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Good Results!  

Good Pay? 

Thanks to all our hard work, Fujitsu UK&I has 
exceeded its profit target by a significant margin. 

When results are bad or when major contracts go 
sour, Fujitsu doesn’t hesitate to hold down wages. 

Fujitsu introduced the current pay system, based on 
“internal comparators”, for the 2004 pay review.  
Since then the cost of living has gone up over 30%, 
but Fujitsu salaries have lagged far behind. 

Averaging the Fujitsu pay comparators for 5 of the 
most common roles (TSS/4, CSA/3, TSS/3, DEV/5 
and CSA/2) shows they would need to rise by 15.6% 
to catch up with the increased cost of living since 
2004. 

The bottom Service Desk pay scale (Rise+, formerly 
D1-D4) has fared even worse.  It would need to 
increase by 24.4% to restore purchasing power to 
2004 levels. 

When will our pay catch up? 

Recent history tells us that no matter how good 
company results are, Fujitsu keeps eroding our living 
standards. 

If we want this to change, we will have to do 
something about it. 

On average the people covered by union collective 
bargaining, such as those in Manchester, get higher 
average pay rises each year and a fairer distribution.  
This shows that collective organisation works. 

Companies tend not to pay more than they feel they 
have to.  We have more bargaining power if we 
organise together than we have individually. 

The more Fujitsu staff who join UNITE and get 
involved, the better position we are in to 
campaign for a better deal. 

UNITE members also get access to valuable 
information such as the confidential company pay 
and benefit guidelines. 

Living Wage? 

All of us are feeling the pinch, with the cost 
of living rising far faster than our wages for 
a number of years. 

But the impact is most acute for those 
earning least.  They have less 
discretionary spending to cut, and fewer 
resources to fall back on. 

In the agreement that settled the national 
Jobs, Pay and Pensions dispute in 2010, 
Fujitsu introduced a minimum wage for its 
UK staff for the first time.  At just £12,000, 
it initially only helped the very lowest paid.  
The company committed to an annual 
review and by 2012 the figure had risen to 
£14,000 for the UK (and higher where 
UNITE is recognised). 

UNITE is calling on Fujitsu to pay at 
least the Living Wage which is set 
annually by the Living Wage foundation 
(www.livingwage.org.uk).  It is currently 
£8.55 an hour in London and £7.45 in the 
rest of the UK.  It is backed by everyone 
from Ed Miliband to Boris Johnson and an 
increasing number of our customers. 

Everyone needs enough to pay the bills.  
Fujitsu shouldn’t be relying on the state 
benefits system to subsidise low wages. 

Paying everyone a Living Wage would 
strengthen Fujitsu’s evidence of 
Corporate Social Responsibility. 
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Performance Management 

This year, for the first time, PAC is a major factor in the “General Incentive Plan” bonus schemes 
which apply to roughly the top third of the company. 

Having already set the targets for employees, it was completely unfair to move the goalposts in the 
last months of the year by changing the PAC definitions to make it harder to achieve a good PAC.  
Just look at the changes: 

Rating Definitions (2011/12) Definitions (2012/13) 

‘O’ 

Outstanding 

Consistently performs beyond 

the agreed objectives/ 

competencies   

Made an outstanding contribution to the organization, far 

beyond the expectations and requirements of the role. The 

benefits were clearly measurable and made a direct 

contribution to the success of the company. Outstanding 

ratings are, by definition, rarely allocated. 

‘E’ 

Exceeds 

Frequently exceeds the agreed 

objectives/ competencies   

Exceeded performance objectives, expectations and 

requirements, in all aspects of the role, and demonstrated 

exemplary behaviour. 

‘A’ 

Successfully 

Meets/Achiever 

Consistently meets the agreed 

objectives/ competencies   

Successfully achieved the performance objectives, 

expectations and requirements of the role, and demonstrated 

the right skills and behaviour. 

‘P’ 

Partially Meets 

Partially meets the agreed 

objectives/competencies   

Achieved some or most performance objectives and 

expectations of the role but with some support, coaching 

or development. 

As if that wasn’t bad enough, information began circulating promoting a “forced ranking” approach 
where PACs measure performance relative to other employees and an arbitrary “target” distribution 
instead of objectively against agreed the individual’s objectives and their role profile. 

For the UNITE briefing on forced ranking, see http://bit.ly/131ONkh  

An internal HR document which was accidentally published on CafeVIK showed that “cost 
management” was one of the drivers for this destructive approach. 

For a time, all kinds of misconception were in wide circulation, such as: 

 the majority of employees should be graded ‘A’ this year 

 a department’s grades should fit some sort of performance curve, effectively meaning that there 
is a quota (whether firm or not) for each PAC 

 the distribution of individual PACs should reflect company, account or departmental performance 

 each employee’s performance should be compared with that of other employees when selecting 
a PAC 

UNITE worked hard with the company to challenge these misconceptions, with some 
success.  Many employees report appraisals conducted without being tainted by these ideas, 
but inevitably some still were.  Many are awaiting the outcome of “moderation” with concern.  Of 
course the new PAC definitions, even if applied fairly, could still mean hundreds of staff getting 
worse bonuses than they expected. 

Good managers try to get everyone in their team performing well, not to get equal numbers 
performing well and badly.  Good managers know that you should give more positive feedback than 
negative feedback if you want to influence behaviour.  Good managers know that they need team 
members to work together, which is undermined if team members feel that every visible failure by a 
colleague helps their own PAC, pay rise and bonus. 

Opposition to “forced ranking” is part of UNITE’s Fair Pay Charter for the IT industry: 
www.unitetheunion.org/itcharter  

http://bit.ly/131ONkh
http://www.unitetheunion.org/itcharter


 

Expenses 

Success 

Shortly before Xmas, the company 
sent UNITE a proposed new 
Business Travel and Expenses policy 
and a summary of the changes.  As 
usual, UNITE reps sent these to 
members for comment. 

Hawk-eyed members spotted policy 
changes that weren’t in the summary 
and that would affect the following 
large groups: 

• HOM99 staff who don’t do most of 
their job at home would be given 
one or more “permanent 
workplaces” for expense claims.  
Staff would be unable to claim 
expenses for travel to their 
permanent workplace and this 
cost would also be deducted from 
claims for other journeys. 

• Assignment workers would be 
responsible for highlighting if an 
assignment could last over two 
years.  It was unclear whether 
their expenses would then 
become taxable (as in the past) or 
whether their assignment location 
would be treated as their 
permanent workplace, as for 
HOM99 staff above.  Expenses 
could stop as soon as a decision 
was taken that the assignment 
would last over two years – which 
could be on day one!  This was a 
particular concern for those in 
HMRC and Defence, where long 
assignments are common. 

Many affected employees would 
have lost thousands of pounds a 
year through these changes. 

UNITE reps worked with HR, who 
took on board the issues highlighted.  
Reps proposed alternative wording 
for the key sections of the policy and 
the company has included these in 
the final published version. 

UNITE helped staff prevent major 

unfair cuts to their expenses. 

Out Of Hours 

Negotiations between Fujitsu and UNITE over “Out Of 
Hours” terms (overtime, standby and callout, shift etc 
– abbreviated to OOH) are ongoing. 

Though the scope of the talks is formally just the 
Manchester bargaining unit, the company has made 
clear it wants to apply the terms nationally, so every 
employee has a stake in the outcome. 

The talks began in response to a company proposal 
to introduce the UK Additional Hours Guidelines 
(UKAHG) to the Manchester bargaining unit.  
Elsewhere in the company there are already several 
hundred staff on these terms, which are far worse 
than what most staff are on. 

Following discussions with UNITE, the company has 
finally begun engaging with Fujitsu Voice over the 
“scope” issue (who would be paid / unpaid). 

Fujitsu’s scope proposal would affect new staff, and 
they also propose it would affect existing staff under 
certain circumstances (e.g. when changing jobs). 

The company is proposing that people affected: 

 Should get paid for “Out Of Hours” if their bonus 
scheme pays out less than 10% for “on target” 
performance 

 Should not get paid for overtime, standby, shift or 
callout if their bonus scheme pays out 10% or 
more for “on target” performance 

While this is more consistent than the current 
approach, which is based on secret and arbitrary 
“guidelines”, it does have some problems.  UNITE is 
working with PCS and Fujitsu Voice to resolve these. 

The wider negotiations with UNITE include: 

 Scope – under what circumstances would new 
and existing employees be covered by the 
UKAHG terms, under what circumstances would 
OOH be paid or unpaid 

 Validation – would there be an exercise to validate 
the OOH terms recorded on the system for 
existing employees?  When and on what basis? 

 Premium rates (how much you get paid for what 
days/times) 

 Index-linking or review of standby rates which are 
expressed as monetary values 

 The legal status of the policy – would it be 
contractual and/or included in an agreement with 
UNITE? 

 



 

Join UNITE 

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 a democratic organisation and 
have as many views as members. 

The vast majority of staff agree they want job 
security, fair pay, decent terms and conditions, 
adequate pensions etc and we need to work 
together to have any real influence on company 
decisions.  If you want these things, please join 
UNITE today: http://www.unitetheunion.org/join  

Introduce a friend via 
http://www.unitetheunion.org/introduce  

Rights Under Attack 

From 6
th
 April, the government slashed the legal 

minimum consultation period for redundancies of 
100 or more employees from 90 days to 45. 

Workers in the UK already had less protection than 
in most European countries.  This makes it worse. 

Fujitsu is worsening its own practice to match the 
new legal minimum.  Imagine the company trying 
to do another “Project Cherry” in 45 days?  Chaos 
and avoidable dismissals are inevitable. 

The government is coming after our TUPE rights in 
October – a massive threat to staff in our industry. 

Employees can’t rely on the law to protect us 
adequately, nor on Fujitsu to uphold “Corporate 
Social Responsibility” consistently. 

In Manchester, Fujitsu can’t make UNITE 
members redundant in less than 90 days and no 
UNITE member has been forced out through 
redundancy without their agreement since the 
“Annex 1” agreement was introduced in 2007.  
Staff need to get organised everywhere –fast. 

 

Pay Review 

While staff have a range of views about pay, 
the vast majority agree on some basic points: 

 Everyone should be paid a Living Wage 

 Your standard of living should be protected, 
so there should be a Cost of Living element 

 People who do a good job should be able to 
progress up through their pay band 

 People doing work of equal value should 
get equal pay 

It’s not rocket science, yet Fujitsu’s traditional 
pay review for staff not covered by collective 
bargaining simply leaves pay reviews to 
“management discretion” – inevitably building 
up anomalies and injustice.  Fujitsu made clear 
its unusual 2012 approach was a one-off. 

Fujitsu Voice reps, after seeking views from 
every employee, submitted ideas for the 2013 
pay review: http://bit.ly/10ZpmSy.  This is all 
sensible stuff, but will Fujitsu take much 
notice? 

Where staff have union recognition, they can 
actually negotiate with the company to get a 
better deal.  UNITE’s pay claim for the 
Manchester bargaining unit is here: 
http://bit.ly/11YTJoU. 

The first page of the claim shows how Fujitsu 
pay rates have declined in real terms over 
recent years.  Many people struggle to 
understand how the company announces pay 
pots, gives out pay rises, yet the pay rates 
barely rise.  UNITE published this story to 
explain it: http://bit.ly/HVGhYb.  

http://www.unitetheunion.org/join
http://www.unitetheunion.org/introduce
http://bit.ly/10ZpmSy
http://bit.ly/11YTJoU
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