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Northern Powergrid / IUS – all member update
We have expressed our concerns at the overall speed of progress on any of the issues identified below which have all been raised with the company.  The company has acknowledged the very slow rate of progress being made and has made some efforts to improve the situation, we are yet to see any tangible results from this with issues progressing to a satisfactory resolution.  
Little or no progress has been made to date on issues which have a direct impact on the working lives of our members.
We are concerned that some managers are unwilling or unable to act without direction from above.
In other areas NPG has imposed detrimental changes on its workforce without proper consultation on the changes beforehand.
We set out below the latest position as we see it. 
Powering Together (Formerly called Agile Working) – the changes to working arrangements and office attendance introduced in 2025, which was instigated by UK management, has caused significant distress amongst Prospect members at NPG.  We are seeing staff leave NPG for alternative employment.  It has been introduced with no consideration of its impact in areas such as current office capacity.
Technical Pay Negotiations – we have now had seven formal meetings and have not yet received an offer from Northern Powergrid which we would be able to recommend.
Fuel – it has emerged that the AA stopped publishing the fuel rate used by NPG in 2024.  We have suggested an alternative fuel rate provider to your management which the company have placed under review but have not yet had a firm response over whether this rate will be adopted.
Flexible Working and Disability – we are seeking a meeting with your management to discuss their attitude to flexible working requests and disability.  We are seeing a harsher attitude being adopted by NPG which does not sit well with the Equality Act.  The company inform us they are making changes to the internal process for flexible working, but we have yet to see the benefit of this.  We will continue to monitor this situation and support members seeking flexible working arrangements.
Wayleaves Regrading – after more than two years of pressing for a regrading, with support from line management this issue appears has been rejected by the company.  We have asked for an explanation, Steve McDonald has met with affected staff and committed to continuing local engagement with the wayleaves section. 
Part Time Employees and Flexi-Time – we have asked for an explanation as to why the predominantly female part-time workforce are subject to a different and more restrictive flexi-time regime than their full-time colleagues.
Sub-Station Welfare – we are advised that all primary sub-stations will have an operating wash basin and toilet in the next 6 to 8 years.  We believe this is unsatisfactory.
Car Ownership Scheme – The frequency of the Car Working Group meetings was reduced from monthly to quarterly.  Aside from the increase in allowance—which was both well received and long overdue—little progress has been made between meetings on the key issues the group was established to address.  Some very early discussions have been held about the availability of electric vehicles through the car ownership scheme, but there appears to be limited appetite within the business to move away from the arrangements that have been in place for more than 30 years.
IUS Expenses – We are pressing IUS to make progress in bringing the expense regime at IUS in line with that which is in place at NPG.  Currently an NPG employee can claim up to £22.00 for lunch (£27.00 in London) while an IUS employee is limited to £5.  
IUS Industrial Staff Working Arrangements – We are also pressing IUS on an undocumented working practice, which compels Industrial staff to amend their timesheets and to allocate one hour at each end of the day for unpaid travel time.  
Penshaw/Shiremoor move – In 2024 a compulsory move, for justifiable reasons, saw half of the north-east control room staff see an increase in their commute.  Early in the process TOIL was unilaterally removed with no compensation and HMRC have now deemed the move permanent.  There has been no communication with the affected staff and at time of writing, there does not appear to be a plan to address the situation. 
Technical Agreement – the agreement is significantly out of date and in some areas unlawful.  The company have committed to conduct a full review with Prospect to ensure it both complies with the law and accurately reflects the contractual position. 
Visas - We have recently raised concerns with the company regarding Skilled Worker visa durations and their impact on members’ eligibility for Indefinite Leave to Remain (ILR).  Some members’ visas may fall short of the required 5-year continuous period by up to three months, which could make them ineligible to apply for ILR at the end of their current visa.  The company has acknowledged this issue and has proposed a solution, offering a short visa extension (less than six months) to enable affected members to complete the full 5-year qualifying period for ILR.  However, this extension may involve additional costs, and discussions with the company are ongoing to reach a fair and supportive outcome for members.
We continue to advocate strongly for progress in the areas outlined above on behalf of you, our members.
[image: ]Kind Regards
Jez Stewart (National Secretary)

Tom Herbert (Branch Secretary)
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