The ethnic diversity of the museum workforce 

Maurice Davies and Lucy Shaw, Museums Association

This analysis of workforce data for the cultural sector aims to:

· set out the ethnic diversity of the museum workforce and look at how it has changed since the 1990s

· compare the ethnic diversity of the museum workforce to the wider population

Summary

In the fifteen years from 1993 to 2008, the proportion of minority-ethnic people working in UK museums has almost trebled, from 2.5% to 7%. In national museums the proportion in 2006 was almost 11%.

However, during the same period the proportion of minority-ethnic people in the UK population as a whole increased from 5.5% to 12%. (The proportion of working-age minority-ethnic people in the UK is slightly higher: 12.6% in 2008.) In London, where most national museums are located, around 30% of the population is minority-ethnic. This means that there continues to be a significant under-representation of minority-ethnic staff in the museum workforce. 

Under-representation varies by job type. 

· Even in larger, generally urban, museums in England only 4.2%-6.1% of collections-related jobs are held by people from minority-ethnic backgrounds. The numbers for smaller museums are likely to be lower still. The number of minority-ethnic people in collections-related jobs needs to more than double to represent the wider population. In museums in cities such as London, it arguably needs to increase far more than that.

· The numbers in management jobs are even lower. The highest figure recorded in any survey for any definition of management was 5.2% minority-ethnic. In senior management in national museums in 2006, minority-ethnic staff occupied just 1.3% of posts.

· In larger museums, the proportion of minority-ethnic staff in audience-related jobs is noticeably higher with surveys recording 7.7% - 10.4% minority-ethnic. However, even this better performing area lags behind the wider population.

The pattern of under-representation is not simple and some minority-ethnic groups may not be under-represented in some areas of work. For example, some Black groups may not be under-represented in audience-related jobs and Chinese people may not be under-represented in any non-managerial work areas.

Background

The information here is based on research by Maurice Davies and Lucy Shaw. The full results of their research and an analysis of the impact of positive action training schemes, such as Diversify, on the sector’s workforce are explored in their paper published in Cultural Trends. A summary of the sector workforce data analysed as part of the research is given below in the appendix. Most of the data was from England although some was UK-wide.  

Unfortunately, the surveys outlined all categorised people differently. There are subtle differences in job definitions; for example, the three surveys using job categories described learning and access staff as variously ‘education/interpretation’, ‘communication’ and ‘audiences’; there are particular differences in the description of management-level jobs. One survey distinguished only between white and BME and there are differences in the more specific categories of ethnicity used, particularly the ‘other’ and ‘mixed’ categories. In spite of these differences, and the differences in samples between the surveys, some common themes emerged and enabled some conclusions to be drawn. 

Findings from the surveys

Key findings from four recent surveys of the museum workforce are set out in Table 1. The overall UK museum workforce is about 7% minority-ethnic, the workforce of larger museums in England is about 9% minority-ethnic and that of larger London museums about 11% minority-ethnic. There are very significant variations across job types. Minority-ethnic staff are more likely to be in administrative support or visitor services roles than white British staff. 

Table 1 – Summary of museum sector workforce diversity data


[image: image1.emf]Asian BlackChinese Mixed Other

NMDC/MCAAH senior 

management 98.7 1.3

NMDC/MCAAH curatorial 95.8 4.2

NMDC/MCAAH 

education/interpretation 92.3 7.7

MA management 95 5.2 1.6 1.1 0.3 n/a 2.2

MA collections 

management 93.8 6.1 1.6 1 0.5 n/a 3

MA communication 90.9 9.0 3.3 1.8 0.6 n/a 3.25

MLA strategic and 

operational managment 96.6 3.3 0.7 0.4 0.2 1.1 0.9

MLA middle managment 95.5 4.5 1.1 1.1 0.5 1.1 0.7

MLA collections 95.7 4.2 1 0.6 0.6 1.2 0.8

MLA audiences 89.8 10.4 3.2 3.5 0.6 1.6 1.5

CCS overall 93 6.9 3.1 1.2 0.2 0.3 2.1

NMDC/MCAAH overall 89.1 10.9

MLA overall 91.1 8.9 2.9 3.1 0.5 1.4 1


Source: See the appendix for details of the surveys summarised here

There is generally a higher proportion of minority-ethnic people in audience/education/communications roles than in collections and management roles. The surveys show that people from minority-ethnic backgrounds occupy 7.7%-10.4% of audience/education/communications jobs. In contrast, 4.2%-6.1% of collections jobs are held by people from minority-ethnic backgrounds. Due to differences in definition, the range for management jobs is wider at 1.3%-5.2%. 

Looking a little more closely at specific racial groups, it is interesting to note from table 1 that Chinese people seem to be evenly represented across collections and audiences roles at around 0.6% in each group. In contrast, Asian people are better represented in audience/communication roles (just over 3%) than in collections roles (1%-1.6%). Black people similarly seem to be better represented in audience/communication jobs (but note that for this category there is a substantial difference between surveys, with the Museums Association survey recording 1.8% of communication staff as Black and the MLA audit recording 3.5% of audiences staff as Black).

As for the profile of the overall workforce, including front of house and administrative staff, the CCS figure that 6.9% of the workforce is from minority-ethnic backgrounds is lower than other surveys; the MLA audit records overall minority-ethnic representation at 8.9% and the NMDC/MCAAH survey has a higher-still figure of 10.9%. These differences may be in part because of different samples. In the case of the NMDC/MCAAH survey, seven of the eight museums surveyed are located in London, which has a significantly higher minority-ethnic population than many other parts of the UK. The MLA audit includes similar London nationals and other museums in England’s large urban centres (although also includes some larger rural museums). The CCS sample is much larger, including more types and sizes of museum, and is UK-wide. It is probably safe to conclude that the CCS figure is the most representative of the UK museum workforce as a whole. 

According to the MLA audit, in terms of seniority, all minority-ethnic groups apart from ‘mixed other’ are less likely than white British to be strategic or operational managers and all minority-ethnic groups except ‘Asian and white’ and Pakistani are less likely than white British to be middle managers. Conversely, almost all categories of minority-ethnic staff are more likely than white British staff to be in administrative support and visitor services (front of house) roles.

Progress since 1990s

Table 2 summarises data from 2006-8 and compares it to that from the 1990s. In 1993 about 2.5% of museum staff were minority-ethnic UK-wide and by 2006-8 this had increased to around 7%. This means that the proportion of minority-ethnic staff in museums almost trebled in fifteen years 1993-2008. From an admittedly very low starting point, this is a greater rate of increase than in the UK population as a whole: over the seventeen years 1991 to 2008, the minority-ethnic proportion of the UK population increased from 5.5% to 12%.

Table 2 - Summary of trends in percentage of minority-ethnic staff in museum workforce

	
	1993
	1998
	2006-8

	Collections and

audiences staff
	1-2%
	1-3%
	4-10%

	All staff
	2-3%
	4%
	7-11%

	Source: Tables 1 (above) and 1a (appendix) Data is rounded to nearest whole number. Range indicates highest and lowest figures recorded in surveys for different types of museum and/or relevant job category in the year concerned


The 1990s surveys categorise jobs differently to the more recent surveys, but in very general terms in both 1993 and 1998 only around 1-3% of people across collections and audiences jobs were minority-ethnic. The comparable figures for 2006-8 are in the range of 4-10%, suggesting there could have been at least a three-fold increase in ten years. (This conclusion needs to be approached with caution as the samples vary between the surveys, with the 1990s surveys reporting on job type including a sample drawn from all UK museums and the more recent surveys drawing their sample only from larger museums in England.)

This is an encouraging increase in the minority-ethnic workforce over the past decade, but museums still significantly lag behind the UK population as a whole.

National population data

Table 3 provides the census data from 2001. A more up-to-date picture is given in table 4 from the Annual Population Survey for 2008, taken from the Nomis website of labour market statistics. The 2001 census recorded that 9.1% of the population of England were from minority-ethnic backgrounds (including people of mixed heritage). The more recent working age data for 2007-08 indicates that 12.0% of the population is minority-ethnic with a total working age population who are minority ethnic of 12.6%.  

Table 3 - 2001 Census, England

	Ethnic background
	%

	White British
	86.99

	White Irish
	1.27

	White Other
	2.66

	Total White
	90.92

	Mixed: White and Black Caribbean
	0.47

	Mixed: White and Black African
	0.16

	Mixed: White and Asian
	0.37

	Mixed: Other Mixed Persons
	0.31

	Total Mixed
	1.31

	Asian or Asian British: Indian
	2.09

	Asian or Asian British: Pakistani
	1.44

	Asian or Asian British: Bangladeshi
	0.56

	Asian or Asian British: Other Asian
	0.48

	Total Asian
	4.57

	Black or Black British: Caribbean
	1.14

	Black or Black British: African
	0.97

	Black or Black British: Other Black
	0.19

	Total Black
	2.3

	Chinese or other ethnic group: Chinese
	0.45

	Chinese or other ethnic group: Other ethnic group
	0.44

	Total Chinese or other ethnic group
	0.89

	
	

	Total Mixed and BME 
	9.07

	* Totals are rounded and so do not come to 100%
	


Table 4 - 2008 Nomis Annual population survey, working age, England July 2007 – June 2008

	
	%

	Total percentage of the population who are white
	87.9

	Total percentage of the population who are ethnic minority
	12.0

	Total percentage of the working age population who are white
	87.4

	Total percentage of the working age population who are ethnic minority. Of which:
	12.6

	Percentage of  working age population who are mixed ethnic group
	0.9

	Percentage of  working age population who are Indian
	2.6

	Percentage of  working age population who are Pakistani/Bangladeshi
	2.4

	Percentage of  working age population who are Black or Black British
	3.0

	Percentage of  working age population who are of other ethnic group
	3.7


Museum workforce compared to national population

If the museum sector is working towards a representative workforce, the percentage of museum staff from minority-ethnic backgrounds should be around 12%. The figure is in fact more like 7% (9% in larger museums in England), with fewer than this in collections and management jobs. Even in larger museums in England, only 4.2%-6.1% of people in collections jobs are minority-ethnic and 1.3%-5.2% of people in management jobs are minority-ethnic, so the numbers of minority-ethnic people in these jobs needs to more than double to match the working age population as a whole. 

However, when looking in more detail at specific racial groups the picture is more complex. For example, the 2001 census shows the Chinese population as 0.45%, a figure matched or exceeded in most non-management categories of museum work in most of the surveys – and in fact matched even in the middle management category of the MLA survey. The MLA audit as shows a higher proportion of Black groups in audience work (3.5%) than the working-age Black population as a whole (3.0%). The Museums Association survey shows 1.2% of people working in communications jobs as African compared to 1% of the population as a whole. However, in the Museums Association survey there is a significant underrepresentation of Caribbeans working in communications jobs (although in the MLA audit, the figure is higher than the census figure). 

Workforce diversity in other parts of the cultural sector

Data collected by Creative and Cultural Skills (CCS) for their 2008/9 ‘Footprint’ report on the workforce reveals that overall 93% of the cultural and creative sector is white and that this hardly varies between different parts of the sector. It is interesting that there is such consistency across most of the cultural sector and this opens up wider issues regarding entry routes and barriers that may be common to the entire cultural and creative sector. In the CCS data the largest minority-ethnic group in the cultural sector workforce as a whole is Asian or Asian British with 2.7%, 1.5% of the sector is Black or Black British and less than 1% of the sector is Mixed or Chinese.

The CCS data covers the whole of the UK and does not provide a detailed breakdown of job areas; however, it does enable an analysis of recent trend data across the cultural and creative sector. For example, the data suggests that the percentage of Asian or Asian British people in the creative and cultural industries has almost doubled in just two years since 06/07; however, the figure is still low - 1.4% in 06/07 to 2.7% in 08/09 compared to the working age population for Asian or Asian British people of over 5.0%. The report states that overall the industry has become slightly more diverse since 06/07. The data also reveals that people from a minority-ethnic background are more likely to earn less than £20,000 per annum than their white counterparts: 64% of white workers earn less than £20,000 per annum while 76% of people from minority-ethnic backgrounds earn less than £20,000 per annum.

The Creative and Cultural Industries: Impact and Footprint 2008/09 goes on to reveal that people from minority-ethnic backgrounds are more likely to be in early stage or start up careers than their white counterparts: 14% of white people and 21% of people from an minority-ethnic background are in early stage or start up jobs.

Research by the Change Institute on behalf of the Cultural Leadership Programme identifies greater differences between different parts of the cultural sector and reports that:

‘[Some] parts of the sector have been quicker to address the challenge. Arts Council England has been undertaking developmental work over a number of years that has produced quantifiable results. MLA has prioritised the issue in the last few years and has recently undertaken a comprehensive diversity mapping exercise of national and hub museums to establish the workforce profile. Its pioneering work with the Museums Association to deliver the Diversify programme has demonstrated good results. The libraries and archives sector is now following the lead of museums and beginning to focus on diversity monitoring and development initiatives’.  

The report cites a variety of data from different parts of the cultural sector:

· 2.3% of accredited library professionals are BAME [Black and Minority Ethnic]

· 2.6% of senior civil servants at the Department for Culture Media and Sport (DCMS) are BAME

· 3% of directors of publishing companies are BAME

· 3.3% of strategic and operations managers in national and hub museums are BAME

· 3.3% of sole directors in the creative and cultural sector are BAME

· 4% of editorial department staff in publishing companies are BAME

· 4.4% of middle managers in national and hub museums are BAME

· 4.6% of the entire archive workforce regardless of seniority are BAME

· 5.5% running their business in the creative and cultural sector are BAME 

The Change Institute gives some examples of greater workforce diversity at more senior levels in some parts of the cultural sector, particularly Arts Council England regularly funded organisations, where 10.2% of managers are from minority-ethnic backgrounds. 

Arts Council England commissioned an Employers Skills Survey of visual arts organisations in 2005. This found that 7% of the overall visual arts workforce was minority-ethnic, but this varied between job types. As in museums, there was a difference between collections-related roles and audience-related roles. People from minority-ethnic backgrounds held 5% of visual arts ‘curators/exhibition organisers’ positions and formed 10% of visual arts ‘education and outreach officers’. Compared to museums, minority-ethnic people may be relatively well represented at senior levels of visual arts organisations. Only 7% of directors are from minority-ethnic backgrounds, but the figure for deputy directors is 9% and for heads of exhibitions it is 14%. There appear to be relatively few minority-ethnic front of house staff (5% of security/attendants and 8% of gallery / information assistants), but 16% of cleaners in visual arts organisations are from minority-ethnic backgrounds.

Conclusions 

In the fifteen years from 1993-2008 the proportion of minority-ethnic people working in UK museums has almost trebled, from 2.5% to 7%. In national museums the proportion in 2006 was almost 11%.

However, during the same period the proportion of minority-ethnic people in the UK population as a whole increased from 5.5% to 12%. (The proportion of working-age minority-ethnic people in the UK is slightly higher: 12.6% in 2008.) In London, where most national museums are located, around 30% of the population is minority-ethnic. This means that there continues to be a significant under-representation of minority-ethnic staff in the museum workforce. 

Underrepresentation varies by job type. 

· Even in larger, generally urban, museums in England only 4.2%-6.1% of collections-related jobs are held by people from minority-ethnic backgrounds. The numbers for smaller museums are likely to be lower still. The number of minority-ethnic people in collections-related jobs needs to more than double to represent the wider population. In museums in cities such as London it arguably needs to increase far more than that.

· The numbers in management jobs are even lower. The highest figure recorded in any survey for any definition of management was 5.2% minority-ethnic. In senior management in national museums in 2006 minority-ethnic staff occupied just 1.3% of posts.

· In larger museums the proportion of minority-ethnic staff in audience-related jobs is noticeably higher with surveys recording 7.7% - 10.4% minority-ethnic. However, even this better performing area lags behind the wider population.

The pattern of underrepresentation is not simple and some minority-ethnic groups may not be underrepresented in some areas of work. For example, some Black groups may not be under-represented in audience-related jobs and Chinese people may not be under-represented in any non-managerial work areas.

The research concentrated on ethnic diversity, which was the main policy priority of government and, in particular, the Museums Association for most of the first decade of the 21st century. With growing interest in a wider definition of diversity that takes account of factors such as socio-economic background as well as ethnicity, it will be instructive in future to monitor the impact of that policy shift on efforts to increase the ethnic diversity of the workforce.
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Appendix – Summary of sector workforce data analysed as part of the research
Museum Training Institute 

In 1993 the Museum Training Institute published the Museum Sector Workforce Survey, which found that in non-local-authority museums with more than ten employees a mere 1.6% of curators and managers were non-white. In local-authority museums the situation was even worse, with just 1.0% of curators and mangers being non-white. This compares to 1991 census figures, which records 5.5% of the population of Great Britain (i.e. England, Scotland and Wales) as non-white (see table 1a). Not unreasonably, the MTI survey concluded that ‘Ethnic minorities are clearly underrepresented in the museum workforce as a whole’.

Cultural Heritage National Training Organisation

In 1999, the Cultural Heritage National Training Organisation published the results of its 1998 Labour Market Information Survey. As far as collections-related jobs are concerned, the situation appears to have changed little through the 1990s. As also shown in table 1a below, it reported that in 1998 only 1.4% of staff involved in ‘care and interpretation of collections’ were non-white. 

There appears to be a particular resistance to diversification in collections-related jobs compared to other types of museum work. Although the profile of the curatorial/collections-related workforce did not change significantly from 1993-98, the workforce in other areas of museums may have done. As shown in table 1a, in 1993 the total workforce was recorded as 2.7% non-white in local-authority museums and 2.0% non-white in non-local authority museums. In 1998 the overall figure for all non-white employees was reported as 4.2%, with 3% of staff in ‘management and administration’ non-white. In spite of this increase, the overall figure of 4.2% still represented a significant under-representation of minority-ethnic individuals in the museum workforce: at the time the overall UK workforce was 7% non-white. 
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Mayor’s Commission on African and Asian Heritage

In 2005, the London Mayor’s Commission on African and Asian Heritage (MCAAH) published a set of data on the ethnic diversity of the workforce that was updated by the National Museums Directors Conference (NMDC) in 2006 in the Final Report and Recommendations of its Cultural Diversity Committee. These were based on a sample of national museums (see table 2a). However, this data did not provide a breakdown of different ethnic groups, instead using an overall ‘BME’ (black and minority-ethnic) category, although it did provide an analysis of BME representation within different categories of job. The sample represents a total of 3857 staff working at eight national museums in England. The majority of the jobs are located in London.

Table 2a - Mayor’s Commission on African and Asian Heritage and National Museum Directors’ Conference data for named national museums in England, 2006

	
	Overall Staffing 
	Education and Interpretation
	Curatorial Staffing
	Senior Management*

	Gallery or museum
	BME %
	BME

%
	BME

%
	BME

%

	Nat Portrait Gallery
	6.5%
	7.7%
	0%
	0%

	British Museum
	18.5%
	7.5%
	5.4%
	0%

	Liverpool Museums
	1.6%
	1.7%
	0%
	8.3%

	Tate
	8.8%
	5.6%
	0%
	0%

	Museum of London
	11.4%
	7.7%
	2.9%
	0%

	Mus/London in Docklds
	19.0%
	33.3%
	0%
	0%

	V&A
	11.8%
	15.3%
	7.0%
	0%

	Nat Maritime Museum
	11.6%
	5.0%
	4.6%
	2.9%

	Overall
	10.9%
	7.7%
	4.2%
	1.3%


*Senior managers defined as those with a direct report to the Director or part of the senior management team

Source: NMDC, 2006
Museums Association

Lack of up-to-date data for regional museums led the Museums Association to undertake a survey, based on census categories for ethnicity in 2006 of the regional hub museums in England. This aimed to establish the number of people from minority-ethnic backgrounds working with collections, in communications or in management positions. The survey was carried out again in May 2007 but this time, in order to provide a broader pool from which to gather data, national museums were also given the opportunity to respond. A total of 39 questionnaires were returned which represented 7085 staff working in regional hub and national museums and galleries in England (table 3). 
Table 3a – Museums Association workforce diversity data for national and regional hub museums in England, 2007

*The data below does not include front of house, visitor services, technician or security staff. Figures are rounded, so do not total 100%.

	
	Staff working in the area of:



	
	Communication (audiences, marketing, outreach, education) %

	Collections Management (curation, care of collections, research, exhibitions, publications, ICT) %
	Management %

	White British


	87.8
	88.8
	92.0

	White European
	3.1
	5.0
	3.0

	Asian British Indian
	1.3
	0.7
	0.8

	Asian British Pakistani
	0.3
	0.1
	0.3

	Asian British Bangladeshi
	0.2
	0.1
	0.1

	Chinese


	0.6
	0.5
	0.3

	Any other Asian background
	1.5
	0.7
	0.4

	Black British  - Caribbean
	0.6
	0.5
	0.6

	Black British – African
	1.2
	0.4
	0.4

	Any other Black British
	0.1
	0.1
	0.2

	Other ethnic background
	3.3
	3.0
	2.2


Source: Museums Association

Museums Libraries and Archives Council

Following on from the Museums Association’s data collection exercise, the Museums Libraries and Archives Council (MLA) undertook a large-scale profiling exercise. This aimed to establish a standard template within the museum sector (in England) for the collection of workforce diversity data specifically in relation to ethnic background and disability in order to present museum-level, regional, and national pictures. 

The audit encompassed regional hub and national museums in England. MLA established an online research tool to enable users to generate a variety of different statistical reports from the data collected covering workforce ethnicity in terms of, for example, age, job-level, gender and region, as well as in terms of job type, as in table 4a. It can be found on MLA’s Research Resources Web site: http://research.mla.gov.uk/WFD/. 

Table 4a – Museums Libraries and Archives Council workforce audit for national and regional hub museums in England, 2007

	 
	Strategic/

Operations Management
	Middle Managers
	Collections
	Audiences
	All staff

	White British
	86.7%
	77.1%
	84.9%
	79.4%
	78.9%

	Irish
	1.4%
	0.8%
	1.1%
	1.3%
	1.2%

	White Other
	8.5%
	17.6%
	9.7%
	9.1%
	11.0%

	Asian and White
	0.2%
	0.7%
	0.4%
	0.5%
	0.3%

	Black African and White
	0.0%
	0.0%
	0.1%
	0.2%
	0.2%

	Black Caribbean and White
	0.0%
	0.1%
	0.1%
	0.2%
	0.2%

	Mixed other
	0.9%
	0.2%
	0.6%
	0.7%
	0.7%

	Indian
	0.7%
	0.7%
	0.5%
	1.3%
	1.2%

	Pakistani
	0.0%
	0.2%
	0.1%
	0.3%
	0.3%

	Bangladeshi
	0.0%
	0.0%
	0.0%
	0.3%
	0.2%

	Other Asian
	0.0%
	0.2%
	0.4%
	1.3%
	1.2%

	Caribbean
	0.0%
	0.5%
	0.3%
	1.4%
	1.2%

	African
	0.2%
	0.4%
	0.2%
	1.5%
	1.2%

	Black Other
	0.2%
	0.2%
	0.1%
	0.6%
	0.7%

	Chinese
	0.2%
	0.5%
	0.6%
	0.6%
	0.5%

	Other*
	0.9%
	0.7%
	0.8%
	1.5%
	1.0%

	This is based on three separate reports from http://research.mla.gov.uk/WFD/. Report based on 

50 responses for collections and audiences; 46 responses for management; 56 responses for all staff. 

Not all columns total 100% due to rounding. 

*This category is called ‘Chinese Other’ in the original but appears in fact to be the census category of Other 

(which in the census is confusingly called ‘Chinese and other ethnic groups: other ethnic groups’ – see table 3 in the main article above)




2008 Creative and Cultural Skills footprint

A further set of data has been prepared by Creative and Cultural Skills (CCS). The museum sector is incorporated within ‘Cultural Heritage’, which also includes archives, built heritage and archaeology (table 5a).  

Table 5a – Creative and Cultural Skills footprint of overall UK Cultural Heritage workforce 2008

	
	White
	Mixed
	Asian or Asian British
	Black or Black British
	Chinese
	Other
	Total BME

	Museums & Archives
	93.0%
	0.3%
	3.1%
	1.2%
	0.2%
	2.1%
	6.9%

	Built Heritage
	92.8%
	0.4%
	2.6%
	1.4%
	0.2%
	2.5%
	7.1%

	Archaeology
	92.8%
	0.4%
	2.6%
	1.4%
	0.2%
	2.5%
	7.1%

	Related Membership Organisations
	93.4%
	0.7%
	2.7%
	1.8%
	0.2%
	1.1%
	6.5%

	Overall
	92.9%
	0.4%
	2.9%
	1.3%
	0.2%
	2.3%
	7.1%


Not all rows total 100% due to rounding

Source: Creative and Cultural Skills, 2009a
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				White		BME		of which:

								Asian		Black		Chinese		Mixed		Other

		NMDC/MCAAH senior management		98.7		1.3

		NMDC/MCAAH curatorial		95.8		4.2

		NMDC/MCAAH education/interpretation		92.3		7.7

		MA management		95		5.2		1.6		1.1		0.3		n/a		2.2

		MA collections management		93.8		6.1		1.6		1		0.5		n/a		3

		MA communication		90.9		9.0		3.3		1.8		0.6		n/a		3.25

		MLA strategic and operational managment		96.6		3.3		0.7		0.4		0.2		1.1		0.9

		MLA middle managment		95.5		4.5		1.1		1.1		0.5		1.1		0.7

		MLA collections		95.7		4.2		1		0.6		0.6		1.2		0.8

		MLA audiences		89.8		10.4		3.2		3.5		0.6		1.6		1.5

		CCS overall		93		6.9		3.1		1.2		0.2		0.3		2.1

		NMDC/MCAAH overall		89.1		10.9

		MLA overall		91.1		8.9		2.9		3.1		0.5		1.4		1

		Source: tables 4-7. Note that these source tables have different samples. See table 8 and text for details
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		1a. Museum sector workforce diversity in 1990s

				1993 UK non-local authority 10+ staff				1993 UK local authority				1998 all UK institutions				1991 census GB population				2001 census England population

				White		Non-white		White		Non-white		White		Non-white		White		Non-white		White		Non-white

		Employment category

		Curators and Managers		98.4		1.6		99.0		1.0

		Care and Interpretation of collections										98.6		1.4

		Management and administration										97.0		3.0

		All staff		98.0		2.0		97.3		2.7		95.8		4.2		94.5		5.5		90.1		9.1

		Sources: MTI 1993 tables 3.2.6 and 4.2.6; CHNTO 1999 figure 3.7; 1991 and 2001 Census
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