ATLAS Arts EDI Policy and Action Plan
May 2025 review

(Beyond) Equality, Diversity and Inclusion

1. Introduction

ATLAS Arts’ EDI policy aims to put into action ways of learning, growing and being accountable in the ways we create cultural space, support
the creation of artworks and work with people.

We aim to ensure this work is ongoing, not additional to the everyday work of the organisation, and not reliant on tick-box approaches. The
policy pays cognisance to the need to continually pay attention to the way we host, speak (out) and work with people.

This policy has been created following discussion with staff on previous years learning, which has been incorporated into the aims for the year
ahead. This updated policy will be discussed with our board and updated with any further comments in the Summer of 2025.

2. Definitions and Vision

This policy works with an expanded definition of Equality, Diversity and Inclusion - recognising that these words and frameworks sometimes
create a sense of otherness, or the idea that there is a singular or correct way of belonging that everyone else should be encouraged to
integrate within. ATLAS Arts defines EDI work as:

Equality: Going beyond the creation of equal opportunities and access points, meaningful action should ensure that throughout our work, we
also address root causes of social inequities and acknowledge how ATLAS might be perpetuating these - not just giving additional tools for
people to take part in an unequal system. We recognise that social, discriminatory and economic barriers often intersect, and include (though
are not confined to) forms of racism, homophobia, xenophobia, sexism, ableism, classism, ageism, transphobia, and gender-, religious-, care-
and parental/pregnancy- related discrimination.



Diversity: The word diversity often encourages the separation of humans into predefined categories that somehow need ‘help’. A progressive
vision of diversity work is in naming discrimination, redressing power and value structures, whilst also moving beyond categories that
oversimplify human experiences.

Inclusion: The word inclusion sometimes creates the sense that organisations, artists and curators are gatekeepers to culture, opening the door
to let everyone else in. We recognise the need to break down the gate, to collectivise culture and to be wary of paternalism.

3. Policy
ATLAS Arts affirms that:

- We will refer to expanded definitions of EDI work (above) to ensure best practice.

- EDI work takes place through the addressing of discrimination and injustice.

- ATLAS aims to foster multiple ways of belonging, and ways of taking action in non-performative ways.

- ATLAS’ work should be responsive to the ways discrimination takes place locally as well as globally.

- It should ensure accountability as we create multiple access points and ways of contributing to our programmes, workforce, board,
artworks and administrative work, as well as breaking down barriers and exclusionary values in the arts.

- This work should be ongoing, creating a set of spaces and practices with no fixed or one-size-fits-all approach.

- This work should take place in public and private, and be embedded in the organisation's core values.

- We will support open conversation and learning and undertake training on an ongoing basis

4. Current challenges and opportunities for EDI work

Challenges: Working with partners who may not have the same aims or work in more institutional ways. A diverse and spread out local
audience who want different things and have different entry points - it can be happy to please everyone. When we programme experimental
art/film/performance people can read that as being broadly exclusive and this can have a knock on effect on folk wanting to come along to
something else. Access priorities are different with each event, project and venue. Feedback from stronger voices in the community can
destabilise an overall vision. We can always do more, but have limited resources/staff capacity, i.e. one event is usually a week's work. We




need to not over-promise and decide where we can make a difference.

Broad actions: To confidently communicate our EDI aims and how they relate to our programme - internally and externally. To learn from
projects this year that are focusing on the sharing of mobile resources (Making Publics Press), and of the power of ‘hanging out’ (Mehfil
Ceilidh and The School of Plural Futures). To learn from the boat build and sauna projects in how we invite people into space. Improving
feedback procedures, and finding more time to share this as a team when we are under less pressure. To push ourselves, partners and
artists to understand that the language, communications style and hospitality we offer is key. To plan further ahead to be able to improve
access.

The following areas will be prioritised in 2025-2028:

Ll , ibil

Focusing on geographic access barriers and spread of venues. Continuing work to ensure multiple ways of accessing the programme and
commissioning work, ensuring a strong online offer, and travel support. Working further ahead with deadlines. Continuing to discuss access in
depth, ensuring our approach is case-by-case and not one size fits all. Build in appropriate training.

2. Gaidhlig is intrinsic to our work

Building on work to ensure Gaidhlig continued to be an everyday part of our work and programme - meeting objectives in our_Gaidhlig Plan.

3. Who we work with

Ensuring our entire strategic output reflects and is led by a wide range of lived experiences, practices, geographies, longitudes and latitudes,
with local, national and globally situated practices over the coming three years. Ensuring the programme centres local practices and those
beyond Scotland and Europe.

4. International work
Finding creative ways to develop meaningful international work over the coming three years, despite dwindling resources, a hostile immigration
environment, and climate challenges.


https://atlasarts.org.uk/assets/images/Gaelic-Plan-final-ENGLISH.pdf

5. Accountability, audiences and External feedback

Expanding the ways we gather feedback and ways for people to feed into the programme or feedback on how we work with them. Finding ways
to better understand changes in audience, and monitoring diversity by naming our aims. Trying to avoid falling into cliques.

6. Governance, representation and work culture

Improving staff wellbeing, staff/board effective voice and board representation. Improving work culture and distributed decision making.

7. Collective resources and solidarity

This action will be taken forward as we continue to think about how ATLAS shares and uses its resources (staffing, skills, money, time). Also
how we use our resources in solidarity with local and global communities.

5. Action plan 2025-2028

This sets out how we will address the above over the coming years.




Improving accessibility

Focusing on
geographic access
barriers and spread
of venues.
Continuing work to
ensure multiple ways
of accessing the
programme and
commissioning work,
ensuring a strong
online offer, and
travel support.
Working further
ahead with
deadlines.
Continuing to discuss
access in depth,
ensuring our
approach is
case-by-case and
not one size fits all.
Build in appropriate
training.

Supporting
transport to
venues in
majority of
events, ensuring
good spread of
locale

Taking MPP to
new communities
in the winter

Adding access to
project budgets.

Reviewing
communications
approaches to
allow us to plan
further ahead
and think about
access

All - agreed in
event planning
stages

All

Project lead

All

good take up of transport and
different people using it. positive
and negative (honest) feedback
received during these journeys

New audiences learning about
atlas. press being used without
atlas there (autonomous
activity)and informing new
programme approach

This happens

Events and comms being
advertised well ahead and
including advertised access
support




Gaidhlig is an intrinsic
part of our work

Building on work to
ensure Gaidhlig
continued to be an
everyday part of our
work and programme
- meeting objectives
in the Gaidhlig Plan.

New board
members.

Supporting 2
new Gaelic
visual artists
projects.

Empowering staff
use of Gaelic
and learning.

Reviewing plan
by November
2025 board
meeting.

by November
2025, AR and
board

All, this year

AR, continuous

AR/board

New members with Gaelic
appointed

2 new projects in
development

Measured in gaelic plan
review

Plan reviewed and actions
created

Who we work with

Ensuring our entire
strategic output
reflects and is led by
a wide range of lived
experiences,
practices,
geographies,
longitudes and

1 commission
with local artist

1 commission
with Mexican
artist.

Different kinds of

all, this year

All, from June 2025

commission underway and
helping us think about how to
support local artists ecology
differently

Commission underway
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latitudes, with local,
national and globally
situated practices
over the coming
three years.
Ensuring the
programme centres
local practices and
those beyond
Scotland and
Europe.

outputs and
processes of
sharing work
between these
new
commissions

2 new
programme
partners

Programme in 2
new spaces in
S,R&L

Agree
geographical
areas to focus on
as a team

Continuous,
reviewed at
programme and
evaluation meetings

All, by April 2026

All, by April 2026

All, by Nov 2026

ATLAS is sharing different
kinds of work (ie not just film
or books but in other ways and
these are being shared in
different ways/more
slowly/different audiences and
being made by different
people

Programme developed in
partnership with 2 new groups

Events/projects developed in
partnership with 2 new groups
(different from last 6 years)

Shared discussion taken place
exploring where and why, and
started to plot this out

International work
Finding creative
ways to develop
meaningful
international work
over the coming

Actions: New
exchange with
Pakistan.

Long-term

All, Mehfil Ceilidh by
Summer 2025 with
british council

Exchange and evaluation of
project complete. changing
approach to future practice




three years, despite | commission with | First visit with Daniel

dwindling resources, | Mexican artist, July 2024 Project unfolds with impact in
a hostile immigration | co-commissioned different places, ecological
environment, and with Void focus outcomes in 2025.
climate challenges. Derry/Londonderr

y

Looking at Discussion takes place and

i Long term aim learning mapped/written
flexible models discuss 2025, testin | down
that don’t involve | 20267

flying but still
foster community
and exchange

Accountability, Actions: Slow Di : h tak
audiences and programme AR and all, by ISCUSsIons have taken
. place on feedback and

External feedback down first to August 2025 . .

_ map out audiences in Aug & Sept.
Expanding the ways ioriti
we gather feedback | Prorties Team clearer on audience
and ways for people aims

All - after busy
period, doing this in
August reflection
and again in winter

to feed into the
programme or
feedback on how we
work with them.

Agree audience
aims for coming
years together,
keeping these

Receiving and logging
feedback regularly

Finding ways to manageable Maintaining 4 evaluation
better understand meetings a year
changes in audience,

and monitoring Regularly write | Immediately, team | Feedback log being used




diversity by naming
our aims. Trying to
avoid falling into
cliques.

to people after
events to ask for
feedback and be
clear who is
responsible for
this.

Improve our
anecdotal
feedback
recording

Maintaining
ways of
discussing with
audiences
before and after
events

Explore
evaluation
training
supporting how
to work with
criticism
positively.

to set up ticket
tailor automatic
and to discuss at
comms meetings

all

all

AR

regularly
AR is discussing feedback

with board regularly

New training has
happened




Governance

representation and
work culture

Improving staff
wellbeing, staff/board
effective voice and
board representation.
Improving work
culture and
distributed decision
making.

Actions:
Connected to
slowing down
action and
reflection time
above, focus on
wellbeing for
staff. Accidental
counsellor
training and other
kinds of
training/support
offered. Create
actions on this
together (August)

Ensuring staff
and board can
access new kinds
of training and
learning.

In appointing new
board members,
also adjusting
board
culture/mechanis
ms to prioritise
programme
conversation and
feedback.

All

Add training opps to
board recruitment
doc and update staff
training plans - AR

AR & Chairs,
continuous

Staff wellbeing improves and
all have fed in to this process,
this is being reviewed and
discussed regularly. and
training offered

Board have taken up training
opps and new training needs
identified by staff/board

Structure of meetings changes
and board report meetings
feeling more meaningful.
board members are feeding in
in other ways too.
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Updating staff AR - by August Staff have training and

personal development plans clearly
development mapped for the year ahead
plans

New gaelic,

youth, poc and AR & Board by Feb

local voices on 2026 New board members
board. appointed

Revisiting our
Memorandum
and Atrticles to
check for mission
drift.

by November 2025,
board M&A updated or board agree
its not needed after
consultation

Collective resources

and solidarit Regular team, every 6 weeks | meetings still happening and
This action will be Palestine productive

taken forward as we | cultural solidarity

continue to think team meetings.

about how ATLAS

shares and uses its o -

) ; CEM new partnership identified
resources (staffing, Commuruty conngcted to sﬁaring of
skills, money, time). economies role resources / sustainable

develops new
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local partnership practice in the arts

Also how we use our
resources in solidarity
with local and global

i Fundraising for | Al
communities.

other groups
(within OSCR
rules)

funds raised for other groups

-
6. Previous work and learning (2023-25)

These objectives were set in October 2023.

Improving accessibility

1. Increasing
online events - at
least 4 a year

2. Organise staff
training for hearing
loop and share this
resource

3. Update access
policy

4. Employ local
access consultants
to inform
audiences and

1. Jumana Manna
screening July, 2
artist talks winter,
SCAN event, SoPF
sessions, online
element to H&I artist
meeting Nov

2. Director, August
2023

3. Office update
annually. Sustaining
monthly access
meetings, all

1. Good feedback on content
and delivery of events, good
attendance across H&l

2. Hearing loop being used
more regularly and by others

3. Access policy updated with
new learning

4. Programme approach
changed and new actions
created as result of consultancy

4 events online happened

training happened but need refresher.
hearing loop is not being borrowed -
needs to be added to kit list

access policy was not updated,
pending this year. weekly access
meetings took place but there was
more of a focus on comms.

this didn’t happen due to lack of
funds and need to be clear why and
what this is for.




local needs (Skye
for All)

4. Source funding,
CEM, by end of
2025

Gaidhlig is an intrinsic

part of our work

Follow objectives
set in our new

Gaidhlig Plan.

Due to be reviewed
every February.

To save on over reporting, we will follow the
objectives and timescales set in our Gaidhlig
plan and report back via that mechanism,
which goes to our board. We will share the
link here.

wasn’t reviewed this year, plan is for sept
2025.

Diverse and
Dispersed
programming:

1. Ensuring
programme
includes practices
beyond Europe;
and strong local
representation

2. Solidifying many
ways of belonging
as a guiding
principle of work,

1. Director, New Artist
visit in 2024,
maintaining work
current global
partenrs, and other
international partners;
1 core commission of
3 going to H&l artist

2. All, ongoing

1. New long term project with
international artist and new
project growing from existing
work

2. Good balance of quieter
and public work in
programme. Projects are
publicised in different ways
depending on project needs.
Work prioritises project needs

local was very strong, some non
european artists but mainly local and
scottish, also supported karrabing visit as
new international partner and stronger
focus on palestine. good spread across
skye and lochalsh too. we have a new
international artist project brewing with a
mexican artist and also started an
exchange with pakistan so this feels fairly
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ensuring we’re not
tokenising people
or experiences,
(balance of quiet
and public)

3. Widening who
monitors our
programme and
how

discussion in prog
meetings, School of
Plural Futures (SoPF),
and all projects. Wary
of how we write about
people's experiences.
building on SoPF,
ensuring people
represent themselves,
and not jumping to
publicise
work/experiences if
not conducive to
impact of project.

3. Director, Prog sub
committee (2025),
improving feedback,
SoPF seeding work
(2023-24), creating
new
partnerships/advisors,
(each project)
monitoring where in
S,R,L things take
place, feedback
events

not communications
deadlines, whilst balancing
need to share learning and
use of public money. Artists
and contributors give good
feedback.

3. At least 3 new people giving
advice and feeding in to
programme direction. Project
grows from the SoPF.

successful

2. programme aims broadly achieved but
we need to improve feedback processes
and make these more transparent.

3. sopf making podcasts and supporting
their work. samhla involved nearly 60
people most of whom were new
relationships. but need to grow from this
in terms of how it feeds in to future
evaluation. it was a hard year to talk
about learning.

Improving
accountability,
understanding our
audiences and
external feedback

1.0rganise
feedback events
with specific
questions

2. Organise artist

1. All staff, Portree
agri show annually,
Nov artist event,
SoPF

2. 1-1 gathering,

1. Quality and range of
feedback received, informing
new work and change

2. Quality and range of
feedback received, informing

1 not sure if specific questions were asked,
need to be clearer what were asking and why.
agri show did happen as did november event.
evaluation of these events was not written so it
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feedback on pay
and conditions

3. Set up funded
programme
advisory

4. Improving
recording of
reflections and
feedback

5. Discussion on
audience aims and
collective practice
for 2024/25

summer 2024,
programme ongoing
reflection & Nov
event

3. By Summer 2025,
Director

4. All, twice yearly
eval meetings

5. August eval
meeting, board
development day
green meetings,
programme
meetings, SoPF
feeding in

new work and change

3. Committee created and
informing new work

4. Feedback being revisited,
shared, and easy to find on
drive

5. Meetings take place
frequently. 2024 programme
generated not just by ATLAS
staff. Team has stronger
understanding of how to build
different kinds of audiences
in different places (i.e. we
feel a huge improvement in
being able to share
programme with young
people etc).

needs to be a focus in future, though we did talk
about the november artist event internally.

2 relative success in that all projects change
and adapt with artists needs, we can do this
quite easily.

3. this didn’t happen but talks in progress.
funding not obtained.

4. this is not happening properly, evaluation
meetings fall by the way side during busier
times, though 2 have taken place in last 6
months.

5.evaluation didn’t happen but sttil feel team
has been learning about audiences in different
places. we need to write this up be clearer what
it is. taken steps already to do this in 2025/26

Governance

representation and
work culture

Exploring different
models of governance,
team structure,
effective voice, and
artist experience and

1. Update staff
personal
development
plans, Fair Work
policy, to ensure
training is
appropriate to
needs

1. Director, by
Autumn 2023.

2. Director, by

1. Staff feel confident about
handling variety of situations
and content, feel they can
support artists and audiences
well, learning new skills and
articulating needs.

2. Training takes place

1. personal development plans didn’t happen,
fair work did, some training did.
codirectorship explored during maternity
cover. effective voice needs improved and
wellbeing changes really needed.

2. Complete

3. not happening all the time, getting too busy

4. no new board members
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wellbeing

2. Organise:
Mental health first
aid training
Neurodiversity
training

And others based
on staff/board
desire

3. Maintain
evaluation/reflecti
on post and mid
project

4. Appoint new

board members
(under 26, with

Gaidhlig, local,

PoC)

Autumn 2023 and
annually

3. All, quarterly eval
meetings and weekly
reflections.

4. By Summer 2024

3. Reflections create change
in approach (i.e. better ways
of supporting artists,
adjusting artist pay,
contracts, access forms,
comms approach, efc).

4. Board is representative of
our locale, of wide range of
experiences, of folk who give
critical and generative
feedback on lived experience
and audience/artist need

Building Solidarity
and collective
resources

Ongoing monitoring
about how ATLAS
shares and uses its
resources (staffing,
skills, money, time) and
solidarity not as a large
gesture but ongoing
work. The promotion of

1. Continuing
collective resource
making, land
struggle work, and
non public
connective work.
Getting feedback
from external
stakeholders

1. All, MPP, Cinema
equipment,
November event,
CEM work, Jumping
the Fence,
supporting existing
work

2. Director, annual

1. ATLAS has long term
relationships supporting
existing local and international
activism and organisations,
collective resources being
used and emulated, staff and
public recognise value of non
public work of ATLAS

2. Staff confident to use

happening fairly well but room to grow
too busy to being doing this work well
and needs added to personal
development plans/ timetabled

not happening but CEM post was busy
doing director mat cover. in 2025/26
already raised funds with archive
centre however.

i'd say 20% of our time is supporting or
in direct partnerships with other
organisations, especially schools, tad,
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fairer economic

systems in the arts and

climate /ecological
responsibilities.

2. Ensuring staff
have time to
reciprocally
support work as
part of community

3. Starting
collective
fundraising

4. Focusing
resources on non
visible work,
supporting work of
at least 10 other
local groups and 1
international

5.Focusing on
collective as well
as individual green
targets
(Environmental

plan)

reviews

3. CEM and Director.

4. All

5. All

ATLAS time for non-ATLAS
things, have time to
share/co-develop resources

3. Successful raising of funds
with other organisations

4. Programme informed by
learning from this, at least
20% staff time going in to this
kind of work

5. Meeting Environmental
targets

5.

arika

need to revisit these and compare

years - added to green agenda
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