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Executive Summary

The skills action plan follows the footprint of CCSkills:

advertising, crafts, cultural heritage, design, music, performing, literary and visual arts. The sector is active across public, private and voluntary spheres. 
The main findings are:

· The last decade has seen the cultural sector rise to prominence, defining the region’s renaissance, perhaps more than any other region. The cultural sector matters.
· The sector is in a period of growth, forecast at 14% by 2010
· It is widely acknowledged that the sector’s skills needs have not been high on the LSC and Business Links agendas. European sources have been the mainstay, underpinning recent growth in the sector. If the skills base is to be sustained post EU funding, it is crucial that the present barriers preventing the sector from accessing mainstream opportunities for skills are removed.

· The cultural sector isn’t connected to mainstream business and skills support agencies and resources

· Specialist practice skills are delivered by SME’s that are often economically vulnerable

· The sector and Business Links need to find ways of engaging so that mainstream resources for business and skills development can be accessed using the brokerage model 
· ESF and ERDF funds have enabled HE to make higher skills provision accessible. Funding needs to be found to replace ESF and ERDF

· Even with ESF and ERDF funded higher skills programmes, employer’s view is that access to post graduate provision needs to be enhanced

· The workforce is highly educated and NVQ provision has not been widely taken up, resulting in limited access to mainstream funds via the LSC for workforce skills development. Research is needed to identify the potential to increase the provision of appropriate accredited qualifications

· Employers are calling for more work placements and live projects for undergraduates to improve their work readiness, and for an increase in foundation degrees that would embed vocational and employment skills alongside the academic

· Employers feel that graduate retention is improved by undergraduates having more networking opportunities, making them better connected to, and more aware of, career opportunities in the region

· Apprenticeships are valued within the sector and need to be promoted and embedded. Graduate apprenticeships are 

particularly valued, benefiting both employers and graduates
· Employers supported partnerships between themselves and HE as a way of getting a good balance between formal and vocational/non-formal learning
· There is a rich networking infrastructure for the delivery of non formal CPD. Some aspects of this infrastructure need to be resourced and research is needed to understand where and how to do this  



The Context

The cultural sector has risen to prominence over the past decade and is now acknowledged as integral to the development of regional economies.  Strategies for regional development include reference to culture-led regeneration, creativity, creative industries, the creative class, innovation, entrepreneurship and so on.  It would seem that in the quest for competitive advantage and increased productivity, the industries, individuals, ideas, assets and products that constitute the variety of definitions of this disparate sector have found themselves centre-stage.

In the North East of England, perhaps more than any other region, this sector has come to define its renaissance, with such headlines as Newsweek’s 2002 designation of NewcastleGateshead as one of the world’s most creative cities, exemplifying a sea-change in the image and perceptions of the region and its people.  We also know that, albeit from a low-base, the cultural sector in the region has grown at a rate more than double of that for the economy as a whole.  Excluding digital media, the sector employs 59,000 people, more than 5% of the region’s labour force and makes up 12% of the region’s VAT-registered businesses.  There are 5,070 businesses with a total turnover of £2.6 billion, comprising 10% of the region’s total economic output.  Forecast growth in the sector is 14% by 2010, representing 8,000 new jobs.  In short, the cultural sector matters.  

Moreover, in a fast-changing global marketplace, those regions that will adapt and succeed will be those whose workforce responds to shifting structures and employment patterns.  Individuals who are flexible, creative, highly-skilled 

and entrepreneurial offer the best opportunities for regions to compete in 

high-value, high-growth sectors.  The cultural sector not only nurtures individuals that demonstrate many of these characteristics, they produce the ideas and the energy that fuel modern knowledge economies.  If we are to succeed, we must ensure that we offer the best possible opportunities for people to participate in the sector and further develop their skills and talents.  Helping individuals to add value along all points of the value chain will in turn help them contribute to wider regional development ambitions.

This skills action plan responds to these strategic realities, whilst acknowledging that in the search for distinctive advantage we need to offer distinctive solutions.  Put simply, the cultural sector demands solutions to a different set of skills and workforce development issues.  Underlying the recommendations then, is a delineation of learning and skills which reflects different purposes and functions of those employed in the sector and the role of cultural professionals in being equipped to meet the challenges of the twenty-first century.  

The role of the Workforce Development Forum in preparing this action plan has been to position it within this complex framework, whilst advocating its centrality to regional strategic ambitions.  It is the belief of the forum that equipped with the appropriate skills, the cultural sector will fulfil its potential of helping to create a vibrant, distinctive and successful region with a strong economy and a high quality of life.



 Definition of the sector

There is no commonly shared definition of the cultural sector. The DCMS uses the term ‘cultural sector’ as a generic term to embrace those sub sectors for which it has responsibility (visual arts, performance, books and press, audio-visual, sport, heritage and tourism). 

Creative Industries on the other hand are defined as ‘those activities which have their origin in individual creativity, skills and talent and which have a potential for wealth and job creation through the generation and exploitation of intellectual property.’ They are: advertising; architecture; fine art and antique market; crafts; design; designer fashion; film; leisure software; music; performing arts; publishing; software; television and radio.


This action plan follows the footprint of CCSkills, the Sector Skills Council for advertising, crafts, cultural heritage, design, music, and performing, literary and visual arts.  Publishing which was part of, but has since been removed from the SSC portfolio, remains in the LMI provided by this study.

There is a significant lack of data on self-employment in the region (an important category in many parts of the cultural sector). 

Significant gaps remain in our knowledge of regional workforce development needs in advertising and design. 

This Skills Action plan aims to articulate and address the priorities of the arts, museums and historic environment sub sectors. More detailed work is required to draw together the skills priorities within sub sets of these sectors, some of which is already in progress. The Action Plan identifies the tasks and timeframes for this work.

In subsequent months the Workforce Development Forum will decide if and how to extend the range and depth of its work on the sector Skills Action Plan, to reflect the whole footprint of CCSkills and possibly to include a wider range of sub sectors within the cultural family. The Action Plan identifies the tasks and timeframes for this work.

Inevitably industry areas comprising the cultural sector span more than one SSC. This is nowhere more evident that in the Cultural Heritage sector which includes ancient monuments, archaeological sites, art galleries, collections, conservation institutes, heritage and science visitor centres, historic buildings and ships, museums, preserved railways, zoological and botanical gardens and the interpretation of scientific and natural sites.

Other SSC’s with a key role to play in meeting the skills agenda for the sector are therefore:

· Lifelong Learning UK (particularly relevant to museums and heritage)

· Construction Skills (built heritage)

· Skillset (broadcast, film, video, multimedia)

· People 1st  (particularly relevant to museums and heritage)

· LANTRA (relevant to historic landscapes, parks and gardens)

Actions to ensure appropriate connections with these SSC’s are forged and maintained are included in the Action Plan.


The sector is in a period of growth.  The number of employees in the sector has almost doubled since 1999 when the Newcastle Gateshead Initiative (NGI) was formed to develop the region’s bid for European Capital of Culture.  

 NGI has calculated that the bid delivered 7999 jobs and generated £400 million in inward investment and improved graduate retention rates.  

Since 1999 there has been over £200 million capital investment in culture in the region, including: the BALTIC, the Millennium Bridge, the Gateshead Angel, the National Glass Centre, Discovery Museum, the Laing Art Gallery and Blue Carpet, Sunderland Museum and Winter Gardens, Segedunum Roman Fort, The Sage Gateshead and the Tees Barrage.  

Recently completed and on-going developments include Seven Stories (Centre for the Children’s Book), the Waygood Gallery, redevelopments at the Theatre Royal, Live Ideas Factory, Dance City and the European Centre for Performing Arts.  

Major developments are taking place at Woodhorn and Hadrian’s Wall.

There is continuing investment in museums and galleries through Renaissance in the Regions and the North East Museums Hub including major work at Cragside and the Bowes Museum, a major new gallery for modern art in Middlesbrough and extensive work to the Grace Darling Museum.

NGI is now running Culture10, a £140 million programme of investment centred on high profile cultural events.  Culture10 is expected to generate £1.2 billion and create 24,000 jobs by 2010. 


The creative and cultural industries employ many highly qualified people.  50% of employees in some sub-sectors are educated to NVQ level 4 or higher (compared to 19% of the regional population with this qualification).
Methodology for identifying skills needs

The National Employer Skills Survey (NESS) published in 2003 is the most comprehensive guide to skills needs.  It presents the results of a survey of 72,100 employers (including self-employed people).  The results are presented regionally by occupational group (based on SOC code) and by industry.  With the exception of publishing, the creative and cultural industries are not disaggregated and are shown only as part of ‘Miscellaneous services’ (SIC codes 90-99).  

The Skills Action Plan is therefore informed by the findings of other relevant skills research (summarised in Appendix 1) at national and regional level (where this exists) and new data collected through a number of methods: a survey of employers and employees, an on-line consultation, and seminars through which employers and practitioners contributed to debate and analysis. 

The response to the survey was encouraging (90 replies received over a period of two months), but insufficient to draw quantitative conclusions at sub-sector level.  
ACENE, ncsp, MLANE and ARCADEA organised a series of seminars around the region during 2005 for employers, practitioners and training providers. 

English Heritage conducted a consultation with the NE Historic Environment Forum. Further work was carried out by MLANE to ensure synergy between the priorities of the region’s employers and priorities being articulated nationally through MLA. 


In addition to desk-based research of labour market information, a database of business organisations within the footprint has been established. The database is built from reports commissioned from the Office of National Statistics (Annual Business Inquiry and Interdepartmental Business Register), known CCI agencies and additional primary research.

The sector’s skills needs have been classified in the following way

1. Leadership, Enterprise and Organisational (LEO) development –‘business’ skills which the cultural sector has in common with other businesses and organisations


2. Cultural Sector Specific Organisational LEO skills – e.g. marketing skills (marketing is a generic business skill, but to be useful to a musician or a museums manager, needs to be set in the context of how those industries operate. 

3. Specialist practice and artform specific skills



The cultural sector needs business and organisational development skills in the same vein as other commercial and not-for-profit organisations. These skills equip the sector to:

· Turn ideas into successful actions – delivering projects successfully

· Manage their scarce resources effectively

· Develop new resources

· Maintain or grow their organisations

· Earn a living

The following have been identified as generic business and organisational development skills that are required by the cultural sector:

· Financial Management, including    accountancy

· Governance
· Administration

· Business Planning & Organisational Development

· Change Management

· Legal Issues:

· Disability Discrimination Act compliance

· Health & Safety

· Employment law

· Data Protection

· Human Resources and staff development

· Leadership and people management

· Information Technology (purchasing & upkeep)

· Delivering effective presentations

· Volunteer Management

· Delivering successful capital development projects

· Entrepreneurial skills

· Partnership working

· Project Management & Project Evaluation


There are a range of skills which fall under the general heading of generic business and organisational development skills which need to be delivered in a specific sectoral context in order to be relevant to cultural sector practitioners and organisations. 

The following have been identified by the cultural sector as skills which fit under this classification:

Sector-specific commercial skills

· Running a box-office/visitor ticketing systems
· Procurement mechanisms

· Bidding for work


Sector-specific management and organisational development skills

· Developing and managing a project-based organisation

· Networking

· Developing and articulating a strategic vision

· Diversity in the workforce





Sector-specific product development skills

· For example: batch-production for designer-makers, interpretation at museums and heritage attractions

· Service-level agreements

· Working on public commissions

· Operating “friends-of” schemes for venues

· Marketing/Audience Development

· ‘Product’ distribution

· Retaining and exploiting Intellectual Property

· Understanding private and public sector customers

3: Specialist Practice Skills

These are the skills needs, delivery mechanisms and issues associated with particular sub-sectors of the cultural sector. These skills are highly specialised and often high-level but exist along a continuum from Apprenticeship/Foundation level to Masters and beyond.

Introduction
The vision underpinning this strategy is of a cultural sector able to play a full role in helping to create a vibrant, distinctive and successful region with a strong economy and high quality of life. This means that in addition to having the professional and technical skills required to produce high-quality culture, practitioners and organisations need to have entrepreneurial, leadership and management skills. 

In summary, cultural sector practitioners and organisations need to be equipped with the skills to:

· Make high-quality art and provide cultural services 

· Manage organisations and projects successfully

· Exploit the commercial opportunities of their practice

· Deliver high-quality contributions to public policy goals

Modern professional cultural sector practitioners and organisations cannot make a living from public sector subsidies alone. They must be able to secure contracts from a range of organisations, using their talents to contribute to a range of objectives, from working with Government to achieve public policy goals to helping businesses become more creative. 

The strategy therefore treats skills needs and business support needs as part of one continuum of skills to enable cultural organisations to meet the above objectives. 





Strategy

Skills needs have been classified in three ways:

1. Leadership, Enterprise and Organisational Skills (LEO) development 

These skills are generic and the strategy proposes the sector should make use of resources allocated by Government to improve core business skills through the existing Business Support Network and Voluntary Sector infrastructure. Actions within the report propose how current barriers will be addressed. 

2. Cultural sector specific LEO skills (skills that need to be learned in a context specific way) 

Skills development in these areas is likely to be provided by HE&FE, sectoral hubs, networks and the sector’s SME’s. The strategy proposes that these activities be addressed in the context of mainstream skills provision i.e. brokered through business support and skills brokers with the costs shared between Business Links, cultural sector funders and ncsp. To facilitate this process the strategy requires specialist cultural sector Business Links skills brokers.

3. Specialist practice skills from foundation level to masters and beyond. 

Access to provision to meet these needs will also be through the brokerage model. 

Skills development activity in this area will be delivered by specialist organisations with expertise in their particular sub-sectors e.g. the Museums Hub, Dance City etc.

Skills brokers will adopt a case-conferencing approach utilising expertise of culture sector officers and specialists to assess skills needs and put together an appropriate package with resources from a number of sources.


Issues affecting the   Cultural Sector: supply infrastructure

Understanding cultural 

sector skills needs 

In order to bring the development of cultural sector skills into the mainstream, it is necessary for the sector to engage with the brokerage model being provided through the LSC and Business Links as part of the Employer Training Programme (ETP).

Currently brokers have limited contact with the sector. Low levels of awareness about the sector’s skills providers further compromise the relevance of brokerage to the sector. 

Specialist understanding and expertise exists in ncsp, who have undertaken this brokerage function for a number of years. However, ncsp is not currently part of the mainstream brokerage network and, as such, does not have access to either LSC or Business Link resources to finance appropriate training support.

Lack of connection between cultural sector provision and mainstream resources

The recent growth of the sector has been underpinned by skills programmes funded largely through European sources. Notwithstanding the reduction of these resources, this is no longer a tenable position for the cultural sector. In order to secure maximum benefit for skills development, it is clear that the sector needs to make full use of services provided by mainstream voluntary and public sector infrastructure organisations and those brokered by Business Link and the LSC.

As such, the role of Northern Cultural Skills Partnership (ncsp) in diagnosing, brokering and funding skills activity for the sector needs to be clearly articulated. There is a need for integration of ncsp activities with the skills brokerage model, with brokerage services making use of ncsp’s expertise and experience in this field, and for clear communication of ncsp’s role and services to the sector.

This can be achieved by:

· Developing specialist skills brokers for the cultural sector whose activities are integrated with ncsp activity

· Reviewing the strategic and delivery role of ncsp in relation to recent changes in national and regional skills policy

· Increased promotion of ncsp services to the cultural sector.

Infrastructure for delivery of specialist skills

· The region’s FE & HE institutions have adapted (or are in the process of adapting) to a skills brokerage environment where funding for skills delivery is dependent on numbers of learners referred via a skills broker.  As such, colleges and universities are well-placed to continue the delivery of those aspects of professional development for practitioner and cultural organisations.

· Across the sector, a range of networks and development organisations bring practitioners together (often otherwise isolated individuals) to identify professional development needs and deliver informal, semi-formal and formal skills development activity, such as mentoring, master classes and (semi) formal apprenticeships. 

‘….networking plays a vital role in career progression and project development in the music sector. Employers use word of mouth to find practitioners for programmes and informal networks of peers allow for the sharing of skills and best practice. Informal training (shadowing, mentoring etc) was recognised as the best type of training for musicians wishing to enter the “real world”…… gaps exist in funded courses for practitioners where they can learn from their peers’.
 
These findings echo across the cultural sector. Four creative learning networks are active on a cross sector (arts, museums, libraries and archives) sub regional basis, (a joint initiative between MLANE and ncsp). A number of support and training networks exist for the built heritage sector. Across the arts and creative industries sector a number of practice specific networks provide valuable opportunities for professional development, the exchange of ideas and the development of new products or collaborations.

The strategic importance of a rich networking infrastructure needs to be acknowledged, as does their role in supporting innovation and creativity. 
Non-formal learning is defined as ‘structured learning not provided by a (formal) education or training institution which does not necessarily lead to certification’ (EC Communication on Lifelong Learning). 

Non-formal learning within the cultural sector is ‘a programme of industry relevant activities within a non-formal context. Learning occurs within these programmes in a variety of ways. Some of the learning is externally validated and formally recognised. Much of it is not’ (Burns Owens Partnership).

Organisations and networks providing non-formal learning utilise a wide range of learning methodologies including short courses, workshops and seminars, mentoring and job shadowing, using different models to suit different people at different times of their lives. They are focused on local development agendas or the specific needs of the creative industries and teachers are frequently industry practitioners. Provision is practise led and learner centred. Part of the value of activities is that they make connections and bridge gaps between start-up support and career and business development

Activities include careers advice,

providing referrals to industry, promotion of work, festivals, networking to enable individuals to make connections within and across the industry, developing projects to promote opportunities for professional development, individual mentoring or professional development, business support, skills and knowledge for employment, brokerage of provision of specific relevance to the workplace.

Many key development organisations currently work to a traditional model of funding whereby they receive Government resources and then seek out potential learners with the offer of free or highly subsidised training/skills development. This model of funding (at least, from European sources) will substantially decrease between 2006-2008.

The strategy therefore has three strands:
a) Development work to enable cultural sector organisations to adapt to a new environment. This is likely to involve cultural organisations becoming accredited suppliers of training provision, registered on the ONE NE database of suppliers, and brokered through Business Links and the LSC. 

b) Geographical and sub-sectoral analysis of coverage linked to core funding for key organisations. This will enable them to plan future activity and build their capacity to promote themselves across the region.

c) Efforts are being made to secure European funding until 2008. This will be a third phase of the successful CSDI skills programme and will have two strands:

i) making brokerage work for the   cultural sector

ii) activities outside brokerage

The intention is to commission projects that fall outside of brokerage. Discussions are currently underway with both GONE and ONE.
Higher Level Skills 
The cultural sector is a high-skills sector. For example, 50% of employees in some sub sectors are educated to NVQ level 4 or higher.

The North East has an excellent track-record for attracting funding for cultural sector post-graduate education. This has meant that universities have been able to offer MAs with bursaries for fees and living expenses. This has significantly increased access to such programmes, and enabled universities to offer a diverse range of courses.

A significant proportion of this external funding has again come from European resources, which are due to finish within the next two years. As a consequence bursaries are being withdrawn and significant tuition fees will be charged on courses that remain. This limits access and threatens the viability of some of these courses.

Development work needs to be undertaken to identify alternative mainstream funding to support higher-level skills. 

This could be a block resource using the model developed for the CSDI programme or alternative mechanisms. 

Accreditation

The current situation is that accredited qualifications are limited and their work relevance disputed. 

Due to the limited resources for non-accredited courses, it is imperative that work is carried out to identify relevant qualifications and to enhance their up-take. A research programme is needed to map out recent or existing partnerships between employers and providers of accredited training to identify those programmes that have been effective and why and to identify gaps and how they might be addressed. Parallel research into qualifications that aren’t currently accredited but that could be, is also needed.

Creative Apprenticeships

As highlighted in the previous section, there is a lack of accredited vocational training for specific sub-sectors. As a result, it is very difficult for providers to offer training that both meets the needs of employers and draws down LSC funding.

CCSkills is in the process of developing Creative Apprenticeships. It is likely to be 2008 before they are rolled out nationally and, as outlined above, the need is pressing. The North East is in a position to support the development of apprenticeships, building on practice in the region – the apprenticeship programme developed by Sage Gateshead for example. Discussions with CC Skills will be pursued to accredit some of our existing programmes as a short-term measure.




Low levels of use of Business Support Network by the cultural sector

There is confusion and a lack of understanding within the sector about the appropriate way to seek advice and resources to fund specialist skills development activities.

As identified by recent research reports 
 the level of take-up of the Business Support Network’s business and organisational development services by the cultural sector has been very low.  This has been caused by a perception within the cultural sector that Business Link services are not relevant to them.

The aim of creating specialist provision within Business Link will address the supply of appropriate support, but work will need to be done to encourage take-up of this support by practitioners and cultural organisations.  

Brokerage and Public sector organisations

Significant numbers of cultural sector organisations are in the public sector, for example, the majority of the region’s museums and heritage attractions fall within this framework. 

Mainstream support for workforce development will also need to be accessed using the brokerage model, by engaging with the LSC. As with Business Link, there are barriers to access: a lack of appropriate understanding of the sector’s needs, and organisational problems in meeting those needs, once identified. 

Development work to improve awareness and create appropriate channels for interaction regarding brokerage needs to take place. This needs to be prioritised in the LSC’s Action Plan for the region as an immediate prioritiy.

Progression routes

Clear progression routes for skills development have several benefits: practitioners can map out their skills development needs, vocational and academic learning can be linked, and access to higher skills provision is improved.

Frameworks for professional development exist for those working in museums, archives and built heritage through different professional associations linked to this diverse sub sector. 

Work has been undertaken to map out progression routes for some of the visual arts sector by the region’s universities (see Appendix 2).

This work needs to be spread across the whole of the cultural sector. The North East Higher Skills Network (HSN: part of the national Lifelong Learning Network) is undertaking similar work in three industrial sectors: Healthcare, Engineering and Management/Leadership. Initial discussions with the HSN indicate that they would welcome working with the cultural sector on these issues, although they do not have dedicated staff resources to undertake this until work on these three sectors has been completed. 




The role of brokerage in accessing the sector to mainstream resources will be important. The role of the Skills Broker will be to

· have surgery sessions with cultural sector clients

· diagnose skills needs

· recommend a package of provision to meet those needs

· suggest skills providers 

· put together a package of funding.

Generic Skills
The delivery of generic business skills to the cultural sector should make use of mainstream delivery mechanisms in order that:

· The culture sector is able to make use of resources allocated by Government to improve core business skills

· The culture sector does not duplicate provision of generic business skills using its own scarce resources

· The culture sector is viewed (by itself and from the outside) as an important sector of the economy, taking its place alongside other industrial sectors

As such the delivery of generic business and organisational development skills will be through the existing Business Support Network and Voluntary Sector infrastructure.

Culture sector practitioners and organisations will be encouraged to use the Business Link and Council for Voluntary Service (CVS) provision to diagnose their needs and improve their skill base. 

Free organisational development services are available to culture sector practitioners and 
organisations as members of the wider voluntary sector.
 These 

include courses in governance, employment practice, writing funding applications, health & safety and risk assessment, managing committee meetings and budget planning.

Business Link is able to broker consultancy and training support covering similar topics for SME’s, and depending on their funding programmes, may be able to contribute toward costs.

Culture Sector specific LEO 

In recognition of the sector-specific nature of these skills, it is less likely that skills development activity in this area will be delivered by generic business support providers, or through mainstream voluntary sector infrastructure organisations. Rather, skills development is likely to be delivered through a mixture of specialist courses developed by the Region’s FE & HE institutions and through network or ‘hub’ organisations who serve particular sub-sectors.

Even though the development of these skills is likely to be delivered by the sector’s organisations (including HE & FE institutions), it is still essential that this is done in the context of mainstream skills provision.  This is important not just to secure mainstream resources for this activity, but also to ensure that individual practitioners and organisations receive an independent diagnosis of their skills needs.

Again, depending on their programmes, Business Link are able to broker consultancy and training support covering topics similar to those indicated above, and may be able to contribute to the costs.

Specialist Practice Skills

Specialist practice skills captures the skills needs, delivery mechanisms and issues associated with particular sub-sectors of the cultural sector. 

They cover the full range of specialist skills, from Apprenticeship or Foundation level to Masters and beyond but are often highly specialised and high-level. 

Delivery of training and other skills development is carried out in two very different ways:

· Formal accredited learning delivered by FE & HE institutions


Several variations of a skills brokerage model are possible. The model below is shown as an example: it fits current practice within Business Link Tyne and Wear and enables ncsp to enhance access to the cultural sector. It may be that a mix is needed, given the very different skills frameworks that apply to the arts and heritage workforces. As progress is made, models will be monitored and adapted to get the best results.

There will be a continuing need to collate intelligence regarding the sector’s skills development needs and for them to be fed back to skills policy makers. The mechanism for ensuring this is done will have to be agreed with Business Links and the LSC.

On-going dialogue between NCSP and BL/LSC will be necessary to match requests for skills development with the range of available BL or LSC programmes. For 




· Vocational learning – often through informal or semi-formal mentoring, hubs and networks, and unaccredited master-classes, delivered by cultural organisations.

There are a number of partnerships between FE/HE institutions and cultural organisations, bringing these two forms of learning together.

Funding for specialist practice skills will be sought by the Skills Broker from the Regional Development Agency’s Flexible Learning Fund.

Skills development outside BL or LSC remit, NCSP will need to signpost clients to alternative resources.

Signposting to appropriate skills suppliers is dependent on sector knowledge, currently accessed through NCSP or sub sector specialists. Development work is needed to make this information accessible to skills brokers and to the sector itself. This work will include encouraging the sector’s skills suppliers to join the ONE NE register of skills suppliers and identifying if there is a case for developing and making public a sector specific database.


Brokerage Model

Step 1

Client approaches NCSP 

Step 2
NCSP carries out initial diagnostic session with client and provides signposting and access to funding, or, if appropriate, arranges for client to meet with Business Links or LSC skills broker 

Step 3 
Client has made direct contact, or been introduced by NCSP or Business Link/LSC Skills Broker to sub sector specialist or..
Step 4 
The broker works with client to diagnose their needs and to identify options: a package of provision to meet needs including a list of training providers and a funding package. NCSP or sector specialist may contribute to this process. Client receives funding package.
Step 5

Client engages with chosen training provider

Client
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ACTIONS

	Issue
	Action
	Lead (suggested)
	Partners (suggested)
	Timetable & Milestones

	Demand
	Promote business support and skills brokerage model to the arts and heritage sector and vice versa


	ACENE

NCSP


	Regional Business Links

MLANE
NEHEF and constituent organisations
	Plan series of events to raise awareness, promote (from Jan 2006)

Diagnose and implement necessary development (March 2006)

	Higher Learning


	Integrate ACE and MLA Leadership programmes into Regional drive on leadership
	ACENE

MLANE
One NorthEast
	
	2006-2007

	
	Investigate alternative routes of funding to support Higher Level skills and learning
	U4NE

MLANE
ACENE

NCSP
	Regional Business Links
	Begin research (March 2006)

	Supply/Accreditation
	Begin engagement with LSC to develop accredited short courses
	NCSP

LSC
	ACENE

MLANE
Museums Hub
	March 2006

	
	Contribute to development of Creative Apprenticeships
	CC Skills

Sage Gateshead

NCSP


	Sector businesses

NEHEF and constituent organisations

MLANE
ACENE
	2006 – 2008

	
	Gain CCSkills approval for existing traineeships and apprenticeships
	CCSkills

Sage Gateshead

NCSP
	CSDI partners
	Discussion/meeting with CCI Skills (Jan 2006 onwards)



	
	Promote Creative Apprenticeships in the North East
	CC Skills

NCSP
	MLANE
NEHEF and constituent organisations

NE Museums Hub
	2007

	
	Make links between the Lifelong Learning Network (once established) and work on apprenticeships projects
	NCSP

ACENE
	CCI SSC

U4NE

NE Museums Hub


	2006 onwards

	Supply/Infrastructure


	Analyse geographical and sub-sectoral coverage of networks and development organisations 
	ACENE

NCSP


	MLANE
	Identify gaps 

(March – May 2006)

	
	Embed knowledge of culture sector across BL organisations
	Regional Business Links
	ACENE

NCSP

MLANE
NE Museums Hub

NEHEF and constituent organisations
	Pilot with BLT&W (Jan 2006)

Pilot with BLTV (March 2006)

Evaluate pilots (2006)


	
	Regionalise offer of specialist business support
	Regional Business Support Network
	ACENE

NCSP

One NorthEast

U4NE

Knowledge House

NEHEF and constituent organisations

MLANE
	Implement regional plan (Dec 2006)

Ensure that national deliverers are registered on North East suppliers lists (April 06 – March 07 )

	
	Develop sector-specialist skills brokers


	Business Link Tees Valley and Co Durham

Business Link Tyne & Wear

NCSP

Northumberland LSC
	ACENE

Museums Hub

MLANE
NEHEF and constituent organisations


	BLTV and Co Durham pilots  (March 2006)

BLT&W pilot (Jan 2006)

Regionalise (Dec 2006)

May 2006 onward

	
	Review the range and depth of the skills action plan (including LMI on freelancers) and agree action
	Eh
MLANE
ACENE

NEMH

ncsp
	Workforce Development Forum
	2006

	
	Agree approach to interfacing with other relevant SSC’s
	Eh

MLANE
ACENE

NEMH

ncsp
	LSC

Workforce Development Forum
	Summer 2006


	
	Review role of NCSP
	NCSP


	ACENE

MLANE
CNE

ONE
	Jan-March 2006

	
	Greater promotional activity for NCSP across the whole culture sector
	NCSP


	ACENE

MLANE
NEHEF and constituent organisations
	2006
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Baseline information: advertising, crafts, cultural heritage, design, music, performing, publishing visual and literary arts
	Description
	Baseline
	Notes/comparisons

	Businesses
	5,070
	12% of VAT registered businesses in the region



	Employees
	59,000

Culture 10 estimate job creation of a further 24,000 jobs by 2010


	c. 5% of the region’s workforce

	Turnover
	£2,625,115,000


	

	Investment
	400 million generated by bid for Capital of Culture

200 million of capital investment in the region since 1999

140 million investment through Culture 10 
Further capital developments outside NewcastleGateshead

Continuing investment in museums and galleries through Renaissance 

in the Regions and the North East Museums Hub


	


	Volunteers
	120,000
	Estimated from national data. Equivalent to a further 10,000 full time employees. Their average age is 50+

	Qualifications
	50% of employees in some sub sectors educated to NVQ level 4 or higher
	Compared to 19% of regional population with this qualification

	Recruitment, retention, progression
	Little data
	

	Age profile
	Performing arts: aged 25 – 34

Advertising: aged under 30

Crafts: 72% aged 30 59

Arts: evenly distributed between 25 and 55
	Crafts sector most likely to offer employment beyond retirement age (14% aged 60 – 69

	Gender
	Varies across sub sectors. Advertising, Crafts and Publishing are evenly split. Arts are male dominated. No data available for Design or Cultural Heritage
	

	Disability
	9% of craft businesses

2% of Cultural Heritage

Other data not available
	

	Ethnicity
	Data not available
	12% of respondents to this survey were from BME backgrounds.

	Learning Infrastructure
	2,570 unique courses

269 training providers

183 accredited providers


	49% of courses area accredited

51% non accredited

7.4% of all UK students studying CCI subjects are based in the North East




	Learning Infrastructure

FE enrolments

HE enrolments

Networks and Associations

Provision by provider sector

Provision by sub sector
	13,777 in CCI subjects in 04-05

109 unique LSC funded courses

29 providers

10,610

App. 80

Further Education 42%

Adult and Community Learning 10%

Higher Education 8%

Informal learning 3%

Private sector provision 2%

Schools based learning 34%

Performing, visual and literary arts 35%

Design 19%

Crafts 15%

Music 12%

Publishing 9%

Advertising (1%

Cultural heritage 1%


	7% of region’s FE student population

11% of regions HE student population



There is little data (either nationally or regionally) on recruitment, retention and progression rates among staff in the creative and cultural industries.  This section summarises current knowledge by sub sector.  

Cultural heritage has been characterised by low staff turnover, a freeze on recruitment due to budget cuts and consequently a decline in the number of new entrants, deterred by poor pay and conditions
.  Since the establishment of the pilot regional museums hubs and significant public funding as a result 
of Renaissance in the Regions and Creative Partnerships, many new posts have been created.
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Detailed labour market information is not available for the design industries in the North East.

Generator North East, a development agency for the music industry, maintains that most freelance musicians either abandon their careers or struggle to earn a living because: most music revenue goes to ancillary businesses, or to ‘signed’ performers and writers, or to the London-based industry.

Information on recruitment, retention and progression within the performing, literary and visual arts is not currently available at national or regional level. 
[image: image5] 

Demographics

Around 2.5 million people live in the North East.  Over 1 million of these live in Tyne & Wear.  The distribution of CCI businesses compared to population densities is shown in the chart below.  The inner ring shows the population distribution and the outer ring the distribution of CCI businesses.  The chart shows that the CCI businesses are concentrated in the north of the region and are under-represented in the south.
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Chart: Distribution of CCI businesses compared to population density


The age profile of the North East population is ageing in line with UK trends (see chart below).  

The information available on the age of employees in the CCI sector suggests that the performing arts (aged 25-34) and advertising sub-sectors (under 30s) attract younger people , while crafts attracts older people (72% aged 30-59).  

The crafts sub sector is the industry most likely to offer employment beyond retirement age (14% aged 60-69).  This sector is likely to grow in importance as the population profile ages from 41% aged over 45 to almost 47% aged over 45 in 2021.  

The age profile within the arts is evenly distributed between 25 and 55.  

The average age of volunteers is 50+.

The regional ethnic minority population is estimated to be 2.4%
.  We cannot currently estimate the ethnic composition of the CCI workforce.  12% of respondents to the North East CCI survey were from black and minority ethnic (BME) or other non-white British groups.  The high response rate reflects recent focus work done with BME artists by NCSP.


Nationally, the gender balance varies across the sub-sectors.  Advertising, crafts and publishing are evenly split.  The arts are male dominated (63%).  Data are not available on the gender make-up of the cultural heritage and design industries.

Disabled people make up 9% of crafts businesses but only 2% of the cultural heritage sector.  Arcadea (formally Northern Disability Arts Forum) represents over 500 individual disabled artists, performance groups, community arts projects and disability arts forums across the region and co-ordinated a skills seminar in parallel with the writing of the Skills Action plan.


 Learning Infrastructure

Employer support for training

Employers in the CCI sector support training.  The national councils, regional sub-sector agencies, local authorities and most larger employers have documented workforce development plans and budgets.  

The main barriers to training are funding shortfall, a perceived lack of capacity and ignorance of training needs and the learning opportunities available in the region.  



Existing provision

Education and training provision in the creative and cultural industries is very significant.  Some 269 different providers promote a total of 2570 different courses related to the creative and cultural industries.  The region is a focal point for study in the creative and cultural industries.   Some 11% of HE students are reading CCI-related subjects – compared to 6% nationally.

A database of CCI courses is included here (Appendix 4).  The list includes both accredited and non-accredited training at all levels.  The list is not restricted to LSC or other publicly funded provision.  This database was collated from the following sources:


· University for Industry (UFI) / Learn Direct, supplied by Hot Courses.  This identifies 1532 unique courses from 169 recognised providers.


· Course Finder, supplied by LSC County Durham.  This also identifies recognised provision.

Analysis of the database shows that 49% of all courses are accredited and 51% non-accredited.  AS and A2 level or equivalent qualifications and first degrees each make up 14% of all provision.  Analysis of the types of provision shows that further education (FE) and school provision make up 42% and 34% respectively, while adult and community learning (ACL) and higher education (HE) make up 10% and 8% respectively.

The data show that the majority of courses are run either in schools or colleges.  Arts-based courses are most popular.  There is virtually no dedicated training provision in advertising and little in cultural heritage.  
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Chart: Courses shown by training provider
A/AS Level or Equivalent 14%

First degree 14%

Other awarding body 8%

National/First certificate/Diploma 3%

Postgraduate Awards 3%

GCSE or equivalent 3%

Course certificate 2%
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Chart: Courses shown by sub sector
HNC/HND/Foundation Degree 2%

Foundation degree 1%

Access/Foundation Courses (1%

NVQ Level 1/2/3 (1%

Total accredited courses 49%

Total non-accredited courses 51%




Non-formal Learning Networks:

Their role in the cultural sector

Organisations and networks providing non-formal learning utilise a wide range of learning methodologies including short courses, workshops and seminars, mentoring and job shadowing, using different models to suit different people at different times of their lives. They are focused on local development agendas or the specific  needs of the creative industries and teachers are frequently industry practitioners. Provision is practise led and learner centred. Part of the value of activities is that they make connections and bridge gaps between start-up support and career and business development

Research carried out by Bowman Solutions for the region identified twenty-eight non formal-learning providers working within the cultural sector. This is a conservative estimate and more work needs to be done to assess those networks that are core to a learning infrastructure. The Action Plan addresses this need.

Other provision

Major employers provide in-service training and continuous professional development for employees.  For example, from April 2005-February 2006 the North East Museums Hub is running a monthly day-release Core Museums Skills Course to address the skills needs of new employees and volunteers.  NCSP maintains an online diary
 of training events. In 

one month (March 2005) there were 53 events scheduled.  





Employer spend on training

The on-line survey of employers in the sector
 found that employer spending on training varied from zero for organisations with a turnover of less than £21,000 to 

between 2% and 10% for those

with a turnover over £51,000.

Information Advice and Guidance

The employer survey found that employers seeking information on training, qualifications or recruitment and retention of staff are more likely to contact: 

regional agencies (5 out of 10)

private consultants (5 out of 10) 

trade associations (3 out of 10) rather than

training providers (2 out of 10) 

the LSC (1 out of 10) 

or Business Link (1 out of 10).

Regional agencies, sub sector development agencies and non-formal learning networks play a key role in the provision of information advice and guidance (IAG). 

The role they play includes the development and provision of on-line, one on one and face-to-face tools for diagnosing professional development needs, making professional development plans, industry led advice and information, and brokering provision to meet professional development needs. 

The service they provide bridges gaps between start-up support and career and business development, and connects business development and creative skills.

An important task for the Workforce Development Forum will be to develop a strategy for safeguarding and developing IAG that is compatible with the brokerage model.







Coverage of the sector provided by Skills Action Plan
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Skills needs: the context 








Part 1: Background and findings from consultation and research





Model for Delivery & Funding 











…the region is a focal point for study in the creative and cultural industries…








APPENDICES














Executive Summary























Issues affecting the cultural sector: demand





How this will work for the sector
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� Additional examples might be sourced from the Economic, Social and Cultural Impact Assessment Study commissioned by the North East Historic Environment Forum. This is available from: http://www.english-heritage.org.uk/server/show/nav.9186


� research carried out for MusicLeader Northeast


� Routes to Professional Development within the Arts Sector in the North East, Burns Owens Partnership, 2004; Tees Valley Cultural Business Support Study, Scottish Cultural Enterprise, 2005


� A voluntary sector organisation is a not-for-profit organisation, not controlled directly by Government, and whose management committee/board of directors are unpaid.





� Demos, op cit, p. 25


� Population estimates mid years estimates 2001, Office of National Statistics.  CCI business distribution based on North East CCI database (3021 businesses)


� www.n-e-region.com


� www.ncsp.co.uk


� � HYPERLINK "http://www.necultureskills.co.uk/2015survey.htm" ��www.necultureskills.co.uk/2015survey.htm� - based on 10 replies
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