
Tescg qnd Mqndatf Fina.I Prgposqls 2006 

The following proposals an as o result of ne.gotiations between the Company end 
Mandate Trade Union. The proposals are designe.d to addreu the business plans and 
continued growth of the Company while at the same time addressing the actual needs of 
our staff. 

1. Rates of Pay
Ne.w Stoff employed from the 1st November 2006 will be on the following rotes and 
these will be increased by 2.5% on the 1st June 2007 and o further 2.5% on the 1st May 
2008 os outlined below; 

1" November 2006 
Point 1 €8.78 

Point 2 �.27 
Point 3 €10.95 

1st June Z007 
€9.00 
€9.!50 
€11,22 

1st Mfl'I Z008 
€9.22 
€9.74 
€11.50 

• for all new staff there will be 18 months progression between eoch point.

Existing staff on points 1 and 2 will automatically move to the appropriate point of the 
scale from the 1st November 2006. Existing staff on points 3 & 4 of the current pay­
scale will be offered the opportunity to move onto the new pay scale. 

Existing Staff (who have not transferffd to 'the new rates of pay) 
Their rotes of pay will be increased as follows; 
• 1" Novembar 2006 : 6% (for 12 months)
• 111 November 2007 = 2.5% {for 6 months) 
• 1st May 2008 = 2.e'X. (for 6 months) 

Existing Staff will move to the next point of the pay-scale on the onniversary of their 
start dcte (12 month progression). 

Staff on point 3 and above of the currerit pay-seole who do not choose to move to the 
new scale wm receive o once off lump sum payment calculated as follows; 

• 6o/a of their current salary x 2 months (1" September• 1" November 2006).

Cleaners 
All existing cleaners will move to the appropriate point of the new scale based on their 
service. Whilst their primary role will remain cleaning they mcy be requ ired to perform 
other general assistant duties cs required. 

New Retail Security Officers (RSO's) and Grocery Home Shoppl� Drivers (GHS 
Drivers) 
New Retail Security Office.rs (RSO's) and Grocery Home Shopping [)rivers (GHS 
Drivers) from date of 09reement will be paid the 09reed rate of €1l86 per hour. These 
rotes do not attrllCt ony inc:raMntcil increases. These rates will only be increased by 
national wage. rounds including the one outlined above. 



2. Contracts and Pattft:m
The contracts (or all staff going forward wilt be as follows;

• 20 to Z5 hours band
• 25 to 30 hours band
• 30 to 35 hours band
• 39 hours or full time equivolent in their store

Stat t who on assimilation normally work 9re0ter thon 35 hours but less thOl'I the 
recognised full time hours will be considered to work a range of hours never less then 35 
hours per week. Staff who at the point of assimil�tion, assimifote to the current full 
time holJN of their store will be offered a 39 hour contract or equiwlent in their store. 
As is the current situation hours may fluctuate and start and finish times may vary 
within these bands. 

Stoff who on CIS$imilation fall on the dividing hours between bands e.g. 20 hours or 25 
hours will have the option to take a contract for either the higher or lower band. 

New staff who work less than 20 hours per week by mu-tual consent wifl be issued with a 
contract indicating their weekly ho'lf"S of work. 

Existing staff on assimilation who work less tnan 20 hours per week will be issYed with o 
contract indicating their current weekly hours of work. 

Individual assimilation onto the new band of hours will be determined by a weekly 
overage based on the 13 weeks hours worked over the period of September, October 
ond November 2006 or other suitable non trading peak period.

It is recognised that there may be certain staff who by local agreement may have 
specific local arrangements i.e. o 3 do:y week. II\ these cases the number of weekly hours 
ttie staff memb1r works will be assimilated onto the oppropriate band and they will 
retain their working pattern and number of hours unless otherwise agreed. 

Stoff will be suppor-ted in their job by their job description and role profiles for each 
orea of the store. Furthermore, rtoff will be provided with training as required to 
assist them in their role ond development. 

Frotn time to time additional hours moy become ovailcble for staff over and above the 
hours outlin&d on their contract. Although a staff member is not obJiged to work hours 
in excess of their band, they may wont to avail of these hours if they arise. When these 
hours are no longer available they will return to working hours within their contrctcted 
band. 

In the event that a staff member consistently works hours in excess of their bond for 4 
months or more they are given the option to move up into the band which reflects the: 
n11mber of hours the staff member hCtS been working. The management and union will 
endeavour to ensure the above is carefully monitored and not ope" to abuse. Staff may 
be given hours on a temporary basi.s in addition to their contracted band to cover issues 



such os refits, seasonal trade changes; materni1y leave ond long term absence. Such 
hours wm be documented on o te,nporcu-y and agreed basis. 

A. sta.ff member may for various reasons want to reduce the Nlmber of hours tkat they
1VC1rk. A cha119e request outlining the new band and the reason.s for the request should
be made to the Line Manager. Change requests in this regard will be considered for
staff who have 1ucc:es.sfully completed their probationary period. The Line Manc191r in
consultation with the Per,onnel Manager will consider all change requests on an individual
basis and wi41 make �r decision bosed on the bus,ness ond operotional requirements
de:termined by management and indlviduol needs. 

Vacancies will be advertised internally within the company in the first instonc:e. In the 
instance of a selection process being required for the position normal sel!cfion 
processes apply. rn the event ttiat there are 2 or more candidates who are equally 
suitab1e for the position, final selection wilt be based on seniority in the instance. The 
Store Manager �s pci.rt of the store foNm agenda wm inform the forum union 
repre.sentotivu on the vacancies and rf.cruitment situation as they orise within the 
store. It is agreed thllt the number of bands created at the original point of 
assimilation will be used as a ref erencc point going forword. 

Potterns of Hours 
The company agru in principal with 1'he need for stability and consistency with regards 
to working pcrtterns. The company and union view this as an essentiar cantribution to the 
quoli1y of work life bolonce, whilst also recognising the needs of the business. Both 
parties ere committed to entering into discussions to address 'this rrurtter commencing 
February 2007. 

Changes in Trade pattern or Soles (seosoncll ond permanent) 
In the event that there are changes to the business ,otterns or budgeted requirements 
in stores or deportments within stores requiring a r&duction in hours greater than staff 
being brought to the bottom of their band the procec:b-e outlined in Appendix 1 will be 
followed. If this procedure fails to resolve the issue th& company and union agree to 
meet and discuss all further options available and in accordana with the agreed 
proi;edures. 

3. Annual Leave
Going forward from April 2007 (New Holiday Year) annual leave entitlement will be as
follows;

• Z1 days for all staff
• 22 day.s after 3 years service
• 23 days after 5 years 1ervice
• 24 days after 20 years service

From this new holiday year annual leave and public holidays will be based on 13 weeks 
average J>GY based on hours worked and will therefore include overtime i.e. late nights, 
Sundays and early mornings. In order to facilitate the new bamfs and new enhanced 
onnuaf leave ond pay the Company will introduce a modern nine and Attendance system 
which all staff will use. The introcktction of this system will in no way be used to alter 
ony locol arrangements i.e. starting and finishing times or breaks. 



4. Privif&ge Cord

All staff wm be entitled to receive o prMlege card after 1 ysars continuous service. You 
will receive a lO'Y. discount on all goods you purchase (except those restricted by law) to 
the total soles value of €13,000 per year in Tesco, this includes electrical goods etc. 

5. Tesco Ireland Share Bonus Scheme

The Tesco Ireland Share Bonus Scheme will be paid annually to all eligible staff 
members. There will be a Z year qualifying period' . .As long as employees have 2 years 
service at the end of the fif'lallcial year (e.g. 26tti February 2007) each year and are still 
employed by Tesco on the date 'tflc bonus is awarded. The bonus percentage will be 
declared in Moy each year. 

• If you take your bonus as cash, the full amount will be subject to income tax and
PRSI.

• If you take your bonus in shares, the full amount will be invested in Tesco pie shares.
After 3 years you will receive tfle full value of your shares including any increose in
the share price. This will not be subject to any income tQ)( and PRSI (see examples in
Appendix 2).

The following optiol')S are avoilable to all staff eligible for the share bonus scherne. 
• In May you can choose to take the volue of the declared bol'Kd perCUltoge in shares.
• In May you can choose to take the value of the declared bonus percentcge· i n  cash

paid then or in December.
• To take a 50/50 split of the declared bonus percentage between shares and CClSh.

You wifl receive your shares when the bonus Is declared and can choose whether to
receive your cash then or in t>ecember.

Where you toke your bonus or part of your bonus in cash you will be subject to income 
tax Clf1d PRSI liabilities. 

In oddition to the above, staff may choose to buy additional Tesco pie shares from gross 
� salary and 9oin the some tCl>C advantages (see Appendix A). 

Interim arrangement 
The Tesco Irefond Share Bonus Scheme will be la1.1nched for the 2007 /2008 financial 
year. This means that the first bonus declared frc,m the Scheme will be in May 2008. In 
the interim, the following arrangements will apply: 
• Anyone employed between 2/7/06 and the dote of agreement {ln November 2006)

will receive I weeks Christmas bonus in December 2007 and 2 weeks in Christmas
bonus in December 2008 until they become eligible for the Share Bonus Scheme in
2009.

• All other existing staff will receive. Christmas bonus as normal in December until
they become eligible for the Share Bonus Scheme.



Staff on point 3 cu,d above ot date of agrument will rec:dve the declared bonus and this 
will be topped up to 5% (this 5% Incorporates the current Christmas bonus). This 5'X. Will 
be paid regardless of whether or not they voluntarily transfer to the new pay scale. Su 
Appendix 3 for further details. 

Both parties agree to review the operation of the new share bonus scheme after 4 years 
in operotion. 

6.  Pension 
It is proposed to i,itroduu a Career Average Defined Senefit scheme for aJI new staff 
employed before the 1st April 2007. These staff will be entitled to Join this scheme 
once they ho\le cotnpleted 3 years continuous service. 

All existing staff (employed before the 1.n April 2007) will continue to be entitled to 
join the existing Final Salory Defined Benefit scheme after the completion of l yetJI', 
continuous service. 

In addition to the above, the following omendmer1ts will be introduced to both schemes: 

• To improve the tax free lump sum on retirement. At retirement, members can toke a
tax-free lwnp sum from their pension, currently they receive €9 (tax-free) for 
every ot'l pension given up. It is agreed to increase this to €10 (tax-free) for every
'1 pension given up, representing an 11% improvement.

• To extend spouses pension to cidult fincinciol dependents· including non-marital 
partners or same-sex portneN. 

• To introduce o children's pension calculated as V3rd of adult dependent's pension
per child for a maximum of 3 children. (see appendix) 

• To change the practice in relation to early retiretnent. You can continue to retire
early from the plan with Company consent. Early retirement pensions will be reduced
for all yeors of early retirement.

• Future funding costs will be shared on o 2:1 basis with the employer paying twice the
level of the employee. On the 1st April 2008 employees contributions will increase by 
1% of pensionable sal(II")' (please note 1% of pensionable salary is considero.bly less 
than lo/., of basic solary. PIBOSe see Appendix 4 for more details.

All other eligibility criteria apply to both schemes. All other pension rules will remain 
the same. 

Going forward the company is committed to ensuring that the owareness of the Tesco 
lrelond pension plo.n is supported through active promotion within the bu$iness. 

Unless changed or oddressed by the contents of this agreement, all other agreements 
remain un-chonged. 

In the everit that these proposals do not find favour they are deemed 'to be. without 
status and never to have been tabled. 



Appendix 1 - Changes in Trade Pattam or Sales (seasonal or pennanent) or 
Budgetary Regulrernents 

The below steps will be used to address all situations which arise In stores where there has 
been an Impact on the store (as ouOlned In the agreement). 

Step 1 
The Store Manager understands lhrough careful examination of the impact and their payroll 
budget the number of hours they are looking to decreaff In the store. 

A recruitment ban is put in place In the store. There will be no recruitment of new staff save 
where the reduction and recruitment are In different departments e.g. Checkouts and nights 
and existing staff choose not to take up these additlonl!ll hours • 

A meeting should be held between the Stora Manager. PM, Shop Steward and Trade Union 
Official to discuss changes to business pattems or budget requirements. At this meeting a 
plan should be drawn up on how 1o manage the change and a communication plan should be 
agreed. 

Stap 4 
Store Manager and PM's hold 1-2-1 's with all staff (staff may bring in a representative If they 
so choose). 

Prior to talking to staff the Manager and PM will identify tf they need a staff member to work 
all or part of their hours in another area of the store: This wlll be discussed and agreed with 
the staff member as part of their 1-2-1 meeting.

At these f-2-1 meetings the following options should be offered to all staff; 

• Family friendly policies I.e. Career Breaks, Parental leave etc. 
• Annual leave or unpaid leave.
• Store transfer. 
• Voluntary reduction in hours greater than being brought to the bottom of their band

this may indude a reduced wonting wolk.
• This Is not an exhausted 11st.

If this procedure does not deliver the full reduction of hours needed in the store in order for 
the store to meet Its budget requirement the Company and Union agree to meet to discuss all 
further options available In accordance with the agreed procedures Including dropping staff to 
lower bands etc. 

It is agreed that it is in everyone's best interest that engagement from both sides in this 
situation must be meanlngful and undertaken in a spirit to resolve the budgetary situation of 
the store. 

Step 8 
Where staff hours are reduced no further recruitment should take place until such a time as 
existing staff are given first refusal of ad hoc hours that beGOme avaHable and ultimately until 
hours can be restored to within their normal 5- hour band. 



Ape,ndlx 2 ,. Tesco Ireland Share Bonus Scheme 

Definitions 

Qualifying period is defined as 2 years service at the end of the financial year (e.g. 
2611 February 2007 TBC) and they are stilf employed by Tesco on the date the bonus
Is declared {May each year). 

The Christmas bonus will not apply to staff employed after the agreement date. 
However, on completion of qualifying period, they wilJ be eligible participate In the 
Share Bonus Scheme. 

Staff on point 3 and above, will receive a bonus payment topped up to 5%, which is 
made up of the bonus declared In May and a cash bonus (where the declared bonus 
percentage is less than 5%). This bonus incorporates their current Christmas bonus . 

SHARE SCHEME EXAMPLES 
To highlight the value to be gained by takJng the bonus In shares, the examples 
below compare the cash value received through the Christmas bonus versus the 
value to be received if the SBS was in place In 2003 and shares were chosen. 

Example A - Joe is a full timer working 39 hours + 2 late nights per week. 

In 2003, Joe was on top point of the scale and his hourly rate was €1 o. 90. 
• In 2003 he received a Christmas bonus payment as follows - 2 weeks pay less

tax and PRSJ (26%). His take home value was €823.

• If the SBS was In place in 2003 and Joe had been entitled to Invest in Tesco
shares, the full amount available to him would have been used to buy shares. No
income tax or PRSI would be deducted.

• Joe would also have been entitled to the top up payment allowing him to invest a
total of 5% of his pay before tax in Tesco shares.

• After 3 years in May 2006, the total value of the shares available to Joe would be
approximately €2,414.



Appendlx-3 • Pensions 

On 1/04/08. employee contributions will increase by 1 % of pensionable salary. 
Pf ease note 1 % of pensionable salary is your annual salary- 1.5 x state pension. 
Your pensionable salary Is therefore considerably less than 1% of baslc salary. 

*Note: The current state offset that Is applicable for full-time employees Is 1.5 times the
single person's Annual State Pension {€15,078). If someone works part time e.g 20 hours a
week we must prorata the state offset applicable to them - this Is done as foNows:
• 39 hours is the full-time equivalent number of hours per week. Joe Bloggs works 30

hours per week. The state offset applicable to Joe Bloggs = €15,078 * 30/39 = €1 1 ,599.

EXAMPLE 8 - Mary is a part timer working 30 hours per week. She is on point 4 of 
the scale and her hourty rate is €10.23 

Base pay €1 5,959 
1% base pay €160 per annum €3.07 oer week 

Pensionable sararv €4,360 = €15,959 - (15,078 X 30/39) 
€43.60 c,er annum €0.84 oer week 

The real cost of this 1s 60 cent per week take home pay. In this example this 
represents 115th of 1% of her base pay.

Pension funding costs: 
Future funding costs wlll be shared on a 2: 1 basis with the employer paying twice the 
level of the employee. For example, If the actuarial valuation indicates a 1 .5% 
increase (or reduction) in the total cost, the employer contribution will increase {or 
reduce) by 1% and the employee contribution will increase (or reduce) by 0.5%. The 
minimum employee contribution will be 5% and the maximum will be 7% of 
pensionable salary. 

Children's pension 
Will cover all .children of members I.e. marital, non marital, adopted and is payable 
until the child reaches age 18 or age 21 if child is continuing in full time education. It 
is payable for life if the child is disabled. Children's pensions are doubled If no adult 
dependant's pension is payable i.e. In the case of orphans. 



Example B - Mary is a part timer working 30 hours per week. 

In 2003, Mary was on pojnt 4 of the scale end her hourfy rate was €9.03. 
• In 2003 she received a Christmas bonus payment as follows - 2 weeks pay less

Income tax and PRSJ (26%). Her take home value was €401 .

• If the SBS was In place In 2003 and Mary had been entitled to invest in Tesco
shares, the full amount available to her would have been used to buy shares. No
income tax or PRSI would be deducted.

• Ma,y would also have been entitled to the top up payment allowing her to invest a
total of 5% of her pay before tax in Tesco shares.

• After 3 years in May 2006, the total value of the shares available to Mary would
be approXimately €1 , 1n.

Example C - Peter Is a part timer working 20 hours per week. This example 
presumes that Peter was on point 2 when the SBS was Introduced and Is therefore 
entitled to the only the SBS declared. 

In 2003, Peter was on point 3 of the scale and his hourly rate was €8.40. Example 
presumes that he became eligible for SBS in 2003. 

• In 2003 he received a Christmas bonus payment as follows - 2 weeks pay less
Income tax and PRSI (26%). His take home value was €249.

• If the SBS was In place In 2003 and Peter been entitled to invest In Tesco shares,
the full amount available to him would have been used to buy shares. No income
tax or PRSt woufd be deducted.

• After 3 years in May 2006. the total value of the shares available to Peter would
be approximately €438.

*All examples are based on the share prices and exchange rates at 1st May 2003 and 
1st May 2006. 
• Share price can go up as wsll as down. Past performance is no indication of future 
performance. 
• Gains made under the SBS ml/ be subject to Capital Gains Tax. CGT Is triggered
only on gains of over€1,270 in any one tax year. The currsnf CGT rate is 20%.



TESCO 
Ar lR E LA N DAr 

e� wKtJhlfJr 
Change Request - INCREASE in Hours 

Name: 

Address: 

Start Date: 

I am currently contracted to work between ___ and ___ hours per week. 

For the past _ months I have been consistently working between ___ to __ hours 
per week. 

Therefore, I am applying to move to the next band which is ___ to ___ hours per 
week. 

I understand that if I meet the relevant criteria my application will be granted and I will be issued with a new 
contract of employment. 
(Criteria: In the event that a staff member consistently works hours in excess of their band for 4 months or 
more) 

Signed: 
(Applicant) 

Date: 

To be completed by a member of management 

Date of receipt of application: 

Signed: 
(Member of Management) 

Application Granted: D 

Application Rejected: D 
Reason: 

New Contract of Employment Issued : D 

Signed: _________ _ 
(Member of Management) 

Note: Applications will be granted or rejected based on the relevant criteria. If the request is rejected an 
individual maintains the right to raise a grievance in line with the Company grievance procedures. 

Contract B 



TESCO 
- I R E LA N D .-
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Line Manager Information - Mandate Agreement 2006 
Contracts 

• The following staff will be issued with a contract of employment.
✓ All staff who become full time as a result of the assimilation process.
✓ All post 94 full time staff.
✓ All part time staff
✓ All new employees.

• From time to time add itional hours may become available for staff in excess of their
band .

• Although a staff member is not obliged to work hours in excess of their band , they
may want to avail of these hours if they arise, and are offered to them.

• These additional hours should be offered as equitably as possible.

• When these hours are no longer available they will return to working hours within their
contracted band .

Assimi lation of working hours process 
• Individual assimilation onto the new band of hours will be determined by a weekly

average based on the 1 3  weeks hours worked over the period of September, October
and November 2006 or over another su itable non trading peak period.

• A spreadsheet detailing which band staff wil l  fall into will be issued to stores.

• Staff who on assimi lation fall on the divide of the band e.g. 20 hours or 25 hours will
have the option to take a contract for either the higher or lower band .

• Existing staff on assimilation who work less than 20 hours per week will be issued with
a contract ind icating their current weekly hours of work.

• Staff on assimi lation who normally work greater than 35 hours but less than the
recognised full time hours of the store will be considered to work a range of hours
never less than 35 hours per week.

• Staff who at the point of assimilation to the current full time hours of their store will be
offered a 39 hour contract or full time equivalent in their store.

Contract A 
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Line Manager - Information 

Change request- increase in hours 

• I n  the event that a staff member consistently works hours in excess of their band for 4
months or more, they are given the option to move up into the band which reflects the
number of hours the staff member has been working .

• For example if a staff member's contracted band is 25-30 hours and for 4 months or
more, they have worked between 30-35 hours then they have the option to move to
the 30-35 hour band.

• Applications for this increase in hours should be made to the Personnel Manager/ Line
Manager. If fol lowing an analysis of the individual's hours worked over the 4 months it
is found that the staff member has consistently worked over and above their
contracted band , the Personnel Manager/Line Manager will accept the application .
(See application form attached) .

Change request- decrease in hours 

• A staff member may for various reasons wish to reduce the number of weekly hours
they work. A change request outlining the new band and the reasons for the requests
should be made to their Line Manager. (See application form attached)

• Change requests in this regard will be considered for staff who have successfully
completed their probationary period .

• The Company recognise that staff may need to reduce their hours for a variety of
different reasons i .e. work life balance. Therefore the Line Manager in consultation
with the Personnel Manager will consider al l change requests.

Note: The above applications reflect permanent changes to terms and conditions of 
employment 

Contract A 




