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1. ATLAS Arts Fair Work Statement 
 
Introduction 
ATLAS Arts is committed to fair work and to the consistent review of what this means to our 
everyday work. Our fair work principles apply to staff as well as artists and freelancers we 
work with. 
 
In our recent Strategic Plan, 3 of the 6 core Strategic Aims outline actionable objectives in 
relation to Fair Work, aiming to address inequities in the culture of our sector (Aim 3: Foster 
systems change and solidarity), to maintain healthy, secure, sustainable working practices 
for all workers (Aim 6: Foster fair and fulfilling work for staff and artists), and to ensure staff 
and local skills development is embedded (Aim 5: Prepare for change through collectivity 
and training).​
 
This statement has been agreed by all staff and board members, including our staff Fair 
Work monitor. Referring to the Scottish Government’s Fair Work First guidance, we outline 
our progress and approach below. ​
 
Artists and Creative freelancers 
Improving artist security in the sector  is a key aim of ours. Around 35% of our expenditure is 
on paying artists and creative freelancers. We are committed to fair pay, and often pay 
above industry standards. We also recognise the need to support the effective voice of 
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artists throughout our projects - in many cases artists work alongside our team very closely 
for a number of years (eg The School of Plural Futures), and so the creation of channels to 
ensure they can communicate concerns and learning are hugely important. Our Evaluation 
and monitoring policy captures a lot of these feedback routes. We are committed to 
providing external training, support and mentorship to artists throughout our projects. 
​
ATLAS Arts is committed to paying Scottish Artist Union Rates for artist talks, events, and 
residencies. As our projects work across different time periods and locations, our approach 
to artist fees for projects is built on a case-by-case basis, determining the amount of time 
and commitment required. Research visits are supported at a rate of £850 per week. Per 
diems are £25 per day (2025). If over 2 months work, artists’ fees are set against the 
producers salary, pro rata. ​
 
We are always open to questions and queries about our financial policies and expenditure, 
and endeavour to be part of sector conversations exploring best practice, especially when 
advocating for salary level payments for artists. 
 
Appropriate channels for effective voice 
Individual voice: ATLAS Arts is a team of five, inclusive of one director and within this small 
team we aim to promote an open, supporting and transparent working culture, with team 
members supported through a range of 1-1 meetings with director, regular group meetings, 
and an environment of feedback and reflection supported. We have a board buddy system to 
establish channels of communication between staff and board members to ensure common 
understanding of personalities, job roles and needs, and aim to reduce hierarchy between 
staff and board. Staff have annual review meetings with the director to discuss training, 
development, job description appropriateness, issues and to positively reinforce 
contributions. We consistently seek feedback from artists we work with focused on pay and 
developmental support via 1-1s throughout projects, our artist access and info document, 
and via email follow up, as well as evaluation meetings/reports for larger projects.​
 
Collective voice: We have transparency in decision making and access to all budgets, and 
all team members contribute to board reports and attend board meetings. We regularly 
discuss and review approaches to artist pay and core/programme budget setting as a team. 
All team members contributed to our recent strategic plan through consultation and 
contributing research and writing. We consistently review and adapt when necessary the 
channels available to workers and artists to raise concerns or issues at monthly 
communications/access and programme meetings, and quarterly finance and evaluation 
meetings, as well as through informal channels. Agendas are set collectively. We have seen 
these channels being used successfully in recent times. Via our Staff Handbook, we 
encourage staff to follow ACAS guidance for employee support, and we recognise the 
Scottish Artist Union as the representative body for artists. We have a non-executive 
member of staff responsible for reviewing our approach to fair work (Economies Manager). 
We recognise and encourage all staff members to join unions or employee associations as 
appropriate.  
 
Investment in workforce development 
We have a training budget available for staff development and all staff have a travel budget 
to be used autonomously. Staff are encouraged to travel and visit artists on work time and 
budget is available for travel beyond Skye (though this is limited due to funding constraints). 
Staff and board are consistently invited to suggest and join training programmes related to 
our creative programme and EDI aims via performance review, team meetings and 1-1 
check ins. In recent years staff have been invited to take one paid day away a month for 
research and development of their own choosing. Budget has also been assigned for a 
mentor of each staff member's choosing. Work with Young people is at the core of our work 
and through programmes such as the School of Plural Futures we focus on training and 
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development opportunities on the island. One of the 6 core objectives of our 2022-2028 
Strategic Plan is to ‘Prepare for change through collectivity and training’ maintaining and 
promoting opportunities for young people, attractive terms for employees, and development 
of future cultural workers in the area. We work closely with sector bodies such as the 
Scottish Contemporary Art Network, The Payscales and Benchmarking Group, Highland 
Cultural Leaders, Creative Carbon Scotland and other informal networks to learn and 
develop best practice in relation to pay, recruitment, staff support and sustainability.​
​
Leadership desires are discussed at annual appraisal. In 2023-24 two members of staff took 
on executive responsibilities for the Director’s maternity cover. Our CEM joined Enough 
Scotland’s Degrowth course in 2023, to help develop experimental practice. 
 
We have a long history of “Talent Development” initiatives, in recent years these have 
become more reciprocal in nature - focused on artists coming into the SoPF, our Gàidhlig 
arts residency and on networking across the H&Is through talks and gatherings. Supporting 
a growth in Gàidhlig visual arts critical discourse is a central aim, resourced through 
residencies, writing and commissions. 
 
Recent workforce and artist development has included: the creation of several paid 
opportunities for SoPF alumni including the opportunity for all members to attend Tobar an 
Dualchais’ online course ‘Creative Connections’. Training for the team has recently included 
Accidental Counsellor training, Youth Mental Health First Aid, Fire Warden training, Food 
Hygiene, Manual Handling Awareness, and specific training for the School of Plural Futures 
Lead Artist around podcast production and working with archives with NFTS. Training plans 
for 2026/7 include Easy Read (or similar training to help write clearer communications), 
Boundaries at Work, Neurodiversity training (via SAU) and renewal of First Aid training. 
​
Zero hours and fire and rehire practices​
We do not use zero hours contracts and oppose fire and rehire. 
​
Gender pay gap, and a more diverse and inclusive workplace ​
Staff: Currently our 5 staff members all identify as female. We have flexible working to 
support parents, carers and a healthy work balance for all. We have an enhanced maternity, 
parental and adoption leave policy, with staff supported through keep in touch days and paid 
higher than statutory pay. Breastfeeding mothers know their rights for an offer of a private, 
healthy and safe environment for expressing and storing milk and board members and team 
offer a flexible culture for parents taking leave and returning to work. A recently returning 
staff member was offered flexible work allowing her to not take a drop in hours or pay 
following maternity leave. We don’t have an official gender pay gap policy in place (all staff 
currently identify as female) but we do need to create a more formal pay-setting approach 
with our board. However in recent years we have taken steps to equalise and increase pay 
for the lowest paid members of staff and to decrease the overall pay gap between highest 
and lowest paid member of staff (from 52% to 26%). This gap will continue to shrink in 
2025-2028 and we are committed to further mapping and consultation to explore alternative 
staff and pay structures. Staff are offered and reminded that workplace/job description 
adjustments are available for different reasons and these have been taken up in recent 
months. Workers have opportunities to influence the organisation's approach to workplace 
equality through various meetings, including by sharing their own experiences. We have 
produced a new Gaelic plan to address support for Gaelic culture and language in our 
organisation and have acknowledged the need for young people and a more diverse board 
and are taking steps to address this by building meaningful relationships through projects 
and partnerships.​
​
Artists/freelancers: We also regularly discuss setting of pay for artists ensuring this is 
consistent and fair across projects, with our approach using Scottish Artist Union guidance 
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as a template, but also tweaking fees upwards to ensure we are not discriminating based on 
age or other protected characteristics. We offer opportunities for artists that are flexible for 
carers, such as the Tobar an Dualchais archive residency which is offered on a flexible 
timescale and remote working basis. Our projects are slow and planned around the needs 
and availability of artists and staff rather than predetermined deadlines. Artist fees are set 
based on the expected length of the project and expected days per week artists work. If over 
2 months work is undertaken, artists’ fees are set against the producer's salary, pro rata.  
 
Recruitment - artists, team and board members: Through the Weston Jerwood Creative 
bursaries scheme (2021-23) we engaged in a long term programme instilling inclusive 
recruitment practices, job design and organisational cultures, with effective results in 
recruiting an Assistant Producer role, and huge increase in the diversity and number of 
applicants, and informing future recruitments. Job/opportunity applicants are now sent 
interview questions in advance in order to support a range of access parities. We choose 
representative interview panels. We keep open calls short, pay shortlisted artists for their 
time, and limit open call use. Our (Beyond) EDI policy outlines our approach to supporting a 
more diverse and inclusive cultural sector, including ensuring people do not feel tokenised 
through a non-integrated approach, and that people are valued for many different ways of 
working and thinking. Work to ensure our team and board truly reflect the myriad experience 
of our local communities is always ongoing - with a current focus on youth and racial 
diversity in our membership. 
​
Payment above the real Living Wage  
All staff are paid well above the real Living Wage (lowest paid staff members are paid 
£30,000 - 2025). Any freelancers are paid the appropriate union rate (usually Scottish Artist 
Union rates). Apprentices and any temporary staff members (such as event staff or 
invigilators) are paid above the real Living Wage. ​
 
Flexible and family friendly working practices for all workers​
Staff are offered flexible working patterns from day one of appointment, a mixture of work 
from home and office based working, and trusted to manage their own time. Flexible working 
is modelled from the top down. A TOIL system is in place and a culture promoted to work 
only to contract hours, and to take time back in lieu after busy periods. We have an 
enhanced parental and carers leave policy in place and as above flexible terms offered to 
returning parental leavers to ensure no drop in pay. Remote working is offered and utilised, 
though we need to constantly monitor how workers using this option might become more 
isolated. In the case of remote working, we try to meet each day as a team online or stay in 
touch through messaging to address this, without this becoming invasive or an act of 
managerial monitoring. Though sometimes part of the nature of events 
based/evening/weekend work, we recently discussed ways of addressing use of whatsapp 
or messaging out of normal work hours and communicating expectations to the 
people/artists we work with. We give artists the opportunity to state their preferred contact 
hours in our artist access and info form.​
​
Actions and future plans 
Our lone working, whistleblowing, staff handbook, parental/carers leave, and safe spaces 
policies all outline and signpost different ways of supporting staff and artists. These are 
reviewed within appropriate timescales via a policy review schedule with our team and 
board. We are a small team of 5 and therefore we don’t have the policy making capacity of 
bigger organisations, but we are committed to creating new policies (such as a dignity at 
work policy) through learning and encountering best practice, as well as legal requirements. 
We still need to formalise workforce development plans and a succession management plan, 
to expand the ways we receive feedback from artists and staff, and develop accountability 
with the advice of external experts.  
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2. Fair work assessment via fairworktool.scot​
 
A full report on ATLAS Arts Fair Work Practices can be viewed here. This was undertaken in 
2022, 2023 and again in 2025 for comparison. The comparison with August 2023 (below) 
shows improvements to 2025 in Opportunity and Respect, with a slight decrease in 
Fulfilment. The key actions to focus on are respect through the development of a dignity at 
work policy, and continuing work on effective voice by monitoring the effectiveness of our 
approach more formally.​
 

 
 

3. Resources / references used: ​
 
Scottish Government’s Fair Work First guidance,​
Museum Galleries Scotland Fair Work resources ​
Culture Radar Illustrated Fair Work Guide (ATLAS case study p51) 
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