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Introduction 

 

Cultural Heritage and the historic environment form an integral part of the 

make-up of the Welsh economy. CyMAL estimate that a total of 160 

organisations hold collections for public display in Wales, including independent 

museums, local authority museums and university museums, amongst others.1 

Meanwhile, there is a larger ecosystem of private businesses, publicly funded 

organisations, public sector teams and freelancers involved in the on-going 

maintenance of the historic environment. While it is difficult to estimate the total 

number of workers in this area, previous research by Creative & Cultural Skills 

indicates that there are a minimum of 2,000 workers in this area of the 

economy. The likelihood is that this figure is far higher, incorporating the full 

numbers of workers surveyed in this work.2 

This report provides an outline of the key skills, training and workforce 

development issues facing the cultural heritage and wider historic environment 

sector in Wales. It draws upon the first major study looking across the spectrum 

of cultural heritage institutions and the historic environment as a whole, using a 

methodology that accounts for the various different areas of the sector, from 

freelancers and individuals through to large organisations and businesses. 

It has become apparent throughout the study that the cultural heritage sector is 

not a homogenous sector, but made up of many interlinking and combined areas 

of work, cutting across areas such as the construction industry, the creative 

industries and tourist services in the UK. To that end, it is striking that there still 

appear to be a number of core issues which are consistent across the sector as a 

whole, along with those that impact on a more specific, sub-sector level. 

Methodology 

 

This report utilised a mixed methodology, through both quantitative and 

qualitative work into the cultural heritage sector. The main strand of work was a 

large-scale telephone survey of organisations, teams and individuals working 

within the sector. 1010 interviews were conducted in the UK as a whole (which 

can be seen in table 1). The research also took in a range of in-depth interviews 

with organisations across the whole spectrum of cultural heritage, including 

interviewing a variety of organisations in Wales.3 

Chapter 1: Breakdown of respondents in Wales 

 
The following table provides a breakdown of respondents to the survey from the 

UK as a whole and Wales. Throughout the sample, cultural heritage institutions 

                                                           
1
 CyMAL, A Museums Strategy for Wales 2010-2015 (2010). 

2
 Creative & Cultural Skills, Impact and Footprint 2012/13 (2012). 

3
 A fuller discussion of the methodology is available from Creative & Cultural Skills and TBR. 



 
 

are particularly strongly represented in Wales, with museums compromising 
23% of the total sample. A number of areas were not represented at all in 

Wales, due to a lack of contact details for these organisations; in particular, 
Chartered Surveyors with a Conservation specialism and Conservation Engineers 

are not represented in the overall picture for Wales.  
 

Table 1: Breakdown of survey respondents by sub-sector 

Main area of activity Count of UK 
respondents 

% of UK 
respondents   

Count of 
Wales 
respondents 

% of Wales 
respondents 

Archaeology 75 7% 9 11% 

Chartered Surveyors Conservation 25 2% -   

Conservation Architects 67 7% 2 2% 

Conservation Engineers 9 1% -   

Conservation: Art & Artefacts 75 7% 5 6% 

Galleries 119 12% 11 13% 

Historic Sites 107 11% 7 8% 

Landscape Architects 74 7% 4 5% 

Museums 140 14% 19 23% 

Town planners: local authority AND 
Conservation Officers 

50 5% 2 2% 

Town planners: specialised teams in urban 
planning businesses 

57 6% 4 5% 

Conservation Officers 89 9% 5 6% 

Libraries and archives 112 11% 15 18% 

Architectural/Buildings historians 11 1% 1 1% 

 

 

The graph below highlights the sizes of businesses sampled within the survey. 
Consistent with previous studies of the sector, the majority of organisations are 

at the smaller end of the spectrum. This may particularly be due to the fact that 
sampling large museums and cultural heritage institutions has been reduced in 
order to get a more granular look at smaller organisations and freelancers 

operating within the sector.  
 

Figure 1: Breakdown of organisations by number of employees 
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 In Wales, 79% of organisations (including freelancers) sampled within the 
research employed 10 people or less within their organisations. This is 

unsurprising, given the range of sub-sectors covered within these areas 
and the lack of growth potential amongst various areas within the sector. 

In Creative & Cultural Skills previous Impact and Footprint research, 76% 
of the cultural heritage sector in Wales employed fewer than 10 members 
of staff.4 

 
 The situation in Wales is broadly similar to the picture in the UK as a 

whole, with the number of businesses tailing off at organisations which 
employ over 100 people. These organisations are likely to be large cultural 
heritage institutions, which may be more likely to cluster in major urban 

centres (such as large museums). 
 
 

In Wales, 55% of businesses or organisations currently have people working on 

an unpaid basis. This figure is 42% in the UK as a whole, the below graph shows 

the distribution of how many unpaid people organisations take on. 

Figure 2: Number of unpaid staff employed by cultural heritage 
organisations 

 

 It is striking that 13% more welsh organisations take on unpaid staff, in 

comparison to the UK as a whole. This may indicated that the 

management of unpaid staff, and their development and oversight is a 

key area for skills development in Wales, more so than in the rest of the 

UK. 

 

 The largest number of organisations takes on one unpaid member of staff 

at a time, at 13%. However, a further 32% go further, and take on 

between 2 and 24 members of unpaid staff. Again, this has quite striking 

implications for the management of these individuals.   

                                                           
4
 Creative & Cultural Skills, Impact and Footprint 2012/13 (2012). 
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Chapter 2: New Entrants to the Cultural Heritage sector 
 

This section looks in detail at new recruits into the cultural heritage sector. 

These don’t just occur straight from education, but apply to all new entrants at a 
variety of levels and career stages. The table below outlines that 66% of Welsh 

organisations or teams have successfully recruited new staff (over the past three 
years). This is identical to the number in the UK as a whole, suggesting there is 
little difference in the current climate for organisations between the UK and 

Wales. 
 
 

Table 2: Recruitment habits of cultural heritage organisations over the 
past three years 

Recruitment of staff 
 

UK Count UK % Wales Count Wales % 

 680 100% 70 100% 

Successfully recruited new staff 
(paid or unpaid) 

450 66% 46 66% 

Sought to recruit new staff (paid or 
unpaid), but not found the right 
applicant 

66 10% 6 9% 

Neither sought, nor recruited any 
new (paid or unpaid) staff 

214 31% 23 33% 

Don’t know 6 1% -   

 

 It is striking that so few cultural heritage organisations currently 

experience skills shortages. That is, they have sought to recruit new staff 
but not found the correct people to fill those roles. This relates to only 9% 

of the sector in Wales and 10% of the cultural heritage sector in the UK as 
a whole. This perhaps shows a lack of foresight within the sector, given 
the statistics (shown in figure 16) about the future of the workforce and 

the loss of skills due to retirement. 
 

 33% of organisations in Wales neither sought nor recruited any new staff 
over the past three years. This is similar to the UK as a whole. 

 

The study looked at the types of roles within the sector that had been recruited 
into within the sector, from the 66% of organisations/teams that had 

successfully recruited staff. The table below shows which roles were recruited 
into: 
 
 



 
 

Figure 3: Roles which cultural heritage organisations have recruited into 
over the past three years 

 
 

 In Wales, and the UK as a whole, specialist roles within the cultural 
heritage sector were the most recruited. Some 39% of those that had 

recruited staff had done it into these roles. This should come as little 
surprise, given the specialised nature of the sector, and the predominance 
of small businesses already highlighted within the report.5  

 
 Visitor service roles, and administrative and support roles were also 

heavily recruited into, with 33% and 28% of organisations recruiting into 
these areas in Wales, respectively. The high rate of turnover may be 
expected to some extent of visitor service roles, as these may be short 

term or temporary contracts, rather than roles that lead to career 
development within the cultural heritage sector. 

 

 Management roles are consistently recruited into by the sector. 24% of 
the Welsh organisations that recruited brought in managers at either mid 

or senior levels. Given the make-up of many of these organisations 
though, it is highly likely that recruited individuals will be expected to 
have both specialist skills in a particular area of work, and hold a 

management role.  
 

Of the 9% of the workforce that were not able to find suitable candidates to fill 

vacancies in Wales, the majority indicated that specialist roles presented the 

                                                           
5
 TBR’s main report holds more in-depth detail on the specialist roles which businesses in the UK recruited 

into. 
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biggest issue. The graph below shows the job roles which organisations have not 
been able to appoint to: 
 

Figure 4: Job areas where cultural heritage organisations had difficulty 

recruiting 

 
 

 Specialist roles are the most difficult to recruit to, although the 
discrepancy between the UK and Wales statistics here may be caused 
more by small sample sizes rather that a genuine difference in the needs 

of Wales as opposed to the UK. Given organisations are most likely to 
recruit into specialist roles though, it is unsurprising that this also proves 

to be a challenge at certain points. 
 

 Sample sizes here are too small to makes specific judgements about 

specialist roles in Wales, but respondents indicated that they had 
struggled to fill conservationist, archaeologist and chartered surveyors 

(with conservation specialism) roles in Wales. These also proved difficult 
to fill in the UK as a whole but archivist and curator roles were also hard 

to fill in the UK. 
 

The graph below shows which roles within the sector (including specialist roles 
where mentioned) were most challenging to recruit into. 
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Figure 5: Roles within cultural heritage that were the most challenging 
for organisations to recruit into 

 
 Administrative and support roles were seen as the most challenging to 

recruit into, at 25% of the respondents in Wales, slightly higher than in 
the UK. 
 

 Management roles also proved challenging to recruit into, with 20% of 
respondents claiming that these were a challenge in Wales, the same rate 

as in the UK as a whole. 
 

Chapter 3: Skills gaps within the cultural heritage sector 

 
Chapter 2 focuses on the skills of the current cultural heritage workforce. It 
examines the gaps in their skills, knowledge and attributes, and discusses the 

impact that this has on the wider organisations and businesses in which they sit. 
Skills gaps within the workforce are far more predominant currently than skills 

shortages, or a lack of suitable applicants to roles within the sector, and this 
section provides and analysis of this. 
 

Skills gaps within the workforce are a significant issue within the cultural 
heritage sector. In Wales, 49% of the surveyed respondents felt that there were 

skills gaps within either their team or organisation. This was higher than 
England, where only 42% felt that there was a lack of skills held by their current 
workforce. 

 
The table below shows the roles where these skills were predominantly lacking: 
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Table 3: Roles in which skills gaps were identified within the workforce 

Area in which skills are lacking within the workforce UK Count UK % Wales 
Count 

Wales 
% 

Specialist roles which require specific education & training 141 44% 16 50% 

Management roles, such as mid-level and senior 
management 

66 21% 11 34% 

Administrative and support roles, such as IT support and 
clerical staff 

77 24% 11 34% 

Marketing, PR roles 81 26% 9 28% 

Business development, and fundraising roles 46 15% 7 22% 

Education roles, such as delivering & planning learning 
programmes 

36 11% 4 13% 

Facilities staff, such as security and cleaning 12 4% 2 6% 

Visitor services, such as admissions and guides 21 7% 2 6% 

Don’t know 11 3% 1 3% 

Accounting or finance roles 9 3% 1 3% 

No relevant answer 15 5% 1 3% 

Sales or retail roles 8 3% -   

Cafe or food related roles 6 2% -   

Volunteers, interns or work experience - unspecified role 6 2% -   

Business planning roles 10 3% -   

 

 As can be seen above, specialist skills are particularly lacking within the 
current workforce. This could potentially be due to the fact that specialist 

skills change and evolve over time, and that specialist roles adapt over 
time, needing individuals to constantly update their abilities. 

 
 Management roles are also an area of concern for more of the workforce 

in Wales than the UK as a whole. Skills gaps within this area is expected, 

given the sector has a preponderance to adapt specialist workers into 
managers during the middle of their careers. 

 

 Administrative roles are also consistently problematic, with 34% of Welsh 
organisations citing a lack of specific skills and abilities in these roles. 

 

 Marketing and PR roles and business development and fundraising roles 
are all significant gaps within the workforce, although they do not 

constitute current specific skills shortages for those that have been 
recruited. This might imply that these skillsets are actually held by staff 
throughout organisations, rather than by specific individuals that need to 

be recruited for. 
 

Specialist roles clearly remain the priority for cultural heritage organisations, and 
the graph below outlines the specialist roles in which the Welsh workforce is 
currently experiencing a lack of skills: 
 



 
 

Figure 6: Specialist roles in which there are currently skills gaps 

 

 Conservators and conservation officers appear to the roles in which there 

are the most pressing number of skills gaps in Wales, this is followed by 
historic buildings or conservation advisors and IT or technical support 

roles. 
 

 The picture in England is slightly different, where Curators and 

Archaeologists seem to be experiencing skills gaps within the workforce. 
 

The graph below highlights why organisations believe that the skills highlighted, 
either at generic or specialist level, are lacking.  
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Figure 7: Reasons why individuals in cultural heritage organisations 
experience skills gaps 

 
 

 The most significant issue for Welsh organisations is that there is an 
insufficient budget for training, with 24% of firms stating that this is the 

reason that they experience skills gaps. This is explored in more detail in 
chapter 3. 

 
 More pertinent to the development of qualifications and training, a full 

15% of the Welsh respondents claimed that there was a lack of available 

training. An insufficient amount of time for training was also seen as a key 
problem for those experiencing problems within the workforce. One area 

differed to the UK as a whole, where a lack of experience on the job was 
seen as the largest cause of skills issues within the workforce, in 
comparison to Wales. 

 
 

The graph below highlights the impact that these skills gaps have on 
organisations: 
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Figure 8: Impact of skills gaps on cultural heritage organisations 

 

 Organisations are prone to falling below capacity if they experience skills 

gaps. 34% of businesses in Wales experience this if they have skills gaps 

in the workforce. 

 

 27% of Welsh organisations claim that skills gaps disrupt the flow of work, 

which may lead onto other consequences for those organisations. 

 

 20% claim an increased workload for others is the result of skills gaps, 

and a further 17% claim that more work is outsourced to other 

organisations.  

Chapter 4: Training and staff development 
 

This chapter looks at the training and development opportunities offered by 
organisations within the cultural heritage sector in Wales, to examine if these 
mitigate some of the issues around skills gaps discussed in chapter 2. Only 14% 

of cultural heritage organisations in Wales offer no training at all, as seen in the 
graph below, which also charts the opportunities offered to unpaid staff within 

the sector. 
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Figure 9: Training opportunities offered to paid and unpaid staff in 
cultural heritage organisations 

 
 

 On the job training is the most prevalent form of knowledge sharing 

within the sector, which is received by 55% of staff working in cultural 
heritage organisations in Wales. This is usually the easiest form of training 
to accommodate, and does not require large amounts of structure or 

organisation necessarily. 
 

 Part time or short courses that do not lead to formal accreditation are also 
used by a third of organisations in Wales, slightly higher than the UK 
average. 

 

 Coaching and mentoring from an experienced colleague, which would 
require more preparation and structure than on the job training, is also 

widely used, with 25% of organisations using this form of training to up-
skill their staff. 

 

 Part time or short courses with a qualification attached to them, which are 
presumably more costly and less widely available than the above forms of 
training do play a part in the cultural heritage sector in Wales. Nearly a 
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quarter of organisations use these for staff development and training in 
Wales. 

 

 59% of unpaid staff in Welsh cultural heritage organisations or teams had 
access to the same training opportunities as those offered to paid staff. 

The rate is slightly higher in the UK as a whole, where 61% of 
organisations offered the same training opportunities to unpaid staff.  

 
 

The graph below looks at the training budgets of organisations in Wales and the 
UK. In the UKCES’s Employer Skills Survey, only 29% of businesses have a 
training budget, which looks broadly similar to the cultural heritage sector, 

where 55% do not have a training budget in Wales, and 19% do not know 
whether or not they have such a budget.6 
 

Figure 10: Size of training budgets for cultural heritage organisations 

 

 26% of businesses in Wales have a training budget, with 10% of the total 
respondents holding a training budget of under £1000 per organisation. 
 

 The research does not show the training budget per head, so it is difficult 
to know if the training budget across the spectrum is largely the same for 

individuals, but is just different in size due to the size of the organisation. 
 

As can be seen in the graph below, training budgets have stayed relatively static 
over the past three years, which represents the period from 2009 to present. 

Indeed, the picture seems to be one of more stability in Wales than the UK as a 
whole. 

                                                           
6
 UKCES, Employer Skills Survey (2011). 
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Figure 11: Change in training budgets over the last three years 

 

 Training budgets in Wales did not decrease at the same rate as those in 

the UK, where there 27% of organisations claimed to have experienced a 
reduction, in comparison with 9% in Wales. 

 
 However, training budgets in Wales were also less likely to increase, with 

only 5% of the budgets increasing, in comparison with 16% of 
organisations in the UK having experienced an increase in training 
budgets. 

 

Chapter 5: Business change and forward planning within 

cultural heritage 

 

This section focuses on a number of areas which are set for change within the 

cultural heritage sector over the next five years, in order to look at some of the 

preparation currently taking place within the sector to allow for potential 

changes in funding and approach over the coming years. 

In the UK, 39% of all organisations and businesses within cultural heritage 

received some form of public funding. This figure was higher in Wales, where 

51% of organisations received public funding. The table below sets out how 

significant this was seen to be by each organisation: 
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Figure 12: Significance of public funding to cultural heritage 
organisations 

 

 Public funding was seen as almost equally important in Wales as it was in 

the UK as a whole. 83% of respondents in Wales felt that public funding 

was either significant or very significant to their organisation. 

It was important to test through the survey whether business models were 

changing within the sector, given the impact of the recession and on-going 

economic climate. In both the UK as a whole and Wales, it was felt that changes 

to public funding had in many cases already led to a change in how businesses 

operate. In Wales 42% said that their business model had already changed due 

to this, and a further 31% claimed it would change in the future. Only 22% felt 

that changes in public funding would not affect business models in the future. In 

comparison, 61% of organisations in the UK felt that they had already changed, 

16% claimed it would change in the future and only 16% felt their organisations 

business model would not change. 

Wales can therefore be seen to experience a similar level of disruption to the UK 

as a whole, but it has not reacted as quickly in terms of already addressing the 

changes to its business models. 

When asked whether organisations felt they had the required skills to handle the 

change in business models anticipated (either now or in the future), 50% of 

organisations felt that they either had the skills already, or had them to a large 

extent. This was almost identical to the sample for the UK as a whole. However, 

a higher proportion of Welsh organisations felt they had the skills to a moderate 

extent already, in comparison to the UK as a whole (46% compared to 32%). 

(Q51) The new skills required by organisations who indicated that they did not 

have all the abilities to handle business model change in the future were varied 

in Wales. Organisations felt that they needed change management skills (40%), 

strategic planning skills (25%) and financial planning skills (20%). This is 

broadly similar to the UK as a whole. Internal training and the recruitment of 

new staff were seen as the primary methods for solving these issues in Wales. 
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Business and enterprise skills  

The following graph highlights the business and enterprise skills which will 

become increasingly important in the next five years: 

Figure 13: Business and enterprise skills which will increase in 
importance over the next five years 

 

 For Welsh respondents, it is clear that a number of different areas are of 

similar importance with regards to future business and enterprise skills. 

Having the ability identify new and alternative sources of finance, 

diversifying income streams and budget planning were all seen as 

increasing in importance over the next five years. 

 

 Only 8% of respondents felt that skills in various areas related to business 

and enterprise would not become increasingly important over the next five 

years. 

The following graph looks at the methods by which cultural heritage believe they 

will be able to equip themselves with the business and enterprise skills to 

manage change in the future: 
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Figure 14: Methods by which cultural heritage organisations will gain 
business and enterprise skills 

 

 In Wales, 31% believe that these skills can be delivered through informal 

internal staff training. Further to this, 28% believe that external training 

that does not result in a qualification will be the method by which these 

potential skills gaps will be alleviated. 

  

 Recruiting new staff to manage this change is seen as more viable in the 

UK than in Wales. In the UK a fifth of respondents believe they will need 

new staff to plug these gaps, in comparison to 13% in Wales. 

When asked in general what skills will be in demand in the future, respondents 

usually answered in line with how they perceive current skills gaps and 

shortages within the sector, as detailed in previous chapters: 

Figure 15: Types of skills which are set to be in demand in the future 
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 Possibly due to the size of organisations, and the various different roles 

that one has to inhabit within an organisation, cultural heritage 

organisations in Wales were most likely to suggest that balancing sector 

specialist skills and business skills was going to become the most in 

demand in future. 

 

 However, the priority on specialist skills and knowledge will not leave the 

sector. 55% of respondents in Wales believe that very specific skills 

related to the specialist areas in which individuals and teams work will 

continue to maintain importance. 

Skills lost in the future 

A large proportion of cultural heritage organisations believe that skills will be lost 

in the future, due to the retirement of their workforce. In Wales, 52% of 

respondents believe this will be the case, with these skills not being replaced 

within the workforce. The mood is only marginally more optimistic in the UK as a 

whole, were 49% of businesses believe this to be the case. The timescale for this 

change is different for a variety of respondents though, as seen in the graph 

below: 

Figure 16: Cultural Heritage organisation's view on whether skills will 

be lost without replacement over time 

 

 Respondents in Wales suggest a certain amount of urgency in terms of the 

amount of skills being lost in the sector without replacement. 35% believe 

that skills will be lost within the next two years, while a further 21% 

believe this is set to happen within the next 2-5 years. 

 

 Respondents in Wales were more likely to not know when this loss of skills 

was set to happen, with a quarter of respondents indicated that this was 

the case. 
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Conclusions 
 

This research has attempted an ambitious task of drawing together the breadth 

of the cultural heritage and historic environment sector into one report, drawing 

findings across the whole spectrum of the sector, from museums and archives to 

town planners with a responsibility for protecting the heritage landscape. What is 

apparent through the work is that these areas are very different, but do exist in 

an ecosystem where there are commonalities across the landscape, and 

significantly with regards to skills development and training issues. 

In general, respondents in Wales did not typically associate themselves with a 

broader ‘cultural heritage sector’, but were more strongly aligned with their 

individual professions or sub-sectors.  The exception to this within the UK was 

Northern Ireland, where a number of cultural heritage professions work together 

within the remit of the Northern Ireland Environment Agency.  This joint working 

was considered to foster a stronger sharing of skills across the sector and to give 

the cultural heritage sector a stronger voice and recognition of its contribution to 

the economy. 

The cultural heritage sector as a whole was identified as being slow-moving in 

terms of the recruitment of new staff. Generally, changes to these organisations 

and teams do not occur with a high rate of labour movement or staff turnover. 

This is compounded by the fact that significant budget changes over the past 

few years have impacted on these organisations, as a result of current economic 

conditions. This has manifested itself in concern across the sector over a lack of 

opportunities for young people, particularly due to a concern that the current 

highly skilled workforce may begin to leave roles due to retirement. This issue is 

most acute within conservation, where skills in professions like architectural 

historians, conservation engineers, landscape architects and conservators of art 

and artefacts are already in short supply. 

Despite these challenges on the demand side, the supply of entrants to the 

sector remains strong, although whether they are qualified to the right level is 

another matter. The expectations of organisations has now raised, so individuals 

are expected to enter the sector with specialist skills in their specific area, along 

with managerial, business and other skillsets to add value to the workforce.  

The extent to which volunteering helps or hinders the development of the wider 

cultural heritage sector is also ambiguous, in terms of entry to the workforce. 

While volunteer roles are crucial to many of the sub-sectors (particularly 

museums and cultural heritage institutions) and help people gain experience, 

they may also stop the sector from accessing the diverse pool of talent that 

could be available to it. It may also be acting to reduce the number of paid jobs 

available within the sector. 



 
 

Regardless of the recruitment issues into the sector, cultural heritage 

organisations and teams are broadly in agreement that business models in their 

areas are changing, with organisations recognising that they will have to become 

increasingly commercial as public funding retracts. Key skills were identified to 

facilitate this, including skills in change management, strategic planning, 

financial planning and sourcing income.  The key business skills needs include 

budget planning, identifying new and alternative sources of finance, planning 

and managing sustainability and growth, diversifying current income streams 

and marketing and advertising. 

The combination of recruitment challenges , skills gaps and the challenges in 

addressing these skills gaps (including low training budgets, lack of entry level 

opportunities, perceived lack of training opportunities/capacity to undertake 

training opportunities) means that a high proportion of respondents consider 

skills will be lost in the next 5 years without replacement due to retirement. This 

is an issue which has preoccupied the sector for a long time, and was previously 

raised in reports such as the Cultural Heritage Blueprint, however with a 

reductions in public funding it seems like this might be reaching a critical point 

for the whole spectrum of the sector.7 Succession planning must therefore 

ensure that specific skills are replenished within organisations, in order to ensure 

the future vitality and diversity of what the sector can do. 

A final concern raised by a number of the statutory organisations and 

membership bodies across Wales and the UK as a whole, was the impact of the 

localisation of services and up-coming referendums on cultural heritage funding 

and skills development. These changes would result in a lower level of skills 

development as organisations concentrate on survival and through localisation, 

are not working together to share skills needs. Action needs to be taken in a 

concerted manner to ensure that skills development and long term succession 

planning are not relegated to the background, in the face of potential cutbacks 

to funding at a local level. 

 

                                                           
7
 Creative & Cultural Skills, Cultural Heritage Blueprint (2008). 


