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The 5 Dimensions of Fair Work

Effective Voice

Security

Respect

Opportunity

Fulfilment



Fair Work First Criteria:

Fair Work First asks employers 
to commit to adopting the 
following criteria:

• Appropriate channels for 
effective voice, such as trade 
union recognition

• Investment in workforce 
development

• No inappropriate use of zero 
hours contracts

• Action to tackle the gender 
pay gap and create a more 
diverse and inclusive 
workplace

• Payment of the real Living 
Wage (£9.50 p/h in Scotland)

It should be used by those 

involved in awarding public 

sector grants, sponsorship 

and other funding, and 

contracts, and those 

seeking to 

access/accessing such 

funding and/or contracts.



Appropriate channels for effective voice

What This Means

Effective voice is much more than having a communication channel 
available within an organisation. It requires a safe environment where 
dialogue and challenge are central to the organisational culture, are 
dealt with constructively, and where employee views are sought out, 
listened to and acted upon, and can make a difference. Effective voice 
requires workers, employers and trade unions or worker representative 
groups to work in partnership to make sure the right decisions are 
made to ensure workers are treated fairly and equitably. The co-
determination of working practices is key to delivering all of the 
dimensions of Fair Work effectively. 

Outcomes

Effective voice channels improve information sharing and problem 
solving, encourage innovation, support cross-learning and can resolve 
conflict. Effective voice through trade unions can lead to the 
development of effective HR policy in relation to pay, working time, 
holiday arrangements, training, health and safety and flexible working 
that delivers positive outcomes for workers and for employers. 



Investment in workforce development

What This Means

Effective workforce development involves employers providing 
opportunities for their staff at all levels of the organisation and should 
be a shared responsibility and shared commitment between the 
employer and workers. Everyone should be able to engage in lifelong 
learning. 

Outcomes

Organisations that invest in the skills of their workforce can generally 
expect their workers to add more value, provide a better 
service, achieve higher levels of productivity and be more resilient 
and responsive to change.

Talent management is crucial, even when labour markets are in flux. 
Talented job seekers are more likely to apply for roles in organisations 
that are committed to developing their people for current and future 
roles. Fair Work should therefore be built into employer's recruitment 
and retention processes.

Investment in workforce development can also build a more engaged 
and fulfilled staff; and equal access to training is important in 
advancing equality at work and closing pay gaps. When people can 
continue to learn and develop, and use their skills and talents to add 
value, they gain a greater sense of control over their work and scope 
to make a difference. This helps build their confidence and self-
belief, improving individual and organisational wellbeing.

https://www.carnegieuktrust.org.uk/publications/can-good-work-solve-the-productivity-puzzle/


What this means

Although there is no legal definition of a zero-hours contract, in the 
context of Fair Work, such a contract is one which does not guarantee 
any work to the individual and does not set out a minimum number of 
hours (whether ongoing or for a set period).

An employer is likely to be using a zero-hours contract inappropriately 
if:

• they offer a worker a regular pattern of work or regular number of 
hours but offer only a casual/zero-hours contract; 

• a worker has had no say in the zero-hours contract and actually 
wants a contract of employment guaranteeing a minimum number of 
hours;

• they put pressure on a worker to accept the terms of a zero-hours 
contract (where challenged) in order to keep their job;

• there is an expectation that workers will accept all hours offered but 
no reciprocal expectation that the employer will guarantee hours of 
work.

Those employers using zero-hours contracts should be able to credibly 
explain their exceptional circumstance which leads to them using such 
contracts and the steps they are taking to review their business model 
to eliminate these circumstances. 

No inappropriate use of zero-hours contracts



Action to tackle the gender pay gap and create a 
more diverse and inclusive workplace

Fair Work expects employers to go beyond their legal obligations under 
the Equality Act 2010, enhancing the protections for workers on the basis of
their age, disability, gender reassignment, marriage and civil 
partnership, pregnancy and maternity, race, religion and 
belief, sex, and, sexual orientation.

The gender pay gap exists because women earn significantly less than men 
over their careers.The Close your pay gap toolkit provides a range of guidance 
and advice to help employers calculate their gender pay gap and identify 
actions to reduce it.

Employment can play a major part in addressing racial inequality. The gap in 
employment rate for the minority ethnic population in Scotland is consistently 
and persistently high. Employers can use the Minority Ethnic Recruitment 
Toolkit to improve the diversity of their workforce by recruiting more people 
from minority ethnic backgrounds.

Disabled people also experience discrimination and a lack of access to 
opportunity. Fair and equal access, and the provision of appropriate support, 
can greatly improve disabled people's chances, enabling access to jobs, job 
retention and career progression. Information about employment issues for 
disabled people is available from Inclusion Scotland through We Can Work and 
from Scottish Union of Supported Employment (SUSE).

Public Sector have a duty to report Gender Pay Gap - Scottish Enterprise 
Equality Report

https://www.scottish-enterprise.com/media/3932/se-equality-mainstreaming-
report-april-2021.pdf

http://www.legislation.gov.uk/ukpga/2010/15/contents
https://www.equalityhumanrights.com/en/advice-and-guidance/age-discrimination
https://www.equalityhumanrights.com/en/disability-advice-and-guidance
https://www.equalityhumanrights.com/en/advice-and-guidance/gender-reassignment-discrimination
https://www.equalityhumanrights.com/en/advice-and-guidance/marriage-and-civil-partnership-discrimination
https://www.equalityhumanrights.com/en/pregnancy-and-maternity-workplace
https://www.equalityhumanrights.com/en/advice-and-guidance/race-discrimination
https://www.equalityhumanrights.com/en/religion-or-belief-workplace
https://www.equalityhumanrights.com/en/advice-and-guidance/sex-discrimination
https://www.equalityhumanrights.com/en/advice-and-guidance/sexual-orientation-discrimination
https://youtu.be/F8vGXqzcxm8
https://www.closeyourpaygap.org.uk/
https://www.gov.scot/publications/minority-ethnic-recruitment-toolkit/
https://inclusionscotland.org/what-we-do/employability-and-civic-participation/employability/
https://www.suse.org.uk/
https://www.scottish-enterprise.com/media/3932/se-equality-mainstreaming-report-april-2021.pdf


Payment of the 
Real Living 
Wage

What this means

The Scottish Government promotes 
payment of the real Living Wage as the 
minimum rate for everyone in paid work; 
this is distinct from the statutory National 
Living Wage and National Minimum 
Wage which are set by the UK 
Government. The real Living Wage is a 
voluntary hourly pay rate based on what 
families need for an acceptable living 
standard. The rate is calculated by the 
Resolution Foundation and overseen by 
the independent Living Wage 
Commission; it is reviewed annually to 
reflect the cost of living, and the rate is 
announced each November.

Payment of the real Living Wage should 
not be used to limit pay rates, and where 
sectorally bargained rates have been 
agreed these should be applied provided 
they are not below the real Living Wage.

Outcomes

Enabling people to earn a decent income 
will help them to have a decent standard 
of living and is the best way of tackling 
poverty. Low wages are a prime cause of 
in-work poverty, along with the increased 
use of zero-hours contracts and other 
precarious practices.

https://www.scottishlivingwage.org/


Some examples of actions 
to enhance fair work

Worker 
representative 

groups/employee 
forums Employee 

engagement 
survey & 

action plans

Mentoring 
programmes

Training 
opportunities

Flexible 
working

Youth 
employment

Job 
fulfilment

https://www.gov.scot/publications/fair-work-first-guidance-

support-implementation/pages/4/

https://www.gov.scot/publications/fair-work-first-guidance-support-implementation/pages/4/


Useful links & resources

2025 vision for Fair Work
https://www.gov.scot/publications

/fair-work-action-plan/
This document sets out the 

strategic approach of Scottish 
Government to help achieve this 

vision -

What is Fair Work:
https://www.fairworkco
nvention.scot/the-fair-

work-framework/

Fair Work First Criteria: What 
does it mean in practice 

https://www.gov.scot/publica
tions/fair-work-first-guidance-

support-
implementation/pages/4/

The Fair Work Convention
https://www.fairworkconvention.s

cot/ - has been in place since 
April 2015 and acts as an 

independent advisory body to 
Scottish Ministers. 

https://www.gov.scot/publications/f
air-work-action-plan/pages/5/

Real Living Wage -
https://www.livingwage.org.uk/what-real-

living-wage “The Real Living Wage rates are 
higher because they are independently-

calculated based on what people need, to 
get by. That's why we encourage all 

employers that can afford to do so to 
ensure their employees earn a wage that 

meets the costs of living, not just the 
government minimum.”

Employee Fair Work 
Quiz:

https://quiz.fairworkco
nvention.scot/

Employer Fair Work 
Support Tool: 

https://fairworktool.sco
t/

https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.gov.scot%2Fpublications%2Ffair-work-action-plan%2F&data=04%7C01%7CMichelle.Paterson%40scotent.co.uk%7C4138c24f4b5b4db77ba108d937e9ea42%7C50374495fdde4d04bc5c574982680e19%7C0%7C0%7C637602300062462915%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=cPJZBX%2F8nwj1aWSCalJRfla88tKHmlThuGUpE7o9uFQ%3D&reserved=0
https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.fairworkconvention.scot%2Fthe-fair-work-framework%2F&data=04%7C01%7CMichelle.Paterson%40scotent.co.uk%7C4138c24f4b5b4db77ba108d937e9ea42%7C50374495fdde4d04bc5c574982680e19%7C0%7C0%7C637602300062452959%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=pmm%2F6o7Wu%2F4UqvlR9OwGhSlet%2BQd7xrAFrxbcfuedHI%3D&reserved=0
https://www.gov.scot/publications/fair-work-first-guidance-support-implementation/pages/4/
https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.fairworkconvention.scot%2F&data=04%7C01%7CMichelle.Paterson%40scotent.co.uk%7C4138c24f4b5b4db77ba108d937e9ea42%7C50374495fdde4d04bc5c574982680e19%7C0%7C0%7C637602300062452959%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=J8G2kDdlfsdJGzl6fnF9OEDc8DTD%2BP%2FzfTA3uUdibO0%3D&reserved=0
https://www.gov.scot/publications/fair-work-action-plan/pages/5/
https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.livingwage.org.uk%2Fwhat-real-living-wage&data=04%7C01%7CMichelle.Paterson%40scotent.co.uk%7C4138c24f4b5b4db77ba108d937e9ea42%7C50374495fdde4d04bc5c574982680e19%7C0%7C0%7C637602300062472878%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=yEDgfppiDxP7R4RTbUed%2B9rn7s8yxtEBI%2BvQg%2FM6gSc%3D&reserved=0
https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fquiz.fairworkconvention.scot%2F&data=04%7C01%7CMichelle.Paterson%40scotent.co.uk%7C4138c24f4b5b4db77ba108d937e9ea42%7C50374495fdde4d04bc5c574982680e19%7C0%7C0%7C637602300062472878%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=Ahz4KxrH5dunuK6SSc2%2BFI3znhXympFgGwED%2FE4%2Fkl0%3D&reserved=0
https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Ffairworktool.scot%2F&data=04%7C01%7CMichelle.Paterson%40scotent.co.uk%7C4138c24f4b5b4db77ba108d937e9ea42%7C50374495fdde4d04bc5c574982680e19%7C0%7C0%7C637602300062482827%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C1000&sdata=taUfGH58NqcbYmlOwFyDCvW5ujELnionb%2F1OBBQ4eRM%3D&reserved=0


Contact details

Michelle.Paterson@scotent.co.uk
Opportunity Manager – Fair Work and Inclusive Business Models

Business Services & Advice

Main Contact Number: 0141 468 5915

Mobile: 07717 335308

LinkedIn

https://www.scottish-enterprise.com/

https://findbusinesssupport.gov.scot/

https://www.scottish-enterprise.com/contact-us 

0300 013 3385

mailto:Michelle.Paterson@scotent.co.uk
https://www.linkedin.com/in/michellepaterson1/?originalSubdomain=uk
https://www.scottish-enterprise.com/
https://findbusinesssupport.gov.scot/
tel:0300%20013%203385
tel:0300%20013%203385



