are key to achieving these important aims 

· the principle of “Commitment for Commitment”, which requires specific action by the Company, the CWU and individual employees.
· the agreement to work together to optimise opportunities when an individual is displaced from their job or their job is revalued.
· the process for effective deployment of displaced individuals.
In line with these aims, BT has a pay and pension protection policy as described in this policy document.

2
Scope

The Pay and Pension Protection Policy

· applies to all people who BT requires to move to a job with a lower salary range maximum, or whose current job has been revalued to a lower salary range.

· does not apply where an individual moves to a job with a lower salary range at their own wish or resulting from discipline or poor performance procedures.
· 3
What is Pay and Pension Protection?
· Pay and pension protection means that an individual will receive the same level of basic pensionable pay that they would have achieved had BT not required them to move to a job with a lower salary range maximum.  It works as follows:

· the individual moves to a salary on the lower salary range of the new or revalued job, and takes on the terms and conditions associated with the new job (also see paragraph 4)
· a salary supplement will be paid equal to the difference between the old higher basic salary and new lower basic salary – the supplement will be pensionable and contributable, and subject to income tax and national insurance in the normal way

· any individual in this situation who has not yet reached their old salary range maximum will have the supplement recalculated in line with salary progression arrangements until they reach their old salary range maximum.

4. This mechanism protects basic earnings and their pensionability.

Attendance-related premia (eg, overtime, unsocial hours payments) will be calculated on the new basic salary, excluding the salary supplement.

Holidays – an individual will retain the level of holidays for their old salary range.  Where they have not yet reached the maximum, they will continue to progress towards it.

Redundancy payments – any calculation of redundancy payments will include the salary supplement.

Personal Accident Insurance – the salary supplement will be included for the purpose of calculating this.

5. Recalculation of salary supplements

Salary supplements will be reviewed/Increased as  part of the main pay review.

For someone who has not yet reached their old salary range maximum, the supplement will be recalculated in line with salary progression arrangements until they reach their old salary range maximum.

If someone moves again to a different salary range  the salary supplement will be re-calculated in line with the principles above - as shown in the diagrams -  looking at the individual’s salary level, their original salary range maximum and their new salary range maximum.


                                                                                                               Annex B









PP323, Westergate, 11 Hope Street, Glasgow G2 6AB: Tel: 0141 220 1433/Fax: 0141 248 9302

Ms J Drake

Deputy General Secretary CWU

150 The Broadway

Wimbledon

London SW19 5RX






22 June 2000

Dear Ms Drake

CUSTOMER SERVICES: 150 RESTRUCTURING

I refer to Keith Griffith’s letter of 20 June 2000 in which he, on behalf of CWU, rejects the proposal set out in my letter of 12 June 2000.

To say that I am disappointed with the Union’s response would, to say the least, be an understatement but I am more confused by what is said in the letter on the issues relating the business requirement for change, how the work would be streamed and the career progression path.

As you are aware there has been a series of meetings and exchanges of correspondence on this matter in which I have given very detailed explanations on these very issues and I cannot agree with or accept the views or conclusions in Keith’s response. 

 In order to try and move forward in a cooperative way I feel it would be helpful to summarise in this letter to you both the background to and the rationale for the changes proposed. In doing so and to demonstrate my wish to be helpful I am prepared, on a without prejudice basis and subject to agreement in full, to make one final movement on the company’s position. I trust the Union will recognise this as constructive and reflect on their current stance.  

As you know, prior to discussions on NewGRID there were only 3 main clerical grades i.e. CA, CO and Comm O. The inflexibility of this structure meant that jobs had to be assigned to these grades with no opportunity to reflect different skill requirements, job values or market forces. The introduction of new skillband descriptors and job dimensions allowed us to re-assess the jobs that our people do and in doing so look also at how we can improve the way in which we work and deliver best value service to our customers.

As a consequence of this, and other organisational changes, an opportunity was created to review the structure of the CS 150 channel taking into account the need to ensure that, in the longer term, a clear progression path would be in place to allow our people to develop and grow. The 150 channel in the main is made up of clerical assistants and clerical officers.

In the series of meetings with the Union we have explained the new structure in detail and clearly demonstrated how the work will be streamed to the various skill levels (see attachment to this letter). It will be based upon a 3 tier structure with a single main queue to handle incoming 150 service calls. This single queue will have a sub-queue structure that will enable us to send higher skilled work to Senior Customer Service Advisors who are currently graded CO and will be assimilated to NewGRID Band B2 (a copy of the job description is enclosed).  It is accepted that all clerical officers currently working in the 150 channel have aquired the skills necessary and will, without exception, become Senior Customer Service Advisors.

A new role of Customer Service Advisor carrying out less complex work  (a copy of the job description is enclosed) will be introduced. In assessing this role it is clear that the level of skill and knowledge required to carry out the job is less than that expected of a fully skilled Senior Customer Service Advisor. Again, looking at the skillband descriptors and job dimensions the assessment aligns more to the NewGRID salary range of B1. However, in considering the arguments put forward by the Union, I can accept that some of the skill requirements are similar. I am therefore prepared to propose that instead of assigning this job to a B1 value it is assigned to Newgrid Band B2 salary range but restricted to a skill progression point equal to 90% of the B2 maximum (£16208 pa). In this way people who progress to the full range of SCSA duties can reach the full B2 Max within a 2 year period. 

The third tier in the structure is the current clerical assistant role that remains unchanged and will be assimilated to NewGRID salary range A2. 

It is our aim to implement this structure gradually by introducing new recruits/promotees into the channel via the Customer Service Advisor role as opportunities arise through churn and additional recruitment. You will understand that because of the uncertainties in projecting work volumes, wastage and the impact of new technology in the current market environment it is not possible to accurately assess the numbers of CSA posts that will be introduced into the channel beyond a two year period. However, based upon current forecasts and budget provisions, it is estimated that the number of CSA jobs in the channel will be within the range of 10% - 15% in year 1 and grow to no more than 25% of the total population by March 2002. 

On the question of the conversion of the 129 FTE from agency to BT contracts I am willing, only on the basis that the union is prepared to agree to the above, to make a further positive gesture and offer full clerical officer (B2) contracts of employment. This as I say, is dependent upon a positive response from the Union.

Given the further movement made by the company in responding to the Union’s concerns I trust we will be able to move forward in a cooperative mode and that we can now offer permanent BT contracts to those agency people identified as suitable and for which we have been given authority to recruit.

It needs to be understood that the above represents the company’s final and definitive offer and is made on a without prejudice basis subject to Union agreement.

Yours sincerely

A PARK

BTUK Industrial Relations  


 
ANNEX C


JOBS MAPPED ACROSS TO A SALARY RANGE WITH A MAX EQUAL TO THE EXISTING MAX

	
	
	
	
	
	NewGRID

	Grade Code
	GradeTitle
	Grade Max
	Total No

Of Jobs
	Salary range
	Salary max

	TODATA
	Datacomms Technical Officer
	25630
	186
	D1
	25630

	AE/SUB
	Account Executive 
	23126
	1
	C3
	23126

	DMAN
	Draughtsman
	23126
	152
	C3
	23126

	ILTR
	Illustrator
	23126
	8
	C3
	23126

	TO
	Technical Officer^
	23126
	18758
	C3
	23126

	
	
	
	
	
	

	COMO
	Commercial Officer^
	21608
	5842
	C2
	21608

	KSS
	Typing & Sec Key Sys Sup
	21608
	1
	C2
	21608

	STECH
	Senior Technician^
	21607
	4049
	C2
	21607

	WSII
	Workshop Supervisor II
	21607
	74
	C2
	21607

	SGACC3
	BT Cellnet CC3
	21608
	26
	C2
	21608

	LMH
	Leading Materials Handler (TI)
	19508
	124
	C1
	19508

	MECIC
	Technician in Charge (MT)^
	19508
	85
	C1
	19508

	TI
	Technician I^
	19508
	2188
	C1
	19508

	WSUP
	Warehouse Supervisor
	19508
	12
	C1
	19508

	CO
	Clerical Officer
	18009
	12917
	B2
	18009

	CAHLD
	Clerical Assistant - Higher Level Duties
	13925
	2035
	A2
	13925

	
	
	
	46458
	
	

	^ Non-standard arrangements for some jobs in these grades (all jobs in TOB)
	
	

	
	
	
	
	
	

	
	
	
	
	
	

	MAPTO
	Modern Apprentice Tech Officer
	
	18
	C3
	23126

	MAPCOM
	Modern Apprentice Computing
	
	10
	C2
	21608

	MAPCM
	Modern Apprentice Commercial Officer
	
	4
	C2
	21608

	MAPC
	Modern Apprentice Clerical Officer
	
	72
	B2
	18009

	MAPE
	Modern Apprentice Engineering (TIIA)
	
	582
	B2
	18009

	MAPOSO
	Modern Apprentice OSO
	
	3
	B1
	15944

	
	
	
	689
	
	



ANNEX C


JOBS MAPPED ACROSS TO A SALARY RANGE WITH A MAX GREATER OR

 LESSER THAN THE  EXISTING MAX

	
	Current grade
	
	
	
	NewGRID
	

	Grade Code
	GradeTitle
	Grade Max
	Total No of Jobs   
	Salary range
	Salary max
	Salary Diff

	TSL4
	Typing & Secretarial Level 4
	25419
	77
	D1
	25630
	211

	C3/SS
	Computing Grade 3 - Special Skills
	24969
	80
	D1
	25630
	660

	TRNG
	Trainer 
	24750
	147
	D1
	25630
	879

	WSI
	Workshop Supervisor I^
	24334
	6
	D1
	25630
	1296

	TSL3
	Typing & Secretarial Level 3
	23131
	370
	C3
	23126
	-5

	C3
	Computing Grade 3 
	22471
	360
	C3
	23126
	655

	RAOP
	Radio Officer
	21870
	27
	C2
	21608
	-262

	SSO
	Sales Support Officer ^
	21859
	32
	C2
	21608
	-251

	SPHGR
	Senior Photographer
	20892
	1
	C2
	21608
	716

	C2
	Computing Grade 2 ^
	20833
	310
	C2
	21608
	775

	TSL2
	Typing & Secretarial Level 2
	20198
	559
	C1
	19508
	-690

	SGAFM
	Business Fault Service Manager
	19720
	410
	C1
	19508
	-213

	TSL1S
	Typing & Secretarial Level 1 Supvr
	18374
	1
	B2
	18009
	-364

	SGACC2
	BT Cellnet CC2
	18304
	71
	B2
	18009
	-294

	SGARS
	Call Reception Supervisor
	18304
	6
	B2
	18009
	-294

	SGAOS
	Operational Support
	18304
	46
	B2
	18009
	-294

	SDOA
	Senior Drawing Office Asst
	17926
	109
	B2
	18009
	84

	TSL1
	Typing & Secretarial Level 1
	17763
	128
	B1
	15944
	-1818

	MH
	Materials Handler (TIIA)
	17696
	418
	B2
	18009
	314

	TIIA
	Technician IIA^
	17696
	22059
	B2
	18009
	314

	MECH
	Technician (MT) 
	17696
	422
	B2
	18009
	314

	C1
	Computing Grade 1^
	17036
	38
	B1
	15944
	-1092

	TIIB
	Technician IIB (includes TIIBS)^
	16761
	77
	B1
	15944
	-816

	ASMEC
	Assistant Technician MT
	16761
	12
	A2
	13925
	-2836

	MAS
	Materials Assistant (TIIB)
	16761
	1
	A2
	13925
	-2836

	PATMN
	Patrolman
	16761
	7
	A2
	13925
	-2836

	PPI
	Photoprinter I
	16761
	27
	A2
	13925
	-2836

	WOPR
	Warehouse Operative
	16761
	112
	A2
	13925
	-2836

	SGACO
	Team Coach
	16567
	88
	B1
	15944
	-622

	DOA
	Drawing Office Assistant
	16483
	202
	B2
	18009
	1526

	SGACC1
	BT Cellnet CC1
	16126
	421
	B1
	15944
	-182

	PPII
	Photoprinter II
	15137
	4
	A2
	13925
	-1213

	ASOVI
	Answering Service Op VI 14051x 37/36
	14903
	34
	B1
	15944
	1041

	SGACR
	Call Reception
	14283
	24
	A2
	13925
	-358

	SGACA
	Customer Advisor
	14283
	104
	A2
	13925
	-358


ANNEX C


JOBS MAPPED ACROSS TO A SALARY RANGE WITH A MAX GREATER OR

 LESSER THAN THE  EXISTING MAX

	ASOV
	Answering Service Op V 12962x 37/36
	13748
	21
	B1
	15944
	2196

	OPER
	Operator 12142 x 37/34
	13636
	2648
	A2
	13925
	289

	WSASST
	Workshop Assistant 
	13164
	3
	A2
	13925
	761

	ASIVS
	Answering Service Op IVS 12210x 37/36
	12951
	1
	A2
	13925
	974

	ASIV
	Answering Service Op IV 11647x 37/36
	12353
	96
	A2-P
	12353
	0

	GAHLD
	General Assistant - Higher Level
	12243
	70
	A2-P
	12353
	110

	GABLD
	General Assistant - Basic Level
	11508
	158
	A1
	10836
	-672

	ASIII
	Answering Service Op III (progress to ASOIV) 10332x 37/36
	10959
	43
	A2-P
	12353
	1394

	DCLNR
	Domestic Cleaner
	10558
	8
	A1
	10836
	278

	
	
	
	
	
	
	

	
	
	
	29838
	
	
	

	
	
	
	
	
	
	

	^ Non-standard arrangements for some jobs in these grades
	
	
	
	
	

	
	
	
	
	
	
	


	
	Sales Grades

Current grade
	
	
	
	NewGRID

	Grade Code
	GradeTitle
	Grade Max
	Total no of Jobs
	Salary range
	Salary max
	Salary Diff

	SGASK
	Senior Key Account Manager
	21608
	26
	C2
	21608
	0

	SGAIN
	Inbound Sales 
	20582
	471
	C-P5
	20582
	0

	SGACM
	Sales Customer Management
	20553
	22
	C-P5
	20582
	29

	SGAKA
	Key Account Manager (KAM)
	20327
	180
	C-P4
	20327
	0

	TAM
	Telephone Account Mgr - COMO (TAM)
	20198
	35
	C-P4
	20327
	129

	SGABS
	Business Sales Executive
	20327
	30
	C-P4
	20327
	0

	SGAPA
	Premium Account Manager (PAM)
	19248
	178
	C-P3
	19248
	0

	SGAOU
	Outbound Sales
	18304
	355
	C-P2
	18304
	0

	SGATL
	Team Leader
	17854
	11
	B2
	18009
	156

	SGADS
	Dir Sales Exec
	16126
	11
	B1
	15944
	-182

	PSADV
	Professional Sales Advisor
	13539
	823
	A2
	13925
	386

	R1
	Retail Asst Grade 1
	16561
	550
	A2-P1
	13158
	-3403

	
	
	
	2692
	
	
	



ANNEX C


JOBS MAPPED ACROSS TO A SALARY RANGE WITH A MAX GREATER OR

 LESSER THAN THE  EXISTING MAX

	Annex C
	Jobs with different max

Current grade
	
	
	
	NewGRID
	

	Grade Code
	GradeTitle
	Grade Max
	Total No of jobs
	Salary range
	Salary max
	Salary Diff

	WSI
	Workshop Supervisor I
	24334
	2
	C2
	21607
	-2727

	TO
	Technical Officer
	23126
	1298
	D1
	25630
	2504

	SSO
	Sales Support Officer
	21859
	68
	C3
	23126
	1267

	COMO
	Commercial Officer
	21607
	8
	C3
	23126
	1519

	STECH
	Senior Technician
	21607
	80
	C3
	23126
	1519

	C2
	Computing Grade 2
	20833
	20
	C3
	23126
	2293

	MECIC
	Technician in Charge (MT)
	19508
	27
	C2
	21608
	2100

	TI
	Technician I 
	19508
	640
	B2
	18009
	-1499

	TIIA
	Technician IIA
	17696
	31
	C2
	21608
	3912

	TIIA
	Technician IIA
	17696
	65
	C1
	19508
	1812

	C1
	Computing Grade 1
	17036
	5
	A2
	13925
	-3111

	TIIB
	Technician IIB (includes TIIBS)
	16761
	32
	A2
	13925
	-2836

	OSO
	Operational Support Operator 14388 x 37/34(21-MOD, 65-ResTX)
	16065
	86
	B2
	18009
	1944

	OSO
	Operational Support Operator 14388 x 37/34 (69-NI Admin)
	16065
	69
	A2
	13925
	-2140

	OSO
	Operational Support Operator 14388 x 37/34 (58-TrngTX)
	16065
	58
	C1
	19508
	3443

	
	
	
	
	
	
	

	
	
	
	2489
	
	
	


	Summary
	
	
	
	across 
	up 
	ppp

	Standard grades
	57%
	46458
	46458
	0
	0

	Modern Apprentices
	1%
	689
	689
	0
	0

	Aligned grades
	36%
	29838
	96
	27019
	2723

	Sales grades
	3%
	2692
	1240
	891
	561

	Non-Standard jobs
	3%
	2489
	0
	1741
	748

	Total 
	
	100%
	82166
	48483
	29651
	4032

	
	
	
	
	59%
	36%
	5%
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Ms G Winestein

Asst. Secretary

CWU

150, The Broadway

WIMBLEDON

SW19 1RX

9 June 2000

Dear Ms Winestein

TELEMARKETING GRADING REVIEW

Thank you for meeting with Richard Jillings and me yesterday.  We discussed the range of issues still seen to be outstanding from the Telemarketing Grading Review and I give below the position between us and the company’s final offer.

To restate my original offer:

My review of the work content within the Telemarketing (TM ) channel against the skill descriptors and job dimensions shows that the existing A2 SPP (annual salary £13119 + bonus) is justified and compares well with industry and internal benchmarks.  The new work moving into the channel (New Sales channel etc.) does show a slightly more complex mix of work but still within the A2 range. However  in order to provide operational flexibility we are prepared to remove the SPP and make the  full A2 salary  range available to all those in the channel.  This is a significant movement allowing progress for all people within TM and for everyone to have access to a full range of work and opportunity.  

I would also like to re-iterate that grading and new work is a continuous process and Newgrid recognises this.  I am therefore naturally prepared to continue to discuss with you any specific areas within the channel that would appear to justify different grading as the role evolves or emerges

At our meeting you further broke down the work  areas and turning to these:


Sales Channel:  This work is agreed at A2 with the union’s position on review in the future with a view to establishing the work at the B1 range noted.

SoHo:  We also agree that this is A2 with the union’s position on review and desire for B1 noted.

Prospect: My strong view is that this is comparable to other outbound work but I accept the A2 banding in line with the offer we have made and am prepared to work with the union to review this as required.

COTS:  In the site specific environment in which COTS currently operates there is no justification for banding other than A2 as above – although again I am prepared to work with you to review this in the future.

However the company  understands and accepts that a career progression should be introduced in TM.  The company accepts that when people are trained and able to be  flexible and capable across all of the sales work streams in the channel that B1 grading is appropriate.  To this end we are prepared to offer B1 grading for those people who are fully trained flexible and capable across the range of workstreams.  We will establish a working group which I will lead, and which will have CWU representation as partners, to map out how this will be delivered.

The working group will dimension the job by the end of August with implementation from 1 November 2000.  

You also raised 3 further issues:

Bonus: The union claim to 35% is noted.  However I must point out that those in the sales channels who receive 35% are engaged in account type work which is more intensive and where the opportunities are more limited than is the case in the volume channel in which our TM PSAs are working.  Having said this it is clearly in all of our interests to ensure that our people are bonused in a way that is comparable both internally and externally.  We are confident that the bonus is well positioned in the market and in fact the way in which we structure the bonus on the basis of  £2.50 per selling hour maximises the impact on earnings making internal comparisons very favourable.  For example an adviser on the current mid-point rate of £12540 p.a. has an equivalent weekly rate of approx. £240 which yields an equivalent hourly rate (based on a 37 hour net week) of £6.50.  A bonus of £2.50 on this basic pay represents a bonus of 38.5%.  For those lower down the scale the yield is, of course, proportionately higher.  Even for those on the current maximum of £13119 (hourly equivalent £6.80 the bonus represents 36.75%.  On the new maximum of £13493 the bonus will still be paid at an effective rate of over 35%.

We will therefore  maintain the status quo on bonus.  However I am pleased to confirm that we do regard the bonus element as a contractual element of terms and conditions. We will negotiate with CWU on this issue, including its value, in the future.

Resourcing:  It is the company’s intention to honour existing agreements between us including 60/40 permanent to agency ratio in the New Sales channel.  As we explained there have been some short term difficulties.  These have primarily arisen from the need to draft in extra resource and the most expedient route to do this was via agency which has temporarily affected the ratios.  The company is  committed to an overall review of resourcing including the scope to differentiate between “core” and “campaign” work  and improve the level of permanent staffing without prejudice to these existing agreements.  The Company will further progress the conversion of temporary contracts to BT permanent contracts which will help to address the balance.  We intend to complete this review and take the necessary action to meet the agreements, consulting with CWU as appropriate, by 1 October 2000.

Use of CAs in support:  We were pleased to see the union’s acknowledgement of the strong career path that already exists in the support organisation.  This clearly leaves open opportunities for use of  all grades and we will be pleased to discuss the potential for using CAs once our proposals are clear.  

The company has listened closely to the arguments presented by the CWU and we have been able to accommodate many of your proposals and issues.  In particular we have increased the maximum for all people within the channel and, in addition, have established the basis on which we can build a genuine career path leading to B1 grading for the most able individuals in all of the TM centres.  We have ascertained that the bonus scheme provides a comparable level of reward for our advisers so that the overall remuneration package for advisers is very favourable and meets both the union’s and the company’s aspirations for its people.

I now look forward to your positive endorsement of these proposals.

Yours sincerely

Andy Campbell

BTUK IR Manager

                                                                                                                                       Annex E

	T2A
	
	
	
	
	
	

	Current
	
	
	
	
	
	

	Annual Pay Max
	17696
	
	Multiplier
	Hourly Rate 
	Typical hours overtime
	Pay

	Weekly
	339.1338
	Weekday
	1.4
	12.66
	2.50
	31.65

	Hourly
	9.043567
	Sat
	1.5
	13.57
	2.00
	27.13

	
	
	Sun
	2
	18.09
	1.00
	18.09

	
	
	Total
	
	
	
	76.87

	Proposed New 2000
	
	
	
	
	

	
	
	
	Multiplier
	Hourly Rate (assuming 37hours)
	Typical hours overtime
	Pay

	Annual Pay Max
	18009
	Weekday
	1.50
	13.99
	2.50
	34.98

	Weekly
	345.13
	Sat
	1.50
	13.99
	2.00
	27.98

	Hourly
	9.33
	Sun
	1.75
	16.32
	1.00
	16.32

	
	
	Total
	
	
	
	79.29

	Proposed New 31st December 2001
	
	
	
	
	

	Annual Pay Max
	18009
	
	Multiplier
	Hourly Rate (assuming 36.5hours)
	Typical hours overtime
	Pay

	Weekly
	345.13
	Weekday
	1.50
	14.18
	2.50
	35.46

	Hourly
	9.46
	Sat
	1.50
	14.18
	2.00
	28.37

	
	
	Sun
	1.75
	16.55
	1.00
	16.55

	
	
	Total
	
	
	
	80.37

	Proposed New 31st December 2002
	
	
	
	
	

	Annual Pay Max
	18009
	
	Multiplier
	Hourly Rate (assuming 36 hours)
	Typical hours overtime
	Pay

	Weekly
	345.13
	Weekday
	1.50
	14.38
	2.50
	35.95

	Hourly
	9.59
	Sat
	1.50
	14.38
	2.00
	28.76

	
	
	Sun
	1.75
	16.78
	1.00
	16.78

	
	
	Total
	
	
	
	81.49

	
	
	
	
	
	
	


	Clerical Officer
	
	
	
	
	
	

	Current
	
	
	
	
	
	

	Annual Pay Max
	18009
	
	Multiplier
	Hourly Rate 
	Typical hours overtime
	Pay

	Weekly
	345.13
	Weekday
	1.25
	10.27
	1.50
	15.41

	Hourly
	8.22
	Sat
	1.25
	10.27
	0.50
	5.14

	
	
	Sun
	2
	16.43
	0.25
	4.11

	
	
	Total
	
	
	
	24.66

	Proposed New 2000
	
	
	
	
	

	
	
	
	Multiplier
	Hourly Rate (assuming 37hours)
	Typical hours overtime
	Pay

	Annual Pay Max
	18009
	Weekday
	1.50
	13.99
	1.50
	20.99

	Weekly
	345.13
	Sat
	1.50
	13.99
	0.50
	7.00

	Hourly
	9.33
	Sun
	1.75
	16.32
	0.25
	4.08

	
	
	Total
	
	
	
	32.06

	Proposed New 31st December 2001
	
	
	
	
	

	Annual Pay Max
	18009
	
	Multiplier
	Hourly Rate (assuming 36.5hours)
	Typical hours overtime
	Pay

	Weekly
	345.13
	Weekday
	1.50
	14.18
	1.50
	21.28

	Hourly
	9.46
	Sat
	1.50
	14.18
	0.50
	7.09

	
	
	Sun
	1.75
	16.55
	0.25
	4.14

	
	
	Total
	
	
	
	32.50

	Proposed New 31st December 2002
	
	
	
	
	

	Annual Pay Max
	18009
	
	Multiplier
	Hourly Rate (assuming 36hours)
	Typical hours overtime
	Pay

	Weekly
	345.13
	Weekday
	1.50
	14.38
	1.50
	21.57

	Hourly
	9.59
	Sat
	1.50
	14.38
	0.50
	7.19

	
	
	Sun
	1.75
	16.78
	0.25
	4.19

	
	
	Total
	
	
	
	32.96

	
	
	
	
	
	
	


	Operator
	
	
	
	
	
	

	Current
	
	
	
	
	
	

	Annual Pay Max
	12531
	
	Multiplier
	Hourly Rate 
	Typical hours overtime
	Pay

	Weekly
	240.15
	Weekday
	1.25
	7.70
	1.20
	9.24

	Hourly
	6.16
	Sat
	1.5
	9.24
	0.25
	2.31

	
	
	Sun
	2
	12.32
	2.00
	24.63

	
	
	Total
	
	
	
	36.18

	Proposed New 2000
	
	
	
	
	

	
	
	
	Multiplier
	Hourly Rate (assuming 37hours)
	Typical hours overtime
	Pay

	Annual Pay Max
	13925
	Weekday
	1.50
	10.82
	1.20
	12.98

	Weekly
	266.86
	Sat
	1.50
	10.82
	0.25
	2.70

	Hourly
	7.21
	Sun
	1.75
	12.62
	2.00
	25.24

	
	
	Total
	
	
	
	40.93

	
	
	
	
	
	
	

	Proposed New 31st December 2001
	
	
	
	
	

	Annual Pay Max
	13925
	
	Multiplier
	Hourly Rate (assuming 36.5hours)
	Typical hours overtime
	Pay

	Weekly
	266.86
	Weekday
	1.50
	10.97
	1.20
	13.16

	Hourly
	7.31
	Sat
	1.50
	10.97
	0.25
	2.74

	
	
	Sun
	1.75
	12.79
	2.00
	25.59

	
	
	Total
	
	
	
	41.49

	Proposed New 31st December 2002
	
	
	
	
	

	Annual Pay Max
	13925
	
	Multiplier
	Hourly Rate (assuming 36hours)
	Typical hours overtime
	Pay

	Weekly
	266.86
	Weekday
	1.50
	11.12
	1.20
	13.34

	Hourly
	7.41
	Sat
	1.50
	11.12
	0.25
	2.78

	
	
	Sun
	1.75
	12.97
	2.00
	25.95

	
	
	Total
	
	
	
	42.07
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Mr W McClory


CWU


150 The Broadway,

Wimbledon

London SW 19 1RX

18 June, 2008
WITHOUT PREJUDICE AND NOT FOR PUBLICATION

Dear Mr McClory

GA DRIVING ALLOWANCE – BUY OUT PROPOSALS

Further to our recent discussions I am writing on a without prejudice basis to confirm the company’s revised proposals for buying out the GA driving allowance.

Our revised proposals take account of the points raised by the Union in these discussions and are based on actual claim values for the period April 1999 to January 2000 , then annualised.They are formulated to ensure that all would receive no less than the equivalent of 18 months annualised value or no more than two years ( except for the £0 - £20 claimants / non claimants who would receive the minimum of £50 ). As you will see below 74 out of 228 GAs have claimed the allowance during the specified period . 

Our intention would be to cease the allowance on 30 June 2000 subject to Newgrid implementation from July 2000 with buy out payments made to those GAs who are on the payroll at that date.

The proposals are as follows:

	Annualised spend
	People
	Buyout
	Cost

	£ 0 - 20
	158
	£50
	£ 7900

	£   21 - 100
	13
	£150
	£ 1950

	£ 101 - 200
	10
	£300
	£ 3000

	£ 201 - 300
	19
	£450
	£ 8550

	£ 301-  400  
	10
	£600
	£ 6000

	£ 401 - 500
	16
	£750
	£ 12000

	£ 500 plus
	 2
	£900
	£ 1800


The company believes that this proposal costing £ 41200 - some £500 above our earlier proposal - provides for a fair and consistent approach to the buyout and I look forward to early confirmation from the Union that it is prepared to accept it as part of the wider Newgrid proposals.
Yours Sincerely

Paul Thompson

Industrial Relations Manager

                                                                                                                                       Annex H  Mr W McClory

Assistant Secretary CWU

150 The Broadway

Wimbledon

London SW19 5RX






19 May 2000

Dear Mr McClory

RECORDING OF HOLIDAYS

I am writing to confirm our position on the recording of holidays under NewGRID.

Days – Holiday will be recorded in days (or hours, if preferred) where people work 5 daily standard attendances of equal length.

Hours – Holidays will be recorded in hours where people work an attendance arrangement other than a standard 5 day week.

The conversion from days to hours will be on the basis of 1 week of 5 days = 37 hours, so it follows that 

1 day = 37/5 = 7 hours 24 minutes.  This provides all people, regardless of attendance pattern, with the same number of hours of holiday per annum e.g. 32.5 days = 240.5 hours.

However, it is recognised that for people on, or reaching, 32.5 days of holiday, the conversion may not provide sufficient hours in some attendance patterns for the final half day of holiday, given that the minimum amount of holiday that can be taken is a half-day.  We would intend to address this by allowing the remaining hours to be rounded up to enable the half day to be taken before the end of the annual leave year or carried forward to the next. The words we would put into the detailed holiday rules to clarify this are:

“For people with 32.5 days holidays whose holidays are recorded in hours and who work less than 5 attendances each week: 

If the pattern of taking holidays results in too small an amount of hours left to take the half day of holiday at year end the following options will be made available:-

a) the time will be rounded up to enable a half day to be taken, without bringing forward any holiday allowance from the following year 

or

b) the time to be rounded up and carried forward to the following year.
I trust the above will meet with the acceptance of the Union and look forward to an early response.

Yours sincerely

A PARK

BTUK Industrial Relations

                                                                                                                                        Annex I

Salary Range D1

	
	Current Grade
	
	
	
	NewGRID

	Grade Code
	GradeTitle
	Grade

Max
	Total no of Jobs
	Salary range
	Salary max
	Salary Diff

	TODATA
	Technical Officer Datacomms
	25630
	186
	D1
	25630
	0

	C3/SS
	Command Centre Specialists
	24969
	80
	D1
	25630
	660

	WS1
	Workshop Supervisor 1
	24334
	6
	D1
	25630
	1296

	TRNG
	Trainer
	24750
	147
	D1
	25630
	879

	TSL4
	Typing & Secretarial Level 4
	25419
	77
	D1
	25630
	211

	TO
	Technical Officer (Breakdown below)
	23126
	(1286)
	D1
	25630
	2504

	 
	N&IS 

Repayments Project Engineer                   
	 
	200
	 
	 
	 

	
	Advanced Customer Network Design
	 
	16
	 
	 
	 

	 
	 Design Solutions Specialists
	 
	30 
	 
	 
	 

	 
	Cashless DSN Featurenet
	 
	87
	 
	 
	 

	 
	 Network Technology
	 
	130
	 
	 
	 

	 
	SDH/PDH Network Authority Tech Support

Satcomms Operations

Satcomms Maintenance Role

Aeronautical & Maritime & VSAT

Design & Devel 2nd line

Satcomms Plan & Installation (Earth Station Planner)

Customer Service 
FNET  Databuild/Tech Support

FNET Customer Design & Imp.

SMC Prod & Specialist Support

MCS NTEC Professional

Business Information Systems, KBT, Product Tech Centres

SSC Knowledge Systems (Alchemy)

City Business Products

Specialist Service Centre 2nd Line Support

M1 Specialist Commissioners

National Field Specialists

Configuration Specialists

Meridian Service Office

SSC Systems Support

Trainer

TO Datacomm

Conferencing

CMS Service

Global / 2nd Line support

Enterprises

Broadcast services Satcomms

Aeronautical & Maritime Satcomms

Carrier Services – Customer Management

Telecom Red 2nd Line Support

Telecom Red Host Computer Management

Mobility

Paging Support System Op Support

Paging Product Engineering Support

Databuilders

Markets – N. Ireland

TO Datacomms
	
	8

47

42

30

6

22

18

12

6

9

1

114

57

45

65

40

3

11

15

84

10

9

114

10

5

5

2

1

1

8

23
	 
	 
	 

	
	
	
	1782
	
	
	


Salary Range C3

	
	Current Grade
	
	
	
	NewGRID

	Grade Code
	GradeTitle
	Grade

Max
	Total no of Jobs
	Salary range
	Salary max
	Salary Diff

	AE/SUB
	Account Executive
	23126
	1
	C3
	23126
	0

	DMAN
	Draughtsman
	23126
	152
	C3
	23126
	0

	ILTR
	Illustrator
	23126
	8
	C3
	23126
	0

	TO
	Technical Officer
	23126
	18770
	C3
	23126
	0

	
	
	 
	 
	
	
	 

	C3
	Computing Grade 3
	22471
	360
	C3
	23126
	655

	SSO
	Sales Support Officer

Business Systems On-site Trainers
	21859
	68
	C3
	23126
	1267

	COMO
	Commercial Officer

Billing Commercial Development
	21608
	8
	C3
	23126
	1519

	STECH
	Senior Technician

Frame Management Controls
	21607
	80
	C3
	23126
	1519

	C2
	Computing Grade 2
	20883
	20
	C3
	23126
	2243

	TSL3
	Typing & Secretarial Level 3
	23131
	370
	C3
	23126
	-5

	
	
	
	19837
	
	
	


Salary Range C2

	
	Current Grade
	
	
	
	NewGRID

	Grade Code
	GradeTitle
	Grade

Max
	Total no of Jobs
	Salary range
	Salary max
	Salary Diff

	COMO
	Commercial Officer
	21608
	5842
	C2
	21608
	0

	SGACC3
	BT Cellnet CC3
	21608
	26
	C2
	21608
	0

	KSS
	Typing & Secretarial – Key Systems Supervisor
	21608
	1
	C2
	21608
	0

	STECH
	Senior Technician
	21607
	4049
	C2
	21608
	1

	WS2
	Workshop Supervisor 2
	21607
	74
	C2
	21608
	1

	SPHGR
	Senior Photographer
	20892
	1
	C2
	21608
	716

	C2
	Computing Grade 2
	20833
	310
	C2
	21608
	775

	MECIC
	Technician in Charge (MT)
	19508
	27
	C2
	21608
	2100

	T2A
	Technician 2A – PSTN Allocator
	17696
	31
	C2
	21608
	3912

	SSO
	Sales Support Officer
	21859
	32
	C2
	21608
	-251

	RAOP
	Radio Officer
	21870
	27
	C2
	21608
	-262

	WS1
	Workshop Supervisor 1
	24334
	2
	C2
	21608
	-2727

	
	
	
	 10422
	
	
	


Salary Range C1

	
	Current Grade
	
	
	
	NewGRID

	Grade Code
	GradeTitle
	Grade

Max
	Total no of Jobs
	Salary range
	Salary max
	Salary Diff

	T1
	Technician 1
	19508
	2013
	C1
	19508
	0

	LMH
	Leading Materials Handler
	19508
	124
	C1
	19508
	0

	MECIC
	Technician in Charge (MT)
	19508
	85
	C1
	19508
	0

	WSUP
	Warehouse Supervisor
	19508
	12
	C1
	19508
	0

	T2A
	Technician 2A – MSU Installers
	17696
	65
	C1
	19508
	1812

	OSO
	Operational Support Operator – TX

Training 14848 x 37/34
	16158
	58
	C1
	19508
	3350

	SGAFM
	Business Fault Service Manager
	19720
	410
	C1
	19508
	-213

	TSL2
	Typing & Secretarial Level 2
	20198
	559
	C1
	19508
	-690

	 
	 
	 
	3326
	
	
	


Salary Range B2

	
	Current Grade
	
	
	
	NewGRID

	Grade Code
	GradeTitle
	Grade

Max
	Total no of Jobs
	Salary range
	Salary max
	Salary Diff

	CO
	Clerical Officer
	18009
	12917
	B2
	18009
	0

	SDOA
	Senior Drawing Office Assistant
	17926
	109
	B2
	18009
	84

	T2A
	Technician 2A
	17696
	22059
	B2
	18009
	314

	MECH
	Technician MT
	17696
	422
	B2
	18009
	314

	MH
	Materials Handler
	17696
	418
	B2
	18009
	314

	DOA
	Drawing Office Assistant
	16483
	202
	B2
	18009
	1526

	OSO
	Operational Support Operator – MOD 21, Res TX 65 – 14848 x 37/34
	16158
	86
	B2
	18009
	1851

	SGAOS
	Operational Support
	18304
	46
	B2
	18009
	-294

	SGACC2
	BT Cellnet CC2
	18304
	71
	B2
	18009
	-294

	SGARS
	Call Reception Supervisor
	18304
	6
	B2
	18009
	-294

	TSL1S
	Typing & Secretarial Level 1 Supervisor
	18374
	1
	B2
	18009
	-364

	T1
	Technician 1 (Breakdown below)

N&IS  

Overhead  

Cablers                    

Pole Erection Unit     

Jointers                     

Markets – Northern Ireland

Pole Erection Unit }   

Overhead              }
	19508
	(815)

156

320

76

233

30
	B2
	18009
	-1499

	
	
	
	 37152
	
	
	


Salary Range B1

	
	Current Grade
	
	
	
	NewGRID

	Grade Code
	GradeTitle
	Grade

Max
	Total no of Jobs
	Salary range
	Salary max
	Salary Diff

	ASOV1
	Answering Service Operator V1 – 14051 x 37/36
	14903
	34
	B1
	15944
	1041

	ASOV
	Answering Service Operator V – 12692 x 37/36
	13748
	21
	B1
	15944
	2196

	SGACC1
	BT Cellnet CC1
	16126
	421
	B1
	15944
	-182

	SGACO
	Team Coach
	16567
	88
	B1
	15944
	-622

	T2B
	Technician 2B
	16761
	77
	B1
	15944
	-816

	C1
	Computing Grade 1
	17036
	38
	B1
	15944
	-1092

	TSL1
	Typing & Secretarial Level 1
	17736
	128
	B1
	15944
	-1818

	       
	
	
	 807
	
	
	


Salary Range A2

	
	Current Grade
	
	
	
	NewGRID

	Grade Code
	GradeTitle
	Grade

Max
	Total no of Jobs
	Salary range
	Salary max
	Salary Diff

	CAHLD
	Clerical Assistant – Higher Level Duties
	13925
	2035
	A2
	13925
	0

	OPER
	Operator  12142 x 37/34
	13636
	2648
	A2
	13925
	289

	WSASST
	Workshop Assistant
	13164
	3
	A2
	13925
	761

	ASIVS
	Answering Service Operator IVS  

12210 x 37/36
	12951
	1
	A2
	13925
	974

	SGACA
	Customer Advisor
	14283
	104
	A2
	13925
	-358

	SGACR
	Call Reception
	14283
	24
	A2
	13925
	-358

	PPII
	Photoprinter II
	15137
	4
	A2
	13925
	-1213

	OSO
	Operational Support Operator – 

NI Admin – 14848 x 37/34
	16158
	69
	A2
	13925
	-2233

	WOPR
	Warehouse Operative
	16761
	112
	A2
	13925
	-2836

	T2B
	Technician 2B – Mobility Warehouse Operative
	16761
	32
	A2
	13925
	-2836

	PPI
	Photoprinter I
	16761
	27
	A2
	13925
	-2836

	ASMEC

PATMN

MAS

C1

ASIV

GAHLD

ASIII
	Assistant Technician MT

Patrolman

Materials Assistant (T2B)

Computing Grade 1

Answering Service Operator – 11647 x 37/36

General Assistant – Higher Level Duties

Answering Service Operator III – progress to ASOIV – 10332 x 37/36
	16761

16761

16761

17036

12353

12243

10959
	12

7

1

5

96

70

43
	A2

A2

A2

A2

A2-P

A2-P

A2-P
	13925

13925

13925

13925

12353

12353

12353
	-2836

-2836

-2836

-3111

0

110

1394

	
	
	
	 5293
	
	
	


Salary Range A1

	
	Current Grade
	
	
	
	NewGRID

	Grade Code
	GradeTitle
	Grade

Max
	Total no of Jobs
	Salary range
	Salary max
	Salary Diff

	DCLNR
	Domestic Cleaner
	10558
	8
	A1
	10836
	278

	GABLD
	General Assistant – Basic Level
	11508
	158
	A1
	10836
	-672

	
	
	
	166
	
	
	


Sales Grades

	
	Current Grade
	
	
	
	NewGRID

	Grade Code
	GradeTitle
	Grade

Max
	Total no of Jobs
	Salary range
	Salary max
	Salary Diff

	SGASK
	Senior Key Account Manager
	21608
	26
	C2
	21608
	0

	SGAIN
	Inbound Sales 
	20582
	471
	C-P5
	20582
	0

	SGACM
	Sales Customer Management
	20553
	22
	C-P5
	20582
	29

	SGAKA
	Key Account Manager (KAM)
	20327
	180
	C-P4
	20327
	0

	TAM
	Telephone Account Mgr - COMO (TAM)
	20198
	35
	C-P4
	20327
	129

	SGABS
	Business Sales Executive
	20327
	30
	C-P4
	20327
	0

	SGAPA
	Premium Account Manager (PAM)
	19248
	178
	C-P3
	19248
	0

	SGAOU
	Outbound Sales
	18304
	355
	C-P2
	18304
	0

	SGATL
	Team Leader
	17854
	11
	B2
	18009
	156

	SGADS
	Dir Sales Exec
	16126
	11
	B1
	15944
	-182

	PSADV
	Professional Sales Advisor
	13539
	823
	A2
	13925
	386

	R1
	Retail Asst Grade 1
	16561
	550
	A2-P1
	13158
	-3403

	
	
	
	2692
	
	
	


Modern Apprentices

	MAPTO
	Modern Apprentice Tech Officer
	
	18
	C3
	23126

	MAPCOM
	Modern Apprentice Computing
	
	10
	C2
	21608

	MAPCM
	Modern Apprentice Commercial Officer
	
	4
	C2
	21608

	MAPC
	Modern Apprentice Clerical Officer
	
	72
	B2
	18009

	MAPE
	Modern Apprentice Engineering (TIIA)
	
	582
	B2
	18009

	MAPOSO
	Modern Apprentice OSO
	
	3
	B1
	15944

	
	
	
	689
	
	


Summary of Jobs

	Summary
	
	
	
	across 
	up 
	ppp

	Standard grades
	57%
	46295
	46295
	0
	0

	Modern Apprentices
	1%
	689
	689
	0
	0

	Non-Aligned grades
	36%
	29838
	96
	27019
	2723

	Sales grades
	3%
	2692
	1240
	891
	561

	Non-Standard jobs
	3%
	2652
	0
	1729
	923

	Total 
	
	100%
	82166
	48320
	29639
	4207

	
	
	
	
	59%
	36%
	5%
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