Manchester Pay and Benefits Agreement (16th November 2010)
1) Introduction

This is an agreement between UNITE – The Union (the Union) and Fujitsu Services (the Company) covering pay and benefits for the Company’s employees in the Manchester bargaining unit defined in the Recognition Agreement between the parties.

The intention is to consolidate in one place as many as possible of the agreed elements affecting people in the bargaining unit, to provide more clarity for managers, employees and reps.  The aim is also to make the process of discussing annual pay reviews more efficient.

Sections 3-17 are ongoing points of agreement.  The appendices capture elements specific to the 2010 pay agreement.
2) Previous Agreements

We have built up a number of agreements over a period of years.  The intention in the medium term is that future versions of this agreement could completely replace some or all of these, allowing them to be withdrawn.  At this stage, this agreement consolidates and extends, rather than replacing them.
3) Pay Systems (see 2005 pay agreement, Settlement Agreement 2007, 2009 pay agreement, 2010)
Employees are managed on a pay system based on the median pay of Fujitsu Services’ UK employees in a particular professional community role, with the following exceptions in the bargaining unit:

1. Employees in TSS/1, TSS/2 and TSM/1 roles within Core Division – Service Desks are managed on the “D1-D4” pay system.

2. A small number of employees have their pay managed centrally through the “Graduate” pay scheme as part of the graduate training scheme.

If the Company wants to introduce any other pay systems affecting the bargaining unit, the Company will consult UNITE beforehand.

The Company will use the D1-D4 pay system for the 2010 pay review, but would like to move to the Rise+ pay system after that.  An initial meeting will be held on 26th August 2010 to resolve the outstanding grievance over the introduction of Rise+, after which any resulting amendments to this agreement will be agreed.
The Company will get the D1-D4 and/or Rise+ ratings onto the main HR database rather than locally so that employees can view them through Self Service by the time of the next pay review unless technically this is impractical.
4) D1-D4 Pay System (Settlement agreement 2007, pay guidelines 2008, updated 2009)
D1-D4 levels are based on capability (including performance) as set out in the level descriptions.  An individual’s level is determined through 1:1 reviews with their manager in which their capability is compared against the level descriptions.  Work not being available at the level of capability of the employee’s capability is not a reason for refusing progression up the levels.  Employees will never be moved down their D1-D4 scale unless this is a disciplinary sanction.

The Company will ensure that there are “D1-D4” pay scales for all Employees managed on the D1-D4 pay system.  The Company will make the capability definitions for these scales and the associated pay bands available to the Union.

Employees will be paid no less than the lower pay comparator for their level, discounting any consolidated disturbance allowance.
5) Median Salaries (Settlement Agreement, 2010)
Median salaries are to be calculated without including the salaries of those not managed on this pay system (i.e. D1-D4 and Rise+).

There are ten identified employees in the bargaining unit who were in TSM roles but were then mapped to new SIM roles.  For the 2010 pay review their pay will be reviewed against the TSM comparators.  UNITE and Fujitsu will agree how to resolve this situation in the longer term, with an initial meeting to take place in September 2010.

Employees can obtain their median salary figure for their Professional Community role through their line manager, who can obtain it from HR.
6) Pay Comparators (see 2009 pay agreement, 2010)
The company has a minimum basic salary of £12,000 and as a further safeguard against unjustifiably low pay, any individual who would be earning basic salary of below £13,500 (full time equivalent) after the pay review will be centrally reviewed at a senior HR level to check that the actual salary increase results in a rate appropriate to the individual’s contribution and value.  These figures will be reviewed annually with UNITE.
The Lower Pay Comparator for those Employees managed on the standard Company pay structure (i.e. that based on medians) is defined as a percentage of the median salary of the Company’s UK employees in that role and managed on that pay system.  The percentage in 2010 will be 75%. In the following review the company will consider a move to 76% with a corresponding reduction in the upper end of the matrix to 124%.
The Lower Pay Comparator for employees managed on the D1-D4 system is the minimum figure defined for their D1-D4 level within their professional community role.

To avoid introducing new anomalies which have to be corrected at pay review time, the Company will ensure that throughout the year, all Employees in the Bargaining Unit are paid at least the applicable Lower Pay Comparator at that time.  Except by agreement with the Union, the only exception to this would be where a lower salary was agreed as part of the acceptance of an “alternative job” (as opposed to a “suitable alternative job”) during redeployment.  Any exception will include a plan with specified performance criteria to raise the salary to at least their Lower Pay Comparator within a year, provided those criteria are met.

As part of annual pay negotiations, the Company and UNITE will review changes to pay comparators.  Where medians have risen, consideration will be given to ensuring that individuals maintain at least the same position relative to the median.
7) Pay for Non-Standard Hours and Your Choices (2005 pay agreement, 2009 pay agreement)
Where applicable, pay, comparators, increases etc will be calculated pro-rata in relation to a full-time employee with a 37 hour week, except for employees in these areas where a 40-hour week is the norm:

· TSS/1 in Core Division – Engineering Services, or

· TSS/1, TSS/2 and TSM/1 in Core Division - Service Desks

For the purposes of pay reviews, when referring to an individual’s basic pay, this is the individual’s “reference” salary i.e. before any choices under “Your Choices” or “Salary Swap”.
8) Appraisals (2009 pay agreement, 2010)
Employees will be given reasonable notice of appraisal meetings and allowed reasonable work time to prepare.  Evidence and documentation for appraisals should be gathered in advance of the meeting.  In the meeting, the evidence should be discussed and the appraising manager should decide the PAC rating, if possible by agreement, and inform the employee.  If, as part of the normal moderation process, changes to PAC ratings are proposed, these will only be changed following discussion with the employee.

Managers are responsible for ensuring that appraisals are complete other than in exceptional circumstances no later than two months before any pay review is due.  Employees who wish to challenge their rating must do so within two weeks of being notified of the result.  Managers must ensure that results are finalised no later than one month before the pay review is due so that they can be input into the pay review process.

Where an employee is high in their pay band (e.g. over 120% of the median), and therefore likely to get a smaller pay rise, the manager should discuss with individual what other roles they could move to and what they would need to do to achieve that.

9) Role Code Changes (2004, updated 2009)
Where the Company initiates the movement of an individual or a group onto a different Professional Community role code, the Company will write to each employee affected, informing them of their new code.  Any non-standard mappings will be identified and reasons for the decision given.  An appeal process will be established to allow for the correction of inappropriate coding.  Where the appeal process identifies incorrect mappings, the employee will be moved to the correct role and detail code.  Where this has resulted in a lower pay rise for the individual in a pay review, this will be addressed.  Any such increases will be backdated to the effective date of the pay review.
10) Role Changes (2009 pay agreement, 2010)
When an employee changes professional community role, their benefit levels will be reviewed.  If the employee’s benefits (e.g. medical, bonus, car) are below the lower guideline level for their new role, they will, unless there are exceptional circumstances, be increased to that level with effect from the date of the change in role. In all cases where it is proposed to leave the individual below the lower guideline level, an HR Manager will initiate a review prior to the decision being finalised.  As part of the review, the proposal will be discussed with the employee and an appropriate plan (with timescales) agreed with them, identifying what is required for the Company to increase the benefit level to the lower guideline level.
11) Promotions (Settlement agreement 2007, 2009 pay agreement, 2010)
The term “promotion” is used to mean a change in an individual’s Professional Community Role code to one with a higher median salary.

Fujitsu’s resourcing processes (the Recruitment Authorisation Request or RAR) require the manager to have secured the budget before a vacancy can be filled.  When promoting into a new job, managers can budget for pay rises after the initial rise associated with the promotion itself.  In order to avoid pay rises coming from the pay pot, managers should specify planned pay increases for at least the next twelve months on the form at the time of promotion.

Employees who are promoted will, unless there are exceptional circumstances, receive a pay rise at that time. If it is proposed that there will not be a pay rise, an HR Manager will initiate a review prior to the decision being finalised.  As part of the review, the proposal will be discussed with the employee and an appropriate plan (with timescales) agreed with them, identifying what is required for the Company to increase their pay.
See the section on Lower Pay Comparator.

Promotional pay rises in April and throughout the year must be clearly distinguished and funded outside of the pay review budget.  Likewise, any increases to benefit levels are not funded from the annual pay review budget.

Where employees change to a job/role which is a promotion, an immediate review should take place with a plan agreed with the individual to include reward and development.  By August 2009, the Company will implement a mechanism to monitor and ensure that this consistently takes place.  The first meeting with UNITE to discuss this will be by the end of May 2009.

The Company will discuss with the Union how to fund promotions within a job on an equal footing with promotions to a new job.  The aim will be to agree a solution prior to discussions on the 2008 pay review.

The Company has established specific mandatory requirements (e.g. Assessment Centres) for employees to move into certain roles.  Within one year of the 2010 agreement the Company will document in one place what all these requirements are, so that employees can plan their careers more effectively.
12) Consolidated Disturbance Allowances (2008 pay guidelines, 2010)
Many Manchester employees had disturbance allowances due to relocation to Central Park.  These were consolidated from 1/10/2007 through the Settlement Agreement and now form part of the base level of pay cost upon which the budget for pay rises is calculated, increasing the funds available.

The disturbance allowances were paid when relocation had led to increased travel costs for employees.  In consolidating the allowances it was not the intention that these employees should receive lower pay rises in future years because their base pay was now relatively higher than colleagues who had not incurred such costs.  It is anticipated that such differences will gradually decline over a number of years.

For service desk / helpdesk employees in the bargaining unit, the part of basic pay arising from the consolidation will be ignored when comparing an individual's pay against their peers or the pay scales for the 2010 pay review, to avoid penalising those who had disturbance allowances.  This measure will be phased out over a number of years with the aim of removing it completely by 2015.

The specific mechanism described above has not been put in place generally because the impact on higher paid employees is relatively smaller and the pay bands are wider.  This means that managers reviewing pay for employees outside the service desk / helpdesk area should take into account the same underlying principles.

For other employees who have transferred into Central Park, i.e. after the 2007 settlement, their disturbance allowance will be consolidated into basic pay at the first pay review after a date six months after their transfer.  However, if the disturbance allowance is equivalent to at least 10% of the employee’s reference salary there will be a discussion between the employee and their manager before any decision is made.
13) Other Benefits (2003, 2005 pay agreement, 2010)
All employees will have a contractual entitlement to at least 25 days annual leave in addition to bank holidays.

Company sick pay will be available to all employees from the first day of their employment and from the first day of sickness.

The terms of the Company’s Defined Contribution pension schemes are a contractual entitlement for those existing and new employees who are members of such schemes.  Wording based on the contractual variation letter used for former members of the ICL DB Pension Plan will be incorporated into this agreement.

Amicus have identified 32 employees in the bargaining unit who they believe don’t get benefit cars when most of their peers do.  The Company will review the 32 cases on a case by case basis with the individuals identified. If the individual believes that they are being unfairly treated this will be reviewed with the individual. Where, in the Company’s view there is a possible justification for not giving the individuals a car, this will be reviewed with the individual to try to agree an alternative resolution and reported back to Amicus. The overall review will be completed by the end of May 2005 and where the Company agrees that a benefit car should be provided, the decision will be communicated to the individual and the benefit applicable from June 1st 2005.

The Company and UNITE have agreed measures intended to prevent the introduction of new anomalies in pay and benefits, but it is recognised that some historical differences may remain and both parties are committed to removing these if they are unjustified, giving priority to improving the benefits of those furthest below the norm.  As a first step the Company and Unite will meet in the first week of September 2010 with the aim of agreeing a definition of a benefit anomaly  and a plan (including timescales) to identify and address them
14) Equal Pay Review (Settlement agreement 2007)
The Company is committed to doing an Equal Pay Review.  The Company will begin dialogue with UNITE on this subject by arranging a meeting with Alison Dalley (Head of Reward) to take place before the end of October 2007.  Joint work with UNITE in Manchester on the Review will begin before the end of this financial year.
15) Implementation and Monitoring (2009, 2010)
The Company will provide UNITE with appropriate information for joint monitoring of pay and benefit outcomes, particularly where these relate to agreements reached.

By 1st October 2010  the Company and UNITE will set up a joint “implementation group” comprising the 2010 pay negotiating teams  whose functions will include:

a. Ensuring the full and timely implementation of the Manchester Pay & Benefits Agreement

b. Monitoring the implementation of the 2010 pay review

c. Incorporation into this agreement relevant points arising from the national ACAS agreement of 26th February 2010

d. Updating this agreement to cover Rise+ once the outstanding grievance is resolved
e. The timescale and information to be provided by the company to UNITE for monitoring and for future negotiations using the draft Appendix 4 as a starting point for discussion

16) Legal Status

In accordance with the Trade Union and Labour Relations (Consolidation) Act 1992, part IV, Chapter I, Paragraph 179, the parties agree that the following aspects of this agreement are intended to be legally enforceable parts of the contract between the Company and its Employees:

a. Section 3

b. Section 4

c. Section 5

d. Section 6

e. Section 7

f. Section 8

g. Section 9

h. Section 10

i. The aspects of section 11 which explain the term “promotion” and which mandate an immediate review on promotion

j. The aspect of section 12 relating to service desk / helpdesk employees

k. Section 13

l. Section 14

m. Section 17
n. The Appendices relating to the 2010 pay review once any agreed pay review has been implemented.

It is not the parties’ intent for any other parts of this agreement to be legally enforceable, but it is our intention to honour it in full.

Where an employee leaves the bargaining unit, this agreement will no longer apply to them.  The Company will inform the employee in writing of any change to their terms and conditions prior to transfer.
By 11th November 2010, UNITE had raised the cases of a number of members who believed they had not been paid correctly in line with the agreement.  The Company will fully and promptly resolve each of these in accordance with the proposals sent by UNITE on 15th November 2010.  Once the cases raised have been resolved then in respect of point n above, no other Employee has a contractual right to a higher rate of pay as a result of incorrect implementation of Appendix 1 for the 1st August 2010 pay review unless:

a) they had raised the issue by 11th November 2010, or

b) they did not have access to Company email to receive the relevant UNITE communications (Thursday 21st October to Monday 1st November 2010) and raised it promptly once they became aware of the issue
17) Review and Termination

The agreement is intended to be reviewed and updated on at least an annual basis, partly to allow for the annual pay review effective from 1st August each year.  This will be undertaken using the agreed procedure for dealing with collective issues.

Either party may give six months notice to terminate this agreement.  Such notice to be given in writing and delivered to the other party’s registered office.  In the event that this agreement or the Recognition Agreement is terminated, individual terms and conditions remain unchanged unless subject to appropriate consultation with relevant parties.
18) Signatories

On behalf of

Fujitsu Services (names & signatures)
Date:

Unite – The Union (names & signatures)
Date:

The effective date of this version of the agreement is the date on which it has been signed on behalf of both parties
APPENDIX 1: Points for August 2010 Pay Review

There will be a pay review and budget from 1st August 2010.  If additional funds become available during the year, employees in the bargaining unit will have access to these on the same basis as those outside of the bargaining unit. 

If Managers have difficulty meeting the commitments outlined below, due to the pay and performance profile of the individuals they manage in the bargaining unit, they should raise this up their management chain for assistance. 

This deal applies to all employees within the UNITE Manchester bargaining unit, except for those employees on the Graduate Scheme whose pay is managed centrally.

A priority will be rewarding high levels of performance, balanced against a review of an individual’s salary relative to the internal comparators for their role.  We also need to ensure some discretionary pay budget is available to Managers to recognise additional factors such as the size of an individual’s role and scarcity of their skill-set.  The guidelines for the “standard” pay review also include key principles to which we will adhere.

1. Where relevant, employees will receive an increase to bring their basic pay to the applicable lower comparator. This will be funded outside of the pay budget and the pay review will be calculated on the basis of this increased rate of pay.

For clarity, for those managed on the D1-D4 framework, this relates to their D1-D4 level prior to the review and not progression up the D1-D4 structure this year which is dealt with separately below.

2. All employees will then receive a 1% or £225 increase in basic pay, whichever is the larger (but see section 4 above on part time employees).  This “cost of living” increase is calculated based on the individual’s pay after any increase to bring them up to their lower comparator.

3. For employees managed under the D1-D4 framework, the following will also apply: 

i) An increase (where applicable) to bring the basic pay up to the relevant lower comparator for their latest D1-D4 level.

ii) An increase (where applicable) to basic pay as set out in the matrix in Appendix 2, based on performance (PAC) and position in the pay band.

iii) An increase (where applicable) to basic pay allocated at managers discretion (see below) and within a budget of 0.25%.

4. For employees managed using the medians, both the following will also apply:

i) An increase (where applicable) to basic pay of at least that set out in the matrix in Appendix 3, based on performance (PAC) and current pay

NOTE: There are twelve employees not on the D1-D4 system for whom no median pay figure is available.  These are on the following role codes: BSA\MARBUS\A, BSA\SLSSAS\B, MAR\MAS\0, WAS\NOROLE\0, SSD\TAU\1, OPC\OPA\3, BSC\BDE\D, PRM\PJS\4, and MAR\PTM\D).  For these individuals, the money which would have been available for allocation through the matrix will be added to that for their individual managers to allocate at managers’ discretion.

ii) An increase (where applicable) to basic pay allocated at managers’ discretion (see below) and within a budget of 0.25%.

5. When allocating any discretionary increases, Managers should consider:

· awarding a discretionary increase to employees who had a disturbance allowance consolidated into basic pay in October 2007, as this part of their pay was compensation for additional costs incurred by the employee.  This is to ensure that pay increases are still equitable after the matrix has been applied.  For the 2010 pay review the Company will provide pay planning managers with details of these allowances. 

· the pay principles outlined above

· employees whose pay falls near the boundary of the bands defined in the matrices (to avoid anomalies)

In principle this discretionary element of the pay review should all be allocated to increases in basic pay rather than non-consolidated bonuses.  The only possible exceptions are specified in the notes to the matrices.

The Company will work with Unite to ensure that the 2010 pay deal has been implemented fully and fairly.  The Company will provide information to allow Unite to monitor this by the end of July 2010.  The Company is committed to spending the entire budget on pay rises effective from 1st August 2010. If, due to any miscalculation, any of the budget remains after the pay review, the Company will discuss this with Unite and agree how to spend the remaining money on employees.
APPENDIX 2: D1-D4 MATRIX AND PAY SCALES 2010

	£'s above
appropriate 
D1-D4 min
	TSS1 & TSS2

	
	PAC Rating

	
	U
	P
	NS
	A
	E
	O

	 >=£800
	 £        -   
	 £        -   
	 £        -   
	 £        -   
	 £        -   
	 £   10.00 

	 >=£600
	 £        -   
	 £        -   
	 £        -   
	 £        -   
	 £   10.00 
	 £   35.00 

	 >=£400
	 £        -   
	 £        -   
	 £   10.00 
	 £   10.00 
	 £   35.00 
	 £   60.00 

	 >=£200
	 £        -   
	 £        -   
	 £   35.00 
	 £   35.00 
	 £   60.00 
	 £   85.00 

	 >=£0 
	 £        -   
	 £        -   
	 £   60.00 
	 £   60.00 
	 £   85.00 
	 £ 110.00 


	£'s above
appropriate 
D1-D4 min
	TSM

	
	PAC Rating

	
	U
	P
	NS
	A
	E
	O

	 >=£800 
	 £        -   
	 £        -   
	 £        -   
	 £        -   
	 £        -   
	 £   20.00 

	 >=£600 
	 £        -   
	 £        -   
	 £        -   
	 £        -   
	 £   20.00 
	 £   70.00 

	 >=£400 
	 £        -   
	 £        -   
	 £   20.00 
	 £   20.00 
	 £   70.00 
	 £ 120.00 

	 >=£200 
	 £        -   
	 £        -   
	 £   70.00 
	 £   70.00 
	 £ 120.00 
	 £ 170.00 

	 >=£0  
	 £        -   
	 £        -   
	 £ 120.00 
	 £ 120.00 
	 £ 170.00 
	 £ 220.00 


Notes:

· A PAC of NS typically occurs where an appraisal could not be carried out or is not appropriate (e.g. maternity leave).  The intention is to make little change to their relative position to the relevant comparators.  Managers should consider allocation of discretionary increases to achieve this. Where an employee has a PAC of NS as a result of their representative role, see also section 6 of the Recognition Agreement.
Scales for people on D1-D4:

	TSS1

	£14,500 - £16,500

	D1 (min)
	D2 (min)
	D3 (min)
	D4 (min)

	14,500
	15,000
	15,500
	16,000


	TSS2

	£16,500  - £18,500

	D1 (min)
	D2 (min)
	D3 (min)
	D4 (min)

	16,500
	17,000
	17,500
	18,000


	TSM1 (Team Manager)

	£21,000 - £29,000

	D1 (min)
	D2 (min)
	D3 (min)
	D4 (min)

	21,000
	23,000
	25,000
	27,000


For clarity, whilst there is a guideline pay range, there are no defined “maximums” in the D1-D4 pay structure.
	PAC
	>=75%
	>=80%
	>=85%
	>=90%
	>=95%
	>=100%
	>=105%
	>=110%
	>=115%
	>=120%
	>=125%

	O
	9.83%
	6.97%
	4.94%
	3.50%
	2.48%
	1.76%
	1.25%
	0.89%
	0.63%
	0.45%
	0.32%

	E
	4.94%
	3.50%
	2.48%
	1.76%
	1.25%
	0.89%
	0.63%
	0.45%
	0.32%
	0.23%
	0.00%

	NS
	0.74%
	0.67%
	0.61%
	0.55%
	0.50%
	0.45%
	0.41%
	0.37%
	0.34%
	0.31%
	0.28%

	A
	2.48%
	1.76%
	1.25%
	0.89%
	0.63%
	0.45%
	0.23%
	0.00%
	0.00%
	0.00%
	0.00%

	P
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%

	U
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%
	0.00%


APPENDIX 3: MATRIX FOR EMPLOYEES MANAGED ON THE MEDIANS PAY SYSTEM

Notes:

· Remember that the percentage of median is calculated after any increase to bring someone up to the lower comparator.

· To calculate the increase for an individual, the percentages within the table are to be applied to the median salary for the role, not the individual’s pay.

· A PAC of NS typically occurs where an appraisal could not be carried out or is not appropriate (e.g. maternity leave).  The intention is to make little change to their relative position to the relevant comparators.  Managers should consider allocation of discretionary increases to achieve this. Where an employee has a PAC of NS as a result of their representative role, see also section 6 of the Recognition Agreement.

· In cases of Outstanding performance where an individual is already paid over 125% of the median, a manager can consider use of a non-consolidated bonus in lieu of some or all of the discretionary part of the pay rise.


APPENDIX 4: NEGOTIATION TIMESCALE AND DISCLOSURE OF INFORMATION

It is in the interests of the Company and its Employees that collective bargaining is conducted efficiently and on the basis of timely and reliable shared information.
The following timescale is agreed for future annual negotiations over pay and benefits:

a) UNITE submits request for information by ????

b) Company provides information by ????

c) UNITE submits annual claim by ????

d) Stage 1 negotiations ????

e) Stage 1 offer by ????

f) UNITE response to stage 1 offer by ????

g) If required, stage 2 negotiations ????

h) Stage 2 offer by ????

i) UNITE response to stage 2 offer by ????

j) If required, stage 3 negotiations ????

k) Stage 3 offer by ????

l) UNITE response to stage 3 offer by ????

m) Pay planning complete by ????

n) Company provides information by ????

o) Pay increase effective 1st August

p) Monitoring and review by implementation group ????
q) Employees or UNITE must raise any implementation concerns by ????
The Company is committed to meeting or exceeding the standard set out in the ACAS Code of Practice on Disclosure of Information to Trade Unions.

The information to be provided will comprise:

a) ?????

Where applicable, the parties may decide to conduct negotiations on other topics or at additional times, which may also require different information.
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