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Our commitment 
 
Our Commitment sets out what we as a Council expect for Festival workers and where 
we would like others to follow.  
 
The Council has a clear vision for Festival workers in Edinburgh and we want to make 
sure that fair work practices are adopted and complied with.  
 
We have a reputation as the world’s leading festival city, it is a dynamic city which 
makes a vital contribution to the community and economy of Scotland and we want 
to set high standards for those Festival workers who support the city.  
 
We, as a Council, promote high standards of performance, accountability, and a 
culture based on strong values. We ask others to do the same.  
 
The objective of this Commitment is to promote a responsible and credible Festival 
worker environment for Edinburgh, while encouraging all festival organisations to 
work in partnership with trade union colleagues.  
 
The Leader, Depute Leader, Councillors, Senior Management and all Staff commit to 
the provision of effective and sound governance at all levels and we call upon those 
engaging our Festival workers in Edinburgh to follow the worker commitments.  
 
 
 

Andrew Kerr, Chief Executive 
June 2018 

  



 

Commitment 1 
 
The Scottish local government living wage 
 
The Council is committed to and pays its own employees no less than the Scottish 
Local Government Living Wage, a wage which is currently £8.51 per hour.  
 
The Council expects those engaging festival workers to adopt pay policies which 
comply with fair work practices.   
 
The Council expects engaging organisations to align to the same commitment where 
possible to ensure fair pay, to no less than the UK Government national living wage 
level for those aged 25+, irrespective of age (currently £7.83, per hour).  
 
Fair pay is a positive factor and one of the clearest ways in which engaging 
organisations can demonstrate that they adopt fair work policies.   
 
Engaging organisations can also demonstrate this through a variety of policies 
including, recruitment, remuneration, terms of engagement, skills utilisation, job 
support and worker representation. 
  



 

Commitment 2 
 
Rest breaks 
 
 
The Council is committed to ensuring that all of our employees have appropriate rest.  
 
The Council expects those engaging festival workers to adopt the following 
standards:- 
 
For workers over the age of 18: 
 

• when festival workers are working for more than 6 hours, 20 minutes rest; 
 

• rest of 11 consecutive hours in each 24-hour period;  
 

• uninterrupted rest of not less than 24 hours in each 7-day period.  
 
For workers over age 16 but under 18: 
 
• when festival workers are working for more than 4.5 hours, 30 minutes rest; 
 
• rest of 12 consecutive hours in each 24-hour period;  
 
• uninterrupted rest of not less than 48 hours in each 7-day period. 
 
 
Engaging organisations should demonstrate their commitment to protecting and 
regulating workers’ hours of work, rest breaks and holiday entitlements, the aim of 
which is to protect the health and safety of festival workers.  
 
  



 

Commitment 3 
 
No uncertainty of contracted hours 
 
The Council sometimes engages individuals who are on a contract which does not 
guarantee a minimum number of hours work, however, there is no obligation on the 
individual to accept work that is offered. 
 
While the Council is unlikely to be able to eliminate such arrangements entirely, we 
would encourage festival engaging organisations to provide a minimum of 24 hours’ 
notice where work needs to be undertaken. This notice is reciprocal in that workers 
are also asked to provide 24 hours’ notice if they are unable or unwilling to work. 
 
Council contracts of this nature are typically used to provide short term supply staffing 
cover, such as theatre staff, to provide staff where hours cannot be guaranteed.  The 
individual is free to work for different organisations and there is no obligation for 
them to accept work, if offered. These contracts do not include any 
obligations/restrictions around working for other employers. The Council ensure such 
individuals receive an employment contract for the relevant period of work and 
associated benefits such as service related annual leave, special leave and sickness 
allowance - such arrangements ensure that relevant employment benefits are 
conferred as rightly appropriate.  
 
Engaging organisations should demonstrate their commitment to certainty for 
festival workers by agreeing to no less than those arrangements which the Council 
keep.  
 
  



 

Commitment 4 
 
Prevent harassment and discrimination 
 
The Council is committed to protecting its staff from all forms of harassment and 
discrimination, including sexual harassment and discriminatory behaviour, whether it 
originates in the workplace or from the Council’s clients, service partners or 
customers.  
 
The Council will not tolerate or condone such behaviours and it is a breach of our 
open commitment to encourage and maintain an anti-discriminatory culture. The 
Council is committed to eliminating harassment or discriminatory behaviour on any 
of the following grounds: 
 
 

• sex; 

• sexual orientation; 

• age; 

• disability; 

• gender reassignment; 

• marriage or civil partnership; 

• pregnancy and maternity; 

• race; and 

• religion or belief; 

• Trade Union membership. 
 
The Council expects festival engaging organisations to align to the same attitudes and 
behaviours, including a positive demonstration of this through policies which protect 
their workers.   
 
Festival workers should have access to mechanisms to deal with any grievance 
concerning harassment or discrimination that they may have.  
 
  



 

Commitment 5 
 
Safety for journeys to and from work 
 
 
Tackling violence, harassment and safeguarding the safety of Council and festival 
workers is critical.  
 
We would encourage all Council and Festival workers who are travelling late:- 
 

• to wait for a bus, tram or train in a well-lit place near other people; 
 

• if threatened make as much noise as possible to attract the attention of the 
driver;  

 

• know where you are going and when you need to get off and check departure 
times, especially last services;  

 

• if travelling at night try to arrange for someone to meet you at your end 
destination;  

 

• carry extra money in case you get stranded and need different transport;  
 

• have your money ready so your purse or wallet is out of sight. 
 
 
We also encourage employers to take into consideration, start and finish times, 

which take account of public transport available.   



 

Commitment 6  
 
Worker welfare & no unpaid trial shifts 
 
The Council is committed to protecting its staff from unpaid trial shifts.  
 
The Council will not tolerate such behaviours and expects festival engaging 
organisations to also protect their staff from unpaid trial shifts.  
 
Organisations engaging workers should follow best practice recruitment and 
assessment guidance, which do not include unpaid trial shifts.  
 
  



 

 

Commitment 7  
 
Worker Tips 
 
The Council does not encourage or promote tipping within its venues. Where tips are 
given, the Council encourages Festival organisers to ensure that tips are distributed 
fairly and equally between all staff who have contributed to the provision of the 
service, including those who are ‘back of house’.  
 
Tips should not be used to replace or top up wages and will not count as wages for 
the purposes of paying the minimum government living wage.  
 
For guidance, a Code of Best Practice on Tips has been produced by the Department 
for Business Innovation and Skills.  
 
  

https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/453089/09-1327-national-minimum-wage-code-of-best-practice-tips.pdf
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