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Member feedback 1: 

 
Most of the roles proposed to be cut are front line roles that are integral to the day to day 
running of the gallery and the presentation of the NSW state collection. Affected teams 
include: 

 
 Registration department - crucial to the care of the collection - will the safety of the 

NSW state collection be compromised? 
 

 Conservation - senior experienced team members who repair and care for iconic 
paintings and artworks in the gallery. 

 
 Curators - these are CORE positions at the heart of everything the Art Gallery 

stands for and it is unconscionable that any museum would cut curatorial positions. 
 

 Public programs team - many roles removed - how will beloved public programs 
like Art After Hours and exhibition programs be affected? Will gallery activity 
become stagnant and just paintings on the wall? 

 
 Touring exhibitions team - a core focus for the Art Gallery of NSW is to take the 

collection of NSW out to the regions and tour exhibitions. Cuts to this team indicate 
this will have to be scaled back, affecting an already decimated regional gallery 
sector affected by significant funding cuts from Create NSW. Will exhibitions like 
the Archibald still be able to be toured? 

 Design team - this team is critical for creating engaging and dynamic exhibition 
designs that show the collection and our temporary exhibitions in the bold ways the 
public expects from the Art Gallery of NSW - will this work now just be outsourced? 

 
 Content team - the Art Gallery has become recognised as a leader in the way it 

presents its collection and exhibitions not only physically but through engaging and 
informative content on social media, website, videos, publications etc. This is core 
business for any museum that wants to be considered world class in 2025. 

 
 Team leaders - these roles manage the gallery officers who are stationed around 

the museum protecting the artworks and also caring for the safety of our 2 million+ 
visitors. 

 
 Risk and safety manager - we have a large workforce doing lots of varied work, 

much of it manual and dangerous at times, often dealing with the public etc. How 
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can you remove a risk and safety manager role for an institution that welcomes 2 
million+ visitors? 

 
 Diversity and Inclusion manager - the removal of this role shows the priorities of 

management and that this is not important. 
 

 Training and development manager - there is already a lack of career opportunities 
in our sector and if the state's leading visual arts institution can't support and 
develop its workforce, what hope is there for the rest of the sector? 

Other more general points for the government: 
 

 How will these cuts affect the Art Gallery's ability to deliver world class and iconic 
exhibitions, such as the Archibald Prize and the summer blockbuster? The 
workforce is already overworked and under resourced - the program will now have 
to be scaled back leaving Sydney and NSW with a lacklustre gallery compared to 
interstate counterparts at NGV, NGA and QAGOMA. 

 
 How can the government expect the Art Gallery to run an expanded campus has 

DOUBLED to two buildings with LESS money? It's only fair that the staff are given 
the funding they need to give the expanded campus the best chance to succeed. 

 
 Where else were savings considered aside from staff? What about all the 

philanthropy money the gallery receives? 
 

 If it is true that the Art Gallery has not raised as much of its own revenue as 
expected, why does the accountability not lie with management and the Trustees, 
rather than the workforce? 

 
 These cuts to the Art Gallery are not happening in isolation - they are happening 

against a backdrop of cuts to Create NSW and the Regional Gallery 4 year funding 
cuts which will all be magnified by cuts to the Art Gallery, considering the 
enormous amount of support we currently provide in mentoring, travelling shows 
and artwork loans, statewide education programs, regional engagement, Western 
Sydney initiatives, First Nations programs and outreach, artist support, etc. This is 
often unseen and underappreciated work that the Art Gallery does that aligns with 
the aspirations and priorities of the government's creative communities policy and 
thus must be resourced along with the Minister's pet projects like music and the 
night time economy. 

 It is GALLING to see these cuts to the Art Gallery taking place at a time of 
expansion and success for us - we have delivered two buildings, programmed it, 
expanded the collection, increased visitation by over a million and then we get 
CUT. Meanwhile other institutions whose visitation was in the toilet, the 
Powerhouse, get thrown ONE BILLION DOLLARS for a vanity project building a 
new museum in Parramatta with many issues identified, the unnecessary 
knockdown and rebuild of Ultimo and the myriad other issues with that institution 
who will no doubt be in the same position as us a few years after opening once the 
Minister has had his photo opp cutting the ribbon and long retired. 



3 
 

 
 

 
 We are talking about a paltry sum of $7 million - pocket change when considered 

against the vast size of the NSW Budget - but so impactful on such a critical part of 
our creative ecosystem in this state. 

 
 This government should be ashamed of their actions and Minister Graham should 

be ashamed to show his face at any visual arts event in NSW for the foreseeable 
future. 

 
Member feedback 2: 

Following is the main questions/issues that came out of the PSA members meeting on 20 
August 2025: 

 
• Clarity around the vision for the re-structure – is the NSW AG intending to 

outsource to meet shortfalls with project budgets? How does this sit with the Core 
NSW Public service Work Policy. 

• Roles on Staff Hub have not been revised for the new structure, eg Senior 
Exhibition Designer role is the same as 2024 description when it reported to Head 
of Creative, whose role no longer exists. 

 
• Not all roles are on the Staff Hub. PSA to get copy of recently posted role list on 

the AG NSW hub. 
 

• Differences between old structure and new structure are difficult and time 
consuming to decipher. 

• As the amended structure only went up at 5.40pm Tuesday (and still has errors), 
and the structure has been hard to decipher the union members would like the 
consultation period to be extended by 2 weeks. 

 
• It does not look like all the new roles have been identified in the structure – ie 

Associate Director roles. How will this proposal comply with NSW government 
directive to reduce PSSE roles by 15%. 

 
• Members are keen to understand which deleted roles are morphing into new roles. 

• Who can apply for the new roles? 
 

• Disparity and bias in the distribution of the deleted roles, ie Commercial directorate 
had no positions deleted, bulk of deletions are at 3/4, 5/6 grade. No reductions of 
11/12 roles? 

• Members on leave having difficulty accessing hub remotely or have only had a 
phone call. Criticism that this restructure individual impacted staff have not been 
afforded a support person or confirmation of their circumstances in writing. 

 
Member feedback 3: 

 
Additional feedback 20 August and questions from union members that have asked for 
their contributions to be deidentified: 
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• Many staff are frustrated with the lack of responsiveness to questions and 

feedback. Much of what our members discussed in the union meeting has already 
been communicated back to management as per the process, with no follow up. 
This includes questions that are time sensitive and specific to individual situations. 
Requests for: further all staff meetings (rather than the divisional meetings we had 
last week where only our divisional changes were presented – we don’t work in 
silos!) to outline to all staff the proposed structure and impacted roles, 
communication on the rationale for the new structure, impacted positions, and 
communication on how the executive intend to reduce the gallery, have all been 
made. 

 
• When updates are made to the info on the staff hub, this needs to be 

communicated with all staff. We all continue to work busy and demanding jobs at a 
crunch point in the exhibition program so are not sitting on the staff hub refreshing 
every 5 minutes. The updated proposed and current structures and list of impacted 
positions were uploaded to the staff hub late on Monday with no all staff 
communication. Many staff have not seen this. 

 
• While we were told in the initial staff meeting the savings the gallery needs to 

make and the number of roles impacted to make this saving, none of these details 
appear to be in any of the information packs. 

• What is the amount the gallery needs to save? 
 

• Where else were savings considered aside from staff? 

• Does the government determine how the gallery manages its operational budget? 
Or does the gallery decide how much of its operational budget is spent on staffing? 

 
• What is being communicated with the Trustees? And will the Trustees be 

communicating with staff? 

• Why are some roles being re-graded to higher positions while other roles are being 
cut? 

 
• Why are new roles being created while roles are being cut? 

• How long has the gallery known about the budget shortfall and what accountability 
is there for those who saw this coming? 

 
Member feedback 4: 

Stripping of skills and capacity of Australian Art: 
 

• Loss of 1 x Curator position (Curator). 

• Transforming senior curator position to Head (ie loss of 1 x Snr Curator). 
 

• Transfer of current Head Curator (WT) to non-curatorial role. 

This has left Aust Art minus three people filling roles with the skill/capacity for exhibition 
and collection work (not 2 as suggested by org chart). It is also removing specialisms (on 
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top of previous re-orgs - we no longer have expertise in photography, and in this re-org, 
Pacific Art - N Wilson). It also must be noted that the current senior curator (B Gralton) role 
still has informal (but time consuming) oversight of the BW Studio. Australian art is 
continuously being asked to do more, with less. 

 
This is a deep cut in consideration of the calls upon curatorial re local vs international 
responsibilities. The structures of curatorial Aus/Int departments is a remnant of three 
directors ago (plus removal of First Nations from Australian). Now no longer a dedicated 
Contemporary art role in Australian art – titles in International are more defined, Australian 
art is flatter, despite comparable need for specialization and expertise. Could an 
International curator level role could be transferred to under Australian art to rebalance 
capacity and priority for collection based exhibitions going forward and to keep up with 
demands placed on Australian art for loans and related rehangs; local artist, dealer, 
benefactor, tertiary and regional engagement; public enquiries and engagement with tours, 
floor-talks, lectures; AWS exhibition and their 12 month tours; stewardship of the largest 
collection by far (Australian); and all the other expectations within the AGNSW and the 
roader local ecology as per position descriptions for Australian art curatorial. 

 
The cuts in programming teams and travelling/touring/regional engagement teams will 
have serious impact on curatorial staff in terms of public facing delivery and programs (ie a 
switch to ‘curator led’). We will not have the capacity to add this to our load. 

Cuts to Admin impact on Cultural Gifts coordination; cuts to editing have a serious impact 
on curatorial changeovers and publications, ditto design and content roles. Very concerned 
about loss of experienced Collection Registrar role and retaining lower level role which has 
less experience. This will have a big impact on curatorial workload esp. for Australian art, 
rehangs and for complex installations. Executive and Director expectations MUST be 
moderated as to capacity and time constraints, with the loss of these support roles. 

 
How does the Associate Director Collections and Chief Curator Role work? Chief Curator 
role suggests people management a major part of the role, which should be a strong focus 
and skill of the incumbent. This role implies they will also still have a role curating shows 
and in collection development (with likely an international focus),and is a new layer 
between curatorial and executive. 

Separation (structural AND physical) of First Nations dept from Curatorial. This works 
against the open and collaborative model that we are trying to achieve (not through any 
fault of individuals - its structural), closes off opportunity for First Nations Curators to work 
outside the First Nations space, and I would argue separation is bad optics – its not “walk 
with us”. Re First Nations programming vs broader programming - it is hard to understand 
why the First Nations structure of curatorial/programming is different to the comparable 
non-First Nations teams. 

 
Upgrade of Film Curator to Senior level absolutely unconscionable at this time. Everyone is 
going to be taking on an extra load. Also creation of a vacant, competitive role of deputy 
director creates the impression that it is the creation of a new colleague/position at the top 
level that is currently not at the AGNSW. 

 
I would note that as part of the greater visual arts ecology in NSW, the impact of cuts to 
Create NSW and the Regional Gallery 4 year funding cuts (a large swathe of regional 
institutions) will be magnified by cuts to AGNSW, considering the enormous amount of 
support we currently provide in mentoring, travelling shows and artwork loans, statewide 
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education programs, Regional engagement, Western Sydney initiatives, First Nations 
programs and outreach, artist support, etc. This is work that the Gallery does that aligns 
with the aspirations and priorities of the Government and thus must be resourced 

 
Member feedback 5: 

Our concerns are for a staff member employed as a Public Program Producer (Grade 5/6) 
in the CLET department. As you know, our team has been heavily impacted by the 
restructure, and we have a question regarding this role and the EOI process. 

 
We understand there is a Grade 5/6 Programs Coordinator role available to apply for. 
However, in the restructure document there are two roles listed under the Exhibitions 
department. We have been advised that one of these roles may be directly appointed. 
Could AGNSW please provide clarity on whether this is the case, and if so, why this was 
prioritised over making both positions available through EOI? 

We would appreciate any information AGNSW can share to help Staff make an informed 
decision about the next steps once the CMP is finalised. 

 
Member feedback 6: 

Advice from delegates to PSA regarding the staff breakdown below may be helpful in terms 
of impacted staff info, not related to roles or grading. 

 
(FYI some staff feel impacts may be disproportionate not just to departments but 
Gender/Age/Pronoun/Cultural) 

The following figures shows the representations of some diversity groups in our non-casual 
workforce in 2024-25. 

 
Women represent 64% of Art Gallery employees, which surpasses the NSW Public Sector 
benchmark of 50%. Women also represent 40% of the Art Gallery’s Executive team and 
74% of the Leadership team. People identifying as Aboriginal and Torres Strait Islander 
represent 2.4% of the Art Gallery’s workforce, representing significant progress. While 
below the NSW public sector employment target of 3.3%, the Art Gallery endeavours to 
continue to work on strategies to increase representation. Staff whose first language 
spoken as a child was not English represent 24% of Art Gallery employees. 

 
We continue to work on broadening the data capture for a wider range of diversity groups 
and on reaching the NSW public sector targets. 

Employee Art Gallery of NSW NSW public sector target 
Women 64% 
Women in 
Executive team 40% 50% 
Women in senior 
leadership team 74% 50% 
Aboriginal and Torres 
Strait Islander 2.4% 3% 

First language spoken 
as a child was 

not English 24% 
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Executive first 
language spoken 
was not English 40% 

 
People with 12%* 5.6% 
disability12%* 

LGBTQ+ 22%* 
 

*Figures from 2024 PMES 

Member feedback 7: 

Members are very concerned at the impact of the layoffs in the Design Department and 
would like the Director to be asked about it specifically. 

Our department is being essentially halved – our manager has gone, our production 
manager (9/10) gone, the 4 senior designers reduced to 2, 2 level 5/6 graphic designers 
reduced to 1, 2 level 3/4 graphic designers reduced to 1, 3 level 3/4 exhibition designers 
reduced to 1. A new level 5/6 position has been added for an exhibition designer. 

 
As of 13 August: 

 
One of the 5/6 graphic designers tapped is going on maternity leave after next week. 

One of the 3/4 graphic designers tapped is also going on maternity leave after next week. 

The 7/8 level role has been left untouched. 

Members are particularly concerned about the impact to the women going on maternity 
leave. 

1. How do they intend to deal with the maternity leave and not leave the 
department without any graphic designers, and without discriminating against 
the women who are pregnant. Both women are due to give birth during this 
restructuring process. 

 
2. Why have we been so heavily targeted – we are losing 8 out of 17 roles - is 

there a plan to outsource the work or what is the plan to deal with the workload. 
 

3. While this process happens, we effectively have no managers, we will need a 
plan of how we are to deal with the workload with half the staff, even in the short 
term let alone the long term. 

 
4. Our production manager is a key member of our team, assigning all the myriad 

(and there is a lot) of jobs to the graphic designers as well as managing all the 
invoicing, and manages the production of all the publications. We need to 
understand how this will be done (particularly the publications). 

 
5. In regard to the new level 5/6 exhibition design position the level 3/4 exhibition 

designers will want to apply for this but it will need to be filled at the same time 
as this is going on and before redundancies are decided. 
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The majority of designers are members of the PSA. 

 
Member feedback 8: 

Please note member has also lodged separate submission. 

1. Eliminating Risk and Safety Manager position would be a significant mistake. 
Workplace Risk and Safety is not a part-time or secondary responsibility. It requires 
a dedicated, full-time role. While it is true that every employee has a duty to uphold 
OHS standards and report incidents, Current officer has played an essential role in 
ensuring these systems are effective and managers are held accountable. This 
officer is not only a valuable source of knowledge about policies, outlets, and 
resources, but also a trusted and approachable point of contact when injuries or 
safety concerns arise. 

 
If this position is removed, important questions remain unanswered: Will managers 
and team leads receive additional and ongoing training in Workplace Health and 
Safety? If employees believe that their managers are neglecting proper processes, 
who will they turn to for support and accountability? 

 
Risk Management training emphasises “value creation and protection” as a core 
principle. While frontline staff are responsible for identifying risks and complying with 
objectives, it is the employer’s responsibility to provide the necessary tools, training, 
and support systems. Our WRS officer has been instrumental in this current 
structure, offering consistent monitoring, communication, and guidance. Without her 
role, the organisation risks raising its risk appetite, which will not only weaken 
frontline efforts but could also create a domino effect of compliance issues and 
internal disruptions. In short, removing this position undermines both employee well- 
being and AGNSW's broader risk management framework. 

 
NEW ENTRY: 

 
2. Members strongly believe that Installation should remain an independent 

department and not be merged with Registration. While the two teams work closely 
together, their roles are distinct, and this separation ensures clarity, respect for 
responsibilities, and recognition of workload differences. 

 
Merging the departments could create unrealistic expectations for Installation staff to 
assume Registrar responsibilities, especially in light of the proposed reductions to 
Registration staffing and resources. This risks devaluing the specialised and often unseen 
work carried out by Registrars, while fostering a shortcut culture that erodes professional 
boundaries and may ultimately compromise both efficiency and workplace safety. 

There are also important structural considerations. In the new proposal, the position of 
Installation Manager is left unclear. As a department head, this role should remain 
equivalent in scope and reporting structure to other department managers across the 
Gallery. Without clear delineation, there is potential for confusion over leadership, reporting 
lines, and responsibilities, particularly for Senior Installers and others who could be left 
without clarity or support. 
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Installation is a large and highly capable department with sufficient processes to justify 
independence. Retaining its autonomy supports effective delivery of exhibitions and 
programs, avoids unnecessary external contracting for smaller projects, and enhances 
workplace satisfaction by maintaining the variety and diversity of roles. This, in turn, fosters 
stronger collaboration across the Gallery by allowing Installers to engage with other teams, 
artists, and program staff, particularly as we move toward more interactive artworks and 
revenue-generating programming. 

 
That said, members recognise there may be benefits to closer alignment with Registration, 
such as knowledge sharing and broader, more long-term internal opportunities. If such a 
change is pursued, it must be framed as a partnership rather than a merger, with clear 
safeguards to ensure respectful collaboration, clearer role boundaries, and staff are 
supported with appropriate training and resources. 
Finally, this is also an opportunity to review broader workforce practices, such as 
consistency in casual staffing through contracts and addressing challenges within the 
current RDO vs Flex system. These adjustments could provide stability, accountability, and 
stronger outcomes without undermining departmental independence. 

 
Thanks very much for all you do, and we look forward to a good outcome with the PSA's 
support. 

Member feedback 9: 
 

I am writing with regards to the Senior Graphic Designer, Graphic Designer Level 2 and 
Graphic Designer Level 1 positions which have been impacted in the proposed restructure. 

The role of designer, regardless of level, is essential to maintaining the Gallery’s visual 
identity and enhancing the visitor experience. They bring strategic and creative thinking 
across all areas of the Gallery, improve revenue opportunities and are essential to 
achieving the Gallery’s vision to be inspiring, welcoming, creative and meaningful. 

 
The designers work across all departments of the Gallery, bringing cohesion and clarity to 
how we present business-as-usual work, programs, events, collections and exhibitions. 
They translate the curatorial and marketing brief into accessible visual language. They are 
the communicators to our audience, they build trust in our brand, reinforce the Gallery’s 
reputation and strengthen relationships. 

Importantly, the role of designer plays a direct role in increasing revenue for the Gallery. 
 

• The designers maintain strong consistent branding and marketing, bringing in 
large diverse audience numbers to exhibitions and events. They are imperative to 
not only attracting visitors, but also critical to retaining them. They can dictate 
how people interact with the Gallery onsite, online or regional. 

 
• Designers sell our publication. Their designs immediately communicate value and 

enhances the reader’s experience. 

• Designers can influence opportunities to increase financial support and 
partnerships by creating sponsor decks, donor signage, function and event 
collateral. 
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Removing these positions brings a greater risk of weakening the brand, reducing the visitor 
experience, lowering the revenue from programs, events, exhibitions and publications, and 
a possible reduction from sponsors. However, retaining these positions ensures the Gallery 
fulfills its vision and allows it to thrive visually, creatively and professionally. 

 
I ask the Executive to reconsider their proposal to remove these roles. The associated risks 
and strategic importance of them, should not be underestimated. 

 
Member feedback 10: 

Positioning of Publication Department in the proposed structure. 

To the Executive, 
 

As outlined in the proposed restructure, Publications is to fall under Collections, Learning 
and Publications however moving them under Exhibitions, Design and Programs 
Management will align the editing process with exhibition development, enabling stronger 
content creation, strengthen outcomes and encourage a more agile, efficient workflow. 

 
This shift will assist with exhibition scheduling, it encourages early editorial involvement 
and positions Publications as an integral part of exhibition development. Given most of the 
work that flows through Publications already supports exhibitions (labels, didactics, 
publications) embedding them within Exhibitions, Design and Programs Management will 
reflects this. 

 
Under the proposed structure, Publications will be disconnected from their main 
collaborators. This may result in communication breakdown across divisions, misaligned 
schedules and competing priorities. 

 
Integrating Publications into Exhibitions, Design and Programs Management as part of the 
restructure will support the curatorial vision, and future proof the success of exhibitions 
through clear, consistent content for the Gallery’s audience. 
--- 

 
Concern regarding removal of Editor role (grade 5/6) from the Publications Department 

Members are concerned with the proposed removal of the Editor role (grade 5/6) from the 
structure. Already understaffed, we believe the removal of the Editor role from Publications 
is counter-intuitive to the strategic goals of the Gallery. 

 
Member feedback 11: 

Dear PSA. 
 

Thank you for supporting the impacted staff of the Art Gallery of New South Wales during 
the current restructure. 

I wish to provide the following comment and advise that I submitted a separate business 
case earlier today for retaining the role of Production and Studio Manager that sits in the 
Design Studio. 

 
--- 
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Members believe removing the Production and Studio Manager role from the Design 
Studio at the Art Gallery of New South Wales will significantly impact the studio's efficiency 
and output. This role is essential for coordinating complex projects, managing budgets, 
timelines, resources, and ensuring smooth collaboration between teams. Without it, the risk 
of delays, budget overruns, and staff burnout will increase. 

The role in question is pivotal to the rolling collection changeovers, works across multiple 
departments and plays an integral part in enabling curatorial excellence. It is an important 
role with institutional knowledge that can’t be replicated by a contract editor. It’s essential to 
the Gallery voice and ensures accuracy when communicating with the public. It reduces 
the chance of reprints and production delays, maintaining the Gallery’s reputation of 
excellence. 

 
The Editor role is strategically important, and members urge the Executive to reconsider 
reinstating this position given its necessity to the Gallery’s exhibition and publishing 
schedule. 

 
Member feedback 12: 

I work part-time (4 days) at the AGNSW in Copyright as Rights & Licensing Coordinator, 
and my role is at risk due to the restructure. 

 
There are currently 4 team members in the copyright team, and under the proposed 
structure, the team will be reduced to 2 members: the copyright manager and 1 other 
Rights & Licensing Coordinator. There is no way that the copyright team can function with 
only 2 members. Copyright works across all departments and all areas of the gallery and 
the amount of work and constant deadlines is not sustainable. My role in Image 
reproduction is an income (small) stream, as I deal directly with licensing images and other 
gallery IP to external parties. But the role would not be able to exist with only 2 team 
members. 

 
Members suspected this was coming after the recent Job Description updating project. I 
was told that I had to accept the same job description as my 2 colleagues, or I would have 
to re-apply for my role and go through an interview process and might not get the job. P&C 
claimed at the time that they didn’t have a separate job description for my role, but I had a 
copy of the job description that was sent to me when I took the role, and I forwarded it to 
my Manager but it made no difference. 

Members are concerned for colleagues who are currently on leave for long periods during 
the feedback and restructure process as to timely and clear advice as to the final proposal 
and staff options going forward. 

 
Member feedback 13: 

Editorial/Publishing 
 

The Art Gallery’s editorial team leads an award-winning publishing program and provides 
editorial services to the entire Art Gallery staff, with a particular focus on developing 
accessible, audience-friendly texts. Editors help the Art Gallery maintain its public-facing 
voice at the high standard expected of a state agency, and safeguard the accuracy and 
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appropriateness of information we deliver to visitors. Currently situated within the broader 
Content Department, the team has high-level expertise in editing, publishing, writing and 
content development. 

 
1. IMPACT OF CHANGE ON OUR ROLES 

The editorial team currently has 3 FTE roles: 
 

 Editorial manager –  
 Senior editor –  
 Editor –Staffing history and current 

capacity: 

• The team is already reduced from 4 FTEs + freelancers in place over 2022–23. 

• We have also recently lost leadership roles (head of content, director of program 
delivery). 

 
• The last time we had fewer than 3 editorial staff was pre-late 2020, when there 

was only one building, exhibitions and collection changeovers were fewer, other 
responsibilities were lighter, and contractors filled gaps. 

 
• There was a period in 2023 when we were operating with two editors while we 

were recruiting for a third and this was an extremely stressful time. 

• There is scarcity in copy editors with publishing experience and visual arts 
expertise and we had to advertise the Editor 5/6 position twice in 2023 to fill the 
vacancy. 

 
• Current workload fully occupies 3 FTEs, with overtime required during peak 

periods and regularly interrupted leave. Noting the Editorial Manager role is 
already hands-on – not limited to managerial duties. 

 
• Expanded responsibilities since 2023. 
• The publishing team’s remit has steadily expanded beyond publications and 

exhibitions over time, and we now edit almost all public-facing text across all 
departments. [See Table 2 below.] 

• We have absorbed duties from the recently departed Senior Digital Producer, 
including copy editing, information architecture, and editorial support for the 
website and Archibald, Wynne and Sulman Prizes (fact-checking, proofreading). 

Editorial demands and future outlook: 
 

• The editorial team supports both scheduled and ad hoc content needs across all 
departments (eg EDMs, website, signage etc). 

• The volume of content that passes our team is vast and constant, requiring 
adequate staffing to maintain quality and timeliness. 

• Based on the recently supplied 2026 program (which does not capture all 
activities), no significant reduction in editorial duties is expected in 2025. [See 
Table 1 below.] 
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• It has also been expressed that all the book editing and proofreading should be 

done in-house alongside other duties. This will not be possible for all projects if 
we are not resourced appropriately. Even outsourced publication editing requires 
close oversight and review by the managing editor assigned to that project. 

• AWS demands preclude other significant duties during that exhibition period – 
the scope of work would need to be significantly reduced as two editors were 
required to meet the 2024 and 2025 deadlines. 

• The digital team have limited editorial capabilities (in time and skill-base) and 
require continued support. 

• The 2027 publishing program needs to be initiated by April 2026, ie work needs 
to commence mid 2026 alongside other projects. 

• The potential for further absorption of work is inevitable if the Rights & Image 
Licensing and 2D design teams are reduced and the production manager role is 
deleted. 

Risks of further staff reduction: 

• Removing a role would severely limit capacity, especially for cross-departmental 
editorial support. 

 
• A reduction would overburden remaining team members, jeopardise deadlines, 

undermine quality control (eg fact-checking, rewriting), and limit the ability to 
take personal or sick leave. 

 
• The incumbent Editor 5/6 is highly skilled, knowledgeable, familiar with internal 

practices and provides stability and consistent quality – all essential in editorial 
work. She is also managing a major publication (Brett Whiteley Studio) not easily 
reassigned. 

 
• If a reduction is unavoidable, reliance on external editorial support for some 

publications will be necessary. 

• Retaining the Editor (Level 5/6) may be more cost-effective than hiring 
freelancers at $80–$100/hour for editing, proofreading, and image licensing. 

 
Publishing teams at comparable cultural institutions: 

• NGV Publishing team: Head of publications, photographic services and library, 
publishing manager, 2 x project editors, 2 x publishing assistants, + freelancers 
as needed. Reporting to the assistant director, exhibitions management and 
design. Output: 6–10 books per year, 6 x magazines, exhibition text editing. 
Lead time on publications: 2–3 years (AGNSW = 12 months or less). 

 
• NGA Publishing team: Publishing manager, 2 x managing editors, 1 x production 

lead, 1 x publishing assistant, + freelancers as needed. Reports to assistant 
director responsible for their Publication Steering Committee (AGNSW no longer 
has a similar committee – dissolved years ago and never reinstated). Output: 4– 
5 books per year + cross-departmental editorial support. 

 
3. FEEDBACK ON PROPOSED STRUCTURE 

Publishing team placement on org chart: 
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• The rationale for placing Publishing/Editorial under Learning, Regional 

Engagement & Access is unclear. While we provide support to this portfolio, our 
core stakeholders are the curatorial and design teams. 

 
• Recommended placement: Editorial should sit within the Exhibitions group, 

where our work is directly tied to exhibition outputs and timelines. 
 

• Budget alignment: Publications are typically funded through the Exhibitions 
budget, making structural alignment essential for oversight and efficiency. 

• Retail relevance: Although we collaborate closely with the Retail team, much of 
our work falls outside their scope and operational priorities, so we do not advise 
moving to Audiences, Development & Commercial. However, we do see the 
need to improve publishing strategies and reporting with this team – this work 
is already underway. 

3. OTHER CONCERNS 
 

2D Design team: 

• Reducing the 2D designers by a half will severely limit the ability to meet the 
Gallery’s graphic design needs, maintain brand consistency, deliver cross- 
departmental projects on time, and respond flexibly to urgent or evolving 
priorities. 

 
• The proposed removal of the Studio Production Manager role in particular risks 

disrupting studio operations and places additional pressure on remaining 
designers and the Publishing team (a letter of support has been sent separately, 
advocating for the retention of this key role). 

 
• Outsourcing design can be costly and inefficient, particularly for publications. 

Recent trials (eg Cao Fei, Qureshi, Dumbrell, SMP publications) have negatively 
impacted commercial outcomes. If we must contract designers for this work, we 
propose this is paid for by the relevant department, rather than have it borne 
against the book. If there is no longer capacity to do books with reduced staff, 
retaining both 2D designers (Level 5/6) may be more cost-effective than hiring 
freelance designers at $25,000 per publication. 

 
• External design work requires onboarding and administrative oversight, which 

would fall to the already stretched Publishing and design staff. 

• Working with pre-agreed styles and formats across our range of publications 
may help create efficiencies (but this may limit creativity and quality). Curatorial 
and Design would need to accept limitations and strictly adhere to deadlines – 
there will be no ability to manage late delivery of content. 

 
Rights & Image Licensing team – key concerns: 

 
• The Rights & Image Licensing (R&IL) team provides essential support for 

editorial workflows (they were part of the Publishing team until 2024). They 
handle image ordering, licensing, captioning, and coordination with the 
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Photography Studio, curators and designers – core functions that directly impact 
publication timelines and quality. 

 
• Risk of workload overflow: Reducing the R&IL team will shift their already heavy 

workload onto editorial, curatorial and design staff, who may also be facing 
reductions, compromising efficiency and output. 

• Compliance, risk management and relationship management: R&IL staff ensure 
legal and ethical use of images, manage copyright risks, and uphold compliance 
across platforms. It will be extremely difficult for a team of two to maintain these 
standards for the volume of work that flows by them. 

 
• Clearing image rights for publications cannot be ignored or outsourced and 

should remain a priority if we are to continue producing books. Capacity will 
need to be assessed – this may fall to the Publishing team who will already be 
stretched to the limit if we are reduced to two. 

 
Table 1: Editorial streams 2025–26 

 
Editorial activity 2025 2026 
Publications released during calendar year  5 + 1 co-pub 5 TBC 
Exhibitions (inc touring and collection-based) 15 14 
Collection displays (inc library) 31 12+ TBC (likely much more) 
Major standalone programs (QAAH etc) 4 2+ TBC 
Film programs 7 TBC – likely to increase with Cinémathèque 
EDMs 23 per week on average TBC – unclear what the impact of 
restructure will be. Unlikely to be a significant drop. 
Annual report (formerly contracted out) 1 1 
Other BAU difficult to quantify (web pages, signage, brochures, media 
releases, etc) 

Member feedback 14: 
 

This feedback applies to all roles in Registration that are being consolidated. A reduced 
registrar structure will have a significant impact on both the Registration and the Installation 
teams. 

It is crucial to prioritise saving the jobs of those directly responsible for making exhibitions 
happen. Registration is already stretched. Cutting next year’s program only makes sense if 
the current number of registrars is maintained. If both the program and registrar numbers 
are cut, the team will still be overworked. 

 
This has a direct impact on the Installation team, as we rely on registrars for movements, 
documentation, and logistics. Registrars also lead teams on the floor, setting the tone of 
the install. If they are stretched and stressed, it creates a stressful environment for 
everyone. Installs can be delayed, extended, or rushed which can lead to injuries and 
damaged works. 

 
This structure leaves little scope for registrars to take leave. If one registrar is sick and 
there is no backup, installs are disrupted. When registrars are overworked, they will 
naturally want to use their leave entitlements, but if there is only one person at that grade, 
who will step in? 
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I understand that cuts need to be made, but I believe the number of registrar positions 
being cut should be reassessed and reduced. 

 
Member feedback 15: 

Regarding Mobility Pathway (WMP) 
 

A number of members have provided advice that there were no staff placed through the 
WMP from the last gallery restructure March 2024 . The concern that a number of roles in 
the Arts sector are so specialised that there may not be any vacancies available to 
redeploy affected staff into. 

 
A current example is the Grade 2 Painting Conservator role. It’s unlikely there are many 
comparable roles within the public sector, let alone vacant ones, particularly in this current 
climate of reduced arts funding. If no match is found within the first week or two, I doubt 
stretching the process out for the full two months would uncover anything new. 

 
PSA and AGNSW should be able to seek an exemption on a case by case basis from 
PSIR. This is for ongoing consultation and feedback to members. 

Member feedback 16: 
 

PSA supports the joint feedback from the 3D Exhibition Design Team. The proposed 
restructure, when overlaid with the 2026 exhibition schedule is not viable. With the 
headcount as outlined, the program cannot be delivered without serious consequences: 
compromised exhibition quality, increased and unplanned contractor costs, and a very real 
risk of burnout for the remaining designers. 

We urge that the restructure be reconsidered to ensure resources are aligned with the 
scale and ambition of next year’s program. 

Implications on the delivery of 2026 program based on the proposed org chart: 
 

1. Based on the proposed structure, the total design capacity of 3.6 full time 
designers (assuming the Senior Design Manager operates at 60% design 
capacity) is estimated at 5140.8 hours (see Chart 1). 

2. The number of hours to deliver the 2026 / 2027 schedule is estimated at 7578.1 
hours (see Chart 2). 

3. This means, there is a shortfall of 2437.3 hours, or 1.7 full time positions 
required to deliver the 2026 / 2027 schedule (see Chart 2 & Chart 3). 

Deletion of Creative Studio Manager and Senior Production Manager: The direct eRects on 
the remaining Senior Exhibition Designer (SED): 

 
• Inheriting 40% of the management / operational role which means a reduction of 

design capacity and project work. This will then transfer down to the other 
Designers and create a shortfall of approximately 1.7 full time positions. 

 
• Tasks formerly overseen by the Creative Studio Manager will now need to be 

absorbed, such as: 
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• TraRic management and job triaging 

• Resource and workflow management 
 

• Design management and oversight of Gallery-wide projects 

• The loss of the Senior Production Manager will result in no administrative support, 
including tasks such as raising purchase orders and invoices. This responsibility will 
then transfer to the Exhibition Manager of the project. 

 
Reduction of two Senior Exhibition Designers to one. 

The 3D team currently reports to two SEDs. Work and exhibitions are allocated between 
the two SEDs based on workload capacity, individual skillsets and experience. 

 
Each SED has the responsibility for overseeing the work performed by the more junior 
designers within the team; and providing strategic roadmaps and mitigation plans for both 
small and large-scale / complex projects. They have a special responsibility to lead the 
most complex and time-sensitive projects. 

 
The proposed structure consolidates the two existing SED roles into one. The risks of this 
include: 

 
• Remaining SED shifts to managerial resulting in reduced design capacity / output. 

• Exhibition Designer Level 3 role also shifts to more mentoring and managerial role, 
also resulting in reduced design capacity / output. 

 
• Increased likelihood of cost overruns and timeline blow-outs due to lack of senior 

oversight across exhibitions. 

• Excessive workload for remaining designers and risk of burnout. 
 

• Significant diminution of institutional and industry knowledge within the studio. 

• Reduced capacity to mentor and grow junior designers in the team 

To elaborate further on these concerns: 

• Design in a cultural institution is foundational to how we: 

• Communicate our mission and values to the public; 
 

• Shape visitor experience through exhibitions, programs, wayfinding; 

• Uphold accessibility standards and ensure inclusivity; and 

• Drive audience engagement. 
 

• The two current SEDs bring a combination of complementary and distinct skill 
sets which will be lost in the proposed structure: 
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• A deep understanding of the institution and its collection. 

• Extensive experience collaborating with international institutions and managing 
overseas loans or touring shows. 

 
• Proven track record of delivering large-scale commissions with contemporary 

artists. 
 

• Mentoring and training junior designers with the specific skills required for 
exhibition design in the Gallery. 

• Expertise in designing and producing immersive exhibitions. 
 

• Collaboration and design coordination with multiple external stakeholders, 
creatives and producers. 

• Established networks of trusted suppliers and fabricators. 
 

• In the 2026 program, there is substantial overlap in the design schedules for 
both 

• Murakami, Avatar and Brett Whiteley Studio, each requiring input from a SED 
(see Chart 3). Without the dedicated involvement required, both projects face 
the risk of significant delays and a decline in the quality of the final output. This 
is particularly concerning given the strict timelines and high-profile nature of 
these exhibitions, which are directly tied to the gallery’s public reputation and its 
obligations to stakeholders. 

• The lack of two SEDs will inevitably lead to one of 2 scenarios: 
 

• External designers will need to be contracted, with the associated costs and 
complications that come with a hybrid model of internal/external designers. 

 
 

• External designers will then need to be project managed by the Exhibition 
Manager. 

• To partially make up for the shortfall of 2437.3 hours, projects such as BWS and 
• Sidney Nolan will need to be outsourced. For context, a recent example of 

design fees from Freeman Ryan Design for the De Mena Showcase quoted an 
hourly rate of $280 for a Director and $210 for a Senior Designer. 

 
• Design decisions and execution would be disproportionately placed on the 

Exhibition Designer Levels 1, 2, 3 creating an increased risk of compromised 
quality and delays in delivery. 

 
Reduction of three Level 1 Exhibition Designers to one. 

Whilst we support the introduction of the Exhibition Designer Level 2 (Grade 5/6), the 
overall reduction from three to one Exhibition Designer Level 1 will have a significant 
impact on the team’s capacity to meet current and future workload demands. 



19 
 

 
 

 
Exhibition Designers Level 1 play a critical role in supporting the delivery of 3D outputs 
such as plans, rendering, documentation preparation, and revisions. These responsibilities 
directly support the project team and contribute to project timelines, eRiciency, and 
responsiveness. 

 
The risks with the proposed model include: 

• Delayed turnaround times, particularly during peak periods or when multiple projects 
are in delivery simultaneously. 

 
• Lack of capacity to service design changes and revisions – i.e. the placement of 

works, testing views and ideas. 
 

• Reduced ability to take on additional or unplanned work, limiting flexibility and 
responsiveness to stakeholder needs. 

• Reduction will impact team’s ability to respond flexibly during peak periods and 
large-scale projects. An example of this would be Murakami which will require 2.5 
Designers during peak production time. 

 
• Remaining Exhibition Designer Level 1, 2, 3 will experience an increase in workload 

across routine design tasks, production support, and exhibition documentation, 
which has a very real risk of burnout. 

 
• Remaining Exhibition Designers (Levels 1–3) would face significantly increased 

workloads across routine design tasks, co-ordination, production, creating a very 
• real risk of burnout. 

 
Short term impact: 

It is critical to highlight the short-term impact on the delivery and the stress felt during the 
8-week Mobility Program (27 October – 22 December). After the EOI process, there will 
only be 3 active roles whilst the Exhibition Designer Level 2 Grade 5/6 role is advertised 
(as shown in Chart 3 in grey). The remaining designers will be under extreme pressure to 
service all the active projects: Ron Mueck, Murakami, Avatar, Ernesto Neto, And Still I 
Rise, Biennale of Sydney, Brett Whitley Studio, The Porcelain Room, the HIVE Festival, 
Mechelle Bounpraseuth, G2 Gallery rehang, and Art Express 2026. 

 
Conclusion: 

Whilst we understand the gallery is facing a major challenge and must undertake a rethink 
of its structure and ways of operating, we cannot respond positively to the proposed 
restructure of the 3D Design team. The reduction in vital resources makes delivery of the 
2026 exhibition program unachievable without serious compromise. 

 
The team is open to rethinking its operating model; however, this requires suRicient time to 
review the full exhibition design workflow in consultation with key stakeholders across the 
gallery to ensure an eRective and sustainable outcome. The proposed consultation 
process does not allow for this critical work to occur before the final structure is announced. 

 
Member feedback 17; 
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Suggestions based on experience at the Powerhouse Museum: 

1. In-house production and exhibition installations: 
 

As exhibitions become more complex and production demands increase, it would be 
beneficial for the Gallery to adopt aspects of the Powerhouse Museum’s Production 
Department model: 

 
- Expand in-house production capacity: Increasing workshop resources would reduce 

contractor costs and increase efficiency. For example, the Yolngu Power flags could 
have been produced internally at a fraction of the contractor cost. 

- Streamline team involvement: Currently, multiple teams (Design, Conservation, 
Workshop, Paintshop, Registration, Installation) may be involved in producing a 
single object. For the Cao Fei exhibition, producing one wooden frame required 
coordination across six teams because it sat between artwork and non-artwork 
categories—an inefficient use of time and expertise. 

 
- Integrated production crew: At the Powerhouse, production staff were responsible 

not only for construction (plinths, props, frames) but also for artwork installation. A 
similar model at the Gallery would support complex productions like Cao Fei, which 
required many non-artwork elements. 

- Dedicated Production Manager: A Production Manager could oversee schedules, 
budgets, workshop capacity, materials reuse, ordering, and prototyping—ensuring 
better holistic planning and cost management. 

2. Hybrid Design model: 
 

With a small in-house design team, PHM relied on external support for small design or 
exhibition projects. 
- Freelance designers: While small projects and exhibitions were often outsourced, 

in-house designers were still required to coordinate, provide detailed feedback, and 
ensure feasibility. This “conduit” role involved substantial unseen labour that cannot 
be underestimated. Outsourcing did not reduce the workload of the design team; 
instead, it frequently added layers of complexity, stretched timelines, and diluted 
eTiciency. 

 
- External creative collaborators: Engaging theatre designers, set designers, or other 

external creatives consistently proved ineTicient. Their concepts rarely aligned with 
museum standards, requiring substantial reworking by in-house staT. This 
duplication of eTort not only diverted internal resources but also drove projects over 
budget through inflated contractor and production fees. The model is unsustainable 
and undermines both eTiciency and financial accountability. 

3. Questions for consideration: 

What alternatives to role elimination have been explored? 
 

o Could one or both Senior Exhibition Designer roles be made part-time? 

o Could a job-sharing arrangement be introduced? 
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o Could a rotational leadership model, similar to universities where senior lecturers 

rotate into higher-level roles, provide career growth while maintaining flexibility? 
 

o Could the Gallery adopt operational adjustments, such as closing one day a week 
(as done by the French national museums and The Met), to safeguard staff capacity 
without compromising long-term sustainability? 

 
Member feedback 18: 

Analysis of positions 

The restructure in the Admin/Services area is not reducing the headcount as indicated in 
the change management plan and rationale for excess positions. 

 
The current core team was in Services/Admin is: 

• 9/10 Services Program Manager 
• 5/6 Services Supervisor 

The restructured proposal is 

• 7/8 Services Supervisor Position 
• 5/6 Services Co-ordinator Position 

The savings here are estimate but based on top level Grade 10 versus top level 8 Grade 8 
$129,492 (based on a recent NSW Gov website) 

 
Grade 10 $146,945 (based on a recent NSW Gov website) 

Net estimated savings $17,453 

Staff have not been given the opportunity to consider or offer a part time (4 days a week) 
working arrangement. 

if staff went part time the saving would be around $29,389 ($146,945-$117,556). 
This is something staff could consider in the 2026/2027 financial year. 

 
Other positions: 

Note that the position of Programs Advisor was not created to assist with the core activites 
of Services/Admin but to take over the Scholarship and Internship program previously 
administered by Public Programs. The role was then expanded to include support for 
Board Meetings including preparation of papers and taking of minutes. Note that the 5/6 
and 9/10 have covered this when the Programs Advisor on leave. 

 
The role of Records Manager 7/8 is a temporary position created to deliver a project and 
again did not assist the with core delivery of Services support. 

 
Background: 
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Some staff have worked for the Art Gallery for around 28 years– in that time not one extra 
position was created to deliver core business support. 

 
Note that the 3/4 position was regraded to 5/6 as it currently stands and an original role as 
5/6 regraded to a 7/8 then a 9/10 based on the duties and extra higher level roles and 
responsibilities that were assigned. 

In those days a lot of the work was labour intensive support which included secretarial and 
admin support across many departments but also records and filing. As time passed some 
of the admin support requirements lessoned but we were then given a number of other 
responsibilities that on balance increased the workload. 

 
In that time the Art Gallery expanded from approximately 200 FTE in 1998 to 400 FTE in 
2024. 

 
The extra duties which the team took on between 1998 and 2025 included Travel bookings 
and advice – these were originally managed by finance but as the requirements became 
more complex a more service orientated approach was needed. The Finance Manager 
reached out to the Administration Manager requesting that the Admin team take this over. 

 
International Travel Approvals – the Finance support officer passed away and again the 
Admin team took on this role. In the early stages this wasn’t too time consuming but as 
more onerous /approval criteria were required by relevant departments and Minsters this 
became more specialised and time consuming 

 
Cultural Gifts – again when the Finance support officer passed away this task was given 
to admin. With more due diligence and complex requirements including the transition to 
online submission this again became more onerous and specialised. The nuances 
involved in this program require a complex understanding of the tax requirements under 
the law and the ability to provide support to curatorial staff. 

 
Customer Relations Manager - Sugar 

 
There was a team that assessed and developed this specialist application. Our team 
managed admin support and training as well as guest list management for major openings. 

Governance 
GIPAs 
Gifts and Benefits 
Policy Register - 

Cabcharge Management and Support 

Fleet Management 

TMF /Insurance Manager – including TMF annual declarations 

As per above the Services/Admin team is one of the leanest team in the Art Gallery. We 
did not increase by head count when the Sydney Modern project ramped up but were 
required to ensure service delivery on this increased head count. 

 
Risk to the Art Gallery 
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If the 9/10 Services Program Manager position is deleted from the Art Gallery there is the 
tangible loss of 28 years of corporate knowledge and support to all colleagues. 

 
Some staff were considering to transition to retirement over the next 4/5 years. A part of 
the process would be a consultative and measured consideration of how and where the 
impacted roles and tasks could be reallocated. This would include a proper transition 
approach involving training and handover. It would assist in assuring the future functioning 
of the Art Gallery. 

Members have assessed the structure and the role descriptions and are concerned that 
both the 5/6 and 7/8 do not adequately reflect the needs of the Gallery. 

 
Member feedback 19: 

A frequent question from members “ have we had any confirmation /rationale as to how 
people were selected and why it seems operations hit hardest with the exception of the 
Finance Dept” 

 
Member feedback 20: 

I am writing on behalf of the Copyright Team in response to the proposed restructure that 
would reduce our team from one Manager and three Coordinators to one Manager and one 
Coordinator. While we understand the gravity of the budgetary hole we are facing, we 
would like to make clear the implications and risks associated with a loss of 66% of our 
department’s Coordinator capacity. To support this, we have prepared a table (attached) 
detailing our key areas of responsibility, along with notes and risks associated with a 
reduced capacity in Copyright. 

 
The Copyright Team is a highly skilled team with specialist expertise in protecting both 
artist rights and the intellectual property of the Art Gallery. Our work underpins the Gallery’s 
ability to produce high-quality assets across publishing, marketing, exhibition materials, 
retail merchandise and online collections, ensuring consistency, accuracy, and efficiency 
while remaining on budget. Our contributions underpin nearly every project and exhibition, 
offering professional administrative support and strategic guidance. 

Intellectual Property is core to a visual arts institution. Such drastic reduction in copyright 
staffing poses a substantial risk to the protection and management of IP assets. As the 
Gallery seeks to expand its financial opportunities, the ability to leverage and safeguard its 
brand becomes increasingly critical. The Copyright Team plays a central role in maintaining 
control over how the brand is used and represented. 

 
Our relationships with artists, our local and international community, other cultural 
institutions and the broader scholarly networks are built on trust, respect, and long-standing 
collaboration. To date we have been a leading voice in setting industry standards amongst 
the cultural institutions on approaches to the Copyright Act. The community often looks to 
us on these issues and these relationships are integral to the Gallery’s reputation and 
operational success, and they rely on the continuity, diligence and expertise of our team. 
With reduced staffing, taking a leading role in shaping industry approaches will not be 
possible as we will be, ‘treading water’ to support core business. 
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The evolving landscape of contemporary art, emerging technologies, AI, and Indigenous 
Cultural and Intellectual Property presents complex challenges. The Copyright Team has 
consistently led the way in providing ethical, efficient, and practical solutions in these 
areas. Any reduction in staffing limits our capacity to respond to these challenges 
effectively. 

 
While we are agile and responsive to daily demands, our core function is the maintenance 
of accurate and consistent data about our collection. These datasets serve as a reliable 
foundation for art knowledge, research and institutional decision-making, ensuring a single 
source of truth across the Gallery’s operations now and for future staff to access and build 
on. 

We are also one of the most innovative teams within the institution, regularly developing 
projects to enhance efficiency and accuracy. We were early adopters of DocuSign and are 
actively involved in building workflow solutions using Monday.com. Our commercial image 
licensing service is a growing area of business, with a new online order portal set to launch 
soon. This initiative requires sustained support to reach its full potential. 

 
Benchmarking with peer institutions highlights the risk of under-resourcing: 

• The National Gallery of Victoria has a publishing team of four plus a manager. Two 
of these staff members focus on image sourcing, licensing, and artist copyright for 
publications, while the other two manage internal and external licensing across all 
areas of the Gallery’s operations. The NGV Publishing team also regularly use 
additional contractors. 

• The National Gallery of Australia has three full-time positions dedicated exclusively 
to copyright, in addition to a separate publications department of four to five staff. 

 
These comparisons underscore the importance of maintaining adequate staffing levels to 
manage copyright and licensing effectively. A reduction in our team would place the Art 
Gallery of New South Wales significantly below national benchmarks, increasing 
operational risk and limiting our ability to support the Gallery’s strategic goals. 
Copyright is quiet, unseen work but getting it right is so important for artists, scholars and 
the Art Gallery’s reputation. As Legal Counsel can attest, getting copyright wrong can be 
expensive in terms of claims and litigation but immensely damaging to the Art Gallery’s 
reputation. We respectfully ask that the implications outlined in the accompanying table be 
carefully considered in the decision-making process. 

 
The Copyright Team remains committed to supporting the Gallery’s mission and values, 
and we hope to continue doing so with the necessary resources to maintain our high 
standards. We also hope that the change management process genuinely considers 
efficiency as a key pathway to achieving savings, and recognises the value of investing in 
teams, like ours, that have consistently delivered innovative, cost-effective solutions. We 
welcome the opportunity for the organisation to draw on our expertise in these areas as 
part of its broader strategic planning. 

Member feedback 21: 
 

1. Misalignment Between Program and Cuts 
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The 2026 exhibition program shows a minimal reduction in scale, with 12 exhibitions 
compared to 15 in 2025. With still large amount of collection shows, changeovers and 
touring shows. While the Gallery has indicated a shift toward collection-based shows 
spread across Naala Badu, Naala Nura and Brett Whiteley Studio, this change does not 
justify eliminating critical operational roles. The removal of positions such as Installation 
Officer Grade 2, Collection Registrar, Exhibitions Registrar, Assistant Exhibitions Registrar, 
and several Design Department roles undermines the Gallery’s ability to deliver even this 
reduced program effectively. If a reduced exhibition program is cited as the rationale for job 
cuts, it is inconsistent that the Exhibitions Department itself remains untouched. 

 
2. Top-Heavy Structure 

The restructure creates multiple new or regraded senior roles, including Chief Curator 
(SEB1), Senior Curator(Film), Senior Curator (First Nations) and expanded director-level 
posts. These are effectively promotions, increasing the number of high-salary executive 
positions at a time when frontline delivery roles are being cut. This results in a “top heavy” 
organisation that prioritises senior management layers over the practical, technical and 
creative expertise required to realise exhibitions and maintain the collection. 

 
3. Career Pathways 

The proposed cuts disproportionately affect assistant and mid-level roles such as Assistant 
Registrars, Junior Designers and Assistant Programs Producers. These roles are essential 
entry points for new staff and provide career progression for developing expertise within 
the Gallery. Without them, the Gallery risks undermining succession planning and losing 
institutional continuity. 

 
4. Loss of Institutional Memory 

 
Particularly concerning are the proposed cuts to Installation and Registration. These are 
not interchangeable roles — they are highly specialised, technical fields where staff build 
knowledge over many years of direct experience. These teams hold critical institutional 
memory about art handling, storage, exhibition logistics, collection systems, and 
compliance. Once lost, this expertise cannot easily be replaced, and the Gallery’s ability to 
safeguard its collection and deliver complex exhibitions will be severely weakened. 

5. Health and Safety Risks 
 

The removal of the dedicated Risk & Safety Manager position is a major concern. This role 
is essential for ensuring compliance, staff wellbeing, and visitor safety in a high-risk 
environment that involves public access, art handling, installation, and building operations. 
Transferring or absorbing safety responsibilities without a dedicated specialist increases 
both legal liability and practical risk to staff and visitors. 

 
6. Efficiency vs Reality 

Although efficiency is cited as the rationale for these changes, the restructure does not 
simplify reporting lines or improve delivery capacity. Instead, it adds new management 
layers (e.g. Chief of Staff, Associate Directors, Heads of departments) while removing 
frontline delivery roles. This creates greater bureaucracy and reduces the Gallery’s ability 
to execute programs smoothly. Efficiency should mean resourcing the staff who deliver the 
work, not expanding executive management at the expense of operational teams. 
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Member feedback 22: 

 
Dear Maud Page, 

I am writing in support of the retention of the Painting Conservation Grade Two Role & of 
who currently holds the position. 

 
is a widely respected Painting Conservator that has worked at the gallery for twenty- seven 
years. is an extremely talented conservator who already operates with a vast knowledge of 
painting conservation well beyond his grading. He is steeped in innovative research & 
technology associated with Painting Conservation & frequently harvests this repository of 
knowledge for the benefit of his colleagues across conservation as well as being a focal 
point for benefactors in the securing of benefaction funds for conservation projects. When I 
have watched hold court during benefactor tours, his articulation & presentation of the 
research & technology behind the conservation work he delivers offers a point of difference 
for fund sourcing in a crowded market. I would suggest that has a positive cost/benefit ratio 
for the gallery in the interest & funds he personally secures for the conservation 
department. 

The Conservation Department at The Art Gallery of New South Wales has a proud history 
& prestige that is depended upon from Regional Galleries throughout the state & there is 
an expectation that the AGNSW is a repository of knowledge & experience in the field of 
conservation that will become less secure with the depleted Conservation team that has 
become an expectation. As a Painting Conservator, central to that. It is my strong opinion 
that should be retained in the role of Grade Two Painting Conservator. 

I hope these comments are taken in the good faith that they were intended from someone 
who genuinely values the Art Gallery of New South Wales as a public institution in support 
of a dedicated public servant. 

 
Yours Sincerely,  

 
Member feedback 23: 

The PSA is committed to seeing zero job cuts in the final Art Gallery of NSW restructure 
proposal. 

 
It is concerning that the current proposal concentrates the 51 role reductions across a 
number of departments as outlined in this submission. 

The PSA seeks further advice as to the impacts on the following departments- 

Audience and Engagement – no loss of roles. 
Business Development – no loss of roles. 
Philanthropy and Major Gifts- 2 vacant roles deleted. 

- Gain 1 FTE funded role. 

Greg Shaw PSA Senior Industrial officer on behalf of Art Gallery of NSW members. 
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Yours sincerely, 

 

Greg Shaw 
for Stewart Little 
General Secretary 


