
 

FIFE CONTEMPORARY ART & CRAFT (ST ANDREWS) LTD 

(Hereafter: Fife Contemporary) 

 

FAIR WORK POLICY 

Fife Contemporary has created this Fair Work Policy with reference to the Scottish 

Government’s Fair Work First Guidance issued in March 2023. This Policy brings 

together aspects of Fife Contemporary’s operating procedures that are already covered 

in related policies, including the Staff Handbook, EDI, Safeguarding and Volunteering 

policies. Every effort has been made to ensure that these policies support and reinforce 

each other. Where this has not been possible, this policy supersedes earlier policy 

documents relating to the same issues.   

For the purposes of this policy the term ‘staff’ includes permanent part-time and full-time 

paid staff, freelance and temporary staff and volunteers unless specifically identified. 

1 Fair Pay and Security 

Fife Contemporary recognise that fair pay, employment security, clear contracting and 

fair access to professional development and progression make for a productive and 

positive workplace. We embed this in our policy on Fair Pay through the following 

specified commitments. We support work security by building clarity and stability into 

contractual arrangements, by enabling collective agreements for pay and conditions, by 

paying at least the Real Living Wage, by taking a flexible approach whenever possible to 

hours of work which align with family life and caring commitments. Where funding 

allows, we will seek to provide fair opportunities for pay progression, sick pay and 

enhanced maternity and pension arrangements. 

1.1 Real Living Wage 

Fife Contemporary pay the Real Living Wage as a minimum to all permanent paid 

positions within the organisation. 

We are a registered Living Wage Employer.  

We annually review and benchmark our salaries against sector norms, the cost of living 

and inflation, ensuring the Real Living Wage is maintained and there is parity between 

roles across the organisation.  



Salary changes are reviewed by the Board at the end of each financial year. The results 

of this review and any changes to rate of pay are communicated to staff via the Director.  

1.2 Artist Freelance Rates 

Fife Contemporary regularly employ artists in exhibitions and to run workshops and 

events. We refer to Scottish Artist Union (SAU) rates and benchmark our freelance rates 

to artists in line with SAU guidelines.  

Rates and expected hours are stated clearly at the contracting stage for all artists and 

agreed in advance.  

To ensure clarity, transparency and fair contracting our Fair Pay Policy for Artists and 

Freelancers is published on our website.  

1.3 Technician and Curation Freelance Rates  

Fife Contemporary also employ other freelance workers to enable us to fulfil our 

charitable objectives.  

We employ technical crew at two different levels, Technician and Senior Technician, 

depending on the skills required for the work undertaken.  

Senior Technician, and more experienced technical crew can be paid at a higher rate on 

request, to be negotiated and agreed in advance.  

We employ curators for their industry knowledge and experience. We therefore pay 

Curators at the SAU rate for most experienced artists (5+ years).  

1.4 Zero Hours Contracts and Fire and Rehire 

Fife Contemporary do not use zero hours contracts. Whether we employ people through 

fixed term or permanent contracts or as freelance contractors the work expectation 

and/or required hours is set out in advance.  

Fife Contemporary to not engage in ‘Fire and Rehire’ practices to change contractual 

arrangements. Changes to contracts are made as a last resort and through negotiation 

and dialogue with relevant parties, through established and contracted procedures.  

1.5 Volunteering and Internships 

Fife Contemporary believes that people should be appropriately remunerated for the 

professional work that they do and therefore its core operation is not structured around 

a dependence on volunteering.  

We recognise that volunteering and structured internships can have benefits to the 

volunteer, these benefits include  

- being able to gain relevant professional experience, or 



- engaging with a social group with shared enthusiasm to gain a sense of 

community or belonging 

- to gain a credit or qualification as part of a university or other accredited course 

We therefore do offer occasional volunteer roles but ensure that any volunteering 

opportunities are 

− tailored to the interests of the volunteer 

− time-limited and they complement rather than replace paid work 

− scheduled to allow time for the volunteer to learn from experienced staff and gain 

skills without unrealistic time commitments from the volunteer or organisation 

− support academic learning and are accredited as part of a course 

− or are communal, collaborative and offer a sense of shared purpose 

As a charity and a company limited by guarantee, Fife Contemporary also benefits from 

the valuable support provided by the members of its voluntary Board of Trustees. 

Charity Board members are not allowed by law to be financially compensated for their 

work. Fife Contemporary have built ways to support increasing the diversity of 

representation on our Board without offering payment, by making direct approaches to 

potential members from underrepresented groups and offering professional 

development support and mentoring for new board members and prompt payment of 

expenses.  

Our Volunteering Policy covers our provision of volunteering opportunities in greater 

detail. 

1.6 Flexible and Family-Friendly Working Practices  

Fife Contemporary believes that flexible working can increase staff motivation, promote 

life-work balance, reduce employee stress and improve performance and productivity. 

In turn this promotes positive experience of employment, ensuring staff retention and 

business continuity. As a small organisation we are in a good position to enable flexible 

and family-friendly working practices that support and benefit all staff regardless of their 

personal situation. We recognise that family life and experience is varied and can take 

many forms.  

All Fife Contemporary employees have the right to request flexible hours of work, 

without prejudice to their professionalism or performance and in adherence with current 

legislation, and these will be considered fairly, alongside operational requirements and 

in discussion with the employee. The Company will not discriminate against employees 

because of any protected characteristic in dealing with flexible working requests. 

Requests are treated on a case-by-case basis and are guided by our Flexible and Home 

Working Policies. 



1.7 Addressing the Gender Pay Gap  

Fife Contemporary benchmark pay rates for all roles within the organisation against 

sector norms. 

We do not discriminate against employees on grounds of sex when setting pay scales, 

and benchmark across the organisation.  

We encourage all employees to value their work. We note that, in relation to gender pay 

gaps, that female staff are less likely to, and so encourage them explicitly to do so. We 

take requests for pay negotiation seriously.  

Our family-friendly, Flexible and Homeworking Policy aims to mitigate against the impact 

of external factors which often affect negative perception of women’s effectiveness and 

career development within the workplace.  

2. Effective Voice 

Fife Contemporary has a small team. We embrace that this means that informal dialogue 

between colleagues can be easily facilitated, and a sense of community is part of our 

organisational culture; where all contributions are considered valid and can naturally 

develop.   

To ensure this culture is embedded, it is built into our organisational structure. We have 

clear channels for communication, where challenge and support requests can be 

voiced, and a safe space for dialogue can be fostered, recorded and acted upon.   

As part of managing a remote and hybrid working structure and delivering multiple 

streams of practice across a broad geographic area, we have weekly team meetings in 

which all aspects of our work and programme are shared and discussed openly. 

Opportunities to discuss and plan wider programming are made through whole team 

office days, and ‘Away Days’ within Fife and surroundings, a minimum of 4 times per 

year.  

Staff members can request 1 to 1 meeting at any time to discuss any ongoing concerns 

and there is an Annual Review system in place to support all staff. 

2.1 Board Capacity in enabling an Effective Voice 

Fife Contemporary’s Board of Trustees are responsible for the overall governance of the 

organisation and are committed to encouraging all staff to have an effective voice within 

the programme and governance.  

The effectiveness of our systems for engaging in meaningful dialogue are formally 

monitored on an annual basis through feedback at staff reviews.  

2.2 Meetings and Communication 



Fife Contemporary’s staff team meet once per week in a structured team meeting to 

share current programme status and gather input, ideas and support from colleagues. 

Through this, work responsibilities can be shared across projects, with busy periods on 

projects covered by the rest of the team. We recognise that team tasks have a degree of 

fluidity and adaptability across roles which allows for support when required. 

Weekly 1 to 1 meeting are structured between team members and the Director to 

enable continued and detailed dialogue.  

Employees are encouraged to propose their project ideas, ambitions and input into the 

organisational plans during any of these meetings.  

Fife Contemporary Board meet quarterly and are responsible the overall governance of 

the organisation, including employee support. Employees are encouraged to contribute 

to the preparation of board papers so that the complete picture of organisational activity 

is communicated at board level.  

The Director is responsible for feeding back comments, discussion and decisions from 

the team to the board, and from the board to the staff team in summary as soon as 

possible after board meetings. After completion, minutes and papers are made available 

to all.  

In the event that an issue arises between the Director and a staff member and this 

cannot be resolved through the normal course of interactions, either person can raise 

the issue with the Chair of the Board of Trustees.  

2.3 Union Membership and Collective Voice 

Fife Contemporary recognise the Scottish Artists Union as the national voice for 

collective bargaining for artists in Scotland. 

Fife Contemporary employees can join a union and are encouraged to do so if this is of 

value to them. 

Fife Contemporary is a small organisation with under 17 employees. Union membership 

is therefore not the only route through which employees can have a voice. Fife 

Contemporary’s Boad are committed to recognising employee concerns and acting in 

good faith to listen and respond to them in a timely manner. Staff can, with agreement 

from the board, attend board meetings as a guest/visitor, for themselves or on behalf of 

other staff members. 

2.4 Staff Representation 

As a small organisation it is impractical to have a single union representative staff 

member. However, staff can ask another staff member or an external union 



representative to attend relevant meetings with them or on their behalf if they feel this 

will enable them to have an effective voice.  

2.5 Queries: Questions, Concerns and Formal Complaint Procedures 

Employees, volunteers, contractors and board members can raise questions and 

concerns about the organisation or individual colleagues, as well as formal complaints, 

at any time with their line manager. These are hereafter referred to as queries.  

If a member of staff has concerns about procedures, policies or the behaviour of 

colleagues or senior staff it is always recommended that these are raised and discussed 

first in informal conversations with a line manager, if the member of staff feels 

comfortable doing so, before they are formally escalated as queries.  

A query should be made in writing and be labelled as a question, point of concern or as 

a formal complaint. The query will be acknowledged and responded to within 5 working 

days, will be taken seriously, and will be treated confidentially to other colleagues. It may 

be escalated to the Director, Board or appropriate authorities. The senior recipient will 

then have 1 month to initiate appropriate action to points of concern or formal 

complaints. Questions may take up to three months for a detailed response.  

Where the query is raised about a line manager, or the person raising the query does 

not feel comfortable raising it with their line manager, then the reporting chart attached 

in Appendix A should be followed. 

3. Workforce Development and Fulfilment 

Fife Contemporary is a small organisation with a friendly and open culture where the 

team support each other; it is a positive and supportive workplace which fosters a sense 

of belonging. Everyone is passionate about our mission and goals. Because the staff 

team is small, opportunities for promotion and career development within the 

organisation are limited, however the principal of staff fulfilment is upheld by the 

leadership, which encourages all staff to develop, contribute and benefit professionally 

from working for the organisation. Fife Contemporary benefits from encouraging all staff 

to use their existing skills, exercise some control over their own and the organisations 

development, and to make a difference. 

3.1 Annual Reviews 

Annual Reviews take place 1 to 1 between each staff member and the Director.  

These are a formal opportunity to  

- celebrate individual achievements over the past year 

- discuss aspirations for the next year and agree key programme milestones and 

personal goals 



- discuss any issues or concerns about your employment or contract 

- receive positive feedback and constructive support 

- formally gather feedback to assess our Fair Work and related policies 

Additional 1 to 1 meetings can be requested by an employee to a line manager, and by 

a line manager to employee, at any point during the year. These requested 1 to 1s are 

informal conversations and are intended to support smooth communication, workflow 

and professional development.  

If a more formal 1 to 1 is requested, an outline of the reason should be stated in writing 

in advance by the requesting party. These can be recorded as minutes or formal notes 

at the request of either party, they can be recorded as sound or video at the agreement 

of both parties.  

3.2 Enabling Continuing Professional Development (CPD) 

Through Annual Reviews, 1 to 1s and throughout the year staff are encouraged to seek 

professional development opportunities which can benefit them and Fife Contemporary 

by developing skills, professional aptitudes and capabilities. 

There is an allocated budget ringfenced to invest in staff development. This is currently 

1% of our salary budget, we have a target to increase this to 2%. 

Staff can request paid course attendance in writing stating how this will benefit their 

professional development and Fife Contemporary. Courses can also be suggested by a 

line manager.  

Fife Contemporary also actively look for opportunities in training and skills development 

offered by our partners and membership organisations, including SCAN, Arts&Business, 

Fife Council, Creative Scotland, Engage and others.  

Time will be allocated within the working hours of the team member to attend training 

courses and CPD opportunities. 

Staff are consulted on designing Away Days and their outputs.  

3.3 Measuring our Performance in Skills Development 

In order to ensure we continually improve our support for professional and skills 

development, we carry out an annual staff audit of the skills and aptitudes shared across 

the team.  

In so doing we can target individual and team-wide skills development, our away days, 

and CPD more effectively. 

 



4 Access to Opportunity and a Diverse and Inclusive Workplace 

Fife Contemporary recognises that equal access to opportunity allows people to 

progress in work and employment and is a crucial dimension of fair work. We have a 

robust EDI Policy and Action Plan which ensure that workers in groups subject to 

specific legal protections on the grounds of sex, sexual orientation, race and ethnicity, 

religion, age, disability, gender reassignment, marriage status, or pregnancy and 

maternity leave, will have fair access to opportunity. We also recognise that financial and 

social deprivation, caring responsibilities, and neurodivergence, as well as other factors 

can impact capacity to for an individual to benefit from opportunity. Fife Contemporary 

works to embed attitudes, behaviours, policies and practices within the organisation that 

reflects the importance we place on fair opportunity, based on our core values. These 

include inclusive recruitment and selection procedures, and training and development 

practices that are designed to be flexible, accessible and attainable by all. 

4.1 Hiring Policies for Staff and Board  

All advertised roles are subject to anonymous EDI monitoring to collect data. This allows 

us to assess or processes for unconscious bias and to find out which protected 

characteristics are under-represented.   

Where a lack of representation is identified in the staff team and amongst applicants, 

active measures are taken to address this imbalance such as  

- Promoting role opportunities with diversity partners and representative bodies 

such as Fife Equalities Forum member organisations. 

- Directly approaching individuals through network and by recommendation for 

roles where an open call for applications is not necessary – such as Board 

members, curator and exhibiting artist opportunities.   

- Specifically mentioning inclusive work environments and the measures in place 

to support this in recruitment advertisements. 

- Ensuring interview and application review processes are made more accessible 

by addressing unconscious bias when reviewing applications, supporting 

interview costs, and making interview questions available early to applicants.  

4.2 Access to Training 

Measures are in place to ensure training and CPD for artists and staff are accessible and 

provide equal access to opportunity. For artist CPD sessions this means accessible 

places are provided – including paying fees or travel costs by application for those 

identifying barriers to inclusion. For staff training this means ensuring that mandatory 

training happens within family friendly working hours. Staff are encouraged to lead their 

own training and development and to seek out opportunities that benefit their 



development and that are accessible and of value to them. Training days are also 

available to staff on maternity leave paid as Keep In Touch days.  

5 Respect: Wellbeing and Dignity at Work 

Fife Contemporary recognises that mutual respect, and consideration for wellbeing are 

important aspects of everyday social exchange and is a crucial element of relationships 

in the workplace where a significant proportion of life is spent.  

Through this policy we ensure that  

− people are respected and are treated respectfully, whatever their role and status 

− all staff recognise others as dignified human beings with standing and personal 

worth 

− respect at work is a two-way process between Fife Contemporary and our staff, 

with all recognising the reciprocity of the employment relationship. 

5.1 Dignity at Work Policy 

Fife Contemporary aims to create a working environment in which staff, volunteers, 

artists, and collaborators are treated with respect, in a manner that allows them to 

maintain their dignity at all times and where there is zero tolerance of harassment and 

bullying.  

The duty of care for all staff lies with the Director and Chair of the organisation, they are 

ultimately responsible for ensuring dignity in the workplace at Fife Contemporary and 

responding to complaints regarding harassment, bullying or any inappropriate behaviour 

which contravenes the respectful working practices described in this policy and other 

policies held by the organisation.  

 

Dignity at Work applies to everybody working for Fife Contemporary. This includes full-

time and part-time staff, freelancers, subcontractors and agency workers, volunteers 

and interns; herein all referred to as staff. It can apply to anyone experiencing bullying or 

harassment at work, work-related events such as social functions or business trips, as 

well as via telephone, email, text messages and online. 

 

Staff can expect to be treated with dignity and respect at work in formal 

communications, using appropriate forms of address and written language.  

 

Staff can also expect to be treated with dignity and respect in informal conversations 

within work environments including in the office and on social media and messaging 

services designed for communication between colleagues. 

 



Any staff member who feels they have not been treated with appropriate dignity and 

respect can raise a query with their line manager as identified in section 2.5 of this 

policy. 

 

5.2 Bullying and Harassment 

 

We have a duty of care to protect all staff. We have a Bullying and Harassment Policy 

which will be shared with all staff before their work begins with us. If any staff have a 

problem with bullying or harassment, we encourage them to use the support identified 

in this policy to try to resolve it as early as possible. 

 

Informal resolution is an option available to dealing with bullying or harassment, as 

identified in the Bullying and Harassment Policy, and should be approached as the first 

course of action before formal routes are pursued.  

 

The chart in Appendix A shows the formal reporting structure for Fife Contemporary and 

shows alternative routes for reporting bullying or harassment if you don’t feel 

comfortable reporting to your immediate line manager. Freelancers or volunteers who 

wish to raise a point of concern or formal complaint should contact the staff member 

they report to, or an alternative report as per Appendix A. The same principles of 

fairness and objectivity will be applied.  

 

Fife Contemporary investigate any formal complaint with regards to bullying and 

harassment that is brought to our attention using the same procedure as identified in 

section 2.5 of this policy in a fair, independent and confidential way. After considering all 

the facts, we will take prompt and appropriate action.  

 

  

---- ENDS ---- 

Kate Grenyer, Director 

Fife Contemporary 

March 2025 

  



Appendix A: Reporting Structure 

This diagram identifies the organisational routes for raising any formal Queries, marked as either 

Questions, Concerns or Formal Complaints in writing via email. 

Informal queries or requests for a support conversation or 1 to 1 can also be raised via email or 

in person through these routes.  

This is also the route for formal processes for reporting bullying or harassment (See Bullying or 

Harassment Policy) or welfare concerns (See Safeguarding Policies). 
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