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Introduction

This report examines issues of equal opportunities, particularly focusing on cultural diversity, within employment and training practices in the UK gallery sector, investigates current research and provides recommendations and practical guidelines for future action for the sector as a whole.  

Research, which has been carried out into diversity by engage, Metier, the Museums Association, Cultural Heritage National Training Organisation, Arts Councils and other bodies and organisations, highlights an under-representation of minority ethnic people within the gallery and museum sector. Some employers are addressing this imbalance through more inclusive recruitment and selection practices and also through positive action training schemes. However, there is still much work to do in this area both in terms of employment and recruitment practices, and in the training of existing staff to raise awareness and change preconceptions of diversity and equal opportunities. Diversity can have a very wide definition, but this report focuses mainly on diversity of race and ethnicity, whilst touching on issues of gender, disability and socio-economic circumstances.

engage’s Creative Renewal Programme

The vision for engage’s programme of work is:

· To promote a workforce which is diverse, accessible, and professional

· To include an understanding of diversity issues in art practice and in employment issues 

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

The work carried out by engage comprised the following areas:

Career paths research

Initial research was carried out into the composition of the current gallery education workforce, their career paths and their training needs. This was done through questionnaires sent to about 600 gallery staff and freelancers, of which 265 were returned. Further information was gathered through ten follow-up ‘phone interviews. The results of this research are detailed in Diversifying the Gallery Education Workforce - Research Phase One 2003 by engage.

Recommendations that came out of this piece of research were:

· Schools and universities should consider improving their careers guidance service in collaboration with galleries.

· Gallery educators should consider using contact time during school projects to discuss possible careers within galleries, when appropriate.

· 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.

General diversity research

engage carried out research into the range of initiatives in the sector designed to tackle the lack of diversity in the workforce as indicated in the previous piece of research. Legal and good practice issues were also researched including their relevance to the gallery sector. The report produced was Diversifying the Gallery Education Workforce - Research Phase Two, 2004 by engage.

Key recommendations from the report were that:

· Employers conduct an audit of their current workforce and continue to monitor this in order to identify any areas of under-representation in relation to the community they serve.  

· Employers ensure that they have diversity and equal opportunities policies developed through internal and external consultation, and that these are up-to-date, relevant and are put into practice throughout their organisations.

· Employers consider taking part in positive action schemes such as Diversify or take action themselves if there is under-representation within their organisations.

· Employers embrace diversity through their work and programmes.

· All staff take on the commitment of ensuring that diversity is embraced within their workplace and that they are part of an inclusive culture.

· All staff receive training in diversity awareness and Equal Opportunities.

Whose Diversity? conference & Making Connections seminars

The research carried out by engage fed into engage’s international conference Whose Diversity? and engage’s training seminar series Making Connections. These professional development events also drew out issues relevant to the Creative Renewal programme. 

Whose Diversity? held at FACT, Liverpool, October 2003, attracted a wide range of people including gallery educators, curators, artists, gallery directors and others. The conference debated definitions of diversity as a concept in itself, examining and critiquing the organisational culture within galleries and museums. It explored diversity in relation to structure and staffing, programming, and education/audience development. Speakers at the event included Monica Baker, Decibel; Femi Folorunso, Scottish Arts Council; Lubaina Himid, artist; Alison Jones, NWDAF; Jude Kelly, founder and artistic director of Metal; Zoya Kocur, writer and consultant; Declan McGonagle, City Arts Centre.

Seminars focusing on diversity issues were run as part of two different series of the Making Connections seminar programme held throughout England aimed at ‘entry-level’ gallery educators. These were seminars on working with Diverse Audiences during 2003 and 2004 and sessions on Diversity in Projects run in 2005. The seminars were designed to provide practical information about how gallery or artist educators could implement what was discussed back at work. They were also accompanied by practical toolkits.

Research with schools

engage visited a range of schools throughout England to speak to pupils and teachers about their knowledge of careers in galleries and about what careers advice was available. Data was gathered through questionnaires, interviews and small discussion groups. More information on this research is detailed later in this report.

School/gallery placements

engage worked with five different school/gallery partnerships to set up pilot placements for school pupils in galleries to introduce them to the range of jobs available to increase their understanding of how galleries work. One set of these placements has already gone ahead at FACT in Liverpool. More details can be found later in this report.

Research with universities

engage visited a range of Fine Art and Arts Management courses at universities throughout England to talk to the students and their tutors about careers in galleries and their knowledge and interest in these. This involved interviews, group discussions and questionnaires. More details can be found later in this report.

Career talks

Three careers talks were organised for art students to provide them with more information about how they could combine being artists with working in galleries. These events were very successful and attracted over 100 people. More information is provided later in this report.

Publication

This publication has been produced to summarise the work carried out by engage during the Creative Renewal programme and to provide a useful document for the gallery sector. This is in addition to the previous two research reports.

Final conference

The conference Embedding Diversity in Galleries, March 2005 explores issues of diversity in the gallery workforce and provides examples of practical ways to move forward. Speakers include Michelynn LaFleche, Runnymede Trust; Anita Dinham, Audiences Central; Alana Jelinek; Sharon Paulger & Raj Sandhu, Liverpool Biennale; Yasmin Zahir, Bury St Edmunds Art Gallery; Suzy Kerr Pertic, London South Bank University; Lindsey Fryer, Tate Liverpool.

Website

engage is developing web pages to provide information for young people (aged 16 – 25) on careers in galleries, including what training is available, possible career paths, what is involved in the work and useful contacts.

As a result of the Creative Renewal programme and other changes in priorities, engage, as an organisation, has been addressing the issues raised by:

· Revising our diversity, disability and equal opportunities policies in consultation with experts in the field, members of the Board of Trustees and members of staff.

· Making diversity and disability key issues for the coming year and beyond.

· Carrying out further research into careers advice given to school and university students and their knowledge of careers in galleries.

· Setting up partnerships between schools and galleries and universities and galleries with a view to raising awareness of careers in galleries and providing work experience.

· Writing guidelines on good practice in training, recruitment and employment for employers in galleries based on this report and other relevant research and information.

· Including information on diversity and the workforce in upcoming seminars for gallery educators.

In addition to the Creative Renewal programme, engage has set up a Diversity Working Group made up of staff, Board members and others within the arts sector with interests in improving diversity. The working group is seeking to help engage address the diversity of its staff/management as well as its membership. An initial outcome has been the setting up of a new engage membership category – Associate Membership - aimed at those who are interested in gallery education, but not necessarily fully involved. engage plans to continue its work in the area of diversity and to continue the legacy of the Creative Renewal programme and to act on the lessons learned.


· 
· 
· 
· 
· 
· 
Quotes from engage’s Research

I want to do something to help improve people’s quality of life and working in an art gallery wouldn’t do that so that puts me off. (school pupil)

Gallery work sometimes appears quite boring because you only see people sitting in the rooms looking not very interested. (school pupil)

I think art galleries should be more appealing to young people. Also they should try and display art along with arts from around the world. (school pupil)

Those who are unfamiliar with gallery environment may find them intimidating. Unaware of its potential. (school teacher)

I would be interested in working in a gallery but in an atmosphere that was equal and creative. (art student)

Gallery and art education had not really appealed to me before, but now it is an option worth thinking about. (art student)

I love my job and no two days are the same - it is so varied and I have met lots of very inspirational people. It has also taught me lots about myself, about how galleries run and how important gallery education is ! The worst thing is that there are not enough hours in the day. (gallery educator)
Finding out about working in galleries 

Different people ‘end up’ in their particular job or area of work for a variety of reasons. It could be that they are following a family tradition or business; or that they have had a driving ambition for that career since they were young; or sometimes they are influenced by a teacher, a parent or some other role model; and at other times people end up doing particular jobs by chance or necessity.

However, initial ideas and aspirations are often formed when we are young and affect the choices we make. The research conducted during this programme has indicated a great lack of awareness of what types of jobs are available in the gallery sector and an ignorance of gallery education. The perception of many young people about working in galleries is that it involves sitting in a gallery telling visitors not to touch the paintings, and that it is boring. This initial research suggests that better careers advice about working in galleries and more opportunities for young people to experience this first hand, will lead to a change in these preconceptions.

If young people are dismissing working in galleries as a career option at this early stage, this greatly reduces the potential range of applicants to the sector in the future.

Gallery education can play a part in tackling this by introducing young people to the gallery, by providing role models and by creating a relaxed and welcoming environment. Gallery educators can also provide a link between the school or college and the gallery for the young people.

There are a range of ways in which galleries can introduce young people to galleries as a future career option:

· Careers talks in schools by members of gallery staff

· Careers talks and behind the scenes tours in galleries

· Short gallery work placements for young people

· Setting up youth groups/clubs associated with the gallery

· More involvement with local communities to make galleries seem more accessible and relevant to young people.

engage’s research with those involved in gallery education in 2003 indicated that 89% of gallery educators were not aware of gallery education when they left school.  However, when leaving higher education the result was more balanced with 49% having heard of gallery education and 44% not. If only 11% of those involved in gallery education now knew about this area of work when leaving school, then the total percentage of school pupils with this knowledge must be very small. 

engage is setting up a website section offering careers advice to young people (aged 16 – 25) interested in working in galleries, particularly gallery education which will include some of the information from this report and useful links and tips.

Making the Case for Action 

Relevant statistics and legislation

Some statistics on the UK population as a whole help to provide a backdrop to the concerns of the gallery sector. 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. In NCVO’s Making Diversity Happen (2003) it is reported that people from ethnic minorities make up 7.9% of the UK population and in London they represent 31%. The Government’s Disability Rights Task Force (2003) reports that ‘11% of all people in employment are disabled’, yet the Disability Rights Commission reports that only 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.  

There are various areas of legislation to protect people from discrimination in employment because of their gender, race or ethnic background, disability, sexual orientation and religion that employers must take into account. 

The Sex Discrimination Act 1975 sets out the basic principle that men and women should not receive less favourable treatment on the grounds of their sex or marital status. The legislation does, however, allow for the use of ‘positive action’ in a number of specific circumstances. The Equal Pay Act 1975 says that women and men must be paid the same when they are doing equal work.

The Equal Opportunities Commission www.eoc.org.uk

The Race Relations Act 1976 makes it unlawful to discriminate against a person, directly or indirectly, in the field of employment.  Direct discrimination consists of treating a person, on racial grounds (‘racial’ encompasses - colour, race, nationality or ethnic or national origins), less favourably than others are or would be treated in the same or similar circumstances. The Race Relations (Amendment) Act (2000) gives public authorities a new statutory duty to promote race equality. The aim is to help public authorities to provide fair and accessible services, and to improve equal opportunities in employment. The aim of the general duty is to make the promotion of racial equality central to the work of public authorities. The general duty also expects public authorities to take the lead in promoting equality of opportunity and good race relations, and preventing unlawful discrimination. In practice, this means that listed public authorities must take account of racial equality in the day to day work of policy-making, service delivery, employment practice and other functions. The Race Relations (Amendment) Regulations 2003 strengthened protection from racial discrimination and harassment and incorporated the EU Race Directive into UK law. 

The Commission for Racial Equality www.cre.gov.uk

The Disability Discrimination Act 1995 makes discrimination against disabled people in employment unlawful and gives employers the duty to adjust arrangements for work and to help disabled people to work. Since October 2004 employers have been required to make ‘reasonable adjustments’ to the physical features of the workplace for both employees and potential visitors/users. 

Disability Rights Commission www.drc-gb.org

These laws add to the reasons for employers to consider the diversity of their workforce and whether there is any direct or indirect discrimination within their organisations.

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, for example, that 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.  

Barriers to entry into the profession 

In the absence of professional entry-level routes, entry to the gallery workforce has been primarily through first degrees in Art History and Fine Art and postgraduate courses in Education or Museum and Gallery Studies. These courses tend to attract a quite narrow range of students. These in turn form the majority of the graduates entering the workforce which is at present highly imbalanced in terms of cultural diversity, disability, and gender compared to the communities it serves.

Recent research was undertaken by engage into the make-up of the gallery education workforce in the UK indicating that:  

· 85% of gallery educators are female

· 94% of gallery educators describe themselves as white

· 3% of gallery educators describe themselves as having a disability

This indicates an under-representation of males, non-white people and disabled people.  

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 made up 7.4% of the economically active population.  The results of engage’s survey of gallery educators 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 higher proportions of ethnic minority populations.  Therefore, in order to represent their local populations more fully, the percentage should be higher than 7.4%.  

The disabled population is also under-represented with only 2.6% of respondents to engage’s survey saying that they have 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 (2003).  This shows an 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, until October 2004, the DDA was not enforceable when there were fewer than fifteen employees in terms of making physical alterations. There is also large under-representation of men within the gallery education sector.

Under-representations also apply to visitors of galleries and museums. 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 museums 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 the engage study in terms of barriers to employment within gallery education which may be partly due to some of the same attitudes as those stated above.  

These issues of under-representation are explored in more detail by a gallery educator with a British Sri Lankan background. In the Museums Journal article Meeting in the Middle (2003) Jana Manuelpillai explains the difficulty of attracting people from Asian backgrounds into museum work:

‘Many Asians will not take up a career in art galleries because it is just too unorthodox a pathway. It’s not that the arts are unimportant to the British Asian community… thousands of Asian parents are encouraging their children to take up Indian instruments… or particular Asian pastimes…The truth is that most Asian parents encourage these pursuits, but would never consider them as careers.’

He goes on to talk about the importance of good stable careers such as medicine or law that Asian parents encourage. Asian parents and families would have to be very open-minded to support their children going into the museum or gallery world or to study European art and art history i.e. a culture that they do not see as theirs. He says ‘For a young Asian art enthusiast to pursue a career in galleries, it will take parents that see British culture as something to learn from and enjoy as much as their own.’

As mentioned by Desai and Thomas (1998) many minority ethnic people see museums and galleries as not for them and unwelcoming.  Manuelpillai explains that ‘without a more diverse staff, museums will find it difficult, if not impossible, to communicate with ethnic minority communities without creating a sense of them and us. For an audience to believe that an institution is sincere, that organisation must epitomise diversity.’

This view is supported in Contemporary Art and Multicultural Education Susan Cahan and Zoya Kocur (eds) (1996): ‘Without the affirmation of diversity, you can bring cultures together but continue to maintain a hierarchical structure, so that one culture may be considered more advanced, or valued than the others. …In resisting diversity you are telling others that their experience is not important.’

An article from The Guardian (2003) on the Museums Association Diversify scheme says that ‘most children from ethnic minority families lack contacts and role models [in galleries and museums]. Plus, the profession is small and the jobs much sought-after, so there is never a shortage of applicants to act as an impetus for increasing diversity in recruitment policies.’

The challenge for galleries

In Diversifying the Gallery Education Workforce (2003) engage recommended tackling this lack of diversity in the gallery education workforce in the following ways as mentioned previously:

Recommendations that came out of this piece of research were:

· Schools and universities should consider improving their careers guidance service in collaboration with galleries.

· Gallery educators should consider using contact time during schools projects to discuss possible careers within galleries, when appropriate.

· 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.

The results of engage’s questionnaire Gallery Education Careers, Employment and Training (June 2003) 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 had trained all the staff in cultural diversity awareness.  However, the trend seems to be positive with more and more galleries taking these issues seriously.

engage’s conference Whose Diversity? held in Liverpool, October 2003, focused on issues around diversity (including disability) for gallery educators both in terms of their work with the public through education and programming, but also in terms of galleries as organisations which could be much more diverse.  Speakers emphasised the importance of the commitment to diversity being taken on by the whole organisation from the top down, including the Board and the Director. 

Femi Folorunso, Scottish Arts Council stated that there was a ‘basic human need to be equal and to be treated equally’ and as ‘citizens, all are entitled to the same rights, not dependent on nationality or other factors’.

Zoya Kocur, writer and consultant from the US, explained that ‘confusions of terminology and uncertainties mustn’t get in the way’ of organisations becoming more diverse. Often organisations find it easier to bring in the same types of people rather than different types and are more interested in economics than equality. She also emphasised that ‘acknowledging difference is not enough’, organisations must actively effect change in order to challenge the status quo. She recognised that ‘building access means sharing ownership which means losing control’ which can put some organisations off embracing diversity.

Zoya Kocur also spoke about the individual as opposed to the group, that is, even if we categorise people by their race, gender, religion etc, there is diversity within these groups. In order for museums and galleries to attract a wider range of visitors and subsequently staff, programming needs to be relevant and accessible to more people, not just white Europeans.

Laura Knill, Development Tutor, Roffey Park Institute warned that ‘Diversity can arouse hostility and negativity’ and that ‘positive action can be uncomfortable in workplace culture’ as some people can see it as unfair or discriminatory. On a positive note, Knill advocated that organisations should ‘embrace diverse contributions - creativity and innovation stimulated by different views and ideas’.

The conference as a whole challenged the audience, as people who work with other people within galleries, museums and the visual arts, to take on diversity and a culture of inclusion as a priority for their individual organisations and to seriously examine their current working practices. 
Implementing change

‘we need to want change to happen for it to happen’. 

Jude Kelly, engage’s Whose Diversity ? conference, 2003
The Equal Opportunities Commission (EOC) states on its website:

‘Discrimination is bad for business; equal opportunities are cost effective and should be integrated into all management, personnel and employment practices. Employers have found that by putting equal opportunities into action they have had the benefit not only of compliance with the law, but also enjoy a number of other advantages including:

· Reduced staff turnover – savings in recruitment costs and training. An improvement in motivation and performance which in turn, can reduce turnover levels.

· A broadening of the ‘talent base’ which develops people’s abilities faster and further and opens up the potential for new and flexible approaches.

· Stimulates a healthy and productive working environment.

· An improved corporate image with prospective employees and customers.’

Equal Opportunities legislation and good practice provides some useful guidelines for planning recruitment and training. Although most gallery jobs are oversubscribed and easily filled, the range of applicants is often very narrow. Using a wider range of recruitment strategies can provide employers with a more diverse selection of potential employees with a broader range of backgrounds and skills. Equal Opportunities recruitment can involve:

· Advertising

· Recruitment & Selection

· Working patterns

· Positive action vs. positive discrimination

· Training for employment

Advertising

If you find that you are only getting applications from particular groups of people for your vacancies, then you may consider placing advertisements in different places. These could be through minority ethnic or disability press or other press outside of the ‘sector’, by using local advertising for posts, through email news services and websites, and via word of mouth. Advertisements can state that application from a particular under-represented group are encouraged providing that group has been under-represented for the last twelve months in that area of work.

Recruitment and selection

Employers should ensure that job specifications are based on actual skills and qualifications needed to carry out the job, for instance, a basic administrative or reception post many not require degree-level qualifications. Applications for a post should be judged on merit and according to the job specification provided. It can be easier to assess applications equally if an application form system is used, rather than using a letter/CV approach in which the range of information provided can be less predictable. Good practice guidelines recommend that at least two people are on the interview panel and, that shortlisting is carried out by more than one person. Selection criteria and tests should be based only on the requirements of the job.

Discrimination and Equal Opportunities in the work place

There are various guidelines for employers with regards to working practices which make it difficult for employees to continue to work due to inflexibility and lack of understanding in areas such as: cultural and religious needs – in terms of dress, religious holidays etc; flexible working hours for parents and carers; lack of adjustments for people with disabilities. 

Positive action

Where particular racial groups have been under-represented in particular areas of work at any time in the past twelve months, The Race Relations Act 1976 allows ‘positive action’ measures to be taken to: encourage application for particular vacancies from a particular racial group, provide training for particular skills for work from an under-represented group. Positive action can be used to equip or encourage people from particular groups to apply for a post, but selecting on grounds of race, rather than merit, is positive discrimination. Other lawful positive action measures designed to give employees relevant skills and experience to enable them to apply for more senior posts are – mentoring, shadowing and secondments. Evidence of under-representation must be available, usually through monitoring of HR records. For more information see www.cre.gov.uk

Developing a diversity policy

Employers who are committed to providing an inclusive environment for their staff are advised to create a diversity policy either as part of, or in addition to an equal opportunities policy. To ensure its effectiveness, an organisation’s diversity policy should be written and monitored by a member of the senior management. Areas to consider in writing a policy, recommended by CHNTO in its report Developing Diversity in the Workforce are:

· The organisational culture and whether it is positive in terms of equal opportunities and cultural diversity, for example is there institutional racism, are women marginalised, are some jobs only for one type of person?

· The training of all members of staff and board in equality and diversity awareness. Are all staff up to date with current legislation; do all staff understand the value of a more diverse workforce and audience?

· Recruitment and selection procedures, whether they are inclusive or exclusive. Where do you place advertisements? Does The Guardian reach everyone you would like to reach? Are your job descriptions exclusive or are they actually related to the duties of the job? Do you interview and select using equal opportunities procedures e.g. agreeing the same questions for all candidates in advance?

· Training opportunities both within and from outside the organisation. Do all staff have equal access to training and development within the organisation? Do you offer training to under-represented groups who may wish to apply for positions within your organisation?

· A skills audit of current staff. Are you missing particular skills or abilities amongst your current staff?

· Analysis of retention of staff members. Are there any particular trends, e.g. women leave when they get pregnant because of lack of flexibility and maternity leave? Is there bullying?

· Image and identity of the organisation. How is your organisation seen by visitors and potential employees? Do you appear to be inclusive and welcoming or elitist and distant?

The Equal Opportunities Commission (EOC) advocates that employers should take the following ten steps to become equal opportunities employers:

1. Write an Equal Opportunities policy.

2. Senior management should be committed to the policy and responsibility should be assigned to a particular person or persons.

3. All employees should be made aware of the policy as well as potential employees.

4. An individual or group of people should be made responsible for implementing the policy and should meet regularly.

5. This individual or group should be clear about their role in reference to the policy.

6. All those involved in recruitment and selection should be trained in the application of the Equal Opportunities policy.

7. Organisations should examine their current employment practices, policies and procedures and adapt if necessary.

8. Ensure you are providing equal opportunities by gathering information on all staff to see if there is any under-representation within any particular areas.

9. Monitor recruitment and employment and movement of staff within your organisation to see if there are any trends or if any discrimination is taking place.

10. If there has been past discrimination, take positive action to remedy this in terms of encouragement and training.
Progress within the gallery sector

The cultural sector has been very proactive in addressing diversity, equal opportunities and under-representations, however, there is still much work to do.  The following short case studies feature schemes relating to employment and training for work in galleries and museums where there is an under-representation of minority ethnic people and disabled people.

Arts Council England’s Fellowship and Apprenticeship Programme

Arts Council England research in the mid-1990s revealed a lack of Black, Asian and Chinese arts managers in senior positions in the arts. As a result a consultation took place and the positive action placement programme, The Fellowship and Apprenticeship Programme was set up.  This programme, run by Showhow, invited cultural organisations to host one of these professionals for twelve months.  Applications for both fellows and hosts were solicited through an open recruitment process. All hosts were required to undergo an Equal Opportunities ‘health check’ and had to demonstrate up to three examples of implementation of their Equal Opportunities Policy as well as other factors. The programme targeted employers interested in addressing their organisational cultural diversity practice. 

Placements were supported through training and development specifically designed to meet their needs which included professional development opportunities, networking events, mentoring and individual or small group activities. Fellows and Apprentices sometimes worked in groups to address specific issues they face as Black, Asian, Chinese, or disabled arts managers. The 2003-4 programme offered: support for Hosts in managing diversity and regular progress meetings; one-to-one mentoring for Fellows; Action Learning Sets for Fellows; training for Fellows in arts management and leadership in the arts; networking and experiential learning events for Fellows and Hosts involving key figures from the arts and leading arts practitioners, including sessions on the arts funding system and a cultural studies visit to Amsterdam. The majority of Fellows involved so far have gone on into employment in the arts.  The scheme is now in its fourth year and Showhow is constantly reviewing the process.

Contact www.showhow.org.uk for more information.

Arts Council North West Positive Action Trainee Programme

North West Arts Board (now Arts Council England, North West) established a Positive Action Trainee Programme in 1996 which provides a comprehensive professional development opportunity for individuals from African, South Asian, Caribbean and Chinese descent, wanting to pursue a career in the arts.  The purpose of the programme is to increase the number of administrators and arts managers of African, South Asian, Caribbean and Chinese descent working in the arts in the North West; and to support the development of culturally diverse arts practice within the North West. 

The two-year programme gives trainees the opportunity to input into the work of the host organisation whilst gaining the practical and theoretical skills necessary for them to gain employment within mainstream organisations. Trainees are offered a bursary and a training allowance over the two years. Trainees are offered training, mentoring and access to a networking and support forum. Ten trainees completed the first two programmes during 1996-98 and 2000-02. For the third round ten traineeships are currently being run in ten host organisations. Nine of the original ten trainees are now in paid employment as arts managers, artists, curators and administrators in the North West.

Contact www.artscouncil.org.uk for more information

Museums Association – Diversify Scheme

The Museums Association reported in 1998 that only 4.4% of the museum workforce came from ethnic minorities (Chinese, Asian and African Caribbean people) and states that ‘the museum and gallery workforce does not adequately represent the communities that museums and 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.

Under the banner of Diversify, trainees can take part through a variety of means:

· A one year bursary place on a Postgraduate Museums Studies Course

· A one year bursary place on a Postgraduate Museums Studies Course with an extended (4 months) work placement, with two months paid work, in a participating museum

· A two year part-time bursary place on a Postgraduate Museums Studies Course alongside paid work in a participating museum

· Distance learning over two years on a Postgraduate Museums Studies Course whilst working full time in a participating museum (under development)

Currently there are placements and courses available in all but two of the English regions and in Scotland.

Participants are recruited through a variety of methods - through adverts in national newspapers such as The Guardian, through arts publications, through specialist newspapers such as The Voice and through local newspapers. The positions are also advertised through museums networks, careers services, press coverage and local radio. Although the scheme hasn’t been greatly oversubscribed, the applicants have been of a high quality and mainly graduates from arts and humanities backgrounds, though not necessarily people who would initially consider a career in the museums sector. Trainees are given support throughout the scheme through mentoring and membership of the Museums Association.

Currently funding for the host museums is linked to MLA’s Renaissance in the Regions and ‘Hub’ museums are invited to apply to be hosts. The museums are asked to provide high-level support for the scheme, that is, support from the Director and/or the Board of Trustees. 

So far over twenty people from minority-ethnic backgrounds have taken part in the scheme with a further eleven taking part currently.  The Museums Association aims to involve at least fifty people in the scheme by 2006.

Contact www.museumsassociation.org for more information.

Tate Modern’s Artist Educator Training Programme

Tate Modern ran a new training course in 2004 for artist educators and education facilitators aged 24 or over who wish to gain work in gallery education, particularly as workshop leaders.  engage was involved in initial consultations about this scheme and in its delivery. The aims of the training scheme were:

· To encourage further participation by minority ethnic artists in arts education

· To address the skills, knowledge and experience gap that minority ethnic artists and artist-educators have which prevents them from successfully applying for jobs within galleries.

The scheme encouraged applicants from under-represented and ethnic minority groups.  Advertisements for the course were issued to all ‘community’ press and publications such as the African Caribbean Times, The Voice, as well as specialist art press such as a-n. The course was also advertised through relevant arts organisations, universities and art colleges. 

Participants attended one evening a week and some weekends for twenty weeks and received theoretical and practical input from a range of gallery education professionals and in a variety of different venues. They also received work experience at one of the venues.  Participants received £500 remuneration at the end of the course.  The course was set up because of a perceived lack of artist educators from ethnic minority backgrounds and was funded by the Arts Council England.  The ten participants all came from minority ethnic origins. 

Contact www.tate.org.uk for more information.

Routes into gallery work

The career paths of those already working in galleries and gallery education do not always follow the same route. Previous research by engage shows that 93% of gallery educators questioned had previously worked in areas other than gallery education. 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. The most common previous jobs people had done were artist, teacher and other museum/gallery work.  Other types of work done before going into gallery education were administrative jobs, work in other art forms and retail. This lack of a uniform approach to entry adds to the diversity of skills, backgrounds and abilities, but can also add to the confusion about how to gain employment within the gallery sector.

In terms of qualifications, 90% of respondents had degrees and nearly half had post graduate qualifications, making gallery educators a highly qualified workforce.

The interviewees, those currently involved in galleries and gallery education, 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 –most students now 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

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

The following examples show some of the ways in which people have come to be involved in galleries and gallery education.

The Head of Education at a leading London Gallery describes her experience: ‘When I was at school I wanted to be an artist, farmer, artist, architect, artist, rock star, artist, writer, artist. I had a conversation with my dad about combining art with people, where we discussed a vision of doing art in youth clubs. There was no careers advice at all at school. I left home at 16 and school at 17’ 

‘I first found out about gallery education when I was working as an artist I was asked to run workshops and give talks and lectures in galleries when I exhibited.’

The Head of Education for a National Museum said: ‘I studied History and then took a PGCE. My first job was as an Archive Assistant. My first gallery education job was as Assistant Education Officer. After teaching for three years, I applied for a job to broaden my teaching experience and then stayed in museums and galleries’

The Head of Education at a leading Contemporary Gallery has the following story: ‘I studied ‘A’ levels (Art, English and History), Art Foundation, and a BA (Hons) Creative Arts. This course was very much focused upon art in context and socially engaged practice, which is something very relevant to my work at the gallery. I took a year out in between Foundation and my degree course – during that year I worked on a varied range of different projects (mainly voluntary). All of these experiences gave me insight into different art projects, the need to be flexible, open and enthusiastic. It also gave me insight into funding, how projects ran and opportunities that I didn’t learn about at school or college.’

‘Later I did my PGCE and became an Art & Design teacher in a secondary school. This role really equipped me to work as Education Programmer, especially as part of the PGCE course was centred on gallery education. My first major job was as youth & community tutor attached to a school – initially part time but then increased to full time. My first Gallery Education job was at here (although as a teacher I set many gallery based projects).’


A freelance gallery educator and project co-ordinator specialising in work with young people took the following route: ‘After leaving university I worked as a freelance artist and then took a full time job as a Project Worker in a centre for adults with mental health issues, supporting user led activity and decision-making, and some creative activities.

‘I spent a couple of years facilitating workshops as a freelance artist with local groups and occasionally used local galleries for ideas. I went on to do an adult education teacher training course and developed a project based on a touring exhibition in a local gallery and discovered gallery education was a profession through sourcing information for the project.

‘After this, I decided I wanted to be a gallery educator and completed a PGCE (secondary) and organised a placement in a gallery. After graduating, local galleries offered me freelance education work which quickly became fulltime and I eventually gained enough experience to apply for a gallery education post. Since then I have worked in gallery education and participatory arts, and in the last three years specialised in youth arts practice, developing practice with at risk young people in particular.’

A freelance artist-educator took a different route: ‘I was a Speech Therapist for 8 years specialising in learning disabilities and neurological trauma. I learned much about perception and what contributes to learning and communication which has contributed to my work ever since.  Art came later for which I went on a full time Foundation Art Course.

‘I found out about gallery education through my work on a dissertation for an MA in Arts Administration My first job in gallery education was as a freelancer in a session working for Tate Britain’s Community Access Curator. Since then I have taken on a combination of Arts in Education contracts and projects including individual project work and management, evaluation, consultancy work and project work, and time on developing my own artistic practice.’

An artist educator and project co-ordinator said: ‘At school I enjoyed Art and English and spent most of my time in the art department in the darkroom. I went on to study Media Studies and then took a degree in Photography. My first job (unpaid) was as an assistant in a graphic design company. My first paid job was as a photographer / photographic assistant. I first worked with galleries as an arts worker. I came across gallery education after I had been working in Outreach for some time e.g. community work, hospital arts. Since then I have been involved in a range of project work, and arts working, freelance educational work, programming and project planning.’
These snap-shots of career paths indicate a lack of obvious routes into the profession, but a strong interest in working with the visual arts and education has drawn many skilled people in. As the sector becomes more professionalised with high quality work being carried out, more specialised training is needed to cater for the breadth of roles.

There is still not enough directly relevant training available for those interested in getting into gallery education and developing their skills once in the job. engage is addressing this by providing much of the training for those coming into the profession, for example, the Making Connections training seminars and for those wishing to develop their skills in its programme of seminars, conferences and summer school. However, there are few accredited courses at graduate or postgraduate level which aim to provide people with the skills to work in gallery education.

The number of museums studies and gallery studies courses is growing, but these courses are more suited to those wishing to become involved in curating and exhibitions or management.

However, all these courses are at degree level or above and do not cater for those wishing to enter the profession through other routes. More part-time or flexible courses would enable more people to benefit from them whilst gaining skills through work.

Attitudes of the future gallery workforce

The following sections are based on research undertaken by engage in schools and universities during 2004. The majority of this research was carried out by Vivien Ashley for engage.

What school pupils think of working in galleries

engage visited six secondary schools throughout England – three in London, two in Liverpool and one in Solihull – to find out about their knowledge and ideas about working in galleries.

School pupils from years 10 – 12 took part in small focus group sessions and also filled in questionnaires including questions such as:

· Would you be interested in working in galleries?

· How much do you know about galleries and gallery education as a career?

· Who would you ask for more information?

· What kind of jobs do you think people do in galleries?

· What would be your priorities in thinking about a career in the arts?

· What things would put you off considering a job in galleries or gallery education?

149 pupils filled in questionnaires – 44% of these were interested in a career in the arts – including graphic design, fashion, interior design, theatre, music – but with only one person mentioning gallery education or indeed working in a gallery. Other popular choices were medicine, law or IT. Pupils in schools which are ‘arts specialist schools’ have positive views of careers in the arts. 55% of these pupils said they had thought about a career in the arts.

Only 30% said they would be interested in working in an art gallery and 64% said they knew ‘not much’ or ‘nothing’ about gallery work as a career.

In terms of what kinds of jobs they thought people did in galleries the most common responses were tour guide (59%), security/invigilator (44%), organising exhibitions/curator (25%), receptionist/information (19%). Other jobs such as conservation, management and finance were also mentioned, but education work was only hinted at in terms of ‘telling visitors about the paintings’ although one person mentioned ‘running workshops’.

The pupils were asked what might put them off working in a gallery and 42% thought it would be boring or monotonous or uninteresting. In interviews many pupils said that imagined that they would have to stand around all day, looking at the same thing, giving talks about the same things, having to be quiet and telling people off. This seems to be the outside perception of working in a gallery. Many of the teachers who were also questioned thought that lack of knowledge and understanding of gallery work put off many of their students.

41% of pupils had gone to galleries outside of school, 44% had gone with their primary school and 59% had gone with their secondary school. Although these figures look fairly positive, it does show that there are some gaps and that some pupils have not had gallery experiences.

Changing school pupils’ preconceptions

FACT in Liverpool agreed to organise further activities for school pupils around careers in galleries. Working with the art teacher at St John Bosco school, a visit for a group of Year 12 pupils to the gallery was arranged. During this visit the group had a tour of all the facilities at FACT including behind the scenes areas followed by a discussion with gallery staff about job opportunities and potential career paths available at FACT and in the visual arts in general. This was followed, a few weeks later, by a two-day placement for two year 12 students at FACT. The students gained an insight into the day-to-day operations of the gallery, met different members of staff and worked and fed back on particular projects. The two students also completed evaluation questionnaires:

They said:

I was surprised by how many jobs are linked to art and new media

The most interesting part was learning about the FACT centre and the staff, also meeting new people

I would like to work within the arts a lot more than I was thinking I would

I changed my mind about not experiencing a art career, I would like to experience it more now

What art students think of working in galleries

The following universities took part in this area of the research:

· Sheffield Hallam University, Sheffield

· Central St Martin’s College of Art, London

· University of Central England, Birmingham

· Manchester Metropolitan University, Manchester

· South Bank University, London

· University of Newcastle upon Tyne, Newcastle

6 tutors and 22 students took part in interviews about careers in galleries and their aspirations for the future. In addition, 148 students returned questionnaires designed to find out about the opinions of students and their knowledge of career opportunities in galleries. The following conclusions are based on the results of the interviews, questionnaires and engage’s freelance researcher, Vivien Ashley’s, observations.

Vivien Ashley says ‘the tutors were keen to promote diversity generally [but] were conscious that the student intake in the Arts Faculties of their universities did not appear to reflect the ethnic balance of the cities in which they were based.’

She also found that many BA students were interested in gallery education but did not know much about it and thought it did not pay well. Arts Management students did not see gallery education as sufficiently prestigious. Many students were interested in curating more than other areas of gallery work.

Some tutors at Art Colleges suggested that students who had not studied ‘A’ Level Art History were at a disadvantage in courses which included this and this was mainly the case with students from state schools, rather than independent or fee-paying schools. Tutors also felt that the introduction of student fees would further discourage potential art school recruits from disadvantaged backgrounds and from backgrounds where the arts were unfamiliar territory or where it was considered a necessity for a clear job path to be identifiable from the start.

Vivien observed very few Black or Asian students on the courses she visited as part of the research. She suggests that Black and Asian young people are not choosing Fine Art when they select their subjects for university. Also, what happens in school is crucial to a student’s decision, but may not outweigh family influence.

The questionnaires showed that the students’ ambitions or plans for the future were as follows: In the first couple of years after leaving art school or university, 26% hoped to be making artwork or exhibiting and 20.7% planned to work in an arts related job. 3.3% planned to work in gallery education. In the longer term, 32% wish to be making artwork and exhibiting, 26% working in an arts related job, 7.3% plan to be working in museums or galleries and 2.7% hope to be working in gallery education.

When asked, 82% of students said they would be interested in working in a gallery, but 46% said that they knew ‘not much’ about galleries and gallery education as a career.

The majority of students had had experiences of visiting galleries when younger – 58.7% with their families, 50% with their primary schools, and 74.7% with their secondary schools.

The students were also asked what or who was most influential in their decision to study art at university. 40% said it was due to their own interests, 28% said they were influenced by their teachers or school and 19.3% were influenced by their parents or family.

When thinking about a career, main priorities were: job satisfaction – 86.7% said this was very important, being able to spend more time doing activities that are connected to the arts – 49.3% said this was very important. Only 12% thought salary levels were very important when considering a career in galleries.

In terms of what would deter them from considering a career in galleries, 16.7% said not enough time to do own artwork/projects and 14% said low salary.

Other comments from students were:

I feel we need to be informed more about gallery education and all the issues related to it so that it becomes easier for us to choose the right career.

I would be interested in working in a gallery but in an atmosphere that was equal and creative.

It seems like there is very little support to help us decide on a career in galleries.

Despite not wanting to pursue a career in galleries long-term, I think it would be a useful educational experience as a placement/short-term job.

Any disadvantages of gallery work would be outweighed by job satisfaction

Giving art students an insight into working in galleries

Following this initial research, free careers talks entitled How I got here – artists and galleries for art students organised by Vivien Ashley for engage were held at Central St Martin’s College of Art, London; Sheffield Hallam University; and Newcastle University. Tutors at the colleges were all enthusiastic about the events and encouraged their students to attend. The events were devised to enable students to:

· access information 

· get advice 

· acquire expertise about gallery work

The events were designed to demonstrate that gallery education work can help artists to:

· develop their skills and experience 

· bring enjoyment and understanding of the visual arts to a wider public  

· earn money in an environment related to their own interests and practice

· learn more about art and artists

· network

· become part of the gallery system

Speakers at the talks were artists and gallery educators who had experience of working in gallery education and could talk about the wider opportunities it opened up – and about how it helped them to survive after they left art college. All the artists had led practical workshops, and had taken part in residencies in schools and community centres. Some had given gallery talks; one had worked full-time as a gallery education co-ordinator; and most of them were still working with gallery education departments on a freelance basis. The talks enabled the students to see real life examples of how an artist can include gallery education in their work. They may also have encouraged some to think of gallery education as a full-time career.

About 130 students attended the events, and 72 completed questionnaires.

Summary of responses:

· 21 % of students had had experience of working in a gallery on a paid or unpaid basis

· 38 % of students think more positively about getting involved in gallery education because of the talks

· 27.3 % of students said they knew not much or nothing about gallery education before the event

· 7.2 % said they knew not much or nothing about gallery education after the event and 44.6 % said they knew quite a lot more or a lot more.

· 31.7 % said that what they had heard at the event would influence their plans.

Many students gave positive feedback about what they had learned during the talks. Here is a selection of the responses:

Gallery and art education had not really appealed to me before, but now it is an option worth thinking about

[I learnt] that artists can combine their own ideas and practices with arts education

[I learnt] that it [gallery education] could actually be a career path, with training and qualifications

It encouraged me to contact galleries etc, gave me clear advice on how to go forward and how to pitch my individual perspective and skills

It made me realise that this route is not necessarily a pure educational route but has flexibility to enhance ones own practice and offer opportunities to connect with communities and other artists

I had not realised so many diverse groups were involved in gallery education

When asked about their future plans, many students planned to try to get a studio space to continue their own work, others planned to take an MA, but a significant number were interested in getting work in galleries – either educational or curatorial.

The success of these events indicates that there is a need for more information about working in galleries among art students and a lack of knowledge about gallery education in particular. It is suggested that, where possible, galleries could link up with art colleges in their areas and provide this service to help to ensure a broader influx of young people into the gallery sector.

engage has an ongoing role in raising the profile of gallery work, and gallery education in particular. However, more needs to be done to put it on the agenda, to raise it as an option in school art departments, in art colleges, and in careers departments. Young people and their tutors will then have more of a chance of knowing it exists as a possibility and what the routes in are. It is also important to increase understanding and appreciation of the wide range of work encompassed by gallery education so that it is not seen in such a narrow way. 
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Useful Contacts & Resources

Commission for Racial Equality

The Commission for Racial Equality is a publicly funded, non-governmental body set up under the Race Relations Act 1976 to tackle racial discrimination and promote racial equality. The Commission for Racial Equality works in partnership with individuals and organisations for a fair and just society which values diversity and gives everyone an equal chance to work, learn and live free from discrimination, prejudice, and racism.

020 7939 0000 www.cre.gov.uk

Equal Opportunity Commission

The Equal Opportunities Commission is the leading agency working to eliminate sex discrimination in 21st Century Britain. The Equal Opportunities Commission (EOC) has the statutory duty to:

· work towards the elimination of discrimination;

· promote equality of opportunity between men and women and in relation to persons undergoing gender reassignment; and

· keep the relevant legislation under review.

The EOC is committed to challenging discrimination in all its forms, particularly racism, and at an institutional level. The EOC will positively promote diversity and equality of opportunity, recognising that we are here to serve a diverse and multi-racial society. 

0845 601 5901 www.eoc.org.uk/

Disability Rights Commission

The Disability Rights Commission (DRC) is an independent body established in April 2000 by Act of Parliament to stop discrimination and promote equality of opportunity for disabled people. Disabled people face massive discrimination and exclusion. For example, if they are of working age, they are twice as likely as non-disabled people to be out of work and claiming benefits. And disabled people are twice as likely to have no qualifications. The DRC have set themselves the goal of ‘a society where all disabled people can participate fully as equal citizens’.

08457 622 633 www.drc-gb.org

Arts Council England

Arts Council England is the national development agency for the arts in England, distributing public money from Government and the National Lottery. The Arts Council places an emphasis on cultural diversity and has Diversity Officers throughout England

020 7333 0100 www.artscouncil.org.uk

The Museums, Libraries and Archives Council
The Museums, Libraries and Archives Council (MLA) is the national development agency working for and on behalf of museums, libraries and archives and advising government on policy and priorities for the sector. MLA's roles are to provide strategic leadership, to act as a powerful advocate, to develop capacity and to promote innovation and change. 

020 7273 1444 www.mla.gov.uk

Museums Association

The Museums Association is a membership organisation for people working in the museums sector. It provides information, professional development and conferences. The Museums Association run a positive action scheme called Diversify!
020 7426 6970 www.museumsassociation.org
Showhow

Showhow is a creative skills centre offering development opportunities for creative people and organisations. In 2005 Showhow is entering its fourth year managing The Fellowship Programme, a national initiative funded by Arts Council England to address the under representation of Black, Asian, Chinese and disabled managers in the arts.

020 7336 8105 www.showhow.org.uk

Metier

Metier is the only national charity focused on advocating equal employment opportunities in the creative industries. By working in partnership with the country's creative and cultural employers Metier aims to turn complicated employment polices into everyday practice. Metier is the lead partner in the Creative Renewal programme.

01422 381618 www.metier.org.uk

Creative Renewal

Creative Renewal is a programme promoted by Metier to make the arts and entertainment sector more representative of society as a whole. The programme includes research projects aimed at helping the sector understand what the barriers to entering the sector are and pilot programmes that will increase the opportunities available for people working in the arts, entertainment and media sectors. 

01422 381618 www.creativerenewal.org.uk

engage

engage is a leading international association for gallery educators, artist educators and other arts and education professionals, with a growing membership around the world: a powerful network working face-to-face with many millions of gallery visitors.

020 7244 0110 www.engage.org
Runnymede Trust

The Runnymede Trust’s mandate is to promote a successful multi-ethnic Britain –a Britain where citizens and communities feel valued, enjoy equal opportunities to develop their talents, lead fulfilling lives and accept collective responsibility, all in the spirit of civic friendship, shared identity and a common sense of belonging. The trust acts as a bridge-builder between various minority ethnic communities and policy-makers. 

020 7377 922 www.runnymedetrust.org
The National Council for Voluntary Organisations
The National Council for Voluntary Organisations (NCVO) is the umbrella body for the voluntary sector in England. NCVO work to support the voluntary sector and to create an environment in which voluntary organisations can flourish. NCVO represents the views of the voluntary sector to policy makers and government and consults with the sector to inform our policy positions on issues generic to the sector. It also carries out in-depth research to promote a better understanding of the sector and its activities. Services offered by NCVO include a freephone HelpDesk, policy briefings, information networks, events and a wide range of publications, including good practice information on everything from trusteeship to employment law, and a magazine.

020 7713 6161 www.ncvo-vol.org.uk

The Department for Work and Pensions 

The Department for Work and Pensions (DWP) is responsible for the Government's welfare reform agenda.  Its aim is to promote opportunity and independence for all.  It delivers support and advice through a modern network of services to people of working age, employers, pensioners, families and children and disabled people.

020 7712 2171 www.dwp.gov.uk
Cultural Heritage National Training Organisation 

The Cultural Heritage National Training Organisation (CHNTO) is one of a national network of over 70 NTOs and is recognised by the UK Government as the strategic voice of employers and focal point for information on education and training for the Cultural Heritage sector.  The CHNTO Learning Network aims to provide up to date information, advice and practical support on all aspects of training and development of interest to the sector.
01274-391056 www.chnto.co.uk

The National Disability Arts Forum 

The National Disability Arts Forum aims to create equality of opportunity for  disabled people in all aspects of the arts. it does this by: supporting the development of Disability Arts Agencies, both regional and local,  throughout the UK; maintaining and developing a network through which these Agencies can support and assist each others development; establishing favourable  conditions within which  disabled people can explore and express the condition of disability through the arts; promoting the value of art by disabled people.  

0191 261 1628 www.ndaf.org

Other resources

Respond: A practical resource for developing a race equality action plan

Respond is a resource to help regularly funded organisations develop a race equality action plan. While primarily designed for our regularly funded organisations, the publication may help other arts organisations look at how they approach race equality. Published by: Arts Council England, 2005, available on www.artscouncil.org.uk
Handbook of Good Practice; employing disabled people

Based on the Arts Council Apprenticeship Scheme Programme, this handbook takes employers, advisors and employees through all aspects of good practice, recruitment and retention. Includes case studies and example documents. Published by: Arts Council England, 2000, available on www.artscouncil.org.uk
Proof Positive: an audit of positive action employment and training schemes in the arts

Mapping report on ‘positive action’ employment and training schemes in the arts specifically for arts professionals from culturally diverse backgrounds and arts professionals with disabilities. The report highlights the range and diversity of work happening in the sector. Published by: Arts Council England, 2004, available on www.artscouncil.org.uk
Racial Equality and the Smaller Business: A Practical Guide (CD-ROM)
Specially prepared for smaller businesses, this guide offers clear, straightforward advice on meeting the requirements of the law, while suggesting practical ways in which they can benefit from working towards racial equality. Published by Commission for Racial Equality (2004) CD-ROM; runs on Windows and Macintosh ISBN 1 85442 546 3. FREE. Also available in PDF and large print versions. www.cre.gov.uk

EMP5: Employing Disabled People - Top Tips for Small Businesses
This guide will give you information to help you meet your duties as an employer under the Disability Discrimination Act (DDA) 1995. It will also enable you to take advantage of the considerable knowledge, skills and experience that disabled people have to offer. Published by Disability Rights Commission 2004. Available to download from www.drc-gb.org

DX25: Good practice training directory
Organisations which want to include disabled people fully, as employees or as ‘customers’, are legally bound to appreciate the difficulties presented by their attitudes, practices, procedures, and physical features. Training for personnel at all levels of the organisation plays a vital part in this process. Published by Disability Rights Commission 2003. Available to download from www.drc-gb.org

Making Diversity Happen! 

Know your organisation should be more diverse, but not sure where to start?

This guide covers: What is diversity?; Defining your mission; Drawing up your policy; Creating a strategy and action plan; How to involve different organisations and people. There are lots of examples of diversity in action in the voluntary sector. A practical guide for voluntary and community organisations with case studies and checklists. Published by NCVO, November 2003, ISBN 07199 1631 3, £15.00 (£10.50 NCVO members)

Managing Diversity in the workplace

Aims to improve the effectiveness of organisations by ensuring that everyone who works and volunteers for them can realise their potential. Aimed at diversity officers, senior and middle managers, human resources professionals, equal opportunities advisers and trainers, and anyone with a general interest in diversity, this guide gives a brief introduction to the concept of managing diversity in the workplace and reviews current thinking on what works (and what doesn't). Published by NCVO May 2003, ISBN 0 7199 1611 9, £7.50 (£5.25 NCVO members)
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