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CONTEXT

Museums bring collectionsand cutsand a culture change toreduce

the stories they hold to life, reliance on public funding, combined
providing opportunities for with a growing need to value and
enjoyment, learningand demonstrate the publicimpact of
wellbeing. Itis understood museums. The pace and scale of this
more than ever that their key change must be appreciated by
roleis to work alongside the everyone working in the sector, so
communities they represent that museums can reassess their

to collect, care forand share position, their role and their future.

knowledge about materialthat Armed with afresh vision, museums
reflects therich historyofthe needtoinvestinthe people that

UK and the wider world. make up their workforce so that they
are flexible, adaptable and able to

The climate in which museums implement necessary change.

operateis changingonan
unprecedented scale. The sector
is experiencing long-term budget



In 2008 the Museums Association (MA)
workedin partnership with Creative &
Cultural Skills to produce the Cultural
Heritage Blueprint: aworkforce
development planfor the cultural
heritage sector.In2012, the MA
updatedthe Blueprint toreflect
currentchallenges and offer workforce
developmentrecommendations that
sectorbodies could use toinform

their plans. The 2012 update focuseson
museums as a part of cultural heritage
andidentifies five key recommendations
forworkforce development.

1. Strengthenleadership
and management.

2. Develop business, enterprise
and entrepreneurial skills.

3. Openupentrytothesector
anddiversify the workforce.

4. Commit to CPD for staff.
5. Develop sector-specific skills.

Following the publication of the 2012
Blueprint, the MAreceivedagrant
through Arts Council England's Strategic
Support Fundtocreateanaction
planbased onitsrecommendations.
Thisaction planbrings thereport's
findings together with opinions from
consultationrespondentsand emerging
thinking frominitiatives such asthe MA’s
Museums 2020 campaign. Indoing so,
the plansetsworkforce development
inastrategic context forfundersand

organisationsthatare negotiating the
scale of change currently facing the
sector. [tsetsoutactivities that
different sector bodiesand groups
have committed to on behalf of the
sector, some of which draw out
commonissues and potential for future
working alongside other areas of
artsand heritage. Finally, it highlights
emerging good practice from different
organisationsand groups, especially
where the sectorcanlearnfrom
examplesinotherpartsof the UK.

The action planwas put together by
asteeringgroup drawn fromthe UK
museum sectorand chaired by lain
Watson, director of Tyne and Wear
Archives & Museums. For full details

of the steeringgroup see pl1. The next
section summarises actions for sector
bodies, formuseums and forindividuals.
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ACTIONS
AND
COMMITMENTS



¢ Arts Council England, CyMAL:
Museums Archives and Libraries
Wales, Museums Galleries Scotland
(MGS) and NorthernIreland
Museums Council will support
leadershipand management
programmes as part of delivering

their national strategies and policies.

e Funders should continue to support
emerging models fora) Continuing
Professional Development (CPD)
through reflexive practice; and b)
regional or local knowledge sharing
networks that stimulate
participationand respondto
demand, such as SHARE Museums
East, Oxford ASPIRE and the
Federation of Museums and
Art Galleries of Wales.

e Funders should bring past
publications andresourceson
specialist skills togetheronline

where they are not already available.

¢ Creative & Cultural Skills will conduct

cultural heritageresearchin 2013 to
audittraining providedin the cultural
heritage sectorand compareit with
the skills needed by employers,
particularly those they find difficult
torecruitoraccess. This should
inform future investmentinsector
specificskills, including both
traditional skillsand those thatan
increasingly interdisciplinary
workforce needs to develop. This
could be aligned withresearchinto
effective entry routes to the sector
and the skills thatentrants need.

e Creative & Cultural Skills, through

the National Skills Academy,

will offer £15m to support
apprenticeships andinternships
across the creative and cultural
industries, and will create the
GetIntoHeritage website to offer
careersadvice to young people.

e The Heritage Lottery Fund (HLF)
will supportbetter management of
heritage and organisations through
the open programmes Our Heritage
and Heritage Grants, as well as
Catalyst, start-up grantsand
transition funding.

e HLF will offer further rounds of
Skills for the Future, with £15m to
beawardedin 2013.

e Through Catalyst, HLF will provide
supporttothe heritage sectorto
increase endowments and build
fundraising capacity (with partner
funding from Arts Council England
and the Department for Culture,
Mediaand Sportforarts). HLF will
also offer transition grants to
previous grant-holderswhoare
reassessing theirgovernance
and business models. HLF will
embed learning from organisations
whoreceive grants throughits
online communities.
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ACTIONS FOR

MEMBERSHIP BODIES

AND NETWORKS:

e Anumber of networks will offer training in
aspectsof business skills over 2013-14, as
requested by theirmembers. For example SHARE
Museums East will focus on commerciality and
the National Skills Development programmeiin
Scotland will feature anumber of formal training
courses addressing business skills.

e The Association of Independent Museums (AIM)
should, with funding support, build onits 2012-13
work supporting organisational resilience by
disseminating good practice and mentoring to
develop skillsin better governance, leadership
and commercially-oriented practice.

¢ The teachingmuseum initiative will pilota
holisticapproachto training new entrants, using
openrecruitmenttoinvigorate its workforce.
Learning from this model should be shared across
the sector, particularly among recipients of Skills
forthe Future grants.



¢ Aspiring leaders and managers should use current development opportunities
tocreateavision for the future of their organisations. They need to develop the
skillsand behaviours toimplement change.

| eadersand managers of museums should embrace an enterprising attitude
in order to source or foster the skills needed to make their organisations more
entrepreneurial. Participation in self-driven networks like Re.volution or
Directing Change can be a great facilitator for this.

e Museums should adopt practices that supportdiversity and allow the workforce
toaccurately reflect communities, out of both moral duty and business sense.
Thisincludes working with young people considering their future careerand
fosteringinclusive, competency-based recruitment practices.

e Employers should support their staff toundertake CPD linked to their role and
overall strategic priorities. They should encourage participationinregional
and specialist networks, peer learning networks and formal professional
development programmes. Thisis particularlyimportant as staff rolesare
changingandresponsibilities expanding.

e Museums and training providers should share materials online to support
CPDbeyond their networks and avoid duplication of effort.

e Organisations should put together knowledge management plans that enable
them tounderstand the skillsand knowledge they need and link this to the CPD
they support their staff to undertake. Organisations should use methodologies
like the Monument Fellowships to maintain and refresh knowledge.

OUTSTANDING
AREAS
FOR CONCERN:

e For museums to implement changein terms of
diversifyingincome and becoming more enterprising,
they need toradically reassess theirrole and purpose
and develop an approach that allows greaterrisk taking.
This level of transformation requires understanding and
support from leaders and governing bodies of museums,
aswellasfundersandsector bodies.

e Thereisan oversupply of people who wanttobegina
careerinmuseums and efforts to broaden entry routes
tothe sectorhave beeninplace for several years. Funders
should consider undertakingindependent researchinto
the most effective entry routes to better quide
individuals. The National Skills Academy also offers an
opportunity toforge more constructive relationships
between training providers and employers to support
entry to the workforce.

e Peoplein museums have demonstrated their willingness
to participate ininformal networks and share learning
throughreflexive practice, butitis clear thatsuch
networks should be outward-looking in 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 strong links
to publicimpact, informed by the findings of Creative &
Cultural Skills' cultural heritage research.
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Among these actions and throughout
thelongeraction plandocument, where
they are discussedin greater detail,
anumber of key themes emerge.

Inspite of reduced central supportin
England and a period of fluxin Scotland
and Northernlireland (including the
transformation of MGS and local
governmentreforminNorthernlireland),
fundersandstrategic bodies aresstill
offering significant support for
workforce development. Competition
forfunds may be strongand gaps
certainly remain, butineach of the five
categoriesof theactionplanthereare
positive actionsand opportunities that
museums can pursue.

Oneareainwhichfundersandlarger
institutions (i.e. national museums and,
asthey establish theirprogrammes,
Major Partner Museums) could improve
isin coordinating their support for
workforce developmentto ensure that

funding programmes complement each
otherand are easier formuseumsto
navigate. Forexample, Arts Council
England and HLF are both investingin
widening entry to the workforce and
building business and enterprise skills
(seetable), butitisnotclearhow their
programmesinfluence one anotheror
sharelearning. Similarly, some national
museums incorporate much more
workforce development supportinto
their partnership work than others; for
example, the British Museum'’s Fresh
Leadsscheme or the participation of
some nationalsin the Sharing Expertise
Group. Better coordinationand sharing
of lessonslearned would make things
clearer for participantsand create
greaterlong-termimpact. Itisdifficultto
bring networks thatdevelop from
grassroots need, like Subject Specialist
Networks (SSNs) and local groups,
togetherintoapicture of overall
provision for the sector. However,

strategicand centrally-funded bodies
should share their strategies betterto
achieve more coordinated support.

With anunprecedented level of change
facing the sector, the only real option for
individuals and museumsis tostep up
andlead the charge. Formuseums to
survive and thrive, individuals at all
levels need toreassess theirrole and
think about how they can build the skills
and confidencerequired toimplement
change. Programmes offered by funders
and strategic bodies are one way
forward, butsoare theinformal,
reflexive approachesto CPD outlinedin
thelatersections of the action plan; for
example, local networks, buddyingand
mentoring. Organisations need to value
and prioritise workforce development
tosupportchangeinthesector,
butequally, CPDis self-directed
andindividuals mustembrace the
opportunitiesopentothem.



While progressis beingmade on all five
of the Blueprint'srecommendations,
the consultation highlighted more
divergentviewsintwo of the categories
in particular. Inthe section on workforce
diversity, broadening of entry routes
isdiscussedintandemwith the at times
seemingly intractableissue of the
oversupply of people trying to enter the
sectoratatime whenthejobmarketis
shrinking. Alsointhis section, the action
plan highlights opposing views onthe
role of employers and higher education
providersinachievingdiversity and
fairness. The new National Skills
Academy offersaway forward to forging
betterrelationships, while the action
recommended by this planto conduct
independentresearchintothe most
effective entry routes to museums could
provide anunderstanding of the impact
of effortstosupportbroaderentryand
diversity. These pointsin particular will
needreview over the coming two years.

Asthe consultationandresearch has
shown, peoplein museums are prepared
towork together to share knowledge
and skills through, forexample, SSNs and
partnerships with academiaand/or lay
communities, soinvestmentin building
andrefreshingskillsand knowledge
should bedirected by theresults of the
cultural heritageresearch.

The other problematicareaof the
action planisthat of sector specific
skills, where the nature of skillsand
knowledge thatmuseums needto
accessare varied and difficult to pin
down. Itisclearthatthese range from
highly specialised knowledge (e.g.of a
particular collection type) to skills that
needto be embedded across museums
(e.g.use of digital technologies), as well
asskillsand trades thatareindecline
outside museums (e.g. traditional crafts
and conservation). However, ata further
level of detail, opinions differ about the
relative importance of different skills
and knowledge, and many people tend
tofeel that their particular specialismis
undervalued. The cultural heritage
research beingundertaken by Creative
& Cultural Skillsand English Heritage,
whichisdue forpublicationinautumn
2013, should offer new insightinto the
issue and this section of the action plan
willbe reviewed inlight of its findings.
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FUTURE ACTIONS

The steering group for the Workforce
Action Planwill be convenedagainin
late 2013 toreview thedocumentin

light of research and progress. The MA,

in partnership with Creative & Cultural
Skills, will alsoremain active in
promotingand monitoring the plan
overthe nexttwoyearsatleast. This
willinclude investigating how the MA
canprovide supportfor mid-career
individuals and for people who work
independently or freelance.

The MAwouldlike to thank the steering
group, whose members have generously
giventheirtime and wisdomto the
action planand who have committed to
many of the actions listed here. Thanks
mustalso goto theindividuals who
contributed their opinions, examples
and case studies during the consultation
inordertohelpdevelop thisaction plan.
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