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About Royal Mail
Royal Mail is proud to deliver a ‘one-price-goes-anywhere’ service on a range of letters and
parcels to around 30 million addresses, across the UK, six-days-a-week, in our role as the UK's

sole designated Universal Service Provider.

Royal Mail Group comprises UK Parcels, International and Letters (UKPIL) under the ‘Royal Mail
and ‘Parcelforce Worldwide’ brands. GLS is our European parcels business. It operates one of the
largest ground-based, parcel delivery netwaorks in Europe.

UKPIL includes 142,000 employees spread across c. 1,400 Delivery Offices and 38 Mail centres.
We are proud to employ people in every community in the UK, and especially to be a significant
employer in some of the country’s more deprived towns and cities.

Overview

Royal Mail is proud to be a responsible employer. We offer our people good working conditions and
fair pay. At the year-end, 98.7 per cent of Royal Mail employees were on permanent contracts. All
permanent Royal Mail and Parcelforce Worldwide employees earn considerably above the Living
Wage that is defined by the Living Wage Foundation. This exceeds the legal minimum set by the
Government. As well as a competitive salary, they receive additional benefits associated with
permanent employment, such as National Insurance contributions, paid holiday and a good

pension.

The Taylor Review placed significant weight on fairness and empowerment, neither of which are
likely if workers have insufficient information on the terms under which they are employed. As a
leading employer we believe we offer the transparency our people need and that other employers
or engagers should too.

Royal Mail takes on a very large number of temporary workers each Christmas to deal with the
huge peak in volumes we handle - roughly 20,000 each year. Many are former employees or
friends and family of current employees, many of whom come back every year.

We would be happy to discuss these further if helpful. Please contact '



£a

GLS

Response to questions
We are broadly supportive of the intent of the consultation and many of the proposals. In answer
to the most relevant questions for us:

Question 1 - Have you provided a written statement of employment in the last 12 months
to you permanent employees and non-permanent staff.

Yes to both. For our non-permanent staff the offer letter and terms of engagement issued cover
the information proposed.

Question 2. In general, when do individuals starting paid work at your organisation
receive: a) a written statement and b) An employment contract or other employment
particulars?

Written information is provided on the day of offer.

Question 3. How long, on average, would it take a member of staff to produce a written
statement for a new starter?

We believe it takes less than 30 minutes to provide to the candidate.
Question 4. How often do you seek legal advice when producing a written statement?
We review the contents annually and will take legal advice as necessary.

Question 5. Are there other business costs associated with producing a written statement,
in addition to personnel and legal costs that we should be aware of?

There are minor business costs (e.g. printing) from producing the documents.

Question 10.

The following items are currently prescribed contents of a principal written statement. Do
you think they are helpful in setting out employment particulars?

a) The business’s name

b) The employee’s name, job title or a description of work and start date

c) If a previous job counts towards a period of continuous employment, the date that
period started

d) How much, and how often, an employee will get paid

e) Hours of work (and whether employees will have to work Sundays, nights or overtime)
f) Holiday entitlement (and if that includes public holidays)

g) Where an employee will be working and whether they might have to relocate

h) If an employee works in different places, where these will be and what the employer’s
address is

Yes, these details are appropriate. We already give this to all starters, with the exception of ¢) for
our Christmas temporary workers, as it is not likely to be relevant.
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Question 11.
Do you agree that the following additional items should be included on a principal written

statement:

a) How long a temporary job is expected to last, or the end date of a fixedterm contract?
b) How much notice the employer and the worker are required to give to terminate the
agreement?

c) Sick leave and pay entitlement?

d) The duration and conditions of any probationary period?

e) Training requirements and entitlement?

f) Remuneration beyond pay e.g. vouchers, lunch, uniform allowance?

g) Other types of paid leave e.g. maternity, paternity and bereavement leave?

Yes, these details are appropriate, and we already give this except d) which is not relevant for our
temporary workers at Christmas.

Question 12. To what extent do you agree that the principal written statement should be
provided on (or before) the individual’s start date?

We agree strongly that the statement should be issued on or before the start date. We already do
this.

Question 13. To what extent do you agree that other parts of the written statement
should be provided within two months of their start date?

We agree strongly that the other parts of the statement should be issued in a timely manner.

Question 29. What is your understanding of atypical workers’ arrangements in relation to
annual leave and holiday pay?

This depends on the nature of the assignment. For a long-term atypical engagement there must
be a mechanism for people to take their holiday entitlement. For our Christmas temporary
waorkers, who are with us for twelve weeks only, we pay their holiday entitlement after the end of
their assignment.

Question 39. Are there formal provisions in your workplace for informing and consulting
employees about changes that may affect their work?

For Christmas temporary workers the short, fixed duration of the job means that we would not
change terms and conditions within the period. For all employees we have two recognised trade
unions, which means that the rights to consultation and information are already covered.






