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Organisational Analysis Introduction 

 

Arts Access Victoria is an organisation that seeks to provide representations to individuals 

with disability and mental illness. The organisations centralised focus is on the arts and 

cultural sector and provides career pathways and collaboration opportunities. Arts Access 

(2015) mission states that it seeks to transform perceptions of the arts, artists and “realise the 

cultural aspirations of people with disability”. Arts Access places people centrally, providing 

opportunities for inclusivity in the arts with the objective of extending “cultural participation 

to people with disability in the position of artists, arts workers and audiences” (Arts Access, 

2017). The organisation receives financial support from Federal, State and Local levels of 

governments in addition to private businesses, arts organisations and philanthropic bodies. 

Arts Access primary financial contributors are the department of Health, Human Services, 

Victorian state government and Creative Victoria. Increasing agile project management 

strategic design within existing project development cycles will facilitate Arts Access to 

increase diversity, equality and inclusivity. This analysis questions what role can agile 

management practices play in reducing gaps in diversity policy narratives verses that of the 

actual conditions for arts workers? 

 

Key Terms and Framing   

 

Arts Access is an organisation which places individuals at the core of its business practice. 

Linkages are clearly identified between Arts Access and the concepts and theory of why 

people matter: diversity, equality and inclusivity. This key term is summarised throughout 

this essay as ‘diversity, equality and inclusivity’. O’Brien, Laurison, Miles and Friedman 

(2016) are UK academics who draw on data from a 2014 labour force survey to analyse the 

cultural and creative industries. This analysis explores ‘representations of class and social 

origins’ with a lens on diversity. Similar research around the areas of arts worker’s demands 

on sociability and networking has also been performed by Hesmondhalgh and Baker (2010) 

who address the anxieties experienced by workers in the sector.         

 

Similar concepts of diversity are evident within the ‘agile development paradigm’ which is a 

collection of principles that works in opposition to traditional business models (Crowder and 

Friess, p. 1, 2015). Agile management for the creative industries is condensed into the key 

term ‘agile management’, that will be used to describe a set of principles, that by its design, 
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endeavours to increase productivity, within “geographically, culturally, and generationally 

diverse teams” (p. 1, 2015). Here, a distinctive lineage between agile management principles 

and diversity, equality and inclusivity can be identified. Agile management requires 

collective cohesion between teams formed out of diverse individuals. This is supported by 

Highsmith (2010, p.46) who suggests that agile management is defined by its core principles 

of innovation, adaptability, reliability, compressed production time, people and processes. 

Primary literature sources to inform this organisational analysis includes: The Arts Access 

Victoria website, Annual Reports and historical documentation to build the organisation 

analysis, that is anchored by the use of these key terms.  

 

Analysis, Arguments and Policy Frameworks 

  

An ideological shift has occurred driving Australian arts organisations to increase diversity 

amongst its cohort of artist, arts practitioners and managers. Data contained within a study 

conducted by Arts Council Australia illustrates that there are opportunities to increase 

participations within a diversity cohort within the arts and culture sector. Arts industry 

workers and practitioners “are less diverse than the Australian workforce”. Areas for 

increasing participation highlighted in the data compiled by (Arts Council Australia, 2015) 

include gender, disadvantage, indigenous and disability groups as key development areas to 

be addressed. In the example of Arts Access, the organisations board is currently made up of 

8 professionals, none of whom are identified as having a disability (artsaccess.com, 2017). 

More encouraging however, 13 staff members are employed by Arts Access who identify 

with having a disability (Arts Access, 2015).     

 

Arts policies seek to develop ‘true inclusion’, yet arts organisations are faced with the 

existence of subcultures and under representations. Arts policy boldly proclaims that it seeks 

to narrow the gap of inequality within the sector. However, there are inefficiencies in 

providing the essential practical frameworks for true inclusion diversity, equality and 

inclusivity in the arts. O’Brien, Laurison, Miles and Friedman (2016) explain, not only is 

there an under representation of working class practitioners with in the arts and cultural 

sector, but an expanse of gender, ethnicity and inequalities divide into “occupational 

subcultures” that result in “class pay origin gaps” in comparison to those from more 

privileged classes. Educational inequalities, access to geographical location such as cities and 
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social origins, class, ethnicity and gender all contribute to the issues faced by employers 

within the cultural industries (O’Brien et al., p.127, 2016).    

 

Exclusivity, pleasure, obligation and ambivalence formulate a complex social order that is 

defined by the employment meritocracy of arts workers. Hesmondhalgh and Baker (2010) 

explain that victimisation and anxiety are reported in high frequency amongst arts workers. 

Resulting from a blurring that occurs between arts practitioner’s relationship to pleasure and 

obligation, networking and the expectation to socialise for networking purposes. O’Brien et 

al. (2016, p.127) conceptualises this within the parameters of a ‘social exclusivity’, and how 

this presents obligations for arts workers to network for future employment opportunities.  

Arts workers according to Hesmondhalgh and Baker (2010) experience a higher sense of 

ambivalence and isolation due to the conditions and nature of this type of employment. In 

opposition to these findings, arts policies contain centralised narratives of intentions to 

facilitate inclusivity amongst arts workers, practitioners, audiences and the arts more broadly. 

Obrien et al. (2014) and Hesmondhalgh and Baker (2010) both argue that policy narratives 

are in opposition to the meritocracy that dominates the fields of arts workers.  

 

The appeal of economic growth is often put before the complexity faced by arts workers in a 

field dominated by high risk and casualisation employment. Hesmondhalgh and Baker (2010) 

explain that policies within the creative arts industries do not adequately factor in the 

conditions, risks, irregularities, insecurities and lack of protections experienced by arts 

workers. Insufficient attention is paid to the experience of labour faced with work conditions 

of short term contracts and casualisation. Policies are geared to develop increased work and 

expanding economic opportunities rather than putting the conditions of workers upfront. 

Hesmondhalgh and Baker (2010) explain “insufficient attention to experience” is paid 

towards arts workers. Adopting agile management principles within the arts and cultural 

sector will mobilise diversity contained within teams and assist in generating greater project 

outputs.       

 

Opportunities to Adopt Agile Management Principles 

 

Diversity, equality and inclusivity and increased growth within Arts Access is limited by its 

waterfall approach to management, project delivery and team structures. Agile management 

strategies can provide the platform for increasing potential, generating growth and adopting a 
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risk centric approach. Given that Arts Access is an organisation arranged around the 

principles of increasing access, adopting an agile management approach will allow greater 

diversity, equality and inclusivity of self-organising groups within the organisation to drive 

their own outcomes. Crowder and Friess (2015, p.38) explains agile management attempts to 

grow open collaborations through assembled homogeneity. Innovative solutions are achieved 

by allowing diverse teams to experience, develop new ideas and problem solve. Cultural 

diversity is a key component in fostering the evolution of influencing the natural exchange of 

ideas between groups made-up of cultural difference. Highsmith (2010) agrees that 

facilitating creativity, visioning, explorations and refinement opportunities enable agile teams 

to grow organically. “Individualist vs collectivists viewpoints” are compared and are 

discouraged; individual thinking and promoting collectivist mind-sets, are at the core of 

successful agile teams (Crowder and Friess, 2015, p.30). Navigating towards more 

heterogeneous team structures and downplaying individual achievements will ensure 

diversity is achieved. 

 

The arts and cultural sector will benefit from adopting agile management processes through 

projects, productions and building effective teams. Highsmith (2010) outlines agile 

management processes promotes team flexibility, stability and the mechanisms to “create and 

respond to change” rapidly. Promoting cultural difference of geographical and generational 

elements within teams, aids the successful facilitation of change, testing and risk 

methodologies to develop projects (Crowder and Friess, 2015, p.3). Agile management is 

effective in increasing team participations, project outputs and testing prototypes. As 

Highsmith (2010) suggests, reducing costs to production occurs through ‘speed, mobility and 

quality’ of projects. The promotion of “diversity and inclusion” within teams allows the 

development of culture dynamics to grow and directly effects the outputs generated (Crowder 

and Friess, 2015, P.31). Reducing production costs, enables greater experimentation. This 

occurs through the adoption of a define, design, build approach and leads to rapid increases 

of production outputs (Highsmith, 2010). Adopting agile management processes that fosters 

team diversity will benefit the arts and cultural sector by making use of resources in new and 

effective ways.  
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Conclusion  

 

Ideological shifts have occurred that embrace cultural diversity within many Australian 

cultural policies, that flow directly onto arts organisations. Arts Access demonstrates many of 

the attributes indicated within these policies. Diversity, equality and inclusion is often 

outlined in cultural policies, but often fails to factor in the social complexities and conditions 

of arts workers. Agile management principles seeks to foster collaborations and the assembly 

of homogeneity of diverse groups. Agile principles drive increased mobility and speed, and 

provides the remedy to overcome the shortcomings of these policies by its promotion of 

diversity, equality and inclusivity.    
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