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Dear Colleague,

PROPOSED NEW CSA REWARD ARRANGEMENTS – BRITISH GAS ENERGY

The purpose of this circular is to consult members on the proposed new pay arrangements for CSA employees of BG Energy.

Over the last few months UNISON and the GMB have been discussing the development of a new set of pay arrangements for CSA employees with BGE management.  The point has now been reached when members need to be made fully aware of the proposals and their views on them sought.

Attached to this circular is a paper titled, ’CSA Reward Arrangements – April 2008’. This paper outlines the proposals as they currently stand.  Your national NJC representative will be able to provide more information to members about the implications of the proposals.

Branches should aim to identify the views of members and send them to me by no later than 15th April.

Yours sincerely,

Steve Bloomfield

STEVE BLOOMFIELD

Head of Utilities

CSA REWARD ARRANGEMENTS- APRIL 2008

Purpose

This document outlines the arrangements for transition onto the new career development programme ‘Our Energy Experts’ and the associated changes to salary bands and bonus arrangements. 

Scope

These arrangements are for all L8 front line CSA roles, in Pay As You Go Energy, Energy First, Premier Energy and Debt operations. The bonus scheme arrangements will also apply to all L8 roles.

Summary

The programme sees the introduction of the new CSA roles- ‘Advisor/Collector, ‘Advocate/Negotiator’ and ‘Expert’ and will give individuals a clear development and progression structure.  It  will replace the existing P1, P2 & P3 structure for those identified as “in-scope” Depending upon their ambition, ‘Our Energy Experts’ will give individuals the opportunity for progression or further development within their current role.  

Role profiles, which have been developed, outline the accountabilities of the role, the required skills and knowledge, together with the values and behaviours expected of the role holder. 

Consequently, with the introduction of the new roles and career progression, the current “Business Growth Agreement” is no longer applicable and therefore falls away.

Salary Bandings

	Advisor/ Collector


	£15,500- £18,100

	Advocate/ Negotiator


	£17,000- £21,000

	Expert


	£20,000- £23,500


Bonus Scheme

A new bonus scheme has also been developed to support ‘Our Energy Experts’.  We intend to launch this on 1st April 2008, and replace the current PRP arrangements.  The last PRP payment would therefore be made in May 2008.  Our intention is to implement this without serving formal notice on the PRP scheme, as this will enable employees to have the benefit of a higher bonus potential from 1st April.

The bonus scheme will still be paid quarterly and will have two key elements:

· The hard measures- reflecting the business need to focus on the customer experience

· A values and behaviours multiplier- to reflect how the results have been achieved

Under the new bonus scheme Individuals will have an increased opportunity to earn up to a maximum of 12% of quarterly base pay.

Principles for managing Individuals with a salary above the maximum for the role they have been assessed at

· All cases assessed on an individual basis

· Individuals will be given a period of up to 12 months to progress to the role appropriate to their current salary

· During this maximum 12 month period individuals will retain their existing salary & receive no further increase until progression is made to the appropriate role for the salary 

· Individuals who have not attained progression to the role applicable to their salary can expect their salary to be adjusted to the top of the pay band of the  role applicable to their skills, knowledge and performance (including behaviour and values)

· When considering a reduction in salary, all cases will be reviewed on an individual basis taking into consideration points such as: personal circumstances and progression towards the required role. 
· This will supersede any current salary protection arrangements for in-scope individuals
To Table For Future Discussion

1. Review future operations of PBC arrangements

2. Timing of annual pay review

3. Transition arrangements to L7 for L8 Team Managers

