Independent Culture Fair Work
Task Force
Report and Recommendations

W Scottish Government
December 2025 . Riaghaltas na h-Alba



Culture Fair Work Task Force Chair Foreword

Our story as a nation has always been about resilience and innovation in the face of
all odds. From the days of Rome’s attempted invasion and the construction of
Hadrian’s Wall, to the Scottish Enlightenment, a period that saw not only the dawn of
the industrial revolution but introduced the key principles that have guided this age of
political and social order.

We are at a precipice and a key moment of change in our human story, with the
increasing pace of the climate crisis and fundamental disruptions in our societal and
world order. We return to the old ways and ever-present frameworks of wisdom that
exist around collectivism, and key questions about who maintains power in our
society: do they continue to hold the authority to wield this power, and how might
power be redistributed in order for us to live in a more equitable society?

The cultural sector is at the heart of these changes, representing as it does both the
ancient and the modern, inviting us to model new ways of being and re-examine old
models that have shaped our human existence. ‘Art for art’s’ sake is fundamental to
our human existence and sets us apart from the machines that continue to integrate
into our society through the rapid development of artificial intelligence.

The question of what it means to be human and how humanity has built our society
has been a direct result of our drawing, our writing, and our oratory skills. We have
assembled resources, built empires, and continued to construct the basic tools for
our daily survival thanks to the creative minds of artists and makers.

As we transition into a new era, which is underpinned by innovations in technology
and data, the creative industries maintain their position, and furthermore it is
essential for the construction of our emerging world.

Scotland has always been at the forefront of this story and will maintain its position
through its investment in the creative industries. That intention has been solidified by
an uplift in funding for the cultural sector announced at the start of 2025. For this
funding to be well allocated, a robust culture of fair work within the sector is needed.

This charter and set of recommendations outlines approaches to embedding fair
work in a sector that is as diverse as it is broad. From self-employed workers to
national performing companies, and from private high-growth businesses to
community-led spaces, Scotland’s cultural sector touches every person in the nation
and every model for work. It is within this context of the emerging trends in the world
of work that fair work acts as the final piece to the puzzle of a sustainable sector.

The creative industries continues to grow. Along with the other impacts cited in
Annex D, this industry’s economic impact involves a £10.2 billion turnover with £5.4
billion Approximate Gross Value Added (aGVA). This is a sector that continues to
perform above its weight.



The Need for Investment in Fair Work

In order to reduce in-work poverty (and accordant levels of child poverty), to
encourage opportunities for a healthier workforce which lead to a healthier nation,
and support a workforce that has a high crossover of workers in other industries (like
healthcare, social care, hospitality and education) we need to remember that a
cultural worker is not just a member of the creative workforce; they are likely also a
member of at least one other industry workforce, if not two.

There is a need for fair working practices that enable the sector to activate its
expertise, develop best practice, support the rights of workers (especially self-
employed workers that currently do not have adequate employee protections), and
stabilise the creative workforce; one which currently thrives despite the existing
structure and not because of it.

We can ensure fair minimum salary standards, progression, and routes into the
creative and cultural sector through education. Cuts to arts courses in Scotland have
had a massive impact on existing barriers to entry in the arts. Though investment in
film and TV curricula are positive, we need to bolster existing commitments to this
sector with further investment in all forms of arts and culture.

The public sector’s impact on cultural provision should not go unnoticed. With local
authorities providing cultural provision through libraries, partnerships, and
community-led spaces, this has been a single point of access for the population for
decades. Reduction in funding for local authorities and other public bodies has had a
massive impact on citizens’ fair access to the arts as a career, as an education
pathway, as healthcare support, and as a space for enjoyment, leisure, and play.

For this set of recommendations to have an impact, other sectors interlinked with the
cultural sector must follow suit, such as the Third Sector, hospitality and events
industries. The cultural sector and creative industries can learn from the ways in
which the education and healthcare sectors have embedded fair work practices.

We owe a debt of gratitude to the unions that have been fighting for fair work and fair
working conditions since their inception. Their work has been the work of embedding
fair working conditions and practices across the sector by representing, and fighting
for, the worker. This task force came together with workers, employers, funders,
public sector bodies, and the self-employed in mind. STUC and associated unions’
recent work on the experience of freelancers through their “Freelance and Forgotten:
A report on worker exploitation in Scotland’s creative industries” and the associated
‘Fair Work Freelancer Checklist’ has had a substantial impact on our process of
evidencing the experience of freelancers, as well as providing recommendations for
support.

This is an area of continued learning and growth. The process of implementing fair
work never ends, as policies, approaches, and conditions change. This is why a
large part of this work and these recommendations are dependent on a Culture Fair
Work Delivery Group and a Disputes Resolution Board which provides scope for the
sector to maintain and support fair work standards for the sector and industry. Only
through these implementation and adjudication measures will this work be effective.
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We see a disruption of our institutions and our very relationship to work on the
horizon. Whether this will be driven by artificial intelligence or human trends in
relation to our definition of living a successful life (slow living, anti-work movements,
and generational trends), the creative and cultural sector, if well-supported, will be a
vehicle to help us explore these emerging futures - not by being dictated to and
tasked with the exploration of these possibilities, but by being supported to guide us
there naturally.

The key to our success is a framework of fair work that enables us to thrive and shift
into more sustainable ways of working for all involved. This workforce will only be
sustainable if education and pathways out of education encourage the next
generation of this workforce to develop, whether through apprenticeships, paid
internships, work placements, or work opportunities.

The enterprise and innovation space already has a clear role in the sector’'s
development, especially as new or different pathways for funding the sector need to
be identified, cultivated, and encouraged. But the return on investment is clear,
demonstrable, and plentiful. We would have no Scotland without culture, and we
would have no humanity without creativity.

Briana Pegado, FRSA

Chair

Independent Culture Fair Work Task Force
November 2025
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Report

Introduction

1.

Scotland’s creative industries make a unique and vital contribution to society and
the economy. Creative production and content enrich peoples’ lives, brings
people together and reflects diverse experiences.

Culture is an investment. The creative and cultural industries play an active role
in stimulating the wider Scottish economy, demonstrated by the sectoral
statistics highlighted in Annex D. Cultural events generate income for other
sectors including transport, retail and hospitality in Scotland. This, in turn,
generates greater taxable revenue for the Scottish Government and wider
community wellbeing.

Policy Background
3. The basis for the Culture Fair Work Task Force is:

“In 2022, a Review of Fair Work in the creative and cultural sectors in
Scotland, conducted by Culture Radar’ and commissioned by Creative
Scotland, was published. The key recommendation for the Scottish
Government was to establish a Creative and Culture Sector Fair Work Task
Force.

This recommendation aligns with the Programme for Government
commitment to introduce: “sectoral Fair Work agreements, and improving
outcomes by delivering the Fair Work Action Plan.”

The Scottish Government therefore will establish a Task Force with the remit
to set the direction of implementing Fair Work in the [Creative Industries]
sector, potentially through agreeing sector standards through development of
a Fair Work Charter”.?

Culture Task Force - Terms of Reference
4. Reflecting the wider work on Fair Work First within Scotland?, the Terms of

Reference for the Culture Fair Work Task Force were set as:

“to set the direction of Fair Work through recommending a set of priority
actions to further the adherence to Fair Work principles in the sector [as
defined within “A Culture Strategy for Scotland*"], including consideration of
the form and content of a sectoral Fair Work agreement.”

5. The Task Force has benefitted from the attendance and contribution of a number

of groups and individuals — as well as Scottish Ministers at appropriate stages of
discussions. Those discussions included attendance from outside organisations

1 Review of Fair Work in the creative and cultural sectors in Scotland | Creative Scotland, Creative
Radar for Creative Scotland, May 2022

2 A Culture Strateqy for Scotland: Action Plan”, Scottish Government, December 2023

3 Fair Work First Criteria: What It Means In Practice - Fair Work First: guidance - March 2023 -

gov.scot
4 A Culture Strategy for Scotland - gov.scot, Scottish Government, updated March 2022
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https://www.creativescotland.com/resources-publications/research/archive/2022/review-of-fair-work
https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2023/12/culture-strategy-scotland-action-plan/documents/culture-strategy-scotland-action-plan/culture-strategy-scotland-action-plan/govscot%3Adocument/culture-strategy-scotland-action-plan.pdf
https://www.gov.scot/publications/fair-work-first-guidance-2/pages/2/
https://www.gov.scot/publications/fair-work-first-guidance-2/pages/2/
https://www.gov.scot/publications/culture-strategy-scotland/

and the Task Force periodically forming sub-groups to further facilitate
discussion.

6. Those discussions and working papers, including those of relevant subgroups,
are all available using the URL Culture Fair Work Taskforce - gov.scot

7. This report can only capture some of the discussions and research that has been
undertaken and the Task Force encourages a study of their wider work and
discussions and welcomes the input from all who took part in our deliberations -
whilst stressing that these recommendations remain those of the Task Force.

Interconnecting portfolio linkages

8. The Terms of Reference set for the Task Force clearly spanned multiple
Ministerial Portfolios, reflecting the complex and interconnecting nature of the
issue.

9. The discussions have also confirmed that multiple reserved and devolved
legislative issues impact, and will continue to impact, on the delivery of Fair Work
within Scotland’s Culture and Creative Industries.

10. Whilst the report highlights where the legislative boundaries would appear to lie,
together with relevant policy levers, the recommendations for devolved action
(including legislation) do not single out individual Ministerial portfolios for actions
— reflecting the collective responsibility of the Scottish Government.

11.The Taskforce also notes the importance of equality, diversity and inclusion — not
only in continuing to promote access to culture and creative outputs but
improving access to, and conditions of, working within all aspects of the
industries.

12.As part of their Good Work Review Policy and Evidence Centre Research (led by

NESTA)?® in particular highlights concerns across a range of issues and areas

experienced across the industries. These include:

e higher levels of required part-time working amongst workers from ethnic
minority backgrounds;®

e high levels of anxiety” - especially amongst disabled workers and workers of
Black/Black British origin;2

e significant under representation of women;?°

5 A quantitative baseline of job quality A quantitative baseline of job quality in the Creative Industries,
Working Paper 1 from the Creative PEC's Good Work Review Heather Carey, Lesley Giles and Dave
O’Brien February 2023

6 “Workers from ethnic minority backgrounds are also significantly more likely to be part-time because
they are unable to find full-time work, as are those working in smaller firms, those that are self
employed workers and Creative workers in the Devolved Nations.”, ibid, page 31

7 “Self-reported wellbeing is slightly below average in the Creative Industries and Creative workers
report greater levels of anxiety than average.”, ibid, page 57,

8 “Wellbeing is lowest, and anxiety highest, amongst disabled workers and people of Black/Black
British origin, ibid, page 57

9 “Women are significantly under-represented in the Creative Industries, with female representation
particularly poor in IT, Architecture and Screen.”, ibid page 57
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https://www.gov.scot/groups/culture-fair-work-taskforce/
https://pec.ac.uk/wp-content/uploads/2024/09/PEC-A-quantitative-baseline-of-job-quality-in-the-Creative-Industries-v4.pdf

e significant under-representation of disabled people;'°

e significant lack of any evidence of racial diversity; and

e the most pronounced class-based exclusion within any UK economic sector. "’
Further detail of this evidence is shown in Annex D.

Individual National Outcomes:
13.Whilst the National Performance Framework is undergoing reform’? the Task
Force noted the most relevant of the 11 Outcomes still in operation (as below)
and the current duty on public bodies to have regard to them under the
Community Empowerment (Scotland) Act 2015. The most relevant outcomes
being:
e We have thriving and innovative businesses, with quality jobs and Fair
Work for everyone.
e We are creative and our vibrant and diverse cultures are expressed and
enjoyed widely.

14.The Task Force further noted the strong linkage between the last-cited UN
Sustainable Development Goals within the Scottish Government National
Performance Framework (i.e. UN SDG 5 Gender Equality, 10 Reduced
Inequalities and 11 Sustainable Cities and Communities) wider work by the UN
regarding the UNESCO definition of the artist and examines these later in
paragraph 42.

Additional Policy Activity
15.Since the Task Force began our work, in May 2025 Scottish Ministers
commenced an Independent Review of Creative Scotland.'® Recognising the
separate nature of the review, the Task Force nevertheless considered that it
would be appropriate to highlight relevant issues identified as part of the Task
Force work (to date) to the Creative Scotland Review, as part of that separate
consultation process.

16. This is expanded on in paragraph 53 later, with a copy of the letter, endorsed by
some members of the Task Force, reproduced at Annex A.

Creative Industries definition and available data

17.In defining the Creative Industries in Scotland the Task Force has retained the
16 sub-sectors' defined in the 2019 Scottish Government Policy Statement for
the Creative Industries.’ The key definitions used to define Creative Industries

10 “There is a significant under representation of racially diverse talent outside of IT, particularly Craft;
Music, performing and visual arts; and Museums, galleries and libraries.

" “Class-based exclusion is more pronounced in the Creative Industries than any other part of the UK
economy, with substantial class-based disparities evident in all Creative sub-sectors, except for
Crafts.”, ibid page 57

12 National Performance Framework - gov.scot

13 Independent Review of Creative Scotland: remit - gov.scot

14 visual and performing arts, cultural education, crafts, textiles, fashion, photography, music, writing
and publishing, advertising, libraries, archives, antiques, architecture, design, film and video, TV and
radio, software and electronic publishing, and computer games

15 Policy Statement for the Creative Industries, Scottish Government
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https://www.gov.scot/collections/national-performance-framework/
https://www.gov.scot/publications/independent-review-of-creative-scotland-remit/
https://www.gov.scot/binaries/content/documents/govscot/publications/strategy-plan/2019/10/policy-statement-creative-industries/documents/policy-statement-creative-industries/policy-statement-creative-industries/govscot%3Adocument/policy-statement-creative-industries.pdf

within Scotland are set out by the Scottish Government, Office of the Chief
Economic Adviser’s regular Key Statistics Report.'®

18.As is the case with several other sectors (and is also acknowledged in the UK
Government Creative Industries Sector Plan'?), the availability of data presents a
challenge: there is considerable overlap between sub-sectors and some of the
work considered to be undertaken within one sub-sector may actually take place
within another sector e.g. events, tourism, hospitality etc.

19.The further challenges of these inter sub-sector relationships, and the absence
of regional data has long been noted.® This further highlights that, for some
areas of the overall Fair Work framework, statistics for the creative industries in
Scotland are not available and can only be disaggregated imperfectly at UK
level.

20.In addition, some sub-sectors have a commercial focus while others are
community led — irrespective of status within each and every sector, all share an
absolute entitlement to be treated fairly and in line with agreed best practices,
noting the especial challenges associated with evidence gaps with regard to self-
employed workers'®, the prevalence of unpaid overtime?® and unpaid
internships.?!

21.The Task Force therefore welcomes the commitment from the UK Government
to improve the available data in respect of Creative Industries??, and the ongoing
work by the Office For National Statistics in respect of Standard Industrial
Classification Codes.?® Nevertheless the Task Force urges the Scottish
Government to work with partners across Scotland to provide as detailed an
analysis of the sector as soon as possible, from existing resources. This
recognises the changing nature of the Creative Industries sectors, including
significant advances in non-broadcast and audio.

22.The Task Force outlined that the Scottish Government’s Culture Strategy Action
Plan in regard to data and aggregation already notes the importance of working

16 Sector Briefing — Creative Industries, Office of the Chief Economic Adviser, Scottish Government,
22 October 2025

7 The UK's Modern Industrial Strateqy - CREATIVE INDUSTRIES Sector Plan, page 35

18 Creative Industries Policy Evidence Centre - Improving economic statistics in the creative
industries” Improving economic statistics in the creative industries: Towards multi-regional creative
industries satellite accounts,” S. Lyons & K. Connolly, K., April 2024

19 A quantitative baseline of Job Quality in the Creative industries, Ibid, page 14

20 |bid, page 14

21 |bid, page 14

22 “pCMS and DBT will improve access to official statistics, evidence and data. We will explore how to
make official Creative Industries statistics easier to find in partnership with the Office for National
Statistics (ONS), for example through an annual compendium publication. Additional estimates will be
considered in collaboration with the ONS and other departments using data sources including UK
Innovation Survey; Management and Expectations survey; Quarterly Acquisitions and Disposals of
Capital Assets Survey (QCAS); Longitudinal Small Business Survey; HMRC Research and
Development tax relief statistics; and data on apprenticeships.”, ibid

23 Consultation on the UK's adoption of industrial classification of economic activity - Office for
National Statistics - Citizen Space



https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fwww.gov.scot%2Fbinaries%2Fcontent%2Fdocuments%2Fgovscot%2Fpublications%2Fstatistics%2F2019%2F07%2Findustry-statistics%2Fdocuments%2Fcreative-industries%2Fcreative-industries%2Fgovscot%253Adocument%2FCreative%25252BIndustries%25252B-%25252BSector%25252BBriefing_Oct25.docx&wdOrigin=BROWSELINK
https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fwww.gov.scot%2Fbinaries%2Fcontent%2Fdocuments%2Fgovscot%2Fpublications%2Fstatistics%2F2019%2F07%2Findustry-statistics%2Fdocuments%2Fcreative-industries%2Fcreative-industries%2Fgovscot%253Adocument%2FCreative%25252BIndustries%25252B-%25252BSector%25252BBriefing_Oct25.docx&wdOrigin=BROWSELINK
https://assets.publishing.service.gov.uk/media/68920e22dc6688ed50878479/industrial_strategy_creative_industries_sector_plan_accessible.pdf
https://pec.ac.uk/research_report_entr/improving-economic-statistics-in-the-creative-industries/
https://pec.ac.uk/research_report_entr/improving-economic-statistics-in-the-creative-industries/
https://consultations.ons.gov.uk/external-affairs/uk-sic-consultation/
https://consultations.ons.gov.uk/external-affairs/uk-sic-consultation/

closely with expert partners to develop and implement a long-term strategic
approach to making improvements to the data landscape for culture.?*

Approaches

23.The Task Force acknowledges that some of the recommendations relate to
reserved issues, although many are already within the ability of the Scottish
Government, their partners and other organisations to rapidly adopt and
implement.

24.These recommendations are examined in more detail in paragraph 36 et seq.
below and as discussed above in paragraph 9, this reflects the interplay between

the various legal and operational jurisdictions with an impact on ensuring Fair
Work.

25.In addition, the mix of devolved and reserved policy levers (including legislation)
is wholly in line with the overarching work on Fair Work First across Scotland
and is widely acknowledged, including the most helpful external 2024 research
for the Fair Work Convention.?®

26.However, as well as encouraging the Scottish Government to liaise with the UK
Government regarding legislative solutions in due course, there are already
devolved mechanisms available to encourage adoption of best practice and an
effective monitoring system.

27.This reflects the need for proportionality in approach, given the scope and scale
of the sector, without reducing the core message of ensuring Fair Work at all
levels.

28. At the heart of any proposals are the dual underpinning supports of knowledge
empowering and the benefits for all (employers, workers, audiences and service
recipients) of using Best Practice.

Fair Work Charter

29.In their discussions, the Task Force examined what the key principles of what a
Fair Work Agreement for the Culture and Creative Industries might be,
considering the issue in depth in October 2024.

30. In moving those discussions forward, the question was - how best to turn these
key principles into achievable and measurable commitments? In addition, the
need to effectively measure the impact of these commitments, in order to
monitor and evaluate progress in line with Fair Work dimensions, was examined.

24 A Culture Strategy for Scotland: Action Plan - gov.scot

25 Fair Work Policy Levers in Scotland, Report for the Fair Work Convention, Patricia Findlay, Robert
Stewart, Colin Lindsay, Johann McQuarrie and Jennifer Remnant, Scottish Centre for Employment
Research, University of Strathclyde, February 2024
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https://www.gov.scot/publications/culture-strategy-scotland-action-plan/pages/4/
https://www.fairworkconvention.scot/wp-content/uploads/2024/04/Fair-work-policy-levers-in-Scotland.pdf

31. The Task Force considered the use of, and outcomes from, a Fair Work
agreement — and the ambitions for sectoral Fair Work agreements in other
sectors where low pay and precarious work can be most prevalent.

32.Taken with the implementation of the recommendations in this report the
adoption of a Charter approach, expanded on later in paragraph 34, rather than
a separate Fair Work Agreement was seen as the most effective way of
delivering the desired outcomes. This does not of course rule out the use of
specific agreements between bodies and amongst groups, expanding on detail
relevant to the specific situation, where relevant parties considered this useful.

33.The Task Force highlighted the importance of flexibility in the development of
any future agreements or charters in terms of engagement with Trade Unions
and businesses, recognising the principles of “Effective Voice” within the
overarching Fair Work First guidance.?®

34.1n light of this a set of principles, together with the Fair Work Charter itself, is set
out in Annex E, together with a recommendation that the proposed Delivery
Group regularly examine the Fair Work Charter and update it annually,
(recognising the learning available from other future charters in preparation —
within the UK?” and outwith the UK, e.g. Europe?®) and other diagnostic
mechanisms (e.g. the Creative PEC Six Domains of Job Quality) to confirm the
key principles — and associated evidence — that will ensure continued relevance
of the Fair Work Charter under the aegis of the proposed Fair Work Delivery
Group.

35.The annual review would be preceded by a suitable consultation prior to formal
endorsement — further encouraging adoption of the Fair Work Charter across
public, private and Third Sector.

Discussion
Legislative Changes

Reserved

36.There are a number of issues which the Task Force has examined where it is
clear that the Scottish Government has the powers to act and, to an extent, has
already been using both these powers and other policy levers; this includes
influencing and advocacy. Where an expansion of this action would be beneficial
are dealt with under the relevant recommendations.

26 Developing Effective Voices, Scottish Government, 13 June 2025

2T «p Fair Work Charter for Edinburgh”, A Fair Work Charter for Edinburgh - City of Edinburgh Council
- Citizen Space, City of Edinburgh Council

28 “The [European] Commission will propose an EU Artists Charter, to outline fundamental principles,
guidance, and commitments for fair working conditions in the sectors, and increase compliance and
accountability, particularly by recipients of EU funding for culture. It will organise an EU high-level
exchange with stakeholders and social partners, and the outcomes will also contribute to the design
of the charter.”, A Culture Compass for Europe, Communication from the Commission to the
European Parliament, the Council, the European Economic and Social Committee and the Committee
of the Regions, page 7, 12 November 2025
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https://www.mygov.scot/introduction-to-fair-work/effective-voice
https://consultationhub.edinburgh.gov.uk/sfc/fair-work-charter/
https://consultationhub.edinburgh.gov.uk/sfc/fair-work-charter/
https://culture.ec.europa.eu/sites/default/files/2025-11/Communication%20-%20Culture%20Compass%20with%20cover_0.pdf

37.However there are several areas where the Task Force considers that action is
required and that the necessary steps are outwith the current powers of the
Scottish Government and the vires of the Scottish Parliament itself.

38.The Task Force considers that these will therefore require legislation at the
reserved level to resolve and improve the situation. These are included in the
Recommendations but the Task Force notes that there is a need for an
enhanced and improved legislative framework for all workers in the Culture and
Creative Industries workforce, throughout the UK, as well as those situations
where reserved legislation impacts within the Scottish industries.

39.These are necessary to enable greater protections for Fair Pay, job security,
effective voice and ensuring confidence in receiving due payments. Clearly this
rests in the reserved legislative area.

UK Government Employment Rights Bill:

40.Since the Task Force began our work in May 2024 we have since seen the
publication of the UK Government Creative Industries Sector Plan in June 2025
as part of the overarching, pan-sectoral UK Government Ten Year Industrial
Plan. Within that Sector Plan we have noted the commitments to move towards
“Good Work” including stronger employment rights 2° and tackling bullying,
harassment and discrimination®. There has also been the commitment by the
UK Government towards a Fair Work Agency, as an Executive Agency of the
Department of Business and Trade.3'

41.The Task Force has noted the UK Government statement of intent from July
2025 “Implementing the Employment Rights Bill — and the phased approach
proposed to roll out of additional rights during 2026, 2027 and 2028. The Task
Force therefore recommends that the Scottish Government commend this
commitment and work closely with the UK Government to ensure a rapid
passage and subsequent enactment of any legislation that delivers greater
benefit for the Culture and Creative Industries across Scotland.

42.Recalling the strong linkages between Scottish Government outcomes, and
onward to UN Sustainable Development Goals (as per paragraph 14 above) and
the global need to recognise the factors that influence the status and wellbeing
of the artist, the Task Force discussions agreed the worth of transposing the

29 “Through the Plan to Make Work Pay, the [UK] government will strengthen rights and protections to
deliver good quality self-employment. This will include measures to tackle late payments, the right to a
written contract, extension of health and safety and blacklisting protections, and consultation on a
simpler framework for employment status.”, page 25

30 “Industry will continue to tackle bullying, harassment and discrimination, including through strong,
cross-industry support for the Creative Industries Independent Standards Authority (CIISA), which will
support priority sub-sectors film and TV, music and theatre during its initial stage before rolling out
more widely”, page 25

31 The Fair Work Agency
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https://assets.publishing.service.gov.uk/media/686507a33b77477f9da0726e/implementing-the-employment-rights-bill-roadmap.pdf
https://assets.publishing.service.gov.uk/media/67e3d1cedcd2d93561195bdf/fair-work-agency.pdf

UNESCQO’s 1980 Recommendation concerning the Status of the Artist3? policy
intent into the relevant legislation.

43.In particular the Task Force highlights the definition of ‘artist’ adopted in the
UNESCO text and considered that the transposition of this established
transnational definition could provide consistency and common understanding in
policymaking related to the living and working conditions of artists. This could
apply to any future legislation where artists are mentioned or revisions to existing
legislation, including those that establish, or seek to alter, the purpose of public
bodies working in the creative and cultural sector: for example a majority of the
Task Force considered that the adoption of the UNESCO definition within the
legally defined functions of Creative Scotland should be considered to centre the
definition and wider approach.

44. The Task Force recommend that the Scottish Government seek to refine
definitions in user in order to reflect both the status of the artist and also reflect
the changing nature of artistic activity within the Culture and Creative industries —
recognising the challenges and opportunities from recent developments in areas
such as Artificial Intelligence — expanded on in paragraph 63 below.

45.Recognising though the timescale that is often necessary for legislative changes,
it is only if this definition of an artist (including those seeking to ‘break into’ the
sector and not yet receiving payment) cannot be embedded using swifter
administrative actions already available to the Scottish Government, that any
legislative changes should be considered. We note that the UNESCO Member
States, including the UK are also invited to submit, every four years, a report on
the implementation of the Recommendation, a mechanism that could be utilised
to track progress on public bodies’ commitments to the living and working
conditions of artists.

Public Sector Culture Bodies

46.Since the Task Force began our work, in May 2025 Scottish Ministers
commenced an Independent Review of Creative Scotland.33 This is to be
commended and the Task Force wrote to the Chair of the Independent Review
and the letter (from selected members of the Task Force) is included as Annex
A to this report.

Freelancers

47.As noted, the Fair Work Convention does not apply to self-employed workers
outwith public funding streams: whilst the clear advantages deriving from Fair
Work practices are well documented (and not necessary to repeat here). It is
therefore currently for individual companies to set conditions (in line with the
reserved employment law).

32 Recommendation concerning the Status of the Artist, adopted by the General Conference at its
twenty-first session, Belgrade, 27 October 1980 - UNESCO Digital Library

33 Independent Review of Creative Scotland: remit - gov.scot
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https://unesdoc.unesco.org/ark:/48223/pf0000111428?posInSet=11&queryId=d1e74e47-8f69-424e-b44b-8f29dd362af9
https://unesdoc.unesco.org/ark:/48223/pf0000111428?posInSet=11&queryId=d1e74e47-8f69-424e-b44b-8f29dd362af9
https://www.gov.scot/publications/independent-review-of-creative-scotland-remit/

48.0ur deliberate emphasis on companies here, rather than employers, reflects the
overwhelming makeup of the culture and creative industries sector being self-
employed/freelance workers.

49.As usefully summarised by the House of Lords Library, “There is no specific
definition of freelancer in UK employment law, but they are often self-employed
contractors or consultants who work for different clients on a flexible basis. They
can be engaged directly, through other companies, or through the freelancer’s
own company (sometimes known as a ‘personal service company’).34

50.The Task Force has agreed that, as a working definition, when the term
“freelancer” is used, it will be assumed to refer to self-employed creatives, or
contractors who are not afforded the same rights as employees.

51.A more expansive treatment of the definition and issues is covered in the 2025
Creative UK report “Forging Freelance Futures”, extracted below:
“While the term ‘freelancer’ lacks a precise legal definition in the UK, it
generally refers to individuals who:
e operate as consultants or contractors;
e offer their services to multiple clients; and
e undertake work directly through a third party, agency or via the
freelancer’s own limited company.
.... freelancers’ refers to workers who pay some or all tax through self-
assessment (not PAYE) or take multiple and overlapping PAYE contracts.

Whilst freelancers may operate on a self-employed basis, this is not
exclusively the case. Freelancing includes individuals working across a mix of
employment types, whether self-employed, employed, or on a series of short-
term contracts. The working definition of a freelancer can also extend to those
with ‘portfolio careers’ — individuals managing multiple and varied jobs across
different projects or industries.3®

52.As a recent House of Lords analysis noted “Rates of self-employment are higher

in the creative sectors than in most other sectors of the UK economy”38. It further

noted that:
“As self-employed contractors, most freelancers pay tax through self-
assessment, not through the PAYE system. This can have tax advantages to
the individual, and to the client hiring the freelancer, as the client does not
have to pay employer national insurance contributions. Freelancers can
benefit from the greater flexibility and control that self-employment can bring,
but they may also lose access to workplace rights such as holiday pay,
sick pay, pensions and the minimum wage [our emphasis]”.%"

53.In addition to the potential “to lose access to workplace rights”, the Task Force
also noted the report “Freelance and Forgotten” from the Scottish Trade Union

34 Freelancers in the arts and creative sectors - House of Lords Library, 09 June 2023

35 Forging_Freelancers Futures Report FINAL-.pdf, Creative UK, Amy Tarr, June 2025, page 15
36 House of Lords, ibid, para 2.1

37 House of Lords, ibid, para 1
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https://www.gov.uk/contract-types-and-employer-responsibilities/freelancers-consultants-and-contractors
https://www.gov.uk/contract-types-and-employer-responsibilities/freelancers-consultants-and-contractors
https://commonslibrary.parliament.uk/research-briefings/sn05976/
https://www.freelanceuk.com/become/setting-your-company.shtml
https://www.freelanceuk.com/become/setting-your-company.shtml
https://lordslibrary.parliament.uk/freelancers-in-the-arts-and-creative-sectors/#heading-1
https://7608628.fs1.hubspotusercontent-na1.net/hubfs/7608628/Forging_Freelancers_Futures_Report_FINAL-.pdf?__hssc=56477556.3.1761904184640&__hstc=56477556.0e6c4344a536f9dbd079c5cc604144b9.1761904184640.1761904184640.1761904184640.1

Congress relating experience of late payment, non payment and bullying,
harassment and sexual harassment.® This survey augmented the findings from
earlier work which has informed the approach of the Task Force — including the
Creative Industries Policy and Evidence Centre.3°

54.The Task Force members set out in the letter in Annex A therefore asked,
amongst other issues, that the Independent Review of Creative Scotland take
the opportunity to consider the implementation of Fair Work with regard to
Freelancers within those sectors and activities currently with Creative Scotland’s
remit and responsibilities. Other public bodies working in the sector could
similarly consider their potential role in extending the benefits of Fair Work to the
freelancer workforce, expanded on further in paragraph 138.

55.This recognises that there are issues affecting Freelancers across a number of
inter-related sectors, and is expanded on in later discussions and
recommendations #7 and #12.

56.Pending the further improvements to the Office for National Statistics (ONS)
work, referred to in the UK Government Creative Industries Sector Plan, the
Task Force recognises the Culture Strategy Action Plan’s action on data (S2)
and considers that there is still an urgent need for further data collection within
the control of the Scottish Government and its public bodies.*°

57.A key aim in this work must be an accurate disaggregation of data in order to
facilitate a better understanding of the intersecting needs amongst different
members of the culture and creative industries sector workforce in Scotland.

58.In particular, a priority area must be addressing unfair pay practices by reporting
on the gender pay gap to the Scottish Government by way of the Fair Work
Delivery Group. This should include regular reporting on the industries, including
disaggregated data on the gender pay gap as it applies to racial minorities,
migrants, working class communities, disabled artists, and all identities protected
under the Equality Act of 2010.

59.Pending the detailed ONS work the Task Force welcome consideration of how a
suitably resourced Creative Scotland could play a co-ordination and advisory
role within the sector, supporting both the Delivery Group and the Freelance
Commission in this task, and working in partnership with relevant agencies and
stakeholders to help stakeholders improve their own data collection,
disaggregation, sharing and reuse.

60.Recognising the work of earlier groups dealing with the Culture Strategy for
Scotland, including the Measuring Change Sub-Group of the National

38 freelance-and-forgotten-a-report-on-worker-exploitation-in-scotlands-creative-industries.pdf, STUC
39 Good Work Review Job quality in the Creative Industries , “Job quality in the Creative Industries.
The final report from the Creative PEC’s Good Work Review”, Heather Carey, Lesley Giles and Dave
O’Brien, February 2023

40 Culture Strategy Action Plan: Strengthening Culture Action 2: Develop and implement a long-term
strategic approach to making improvements to the data landscape for culture, working closely with
expert partners. A Culture Strategy for Scotland: Action Plan - gov.scot
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https://www.stuc.org.uk/resources/freelance-and-forgotten-a-report-on-worker-exploitation-in-scotlands-creative-industries.pdf
https://pec.ac.uk/wp-content/uploads/2023/12/PEC-GWR-Job-quality-in-the-Creative-Industries-v7.pdf
https://www.gov.scot/publications/culture-strategy-scotland-action-plan/pages/4/

Partnership for Culture!, this improvement in data collection, disaggregation,
sharing and enabling reuse would aim to help decision-makers, funders and
service users have an improved understanding of the work and impact of the
sector using existing information from a range of resources.

61.As well as enabling invaluable context for an annual report on Fair Work (with
appropriate input and analysis from both the Culture Fair Work Delivery Group
and the Freelance Commission), throughout the rest of the year it could also
provide an invaluable resource for other research (such as independently run
participatory systems mapping of cultural programmes) by ensuring a consistent
and accurate approach to the measurement of resources and funding inputs.

62.We highlight the need for this data to include culture and creative industries
sector workers that are employed across other sectors like the events and
hospitality sectors, reflecting the intersectionality which is such a feature of the
culture and creative economies — and explicitly recognised in the ongoing ONS
work.42

Artificial Intelligence (Al)

63.Recognising the changing nature of the sectors (as per paragraph 44 above), the
Task Force would also highlight concerns the sector has relating to Artificial
Intelligence (Al). Amongst other ethical considerations*3, Al is an emerging and
evolving issue which is impacting creatives due to work being stolen and through
diminishing of available work.

64.At a time when we see considerable efforts being made across culture and
creative industries to monitor and mitigate their environmental impact (e.g. The
Theatre Green Book**) it is necessary within the ongoing debates around the
potential benefits of this emerging technology to also highlight all the associated
debates surrounding data centres — including issues of local economic impacts,
water and power consumption.4®

41 Independent Report from the National Partnership for Culture, Independent Report from the
National Partnership for Culture, page 12, March 2022

42 “Each sector definition has been designed to be the best possible measure of that individual sector.
There are overlaps between DCMS sectors, whereby an industry (as defined by 4-digit Standard
Industrial Classification, or SIC, codes) may be used in two sector definitions. In particular, the cultural
sector is defined using SIC codes that are nearly all within the creative industries and the tourism
industries and civil society overlap with other DCMS sectors. These overlaps are accounted for in the
Economic Estimates series to avoid double counting in DCMS sector totals.” & Fig 1DCMS Sectors
Economic Estimates Definitions - GOV.UK, updated 21 October 2025

43 Artificial intelligence: ethics, governance and regulation - POST, UK Parliament, Parliamentary
Office of Science and Technology (POST), Patrick Brione & Devyani Gajjar, 07 October 2024

44 Theatre Green Book |, “Theatre Green Book is an industry-wide initiative to work more sustainably
in response to the climate crisis. It is a free resource for everyone in the performing arts, working in
any role and at all scales, providing a framework for planning, best practice guidance, a measurement
system and shared standards.”

45 Data centres: planning policy, sustainability, and resilience - House of Commons Library, Adam
Clark, House of Commons Library, 03 November 2025
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https://www.gov.scot/binaries/content/documents/govscot/publications/independent-report/2022/03/independent-report-national-partnership-culture/documents/independent-report-national-partnership-culture/independent-report-national-partnership-culture/govscot%3Adocument/independent-report-national-partnership-culture.pdf
https://www.gov.scot/binaries/content/documents/govscot/publications/independent-report/2022/03/independent-report-national-partnership-culture/documents/independent-report-national-partnership-culture/independent-report-national-partnership-culture/govscot%3Adocument/independent-report-national-partnership-culture.pdf
https://www.gov.uk/government/publications/dcms-sectors-economic-estimates-methodology/dcms-sector-economic-estimates-methodology
https://www.gov.uk/government/publications/dcms-sectors-economic-estimates-methodology/dcms-sector-economic-estimates-methodology
https://post.parliament.uk/artificial-intelligence-ethics-governance-and-regulation/#heading-2
https://theatregreenbook.com/
https://commonslibrary.parliament.uk/research-briefings/cbp-10315/

65. Considerations surrounding Al for creatives should begin by acknowledging that
key principles of consent, credit and remuneration are needed for workers within
the sector — and recognition of the jobs already being lost to Al. The loss of
existing creative assets from creatives has been profound and also impacts
adversely on future earnings by creatives.

66. The Task Force recognises that Al is a challenging international issue and that
copyright law is different in every country. There have been interesting legislative
approaches namely the Danish Government’s proposal to change copyright
law*® to ensure that citizens would have the right to their own body, facial
features and voice, and in California where a law has been set out to protect
actors and performers from Al replicas of their likeness or voice being used
without their consent.#’

67.The Task Force supports legislation that allows creatives and creative
practitioners to opt in to give explicit permission for their data and their creative
work to be used. The Task Force considers that the default position should be
that permission for use must be actively and explicitly granted by the owner
rather than, as understood at present, the owner of their data is required to opt-
out to prevent their data or work being used without their permission, or any
remuneration.

68.The Task Force recommends a report on the impact of the future of Al on the
creative workforce to be commissioned on behalf of the Culture Fair Work
Delivery Group (at a pace to enable findings delivered simultaneously with the
current July 2026 Fair Work programme evaluation) to explore the impact of data
ethics, copyright and IP ownership, consent, regulation and legislation.

69. This improved data on the culture and creative industries workforce would feed
into the work of both the proposed Freelance Commission (Recommendation #
12) and the Culture Fair Work Delivery Group (Recommendation #2).

70.This research would also explicitly explore the impact of scraping data from
individual members of the creative workforce to understand the impact of this
practice on income earning abilities and career progression within the sector.

71.A further sub-recommendation is, as part of this initial research, the
consequence of the scraping of data be explored with a view towards regular
research interventions to track the impact of Al in data in Scotland.

72.This would include a particular view to the impact of how data is being used and
the impact of Al developments on data storage and usage. This service would be
a government funded partnership across the third, private, and public sectors to
enable research to be conducted to understand the full impact of the rapidly
evolving technology.

46 Deepfake leqislation: Denmark takes action | World Economic Forum
47 Governor Newsom signs bills to protect digital likeness of performers | Governor of California
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https://www.weforum.org/stories/2025/07/deepfake-legislation-denmark-digital-id/
https://www.gov.ca.gov/2024/09/17/governor-newsom-signs-bills-to-protect-digital-likeness-of-performers/

Conditionality within the Public sector and public sector funding

73.The Task Force recognised that the current Fair Work implementation across
Culture and Creative Industries largely relies on conditionality within grants by
public bodies or within contracts for delivery of goods and services.

74.This reflects that the Scottish Government does not have the authority (nor the
Scottish Parliament the vires) to create, amend or repeal employment law — see
Reserved.

75.This means employers and, crucially contractors and sub-contractors, can
decide if they use Fair Work practices in their business or not — unless required
to do so. This recognises the increased use of complex chains of sub-contracts
within the sector: although driven by a “prime contract”, these sub-contracts
(whilst remaining within current employment legislation until amended at UK
level as per the UK Government commitment in the Creative Industries Sector
Plan“®) do not have a compulsion to deliver Fair Work conditions.

76.The Task Force notes that those public bodies funded by Grant In Aid should
already be applying Fair Work First, in addition to their other obligations for
“Fairness and equality*®” under the Best Value regime.

77.The Task Force however notes the existing opportunity which would already
appear to be open to Local Authorities in their Licensing Authority role around
Temporary Licenses for events.

78.Recognising the Verity House agreement and the respective democratic
mandates of both the Scottish Government and Local Authorities, the Task
Force would welcome clarity and further discussion amongst stakeholders about
the potential for making greater use of conditions by individual Local Authorities
(as a Licensing Authority) in such cases — and to consider how Fair Work
principles might be expanded in other commercial settings.

79.The Task Force further recognises that although there are often multiple funders
for creative industries activity (e.g. sponsorship, philanthropy etc.) in order for
Fair Work to be effectively embedded in the culture and creative sectors, there
needs to be conditionality on funding across the sector, irrespective of the
source of funding.

80. It is our view that this conditionality should continue to apply to Creative Scotland
grant recipients (including one-off and Multi Year funded Organisations) and the
National Performing Companies: Scottish Opera, Scottish Ballet, Scottish
Chamber Orchestra, National Theatre of Scotland and Scottish National
Orchestra. These are funded directly, and predominantly, by the Scottish
Government.

81.This conditionality is essential for the Scottish Government to reach its goal of
being a Fair Work Nation by 2030.

48 [
Ibid
49 «“Best Value: Revised Statutory Guidance 2020”, Scottish Government, March 2020
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https://www.gov.scot/binaries/content/documents/govscot/publications/advice-and-guidance/2020/03/best-value-revised-statutory-guidance-2020/documents/best-value-revised-statutory-guidance-2020/best-value-revised-statutory-guidance-2020/govscot%3Adocument/best-value-revised-statutory-guidance-2020.pdf

Recommendations for Actions
#1 - Establish a Culture Fair Work Charter

82.The members of the Fair Work Delivery Group noted below should publish and
endorse a Culture Fair Work Charter, drawing on the principles set out in this
report (both Annex E) and review the text annually to ensure continued
relevance. This review would draw on emerging research, lessons learned and
after engaging in a consultation.

83. It is envisaged that this Fair Work Charter should be voluntary, allowing
employers to demonstrate their general commitment to Fair Work. Adopting the
Fair Work Charter could be used to provide useful evidence to indicate an
employer’'s commitment to Fair Work First criteria in relation to public sector
grants and other funding — from whatever sources.

84.However, demonstrating their actions under the Fair Work Charter would not
replace or exempt any recipient of public sector funding from Fair Work
conditionality requirements around the payment of at least the real Living Wage
or providing appropriate channels of Effective Voice.

85.The Task Force view is that Fair Work is always in progress and should evolve
as needed, as should this Fair Work Charter, informed and refined as a greater
corpus of Best Practice and evidence grows to support it.

86.The intention is for employer organisations of all shapes and sizes to be
recognised for their positive steps in embedding Fair Work practices and for
them to be supported in demonstrating their achievement in meeting the
standards set in the Fair Work Charter.

Annual Reports:

87.Following the publication of the Fair Work Charter the Delivery Group will
engage regularly with stakeholders with the purpose of encouraging the adoption
of the Charter, monitoring usage, encouraging the spread of Best Practice and
producing Annual Reports, on lessons learned during the preceding period and
any comments for future action.

88.Recognising that policy levers are both reserved and devolved, an Annual
Report will be provided to Scottish Ministers — and other relevant roles (see
#12 below) and another, dealing with relevant reserved issues, will be provided
to the UK Government.

#2 - Form a Fair Work Delivery Group to support the implementation of the

specific recommendations comprising the Culture Fair Work Charter and

associated tasks related to other Recommendations.

89. This, suitably resourced, group should support the delivery and monitoring of
those recommendations accepted by Scottish Ministers (plus any additional
tasks assigned), with an initial focus on establishing the Culture Fair Work
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Charter as a resource to be used across the culture and creative industries
sectors — as per Recommendation #1 above.

90. Membership of this group would include representation from across Scotland’s
creative industries, with public bodies, enterprises and trade unions represented
with the Scottish Government providing secretariat support. In addition the
Delivery Group could support a quarterly, cross-sub-sector, Fair Work Assembly
bringing together stakeholders (including trade unions and workforce forum
reps), funders and freelancers to review identified, systemic issues, and lived
experience of policy delivery.

91. It would also have a clear communication relationship with the UK Post of
“Freelance Champion”? proposed in the UK Government Creative Industries
Sector Plan and the ongoing UK Good Work Programme, enabling exchanges
on Best Practice, relevant research and supporting action-centred learning.

92.The group would also liaise closely with the proposed Freelance Commission
(and, in due course the Freelance Commissioner) as per Recommendation 12
and the Disputes Resolution Board as per Recommendation #3.

Fair Work Sector-wide Fair Work Support Strategy
93.In addition, the group would have responsibility for the design of a ‘Coordinated
sector-wide Fair Work’ support strategy for the implementation of fair work.

94.This strategy will include the development of guidance, training and tools for
aligned delivery and the maximisation of resource as suggested by Culture
Radar in their Review of Fair Work report in May 2022°" and expanded on in
Recommendation #15 and #16 - Skills Development Strategy.

95.1n addition to this, and working with the wider awareness campaign expanded on
in Recommendation #4, the Delivery Group will develop a Culture Fair Work
‘Stakeholder Communications Strategy’ which will allow for learning and best
practices (identified under the relevant recommendations) to be shared across
the creative industries and cultural sector.

96. This will include the hosting of regular ‘open and access’ dialogue across the
sector on Fair Work progress and best practice, as recommended by the Culture
Radar ‘report.*?

Use of Cultural Progression Maps
97.The Delivery Group will also develop a ‘Cultural Work Progression Map’ that
identifies support for artists and creative practitioners after the 'emerging' stage.

50 “pDCMS will appoint a creative freelance champion, to advocate for the sector’s creative freelancers
within government and be a member of the Creative Industries Council. Terms of reference will be
developed with industry and a freelance champion appointed in 2025. The government will continue
to support the industry’s work to deliver the Good Work Review action plan, which aims to strengthen
job quality across the sector, support the self-employed and focus on developing high-quality jobs.”
page 35, ibid

51 Ibid, page 62

52 ibid
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98. Often 'emerging' artists and creative practitioners experience a conflation of their

age with the work stage, which does not correlate contributing to unintended
consequences. For example, an emerging artist can be any age - though
assumptions are often made that they are under 35 - which limits opportunities
for support and progression of all emerging artists and creative practitioners in
the industry.

99. A Cultural Work Progression Map with targets for gender and care equality for

work progress in the cultural sector and creative industries would address this
‘leaky pipeline’, support progression within the creative and cultural sector while
minimising brain drain.

#3 - Disputes Resolution Board
100. Scottish Ministers should establish a Disputes Resolution Board, separate

from the Fair Work Delivery Group, which is available to act as a neutral space
where both employers and workforce voice mechanisms can agree to meet and
seek to broker agreement.

101. In this the Task Force recognises that, whilst any such Board would not

possess formal status or powers, the principle of ‘arbitration’ and the value
added by the process has long been recognised within the legal setting.3

102. A necessary precursor is that the Scottish Government update its Fair Work

103.

104.

105.

First Guidance, and funders to update their funding criteria, to further
strengthen the recognition that trade unions and staff forums are the legitimate
voice of workers. Staff forums must be legitimate and an effective voice and not
used as tokenistic or ceremonial forums.

Enabling an effective voice creates a safe and open environment where
workers' views are sought, listened to, and can influence workplace decisions
and improvements. This involves both individual and collective (e.g. trade
unions, staff forums etc.) channels, ensuring workers can problem-solve, input
into business decisions, and contribute to a fair and prosperous workplace.%

Should such mechanisms not deliver a mutually agreeable resolution, there
should then be a mechanism to refer an issue to the proposed Disputes
Resolution Board.

The Disputes Resolution Board would be voluntary, without legal status, and
would provide regular information on issues raised with it to the Fair Work
Delivery Group for consideration in their Annual Reports, together with
informing the Freelance Commission and the Freelance Commissioner. The
Disputes Resolution Board would also provide information, suitably anonymised
to the UK Government, on the key themes surrounding disputes it had been

53 “The founding principles of [arbitration] are— (a) that the object of arbitration is to resolve disputes
fairly, impartially and without unnecessary delay or expense, (b) that parties should be free to agree
how to resolve disputes subject only to such safeguards as are necessary in the public interest”
Arbitration (Scotland) Act 2010, s. 1(a) and 1(b).

54 ibid
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involved in which were within reserved areas, further fostering an action-
centred learning approach.

106. The role of a Freelance Commissioner is explored in Recommendation #12
below and could also help in the arbitration role.

107. This recognises that no body is responsible for monitoring and, crucially,
enforcing fair working practices within the sectors. The Task Force seeks to
encourage awareness for workers and understanding from employers around
fair working practice to create warning signs where there are lapses in fair
working practices through this Fair Work Charter and a flow of information
regarding where issues arise, in order to help spread lessons learned and Best
Practice.

#4 - Support an awareness raising campaign to promote the benefits of Fair
Work practices in Scotland’s Creative Industries and, by creating a Fair work
Resource Hub, encourage cultural and creative organisations to share good
practice and adaptable learning resources to support endeavours to embed
fairer working practices — see #15 following - Fair Work Skills Development
Platform.

108. The Scottish Government should support the planning, development and
delivery of a Creative Workforce Communications and Engagement Plan
including an awareness raising campaign to promote the benefits of Fair Work
in Scotland’s Creative Industries.

109. The campaign must be creative and innovative and should be promoted
across multiple communications channels (social media, newsletters and video
content as appropriate) to ensure that it is able to effectively engage the broad
spectrum of organisations and individuals working across the creative
industries in all parts of Scotland including rural and island communities.

110. A co-ordinated effort should be made to identify and promote existing hubs of
Fair Work-aligned resources developed by creative and cultural organisations,
trade unions and public bodies of all sizes and at different stages of their Fair
Work journey.

111. As an early start to the development of an online Fair Work Resource Hub
(which would operate on a 'Creative Commons' license basis), the Scottish
Government Creative Industries webpage could be updated to point to existing
hubs, such as that of Creative Scotland (including HR advice®®), Museums
Galleries Scotland and trade unions, pending the delivery of the Fair Work
Resource Hub.

112. This recognises that the development of a Fair Work Resource Hub and
associated information will take time, the effective use of existing information is
key as work progresses. All resources should be appropriate to the needs of

55 Supporting creative talent to thrive in Scotland, Exploring learning from the ‘HR for Creatives’
project to improve human resources across creative sectors in Scotland’, Creative Scotland, By tialt —
there is an alternative, March 2025
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Scotland’s Creative Industries, with existing examples such as The lllustrated
Guide to Fair Work for Employers® or the STUC Fair Work for Freelancers
Checklist®’, already endorsed by more than 30 of Creative Scotland’s Regularly
Funded Organisations.

#5 - Create positive support for change by providing a dedicated Fair Work
Fund available to employers within Scotland’s creative industries to support
the adoption of Fair Work practices.

113. The Scottish Government should make a dedicated fund available for creative
and cultural employers outwith the public sector to support the adoption of Fair
Work practices. A draft proposal for the functions of the Fund are set out in
greater detail in Annex B.

114. Recognising the level of Fair Work duties already placed on public sector
partners, this funding stream is intended to build capacity in the private and
third sectors and drive positive support for change by finding innovative
solutions to the unique challenges faced by Scotland’s creative workforce
including the significant contingent of freelance workers.

115. A proposed budget envelope of between £250k - £500k per annum over five
years should be built into future Scottish Government spending plans, although
recognising that there would be scope to ‘front load’ the fund in earlier years,
when implementation pressures are likely to be greater than once established.

116. Whilst the multi-year funding approach in culture, via Creative Scotland, in
general is to be welcomed, the Task Force also recognises the comments from
Scottish Council for Voluntary Organisations (SCVO) regarding ‘ Fairer
Funding’. Whilst the comments relate specifically to Third Sector, the issues
have resonance and relevance across the wider culture and creative industries
sector, viz:

“To enable third sector organisations to become Fair Work employers, the
Scottish Government must uphold and implement its commitment to_Fairer
Funding: funding which is long term, flexible, sustainable, and
accessible”.%®

117. There would be several possible routes available to allocate funds, but at the
heart of the assessment process should be the aim of supporting employers to
develop their fair work policy adoption and fair work implementation. This
recognises the challenges facing employers and organisations — and the
supporting evidence is expanded on in Annex D.5°

56 The lllustrated Fair Work Guide for Employers | Creative Scotland,

57 STUC Fair Work for Freelancers Checklist | Publishing Scotland

58 «Fair Funding and Fair Work: Scottish Council for Voluntary Organisations and TSI Scotland
Network”, Scottish Council for Voluntary Organisations, 22 August 2023

59 ‘Employers in the sector have already been facing financial squeeze and instability over many years,
and many wonder how they might be expected to fund and resource Fair Work on top of this.” “A
quantitative baseline of job quality in the Creative Industries’, Working Paper 1 from the Creative PEC's
Good Work Review, ibid, page 7
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https://www.creativescotland.com/resources-publications/guides-toolkits/the-illustrated-fair-work-employers-guide
https://www.creativescotland.com/resources-publications/guides-toolkits/the-illustrated-fair-work-employers-guide
https://www.stuc.org.uk/resources/freelance-and-forgotten-a-report-on-worker-exploitation-in-scotlands-creative-industries.pdf
https://www.stuc.org.uk/resources/freelance-and-forgotten-a-report-on-worker-exploitation-in-scotlands-creative-industries.pdf
https://scvo.scot/p/56732/2023/01/16/fair-funding-for-the-voluntary-sector
https://scvo.scot/p/56732/2023/01/16/fair-funding-for-the-voluntary-sector
https://www.creativescotland.com/resources-publications/guides-toolkits/the-illustrated-fair-work-employers-guide
https://www.publishingscotland.org/ps-knowledge-bank/stuc-fair-work-for-freelancers-checklist-2/
https://scvo.scot/p/61666/2023/08/22/fair-funding-and-fair-work-scottish-council-for-voluntary-organisations-and-tsi-scotland-network
https://scvo.scot/p/61666/2023/08/22/fair-funding-and-fair-work-scottish-council-for-voluntary-organisations-and-tsi-scotland-network

118. Examples of aims for projects which could be funded through a proposed Fair

Work in Creative Industries Fund could include the following, recognising their
broad alignment to the five Fair Work Principles (in (ii) below. Suggested
projects could seek:

i.  To support access to specific Fair Work advice, guidance and capacity
building tailored to the needs of the creative industries.

ii. To support the development and delivery of continual education and
training, for example through information sessions, roadshows,
demonstrations should be aligned with the dimensions of Fair Work
(Effective Voice, Opportunity, Security, Fulfilment and Respect).

iii.  To support the implementation of inclusive and accessible recruitment
and retention practices to strengthen and diversify Scotland’s creative
workforce, with specific recognition of identified and endemic gender pay
gaps and an under representation of disadvantaged groups across the
sector (cf. (v) below).

iv.  To support pilot projects to introduce new ways of working such as
flexible working or other family friendly working practices to improve
workforce wellbeing and strengthen business resilience.

v. To support initiatives to increase progression opportunities in the
creative industries such as mentoring programmes or specialised
learning modules. These initiatives should have a particular focus on
supporting disadvantaged groups who may face intersectional barriers
including women, racialised minorities, disabled people, LGBTQI+
people as well as younger and older workers.

#6 - Develop metrics and approaches to monitoring and evaluation to support
the Culture Fair Work Charter signatories and ongoing work on Fair Work
across the culture and creative industries sector.

119.

120.

121.

122.

The Scottish Government should work with the Fair Work Delivery Group to
establish metrics to sit alongside the Fair Work Charter and suggested
approaches for organisations to evidence their Fair Work Charter status.

This, together with ongoing work to improve the available data and evidence,
would help organisations to make data driven decisions regarding policy
development and interventions, and could lead to more targeted and effective
support for Scotland’s creative workforce.

As a shared basis, the Fair Work Delivery Group work will, in the first place,
adopt the “Fair Work Measurement Framework” from the Culture Radar 2020
report, noting this itself is drawn from the Fair Work Convention Measurement
Framework 2020.6°

In addition, noting the current absence of evidence indicating ‘quality’ work
within much of the sector, it will also cross-refer to existing measurement
frameworks for ‘Job Quality’, such as the Creative PEC ‘Six Domains of Job
Quality’.%

60 Fair-Work-in-Scotland-Report.pdf, Fair Work In Scotland, Fair Work Convention, December 2020,

page 15

61 ibid
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#7 - A reconsideration of self-employed artists, creatives and cultural workers’

legal status to ensure fair working conditions and pay as cultural sector

workers.

123. Recognising that legal status (under both devolved and reserved legislation)

is the most secure mechanism to ensure security of pay and working conditions
— and thereby increase the attractiveness of the sector to new and future
entrants — Scottish Ministers and the UK Government should examine how best
to ensure this, cross referring to the definition of an artist discussion at
paragraph 47 et seq.

#8 - The Scottish Government amend Fair Work First to include and apply to
self-employed artists, creatives, and cultural sector workers
124. Recognising that the Scottish Government has commissioned an independent
evaluation of Fair Work First to determine whether it has achieved its intended
aim. The evaluation runs from July 2025 to July 2026.

125. The evaluation, along with the UK Government’s imminent Employment
Rights Bill®? and the wider UK Government Make Work Pay agenda will help
inform the future direction of the Scottish Government’s broad Fair Work policy,
including Fair Work First.

126. This work clearly recognises the overlap with other aligned sectors such as
the commitment that “the Retail Industry Leadership Group (ILG) will drive and
support delivery of Fair Work across the sector®®” and the ongoing work around
Tourism and Hospitality following the Fair Work Convention report into the
Hospitality sector.64

127. The Task Force welcomes the opportunity to examine lessons learned to date
and recommends that the self-employed artists, creatives and cultural sector
should be specifically and explicitly included in future iterations of the Fair Work
First programme.

128. In addition, the Fair Work Delivery Group should be extended the specific
opportunity to comment upon the findings from the independent evaluation of
the Fair Work First programme — together with the support to conduct
appropriate engagement with the culture and creative industries sector to
inform and enable this work going forward within the industries.

129. Within this post July 2026 engagement, and recognising that skills (and parity
in the recognition of skills) are an essential part of ensuring Fair Work delivery,
the Task Force would wish the Fair Work Delivery Group to return to the
specific issue of ensuring improvement to, and enhancement of, skills
provision across culture and creative industries sector once the Commission

62 Employment Rights Bill overview
63 Fair Work Action Plan: Intersectional Impacts 2025, September 2025, page 15

64 Scotland’s Hospitality Employers, Workers and Trade Unions United in Support for Fair Work in the
Industry - The Fair Work Convention, Fair Work Convention, September 2024
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and the Delivery Groups have had a chance to examine the Fair Work
evaluation.

#9 - Minimum standards are agreed that those on freelance contracts should
be entitled to expect in line with the UNESCO Recommendation concerning the
Status of Artist ‘... that the ‘same social and legal protection for employed and
self-employed artists as that usually granted respectively to other employed
and self-employed groups’

130. Recognising that roll-out through legislation and procurement conditionality will
take time, the Task Force considers that the Scottish Government, and all
public funding grant recipients should be early adopters of an agreed set of
minimum standards, as soon as possible.

#10 — Further work on the implications for Scotland of the adoption of a
Universal Basic Income for artists based on UNESCO recommendations.

131. Rather than a basic income for artists, this Task Force recommends specific
work on exploring an initial pilot of Universal Basic Income for Artists based on
the review of previous international UBI pilots including the Irish Government’s
Low Pay Commission® and UNESCO research® and the decision to roll out a
Basic Income for the Artist in Ireland from September 2026.67

132. In addition, as well as the existing resources for fair payment — such as Rate
Cards, the Task Force has noted the final report by the independent Minimum
Income Guarantee Expert Group.%® Published in June 2025, at the core of their
report is the message in the foreword:

“A Minimum Income Guarantee is a simple yet transformational idea:
there should be a minimum income level beneath which no one is
allowed to fall.”

133. In using that message in respect of Fair Work within culture there should be
an examination of further guidance, and therefore conditionality in grants - in
respect of both “Minimum Income Standards” and “Real Living Hours” — such
as the Living Wage Scotland® guidance.

134. The Task Force recognises the direct linkage in this recommendation and the
benefits of security for employer and employee (including freelance) as set out
in the original Fair Work Convention report.”®

65 _ow Pay Commission, Government of Ireland, 27 January 2020

66 “Member states are invited to consider the adoption of special means of financing social security
for artists, for example by resorting to new forms of financial participation either by public authorities
or by business undertakings which market or which use the services or works of artists.”, ibid

67 Basic Income for the Arts (BIA)

88\linimum Income Guarantee: report - a roadmap to dignity for all - gov.scot, Scottish Government,
June 2025

69 Living Hours - Living Wage Scotland

70 “Security and stability of employment allows individuals to better plan their day-to-day lives and
their future. Security of income can contribute to greater individual and family stability and promote
more effective financial planning, including investment in pensions. ... Predictability of work
commitments, especially working hours, are also important elements of fair work.” page 38, Fair Work
Framework 2016, Fair Work Convention,
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#11 - A Demonstrable Increase in Monitoring and Enforcement
135. Fair Work conditionality within public sector funding is an absolute
requirement for ensuring both adherence and setting an example. As referred
to earlier, with no one body or co-ordination mechanism for reporting and
enforcement across all the sectors there must be demonstrable improvements
in transparency, reporting and options for enforcement — through some
mechanism - of fair work across all elements — public, private and Third Sector.

136. Recognising that the independent Review of Creative Scotland is still
underway at time of drafting, the Task Force nevertheless consider that a
suitably resourced Creative Scotland at present remains best placed to support
and empower the sector to implement Fair Work, in line with this being one of
its four identified Strategic Priorities. This includes using the sector
development, funding and advocacy levers available to it across the
dimensions of Fair Work, including broader ambitions for diversity in
recruitment and workforce development.

137. This recognises any formal enforcement of Fair Work conditionality by
Creative Scotland (as with other public bodies) through a programme of
monitoring and reporting can only be applicable within their funded
programmes and organisations (including Multi-Year Funded (MYF)
organisations.

138. There are of course other sub-sectors which are funded through public
funding — either directly by grant from the Scottish Government’" or indirectly
by public funding through other mechanisms, public bodies and other
mechanisms’2. Appropriate steps must also be seen to be taken by all these
funding bodies to ensure that Fair Work is implemented to the standards
expected across all funders.

139. This span of possible action for Creative Scotland (which has a specific remit)
along with the other possible funding routes from the other bodies supporting
culture and creative industries, recognises and strengthens the strong advisory
and arbitration roles recommended for the Delivery Group and Dispute
Resolution Board (Recommendations #2 and #3 respectively).

140. Enforcement functions, wherever housed and however constituted in the
future, will not remove the original onus that individual organisations, employers
and contractors in receipt of public funding already have (under conditionality
requirements) to support artists and workers, and to monitor and enforce fair
working practices throughout all associated activities.

71 e.g. the five National Performing Companies (NPCs) (including Scottish Opera, Scottish Ballet,
Scottish Chamber Orchestra, Royal Scottish National Orchestra and National Theatre of Scotland),
V&A Dundee, Sistema Scotland, Scottish Libraries and Information Council (SLIC)), Museums
Galleries Scotland, Scottish Maritime Museum, Scottish Mining Museum, Scottish Fisheries Museum
and elements of Culture & Business Scotland

2 g.g. the enterprise agencies (Scottish Enterprise, Highlands and Islands Enterprise and South of
Scotland Enterprise), Visit/EventScotland, local authorities, Arm’s Lengths External Organisations
(ALEOSs) etc/
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141. With encouragement across all types or organisation — public, private and
Third Sector and irrespective of funding/revenue sources — the value delivered
by Fair Work should be made abundantly clear through the partnership work
facilitated by the Fair Work Delivery Group.

#12 - Recommendation for a Freelance Commission and Freelance
Commissioner for Scotland
142. The Task Force recognises that within the culture and creative industries
sector within Scotland and from reports across the UK, there are a number of
issues affecting freelancers.

143. The commitment from the UK Government towards establishing a Freelance
Champion during 2025 is to be welcomed. With early reports indicating that the
role aims to address systemic issues such as late payments, the provision of
contracts, health and safety support, and ongoing concerns around copyright
and artificial intelligence (Al), the Task Force recognises the legislative levers
for addressing these are reserved.

144. At the time of drafting, the Task Force has been unable to access a definitive
draft of the proposed Terms of Reference for the role, instead drawing on other
published sources, viz:

“The Freelance Champion will be a role appointed by DCMS which will
give freelancers a voice within government. We envisage that the role will
help represent the interests of creative freelancers in areas such as the
development of the Plan to Make Work Pay, the Small Business
Commissioner, the Fair Work Agency, and the Department for Business
and Trade’s Small Business Growth Forum.””3

145. However, the Task Force note that the Freelance Champion is, at heart, a
non-statutory role, drawn from within the Creative Industry Council, and will
report to UK DCMS Ministers.

146. Given the essential role culture and creative industries has in Scotland — and
the rapid evolution of technology in the sector — offering both opportunity and
threat — the Task Force recommends the creation of a formal (i) Freelance
Commissioner for Scotland and (ii) a separate Freelance Commission.

Freelance Commissioner:

147. Whilst noting proposals (including from Creative UK for a Freelance
Commissioner’#, hosted within the UK Department for Digital, Culture, Media
and Sport) the Task Force consider that it is the Scottish Parliament that would
ultimately be the best host for the intended statutory position of a Freelance
Commissioner, dealing as it would with the interests of the Scottish industries.

148. This recognises the initial legislative process required to create such a
statutory post and the subsequent accountability, resourcing and governance

"3The UK's Modern Industrial Strategy - CREATIVE INDUSTRIES Sector Plan, June 2025
74 Delivering For Freelancers Report | Creative UK, 14 August 2025
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arrangements. This also recognises the potential benefits in due course for Fair
Work issues in similar sectors such as retail and tourism/hospitality, which share
similar proportions of freelance workers. However, this is outwith the specific
scope of the Task Force.

149. The new Freelance Commissioner would enable independent oversight
arrangements to ensure and promote good practice and consistent standards in
respect of freelance work within the culture and creative industries sectors in
Scotland.

150. The Freelance Commissioner would act as an independent representative for
creative and cultural freelancers in Scotland to help ensure the health and well-
being of freelancers, advocate for freelancers rights (across reserved and
devolved areas), protect freelancers access to fair contractual minimum
standards, monitor fair working practices, and advocate on behalf of freelancers
for changing legislation with regard to freelancers working rights.

151. The Freelance Commissioner could also have final adjudication powers in
disputes within the vires of the Scottish Parliament and act pending reference
from the voluntary Disputes Board at #3 above, rather than respond to
individual cases where breach is alleged. The Task Force notes the clear
difference between the intent for the proposed Freelance Commissioner and
the functions of other bodies, such as the Scottish Public Services
Ombudsman’®, and their existing role including acting as the final [our
emphasis] stage for complaints about most devolved public services in
Scotland including councils, the health service, prisons, water and
sewerage providers, Scottish Government, universities and colleges.

Freelance Commission:
152. The Fair Work Delivery Group (as per paragraph 89 above) is intended to
deal with operational delivery of the recommendations within this report.

153. The Freelance Commission would be a separate advisory group, reporting to
Scottish Ministers, and act as a mechanism for examining the strategic issues
impacting, in the first instance, on culture and creative industries and also impact
from the overarching approach towards aligned Fair Work issues in similar
sectors such as retail and tourism/hospitality.

154. The Freelance Commission would provide feedback, and highlight cross-
cutting issues, helping to shape policies and process that support Fair Work in
culture and creative industries as well as providing leadership in facilitating
collaboration with other leadership and advisory groups seeking to ensure Fair
Work, where this would create benéefit.

# 13 - Ethics and Equity
155. Technology is advancing at an ever-increasing pace, and it is clear that digital
technologies must be designed to enrich and enhance human creativity, not
replace it. Future development and deployment of those digital technologies

75 About us | SPSO, Our Role
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require explicit alignment with human rights, digital equity across society and
communities and an embedded ethical standard.

156. Recognising that these issues that affect us in Scotland (such as copyright,
Intellectual Property, data protection, rights and privacy responsibility for all and
new approach informed consent) related to reserved issues the Task Force call
upon the Scottish Government to work constructively with the UK Government
on the commitment to address these issues with the UK Government Creative
Industries Sector Plan.”®

157. Notwithstanding “the provisions [under the Data (Use and Access) Act 2025]
(Commencement No. 1) requiring the [UK] government to prepare a progress
update and a report on copyright works and artificial intelligence systems”’’
(under sections 135,136 and 137 of the Act) the Task Force recommends the
Scottish Government commission a report on the impact of the future of Al on
the creative workforce on behalf of the Culture Fair Work Delivery Group. This
should be at a pace to enable findings delivered simultaneously with the current
July 2026 Fair Work programme evaluation) to explore the impact of data
ethics, copyright and IP ownership, consent, regulation and legislation.

158. This improved data on the culture and creative industries workforce would
feed into the work of both the Freelance Commission and the Culture Fair Work
Delivery Group.

159. This research would also explicitly explore the impact of scraping data from
individual members of the creative workforce. In particular the scale and scope
on the workforce’s personal data, copyright and intellectual property to
understand the impact of this practical on income earning abilities and career
progression within the sector.

160. A further sub-recommendation is, as part of this initial research, the
consequence of the scraping of data be explored with a view towards which
regular research interventions to track the impact of Al in data in Scotland. This
would include a particular view to the impact of how data is being used and the
impact of Al developments on data storage and usage this service would be a
government funded partnership across the third, private, and public sectors to
enable research to be conducted to understand the full impact of the rapidly
evolving technology.

#14 — Volunteers, interns and apprentices
Volunteers:
161. The Task Force recognises the invaluable role that volunteers provide. Whilst
each volunteer is an individual, with different circumstances and motivations,
the Task Force recommends that any organisation dealing with volunteers (or

76 “We are committed to protecting and empowering creativity through a world-leading copyright
regime that works for creators.”, page 16, ibid

"7 The Data (Use and Access) Act 2025 (Commencement No. 1) Regulations 2025, S| 2025 No. 904
(c. 40) 21 July 2025
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decisions on the use of volunteers) has adopted the Volunteer Scotland
Volunteer Charter’8.

Interns & Apprentices:

162. The Task Force recognises that language surrounding internships and
apprenticeships is sometimes used interchangeably. Unpaid internships in
particular are often seen as a critical route for gaining experience but as the
Sutton Trust notes:

“getting to the top of the creative industries is a dream for many young

people. But access to such careers, both behind the scenes and in front of

an audience, is currently far from equal. For young people from lower

socio-economic backgrounds in particular, there are major barriers.” 7
The Task Force also recognises the current consultation by the UK
Government on the topic® but would reinforce that these roles - irrespective of
title - should be paid. For example, as per the best practice set out in
publications such as the National Skills Academy’s best practice guide to
apprenticeships, internships and volunteering. .

#15 — Fair Work Skills Development
163. The issue of skills is cited in the 2022 Culture Radar report®’, and remains as
relevant today as it was in 2017:
“Dating back to 2017 sector challenges to skills development (which are still
relevant) were seen to include:
e The need for a wider range of business, management, planning,
entrepreneurial skills and digital skills;
e Smaller organisations not prioritising or being able to resource skills
development;
e A lack of awareness of available skills development opportunities.
e Inability to attract and recruit required skills;
Limited career progression for employees, and reduced opportunity to
host apprenticeships and interns due to the prevalent small scale of
creative businesses and organisations.

Analysis of Higher and Further Education graduate numbers suggest that
while there may be a large potential labour pool there is a need for industry,
stakeholders, educators and government to work together to coordinate
support and resources to attract them into the sector and retain them.”

Skills Strategy:

164. It is recommended that the Delivery Group develop an underpinning Skills
Strategy to cover key investments in fair work skills development. As well as
establishing a Fair Work Resources Hub (#4) and a Skills Development
Platform (Recommendation #16), making best use of existing resources. The
Delivery Group will consider commissioning new resources and guidance

78 \olunteer Charter - Volunteer Scotland

79 A Class Act ,“A Class Act Social mobility and the creative industries”, The Sutton Trust, Erica Holt-
White, Professor Dave O’Brien, Dr Orian Brook, Dr Mark Taylor November 2024, page 15

80 Making Work Pay: call for evidence on unpaid internships - GOV.UK, July 2025

81 Culture Radar, ibid
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specifically addressing how to interpret and implement Fair Work when working
with freelancers, creative projects and budgets, internships and volunteers, and
how to work better with trade unions and other routes of effective workforce
voice.

Commissioning Regular Research and new resources as required:

165. The Delivery Groups role will also include working with partners to consider
commissioning of new resources and guidance specifically addressing how to
interpret and implement Fair Work — especially in light of the crucial role played
by Board and Senior Leaders across all the sub-sectors.

Sector Skills, Training and Career Pathway Action Plan:

166. Building on the current work by bodies such as Skills Development
Scotland®?, the Delivery Group will also include the production of a ‘Sector
skills, training and career pathway action plan’ to support sector development
and leadership development for Fair Work in the culture and creative industries
sector.

Fair Work Champions:

167. The Delivery Group will also examine the scope to further develop the role of
‘Fair Work Champions’, enabling individuals to advocate for fair work within
their organisations or parts of the cultural sector and maximise exposure to the
expanding range of support materials and skills development.

#16 — Fair Work Skills Development Platform
168. Supporting the skills strategy at Recommendation #15, the Task Force
recommends a Fair Work Skills Development Platform (operating under a
'Creative Commons' license basis) that consolidates Continuous Professional
Development and skills development offers from modules to workshops and
courses for culture and creative industries professionals, aligned with the Fair
Work Resources Hub at Recommendation #4.

169. The intention is to create one place for cultural sector professionals to access
information about developing their skills in respect of fair work, fair working
practices, standards and best practices. This will address the gap within the
sector of fair work based knowledge, which seems to persist as a result of
uneven expertise around fair work in the creative and cultural sector.

Conclusions

170. Given the laudable ambition of ensuring Fair Work principles are applied to
the endeavours of as many as possible, across the wide range of the culture
and creative industries, the landscape nevertheless appears unnecessarily
complex in some cases (such as conditionality and procurement) and lacking in
others — such as sectoral data, co-ordinated and coherent monitoring activities
and opportunities for restorative enforcement.

82 skills-investment-plan-for-scotlands-creative-industries-sector.pdf, Skills Investment Plan for
Scotland’s Creative Sector, Skills Development Scotland
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171. Our analysis as a Task Force has therefore focused on the strategic,
overarching, issues that will equip Scotland for the future and we have avoided
an examination of the operation of individual current mechanisms.

172. We have instead chosen to highlight principles and approaches that are
based on the recognition of the key principles that should be applied, across all
those who fund culture and creative industries — public, private, philanthropic
and Third Sector.

173. We argue throughout the report that primary responsibility for providing Fair
Work lies with the individual organisations that engage with the work force —
irrespective of funding status. Monitoring is necessary and supports continuous
improvement and enforcement should, ideally, be a last resort — recognising the
benefits that effective application of Fair Work principles delivers for all.

174. However the Task Force also wholly recognises that conditionality in grants
and procurement - as at present — and in an expanded role as we recommend
will continue to be a powerful catalyst for continuous improvement.

175. Not only as it influences behaviour and the individual organisational culture of
providers, leading to improvements in the way that services are delivered, but
also as it provides a profound statement not only on the value of creative work
but also the country that Scotland is, and aspires to be, expressed through our
culture.
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Annex A - Letter From Culture Fair Work Task Force Chair to Chair
Independent Review of Creative Scotland

Dear Angela,

Thank you for the opportunity to meet to discuss the work of the Culture Fair Work
Taskforce at our meeting on 27 May 2025 and to subsequently submit comments to
the Review of Creative Scotland.

This short-life delivery group was created in 2024, following a commitment in

the Culture Strategy Action Plan (December 2023). The remit of the taskforce as
outlined in the draft terms of reference: “to set the direction of Fair Work through
recommending a set of priority actions to further the adherence to Fair Work
principles in the sector, including consideration of the form and content of a sectoral
Fair Work agreement.”

As these pieces of work are running in parallel, we agreed that it would only be
possible for the Taskforce to provide broad comments around emerging themes, and
some of the key items we consider essential to flag to the review.

We discussed the best approach at the meeting on 3 July and agreed to put our
thoughts in this letter which we submit to the Review. It has been agreed through
correspondence with the members.

Alastair Evans recused himself from discussions on 3 July and the letter, on the
grounds of being a Creative Scotland employee. Rose Priest also recused herself
from this letter.

At the heart of the Taskforce is our commission to set the direction of Fair Work
through recommending a set of priority actions to further the adherence to Fair Work
principles in the sector, including consideration of the form and content of a sectoral
Fair Work agreement.

We would like to note our observance of how the Fair Work Convention does not
apply to self-employed workers and our overall recommendations which will, in part,
focus specifically on self-employed/freelance workers. We would ask that the Review
give specific consideration to the implementation of Fair Work with regard to
freelancers.

Discussions at the 3 July Taskforce meeting also noted the consideration of
embedding the UNESCQO’s 1980 Recommendation concerning the Status of the
Artist recommendations into the Public Services Reform (Scotland) Act 2010
legislation which would centre professional artists and cultural workers in the
legislation rather than “those engaged in artistic and creative endeavours”.

This incorporation of recommendations would further clarify the remit of Creative
Scotland to support the cultural workforce and would be beneficial for the
implementation of fair work practices in the culture and creative industries sector.
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In order for Fair Work to be effectively embedded in the culture and creative
industries sector, there needs to be conditionality on funding across the sector. It is
our view that this conditionality should apply to Creative Scotland and the National
Performing Companies as they are funded directly by the Scottish Government. This
conditionality is essential for the Scottish Government to reach its goal of being a
Fair Work Nation by 2030.

Emerging themes are around data which suggests a need for further data collection
and the disaggregation of this data collection to understand the intersecting needs
amongst different members of the culture and creative industries sector workforce in
Scotland. Creative Scotland could play a leadership role within the sector for data
collection and disaggregation. We highlight the need for this data to include culture
and creative industries sector workers that are employed across other sectors like
the events and hospitality sectors.

The Taskforce would also highlight concerns the sector has relating to Artificial
Intelligence (Al) and recommends Creative Scotland take on a larger role
safeguarding cultural sector workers from the impacts of Al on the workplace through
a dedicated team within Creative Scotland in order to support fair working conditions
across the cultural workforce.

The Taskforce also notes the importance of equality, diversity and inclusion.
Highlighting the 2023 Scottish Artists Union Members’ Survey, which cites “only 9%
of practicing artists” felt that “the current Creative Scotland funding structure
understands and addresses the needs of visual and applied artists”. Of these artists
surveyed, 25% said that they had a neurodivergent condition, and 33% said they had
a disability or long-term health condition lasting more than a year.

A practical example such as best practice for disability access for artists’ speaking
events such as the Inklusion Guide. Other marginalised groups such as black and
people of colour artists, artists from the LGBTQIA+ communities, artists from
marginalised genders, and artists from working class backgrounds are
disproportionately impacted by unfair working conditions. These groups in particular
need to be prioritised by Creative Scotland.

Given the precarity of work, and of the culture workforce as a whole, our
recommendations will reflect ways in which employers and workers can better
understand their rights in regard to Fair Work. An information campaign will be
required to support this work and resources pooled to support the sector’'s
understanding of Fair Work principles. This is already part of Creative Scotland’s
remit. However, as the review considers its emerging role and remit as an agency,
leadership from Creative Scotland in this area to support the sector via sector
development is essential.

This leadership could include support for implementing Fair Working practices and
updates to the sector on Fair Work best practices that emerge from Creative
Scotland’s funding portfolio. Finding ways to share this best practice amongst funded
organisations is welcome. A board member dedicated to Fair Work along with Fair
Work policies would further enshrine fair work as a Creative Scotland governance
priority.
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To ensure the principles of Fair Work could be thoroughly considered in the context
of Scotland’s creative industries, meetings focus on the Fair Work dimensions as set
out by the Fair Work Convention’s Fair Work Framework (2016). These include
Effective Voice, Opportunity, Security, Fulfilment and Respect.

Therefore, | would commend the discussions and wider body of relevant evidence
the Taskforce has amassed to date — all available at Culture Fair Work Taskforce -
gov.scot. The Taskforce notes that implementation of Fair Work will have an
associated cost for the sector and specifically for Creative Scotland. More budget
would need to be made available to enable Creative Scotland to further the Fair
Work agenda.

We aim to share the Taskforce’s recommendations in the Autumn and hope this
review will take these recommendations into consideration where they impact
Creative Scotland’s remit.

| am happy to clarify any queries from this letter.
Yours sincerely,
Briana Pegado, Chair Culture Fair Work Taskforce

Ayo Schwartz, National Theatre of Scotland

BD Owens, Scottish Artists Union (SAU)
Caroline Sewell, Musicians’ Union (MU)

lain Hamilton, Highlands and Islands Enterprise
Kathryn Welch, Culture Counts

Marie Christie, Visit Scotland

Mairi Taylor, Birds of Paradise Theatre Company
Mark Geddes, South of Scotland Enterprise
Marlene Curran, Equity

Ola Wojtkiewicz, Creative Edinburgh

Paul Mcmanus, Bectu

Robert Kilpatrick, Scottish Music Industry Association (SMIA)
Sam Gongalves, Society of Authors

Lucy Casot, Museums and Galleries Scotland
Stephanie Colgan, Glasgow Life
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Annex B - Fair Work in Creative Industries Fund

The Fair Work in Creative Industries Fund would be finalised in design by the Fair
Work Delivery Group utilising the guiding principles of the Fair Work Charter. This
guidance is to support the structuring and set-up of the Fund, which is outlined in
paragraph 113 in the Task Force recommendations report, together with a
suggested initial envelope of between £250k - £500k per annum over five years,
with the first year of funding (FY 1) being the year the Delivery Group is established.

Purpose of the Fund

The Fund’s focus would be to support employers in embedding and advancing Fair
Work within their organisation or business. This Fund should aim to foster
collaborative approaches between employers and freelancers to support fair work
policy adoption and fair work implementation. The Fund would not be limited to those
already demonstrating Fair Work excellence but would be developmental with the
intention to support learning and transformation.

The Fund would recognise that fair work will continue to evolve.
Eligibility

e Employers and organisations across the Creative Industries sector, such as
enterprise bodies, development agencies, unions, and creative networks.

e Applicants would not have to already have comprehensive Fair Work policies in
place; the Fund is intended to support those on their Fair Work journey.

Funding Priorities

e Bespoke application for support for enterprise or business to understand the
specific fair work barrier for them to address.

e Particularly welcoming of social partnerships and applicants that propose to work
in a joined up approach between organisations and freelancers.

e Awareness and informative educational outreach which address that fair work is

about continual education and evolving through renewed learning and access to
information for further or specific support.
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Annex C - Letter to UK Government for Consultation on Unpaid Internships

Making Work Pay - Consultation Response on behalf of the Independent
Culture Fair Work Task Force for Scottish Government

To Whom It May Concern,

Thank you for the opportunity to respond to the ‘Making Work Pay’ consultation. This
response has been written by the Chair of the Scottish Government’s Culture Fair
Work Task Force on behalf of the Culture Fair Work Task Force.

Purpose of the Scottish Government’s Independent Culture Fair Work Task
Force

This short-life delivery group was created in 2024, following a commitment in

the Culture Strategy Action Plan (December 2023). The remit of the taskforce as
outlined in the draft terms of reference: “to set the direction of Fair Work through
recommending a set of priority actions to further the adherence to Fair Work
principles in the sector, including consideration of the form and content of a sectoral
Fair Work agreement.”

At the heart of the Taskforce is our commission to set the direction of Fair Work
through recommending a set of priority actions to further the adherence to Fair Work
principles in the sector, including consideration of the form and content of a sectoral
Fair Work agreement.

Making Work Pay: Consultation Response

This Culture Fair Work Task Force has considered the impact of unpaid internships,
paid internships below the national minimum wage, volunteers, voluntary work, and
work shadowing as part of our recommendations to Scottish Government ministers
on the implementation of fair working practices in the Scottish cultural sector and
creative industries.

The practice of unpaid internships, shadowing, and voluntary work is common
amongst employers and institutions in the cultural sector. However, the impact on
the creative workforce is disproportionately negative as these practices create
barriers to entry to, and retention in, the cultural sector, prevent career progression
and prioritise cultural sector workers from privileged backgrounds that can afford to
work unpaid in the sector for future employment opportunities.

Voluntary Work and Volunteering

We understand the positive impact of volunteering in the charity and not-for-profit
sector where volunteering has a positive impact on charitable organisations and
most importantly a positive impact for the volunteers themselves; however, voluntary
work should never replace paid work in the cultural sector and creative industries.
The practice of listing a paid role as a voluntary opportunity strips the future
workforce of paid progression opportunities contributing to brain drain and the
undervaluing of labour in the creative workforce.
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We support guidance on Volunteers from the Volunteer Scotland Volunteer Charter,
which stipulates ten key principles. Namely, principle 7 outlines ‘[v]olunteers should
not be used to reduce contract costs nor be a replacement for paid workers in
competitive tenders or procurement processes.’

Principle 8 warns ‘[v]olunteers should not be used to bypass minimum wage
legislation nor generate profit for owners.” While principle 9 implements the ‘effective
voice’ component of the Fair Work Convention’s Fair Work Framework, which
requires workers to meaningfully contribute to workplace policies and decisions
made on their employment.

Principle 9 addresses this: ‘[v]olunteers and paid workers should be given the
opportunity to contribute to the development and monitoring of volunteering policies
and procedures, including the need for policies that resolve any issues or conflicts
that may arise.” We support the Volunteer Scotland Volunteer Charter’s approach to
voluntary work and volunteers.

Unpaid Internships

Though we support the UK Government’s view that: ‘internships can provide
individuals, and young people in particular, with opportunities that will set them up
with the skills and experience to help succeed in their careers. Access to these
opportunities should not be curtailed because of where the individuals live or
whether they have the financial support enabling them to work for free...” and
furthermore the increasing concern that: ‘examples of some employers who not
complying with this requirement[,]’ that paid interns are paid at least the National
Minimum Wage if classified as workers.

We support the UK Government’s view that: ‘{w]e know that there are unpaid
internships where interns are performing tasks that benefit the organisation and the
work being done is indistinguishable from that of workers, but they are not being
treated as such. These individuals should be classed as workers and entitled to full
employment rights, including qualifying for the National Minimum Wage.’

Though we feel that there should not only be no unpaid internships as a standard
to prevent job insecurity and the increase of in work poverty, but all interns
should be paid the Real Living Wage rather than the National Living Wage.

Research conducted by STUC and associated unions in their ‘Freelance and
Forgotten: A Report on Worker Exploitation in Scotland’s Creative Industries’ cites
‘Unpaid Work Eroding Hourly Rates: When considering the significant amount of
unpaid work required to secure and support freelance contracts, the actual hourly
rate for many falls well below the national minimum wage.’ (STUC, pg. 26).

This highlights the amount of unpaid hours waged workers are taking on as part of

their work that is unaccounted for, an externality that does not reflect the real work

hours of existing workers. A large portion of the cultural workforce is self-employed,
which reflects wider trends of workers across the UK.
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We are supportive of the creation of a Fair Work Agency as an enforcement
body which will enable and support the implementation of Fair Work across all
sectors. The Fair Work Agency would also have some enforcement powers that
would be able to address the impact of poor practice, including enforcing the
outcomes of the Employment Tribunal Penalty Scheme, which has seen near £36
million awards and legally binding settlements going unpaid to workers from
employers. Research conducted by ‘The Bureau of Investigative Journalism’ this
month (02 October 2025) explores the extent of employers dodging their
commitments as a result of being taken to an employment tribunal by way of ACAS.

Given the lack of protections self-employed workers face under employment law, the
impact on paid interns is even more significant. The risk of exploitation for unpaid
internships, volunteers, and shadow workers is exponential given the risks they
undertake in a workplace setting without any type of employment status.

Paid Internships

Paid internships should be remunerated above the National Minimum Wage and
should be remunerated based on the Real Living Wage as determined by the Living
Wage Foundation. This rate should be adjusted based on geographic location in the
UK given living costs rise and fall depending on the location of the internship. The
Joseph Rowntree Foundation has conducted extensive work on Minimum Income
Standards, which suggests a single person in the UK needs to earn £30,500 to reach
‘a minimum acceptable standard of living in 2025.’

The National Minimum Wage falls short of that amount by nearly £7,000 per annum
at a rate of £12.21 per hour. The Real Living Wage better reflects the needs of single
people in the UK in 2025 with a rate of £12.60 per hour and £13.85 per hour in
London, which does not reach the aspiration of the Joseph Rowntree Foundation’s
Minimum Income Standard, but is more than the National Minimum Wage. We
support a move towards all paid interns being paid the National Living Wage
rather than just the National Minimum Wage, where they are classified as
‘workers.’

The Impact of Al

With the growth of Al, entry level jobs are disappearing across all sectors. Jobs that
would normally follow on from unpaid and paid internships as well as voluntary work.
Given the increasing threat to the workforce, a need to protect paid employment and
internship opportunities is even more important, as entry level jobs disappear from
the workforce. Research conducted by the Society of Authors last year reveals that a
third of translators and a quarter of illustrators are losing work to Al. That number
has increased since the survey of their members was conducted.

This task force supports these recommendations in response to the call for
responses for ‘Making Work Pay’. A number of these responses fall outwith the remit
of the Scottish Government and are reserved matters for UK Government under
Employment Law. Given the recent Employment Rights’ Bill Consultation, we felt our
response to this consultation timely given our wider recommendations report on fair

41



work implementation for the Scottish Culture Sector is due with Scottish Ministers in
November 2025.

We hope you consider our response to this consultation and support the work of
‘Making Work Pay’ to boost living standards, improve job security, and create
opportunities for all while making sure workers have the right protections under
employment law.

To find out more about the work of this task force, please visit our webpage: Culture
Fair Work Taskforce - gov.scot.

Yours sincerely,

Briana Pegado, Chair Culture Fair Work Taskforce

Ola Wojtkiewicz, Creative Edinburgh

Marlene Curran, Equity

Caroline Sewell, Musicians’ Union (MU)

B. D. Owens, Scottish Artists Union (SAU)

Mairi Taylor, Birds of Paradise Theatre Company
Kathryn Welch, Culture Counts

Mark Geddes, South of Scotland Enterprise

Lucy Casot, Museums and Galleries Scotland
Ayo Schwartz, National Theatre of Scotland
Rosie Aspinall Priest, independent — advocate for rights of freelancers/workers in
creative sector
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Annex D - Key Statistics

Creative Industries in Scotland: Key Statistics
Extracted from Scottish Government Creative Industries sector briefing®?

Employment (2023)
Updated December 2024, next update November 2025

e Employment in the Creative Industries sector stood at 90,000 in 2023, accounting
for 3.4% of employment in Scotland and 5.4% of employment in Creative
Industries across Great Britain. Employment in this sector increased by 2.3%
over the latest year in Scotland.

Exports34 (2021)

Updated March 2024, next update tbc

e Total exports from the Creative Industries sector stood at £3.8 billion in 2021,
accounting for 4.7% of Scotland’s total exports. Exports from this sector
increased by 14.2% over the year.

e Exports to the rest of the UK stood at £2.0 billion in 2021 and accounted for
53.8% of total Creative Industries exports. International exports to the EU stood
at £680 million (18.0%) and international exports to non-EU countries stood at
£1.1 billion (28.3%).

Turnover/Gross Value Added (2023)33
Updated October 2025, next update August 2026

e In 2023, turnover for the Creative Industries sector was £10.2 billion and
approximate Gross Value Added (aGVA) was £5.4 billion. Between 2022 and
2023, turnover in this sector decreased by 3.3% and aGVA by 7.1% in nominal
terms.

Enterprises (2024)36
Updated December 2024, next update December 2025

e |n March 2024, there were 13,085 registered enterprises operating in the
Creative Industries sector, 7.5% of all registered business in Scotland. In 2024,
97.2% of Scottish Creative Industries registered enterprises were small (0-49
employees), accounting for 46.8% of employment in this sector, whilst large
enterprises (250+ employees) accounted for 1.0% of registered enterprises but
35.4% of employment.

ibid
84 The figures for this sector are derived by aggregating estimates based at a low Standard Industrial
Classification (SIC) level. Export Statistics Scotland is not designed to collect data at this level of
accuracy, therefore these results should be treated as indicative.

85 Note that these data are in current prices, which means that the values have not been adjusted for
inflation.

86 Employment statistics referred to here are not directly comparable with Business Register and
Employment Survey (BRES) employment data.
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Portrait of the Industries — Key Evidence Extracts

Extracted from “A quantitative baseline of job quality in the Creative Industries’,
Working Paper 1 from the Creative PEC's Good Work Review, Heather Carey,
Lesley Giles and Dave O’Brien, February 2023

Involuntary Non-Permanent Work:

‘In the Creative Industries, around one in twenty employees are on non-permanent
employment contracts, in line with the average across all industries. Generally, this
tends to reflect choice rather than need: between 2017-2019, 23% of those on
temporary contracts state  this is because they could not find a permanent job,
lower than average (27%).

While estimates should be treated with caution, workers in Museums, galleries and
libraries and Publishing tend to struggle more to find permanent work, with 30% and
29% of workers (respectively).” Page 29.

Impact on marginalised workers:

‘Data for different types of Creative workers should be treated with caution given low
sample size, but there are indications that a larger proportion of women; those aged
25-34; disabled workers and those with a long-term health condition; those from
working-class backgrounds and those employed in smaller firms are employed on
temporary contracts because they are not able to find a permanent job. Page 27

Involuntary Self-Employed:

‘In the Creative Industries, workers are twice as likely to be self-employed than is
average across the economy (26% compared to 13% of the UK workforce). The data
suggests that this generally reflects the choice of Creative workers, with just 9% of
self-employed Creatives suggesting they work in this way because they are unable
to find an employee job. Rates are relatively consistent over time and there are only
incremental differences between Creative sub-sectors except for Museums, galleries
and libraries where rates are considerably higher (although figures should be treated
with caution)’, page 27

‘Involuntary self-employment does, however, appear to increase with age, with
around 15% of self-employed workers aged 55+ suggesting they are self-employed
because they are unable to find other employment. Wider differences in the
prevalence of involuntary self employment between different types of workers should
be treated with caution given low sample bases. Page 28

Involuntary Part-Time Work:

‘Underemployment is more common in parts of the Creative Industries, with the
proportion of part-time workers suggesting they would like a full-time job higher than
average across the economy (16% and 12% respectively) and rising since Covid-19.
There are significant differences between Creative sub-sectors. In Architecture, IT
and Advertising the vast majority of those working part-time do so because they do
not want a full-time job. However, the share of part-time workers that would like a
full-time job is above average in Screen; Museums, galleries and libraries; Design;
Publishing and Music, performing and visual arts.” (Page 30)
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‘There are also prominent differences in rates of underemployment for different types
of Creative workers. Men are twice as likely than women to be working a part-time
role because they are unable to find full-time work. Similar differences are
observable between younger workers aged between 16 — 34 and workers aged 35+.

Workers from ethnic minority backgrounds are also significantly more likely to be
part-time because they are unable to find full-time work, as are those working in
smaller firms, those that are self employed workers and Creative workers in the
Devolved Nations workers (Page 31)

Underemployment: Hours Insufficiency:

‘While the proportion of Creative workers wanting to work more hours is in line with
the average across all industries (both 7%), this masks significant variation within the
Creative Industries. Consistent with trends in involuntary part-time work, hour
insufficiency is particularly acute in Music, performing and visual arts and Museums,
galleries and libraries (where 14% of workers would like to work more hours) and in
the Screen Industries (9%). (Page 32)

‘Underemployment also varies between different types of workers in the Creative
Industries, albeit to a lesser degree than sub-sectorally. Younger workers aged 16-
24, disabled workers and those from ethnic minority backgrounds are more likely to
want to work longer hours. There are also striking differences by employment status,
with underemployment more pronounced amongst self employed Creative workers
than employees, and also by firm size, with workers in smaller firms more commonly
seeking to work longer hours.’

(Page 33)

Job Security:

‘Creative employees generally report that their jobs are less secure than those
employed in other industry sectors. Job security was also lower in the Creative
Industries pre-pandemic, between 2016-18. Insecure work was most commonly
reported amongst those employed in Museums, galleries and libraries and Music,
performing and visual arts.” Page 34

Work intensity (working 50+ hours p/w):

‘Across the Creative Industries just less than one in four workers (24%) report
usually working 50 or more hours per week — broadly in line with the average across
all industries (23%). However, there is substantial variation across Creative
subsectors. Indeed, work intensity appears to be a particular challenge for the
Screen Industries and Architecture, where 31% of workers regularly work extremely
long hours — amongst the highest rate in the economy.’ (Page 53)

‘Men are much more likely to work extremely long hours than women, with 27%
regularly working 50+ hours a week, compared to 15% of women. The propensity to
work extremely long hours tends to increase with age, peaking among the 45-54
cohort, before then reducing slightly for workers aged 55+. The most notable
difference is amongst self-employed Creative workers, with 37% reporting they
regularly work extremely long hours, compared to 21% of employees in the Creative
Industries.” (Page 54)
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Healthy, respectful and inclusive work environment:

Stress, depression and anxiety:

While those working in the Creative Industries are less likely to report an iliness that
was caused or made worse by work, amongst those that did, the cause was more
likely to be Stress, depression or anxiety

Wellbeing:

Self-reported wellbeing is slightly below average in the Creative Industries and
Creative workers report greater levels of anxiety than average. Wellbeing is lowest,
and anxiety highest, amongst disabled workers and people of Black/Black British
origin.

Representation:

Women are significantly under-represented in the Creative Industries, with female
representation particularly poor in IT, Architecture and Screen. There is a significant
underrepresentation of racially diverse talent outside of IT, particularly Craft; Music,
performing and visual arts; and Museums, galleries and libraries. Disabled people
are also under-represented in the Creative Industries, particularly in: Advertising and
Marketing; Architecture; Design; and IT & software. Class-based exclusion is more
pronounced in the Creative Industries than any other part of the UK economy, with
substantial class-based disparities evident in all Creative sub-sectors, except for
Crafts.’

Work-related illness:

‘Particularly high rates of work-related illness are evident amongst those with a
disability (12.3%) and a long-term health condition (7.0%). These rates are broadly in
line with those seen across the economy, but the extent to which Creative work is a
cause/compounding factor of disability and long-term health conditions warrants
further investigation. Differences in other areas are more nuanced. Self-employed
workers are more likely to report work-related ill-health, as are those aged 35-44 and
those working in the Creative Industries in Wales.” (Page 59)

Stress, depression and anxiety:

‘While those working in the Creative Industries are less likely to report an illness that
was caused or made worse by work than is average across all industries (see Figure
21A), amongst those that did report this, in 63% of cases this was related to Stress,
depression or anxiety — significantly higher than is average across all industries
(48%). Rates were also elevated pre-Covid, between 2017-19, suggesting that
mental health is a more important concern in the Creative Industries.” (Page 60)

Wellbeing (happiness)

‘Wellbeing scores are also below average amongst Creative workers of Black/Black
British origin, Creative workers in Wales, and those working for large businesses.’
(Page 62)
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Wellbeing (anxiety):

‘Creative workers report greater levels of anxiety than average (Mean score of 3.3
compared to 3.0) and persistently amongst the highest rates of anxiety in the
economy. Reported rates of anxiety increased during the pandemic and in 2021
remained elevated compared to pre-pandemic levels. Workers in Music, performing
and visual arts report slightly higher rates of anxiety, while those working in Crafts
and IT report being slightly less anxious than average.’ (Page 63)

‘Women working in the Creative Industries tend to report slightly higher rates of
anxiety than men, as do Black/black British workers compared to their white
counterparts. Again, the most pronounced disparities in wellbeing scores relate to
disability, with disabled workers and those with long term health conditions reporting
much higher rates of anxiety than those that do not have a disability or long-term
conditions.” (Page 64)

Equal Opportunities Policy

‘Despite increased focus on diversity and inclusion in the Creative Industries over the
past decade or so, Creative employers are less likely to have an Equal Opportunities
policy — 78% of Creative employers placing the industry behind the all industry
average (82%) and most other industry sectors. There is, however, a degree of
variation between Creative sub-sectors. Almost all (95%) employers in Museums,
galleries and libraries have such a policy in place compared to around three quarters
of employers in Design (75%), Advertising (76%) and IT (76%).” (Page 65)

Businesses and organisations:

‘Analysis of Higher and Further Education graduate numbers suggest that while
there may be a large potential labour pool there is a need for industry, stakeholders,
educators and government to work together to coordinate support and resources to
attract them into the sector and retain them.' (Page 33)

Awareness of Fair Work:

‘A substantial minority however (30% of employers), told us they were unfamiliar with
the Fair Work principles. In comparison, freelance survey participants were less
familiar with Fair Work (only 36% said they were familiar with the Fair Work
principles), but when prompted with more information a higher 66% felt Fair Work
was relevant to them as a freelancer

in the sector.” (Page 6)

Evidence on Challenges Implementing Fair Work in the Sector:

‘Overall, 86% of employers told us they felt confident that their organisation is
currently doing what is required to adopt Fair Work First principles. However, it is
notable that a much lower proportion (44-64% varying by principle) felt that they

had adequate support to do this, 14% said they were lacking in confidence in how to
implement them, and almost all of the employers (93%) indicated their organisation
faced challenges in implementing the Fair Work principles.’

‘... 93% of employers taking part in our Fair Work survey indicated they would face
challenges implementing Fair Work.” (Page 9)
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Evidence for a Fair Work Fund

‘Employers in the sector have already been facing financial squeeze and instability
over many years, and many wonder how they might be expected to fund and
resource Fair Work on top of this.” (Page 7)
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Annex E - Key Issues for a Fair Work Charter

Introduction and context

This Culture Fair Work Charter is a reflection of 18 months of work conducted by the
Culture Fair Work Task Force. Rather than a Culture Fair Work Agreement (CFWA)

for the cultural sector, this charter will outline key themes and suggested evidence to
demonstrate fair work.

Given fair work is an emerging set of conditions for all workers, this charter seeks to
capture the emerging needs of the cultural sector workforce with a look towards
developing data that contextualises the needs of an evolving workforce.

From the growing demands of a self-employed workforce, the impact of Al on
workers and the increasing need to provide opportunities for those most
marginalised experiencing even more barriers to entry to, and retention in, the
cultural sector than ever before; this charter aims to communicate the commitment of
employers and workers to removing barriers, increasing accessibility and engaging
in fair working practices.

Rather than tier this charter to denote a hierarchy of status for employers that agree
to this charter, each section seeks to provide an opportunity for employers to grow
and change. Taking into consideration the varied sizes, scales, structure and the
diversity of needs across arts organisations within the cultural sector, this charter
seeks to provide baseline guidance for organisations to follow for minimum
standards of practice as well as suggestions for good and best practice.

Charter Policy Context

Works of art are one of the UK's top 30 export goods. The creator economy, which
currently is worth £200 million is set to reach £500 million in the next five years.
According to the House of Lords Library, the creative industries contributed £124
billion in gross value added (GVA) to the UK economy in 2023. This is equivalent to
5.2% of the GVA of the whole UK economy. 7% of all creative industries jobs are in
Scotland. Crucially however, as the Task Force has discussed at length, this does
not adequately take into account the freelance workforce.

Diversity Within the Cultural and Creative Industries:

According to the Equal Media and Culture Centre for Scotland in the February 2025
report on ‘Equality, Diversity and Inclusion: women in media, creative and cultural
sectors in Scotland’ ‘In publishing, museums and galleries, for example, women
make up a high percentage of the workforce, but are not as well represented in
senior positions, with women of colour particularly underrepresented.

In film and television, meanwhile, women are better represented than men in off-
screen jobs, but make up a minority of writers and directors, and are more likely to
be concentrated in ‘feminine’ coded positions like costume and wardrobe (Creative
Diversity Network 2023, Kreager and Follows 2018).

However, intersectional data gaps remain, and many studies and reports continue to
focus on the UK as a whole, rather than provide Scottish-specific data.” Additionally,
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proposals in the UK Government ‘Pathways to Work’ Green Paper earlier this year®”
saw reductions in funding for DWP programmes Access To Work and PiP, which
have had an enormously detrimental impact on the disabled and working class
cultural and creative industries workforce. There cannot be fair work without fair
access to work. The cultural sector must be supported to address barriers, develop
robust accessibility practices and ensure reasonable adjustments in the workplace
are part of any fair work framework for employed and freelance workers.

These changes have already been implemented seeing the removal of access
workers and wider access support including technology and systems that enable
disabled workers to engage in their creative work and practice. According to PEC’s
‘Good Work Review’,
“There are also prominent differences in rates of underemployment for
different types of Creative workers. Men are twice as likely than women to be
working a part-time role because they are unable to find full-time work. Similar
differences are observable between younger workers aged between 16 — 34
and workers aged 35+. Workers from ethnic minority backgrounds are also
significantly more likely to be part-time because they are unable to find full-
time work, as are those working in smaller firms, those that are self employed
workers and Creative workers in the Devolved Nations.” (PEC, p: 31). Impacts
on well-being include, ‘Self-reported wellbeing is slightly below average in the
Creative Industries and Creative workers report greater levels of anxiety than
average. Wellbeing is lowest, and anxiety highest, amongst disabled workers
and people of Black/Black British origin.” (PEC: p. 57).

Poverty Wages:

For example within the publishing industry ‘ALCS reported in 2019 that for authors —
workers for whom writing occupies at least half of their working life — typical earnings
were less than £10,500. Recent figures suggest that this number has fallen by up to

40%’ (Parry, 2022).

50% of freelancers in literature and publishing earn below £20,000 a year, according
to the lllustrated Freelancer’s Guide by Heather Parry and supported by Creative
Scotland. According to PEC’s ‘Good Work Review’ (2023), ‘[c]reative employees
generally report that their jobs are less secure than those employed in other industry
sectors. Job security was also lower in the Creative Industries pre-pandemic,
between 2016-18.

Insecure work was most commonly reported amongst those employed in Museums,
galleries and libraries and Music, performing and visual arts.” Also,
‘Underemployment is more common in parts of the Creative Industries, with the
proportion of part-time workers suggesting they would like a full-time job higher than
average across the economy (16% and 12% respectively) and rising since Covid-19.
(PEC: p.30).

87 Pathways to Work: Reforming Benefits and Support to Get Britain \Working Green Paper -
GOV.UK, UK Department for Work and Pensions, March 2025
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Unfair Compensation and Support for Freelancers

According to PEC’s ‘Good Work Review’ (2023), ‘[I]n the Creative Industries,
workers are twice as likely to be self-employed than is average across the economy
(26% compared to 13% of the UK workforce). * The Scottish Trade Union Congress
(STUC) titled ‘Freelance and Forgotten: A Report on Worker Exploitation in
Scotland’s Creative Industries’ reveals 69% of freelance respondents to their fair
work survey have experienced issues relating to late payment for work. 33% percent
have not been paid for freelance work undertaken. 59% have experienced unclear or
unreasonable expectations when undertaking freelance work. 73% rarely have a
clear or accessible complaints and appeals process when undertaking freelance
work. 57% have rarely or never undertaken freelance work that presented fair
royalties and/or intellectual property allocations. 46% have lost work or pay after
getting ill or having to take maternity or bereavement leave. 32% have signed a Non-
Disclosure Agreement or similar contractual clause asking them not to talk about
work. 53% have seen or experienced bullying, harassment, or sexual harassment.
34% think there are equal pay issues at work. Only 6% describe working conditions
as good. 44% describe them as bad and 50% describe them as ok. Only 31% said
they are always paid the ‘rate for the job’. 11% said they are always paid less while
58% said they sometimes get paid the rate, but not always. Only 13% of
respondents said their employer had a staff forum. Of these workers, 57% did not
think it was independent of management.

According to Creative UK, ‘Today, the sector employ an estimated 2.4 million people,
of whom approximately 28% are self-employed — double the economy-wide average;
according to The Film and TV charity, this rises to approximately 50% for the film
and TV industry.’

Freelancers experience: ‘Poor access to finance and credit, due to irregular income
and lack of conventional employment records; vulnerability to late payment and
inequitable contract terms, with few practical avenues for redress; limited social
protection including barriers to pensions, parental leave, and sick pay; reduced
access to skills and workforce development programmes, many of which target
salaried employees or larger businesses; and fragmented representation, with no
single government body advocating for or coordinating freelance-related policy.’
Additionally, ‘Freelancers make up more than half of the UK film and TV workforce,
but more than a third of those have said they will look elsewhere for jobs in the next
five years (University of Reading, 2025). The gaming industry, worth over £4.5 billion
to the UK economy, relies heavily on freelance developers, artists and designers —
with 12.7% of the workforce operating on a freelance basis (TIGA, 202410) versus
6% of the total workforce (IPSE, 202411). 69% of cultural freelancers are engaged
exclusively or primarily as freelancers, whilst 29% combine freelancing with ed
positions (Arts Council England, 2024).

According to the ‘lllustrated Freelancers’ Guide’ written by Heather Parry and
illustrated by Maria Stoian, there is around a 30% annual increase of the number of
freelance or self-employment in the UK as of 2024. 55% of freelancers have done
work they have not paid for. A third have stopped working for a client who has paid
late. 23% of freelancers continue to work for businesses despite outstanding
invoices and 10% say they do nothing when a client pays late. 41% of clients hiring
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freelancers consistently pay late, which impacts their ability to pay bills, rent and
survive.

Especially given many freelancers operate with precarious cash flow and little
savings. ARC Stockton Arts Centre provides a useful ‘Policy for the Employment of
Freelancers’ while resources like the ‘lllustrated Freelancer’s Guide’ and the STUC
‘Freelance and Forgotten’ report offer solutions to better support freelancers in the
creative industries in Scotland.

Culture and Creative Industries Fair Work Charter Components
Security

- Fair Pay, Fair Remuneration and Fair Working Conditions: Abiding by
Minimum Income Standards For Artists and Arts Workers. A living wage for
artists, creatives, writers, musicians, craft makers and all types of creative
practitioner will enable them to work on their creative work rather than having to
supplement their income with part-time work, freelance work and other seasonal
work, which has a negative impact on their mental health and well-being by
earning poverty wages from their creative income because that work is neither
valued nor properly compensated and individual workers often have a precarious
relationship with the benefits system.

- No Poverty Wages for the cultural sector and creative industries. Across
multiple sectors within the creative industries artists, creative and creative
practitioners are living on poverty wages. The Joseph Rowntree Foundation
suggests the current minimum income standard for the United Kingdom is
£28,000 a year. No job or pro rata opportunity should be advertised at a rate
lower than this for basic survival.

- Employers, partners and freelance workers alike will cost their services
based on fair remuneration in line with the minimum income standard for the
United Kingdom taking specific consideration into Scottish needs from rurality to
commuting needs for fair access to fair remuneration for workers. This includes
rates set by the Living Wage Foundation for the Real Living Wage, which should
always be prioritised over the Living Wage. This includes use of the Living Wage
Foundation’s Real Living Hours for hourly work and rates of pay.

- Fair working conditions include protecting all artists, cultural sector
workers, and creative practitioners in the sector by following basic health
and safety standards. It also includes include addressing access to, and
retention in, work and reasonable adjustments for disabled people to increase
entry and retention of disabled cultural workers. The Scottish Governments
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commitment to the social model of disability® and the overarching legal
framework of the Public Sector Equality Duty® jointly create a framework to
support fair access.

This includes safeguarding measures for health and safety which includes
measures to ensure consent is involved at every stage of the process of
engaging in work. No workers nor creative practitioner should be put in a position
where they are refused future work or blacklisted for questioning health and
safety standards in a workplace setting. Employers and project managers will
need to respond to queries and concerns within a reasonable timeframe in order
for work to be completed rather than replacing that worker for raising legitimate
concerns by not responding in a timely manner in order to push them out of their
work contract.

Any disputes or poor working conditions will be heard by an
organisation’s senior management team and board. There needs to be
accountability for disputes and issues that arise responded to in a timely fashion.
Best practices include reporting, an investigation, a paper trail and openness to
external expertise to make sure an organisation or company is not investigating
themselves for poor practice, which presents a conflict of interest that could
result in a miscarriage of justice as a result of a lack of due diligence in these
matters. Where an issue is raised by an individual, group or collective that is not
a member of staff, there will be a process in place for those individuals to be
afforded the same consideration as a staff member.

Pay accountability with best practice including financial transparency, which
includes transparency about funding and budgets that extends beyond members
of the public being able to access accounts on Companies House (including the
CIC regulator) or OSCR. Organisations and companies that are publicly funded,
should be transparent about their funding, income, and rates of pay including full
and part-time salaries. No company or organisation should advertise roles below
fair rates of pay and remuneration that is industry standard as set by union pay
rate and rate cards.

88 “This plan is rooted in the social model of disability, which disabled activists developed to provide
an alternative way of thinking about, and understanding, disability....When thinking about disability in
terms of the social model, the goal is to remove, reduce and mitigate barriers which negatively impact
disabled people. With these barriers removed, disabled people can flourish and live the same ordinary
- or extraordinary - lives as their non-disabled peers and enjoy their right to equal and active
participation in society.”, Supporting documents - Disability equality plan - gov.scot Disability Equality
Plan, page 4, Scottish Government, June 2025

89 The Public Service Equality Duty is a legal requirement for public authorities in Scotland. Under the
duty, they must consider equality when carrying out their functions. The Scotland-specific duties have
been in force since 2012, introduced in the Equality Act 2010 (Specific Duties) (Scotland) Regulations
2012 (as amended).
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- Adjudication and dispute resolution, a best practice approach is the
recommended set up of an adjudication panel made up of cultural sector
members to hold each other accountable for disputes, especially where disputes
impact freelancers, self-employed and contracted workers with no other route for
adjudication. The intention is for this adjudication panel to enable the sector to
be self-regulating and support best practice within the sector/industry that allows
for trends in poor practice to be identified and eradicated moving forward to
support future sector development.

- Honouring agreed minimum standards on freelance contracts that are
negotiated by the freelancer and informed by standard rates set by unions,
guidance from the Living Wage Foundation and Joseph Rowntree Foundation for
a living wage that covers costs.

Fulfilment

- Valuing Creative Work and Creative Jobs: Paying Humans and Prioritising
Artist-Led Work.

- Al should not replace creative jobs, but can be used as a tool to facilitate
work especially for disabled and neurodivergent arts workers, artists, creative
practitioners and creative industries workforce members Al can be used as an
accessibility tool to enable reasonable adjustments.

- Leading with consent and giving people the right to opt in to their data
being used rather than scraping personal data for creative work. By adopting
the Australian, Danish and Californian model and exploring ways of users’ data
to be protected, we can avoid situations were artists personal data and creative
IP is being taken without their consent within the Scottish creative industries and
cultural sector.

- Best practice employed to pay all workers, contractors, collaborators,
artists and creative practitioners fairly by avoiding replace paid work
opportunities with volunteers or any form of unpaid labour by making sure to
advertise for roles adequately or simply not hire a worker, creative or freelancer
if there is not enough budget to pay them.

- Rate and pay transparency by encouraging rate and pay transparency as
cultural sector workers, artists, creative practitioners and freelancers, we can
firstly ensure that access costs do not fall unfairly on the individual and then
avoid people being paid inequitably which will close the gender pay gap, Black
and POC pay gap, disabled persons’ pay gap and a range of other pay gaps that
marginalised groups experience.
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- Valuing creative work means valuing the artist and creative practitioner.
We do this by avoiding cutting corners by exploiting emerging artists and
practitioners to take on work more cheaply, paying people fairly for preparation
time and to attend meetings, providing people with adequate budget for their
creative process and always covering transport costs.

- Valuing creative works means enabling people to engage in their creative
work by supporting people with reasonable adjustments as required under the
Equality Act 2010, which can include making venues physically accessible,
providing information in accessible formats from BSL interpretation to closed
captioning and accessible information digitally via websites format for alternative
text and colour contrasted to allow blind and partially-sighted used to access it.
This includes encouraging proactively asking about access or working with
access statements or use of ‘access riders® for all staff, workers, collaborators
and artists engaging with companies and organisations within the creative
industries.

- Valuing creative work includes robust safeguarding policies, a dedicated
safeguarding specialist board member and safeguarding practices that
include processes and procedures to support artists and all workers when
someone in a position of power like a board member, director, line manager, or
project manager has behaved in ways that go against a zero tolerance policy for
bullying, harassment or abuse.

- This means having a process in place whereby a conflict of interest arises in
these instances, so that a worker, creative practitioner, artist or collaborator is
safeguarding from reporting poor working conditions or bad behaviour if the
person they report to is the perpetrator. A named person within the organisation
that can hold a board member, senior manager, line manager or project
manager must be put into place to prevent abuses of power from taking place in
a creative work setting.

- Valuing creative work means prioritising sector development opportunities
for creative and cultural sector leaders, which ensures there is a culture of
cultivating talent, supporting emerging leaders in the sector and prioritising a
diversity of cultural sector and creative industries leadership to future proof the
industry from brain drain as well as creative work that is geared towards singular
audiences because there is no diversity of experience within the sector’s and
industry’s leadership.

9 e.g. Access Rider Advice & Template for Disabled Musicians | Musicians' Union | The MU
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Employing best practice for migrant and international workers by making
sure not to engage in unnecessary visa checks that are not mandated by the
Home Office when employing migrant workers. These checks slow down
payment, delay hiring and put additional stress on workers that are already
vulnerable within the creative and cultural sector workforce. Seek advice rather
than avoiding working with visa status arts workers, artists and creative
practitioners because forgoing the opportunity to work with these artists, creative
practitioners, collaborators and makers creates additional barriers to entry to the
creative industries and cultural sector in Scotland.

Support existing and encouraging further development of sector support
programmes like Creative and Cultural Skills ‘Fair Access Sector Support
Package’, Creative Scotland and PRS Foundation’s Power Up, the Scottish
Documentary Institute’s ‘Bridge the Gap, Screen Skills Screen Skills Training
and Opportunities’.

Prioritising the creative and cultural workforce, we pledge to source work
from human beings wherever possible in order to build capacity within the
cultural sector workforce, encourage new arts and cultural sector workers, as
well as maintain the integrity of cultural work and practice in Scotland. This
includes protecting intellectual property rights and artists’ work at all times.
Where it is more cost effective not to hire a human being to complete work, we
ask ourselves at what cost? Those costs are human, economic, ethical, and
environmental costs to the arts worker as well as the sector as a whole.

The protection of workers intellectual property and ideas. The current threat
to the creative workforce and creative economy includes the pirating of arts
workers, artists, and creative workers' intellectual property to train artificial
intelligence and machine learning without these human owners’ consent. There
is a role for artificial intelligence and machine learning, but this role cannot be
predicated on theft.

Sustainable Careers

Supporting sustainable careers and creative practice which promotes health and
well-being in the creative industries utilising strategies, policies, approaches and
ways of working, centred on the current Scottish Government adoption of the social
model, that incorporate best practice including:

Embedding health and well-being initiatives for all including contracted workers,
temporary workers, freelancers and self-employed collaborators Opportunities to
access mental health and wellness opportunities for all workers, creative
practitioners, collaborators, creatives and artists
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Removing urgency culture within the cultural sector to prevent false deadlines,
working at unsustainable paces and working without reasonable timelines.
Adjusting deadlines and setting a working pace in the sector that everyone can
follow, but working collectively across sectors to adjust expectations. This
removal of urgency culture makes working in the sector more sustainable,
honours the natural rhythm of the creative process and enables marginalised
people particularly neurodivergent and disabled workers to access the cultural
and creative industries.

Setting more realistic timelines and supporting a more fair working culture that
does not exploit nor stress workers. Though funding constraints and timelines
exist, working towards not undervaluing creative labour by using realistic
timelines and removing pressure to work to unreasonable deadlines set by
organisations and companies working with funders is possible.

Making sure work the actual cost of producing work is accounted for allowing for
less exploitation, cutting corners and unsustainable working practices. This
ensures that work is not undervalued in funding bids and applications, so the
actual cost of producing work is accounted for allowing for less exploitation,
cutting corners and unsustainable working practices.

Embedding trauma-informed, trauma-sequenced and mental health first aid
training is embedded in companies and organisations training budgets to ensure
all people are supported at every stage of engaging with the cultural sector and
creative industries from workers to temporary contracted workers audiences,
users, and members of the public. This is essential for the long-term
sustainability of the sector, worker retention, inclusion and sensitive ways of
engaging with society more widely. This is best practice that goes beyond
safeguarding and is pre-emptive rather than reactive, which will ensure more
equitable, fair and safer outcomes for all involved in the creative industries and
cultural sector. Embedding a culture of addressing accessibility practices that
attracts, supports and retains workers and builds environments, policies and
practices informed by universal design and accessibility practice that will benefit
disabled and neurodivergent workers and, thus, ultimately everyone.

Respect and Opportunity

Fair Opportunities for all Artists, Arts Workers, Creative Practitioners and Members
of the Creative Industries

Opportunities for professional development and CPD available to all workers
including contracted workers and self-employed workers Freedom from harm,
bullying and abuse within the workplace, supported by zero tolerance policies for
bullying and harassment
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Accountability at board level with boards providing fair work strategies for
organisations and companies that include fair recruitment strategies, anti-
oppression strategies and use positive action to recruit members of staff from
marginalised backgrounds, prioritising those groups underrepresented in the
creative industries.

Mandatory training on unconscious bias, disability equality, rights and anti-ableist
practices, anti-racism, becoming an LGBTQIA+ inclusive organisation and feminist
organisation that is led by people with lived experience of these forms of
discrimination and expertise in EDI training.

Embedding HR best practices to ensure that recruitment and progression within the
industry is fair and equitable by making using of non-exclusionary recruitment
practices which are accessible in all formats, promoted widely using existing
networks within the sector for marginalised artists and arts workers, plus recruiting
for roles compensated fairly, so that working class communities as well as other
marginalised communities can afford to work in the sector.

Expertise developed and policies embedded for parents, carers, care leavers and
marginalised groups that are inclusive with specific emphasis on opportunities for
flexible working, compressed hours and explorations of four day working weeks.

For board governance and recruitment, given these are voluntary roles except in
the case of community interest company boards, implementing options to make
board roles accessible to the widest audience by using accessible measures to
host virtual board meetings, run board meetings at times that are more accessible
to parents, carers, other marginalised workers balancing multiple jobs/income and
young people in the industry.

Modelling best practice by providing opportunities for new board members to be
supported through recruitment schemes that target marginalised groups. These
schemes and processes should include annual training, opportunities to shadow
board members and making sure, if it is a member-led organisation, to ensure
members can progress to board level roles with mentorship and support.

Working for better Rights

Working for Better Rights for Freelancers and Self-Employed Artists and
Cultural Practitioners

Advocating for the national collection of data on working conditions of freelancers
and self-employed workers in the cultural sector that combines cross-sector data,
mapping and research conducted across the industries in a central location to
support an understanding of the needs of freelance and self-employed workers in
the cultural and creative industries in Scotland.
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Advocating for a change of legal status of self-employed workers which would
enable these workers to access more workers’ rights, which includes a right to safe
and compliant working environments when under contract or employed for work
with an arts organisation, collective, institution, venue, or body.

Ensuring Fair Work Equity

Given the intersectional impact of work precarity for marginalised artists and arts
workers, particularly black and people of colour, LGBTQIA+, gender non-conforming,
working class, disabled, neurodivergent, carers, care-experienced, ethnically
diverse, and workers amongst many other protected characteristics, we prioritise
paying artists and arts workers from these groups fairly and equitably.

- We seek to support these workers into arts roles with support that enables the
removal of barriers to entry to the cultural workforce with inclusive recruitment
strategies, EDI action plans, representation at board level and on senior
management and with retention action plans that enable marginalised workers to
thrive. The provision of more accessible and equitable practices is not a one size
fits all approach so, while plans should work to remove systemic barriers and
move towards a more accessible sector based on universal design principles,
making provisions and reasonable adjustments for individuals must also be
systemised to enable fair work.

- Data on the impact on specific demographic groups needs to be collected and
monitored nationally to understand the full quantitative impact of the gender pay,
racial pay, disability pay, and other intersectional pay gaps as well as statistics
on the make-up of the creative and cultural workforce.

Effective Voice

Fair Work Ethics

An ethics of fair work requires a working practice of respect within the cultural
workplace and workforce, which includes transparency around contracts,
agreements, dispute resolution mechanisms, and power dynamics within the
workforce. This includes mechanisms for effective voice that are accountable from
trade union recognition and representation to transparent mechanisms for workers
including freelancers and self-employed workers to hold senior management or
partners to account.

- Effective voice forums that enables workers including contracted workers to hold
management, boards, companies and organisations accountable for decisions
that impact them, which could include a worker-led forum or form representation
that is respected, minuted and has power within an organisation, company or
institution. Such forums must be accessible and not exclude anyone based on
access requirements.
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No Union Busting under any circumstances which means unions have access to
negotiate contracts, represent members in disputes and get involved in the
development of organisational policy. The identity of Union members should never
be asked for nor revealed at any risk to individual Union members. Only union
representatives are to be made known to employers. No discouraging workers of
any contract type from joining unions nor asking them which union they have
membership. This goes against the rights of workers of all types and should not
be a practice that is undertaken under any circumstances.

Support of artists-first licensing which enables artists to license their work and
enables artists to reach wider audiences with their work. This enables licensing
only with an artist's approval and embeds a fair, transparent payment model
endorsed by artists for artists.

Support for creators to retain control of their work, especially in an
environment of the increasing use of Al and emerging generative technologies.
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