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STAFF NEWS� 
September 2010 

 

Welcome to the September 2010 edition of Staff News. Your feedback would be most welcome, 
to CorporateHR@ed.ac.uk.  
 
If you have a news item which has relevance to staff across the University, and would like it included in any 
future editions of Staff News, please contact Denise.Boyle@ed.ac.uk 

 Eilidh Fraser 
Deputy Director 

Corporate HR 
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Against the background of the economic situation over the past three years and the 
anticipated public sector funding cuts, which are now set to impact on Higher Education, 
the University is ensuring that its finances are carefully managed to maintain a solid 
financial position.  We are continuing to look at all aspects of our income and 
expenditure, including capital expenditure plans, income generation, and operational 
and staff costs.   
 
In relation to staffing, the University has identified central funding for Voluntary 
Severance (VS) over the last two years, which has proved successful in generating 
longer-term savings of over £7 million in staff costs, through voluntary means.  This, 
combined with careful consideration of vacancies as they arise and of opportunities for 
more efficient ways of working, will help schools, departments and units to maintain 
financial sustainability against real-terms cuts in their budgets now and in the future.   
 
While central funding is no longer available at the same level, Voluntary Severance 
(including early retirement) will continue to be part of the University’s normal business 
processes for managing change.   If you have a query about VS, you should contact 
your line manager in the first instance, or you may contact your HR team in confidence. 
 
The University has also been successful in increasing income and is continuing to 
develop alternative means of income generation.  
 
For more information, watch out for the autumn edition of the Bulletin, featuring an 
interview with the Director of Finance:  ‘University prepares for tough economic climate’.  
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Many staff may be aware that the Pope is due to visit Edinburgh on 16
th
 September.  

His visit will lead to a number of road closures and parking restrictions for that day, 
covering many different parts of the city.   
 
Details of the road closures and parking restrictions can be found by clicking here. 
 
We recognise that some of the road closures and parking restrictions may cause 
difficulties for some staff.  However, given the advance notice, we expect any staff 
affected to make alternative parking arrangements or travel plans so that attendance at 
work is not affected. 
 
Where any issues are identified which might affect someone’s ability to attend work on 
the 16

th
 September, employees should speak to their manager about either taking a 

day’s annual leave if appropriate or working from a different location where this is 
possible.  
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Discussions as part of national negotiations have 
highlighted understandable concerns about job 
security, and that is a responsibility the University 
of Edinburgh takes very seriously.  The University 
has a long-standing commitment to making all 
reasonable efforts to avoid redundancies and that 
is something on which the University has been 
working closely with the trade unions for some 
time.   
 
In 2008 the University and its trade unions 
established a Consultation on Avoidance of 
Redundancies agreement, setting out the 
underpinning principles and the processes for 
carrying out collective consultation regarding the 
avoidance of redundancy.  As part of that 
agreement, a  
 
Standing Consultative Committee on Redundancy 
Avoidance (SCCRA) was established, comprising 
senior management and trade union 
representatives and reporting into the Combined 
Joint Consultation and Negotiation Committee. 
 
SCCRA receives overview information on any 
restructuring situations and on staff at risk of 
redundancy each month, and meets regularly to 
undertake collective consultation, including 
identifying and taking forward policy matters. Joint 
working through SCCRA has resulted in the 
development of Redeployment Guidance for 
Recruiters  
www.humanresources.ed.ac.uk/Recruiters_Manual
/Talent_Register/Redeployment_Guidelines_Recru
iters.pdf , which was published in February 2010, 
and a Talent Register from March  2009 to support 
the redeployment of staff at risk of redundancy 
www.humanresources.ed.ac.uk/Recruiters_Manual
/Talent_Register/Talent_Register.htm, through 
which 18 staff have been redeployed to date.  In 
addition, SCCRA has developed Guidelines for 
consultation on organisational change potentially 
involving redundancies.  
 
SCCRA’s work supplements closer consultation 
with the trade unions and the provision of more 
detailed information on specific situations.  
Monitoring since SCCRA’s establishment has 
indicated that the University shows considerable 
success in avoiding redundancy where staff are at 
risk. 

������	�������
�$
!�����"
���
�
����	
��

%������
�!�������	
��  

As you may know, the UK government has 
announced proposals to phase out the default 
retirement age between April 2011 and October 
2011, after which date it will not be possible to 
compulsorily retire employees, other than in very 
limited circumstances.  
 
In summary, these proposals will mean: 

•••• The right to request working past our standard 
retirement age will be phased out, as all  

employees will have the right to continue working 
past our current retirement age, therefore the 
University’s current process of giving 6 months 
notice of retirement will cease 

•••• After 1
st
 October 2011, if an employer wishes 

to terminate the employment of an employee 
aged 65 or over, this would entail following a 
fair procedure as set out in either the Absence 
Management, Capability, Disciplinary or 
Redundancy Policies.  Compulsory retirement 
will no longer be an option.  

 
Our Current Policy and Procedures 
The normal retirement date in the University is the 
end of the month in which the employee’s 65

th
 

birthday falls.   
 
Our current procedures for managing the 
retirement of employees within the University can 
be found at: 
www.humanresources.ed.ac.uk/policies/pols/Retire
ment.htm 
 
Transitional Arrangements 
For those employees who have: 

• A normal retirement date which falls between 
now and the end of September 2011; 

• An agreement to work beyond their normal 
retirement date, which comes to an end 
between now and the end of September 2011; 
or 

• Any other contractual right to work beyond age 
65, where that right expires before the end of 
September 2011 

 
then current procedures should be followed.   
 
However, please note that: 

•••• During the period 6
th
 April 2011 to 1

st
 October 

2011, those retirements where the employee 
has been notified prior to 6

th
 April 2011 and the 

retirement date falls before 1
st
 October 2011 

will be permissible.  

•••• Retirements that have been notified prior to 6
th
 

April 2011 but the retirement date falls after 1
st
 

October 2011 will not be permissible. 

•••• Retirements that are notified after 6
th
 April 

2011, even if the retirement date is before 1
st
 

October 2011, will not be permissible (other 
than with the employee’s agreement). 

 
Managers should however note that if an employee 
is permitted to work beyond their usual retirement 
date, and this then enables them to work beyond 
1

st
 October 2011, then the employee will no longer 

need to make a request for any further extension,  
i.e. they will have the automatic right to choose 
when they retire.   
 
For any further clarification on this issue, please 
contact your local HR advisers.   
 
Further guidance will be published for managers 
once the government has defined any new 
procedures in relation to retirement. 
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Consultancy is one of the core components of the 
University’s Knowledge Exchange activities, and 
provides a growing source of income to Schools 
and Colleges.  
 
Given the increasing focus of the Scottish 
Government (and also the Scottish Funding 
Council and Scottish Enterprise) on increasing the 
interactions between universities and industry, it is 
important that the University increases, and is seen 
to increase, its consultancy activities through 
effective recording and reporting of activity. 
 
The University’s procedures governing consultancy 
activity were last revised in September 1997. 
Edinburgh Research & Innovation (ERI) have 
therefore worked in partnership with Human 
Resources, Internal Audit and other colleagues to 
update the procedures to ensure they are suitable 
for current use, and reflect the manner in which 
consultancy activity has evolved across the 
University, and encompassing service activities as 
well as traditional academic consultancy. 
 
With continuing speculation in the media about 
future constraints to public sector budgets it is also 
worth noting the value to the University created 
through consultancy.  
 
Our consultancy activities have grown steadily over 
the past few years, and in 2009/10, 608 contracts 
were concluded with a total value of £4.98M. 
Included in these figures are 224 contracts with 
Scottish organisations, worth £1.08M. A total of 
£2.9M was returned to participating Schools and 
Colleges.  While this may not appear to be a large 
sum when compared with the University’s total 
income this can provide scarce discretionary 
budgets for activity which may be difficult to fund 
through traditional routes. 
 
As well as bringing benefits to the University the 
procedures are also designed to prevent damaging 
consequences which can arise from consultancy 
activity which fails to comply with procedures. 
Risks may include; 
 
1. Damage to our reputation – The University 

must be seen to be contributing to the aims of 
the Scottish Government, SFC and SE and 
reporting its successes accordingly. We can 
only report that activity which we know about, 
therefore it is important that all such activity is 
recorded and processed correctly. 

2. Loss of income – to the University, Colleges 
and Schools, all of which benefit from income 
generated under the procedures. 

3. Legal risk – if colleagues incorrectly enter into 
contracts themselves without legal review, 
and/or use the University name, or University 
facilities, they can place the University at risk 
of legal action. Even if the University is 
successfully able to defend itself against legal 

action it may incur significant avoidable costs 
in doing so. 

4. Leakage of Intellectual Property – one of the 
areas which legal review will address is 
ownership of intellectual property. Failure to 
contract effectively may lead to loss of 
ownership or other rights, and hence to loss of 
future potential income. 

 
All staff are therefore encouraged to ensure that all 
consultancy relationships are managed through 
ERI on behalf of the University, and covered by 
appropriate contracts. ERI can also provide 
support in the case of service contracts to ensure 
that sensitive issues are handled appropriately. 
 
The revised procedures for Consultancy were 
approved by CMG on the 19

th
 May 2010 and have 

been available via the websites of HR and ERI 
since 1

st
 June 2010.  

www.eri.ed.ac.uk/consultancy/documents/Procedur
es-for-Consultancies-and-Service-Work.pdf 
 
To discuss operating as a consultant to an external 
organisation please contact Mrs. Moira Boyd, 
Consultancy Manager on 0131 650 9043 or 
moira.boyd@ed.ac.uk  
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National negotiations for the 2010-11 pay award 
have been underway through the Joint National 
Committee for Higher Education Staff (JNCHES) 
arrangements since March 2010.  At the end of 
July, the employers made a final pay offer of an 
increase of 0.4% from 1 August 2010.   

As part of the offer, the Universities and Colleges 
Employers Association (UCEA) has offered to 
continue working with the trade unions on a range 
of issues through three established joint working 
groups on Equality, Pay framework and data 
research, and Sustainability issues.  UCEA has 
also offered to establish a forum for staff 
development in higher education. 

One issue raised by the trade unions is job security 
for employees.  However, UCEA has confirmed 
that it has no mandate to engage in negotiations 
on national job security provisions and that 
handling workforce change is a matter for 
individual institutions, as independent employers.  
The majority of institutions, including the University 
of Edinburgh (see below), have processes in place 
developed and applied in consultation with their 
recognised trade unions. 

UCEA is now awaiting the outcomes of the trade 
unions’ consultation processes.  UCU has 
registered a dispute and the dispute resolution 
process is ongoing.  The timing of payment of the 
2010/11 pay award will depend on the outcome of 
these processes and is unlikely to be before 
October 2010.   

Further information about the current position in 
the national pay negotiations is available at   
www.ucea.ac.uk/en/2010_Pay_Negotiations/   
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Earlier in the year the University took part in the 
Universities That Count (UTC) benchmarking 
survey on environmental and social responsibility. 
UTC benchmarks 'the extent to which the emerging 
environmental and social issues are integrated into 
your university’s strategy, practice and 
performance'. It includes a range of HR/people 
management strands, which Health & Safety, 
Corporate HR and other colleagues from across 
the University. 
 
Now in its second year, the survey involves 28 
institutions in the UK, including a range of Russell 
Group universities, and that number is expected to 
rise for next year's submission. 
 
We are delighted to report that Edinburgh 
University has gained a Silver UTC Standard, with 
a ranking of 3rd of the 28 universities who 
submitted this time round.  

• Our overall 'environmental and social 
responsibility index score' was 86.9%, against 
a sector average of 75%.  

• UTC scored Edinburgh's "Waste Mgt & 
Recycling" and "Staff & Student Travel" as 
'Impact Areas demonstrating Outstanding 
Achievement' (�90%). 

• "Climate Change" and "Health, Safety & 
Wellbeing" as 'Impact Areas demonstrating 
Excellence' (�75%).  

The high-level feedback report for our own 
University, which includes more explanations of the 
survey itself and the results, including the other 
HEI's who took part, can be seen here: 
www.seag.estates.ed.ac.uk/docs/open/Universities
thatCount-FeedbackReportJuly2010.pdf 
 
There will be an article in Times Higher at some 
stage, covering the top 5 institutions in the survey. 
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If you have any questions about this facility, please 
contact your local HR team in the first instance. 
The contact details can be found at: 
www.humanresources.ed.ac.uk/contact.htm 
 
Latest Additions of all new companies who have 
agreed to provide discounted offers to University 
Staff, can be found at the following address: 
http://www.humanresources.ed.ac.uk/Staff_Discou
nts.pdf 
 
Full details of all providers can also be found at:  
http://www.humanresources.ed.ac.uk/Staff_Discou
nts.pdf If you have any feedback or know of a 
company who may be interested in providing a 
discount to staff, please email 
Mumtaz.Unis@ed.ac.uk or Tel: 650 8126 
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It is important that your contact details are kept up 
to date. You can view your current details by 
logging into MyEd at www.myed.ed.ac.uk and 
clicking on the myStuff tab.  You can amend some 
of these details yourself by clicking on Launch Self-
service facility, which can also be accessed, along 
with guidelines, from the mystuff tab. Guidelines 
can also be found at: 
www.humanresources.ed.ac.uk/OracleHR/eesshr.
htm 

It is a requirement of HM Revenue and Customs 
that we hold on the HR and Payroll system a 
current home address for all University 
employees. This is where  

your P60 (End of Year Certificate) is sent to after 
the end of the tax year. This is an important 
document for which no duplicate can be issued. 

It is a condition of entry to the UK that all migrant 
workers (i.e. all those who have a work permit or 
required a specific passport stamp/entry clearance 
document in order to be able to work in the UK) 
also provide details of their current phone number 
and mobile phone number.  

All of these details can easily be amended through 
the self-service facility. 

Currently, you can view and update information as 
follows: 

1. You can view your Basic Details but if you 
require any changes, please contact your local 
HR team. 

2. You can change/update the Main Address by 
clicking on the update marker on the right hand 
side above the block. This is for your home 
address only. If you have more than one home 
address that you would wish to be recorded 
then please notify your local HR team to 
update your secondary address. 

3. You can change/update Phone Numbers by 
again using the update marker on the right 
hand side above the block. There is a pick list 
of types of telephones (e.g. home, mobile, etc) 
and you can record as many as you wish 
there. 

4. You can change/update your Contacts with 
the details of persons you would wish us to 
contact on your behalf in an emergency. The 
update marker on the right hand side above 
the block again accesses this. 
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