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Diversifying the Gallery Education Workforce

Research Phase One

1. Project plan 

1.1. Professional context

Gallery educators have a key role in promoting the broadest cultural access to galleries and the visual arts, as mediators and as employers.

Gallery educators work directly with many millions of children, young people, adult visitors to galleries annually (engage survey 1999 indicated that 23% of workforce worked with 1.96 million visitors). 

Gallery educators are for many the prime interface with the visual arts, and so have a significant role in empowering the widest possible audience, and embracing issues of gender, cultural diversity, and disability. Gallery educators are committed to building cultural access at all levels of society. Their role is not only themselves to engage visitors' interest and promote their visual literacy, but also to write policies and design programmes, and to employ and train artists and other part-time/freelance staff.

However, the role of gallery educator is relatively new. In the UK gallery education started developing in the 1980's, stimulated by Arts Council of Great Britain's 'Glory of the Garden' policy to broaden access. Previously there was little effort to empower audiences to cultural access, with curators' prime responsibility being to art objects, to scholarship and to conservation.

Gallery education has grown dramatically since then, with engage (the national association for gallery education), the profession's lead body, founded in 1988 and continuing to expand its membership by almost 10% every year. It is estimated that c. 500 new practitioners - on either a part-time/freelance or full-time basis - currently enter this field every year.

However, previous research has shown that entry-level training and professional development are virtually non-existent. 86% of those working directly with the public felt they have had no directly relevant training (engage survey 1999). This is cited by many as a reason for 'glass ceiling' problems preventing career progression, and indeed for departure from the profession. 84% call for development of 'short course' CPD provision at a regional level (engage survey 2000). 

After pressure from engage, a new 'entry-level' course has been piloted by London's Institute of Education (course capacity c.20pa). engage has also run some pilot 'action research' regional short course CPD events with support from DfES (capacity c. 60pa).

However it is clear that this provision is totally inadequate in securing a diverse, well-trained workforce.

In the absence of professional entry-level routes, entry to the workforce has been primarily through first degrees in Art History, Museum Studies and Fine Art. This means that the workforce tends to be at present highly imbalanced in cultural diversity, disability, and gender.

1.2. Aims of overall project

To promote a workforce which is diverse, accessible, and professional, including understanding of diversity issues in gallery education practice and in employment issues.

1.3. Objectives of overall project

· To build a diverse workforce which reflects diversity in society

· To ensure gallery educators are trained to embrace diversity in their own practice

· To equip gallery educators to address diversity in their roles as employers

1.4. Objectives of this research project

· To gain an understanding of the career paths, training and employment status of gallery education professionals.  

· To gain information on the make up of the work force in terms of diversity, age and gender. 

· To identify training and professional development needs of the sector

1.5. Reasons for undertaking this research 

This project is being undertaken as part of the Creative Renewal programme.  Creative Renewal is a partnership led by Metier to concentrate on equalities in accessibility within the arts and cultural sector.  Creative Renewal is funded by the EQUAL programme from the European Social Fund and is the largest programme of its kind in the UK. This initial research will enable engage to take the rest of their programme forward, taking into account the needs of those currently in the profession and taking on board any issues raised in this initial piece of research..

1.6. How this research project was carried out

After consultation with research and employment experts, including University of Warwick, the research strategy was designed.  A questionnaire was sent out to 594 members of engage currently working within gallery education.  These contained both quantitative and qualitative data.  The data from the questionnaires was analysed.  Telephone interviews took place with 10 of the respondents to the questionnaire survey.  This information was used to support and enhance the data gained from the questionnaires.  Desk based research was carried out into previous research and studies in this area and into current course provision for gallery educators.

2. Executive Summary 

2.1. Findings

71% of gallery educators* have been involved in the profession for 1 – 10 years – this indicates a relatively new workforce (comparable statistics for teaching** are 45%)

63% of gallery educators are aged between 26 and 40

85% of gallery educators are female

Almost half of the workforce (44%) earn £20K or less per year

60% of gallery educators see gallery education as a long term career commitment

90% of gallery educators have qualifications at degree level or above

93% of gallery educators have had previous jobs outside gallery education

94% of gallery educators describe themselves as white

3% of gallery educators describe themselves as having a disability

89% of gallery educators were not aware of gallery education when they left school

55% of gallery educators would welcome further training in equality and equal opportunities in the workplace

88% of gallery educators would welcome further training on interpreting diverse arts and cultures

Only 3 accredited courses are directly relevant to gallery educators (in 2003)

33% of directly relevant training taken up by gallery educators is provided by engage
* Gallery educators as used in this section refers to the respondents of the questionnaires as representatives of the gallery education workforce.

** School Workforce in England 2004, National Statistics

2.2. Recommendations

Schools and universities should improve their careers guidance service in collaboration with galleries

Gallery educators should use contact time during schools projects to discuss possible careers within galleries

Galleries should look at setting up regular placement and internship programmes which include training and skills development

Galleries should do more research and outreach with their local communities to raise awareness of and familiarity with galleries

Engage and other training bodies should increase training provision for gallery educators at entry-level, early-career and mid-career

Engage should investigate the creation of one or more accredited courses in gallery education at postgraduate level

3. Literature review

3.1. Research Strategies and Methodologies

There has been much written about different types of research strategies and methodologies.  Bell (1993) provides essential advice on writing a literature review.  The following literature supports the use of questionnaires supported by interviews and desk research as used in this study.  Robson (1993) states that ‘there can be considerable advantage in using mixed-method designs, that is, designs which make use of two or more methods, and which may yield both quantitative and qualitative data.’  He goes on to say ‘many real world studies both permit and require a flexibility in design and execution.’  Robson (1993) argues that ‘qualitative data may be useful in supplementing and illustrating the quantitative data obtained from and experiment or survey.  Small amounts of qualitative data used as an adjunct within a largely quantitative fixed design study will not justify detailed and complex analysis.’

There is much writing about the use of questionnaires or surveys.  Generally it is seen as a relatively low cost and effective way of achieving a large amount of quantitative data.  This is supported by Birmingham and Wilkinson (2003) who say ‘ the questionnaire is the favoured tool of those engaged in research, and it can often provide a cheap and effective was of collecting data in a structured and manageable form’.  However, there are some disadvantages connected with low response rates.  In terms of piloting questionnaires, Oppenheim (1992) states that ‘every aspect of a survey has to be tried out beforehand to make sure that it works as intended’.  The sample to be sent the questionnaires and to be interviewed for this study was semi-selected from the engage membership.  Denscombe (1998) describes this process as ‘purposive sampling’: 

‘with purposive sampling the sample is ‘hand picked’ for the research.  The term is applied to those situations where the researcher already knows something about the specific people or events and deliberately selects particular ones because they are seen as instances that are likely to produce the most valuable data.  In effect, they are selected with a specific purpose in mind, and that purpose reflects the particular qualities of the people or events chosen and their relevance to the topic of the investigation.’

He also discussed the problems of bias in low returns of questionnaires by saying that ‘ the researcher has no way of knowing whether those who did not respond were in some way different from those who did respond’ and that if this is the case then the data may be biased ‘because they systematically overlook facts or opinions from the non-response group.’  Cohen and Manion (1994) discuss sample size  - ‘a sample of thirty is held by many to be the minimum number of cases if researchers plan to use some form of statistical analysis on their data’. A large sample was used in this study to ensure adequate returns for statistical analysis.

In support of the use of telephone interviews, Oppenheim (1992) argues that ‘the most obvious advantage of conducting structured interviews by telephone is their low cost….They are generally conducted at a noticeably faster pace than face-to-face interviews.’  Denscombe (1992) agreed that researchers can use interviews to follow up lines of enquiry raised in questionnaires in more depth and that ‘the interview data complement the questionnaire data’.

Yin (1994) and Bassey (1994) provide information about the use of case studies which can be both descriptive and exploratory and can produce some useful qualitative data.

In summary, the literature studied supports the research strategy of this study.  Although there are certain disadvantages to all methods, in this study, because of various budget and time restraints, the research strategy adopted yielded the best results.

3.2. Other Research and Strategies Looking at Diversity in the Workforce

Research has been done by various bodies in the UK into diversity in the workforce.  

3.2.1. Overall Workforce

The Government’s Strategy Unit report ‘Ethnic Minorities and the Labour Market’ (2003) states that ethnic minorities make up 8% of the UK population.  Between 1999 and 2009 they will account for half the growth in the working-age population.  The Government’s Disability Rights Task Force (2003) reports that ‘11% of all people in employment are disabled’, whereas the Disability Rights Commission reports that 12% of all disabled people are in employment.  The Centre for Economic and Social Inclusion estimates that disabled people of working age make up just under a fifth of the total working age population.  

The Cultural Heritage NTO states in its report ‘Developing Diversity in the Workforce’ that developing a more diverse workforce is a long term goal and that ‘one part of the solution is to develop the awareness and skills of the existing workforce’.

3.2.2. Cultural Sector

Feist and O’Brien (1992) in their analysis of the 1991 census say that 

‘for most ethnic groups, the overall level of representation in cultural occupations reflects that of the economically active population as a whole.  However, for several ethnic groups the proportion of individuals with cultural occupation is markedly less than for the workforce as a whole’.  

Although this does not focus specifically on galleries or gallery education, it indicates that there is a trend for those from ethnic minority groups not to work in the cultural industries.  Interestingly they also state that ‘ for those individuals in ethnic minority groups with higher artistic qualifications, the most commonly held qualification is in art and design (74%).’ This is as opposed to music, drama etc.  However, this report also shows that within libraries, museum and art galleries, 96% of employees are white.

The Arts Council of England’s Cultural Diversity Action Plan (1998) shows a commitment to reviewing management and staffing and to investigating possible barriers to application.

In Cultural Diversity: attitudes of ethnic minority populations towards museums and galleries by Desai and Thomas (1998) various reasons are raised as to why many ethnic minorities do not visit museum and galleries very often:

‘The image of museums was common across ethnic groups.  In spite of people’s awareness of the variety of museums which exist, the image was of old buildings, a quiet, reverential atmosphere and a place for intellectuals or ‘posh people’.  This image was stronger among those who visited museums rarely or not at all and less entrenched among the more regular visitors.  The image of art galleries was even more exclusive, and many people assumed that they would not understand the displays.  Some aspects of the image of museums and galleries were particular to ethnic minority communities.  Some Black and South Asian respondents felt museums and galleries mainly catered for middle class white people and this view was particularly strong among Bangladeshi women and Black people.’

This research relates to this study in terms of barriers to employment within gallery education which may be partly due to some the same attitudes as those stated above.  Desai and Thomas (1998) also discuss other barriers to visiting and offer some useful recommendations.

Arts Training Wales’ report ‘Inspiration-Aspiration-Dedication (2003) also highlights some barriers to entry into the arts as including – ‘the lack of good quality careers information to encourage people of all ages, but particularly the young, to consider a career in the arts’ and ‘a lack of opportunity to engage with the arts at school presents what is probably the greatest barrier to entry into the sector’.  This backs up some of the findings of this report.

Metier’s report ‘Arts and Diversity in the Labour Market’ (2002) summarises other research that has been done in this area.  It also provides some useful data i.e. 6% of the working age labour force define themselves as having work-limiting, long-term health problems or disabilities.  Metier also highlights the fact that ethnic minority groups are not distributed evenly throughout the UK with 47.6% in Greater London and 28% in the West Midlands, North West and Yorkshire and Humberside.  This report also outline the need for further research.

Current action research projects in this area include the Museums Association’s ‘Diversify’ project and ShowHow’s Fellowship and Apprenticeship scheme.  

The Museums Association reports that only 4.4% of the museum workforce came from ethnic minorities and states that ‘the museum and gallery workforce does not adequately represent the communities that museums nd galleries are trying to serve.  Furthermore, museums are failing to take advantage of the skills and talents of a significant part of the population.’  This has resulted in their Diversify project which began in 1998 and creates bursaries and traineeships within museums and galleries for minority-ethnic individuals.  It encourages employers to set up positive action trainee schemes where these individuals can develop skills needed to work within the museum and gallery sector.

ShowHow has also set up a positive action initiative addressing the under-representation of ethnic minority and disabled professionals in the arts.  The Fellowship and Apprenticeship Programme invites cultural organisations to host one of these professionals for 12 months.  ShowHow provides additional support, mentoring and training for the individual undertaking the fellowship or apprenticeship.

This research shows that others have identified a need for better access and training for those from minority groups.  However, no research specifically into the field of gallery education has been done and this is what is addressed in this report.

4. Project Report 

As stated above, the objectives of this initial research phase are to

· To gain an understanding of the career paths, training and employment status of gallery education professionals.  

· To gain information on the make up of the work force in terms of diversity, age and gender. 

· To identify training and professional development needs of the sector

4.1. Methodology 

The initial project plan was developed by Christopher Naylor, Director of engage, in consultation with Metier.  This initial research phase was devised by Holly Garrett in consultation with Christopher Naylor and other gallery education professionals.  Further consultation into research methodology and employment issues was carried out with Vivienne Freakley from the CEDAR at Warwick University.  

594 questionnaires were sent out to a semi selected sample of engage members. engage membership includes museum and gallery educators, freelance educators, artists, teachers, gallery directors, lecturers, students and funders/policy makers.  engage is the only professional body in the UK representing gallery education.  A selection was made to exclude those who were obviously not directly involved in gallery education and usually not more that two people from each institution were selected.  The final selection was therefore representative of the core of the engage membership which closely represents the gallery education workforce.  

The questionnaire asked questions about current job/work situations, career progression and training and about diversity and equal opportunities.  A copy of the questionnaire can be found in Appendix 1.  The questionnaires were individually addressed and signed and were sent with freepost envelopes for their return.  The questionnaire was piloted on a few professional contacts and minor changes were made before sending them out.  In total 265 completed questionnaires were returned – this is 44.6% of those sent out.  The data from the questionnaires was inputted into an Excel spreadsheet and then analysed.

Following the return of the questionnaire, telephone interviews were carried out with 10 of the respondents.  These lasted between 10 and 30 minutes and interviewees were asked more detail about their career progression and training, and about their views on future training for themselves and the profession.  They were also asked about the effects of diversity and equality issues on their work and about possible barriers to individuals who may wish to enter the workforce from more diverse backgrounds.

Other research was carried out into formal training available on gallery education.  This was mainly desk based research into Universities and other academic institutions and training providers.  This has provided engage with a clear picture of what is available to those thinking of going into gallery education.

The research project was managed by Holly Garrett with assistance from Gue Mahehyong and with support from Christopher Naylor.

4.2. Information from the questionnaires

265 out of 594 questionnaires were completed and returned. Not everyone answered every question, but the majority did. All percentages are based on the total amount of returns unless otherwise stated.  When smaller samples are presented, the percentage is based on the size of that sample.  A full table of results can be found in Appendix 2.  Further comments on the individual questions are found below.

4.2.1. Current Roles/Positions

The results show a range of job roles, however only 17% of respondents were not directly involved with gallery education. Within the ‘other’ replies the results have been categorised as follows:

	Category
	Responses
% of Responses

	Education consultant





Director







Other gallery education/outreach post



Education manager





General gallery or museum post




Lecturer






Teacher






Other various posts






	6 2%

7 3%

26 10%

15 6%

14 5%

3                     1%

2 1%

9

        3%


The respondents have a range of roles, but as members of engage, all have an interest in gallery education, even if not directly involved.  At least 148 (56%) of respondents work full time within galleries, education or gallery education.  The results show that respondents are more likely to work full time if employed by a gallery and more likely to work part time if they are freelance.

4.2.2. Length of time involved in gallery education 

189 respondents have been involved in gallery education from between 1 and 10 years – this is 71%.  After 10 years the percentage drops off rapidly with only 62 people (23%) being in the profession for over 10 years.  This could be explained by the fact that gallery education is a relatively new role/profession – in the UK gallery education didn’t start to develop properly until the 1980s.

Among freelance artist educators the number involved was almost constant at about 25% for those involved from 1 to 20 years.  This could be because this offers a more flexible career.
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Amongst employed gallery educators, 38% had been involved in gallery education for 5 – 10 years.

Chart A: Length of time involved in gallery education by respondents.

4.2.3. Current salary/freelance earnings level per year

The data shows that salaries are generally low especially among freelance educators -187 (70%) of respondents earned between £10K and £25K per year whereas only 45 (17%) earn over £25k per year.  Within the particular job roles, 66% of employed gallery educators earn between £15K and £25K per year but 68% of freelance artist educators earn £15K or less per year and 79% of freelance gallery educators earn £20K or less per year.  The last two figures may be due to the fact that many freelance artists and educators work part time and this is reflected in their earnings. Freelance gallery educators are employed on a freelance basis for particular projects, programmes or events by galleries and other organisations. Freelance artist educators work in a similar way, but also make time to continue their own artistic practice.

[image: image7.wmf]Chart B: Salaries or earnings of respondents involved in gallery education. (NB: Percentages of the subsets are based on their totals rather that the total sample).

4.2.4. Current contract length

Categories were not provided for this question, the results have been categorised as follows:

	Category
	Responses
% of Responses

	No contract



Less than a year


1 year




1.5 years



2 years




3 years




5 years




Permanent




	3 2%

12 5%

10 4%

2 1%

8 3%

9 3%

3 1%

149
                     56%


Over half of respondents do have permanent contracts.  Out of the employed gallery educators, 78% have permanent contracts.  This result shows that there is a certain amount of stability within the profession.

4.2.5. Length of time respondents expected to be involved in gallery education

60% of respondents see gallery education as a long term career commitment.  Reasons for not being committed to gallery education include poor pay and lack of opportunities for progression within the sector.

4.2.6. Academic qualifications of respondents

The data suggests that less people have GCSE’s and A Levels than degrees. This is probably due to misreading of the question i.e. people only filling in their highest qualifications.  With 90% of respondents having degrees and nearly half having post graduate qualifications, gallery educators make a highly qualified workforce.  The ‘other’ results included 9 more PGCE’s, 5 AMAs and other qualifications including NVQs. BTECs and City & Guilds.

4.2.7. Subjects and Levels of Study

Fine Art is the most popular degree subject for respondents with Art History a close second.  26% of respondents have undertaken Museum and Gallery Studies at postgraduate level and 18% have taken a PGCE (teaching qualification). The most common ‘other’ subjects taken were other art or craft based degrees and humanities subjects such as English and History.

4.2.8. Previous Jobs

The data shows that 93% of respondents had done work other than gallery education previously.  This indicates that respondents had not necessarily thought of gallery education as a career/job when leaving education and that many enter the profession through other routes.

4.2.9. Other Previous Jobs

The most common previous jobs people had done were artist, teacher and other museum/gallery work.  The most common jobs in the ‘other’ category were other administrative jobs, work in the theatre and retail.  Other previous professions included art therapist, conservator, editor, archaeologist and lawyer.

4.2.10. Awareness of Gallery Education as a Career

A conclusive 89% of respondents had not heard of gallery education by the time they left school.  This issue will be looked at further in the recommendations and future plans.  However, when leaving higher education the result was more balanced with 49% having heard of gallery education and 44% not.

4.2.11. Access to Appropriate Training

This result shows there is still room for further training with 35% answering that they haven’t had access to appropriate training.

4.2.12. Directly Relevant Training Taken Up

This question was left open, the main results have been categorised as follows, showing engage to be a key provider of training:

	Category
	Responses
% of Responses

	engage seminars/events

engage’s Making Connections seminar series



GEM seminars/events






Other conferences and seminars


Regional Museum, Library and Archive Council training


On-job training



Learning in Galleries (Institute of Education short course)

Informal Mentoring and Networking

Museums Association courses/seminars


MA in Museum and Gallery Education (Institute of Education)

AMA training


Other MAs in Museum and Gallery Studies
	25

28

25

16

13

11

10

9

8

6

6

6
	22%

11%

9%

6%

5%

4%

4%

3%

3%

2%

2%

2%


4.2.13. Type of Training Respondents would like to have had

This question was left open, the main responses of those who replied have been categorised as follows:

	Category
	Responses
          % of Responses

	General gallery education training



Mentoring/Shadowing opportunities



Arts Management training




Developing workshops training




Curriculum training





Training on Working with Schools




	19

11

7

6

6

6
	7%

4%

3%

2%

2%

2%


Other types of training/professional development requested included more intellectual/critical debate, project management, developing educational techniques and working with special needs, audience development and fundraising.

4.2.14. Barriers to Accessing Training

The most common reasons for not accessing training are lack of time (43%), suggesting that regional provision is better, and lack of money/budget (40%).  Other reasons mentioned were the location of the training and the timing of the training.

4.2.15. Rating of Training/Development Needs by Employer

This data shows that employers are generally supportive of their employees training and development needs with 66% of respondents saying that their employer rates their training as very important or fairly important. However, respondents were not asked if this support translated into grants and time off.

4.2.16. Equal Opportunities in the Workplace

Encouragingly, 93% of respondents say their employers operate equal opportunities policies in employment practice.

4.2.17. Further training on Equality and Equal Opportunities

55% of respondents would welcome further training on Equality and Equal Opportunities in the workplace.

4.2.18. Awareness of Cultural Diversity

93% of respondents said they were quite aware or very aware of cultural diversity in relation to their audiences.

4.2.19. Training on Interpreting Diverse Arts and Cultures

A high proportion of respondents (88%) would welcome further training on interpreting diverse arts and cultures.

4.2.20. Age Range

The majority of the respondents (63%) were aged between 26 and 40.  33% were over 40 and 12% were 25 or under.  Freelance artists and educators tend to be slightly older than employed educators, with the former having the most common age range as 31-35 and the latter being 26-30.

4.2.21. Gender

This data shows conclusively that gallery education is dominated by females.  85% of respondents were female.  However, when comparing the male and female data, there are no significant differences between the responses.  
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Chart C: Age of the gallery education workforce.

4.2.22. Ethnic Background

In answer to this question, 94% of respondents described themselves as White - 82% described themselves as White British.  Only 6% described themselves as non-white or from a mixed background.

4.2.23. Respondents with Disabilities

Only 3% of respondents considered themselves to have a disability, the disabilities mentioned were hearing impairments and dyslexia.

4.2.24. Length of Time as Engage Member

This question was asked to try to ascertain the length of time respondents had been committed to gallery education.  However, this does not mean that respondents who have only joined recently have not been committed previously.  Engage was founded in 1988.

The question was left open and the results have been categorised as follows:

	Category
	Responses
          % of Responses

	Less than a year


1 year




2 years




3 years




4 years




5 years




6 years 




7 years




8 years




9 years




10 years



Over 10 years




	29

32

32

32

17

29

19

6

14

3

7

10
	11%

12%

12%

12%

6%

11%

7%

2%

5%

1%

3%

4%


4.3. Interviews

Telephone interviews were undertaken with nine of the respondents to look in more depth at issues brought up by the questionnaires.  The sample was taken from around the country and were representative of the overall sample used for the questionnaires.  The interviewees consisted of seven white females, one white male and one female from a non white background.  The interviewees were told that information that may identify them was to be kept confidential.  Interviews were undertaken by Holly Garrett and lasted between ten and thirty minutes.  Interviewees were asked further questions about:

· Their career/training until now

· Their views of the gallery education profession

· Training they had done

· Training they would welcome

· Equality and Diversity in their workplace

· Barriers to entry to the Gallery Education profession

· Ways of improving access to the sector 

The results are not transcribed here in detail but have been used in the following analysis to support and add to the results of the questionnaires.

4.4. Analysis of Results

The data from the questionnaires and interviews raise some interesting points as well as confirming previous assumed knowledge.

4.4.1. Roles, Salaries and Commitment

The first five questions provide a snap shot of the current gallery education workforce.  The majority have been involved in gallery education for ten years or less and are on relatively low wages considering their skills and education. As mentioned in the introduction, gallery education is a relatively new profession having been stimulated by the Arts Council of Great Britain’s policy to broaden access. Those working within galleries are more likely to have a full time than a part time post, whereas freelance artists and educators are more likely to work part time.  As members of engage, all respondents have indicated that they have an interest in or involvement in gallery education, but a significant number work within other areas such as Curation, Administration, Management and as Consultants. Despite the low pay (70% earn £25K or less per year) and lack of career opportunities, the majority (60%) of gallery educators see gallery education as a long term career commitment. 

4.4.2. Career Paths and Qualifications

As mentioned earlier, nearly all of the respondents (90%) have degree level qualifications or higher.  A large proportion of gallery educators took an Art or Art History degree (60%).  All except one of the people interviewed had taken a visual arts subject at degree level.

Many of the interviewees had come into gallery education by a round about route, with only one person going directly into it after leaving further education.  Two of the interviewees were advised to go into gallery education by their University Careers advisors whereas others were not aware of it until they came to work in galleries.  The questionnaire indicates the lack of career advice for the sector in schools with only 7% of respondents having heard of gallery education when leaving school.  This figure rose to 49% after higher education.  A few of the interviewees had come to gallery education via arts therapy or teaching.  The questionnaire also showed that 93% of respondents had had previous jobs apart from gallery education.  These are illustrated in chart E below.
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Chart D: Subjects taken by respondents at degree level or above. (NB the ‘other’ figure consists of both undergraduate and postgraduate qualifications).
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[image: image10.wmf]Chart E: Previous professions of the respondents

There were mixed opinions about the status of gallery educators among the interviewees.  Some felt well respected but others didn’t.  Generally it seemed that the public did not have a very good perception of what gallery educators did and that they saw them in a very narrow way.  Amongst others in the gallery sector there seemed to be a better status although there were still instances where education was not taken seriously.  Some mentioned that the level of pay did not reflect the variety of skills called for in the job.  The salaries often compared unfavourably with those of teachers.  However, all those interviewed saw gallery education as their career.

4.4.3. Training and Professional Development

Although many respondents and interviewees had received a variety of training relevant to their roles, the majority felt that there was a need for more within the sector.  A wide variety of training needs were identified in the questionnaire which are too numerous to list, but this shows that there is a need for training at all levels.  The interviewees specified a need for more advanced level, mid-career training which allowed for critical debate of current issues and practice.  They also saw a need for more early career training similar to engage’s Making Connections training seminars, and also the need for mentoring new gallery educators.  

Interviewees generally supported the idea of an accredited course in gallery education. It was felt that this should be at postgraduate level and that students would benefit from having the background and experience of a degree in another subject.  There was concern that the course could be restrictive if it taught set formulae for being a gallery educator and would not allow for the diversity of the current workforce in terms of institutions and roles.  Most agreed that the course should be flexible, allowing students to take it part time or in modules whilst working.

In terms of barriers to accessing training the results of the questionnaire are illustrated in Chart F.  Although most interviewees had accessed training, this was often restricted by limited time and resources available.
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Chart F: Barriers to accessing training for gallery education professionals

4.4.4. Equality and Diversity Issues

The results of the questionnaires suggest that the majority of galleries (93%) operate an Equal Opportunities policy in the workplace.  However, the interviews carried out suggest that some galleries are more rigorous in applying this than others.  Most outreach and targeted work aimed at minority communities seems to be done through the education departments whereas often the programming of the exhibitions does not adapt as much.  Some galleries are using methods such as placements and internships to attract a wider range of staff.  One gallery has trained all the staff in cultural diversity awareness.  However, the trend seems to be positive with more and more galleries taking these issues seriously.

Only 55% of respondents to the questionnaire wanted further training in Equal Opportunities in the workplace – this suggests that many of them have already undergone this type of training.  Also the majority (93%) considered themselves to be aware of cultural diversity issues in relation to their audiences.  Both these figures are positive and suggest that much is already being done in this field.  However, further training was needed in interpreting diverse arts and cultures with 88% of respondents saying they would welcome this. 

4.4.5. Barriers to Gallery Education

The interviewees were asked what they thought might discourage entry into gallery education from a wider cross section of the community.  Issues raised were: 

· Low pay

· Lack of awareness of jobs available in galleries

· Not being able to identify with the galleries or artists shown

· Lack of career opportunities – now most students have to pay university fees, gallery education does not seem such a viable option

· Language i.e. for non English speakers

· Different aspirations

· Misconceptions of galleries and finding them intimidating or elitist

· Galleries often do not come across as diverse places

· Job status i.e. not seen as prestigious as a doctor or lawyer, for instance

· Not seen as a job for those from diverse backgrounds as there is currently little representation

They were also asked for ways to improve access to gallery education.  Solutions are listed as follows:

· Careers advice in schools and universities and through contact with gallery educators

· Hold careers days in galleries

· School/gallery projects to increase familiarity with galleries

· Increase awareness of different roles within galleries and the routes in

· Advocacy within the sector to linked professions

· Accreditation of a course to add validity to the profession

· Research and outreach with local populations

· Making the collections more representative/relevant to the local population

· Use Equal Opportunities advertising e.g. advertise in local newspapers  

· Work experience and internship opportunities within galleries for both school children, university students and other members of the local population.

All these suggestions indicate that there is a lot of room for improvement in how galleries currently attract applicants.  Also there is an opportunity for gallery educators as a profession to raise awareness of their roles.  

4.4.6. Diversity in the Workforce

The last section of the questionnaire highlights some important points about the demographics of the gallery education profession.  The workforce, as represented by the respondents to the questionnaire, is predominately white, female, able bodied and well educated with 63% of the workforce aged between 26 and 40.  Conversely there are very few males, people with disabilities and people from ethnic minorities, and there are relatively few people aged over 50.  

The age range could be explained as women leaving the profession to bring up families and then less returning to work.  An alternative explanation could be that individuals go on to other professions or more managerial roles as there is currently limited scope for progression within gallery education.  It could also be explained as the people further on in their careers have more demanding jobs and did not return the questionnaires.

The National Statistics Office calculated that the ethnic minority population of the UK was 7.9% based on data from the 2001 census.  The Centre for Economic and Social Inclusion reports that in 1998 ethnic minorities make up 7.4% of the economically active population.  The results of the questionnaire show the percentage of respondents from minority ethnic backgrounds as 6.4%.  This is only 1% less than the economically active population.  However, there are a concentration of galleries in London and other large urban settings which have high proportions of ethnic minority populations.  Therefore, in order to represent their local populations more fully, the percentage should be higher than 7.4%.  

Also the disabled population is un-represented with only 2.6% of respondents having a disability.  The Government’s Disability Unit states that ‘11% of all people in employment are disabled’ in its report ‘From Exclusion to Inclusion: Final Report of the Disability Rights Task Force’.  This shows a 8.4% gap in employment trends within gallery education.  This low percentage may be partly due to the fact that many galleries have small numbers of employees and the DDA is not enforceable when there are less than 15 employees.

In terms of gender, men are under-represented in the gallery education workforce.  This may be connected with the pay, status and career prospects or linked with the fact that this kind of education is often seen as a ‘women’s’ job.  As men are still often the main breadwinners in families, this situation seems unlikely to change unless the pay rates improve, especially in early careers.

4.5. Current formal training provision

Desk based research was carried out into current formal further education provision for gallery educators in the UK.  Courses in or with an aspect of gallery education were searched for and the results are listed in APPENDIX 3, a summary of the results is below.    

There were 19 MA or Post Graduate Courses found, a few of which focused heavily on education and galleries, but most contained only a small module, often optional, on gallery education.  Most of these were available on a part time basis.  The 3 Undergraduate Courses were quite broad in their content but covered some aspect of gallery education. The 7 other courses listed included a BTEC and an NVQ – these were more varied in approach and content but were thought to be relevant to those within gallery education or those considering entering the profession.  

Of these 29 courses, only 3 were directly relevant to gallery educators in all of their content.  The results of the interviews show that there is a demand for accredited qualifications in gallery education. 45 places per year are available on these 3 courses, whereas an estimated 500 people come into the profession every year.  Therefore there is an obvious shortage of training available in this area.

4.6. Main Findings and Recommendations

Findings and recommendations can be found in the Executive Summary at the front of this report.

4.7. Future research plans

· Further research will be done with individuals from the under-represented groups identified to try to ascertain possible barriers to entering the profession.

· Research into developing good practice guidelines for employers involved in recruitment.

· Research will be carried into careers advice given in schools and universities to see whether gallery education is discussed.

· Partnerships between schools and galleries will be researched with a view to setting up regular work placements and careers guidance sessions.

· The creation of future training opportunities for gallery educators will be researched along with research into one or more accredited courses for gallery educators.
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