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Bits 

 The company proposed policy 
changes to sack sick 
employees after two warnings 
instead of three.  Because 
they couldn’t be applied in a 
UNITE bargaining unit, the 
company has shelved the 
plans for us all – for now. 

 The recent changes to the 
FJUK Pension Plan have 
caused concern and 
confusion.  Extra pensions 
briefings were put on after 
UNITE members and reps 
reported people being unable 
to book on them. 

 In elections in late 2013, staff 
gave union-backed 
candidates a majority on 
Fujitsu Voice.  UNITE wants 
to help all the reps make it as 
effective as possible.  Bodies 
like Fujitsu Voice are another 
tool which workers can use 
alongside union organisation 
to advance their interests. 

 A new European Works 
Council, giving Fujitsu 
employees a voice on issues 
which cross borders, will be 
set up later in 2014. 

 

Reorganisation, 

Reorganisation, 

Reorganisation. 

We’re all used to periodic reorganisations, but recent months 
have been farcical.  Just as HNS began to settle down, the 
UK&I reorganisation was announced, quickly followed by an 
announcement from Japan of a global reorganisation. 

And this won’t be the end of it. 

The UK&I reorganisation includes breaking up HNS with 
major impact on EUS, as well as integrating FTEL (another 
Fujitsu company with about 1800 UK staff). 

Once the senior managers have fought it out for the top jobs 
in the new MIS and NTS service lines, they are bound to want 
to reorganise the levels below them, in a process that is likely 
to ripple through the company for months. 

Given healthy company finances, UNITE has no reason to 
anticipate large scale redundancies, but it does seem likely 
that the company will seek piecemeal job cuts as the new 
structure takes shape.  By doing it piecemeal, there is a risk 
Fujitsu could rush redundancies through in 30 days for those 
not protected by UNITE Manchester’s Annex 1 agreement. 

UNITE reps are in dialogue with Fujitsu, trying to ensure 
everyone is treated fairly and protected through the process. 

UNITE has: 

 Successfully pushed for measures to avoid 
redundancies within HNS 

 Asked the company to ring-fence jobs created by the 
reorganisation for those displaced by it, in the first 
instance 

 Asked for a fair process for employees to appeal if they 
are allocated to the wrong part of the organisation 

 Provided advice and support to members affected 

When big companies make big changes, it’s easy for the 
wishes of individual employees to be overlooked.  Union 
organisation helps give us a voice that is hard to ignore, as 
well as the information and support to protect our jobs and 
careers. 
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Out Of Hours 

A few years ago Fujitsu started putting 
employees not protected by the UNITE 
Manchester bargaining unit onto the UK 
Additional Hours Guidelines (UKAHG) 
whenever the opportunity arose – offering 
poor terms for overtime, shift and 
standby. 

The company then asked UNITE about 
introducing UKAHG to Manchester.  
Discussions about that have not concluded, 
but the process has already had national 
implications. 

UKAHG doesn’t define clearly who should 
and shouldn’t get paid for Out Of Hours 
work – perhaps the most basic question.  
UNITE, PCS and Fujitsu Voice have been 
in joint discussions with the company to try 
to establish a fair threshold. 

Nobody expects the CEO to get extra if 
he stays an hour late, but why should 
someone in a normal job get nothing for 
working through the night, on a 
weekend, or putting in lots of extra 
hours? 

In the meantime, UNITE reps are picking up 
cases where people outside the bargaining 
unit being promoted or changing roles are 
being (wrongly) told that the policy prohibits 
them being paid in their new role, even if 
that is a relatively low-paid one.  Any such 
policy should not have been introduced 
without consultation.  UNITE reps are 
raising this through Fujitsu Voice and 
making progress. 

In the meantime, if you are told you can’t 
get paid in your new role, you should 
contact your UNITE rep for advice.  It 
wouldn’t be right for the company to string 
out discussions by saying one thing, while 
busily doing another on the ground. 

More Bits 

 Need to contact your UNITE rep?  There’s a 
list here: http://bit.ly/1nkwovk  

 Many staff who drive on company business 
have been asked to fill in a driving risk 
assessment.  UNITE Health & Safety reps 
raised concerns about the form, which was 
complex and had little value.  We expect it to 
be replaced in the next few months. 

 Employers are legally obliged to consult 
employees about various matters relating to 
their health and safety.  For several years 
Fujitsu’s policies falsely claimed they consulted 
staff via Fujitsu Voice.  Now the company is 
trying to avoid proper consultation using an 
option in the legislation aimed at small 
businesses – claiming they consult us all 
individually!  When were you last consulted? 

 Fujitsu set up a subsidiary called Fujitsu 
Services (Engineering Services) Limited, often 
known as FSESL.  This helps them avoid 
various pieces of employment legislation and 
employ people on appalling terms and 
conditions.  FSESL then tried to appoint reps to 
negotiate their equivalent of Fujitsu Voice.  
After complaints and a warning of legal action 
from UNITE, FSESL staff will now be able to 
elect their reps. 

 With all the fuss about sickness absence, 
you’d think it was on the rise.  In fact the ONS 
reports (http://bit.ly/1mv5flB) that it is down 
27% in the last 20 years. 

 Fujitsu introduced Permanent Health Insurance 
(PHI), partly to replace ill-health early 
retirement through the old pension scheme.  
But if you joined FJ since 2006 and fall 
seriously ill, your sick pay runs out before PHI 
kicks in, leaving you dependent on inadequate 
state benefits. 

 As well as campaigning for decent pay, UNITE 
helps those who can’t make ends meet: 

 Unite Credit Union (http://bit.ly/1nkyprv) 

 Debt Advice (http://www.payplan.com/unite) 

 Financial Advice (http://bit.ly/1iB906v) 

 Raising money for Trussell Trust foodbanks 

 Many other member services 
(http://bit.ly/O2D7dK) 

http://bit.ly/1nkwovk
http://bit.ly/1mv5flB
http://bit.ly/1nkyprv
http://www.payplan.com/unite
http://bit.ly/1iB906v
http://bit.ly/O2D7dK


 

Join 

UNITE is already achieving a lot 
in Fujitsu.  Please help us 
achieve more by joining UNITE 
and helping us organise to make 
Fujitsu a better place to work. 

Joining the union doesn’t mean 
agreeing with every union policy 
– we’re democratic and have as 
many views as members. 

Nearly all staff want job security, 
fair pay, decent terms and 
conditions, pensions etc.  We 
need to work together to have 
real influence on company 
decisions.  If you want these 
things, please join UNITE today: 
http://www.unitetheunion.org/join 

There are contribution rates 
from 50p to £3.06 a week 
(http://bit.ly/OmIdkO). 

Introduce a friend via 
http://www.unitetheunion.org/intr
oduce  

 

Pay 2014 

The massive 3584 responses to the Fujitsu Voice poll proved 
what UNITE has been arguing for years – there is almost no 
support for the approach to pay reviews traditionally favoured 
by the company. 

Just 10% of employees backed the “standard” Fujitsu pay 
review based entirely on management discretion. 

It’s telling that the support was higher from constituencies 
including more managers.  Good managers know that what 
motivates people is autonomy, mastery and purpose (see 
http://youtu.be/u6XAPnuFjJc).  It’s sad to see we still have 
managers in Fujitsu who lack confidence they can get good 
work from us without the power to cut our living standards 
each year. 

End of year results are not yet known, but it’s clear that our 
hard work is generating good profits for the company.  For 
years we’ve had below inflation pay pots.  If Fujitsu really 
wants us to “share in success” we need a decent cost of living 
pay increase for everyone this year, whatever else we get. 

One reason some companies like individual performance 
related pay is because it allows them to hide falling pay rates.  
This is because they conceal the fact that we’re all taking on 
more work and responsibility each year just to have a fighting 
chance of keeping pace with inflation. 

UNITE published a story illustrating how this scam works: 
http://bit.ly/HVGhYb. 

 

http://www.unitetheunion.org/join
http://www.unitetheunion.org/introduce
http://www.unitetheunion.org/introduce
http://youtu.be/u6XAPnuFjJc
http://bit.ly/HVGhYb


 

Relentless Pressure? 

Fujitsu says that mental health problems are our biggest cause of sickness absence, and we 
are far from unique in this.  Stress, depression and anxiety are modern epidemics and there’s 
strong evidence (http://youtu.be/GjZocUzabkc) that poor management techniques contribute to this.  
At the heart of the problem is the way that many organisations apply performance management and 
sickness absence management, creating relentless (and counterproductive) pressure. 

Presenteeism is a bigger problem than sickness absence 

The Work Foundation estimates that the cost to business of presenteeism – people turning up at 
work unwell and performing badly as a result – is 1.5 times more than sickness absence.  The 
Chartered Institute of Personnel and Development, CIPD, the professional body for HR, agrees that 
it is the bigger problem. 

Yet many companies, including Fujitsu, obsess about “managing absence” in ways which lead 
many of us to come into work unfit, spreading disease and lowering productivity.  Fujitsu’s 
guidelines suggest that if you’re off four times in a year you should be on an Attendance 
Improvement Plan (AIP), after which two more illnesses in six months are enough to earn you a 
disciplinary warning.  Significant numbers of sick employees are put through these stressful and 
degrading processes every year, pressurising them to attend work ill to avoid dismissal and helping 
establish a presentee culture. 

Performance management – unrealistic targets 

Many staff complain of targets and deadlines that can’t be realistically achieved or exceeded, or 
which are only possible by working excessive hours.  Fujitsu recently restructured its “Performance 
First” system, moving the goalposts to cut “O”s and “E”s and increase “P”s and “U”s. 

Each year those scored lower are made to feel like they are one step away from a Performance 
Improvement Plan (PIP) or disciplinary action under the Capability procedure.  These measures 
rarely do anything at all to improve the victims’ performance – often the opposite. 

Combined with sickness absence management, performance management helps ensure a 
significant minority are scared witless each year, creating a climate of fear which companies hope 
will make everyone compliant and hard working.  But having employees constantly “on the edge” is 
counterproductive. 

Counterproductive 

In reality, an atmosphere where people feel threatened doesn’t help them do a great job.  At best it 
is a distraction.  At worst it drives people over the edge into mental health problems, particularly if 
they see the issues as personal to them, rather than symptoms of bad management. 

In Fujitsu we haven’t been helped by the lack of decent pay pots.  The saying goes that if the only 
tool you have is a hammer, every problem looks like a nail.  If the company doesn’t allow managers 
to give carrots, but has a plentiful supply of sticks, it’s easy to see what can happen. 

Whether you are a good performer stressed out by having more work piled on you for little 
reward, or stressed out by the threat of an AIP or PIP, we all share a common interest in 
establishing a workplace culture where everyone has objectives which are achievable 
without wrecking your health or home life, and where nobody is spreading illness for fear of 
dismissal. 

Disability 

Perhaps the most disturbing aspect of the absence management culture is the way it is penalising 
disabled employees such as those suffering from stress or depression, despite the fact that they 
are protected by the Equality Act 2010.  UNITE reps have been supporting an increasing number of 
employees in this situation.  Despite the welcome introduction of the disability passport and the 
creation of the SEED network, there is a lot of room for improvement.  UNITE has given the 
company a set of recommendations for improving the management of disabled employees and 
discussed them with SEED. 

 

http://youtu.be/GjZocUzabkc

