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Fair Work Action Plan
Introduction
This plan sets out the actions we will take to ensure a “Fair Work” environment, aligned with the 2016 Fair Work Convention in Scotland.
Fair Work is defined as work that offers effective engagement, opportunity, security fulfilment and respect for employees.
As an employer the Trust aims to offer a flexible and positive work environment at all times, providing employees with a supportive environment with pay, terms and conditions and in-work policies which reflect the needs of all staff and in particular take account of our island community setting.
The following plan responds to each of the “dimensions” and criteria in the Fair Work Employer Support Tool and should be viewed alongside our wider set of employment policies.
Effective Voice – Employee Engagement
We offer all staff regular one-to-ones with their line manager, as well as regularly scheduled staff team meetings. Dialogue can take place on either a collective or individual basis. 
We encourage an open atmosphere where staff ideas and opinions are welcomed, and where there is transparency over decision making. Although there is no current trade union recognition in place, we would do so in future should staff wish to organise trade union representation. Management staff have training in open communication principles.
Opportunity – Workforce Investment / Development
The Trust has a very positive attitude towards training and development, reflective of our charitable objectives to support this in our community. All staff have a training budget available and are actively encouraged and supported to consider their learning needs and personal objectives, both to support their current work and to support future expansion in role or career development. This is a standing agenda point in staff one-to-ones with their line manager, and a key point of focus during annual appraisals, and induction/probation processes. 
Where appropriate, staff can be offered buddying, coaching or mentoring, either with other staff or with Trust Board members with appropriate skill sets.
We actively seek to improve our workplace policies with a view to supporting equality, diversity and inclusion and or vary needs for flexibility for specific demographics in our workforce, or barriers to full and equal participation (e.g. those with caring responsibilities or protected characteristics).
Security – Living Wages, Contracts, fair and open pay treatment
The Trust strongly believes that all staff should be paid a true living wage. All of our staff are paid at a higher level than that set by the Living Wage Foundation, and we will insist that any contractors working directly or indirectly for us are paid at least the real Living Wage.
We strive to offer contracts on a long-term basis whenever stability of funding and organisational need allow this. Where contracts are fixed term or temporary this is done for clearly defined reasons, such as funding limitations and/or projects being of a short/limited term nature. We seek to be as open and transparent as possible with staff about any potential impacts to contracts as a result of funding, recognising that especially in our local setting there is a need for longer lead times (e.g. to know about contracts ending/being extended). We do not utilise zero-hour contracts, nor do we or would we utilise “fire and rehire” practices.
The nature of our workforce, role profiles and pay grading structure generally does not allow for the presence of any Gender Pay Gap, and our efforts to offer inclusive work policies aim to ensure that remains the case. Our pay structure is open, transparent and consistent across a recognised set of role grades, with the organisational budget, including salary levels, open to all staff to see and question.
Fulfilment – ensuring satisfying jobs that lead to good outcomes
We take a practical and pragmatic approach to designing job roles to match realistic, achievable goals that sit within a cohesive long-term Community Development Plan. Every staff member should have a clear understanding of how the work they do contributes to that Plan and leads to good outcomes for our community – making a positive difference – and this is an explicit goal of the design process for any new role profile. 
Expectations of performance are realistic and are always developed with individual staff to be achievable without negative impact on wellbeing. Management take a proactive approach to encouraging and supporting staff to keep within their contractual hours, taking time-off-in-lieu on a regular basis as appropriate.
Staff are encouraged to develop autonomy within their roles, while always knowing that support is available and where there is a need for oversight and sign-off. Where staff are comfortable taking on a greater level of responsibility as a learning/development opportunity, they are supported to do so, while ensuring that this does not become an ongoing expectation to shoulder a greater burden than the role grade (and pay) implies.
As part of regular one-to-one support sessions with line managers, development goals are identified taking into account both organisational needs and personal targets for career progression and fulfilment, where these can be accommodated.


Respect – Positive behaviour and conduct, Safe workplaces
The Trust has clear and robust policies on Equality, Diversity & Inclusion, and respectful conduct between staff, volunteers and directors. These reflect our belief that all members of our community are valued and have a right to participate free from discrimination, harassment, intimidation or bullying. Failure to respect this position will result in action being taken through appropriate guidance and, if necessary, disciplinary/grievance procedures.
We have established and are further developing clear protocol for interactions between Board/governance committee members and staff, taking into account the potential (especially within a small community) for conflicts of interest to arise, or external interpersonal relationships to impact on conduct within our activities. 
We recognised that at times, personal or family lives may require flexibility from the workplace, and that this supports happier, healthier and ultimately more productive and fulfilled employees.
Differing views and perspectives are welcomed, and we strive to create environments where these can be expressed and discussed in a way which feels and is safe for all participants.
We take health and safety seriously as an organisation, and ensure that there are appropriate procedures, equipment and training in place to keep our staff, volunteers and members of the public safe from harm. This includes enforcing any necessary restrictions on unsafe activity within any services or facilities under our control and requiring users of those service and facilities to abide by relevant laws, regulations and risk-reduction measures.
Measuring success of these actions
The above actions will be assessed through:
· Review of induction processes during probation reviews
· Regular staff one-to-ones
· Annual staff appraisal feedback
· Exit interviews
· Scrutiny by (and feedback from) our Board and governance volunteers
· Maintaining an ongoing culture in which staff feel able to raise any issues at any time
This will be done on an ongoing basis.
Reviewing this Plan
A focussed review of this plan and the success measures above will take place every two years or sooner if deemed appropriate and carried out via a process involving staff and Board input.
Current identified priorities for development (Feb 2023):
· Updates to various policies and procedures that are due for review – currently working to facilitate this with the help of setting up a professional HR advice service membership.
· Complete implementation of new “360 degree” annual appraisal system introduced in 2022.
· Work with all staff to develop clear workplans linked to the new Community Development Plan 2023-2028, which will also help inform staff development plans
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