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Since 2008, museums in the UK have
experienced perhaps the biggest rate
of change since the end of the second
world war. The decade prior to that
had seen massive expansion,
particularly through investment from
lottery funds and, in England, through
Renaissance. In parallel there were
significant initiatives toimprove
diversity in the workforce, the
introduction of free access to national
museums and the advent of digital
technology and Web 2.0.By 2008,
however, many museums across the
UK remained dependent on public
sector grant-in-aid and there was an
assumption that this would continue,
albeit atslightly reduced levels. But
the scale of budget cuts since then
has significantly changed the outlook
for all publicly funded museums, while
those museums which receive only
very limited public funding have been
affected in different ways. Some
small volunteer-run museums may
have seen little financialimpact, some
museums have flourished as more
people holiday athome and others
have seen their commercialincome hit
in line with the economic pressures on
the high street.

This context determines the sort of
people we need working in museums
and the kind of skills they require.
Clearly museums are knowledge-
based institutions; they need staff
(paid or voluntary) who have both
expertise in collections and the skill
toshareit. They must establish
effective succession planning and
ensure that hard-won information
and expertise is shared with
succeeding generations. They must
aspire to diversity; aninclusive
museum will seek to reflectinits
stakeholders and workforce the
demographics of its audiences.
Increasingly, museums have begun
to recognise their role in promoting
social justice, ensuring engagement
in civil society and making a
differencein people’s lives. These are
key skills that a museum professional
needs. Inthe early 2000s, the
economic value of culture became a
clarion cry and many of the capital
developments of large museums
were funded on the basis of their
contribution tolocal, regional or
national economies. A skillset is
required to ensure that museums
fulfil this commitment.

Perhaps the biggest change,
however, has been change itself.

The modern museum professional
requires excellent change
management and leadership skills,
and needs to be adept at recognising
and developing new business models
inavery different operating
environment,

lain Watson, director, Tyne and Wear
Archives and Museums

Chair of the action plan steering group



Introduction

In 2008 the Museums Association
(MA) worked in partnership with
Creative & Cultural Skills to produce
the Cultural Heritage Blueprint; a
workforce development plan for the
cultural heritage sector. In the years
since the Blueprint was first
published, the operating
environment for museums and
galleries has changed dramatically.
This has had animpact onall areas
of the sector's work, including
workforce development. Therefore,
in 2012 the MA updated the
Blueprint to reflect current
challenges and offer workforce
development recommendations
that sector bodies could use to
inform their plans. The 2012
Blueprint update focuses on
museums as a part of cultural
heritage, and identifies five key
recommendations for workforce
development.

Key recommendations for
the museum workforce

1. Strengthenleadership and management.

2.Develop business, enterprise and
entrepreneurial skills.

3.0penupentrytothe sectoranddiversify
the workforce.

4. Commit to Continuing Professional
Development (CPD) for staff.

5.Develop sector specific skills.

Thisaction planisacall formuseums, funders
andstrategicagenciestorecognise the
challenges that museums and galleries
currently face and support workforce and
skills development to meet these challenges.
Achieving this will require significant changes,
both to how we work and how we think about
ourwork. The action plan buildsonthe 2012
Blueprint by summarising the actions that
funders, sector bodies and organisations
have committed toin the coming yearsunder
the categorieslisted above.
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Itdescribes the climate in which museums
now operate and argues forinstitutions and
individuals tostepupandlead changeinthe
sectorinorder to makeitfit for the future. In
outlining therole of funders and strategic
support (@aswell as the limitations of that
support) alongside the stark need for the
sectortoembrace change, theactionplan
addressesbothstrategicbodiesand
organisationsandindividuals. It identifies
challenges that museums share with other
artsand heritage sectors, waysinwhich
organisations can learn from each otherand
synergies that may bring new efficienciesin
publicfunding. Italso points to original
approaches that support workforce
developmentand highlights how different
partsof the UK are leading practice.

Theactionplanhasbeenputtogetherbya
steering group drawn from the UK museum
sectorand chaired by lain Watson, director
of Tyne and Wear Archives and Museums
(TWAM). Full details of the steering group
canbe foundin Appendix 2.



Museums are part of the cultural
heritage industry, which also
includes built heritage, archaeology,
conservation and membership
organisations. According to UK-wide
figures collated by Creative &
Cultural Skillsin 2012, the cultural
heritage sector contributes £5.6
billion to the economy and employs
aworkforce of 46,620 in primarily
non-profit organisations across the
UK. These organisations play a
crucial role in the tourism economy,
with three out of the top five most
visited museums in the world
located inthe UK. The sector’s
unique qualities make it akey driver
forregeneration. It supports the
development of cohesive
communities and helps to shape
local cultural identity.

Inawider context, the cultural heritage
sectoris part of the creative industries, which
accordingto UK Trade and Industries figures,
contribute 6% of the UK's GDP and employ
2.3mpeople. Museums are increasingly
aligned with other parts of the creative
industries. Based onthe 2012 data gathered
by Creative & Cultural Skills, the performing
artsand music sectorsare significantly larger
thanthe cultural heritage industry (with
workforcesof179,290and 145,520
respectively)and the economic contribution
of performingarts, visual arts and music
combinedis £8.2bn. The arts have similar
challenges with diversity; 94% of those
workingin cultural heritage are white, 95%in
thevisualartsand 96% in music. However
thereisadifferentgenderbalanceinthearts;
in music, just 32% of the workforce is female
and44% inthe performingarts, compared to
60% incultural heritage.

Museums bring collections and the stories
they hold tolife, providing opportunities
forenjoyment, learningand wellbeing.

Their function has evolved over time, from
primarily preserving collections for current
and future audiences to usingand sharing
collections to engage with currentissues
and socialagendas, thereby actingasagents
of social change. More thanever, itis
understood that theirkeyroleistowork
alongside the communities they represent to
collect, care forand share knowledge about
material that reflects therich history of the
UK and the widerworld.



Thereare anestimated 2,500 museumsinthe
UK and approximately 1,800 of those are
accreditedtoanindustry standard. In terms of
governance, museumsare classifiedinthe
following categories:

¢ National museums are established and
funded by central government through the
Department for Culture, Mediaand Sport
(DCMS), the Ministry of Defence and the UK
Border Agency in England; the Scottish
Government; the Welsh Assembly
Government; the Department of Culture,
ArtsandLeisureinthe Northernlreland
Assembly, and the Isle of Man Government.
Thereare currently 73 national museumsin
the UK. InScotland, Wales and Northern
Ireland, national museums tend to be by far
thelargest museumservicesinterms of
employmentand size of collections (with
the exception of Glasgow Life), and
correspondingly they have wider
responsibilities to supportthe museum
sectorinthose nations.

e ocalauthority museums are ownedandrun
by town, parish, borough, city or county
councilsand otherlocalauthority bodies.
They generally house collections that reflect
local history and heritage, and sometimes
have specialist collectionsreflecting the
interests of founders or major donors.

e University museumsare ownedand
managed by universities and their
collections oftenrelate to specific
areas of academicinterest.

eIndependent museums are owned by
registered charitiesand otherindependent
bodiesortrusts. They are not usually funded
directly by the state but may receive support
through government programmes. The
National Trustand National Trust for
Scotland areincludedinthis group;in
England, Walesand NorthernIreland onein
every 10 museumsis owned by the National
Trust. Anumber of local authority museums
have movedto truststatusinrecentyears
andreceive local authority funds through
service level agreements.

¢ Regimental museums and armouries collate
and preserve Britain's military heritage and
are oftenmanaged by the armed services or
by regimental associations.

Museums are funded inarange of increasingly
varied ways, including public funding through
central orlocal government; charitable
donations; funds from grant-giving bodies
and private trusts; income from entry fees;
and commercial operations such as shops and
cafes.Museumsare also exploring new
funding streams such as providing
commissioned services forlocal authorities,
health bodies and training providers.

The sector'sworkforce is comprised of both
paid and voluntary staff, full-time, part-time
and seasonal employees, those onshort-term
contractsandindependent contractorsand
suppliers. Theworkforce is predominantly
white and has a small majority of female
workers. The workforce is highly qualified in
terms of formal education qualifications, in
many cases todegree or postgraduate level.
Careerdevelopmentinthe sector, however, is
limited due to the small number of job
vacancies available. A significant proportion
of these tend to be for fixed-term project
work and thereisanincreasing trend towards
employing freelance contractors. This makes
entryinto the sector difficultand low pay an
issue formany.

The museum and gallery sector has always
embraced volunteering asameans of working
closely with communities; as well as providing
governance, volunteers often make up the
majority of the workforce in smaller
museums. Some volunteers are seekingentry
to the paid museum profession but they are
only one part of the volunteer workforce;
thereare arange of other motivations for
individuals to offer their time and expertise.
The government emphasis on community
engagementinservicedeliveryislikely to
bringmore volunteersinto museumsanditis
important to differentiate this trend fromthe
decreasing number of paid staffin museums
asaresult of majoreconomic changes and
reductionsin museum funding.

Inthelast few yearsthere has been
significant progress around workforce
developmentinthe museumandgallery
sector. Thishasbeenbroughtabout by the
substantialinvestmentin the sectorand

the need to equip museums witharapidly
changingrange of skills. A considerable
amount of effort has also been putintoraising
the profile of workforce developmentamong
sector bodies, particularly by the MAand
Creative & Cultural Skills. Work has been
carried outonarange of workforce
developmentissues, includinginitiatives
toaddressdiversity, leadership and sector
specific skills; the creation of new entry
routes through apprenticeshipsand
traineeships; and extensive programmes

of trainingand accompanyingresources.
Asaresultthereisnowfarbetterunderstanding
of workforce development needs.

However the world in which museums
operate has changed dramatically and will
continuetodoso. Thischangeinthe
operating environment means that
organisations need toradically reassess their
position, theirrole and their future. For
museums to manage and implement that
change, they mustinvestin their workforce to
deliverit.



The environmentin which museums are
operating has changed significantly since
2008. The pace andscale of changeis
unprecedented giventhe 10 years of
investmentin museums thatcame
beforehand. The policy of cuts thathasbeen
implemented since thenseems likely to
continue. Though opinions vary on how
economic and politicalinfluences willimpact
onmuseumsinthe nextdecade ormore and
how they will differ across the nations of the
UK, itiswidely accepted that museums, like
othercultural organisations, mustgrasp the
urgency of reassessing theirrole and their
futuredevelopment.InEngland atleast, itis
likely thatlocal authorities will continue to
shrink and their role will shift towards
becoming commissioning bodies. In addition
tothedrasticreductionin publicspending
from Westminster outwards, economic
uncertainty has multiple social and economic
knock-on effects. More organisationsacross

artsand culture arediversifying theirincome,

competing for supportfromtrustsand
foundations andlooking for majordonorsand
quick wins forcommercial success. As the
MA's Museums 2020 campaign suggests:
“Museums canseeitastheir core business to
make a difference toindividuals,
communities, society and the environment.
Thisimplies more focus on activity and

programming, with more varied use of space...

Museums could take morerisks and be more
comfortable with controversy.”

Ontheotherhand, the society that museums
representis changingtoo, with the gap
growing betweenrichand poor. Museums
have made great strides to work with
audiences and be part of communities; to
co-produce, torecognise the expertise of
partnersandlay communities and to measure
theirsuccessinterms of social impact.
Thereisagreaterappetite thaneverto
participateinheritage: the Taking Part survey
in England showed that 74% of adultsin
England visited a heritage sitein2012and
52% visited amuseumor gallery, up four
andthree percentage pointsrespectively
from the previous year; the Scottish
Household survey revealed that museum
and gallery visits rose from 26% of the
populationto28%in2011.Itisareal
challenge now for museums to maintainand
build relationships with communities while
atthe same time becoming more streamlined
and commercially aware.

The support structures for museums have
changedtoo. In England, responsibility for
museums has moved to Arts Council England.
In Scotland, Museums Galleries Scotland
(MGS) has transformed intoanew
developmentbody, whilein NorthernIreland,
many museums will be affected by local
governmentreform, which will shift their
focus towards “citizen-focused services”. To
varying degrees, every nation has less money
tosupport museums, andis determining how
todistribute that fundingusing national
strategiesor policies (see Appendix 2 for
details).

England has seen the dismantling of regional
Renaissance structures andsignificant
changesin the fundingavailable through the
programme. There are nolongerregional
Renaissance teams, whichin the past
delivered the majority of initiatives that
supported workforce development. In place
of Renaissance hubs, Arts Council England will
supportworkforce development through
Major Partner Museums (MPMs), whose
leadershiproleinrelation to workforce
developmentvaries, aswell as through
strategicsupport funding, the network of
museum development providers and
commissioned grants like Developing
Resilient Leadership and the Creative
Employment Programme.

Changes toamountsanddistribution of funds
to museums has meant that many
organisations have altered - orare
considering changes to - theirgovernance.
Oftenthis means thatservices that were once
fundeddirectly by local authorities are
becoming charitable trusts with multiple-year
service level agreements fromthelocal
authority. This trend has been especially
pronouncedin Scotland, where thereis some
concernaboutthelong-termimplications of
the changes tosustainabilityinthe sector.

The Heritage Lottery Fund (HLF) now has
significantly more money to distribute to the
heritage sector. HLF has conducteda
thoroughreview of its strategy in the coming
yearsinlightofitsincreased role withinthe
sectorandrecently published its priorities for
2013-18. These containacontinued focuson
workforce development, asreferenced by a
second round of Skills for the Future. HLF also
emphasises organisational sustainability and
resilience and the skillsrequired by the
workforce todeliver this.

Museumsin the UK now face a periodin which
they must work out how toreducerelianceon
publicfundingatthe same time as placing the
publicatthe heartof everything they do.
Some organisations have made more
progressthanothersin creatingnew business
models and thinking afresh about
opportunitiesfor culturalengagement.
However, the vast majority of museums will
have to change andall of themwillneed to
investinand empower their workforcein
orderforthattohappen.



Amidreductionsinstaffand funding,
workforce development must be viewed as
coretothe museumto meritinvestment.One
way to understand the strategicrole of
workforce development, especially with the
scale of changes currently facing museums, is
throughJohn Kotter’'schange model®.Once an
organisation appreciates the urgency of
enactingchange and createsavisionand
strategies, it needsits workforce to
understandthevision, buyintoitand be
empowered todeliverit. For this, the
workforce needs theright skillsand
behaviours.

Inevitably, there arerealities to bearin mind.
Increased workloads will make it harder for
individuals to dedicate time to developing
skillsand knowledge, while squeezed
budgetsare likely to mean museums have less
money to spend on workforce developmentin
isolation. There will be fewer paid jobs
available, so enteringand movingaround the
workforce will be more difficult. The climatein
which museums are operating will also have
animpactonknowledge and skills; staff
reductions mean the potential loss of
expertise, while atthe same time creatinga
need for knowledge in new working practices.

Insuchaperiod of flux, thereal challengeis to
look far ahead. Most of the commitmentsin
this plan cover the nexttwo tofive years,
where funding cycles are known, and many of
theinnovations coveran evenshorter period
astheyareabout testing new ways of
working. Thisdocument focuseson the
activities that organisations, usually
networks and funders, have committed toon
behalf of the sector. Asindividuals and
individual museums, itisuptousto
participateinthe programmes that meetour
needs, advocate forwhat works and lobby to
fillthe gaps. A proactive and mutually
supportive attitudeismoreimportant than
everduring the sustained economic pressure
andrapid pace of change thatis likely to
continue for the coming years.

Thisaction planincludes some more
aspirational proposals for workforce
developmentover the nextfiveto10years
andthe scale of change outlined above
demonstrates that we must think atleast that
farahead. These proposals are realistic within
the constraints of economic challenges, but
they remain positiveinasserting the
importance of aresilientand ambitious
workforce for the museum sectorto evolve
andthrive.
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Strengthen
leadership and
management

For several years, developing strong
leadership has been recognised as
a challenge across the museum,
heritage and arts sectors. There
isincreasing awareness that
leadership, rather than being about
‘charisma)’ is a set of behaviours and
practices that should be fostered
throughout an organisation.In 2012,
aresearch report for the Sharing
Expertise Group concluded that the
museum sector needs to “develop
leaders who excel in mobilising
people, sites, collections and
resources to create great public
benefit, combined with shrewd
commercial judgment™.

This echoes Kotter's definition

of leadership: “Leadership defines
what the future should look like,
aligns people with that vision, and
inspires them to make it happen
despite the obstacles.”

A number of high profile programmes, such
asthe Clore Leadership Programme and the
University of East Anglia’s Museum Leaders
Programme, have beenin highdemand
amongindividuals and have attracted public
or charitable foundation investment. Even
though anumber of leadership development
opportunities have ceased, like the University
of East Anglia’s Museum Leaders' Programme,
many development options for elements of
leadership and managementremain. Inthe
consultationfor thisaction plan, 58% of
online respondents highlighted the
importance of improving leadership and
management skillsand behaviours. But
several alsocommented thatitis difficult to
choose theright development opportunities
andtofindrespected options, particularly for
leadership, that are affordable in terms of
both money and time commitment.
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Leadership becomes moreimportantin

times of crisis. Indeed, many definitions of
leadership focus onimplementing change
-andorganisational changereliesonawhole
team of leaders pulling in the same direction,
from governing bodies to seniorstaff to
practitioners. The programmes cited here
approach leadership developmentindifferent
ways, but several of the people who runthem
identified similar problems. When talking
about current challenges facing the museum
sector, respondents described managers who
were “hard toreach” or“frozenin fear”. Yet
these are the key individuals that need to
engageinleadership developmenttoenable
their organisations to survive. Elsewhere,
governing bodies may lack awareness of the
need forleadership development to empower
staff; in some cases they do not share their
own skillset with staff at the organisation.
Various companies and associations offer
advice and board development opportunities.
Forexample, Clore runs aBoard Development
Programmein England, and the Board
Development Agency offers trainingand
consultationacross the UK, especially for
local authorities and social enterprises. The
Civil Society offers consultancy and expert
advice tothe charity sector.



Strengthenleadership
and management

The Fellowship of the Museums Association
(FMA)isbeingrelaunchedin 2013, offeringa
reflexive professional development structure
and qualification to encourage participants to
continue developing their personaland
professional skills at seniorlevel. The FMA
recognisesoutstanding contributionto the
sector; thisincludes, forexample, leading
changeinanorganisation orareaof practice.
The MAhasalso partnered with Creative &
Cultural Skills to help individuals find the right
opportunities for them. The MA's online Find
an Event facility has been expanded to offera
listing service for training and development
opportunitiesacross the UK, filtered by area
of work, date, regionand type of event.

Othersarealsofocusingonleadership asthey
recognise the need forchange todeal with
the current challenges facing the sector:

eFrom 2013, MGS planstorolloutaction
learning setsacross Scotland, including
those tailored towards emergingleaders.

¢ The Clore Leadership Programme offersa
"ladder of opportunities”, ranging from short
courses, fellowships and board
development. The programme has been
named as the new delivery partnerforthe
Developing Resilient Leadership
commissioned grant, a£1.8m fund from Arts
Council England, which will focus on
developingdiverse leadership talent based
onlearning from scoping surveys and
evaluationacross museums, librariesand
theartsin2013. Learning from this
programme should be shared with other
schemes, like that of the British Museum
outlined below, and with museums,
especially MPMs.

¢ The British Museum is piloting a programme
called Fresh Leads where individualsin
partner museums can bring new ideas,
develop themwith the help of peersupport
and acquire the leadership skills and
behaviours needed to put themintoaction.
Thisfocusonideas gives network
participants asense of purpose and offers
peoplewhomay notbe atthe mostsenior
level the opportunity to participate,
recognising thatleadership behaviours
should be spread throughout asuccessful
organisation.

eRe.volution, the peerlearning network run
by Missions Models Money, isdesigned to
help participants renew their mission,
reconfigure their business modelandrevise
theirapproach tomoney. The programme
offers’hack’days and provocationson
relevanttopics, and gives emerging and
established leaders self-gquided
opportunities to build resilience both
individually and within their organisation. It
spans charities, cultural heritage and the
arts, welcomingall voices and so bringing
togetherarange of participants who may
have different experiences but share many
of the same challenges. The network’s initial
phase runs until 2014 and Mission Models
Money isworking outlong term funding
arrangements. There are arange of
networks and development opportunities
through whichindividuals canfind the
learning style that works for them; for
example, the Women Leadersin Museums
Network and Directing Change, which are
self-funded and managed peer networks.

e Ataregionallevelin England, various groups
are addressing leadership and management
through knowledge sharingschemes
funded by Arts Council England. These
include SHARE Museums East in the East of
England, funded through the museum
development fund; East Midlands Museum
Service's Leadership Development Initiative,
supported by strategic funding; and Oxford
ASPIRE, supported by MPM funding, which
offersanational programme but also works
within the Berkshire, Oxfordshire,
Buckinghamshire region.
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Many consultation respondentsalso pointed
toexternal expertise to stimulate leadership
development. Inexamplesranging fromthe
Strategic Change Fund's leadership
development programmein Scotland (from
2003-06), which paired museum leaders with
mentors from different sectors, to the
National Leisure and Culture Forum's Leading
Learning programme (ongoing), where
mentorsareseniorlocal authority staff, the
key appearstolieindevelopinglong-term
relationships thatenable leaderstolearn
from otherswith different perspectives.

Management skills are different to those
needed forleadership, a point made
consistently in consultation responses.
Where leadershipisaboutimplementing
change, good managementisabout doing
the same things well. The sector needs
competent management throughout
organisations, especially where many
individuals have expandingjobroles.

Alongside bettersignposting totraining
opportunities formanagement, funders have
gradually recognised the need for grants to
supportimproved managementand enable
organisations to be more sustainable and
resilient. HLF's strategic plan for2013-18
places emphasis on better management of
organisations and heritage; thiscaninclude
specifictraining as part of agrantapplication
orothermentoringand learningopportunities
(see thesectionon CPD for all staff for

more information aboutapproachesto
knowledge sharing).



Strengthenleadership
and management

National strategies and policies in UK nations
alsosupportleadershipand management.
Going Further, the national strategy for
Scottish museums, setsanaimto “develop
leadership toinspireanddrive change and
fosterand promote good governance”. The
Northernlreland Museums Policy seeks to
“strengthen governance, managementand
leadership across the museums sector”. One
of Arts Council England’s long-term goals for
museums and librariesis to ensure “the
leadership and workforce in museums and
libraries are diverse and highly skilled”, and all
arts council grants are assessed against this
criterion.

Changestothe museum sector have resulted
in greaterreliance on projectgrant funding
and this should be used to develop leadership
and management skills. Forexample, both
Fresh Leads and projects funded through the
MA's Esmée Fairbairn Collections Fund
demonstrate thatashared sense of purpose
gives emerging leaders opportunity to take
responsibility for areas of work, such as
makingthe case forsupportand advocating
forthe benefitsof a project, orleadingand
developing teams. Some museums and
individuals also use projects todemonstrate
organisational leadership withinafield. For
example, museums thathave received grants
through the Happy Museum Project, whichis
funded by the PaulHamlyn Foundation and
Arts Council England, are leading the sectorin
showing how museums can have asocial
impact.Onalargerscale, nine museums
participatingin the Our Museum initiative are
using three-year projectsto effect
organisational change through community
engagement.

Conversely, individuals can feel that through
employmenton projects orworking freelance
they struggle to plan their career
development, especially in terms of
opportunities to develop managementskills.
Similarly, mid-level managers may feel they
arestuckand are not motivated to take key
decisionstoinvigorate their careerand
maximise theimpactthey haveintheirjobs.
The MA has ambitionstoincrease supportfor
its membersin the midst of their careers. By
supportingindividuals to tackle key decision-
making points mid-career, the MA will support
museum professionals to take responsibility
fordeveloping the skills they need to manage
staff, museums and projects and to negotiate
the evermoreinterdisciplinary nature of
museum work.

While funders must continue to recognise
and nurture betterleadership and
management, itis forindividualstostep up
tothechallengesofleadership. Thereare
development opportunities foraspiring
leadersand managers, soitisthe
responsibility of individuals who have vision,
and see the needfor their organisations to
change, tofind ways to develop the skills and
behaviours that will allow them toimplement
theirideas.

Supportto strengthen leadership and
management:

e The MAwillrelaunchthe FMAlatein 2013,
which recognisesindividuals who go above
and beyondtheirjobroletolead changein
the museumsector. It has also expanded
Findan Eventtohelp the sectorbetter
signpost available trainingand development
opportunities.

¢ Arts Council England, CyMAL: Museums
Archivesand Libraries Wales (CyMAL), MGS
and the Northern Ireland Museums Council
will supportleadership and management
programmes as part of delivering national
strategiesand policies.

e HLF will support better management of
heritage and organisations through the
open programmes Our Heritageand
Heritage Grants as well as Catalyst, start-up
grantsand transitional funding.

WORKFORCE
ACTIONPLAN

11

Individuals and organisations should
think about:

eHow currentdevelopment opportunities can
be usedby aspiringleaders and managers to
createavisionforthe future of their
organisations. They need to develop the
skillsand behaviours toimplement change.

Areas forconcern:

¢ Peoplein some of the more hard-to-reach
parts of the workforce would benefit from
supporttotackle key decision-making
pointsintheir careers, and to build skillsand
behavioursin management; thisincludes,
forexample, mid-level managers, project
officersand freelance contractors.In 2013,
the MAwillinvestigate how it can provide
supportformid-careerindividuals, and
those whowork freelance at some point
intheir career.



Develop
business,
enterprise and
entrepreneurial
skills

Throughout the consultation

for this action plan, the need to
develop business, enterprise and
entrepreneurial skills has emerged
as the biggest change to the sector
inrecent years. Thereisnosingle
definition of what ‘entrepreneurialism’
means for museums, and
organisations must find theirown
particular opportunities for
innovation, fundraising and
commercial revenue generation.

The Association of Independent Museums
(AIM) defines the challenge as building
organisational resilience and states
pragmatically: “It's about running a successful
and entrepreneurial organisation - something
AIM members have many years' experience of.
Organisational resilience encompasses good
governance, effective constitutional reform,
clearandstrongleadership and smart
commercially-orientated practices that seize
and maximise opportunities of all kinds.™

Though some hard skillsin business
administration can be taught, lessonslearned
from otherbusinessesand governance
models shared, the spirit of taking risks to
diversifyincome (i.e. behaviours themselves
andanenvironment that permits themtobe
tested)isless tangible and therefore needs
adifferentapproach. For museumsto
implement changein terms of diversifying
income and becoming more enterprising, they
need toradically reassess theirrole and
purpose and develop approaches that allow
greaterrisk taking. This level of change
requires understandingand supportfrom
leaders and governing bodies of museums,
aswellasfromfundersand sector bodies.

Several groups are offering trainingand
development opportunities that teach skills
relating to enterprise. Many regional groups
and federations have responded to demand
from museums for supportin thisarea; for
example, in2012 a cohort of museumsin
SHARE Museums East worked to develop their
forward planning, andin 2013 the network
will runaseries of events focusingon
governance and commerciality.

WORKFORCE
ACTIONPLAN

12

In Wales, the Welsh Museums Federation has
runanumber of training sessions on subjects
like using Twitterand improving marketing,
whileitsannual conferencein 2013 focused
ondiversifyingincome. In Scotland, MGS
offersbusiness-related formal training
courses as part of its National Skills
Development Programme.Insome
apprenticeships and trainee placements,
trainingin businessskills is explicitly included
inthe trainees’ development. Inrecentyears,
sectoragencies have produced useful
guidance material, including The opportunity
of devolved governance for museums,
librariesand archives (Museums, Libraries and
Archives Council, 2010), and Choices for
Change, An Options Appraisal Toolkit for Local
Authorities (MGS, 2010). These documents
areonlinebutshould be betteradvertised and
indexedinordertobe more accessible those
mostin need of advice.

Independent museums tend to be lessreliant
onpublicfunding, soitis natural tolook to this
group forideas on how todiversifyincome
and become more enterprising. Recognising
this, AIM has worked in 2012-13 to produce
research studies fromindependent museums
thatdemonstrate good practice in different
business areas; studies sofarinclude the
Gazetteerof Advice for Museum
Entrepreneurs and Examples of Successful
Practice. AIMisalso pilotinga mentoring
scheme (in England only at thisstage, asit
isfunded by Arts Council England) to help
museums develop new business models
andimprove governance.



Developbusiness,
enterpriseand
entrepreneurial skills

The scheme willinclude advice on governance
issues, fundraisingand other forms of income
generation, including events and marketing.
People workingat museumssuch as
Ironbridge Gorge and the Museum of East
Anglian Life willactas mentors.

Museums canalsolearn from the charity
sectorabout fundraising, especially building
relationships with majordonorsand trustand
foundations. With somuch dependingon
contactsandbuilding relationships, inevitably
museums sense competition for donors with
similarinterests. And those withless
experience of fundraising can benefit from
learning from the charity sectorabout being
boldinasking formoney and makinga case for
support. The National Council for Voluntary
Organisations (NCVO0), anditssister
organisationsin Scotland, Wales and
Northernlreland, the Directory of Social
Change, the Association of Chief Executives
of Voluntary Organisations (ACEVO) and the
Institute of Fundraising all offer training and
resourceson fundraisingand diversifying
income. Forsmaller charities (turnover under
£1m), the Institute of Fundraising runs
introductory coursesfor £20.

Aspiritof enterpriseis harderto encourage
andis closely linked to developing strong
leadership. For organisations to diversify
income they need spaceand time totry new
approaches - some of which may be
unsuccessful - and torefine their activities.
Thisrequiresleaderswhoare prepared to
takerisksand funderswhoare preparedto
supportnew ideas thatin some cases may
notwork. HLF isleading the sectorin offering
grantsin England specifically for heritage
organisationsto develop new business
models (alongside Arts Council England and
DCMS grantsforarts organisations). Catalyst
endowmentand capacity building grants
were awarded to arts organisationsin 2012,
andin 2013 endowmentgrants of £500,000-
£1lmareavailable for heritage organisations,
alongwith £5mworth of grants to heritage
forbuilding fundraising capacity and £7m of
equivalentgrants forthe arts. Inaddition, HLF
will offer transition grants to previous grant-
holders toreview their strategiesand
businessplansand where necessary, identify
ways of achieving greater sustainability.

Arts &Business works across the UK to
develop publicand private partnerships to
benefitthearts. Theemphasisisona
reciprocal relationship where the arts
transform business (particularly in terms of
community engagement) and business
supportsthearts through, forexample,
sharing business expertise as board members
forartsorganisation. When arts organisations
join Arts & Business, membership benefits
include accesstoa’Board Bank’, training
coursesand mentoringin specific business
areas such as fundraising. In Scotland, MGS
has arelationship with Arts & Business that
gives allMGS membersaccesstothese
benefits. Elsewhere, AIMhas developed a
Trustee Portal to link museums with potential
new trustees.

Board or staff appointments from the
business or commercial sectors can, where
theindividualis given areal opportunity to
share theirexpertise, stimulate new ways of
working and offer fresh perspectives. One
consultationrespondent cited two examples
of museums where the appointmentofa
commercial director (or equivalent) from
businessinitiated changes to staff structures,
trainingin broader commercial skills and
behaviours thatstimulated huge
improvementsinearnedincome.
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Ontheotherhand, anotherrespondent
described the appointment of senior staff
from commercial sectors as akneejerk
reaction, saying there wasarisk thatthe
organisation had understood the need to
change butwastooreliantonasingle
externalinfluence to solve the problem,
without thinking sufficiently about the
long-termfuture of the organisation
throughoutits governance and management.

Linking back toleadership, Re.volution offers
individual organisations the opportunity to
assess and change the way their organisation
works. Aspiring leaders and managers can use
initiatives like Re.volutiontoembrace an
entrepreneurial approachandstart
identifying the skills needed for their
organisationstoevolve.



Developbusiness,
enterpriseand
entrepreneurial skills

Supporttodevelop business, enterprise
and entrepreneurial skills:

e Anumber of networks will offer trainingin
aspectsof business skills over 2013-14 as
they arerequested by members of the
networks; forexample SHARE Museums
Eastwillfocus on commerciality and the
National Skills Development programmein
Scotland will feature anumber of formal
training courses addressing business skills.

¢ AIM should, with funding support, buildon
its 2012-13 work supporting organisational
resilience by disseminating good practice
and mentoring to build skillsinimproved
governance, leadership and commercially-
oriented practice.

¢ Through Catalyst, HLF will provide support
tothe heritage sector (with partner funding
from Arts Council England and DCMS for arts)
toincrease endowments and build
fundraising capacity. HLF will also offer
transition grants to previous grant-holders
who arereassessing theirgovernance and
business models. It willembed learning from
organisations whoreceive grants through
their online communities.

Individuals and organisations should
thinkabout:

*How leaders and managers of museums can
embrace an enterprising attitudeinorderto
source or foster the skills needed to make
their organisations more entrepreneurial.
Participationin self-driven networks like
Re.volutionor Directing Change canbea
greatfacilitator for this.

Areas for concern:

e Formuseums toimplementchangeinterms
of diversifyingincome and becoming more
enterprising, they need toradically reassess
theirrole and purposeanddevelopan
approach thatallows greaterrisk taking.
Thislevel of transformation requires
understanding and support fromleaders
and governing bodies of museums, as well as
fundersand sector bodies.
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Openup entry to
the sector and
diversify the
workforce

Broadening entry routes to the
sector and diversifying the
workforce have long been
challenges for the museum sector.
These issues might be considered a
luxury in the current economic
climate, with a shrinking market for
jobs in museums. However, diversity
and the new perspectives it brings
make museums relevant. By
reflecting its community, an
organisationisin a better position
to engage broad audiences and to
have the creativity toimprove
services at a time when museums
need more than ever to
demonstrate their value to society.

Alongside the simplelogic thatdiverse
perspectives make museums more
innovative, the MA believes that, as public
institutions servingandrepresenting the
whole of the community, museums have a
moral duty to help combatinequality and
ensure thatall people, whoever they are and
wherever they are from, are able toworkin
ourorganisations®. The final report for the
Diversify programmeidentifies three
priorities foraction, which arereflected
inthissection:

1.Organisational and cultural change: for
individual museums toadoptanapproach
toworkforce diversity similar to the
notable work that has beendone with
audience developmentand participation.

2. Institutional responsibility: for boards of
individual institutions and museum leaders
to take responsibility for diversity, and HLF
and national strategic bodies tosupport
the sectorstrategically with policy and
funding.

3.Realchangetoentryroutestothe
workforce: a shift to more non-
postgraduate routes, which needs to
encourage and promote new approachesto
internshipsand volunteering.

WORKFORCE
ACTIONPLAN

15

Ithaslongbeenassumedthattoenterthe
museum profession, anindividual needs a
master'sdegree in museum studiesora
related subject. But for several years, notably
since publication of the Tomorrow People
reportin 2007, the MA and others have
campaigned foralternative entry routes to
generateamorediverse workforce in terms
of gender, wealth, health and ethnicity. With
the cost of higher educationrising, students
have to thinkabout whethertoinvest their
time, money and effortinacourse.

Postgraduate university courses work hard to
offerabroad base of knowledge of the
museum sector and skills forworkingin
museums; many offer structured work
experience placements toall students.
Course providers have also made changesin
recentyearstobroadenaccesstotheir
courses and better prepare theirstudents to
getajob. Forexample, at Nottingham Trent
University (NTU) and Leicester University,
amongothers, bursaries are offered towiden
participationin courses. LastyearNTU
awarded 15 bursaries todisadvantaged
students (based ondisability, socio-economic
conditions or ethnicity) to undertake their
professional certificate and Leicester
awarded 20 tostudentson bothdistance
learning and campus-based courses.



Openup entry to the
sector and diversify the
workforce

Leicesteroffersavery populardistance
learning, part-time master’s degree with
accessroutesthatdonotrequireindividuals
to have prior formal academic qualifications.
NTU alsorunsaSyndicate Work Experience
Scheme, asocial enterprise where students
work as paid consultants undertaking
projects like visitor studies surveysor
documentation and digitisation. Forexample,
one project, supported by the software
provider Adlib, involved smaller museums
biddingtohave NTU students come to the
museum toinstall collections management
software and migraterecords.

However, the simple factis that vastly more
graduates enterthejob marketeach year
than there are jobs available. The Tomorrow
Peoplereport® found that 529 people were
registeredon13recognised museum studies
postgraduate coursesin 2005-06. The
number of courses and size of some schools of
museum studies have sinceincreased, yet
only 180 paid jobs were advertised through
the MAin2012andindicationsare that the job
marketis continuing to shrink. That's before
takingintoaccountotherindividuals
competingforjobs, like those from
apprenticeships or without sector-specific
qualifications; or people coming to museums
laterintheir career. One new entrantsaid:
“The museum sector needs to be more honest
withits new recruits and tell us fromthe
onset that the chance of a paid positionin
thefieldis highly unlikely."”

Apotential way forward is for museums and
higher education (HE) institutions to work
more closely together, perhaps through the
National Skills Academy (NSA) network
described below. Over time this would create
opportunities forastrongeremployer
influence in the skillsand knowledge that
courses offerand make HE institutions and
employers equitable partnersintraining new
entrants tothe sector. One consultation
respondentremarked that museums should,
ethically, take greaterresponsibility fornew
entrantsto the sectorratherthan placingall
the onusonindividuals to navigate options
andfoot the bill, while another commented
that theirmuseum hosts more postgraduate
students eachyearthanithasstaff butfelt
the museumdid notreceive sufficient credit,
orenough of the money astudentisasked to
pay, forits efforts. Working more closely
togetherasanetworkmay, inthelong-term,
ironoutsome of these perceived inequalities.

Central to the work of Creative & Cultural
Skillsis supporting the entry of abroad range
of the best candidates to museums and other
creativeand cultural sectorsto helpthemto
thrive.Inrecentyearsithasfocusedon
creative apprenticeships asamodel of
accredited work-based training, encouraging
peopletoenterthe sectorwhomaynotbe
able to affordit otherwise. Since 2010,
Creative & Cultural Skills has focused on
research and policy, and has developed the
NSA for creative and culturalas atrainingand
delivery armbringing togetheremployersand
trainingprovidersinanetworktofacilitate
pre-apprenticeships (aged 14+),
apprenticeships (aged 16-24) and internships
(typically shorter placements withoutan
associated qualification).

The NSA expandedinto cultural heritagein
2012 andis adaptingits model of working to
bestsuitthe museumsector.Inthe
consultation, museumrespondentsreported
asometimesdistantrelationship with training
providers and the NSA could potentially offer
away forwardin brokering relationships,
creating qualifications where they are needed
and quiding employers through challenging
issuesrelating to apprenticeships and other
placements; forexample, legal requirements
or negotiating funding for placements.

InMarch 2013 Creative & Cultural Skills
launchedits £15m Creative Employment
Programme, supported by Arts Council
England. The programme will offer 6,500
apprenticeships and internshipsto people
aged16-24 across the creative and cultural
industries by March 2015.

In2010, HLF awarded £17mingrants for 800
Skills for the Future work-based training
placementsandin2013itwill allocatea
further £15m. These placements canberun
by arange of museums, heritage
organisations and sectoragencies. All
placements have been vastly oversubscribed
andalthough approachesvary across the
scheme, hosts are finding they have muchin
common. One key difficulty they faceis how to
ensure that placements supportworkforce
diversity - some feltit was unfair to exclude
individuals with postgraduate qualifications
fromtheirselection process, while others
tookapositive actionapproach toseeking
applicants from black and minority ethnic
(BAME) and different socio-economic
backgrounds.
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The programmeisstillunderway and HLF is
yettobringtogetheritsevaluation, butit will
beinterestingto compare approachesand
seewhichhashadthe greatestimpacton, for
example, employment rates of participants or
diversity. Aswell as the impact this evaluation
willhave on future policy and funding, hosts
of Skills for the Future placements would
benefit from sharinglearningasanetwork
toaid theirown developmentin supporting
trainees.

The Skills for the Future programme has taken
some innovative approachesto funding
traineeshipsacross the wider heritage sector.
Cultural Co-operation, anartsand education
charity that works towards positive social
change aroundracismand religious
intolerance, isrunning Strengthening Our
Common Life, which hassofarcreated 12
traineeshipsinheritage organisations,
including five museums. Skills for the Future is
well known for offering arange of work-based
training options forindividualsandfor
building the capacity of heritage
organisations to offer training and share good
practice. By enlistinga BAME-led organisation
torecruitand place trainees, this example
focuses much more explicitly ondiversifying
the workforce.



Openup entry to the
sector and diversify the
workforce

The MA's Diversify programme and Smarter
Museums offer useful models of workingwith
organisations to build the skills needed to
host placements and nurture staff through
inclusive working practices, coachingand
mentoring. Through thisapproach, whichis
discussed more in the next section, people at
hostorganisations develop the behaviours
and confidence to work differently, which
means culture change at the organisation
endures after the placements have finished.
Funded projects tobroaden entryand
diversity tend to be exemplars, with the aim
of inspiring change through demonstrating
good practice and breaking the routine of
recruitinginone’'sownimage. Networks and
peerlearning could enable Creative & Cultural
Skillsand HLF to do more with their
programmes to embed changed working
practices.

The Teaching Museum initiative at Norfolk
Museums and Archaeology Service beganin
2012 aspartof the service'sMPMgrant from
Arts Council England. Through thisinitiative,
the serviceis offering paid, entry-level
traineeships working on specific projects and
specialisms, with 16 traineeships confirmed
torunby2015. Key parts of the scheme are
openrecruitmentvialocal advertising,
briefingeventsatthe museumand
assessment centres.

Importantly, recruitmentand training
processesdraw in existing staff, sothe
experience contributes to the CPD of all staff
and the organisational culture changes
towards valuing competency-based
assessmentand the benefits of amore
diverse workforce. This holistic way of
changing the museum service’'sapproachto
entry, recruitment practice, and trainingand
developmentisaninnovation that much of
the museum sector canlearnfrom. Indeed, a
comparison of theimpact of Skills for the
Future placements and the teachinginitiative
willdemonstrate how far museums need to
goinchanging practice to genuinely broaden
entry anddiversify the workforce. The
teachingmodel will also be testedin other
areas of thearts; the Lyricin Hammersmithis
tobe thefirstteaching theatre afterits
redevelopment. Other organisations arealso
changing theirrecruitmentpractice; for
example, English Heritage will work with
staff undertakingrecruitment to tackle
unconscious bias that affects decisions.

The museumsector, like much of cultural
heritageandthearts, tendsto perceiveits
entrantsas 21 orover, by which timean
individual would have at least afirstdegree or
equivalent qualification. But by this stage
many of the brightest potential new entrants
tothe sector may have decided on alternative
career paths. Through Creative Choices,
Creative & Cultural Skills works toraise
awareness of the culturalindustriesasa
careeroptionatamuchearlier stage.

Anew website, Get Into Heritage will provide
information about cultural heritage to young
people considering their career options®. This
sitsalongside careers eventsand support for
opendayswhere students of pre-
apprenticeship age (14+) visitmuseums to

understand what arelated career could entail.

Museums should consider how they can work
with youngpeople at this pointintheir
emerging decision-making, perhaps by
holding eventsin partnership with otherlocal
artsvenues. Forexample, TWAM offers
careersworkshops to schools and has created
acomplementary career guidebook aimed at
secondary pupils that profiles anumber of
museumroles and talks about how togetinto
the profession. Thiswork sits well with areas
of work more familiar to museums, like
programmes for young people who are notin
education, employmentor training (NEETS)
and orothergroupsthatare targeted to
broaden museumaudiences.

Itisalsoimportant torecognise that
individuals enter the museum sectoratall
careerstages.Inmore seniorroles new
entrants may bring transferable skillsand
relevantexperienceinareas like venue
management, shared cultural services,
educationandretail. The Diversify
programme included two rounds of
management-leveltraineeships bringing
mid-careerindividuals from other sectorsinto
tomuseums. These placements
demonstrated how introducingmore
interdisciplinary and cross-domain skills and
behaviours caninvigorate museums.
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Museums are more familiar with hiring
individuals with expertise from othersectors
where they are beginningworkinanew area
(e.g.digital technologies) and the challenge
formuseumsistofullyintegrate the new area
of expertise sothatthe newentrantand
existing staff canlearnfromone anotherand
change ways of working for the better.

Previousresearch highlighted the need to
offeralternative routesinto the sector,
stimulate culture changeinrecruitment
practice and raise awareness of cultural
heritage and the arts as fulfilling career
options. However, such efforts have beenin
place for some time now and this may make it
confusingfor potential new entrants to
decide how toinvest their time and money.
Researchinto the most effective entryroutes
tothe museum sector would help those
individuals and may also unpick some of the
debates thatthe sectorstruggleswithin
terms of employers'relationships with HE
courses and apprenticeships. This could align
with Creative & Cultural Skills' cultural
heritageresearch lookingat current training
and skills needs (see the sectionon
developing sector specific skills).



Openup entry to the
sector and diversify the
workforce

Supporttoopenup entry tothesector
anddiversify the workforce:

e HLF will offer further rounds of Skills for the
Future, awarding £15min 2013.

e Through the NSA, Creative & Cultural Skills
will offer £15m to supportapprenticeships
andinternshipsacross the creative and
culturalindustries, and will create the Get

Into Heritage website to offer careers advice

toyoung people.

¢ The teachingmuseumi initiative will pilota
holisticapproach to training new entrants,
usingopenrecruitmenttoinvigorateits
workforce. Learning from this model should
be sharedacross the sector, particularly
among recipients of Skills for the Future
grants.

Individuals and organisations should
think about:

¢ How museums can adopt practices that

supportdiversity inthe workforce and allow
the workforce toaccurately reflect
communities, out of both moral duty and
businesssense. Thisincludes working with
young people considering their future
career and fosteringinclusive, competency-
basedrecruitmentpractices.

Areas for concern:

e Thereisanoversupply of people who want
tobeginacareerinmuseumsand efforts to
broaden entryroutestothesectorhave
beeninplaceforseveral years. Funders
should consider undertakingresearchinto
the most effective entry routestobetter
guideindividuals. The NSA also offersan
opportunity toforge more constructive
relationships between training providers
and employerstosupportentry tothe
museum workforce.
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Commit toCPD
for staff

CPDis necessary to develop the
existing museum workforce. It helps
professionals to continue to be
motivated and constructive in their
roles and therefore it is especially
important that employers recognise
individuals' needs for CPD at a time
when so many people's roles are
changing and expanding - due to
both the shiftin museums to focus
more on engagement, digital media
and social impact, and cuts to paid
staff that mean theroles left behind
have a greater breadth of
responsibility and need for
management skills. The majority of
museum professionals are highly
committed, as participationin
voluntary networks and
membership organisations shows,
but often individuals manage this by
undertaking CPD entirely in their
own time.

Employers should do more torecognise the
benefits of CPDand allocate time to their staff
forjob-related learning. This could combine
on-the-job development with reflexive
practice through, forexample, peer networks.
Supporting volunteerstoundertake CPDis
alsoagoodway foremployers torecognise
the vital contribution of the museum sector’s
unpaid workforce. CPD should form partofan
organisation’s strategic prioritiesinorder to
investin staff that candeliver the vision of the
museum. Itisalsoincreasingly importantto
createaworkforce that canadapttothescale
of change facing the sector.

Consultationrespondentsreported cuts to
training budgetsinrecentyears, which often
ruled out more expensive formal training
programmes or the possibility of travelling for
training. This appears to have helped
stimulate moreinformal, peer-led approaches
to CPD that have araft of benefits for
participantsand museums.
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Increasingly, the museum sectorisadoptinga
wider variety of methodologies for staff CPD:
“Cultivatingagenerous and cooperative
environment to excite, inspire, and stimulate
richexperiences and conversations.” This
approach encourages networks built around
ashared purpose, which are sometimes time
limited and ofteninstigated by practitioners
ratherthanthroughauniversal, top-down
structure.Inthis environment, CPD canbe
based around models of coaching and
mentoring, buddying with colleagues or
actionlearningsets. These approaches help
tobuildrelationships and, inturn, confidence
and capability. CPDis often consideredin
terms of improving skillsand knowledgeina
givenarea, butitisalsoabout developing
positive ways of thinkingand behaving. The
moreinteractive and reflexive the method of
CPD, the more anindividual gains confidence
toimplement new skills and behaviours.



Commit to CPD for staff

Researchintosharingknowledge
commissioned by the MAin 2011 found:
“Knowledge...should be: developed by
everyone working within museumsinanyrole
involving audiences or collections; developed
in collaboration with others; shared as widely
aspossible.” Online provision of resources
underpins thisapproach and providesaforum
foradvertising events and networking
opportunities - but nothing has the same
impact as face-to-facerelationships.

Regional and local programmes like SHARE
Museums Eastand Oxford ASPIRE (both
confirmed until at least 2015) excelin
facilitating targeted networks that respond
toneedsidentified by practitioners. Feedback
onboth programmes suggests that the most
important factor for successisthe
appointment of a coordinator or networker
who builds relationships with peoplein
museumsinthe areato find out what they
need and stimulate participation. The on-the-
ground and face-to-face nature of thisrole
means that programmes can synchronise
with museum development structuresand
areapproachable for people in museums. As
CPDis essentially self-quided and focuses on
the development needs of anindividual, itis
vital that networks, evenwhen they are
fundedonarelatively large scale, are
responsive torequests made for specific
training. Both SHARE and ASPIRE are funded
by Arts Council England, while National
Museums Scotland (NMS) runs a partnership
network for collections support.

Itisvital that the benefits of local
programmes are articulated to and valued by
funderssothey canbuildonthese
approacheselsewhere.

Itisalso useful tobearin mind what the local
approach cannotdo. The 2011 evaluation of

the Turning Point Network?® can offer lessons.

Regional groups were funded by Arts Council
England between 2008-12 toidentify
weaknessesin the visual arts sectorand
create strategiesforchange. A key conclusion
of the evaluation states: “Overall, Turning
Point Network has shown the strong capacity
and willingness of anartform to take
responsibility forits sector. Regional work
has been focused and strategic. However,
regionally designed strategies seemto have
gaps. Itisnoticeable that someissues, suchas
diversity, workspace development, digital
opportunities and capital development, have
notbeen prioritised by regional groups and
these donotentirely fitinto theirremit. This
suggests that strategic planning willand
should always be apartnership with Arts
Council England. Turning Point Network has
shown the great extent to which thiscanbe
anequal partnership.”

Many other networks also offerlow-cost
training, often by workinglocally to reduce
the burden of travel and time away from the
office, orwithinasubject specialism. The
Welsh Museums Federationrunsa
programme of training days with time builtin
for networking and sharing experience. The
programmeisinformed both by supportfrom
CyMAL todeliver parts of the national
museum strategy and by demand from
museums in Wales. In this case the federation
isthe networker that synchronises strategy
with grassroots demand. Inother cases,
practitioners see opportunitiestosolvea
local problem; forexample, through an Esmée
Fairbairn Collections Fund grant to Barnsley
Museums, staff identified ascarcity of
expertise on working with archaeology
collectionsin South Yorkshire and so created
anetwork toshare knowledge.Onalarger
scale, TWAMdelivers acore skills training
programme for staff inall roles from museums
in North East England. Since 2006, 238
participants have been throughthe course,
which covers basic themes where thereis
always demand, from handling objects to
marketing and audience engagement.
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As CPD becomes more local andinformal, the
opportunity to participate variesacross the
UK with potential for different networks and
trainerstorecreate similarresources. Online
communities and websites tohouse and share
resources become valuable to back up local
solutions to CPD and avoid duplication of
effort. The Social History Curators Group
(SHCG) haslongbeenactive inrunning events
and networkingamong members UK-wide. To
supportthis,in 2012 SHCG launched
firstBASE™, an online, searchable resource of
information toidentify andinterpret social
history collections. The key to successis that
theinformationis provided online, butitis
known about, used and updated by an active
network. With abroader subject base,
Collections Link*?aggregates online
resources that support CPD with, forexample,
materials produced through SHARE Museums
East.

Fundersincreasingly recognise the need to
workinthis way: forexample the MAincludes
anetworking elementtoallits funded
programmes and the Monument Fellowship
model of sharingknowledgeis entirely based
onusinginterpersonal relationships toshare
knowledge and enthusiasm foragiven
subject®3. Afurther benefit of interactive CPD,
highlighted by the Monument Fellowship
model, isthatitrefreshes skills beyond those
explicitly targeted. Inthe case of Monument
Fellowships, many participants commented
thatthey learnedresearch skills and the tools
to continue to build their knowledge after the
project completed.



Commit to CPD for staff

Other museumsand fundersare trying out
new ways of working to motivate staff. Onthe
first Thursday of each month, MGS and
Creative Scotlandjointly hold themed Insights
andldeas cafes for colleagues across arts and
heritage. NMS also brings together targeted,
cross-departmental groups of staff to
generateideas fortemporary exhibitions

and events - participation offers CPD within
working hoursandresultsinideasand team
working that strengthen the organisation
and eachindividual's stakeinit.

Formal CPD structures work very well for
many individuals, and should be supported by
employerswhere possible. These canrange
from awork-based qualification like the
National Vocational Qualification (NVQ) or
Scottish Vocational Qualification (SVQ) - for
example, the Conservation Technician's
Qualification, alevel-3 qualification
developed by the Institute of Conservation -
todistancelearningwith higher education
providers, toastructure such as the
Associateship of Museums Association (AMA)
orthe FMA, where anindividual can set their
own development goals, access mentoringor
peersupporttoreview progressand find
appropriate CPD activities.

The museum sectorworkforceincreasingly
relies onfreelance supportand more people
inoursectorare choosing towork freelance or
independently at some pointintheircareer.
Freelancers have unique challenges to
maintain their CPD outside a supportive work
environment, particularly atatime when
competition means up-to-date, broad skills
andknowledge are vital. The MA's ambitions
todevelop amid-career professional
development programme will be designed to
suit freelancers. Otheragenciesand
membership organisations offer CPD events
andresources (e.g.Engageisveryactivein
offering online forums and networking
opportunities), but within museums and
galleries few services are tailored to
freelancers'needs. Inotherareasof thearts,
where freelance working has been more
common forlonger, thereis better support
through, forexample, groups such as Axis,
Arts Development UK and Sound Sense.

The museum sector hasaworkforce thatis
committed, engaged and proactive, and that
has embraced workingin the varied and
reflexive ways outlined here. Thisisastrong
basis on which to build the skillsand
behaviours that organisations need to
manage changeinthe comingyears.

Support to commit to CPD for staff:

e Funders should continue to support
emerging models fora) CPD through
reflexive practice; and b) regional
knowledge sharing networks that stimulate
participationandrespondto demand, such
as SHARE Museums East, Oxford ASPIRE and
the Welsh Museums Federation.

e Employers should support their staff to
undertake CPD linked to theirjoband overall
strategic priorities. They should encourage
participationinregional and specialist
networks, peerlearning networks and
formal professional development
programmes. Thisis particularlyimportant
asstaffrolesare changingand
responsibilities expanding.

WORKFORCE
ACTIONPLAN

21

Individuals and organisations should
think about:

e How museums and training providers can
share materials online to support CPD
beyond theirnetworks and avoid duplication
of effort.

Areasforconcern:

¢ The museum sector workforce increasingly
reliesontemporary freelance supportand
more peopleinthe sectorare choosing to
work freelance at some pointintheir career.
The MA willimprove the supportit offersto
freelancers, allied toits ambitions to better
supportindividuals through key decision-
making pointsintheir careers.


An English visual arts national network of 13 regional groups: http://www.artscouncil.org.uk/funding/funded-projects/case-studies/turning-point-network/
An English visual arts national network of 13 regional groups: http://www.artscouncil.org.uk/funding/funded-projects/case-studies/turning-point-network/
An English visual arts national network of 13 regional groups: http://www.artscouncil.org.uk/funding/funded-projects/case-studies/turning-point-network/
An English visual arts national network of 13 regional groups: http://www.artscouncil.org.uk/funding/funded-projects/case-studies/turning-point-network/
An English visual arts national network of 13 regional groups: http://www.artscouncil.org.uk/funding/funded-projects/case-studies/turning-point-network/
http://www.shcg.org.uk/firstBASE-home
http://www.shcg.org.uk/firstBASE-home
http://www.collectionslink.org.uk/
http://www.museumsassociation.org/collections/21022011-monument-toolkit
http://www.museumsassociation.org/collections/21022011-monument-toolkit
http://www.museumsassociation.org/collections/21022011-monument-toolkit

Develop sector
specificskills

Of all the categories outlined in the
Cultural Heritage Blueprint 2012,
the recommendation to develop
sector specific skills is the most
difficult to define. Out of the range
of work that museums do -
community outreach, digital
heritage and engagement,
interpretation, education, visitor
services, curatorial research and
identification skills in different fields,
collections care, conservation and
much more - itis sometimes unclear
what should fall under this term.
This lack of clarity can hamper
debate about the need to maintain
and promote sector specific skills,
and leave professionals in some
specialisms feeling that their skills
and knowledge are undervalued.

Thesolutionliesin understanding the skills
neededinthesectorand wheretheyarein
shortsupply.In2013the British Museumis
conductingasurvey of its 90 museum
partnersto find out which skills are being lost
from museums and which ones are difficult to
recruit. Building on this, Creative & Cultural
Skillsand English Heritage are conductinga
cultural heritageresearch projectin2013to
look at formal training provisionacross
cultural heritage and compare this to skills
areas thatemployers say they need. This
information will be invaluable to shaping
future development opportunities bothfor
CPDinthe existingworkforce and new
entrantsto the sector.Inaddition, the
intelligence could align withresearchinto
effective entry routes to the sector.

Thereport by the Sharing Expertise Groupin
2012 looked at sector specific skillsand
knowledge. Inassessing the nature of
expertise thatis specific to the museum
sector, thereport concluded: “Respondents
described, and our web and documentary
research confirmed, a profound shift towards
using knowledge and expertise to support
engagement and participation. This was
described asacustomer-drivenimperative; a
requirement for public accountability; and a
response toverydifferent, and uncertain,
conditionsinthesector... This shift requires
new responses and new skills ‘for the near
and farfuture’.
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Ourresearch and consultation suggests that
new ways of working are developing which
enable others; which provide enough for
otherstobuild on; and which draw on external
resources, experts and expertises to harness
and’layerup’knowledge in multiple ways."**

ltcannolongerbe expected, ifit everwas,
that every museum can have specialist staff in
allareasin which it works. Indeed, museum
workis becoming more interdisciplinary, with
inmany casesagreaterreliance ongeneralist
staff and managers, and onvolunteers.
Therefore most museums seek toattaina
moderate level of skilland confidencein
curatorial specialisms, different forms of
audience engagementanddigital
technologies withinasmall team. In contrast,
larger organisations, especially national
museums, have agreaterresponsibility to
maintainin-depth expertise and to share that
expertise for the benefit of the sector
becauseitnotlikely tobe held elsewhere. Itis
not clearhow the sector can seek to maintain
in-depth sector specific skillsin many areas.
One possible solutionliesinarecently funded
projectatRoyal Albert Memorial Museum to
inform the development of a Collections
Prospectus, whichwould highlight collections
research priorities for the museum (and
potentially for the region) and engage HE
institutions to undertakeresearch whereit
meets mutual areas of interest. This kind of
partnership with academia will likely become
more important, as will working with lay
communities and community partners.



Develop sector
specific skills

Outside the museum sector, Galaxy Zoo'®
offersan example of the power of
crowdsourcing froman enthusiast group. In
this project, millions of images of unclassified
distant galaxies were posted onlinewitha
request for support from users to make
classifications. In the first year 150,000
people contributed, eachmaking
classifications where the final decision was
based onthe consensus view. Infive years the
site has developed aloyal followingwhere
contributors have progressed to much more
complexidentification; the projectinitiates
furtherwork based on the findings of its
online community.

In most cases, the kind of networks and
informal knowledge exchange describedin
the previous section work very wellin building
specificareas of knowledge and confidence
because theyfocus onshared experience and
mutual support. Similarly, subject specialist
networks (SSNs) provide aforum for
practitionersinafield to share knowledge
betweenthemselves and more importantly
with the wider sector. The outward looking,
supportiverole of SSNsis fundamental as
fewer museums have subject-specialist
curatorial staff, soitis vital that museums
support their staff (including volunteers) to
participate.

Arts Council England has committed
£300,000 to support SSNs from 2013-15;

in Scotland, NMS offers supportinkind to
SSNs throughiits partnership work; and MGS
will launch a skills development fundin 2013
offeringgrants of £1,000-£20,000to
enable museums towork in partnership on

collaborative skillsdevelopment programmes.

The Scottish Archaeological Research
Frameworkisagood example of using
combined expertise andresearch withina
network. Inthis case, the Society of
Antiquaries of Scotland, with supportfrom
Historic Scotland, has broughttogetheran
online, updateable framework highlighting
both currentresearch strengths within
Scottish archaeology and areas for future
exploration. The number of people who have
taken partand theircommitment to updating
the framework meanit can have a strategic
influence onfuture workand canbeusedasa
basis for sharing expertise between partners
inacademic, governmental, museum-based,
commercial and voluntary archaeology
settings.In2012, the Society of Museum
Archaeologists beganasimilar projectin
England tolook at museums collecting
archaeological archives, associated issues for
storage andresearch andfuture
recommendations.'®

The MA has supported knowledge sharingas
partofitsworkon collections since 2005.
Work on the Monument Fellowships has
formulated alow-costandreplicable model
forknowledge sharing, in particular
succession planning. Museums should bring
this way of working into the mainstreamas
partof their planning forknowledge
management. For example, a focused period
of knowledge sharing could be factored into
staff restructures to encourage remaining
staff to take responsibility for building
knowledge, especially in cases where long-
serving staff are taking early retirementand
years of working knowledge may otherwise
belost. Some consultation respondents felt
very strongly that museums have failed to
take knowledge managementseriously
without external project funding. In addition
tothe methodology that the Monument
Fellowship provides, through Effective
Collectionsand the Esmée Fairbairn
Collections Fund the MA has supported
collectionsresearch, where the fruits of that
research are shared with the wider museum
sectorand with audiences. Thislink through

from collections specialisms to public outputs,

bringing different functions of the museum
together, demonstrates the value of
specialistskillsin helping museums to offer
unique experiences to audiences.
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Consultationrespondents highlighted aneed
tobringtogether pastresources that support
sector specific skills, particularly in England,
from now-closed Renaissance regional teams
and hubs, and the MLA. The Welsh Museums
Federation, whichis tasked with delivering
parts of the national strategy in Wales, has
started work to maximise use of existing
resourcesonsubject specialist skills. This
includes the development of Rhannu, a
sectiononthe federation’s website to share
knowledge and experience indifferent
specialist fields. Better signposting to
disparate material (e.g. that which SSNs and
others have posted online) and collating of
sought-after olderresources would underpin
the development of specialist skillsand
provide afoundation for future investment
across the UK.



Develop sector
specific skills

The activities described above focuson
refreshing and maintaining skillsand
knowledge, oftenrootedin collections. While
thisisvital, these activitiesdon'taddress the
scarcity of access to traditional skills (e.g.
conservation of industrial heritage thatisno
longerin everyday use) or emerging skills
needs foraninterdisciplinary and adaptive
workforce (e.g. new technologies or business
development).Initsreport, the Sharing
Expertise Grouprecommendedaninvestment
priority to “expand our conception of ‘museum
skills'toinclude new practicaland
professional skills: including facilitation,
coachingand mentoring, creative
collaboration and co-creationaswellasthe
more ‘traditional’ museum skills”. The cultural
heritage research beingundertaken by
Creative & Cultural Skillsand English Heritage
will further unpick these broader definitions
of skills needs.

In consultation for this action plan, many
respondents singled out new technologies as
afreshskillsareaformuseums. Thisincludes
using digital means of communication with
audiences and stakeholders (e.g. developing
crowdsourced fundraising or online education
packs) as well as handling born-digital
collectionsand collections data. Thisis a skills
areathataffects most, if notall, museum staff
andhasalotincommon with othervisitor
attractionsand charities.

Digitaland otherinterdisciplinary skills
should be embraced andintegratedacross
organisations to enable change. For
organisations thatare wary about getting
involved with new technologies, the
Collections Trust has developed a Digital
Benchmarking Tool to help assess a museum’s
currentapproachandhowitcanimprove.
Fundersare alsoaware of the need toinvest
in this area; HLF's new digital policy enables
investmentin standalone digital projectsand
offers guidance ondigital outputs from
projects. Arts Council England has launched
aDigital R&D fund andis working closely
with fundingrecipientsand the independent
research andskills charity Nesta toshare
learning.

Museums canlook to otherartsand heritage
sectorstodevelop skillsin additional areas of
growingimportance. Forexample,in2013the
Arts Marketing Associationis launching
CultureHiveY’, abest practice online resource
for marketing and audience development.
Thisresourceis supported by training and
aims to work with employers to overcome
barrierstobestpractice.

Supporttodevelop sectorspecificskills:

e Creative & Cultural Skills will conduct cultural
heritageresearchin2013toaudittraining
providedinthe cultural heritage sector
and compare this to the skills needed by
employers, particularly those they find
difficulttorecruit oraccess. This should
inform future investmentin sector specific
skills, including both traditional skills and
those thatanincreasingly interdisciplinary
workforce needs to develop. This could be
aligned withresearchinto effective entry
routestothe sectorand skills that
entrants need.

e The MAisseeking fundingto continue
running the Esmée Fairbairn Collections
Fund from 2014.

e Funders should bring together past
publications and resources on specialist
skillsonline where they are not already
available.
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Individuals and organisations should
think about:

e Putting together knowledge management
plansthatenable themtounderstand the
skillsand knowledge they need andlinking
thisto the CPD they support their staff to
undertake. Organisations should use
methodologies like the Monument
Fellowships to maintainand refresh
knowledge.

Areas for concern:

¢ People in museums have demonstrated
theirwillingness to participateininformal
networks and sharelearning through
reflexive practice, butitis clear that such
networks should be outward-lookingin
supporting colleagues and linking to public
outputs. Funders and organisations should
enable this by supporting (or continuing to
support) knowledge sharing networks that
contribute to the museum sectorand have
stronglinks to publicimpact, informed by
the findings of Creative & Cultural Skills'
cultural heritageresearch.


http://www.galaxyzoo.org/
http://www.socmusarch.org.uk/docs/Archaeological-archives-and-museums-2012.pdf
http://www.socmusarch.org.uk/docs/Archaeological-archives-and-museums-2012.pdf
http://www.socmusarch.org.uk/docs/Archaeological-archives-and-museums-2012.pdf

This action plan brings the findings
of the Cultural Heritage Blueprint
2012together with opinions from
consultation respondents and
emerging thinking from initiatives
such as the MA's Museums 2020
campaign. In doing so, the plan sets
workforce developmentina
strategic context for funders and
organisations that are negotiating
the scale of change currently facing
the sector. It sets out activities that
different sector bodies and groups
have committed to on behalf of the
sector, some of which draw out
commonissues and potential for
future working alongside other
areas of arts and heritage. Finally, it
highlights emerging good practice
from different organisations and
groups, especially where the sector
can learn from examplesin other
parts of the UK.

Anumber of key themes run through
discussionand underpinthe actionsand areas
forconcernthat have beenidentified.

The climate in which museums operateis
changingonanunprecedentedscale. The
sectorisexperiencinglong-term budget cuts
anda culturechange toreducerelianceon
public funding, combined with agrowing need
tovalue and demonstrate the publicimpact of
museums. The pace and scale of this change
must be appreciated by everyone workingin
the sector, so that museums canreassess
their position, their role and their future.
Armed with a fresh vision, museums need
toinvestin the people that make up their
workforce sothat they are flexible, adaptable
andable toimplement necessary change.

In spite of reduced central supportin England
anda period of fluxin Scotland and Northern
Ireland (including the transformation of MGS
andlocalgovernmentreformin Northern
Ireland), funders and strategic bodies are still
offering significant supportfor workforce
development. Competition for funds may be
strong and gaps certainly remain, butin each
of the five cateqgories of the action plan there
are positive actions and opportunities that
MUuSeums can pursue.
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Oneareainwhich fundersandlarger
institutions (i.e. national museums and, as
they establish their programmes, MPMs) could
improve isin coordinating their support for
workforce developmentto ensure that
funding programmes complement each other
and are easier for museums to navigate. For
example, Arts CouncilEngland and HLF are
bothinvestinginwideningentry tothe
workforce (through Creative Employmentand
Skills for the Future) and building business
and enterprise skills (through the artsand
heritage strands of Catalyst), butitis notclear
how their programmes influence one another
orshare learning. Similarly, some national
museums incorporate much more workforce
development supportinto their partnership
work than others; forexample, the British
Museum’s Fresh Leads scheme or the
participation of some nationalsin the Sharing
Expertise Group. Better coordination and
sharing of lessons learned would make things
clearerfor participantsand create greater
long-termimpact. Itis difficult to bring
networks thatdevelop from grassroots need,
like SSNs andlocal groups, togetherintoa
picture of overall provision for the sector.
However, strategicand centrally-funded
bodies should share their strategies betterto
achieve more coordinated support.



Withanunprecedented level of changefacing
the sector, the only real option forindividuals
and museumsistostepupandleadthe
charge. For museums to survive and thrive,
individuals atalllevels need to reassess their
roleandthink about how they can build the
skillsand confidence required toimplement
change. Programmes offered by funders and
strategicbodies are one way forward, but so
aretheinformal, reflexive approaches to CPD
outlinedin thelatersections of the action
plan; forexample, local networks, buddying
and mentoring. Organisations need tovalue
and prioritise workforce development to
supportchangeinthe sector, butequally, CPD
is self-directed and individuals mustembrace
the opportunities opentothem.

While progressis beingmade on all five

of the Blueprint's recommendations, the
consultationfor thisaction plan highlighted
more divergent viewsin two of the categories
in particular. In the section on workforce
diversity, broadening of entry routesis
discussedintandemwith theattimes
seemingly intractableissue of the oversupply
of people tryingto enterthe sectoratatime
when the job marketis shrinking. Also in this
section, the action plan highlights opposing
views ontherole of employersand higher
education providersinachieving diversity
and fairness.

The NSA offersaway forward to forging
betterrelationships, while the action
recommended by this planto conduct
independentresearchinto the most effective
entry routes to museums could provide an
understanding of theimpact of efforts to
supportbroaderentry anddiversity.

These pointsin particular will need review
overthe comingtwo years.

The other problematicareaof theaction plan
isthat of sector specificskills, where the
nature of skillsand knowledge that museums
need toaccessare varied and difficult to pin
down. Itisclear that these range from highly
specialised knowledge (e.g. of a particular
collectiontype) toskills that need to be
embedded across museums (e.g. use of digital
technologies), as well as skillsand trades that
areindecline outside museums (e.q.
traditional craftsand conservation). However,
atafurtherlevel of detail, opinions differ
about therelativeimportance of different
skillsand knowledge, and many people tend
tofeel that their particular specialismis
undervalued.

The cultural heritage research being
undertaken by Creative & Cultural Skillsand
English Heritage, whichis due for publication
inautumn 2013, should offer new insightinto
theissueandthissectionof theactionplan
willbereviewedinlight of its findings. As the
consultationand research has shown, people
inmuseums are prepared towork togetherto
share knowledge and skills through, for
example, SSNs and partnerships with
academiaand/or lay communities, so
investmentin building and refreshing skills
and knowledge should be directed by the
results of the cultural heritage research.

The steering group for thisaction planwill be
convenedagaininlate 2013 toreview the
documentinlight of research and progress.
The MA, inpartnershipwith Creative &
Cultural Skills, will also remain active in
promoting and monitoring the plan over the
nexttwoyearsatleast. Thiswillinclude
investigating how the MA can provide support
for mid-careerindividuals and for people who
workindependently or freelance.

The MAwould like to thank the steering
group, whose members have generously
given theirtime and wisdomto theaction
planand who have committed to many of the
actionslisted here. Thanks mustalsogotothe
individuals who contributed their opinions,
examplesand case studiesduring the
consultationinorderto help develop this
actionplan.



Appendix1

The Cultural Heritage Blueprint
2012 outlined five key areas for
workforce developmentand
recommended a number of specific
actions within each area.

Key recommendations for
the museum workforce

1.Strengthenleadership and management.

2.Develop business, enterprise and
entrepreneurial skills.

3.0penupentrytothe sectoranddiversify
the workforce.

4.Commit to CPD for staff.

5.Develop sector specific skills.
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Recommended actions
Strengthen leadership and management

e Strategic bodies and funders should
prioritise activities and initiatives that
support the development of leadership
skills.

e Therequirement of Arts Council England
major grantrecipients to provide collective
leadership forthesectorandactasrole
models is welcome; itis essential that this
produces tangible outcomes for other
museums to develop managementand
leadership skills.

| eadership programmesshouldberunin
collaboration with the widerartsand
creativeindustries so that museumscan
shareandlearn from othersectors; working
with smalland medium enterprises (SMEs)
and the third sectorwouldalso bringin new
skillsand perspectives.

eBoardsand governing bodies must tobe
supported todevelop leadership skills.

¢ High quality online informationand
resources should be developed to support
leadership development.



e Valuableresources created through existing
orprevious programmes, suchasthe
Cultural Leadership Programme, must be
retained and made available in the future.

¢ The skills needed to manage volunteers
should be prioritised and existing best
practicearound volunteer engagement
should be shared widely.

¢ The need for management skills should be
betterreflectedin existing sector
qualifications and there should be more
signposting for generic management
training.

*Mentoringand peer supportarekey tools for
developing leadership and management
skills; organisations and individuals should
be encouraged towork with the widerarts
andthird sectorinthisarea.

Develop business, enterprise and
entrepreneurial skills

e Museums must fully engage with schemes
like Catalysttogainthe supportand
knowledge needed to fundraise effectively.

eEnsure the learning from schemeslike
Catalystis shared widely across the sector
tosupportall museums.

¢ Arts Council England major grantrecipients
and national museums should link with other
museums to address these areas of skills
andknowledge; independent museums
haveastrongtrackrecordinthisareaand
mechanisms should be found for themto
share theirexperiences.

eEnsure the learning from pilot projects that
are currently addressing organisational
developmentis shared across the sector.

¢ Sector qualifications should include some
elements of business and financial
management.

¢ Museums should develop mechanisms to
learn from SMEs and third sector
organisations; this could include developing
specific partnerships todeliverservices,
short secondments or shadowing
opportunities.

e |tisessential to develop skillsaround
community engagement, participationand
co-production; the creation of tailored
trainingin these skills would be beneficial.

¢ Guidance on new business models and
approaches should be developed,
particularly relating to moving to trust
statusandlocal authority commissioning;
this should complement and not duplicate
existing resources.

¢ Mission Models Money has established a
peer networkinthis area; this could be
supported and potentially replicated or
extended across the sector.

¢ Thisareashould continue to be akey focus
formuseum development officersand
Renaissance-funded museum development
ingeneral.

Openup entry to the sectorand diversify
the workforce

Key action: The NSA hasreal potential to
supportnew opportunities forpeople to
enterandtrainforworkinthesector.
Museums, galleries and sector bodies must
actively engage withthe NSAtoensure the
needs of the sectorare reflectedin theirwork
and maximise the opportunities available.

¢ Create more employer-led work-based entry
training opportunitiessuchas
apprenticeships andinternships.

¢ Continue to use Creative Apprenticeships to
bringinnew entrants.

e Use the updated National Occupational
Standards (NOS) to develop Creative
Apprenticeships forawiderrange of jobsin
the museumand gallery sector suchas
collections management, educationand
outreach.

eDevelop best practice guidance for
internships and volunteering to ensure that
they provide valuable training opportunities
and are not exploitative.

* Museums should be forming partnerships
with furtherand higher education providers
toaccreditwork-based training; Creative &
Cultural Skills should provide guidance on
how todothis.



eEnsure thereis good career advice for those
whowanttoenterthe sector.

¢ Continue todevelop online resources such
as Creative Choices and the Get Into
Heritage website.

eInvestigate runningevents tostimulate
interest from awide range of peoplein
workinginmuseums and galleries.

¢ Continue tochampion the need foradiverse
workforce; ensure thatitis understood by
thoseinsenior positionsandreflectedin
organisational development plans.

eReformandimprove recruitment practices
inordertorecruitamore diverse workforce.

¢ The emphasis on workforce diversity in the
criteriafor Arts Council England major grant
recipientsis welcome; the arts council must
see thisthroughandensureitisapriority for
all thoseitfunds.

Commit to CPD for staff

¢ The provision of online training and
developmentresourcesand opportunities
should beimproved.

¢ Alarge number of resources have been
developedinthelastfew years; they must
beretained and shared across the sector.

¢ Acentral point ordigital platform should be
createdtosignpostthese developmental
resources.

¢ The use of online networking and social
media as away of developing and sharing
skillsand knowledge needs to be improved.

¢ Museums should form partnerships with
higherand further education providersto
develop accredited work-based training;
Creative & Cultural Skills should provide
guidance onhow todothis.

e Amuseum training database listing courses
and training should be developed and
available online.

e Consideration should be givento the
creationofaschemetosupportthe
development of mid-career individuals who
have potential and leadership qualities but

might not have the opportunity to progress.

e Organisations andindividuals should
supportschemesthatencourage the
sharing of skillsand knowledge; museums
should offer support for the development
and provision of local training opportunities,
through offeringrooms free of charge for
this purpose, allowing staff to contribute to
training sessions etc.

e Funders should be encouraged toincludea
demonstrable commitment to staff
developmentasarequirement for
successful applicants.

e Therevised Accreditation schemereflects
the need fororganisational commitment to
staff development; museums mustbe
supported (through the Museum Mentor
programme) toimplement thisand
demonstrate they are fulfilling this
requirement.

Develop sector specificskills

e Strategic bodies should be encouraged to
continue toinvestin the development of
sectorspecific skillsand knowledge.

*SSNs need to have amore strategicrolein
developing and sharing specialist skills and
knowledge.

e Basic trainingin specialist collections must
continue.

eHLF should continue to fund programmes
thatfocus onthe development of sector
specificskills.

e essons from existing succession planning
initiatives should be shared widely across
thesectortoinformandencourage others

e Museums should communicate betterthe
collections-related support they can offer to
others, like dedicated web pages; national
museums have a keyroletoplayinthisarea.

¢ Research should be undertaken toidentify
the specialist skillsthatarein short supply or
atrisk, and aset of recommendations should
be developed.

¢ The sector should work with higherand
further education providerstolook atthe
development of new qualifications that
reflect the skills needs around co-
production, participation, community
engagement; this couldbe anareaforthe
NSAtoaddress.
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Steering group

Chairperson
lain Watson, Tyne and Wear Archives and
Museums

Association of Independent Museums

Susan Eddisford, Royal Albert Memoarial
Museum

Arts Council England
Guy Purdey

Creative & Cultural Skills
David Parker

CyMAL: Museums Archives
and Libraries Wales
VelmaHather

Heritage Lottery Fund
Fiona Talbott

Museum and heritage consultant
Caitlin Griffiths

Museums Association Board
Gaby Porterand Rowan Brown

Museums Galleries Scotland
Catherine Cartmell

National Museum Directors’ Council
Andy Bodle, Royal Museums Greenwich

Northernlireland Museums Council
Chris Bailey

Details of consultation

Individual, direct consultation was
undertaken with:

Claire Cooper, Missions Models Money
Elaine Kilgaur, National Museums Scotland

Hazel Courtley, Norfolk Museums and
Archaeology Service

Jennie Godsalve, Creative & Cultural Skills

Jilly Burns, National Museums Scotland

Lucy Shaw, Oxford ASPIRE

Neville Stankley, Nottingham Trent University
Nick Poole, Collections Trust

Peter Stott, Falkirk Museums Trust

RachaelRogers, Federation of Museums and
Art Galleries of Wales

Simon Floyd, SHARE Museums East
Tamsin Russell, Scottish Museums Federation

VelmaHatherand Mary Ellis, CyMAL: Museums
ArchivesandLibraries Wales

Wendy West, Museums Galleries Scotland
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26responseswerereceivedtoanonline
survey andlonger written submissions were
received from Birmingham Museums Trust,
Leicester University and the Collections Trust.
Anexpression of interesttobeinvolvedinany
work resulting from the action plan was
received from Adult Dyslexia Support.

Areas of work specified by those completing
the surveyinclude digital media and
engagement, curatorial specialisms, museum
development, management of museums and
consultants.
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Relevant documents

Culture, knowledge and understanding: great
museums and libraries for everyone, Arts
Council England, 2011:http://www.
artscouncil.org.uk/advice-and-quidance/
browse-advice-and-quidance/developing-
great-museums-and-libraries

Going Further - The National Strategy for
Scotland’s Museums and Galleries, Museums
Galleries Scotland, 2012: http://www.
museumsgalleriesscotland.org.uk/
publications/publication/460/

Museum Policy for Northern Ireland,
Department of Culture, Artsand Leisure,
2011: http://www.dcalni.gov.uk/pdf_
version_of_final_museums_policy.pdf

A Museums Strategy for Wales 2010-15,
CyMAL, 2010: http://wales.gov.uk/docs/drah/
publications/100615museumstrategyen.pdf

Cultural Heritage Blueprint: a workforce
development plan for cultural heritage in the
UK, Creative & Cultural Skillsand Museums
Association, 2008: http:/www.
museumsassociation.org/
download?id=18398

Cultural Heritage Blueprint Update 2012,
Creative & Cultural Skills, National Skills
Academy Creative and Culturaland Museums
Association, 2012: http://www.
museumsassociation.org/
download?id=919824
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