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1. INTRODUCTION
In January 2010, Alan Grieve CBE, Chairman of the Jerwood Foundation, was asked by the
then Minister for Culture and Tourism, Margaret Hodge, to set up a new pilot scheme to
tackle the issue of fair access into the arts professions for new graduates.
“The overarching vision for the proposal is to make entry into arts professions more
accessible to people who cannot afford to undertake unpaid work placements, and
thus open up arts careers to a wider group of people. Bursaries will present
graduates from less affluent backgrounds with a real opportunity to kick start their
career in the arts, and will also result in a wider talent pool to be drawn on by
employers.” DCMS, Nov 2009
The Jerwood Foundation (JF) and its partner organisation, the Jerwood Charitable
Foundation (JCF), in collaboration with the Scheme’s funders, the Department for Culture,
Media and Sport (DCMS) and Arts Council England (ACE), were tasked with creating and
managing a pilot scheme to create work placements for talented new graduates as an
alternative entry point into careers in the arts. The directive from DCMS was that
placements should be for up to 12 months with the focus on creating paid opportunities for
graduates to undertake real responsibilities. For this reason, the Scheme purposively
avoided the “internship” label which implies shorter term opportunities.
The Scheme was initially launched by Gordon Brown in March 2010 with a photo call at
Number 10. Once the first placements were underway, a launch event was held in
November 2010 at Jerwood Space, London by Ed Vaizey, Minister for Culture,
Communications and Creative Industries, and Alan Grieve.
Over a two year period from March 2010 to March 2012, 42 new work placements were
created within 42 arts organisations across England. Talented recent arts graduates were
recruited by selected host organisations according to a set of financial and academic
eligibility criteria. Anecdotally, we know that less affluent new graduates are the most likely
to be lost to the sector if they are unable to find paid work in the arts the first year or two
after graduating as they have fewer options for gaining valuable work experience. The
Scheme aimed to give this demographic a specific route into the arts and in the process to
broaden the arts workforce beyond those who could afford to undertake extended periods
of unpaid work.
This report sets the Scheme in the context of the wider industry, looking at the experiences
of the participants and the impact of the Scheme on their personal development, on their
careers and on host organisations. It draws conclusions from evaluation material collected
over the two year period and makes recommendations for the future development of the
Scheme beyond this pilot.
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2. CONTEXT FOR THE SCHEME
The Final Report of the Panel on Fair Access to the Professions1 (2009) identified the need to
make entry level jobs and internships affordable for all.
“Internships are accessible only to some when they should be open to all who have
aptitude. Currently employers are missing out on talented people – and talented
people are missing opportunities to progress. There are negative consequences for
social mobility and for fair access to the professions.”2
The report acknowledged that securing an internship all too often depends on who you
know and not on what you know and that those who could not afford to work for free were
least likely to progress. The Panel considered how to open up opportunities for internships
and recommended that the professions, working with government and others, should take
action on:
• Making a fairer and more transparent system
• Recognising best practice
• Removing financial barriers.
Few schemes in the arts existed at that time which tackled the financial barriers to entry,
with the focus mainly on ethnic diversity, and none to our knowledge were supporting new
graduates entering the workforce. The Museums’ Association was expanding its Diversify3
scheme to provide training opportunities specifically for people from less affluent
backgrounds, following successful programmes for disabled candidates and candidates from
ethnic minorities, but the scope of that scheme was limited to 6 placements per year. Other
programmes researched when setting up the Scheme focused on related areas such as
cultural leadership (Peach Placements4 run by the Cultural Leadership Programme and Clore
Leadership Fellows5), early workforce training and jobs for young people (Creative
Apprenticeships6, Heritage Lottery Fund Training Bursaries7 and Future Jobs Fund8) and fair
access for black, Asian and minority ethnic (BAME) candidates (Graduate Fellowship
Programme9 for Film and TV run by Diva Films and funded by Skillset).

1

(http://webarchive.nationalarchives.gov.uk/+/http://www.cabinetoffice.gov.uk/media/227102/fairaccess.pdf)
2
Ditto, page 112
3
http://www.museumsassociation.org/careers/diversify
4
http://www.culturalleadership.org.uk/peach-placements/
5
http://www.cloreleadership.org/page.php?id=48
6
http://ccskills.org.uk/creative-apprenticeships
7
http://www.hlf.org.uk/HowToApply/Pages/trainingbursaries.aspx
8

http://webarchive.nationalarchives.gov.uk/+/www.direct.gov.uk/en/Employment/Jobseekers/LookingForWor
k/DG_184167
9
http://www.divafilms.co.uk/
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This research fed into the design of the Scheme, and meetings with other Schemes’
directors and their evaluation reports provided a frame of reference for this Scheme.

3. AIMS AND OBJECTIVES

The aim of the Scheme was to improve equal access to entry level jobs in the arts, with the
long term goal of improving diversity in the arts workforce.
The objectives were to:
•
•
•
•
•
•
•

develop a fair and transparent bursary system
provide a minimum of 40 high quality placements for talented but less affluent
graduates within arts organisations, concluding by March 2012
provide positive benefit to the bursary recipients during their placements
improve their chances of finding permanent employment in the arts thereafter
provide positive benefit to host organisations
evaluate the success of the pilot phase of the scheme and make the case for funding
of an on-going programme
build public awareness of the Scheme and the issues it engages with, within the arts
and related sectors, and engage participants as ambassadors of the Scheme

i) Measures of success
•
•
•
•
•
•
•
•

A minimum of 40 high quality placements secured
Enough high quality candidates applied for hosts to recruit
Hosts and bursary recipients satisfied with the Scheme
Majority of placements completed successfully
Full compliance and involvement in the evaluation secured from the range of
participants
Criteria proved workable
Plans for scalability of the Scheme in place
Demonstrable case made for continuation of the Scheme

a) For recipients:
•
•
•
•
•

Increased confidence, aspirations, skills and commitment to the arts evident
Successful mentoring relationships provided
Extended professional networks developed
A job in the arts secured on completion of the placement
Successful job progression in the arts over 5 years achieved

b) For hosts:
•

Tangible contribution to the organisation made by the recipient
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•
•

Hosts would target less affluent applicants again, engaging in changes in recruitment
practices.
Hosts have made valuable new relationships

c) For the sector:
•
•
•

Public awareness of the Scheme and the issue it addresses raised, within the arts and
related sectors
Broader range of organisations are thinking differently about recruitment, improving
diversity of the arts workplace.
Scheme’s participants have acted as ambassadors for the Scheme, influencing
changes in employment practices

4. SCHEME OUTLINE AND MANAGEMENT
i) Structure of the Scheme
•

•
•
•
•
•

•
•
•
•
•

The Scheme supported bursary placements within ACE’s defined art forms and was
open to a full range of creative roles: from directors, performers and musicians to
producers, backstage and arts management roles.
It was England-wide.
Placements were between 6 – 12 months long, full- and part-time.
Placements received a salary of £15,000 pa pro rata, covered by the Scheme. A
grant of £5,000 pa pro rata was awarded to host organisations.
Recruitment and on-going management of each placement was the responsibility of
the host.
The Scheme provided an independent mentor for each placement, as well as
structured networking and professional development opportunities during the
Scheme.
Placements ran between August 2010 and March 2012, advertised on a rolling basis
during this time.
Placements were real jobs in which recipients learnt whilst working and fulfilled an
important role within the host organisation.
Eligible recipients had been in receipt of a full maintenance grant (or special support
grant or hardship fund) whilst at university.
Eligible recipients were arts graduates who had graduated from their first degree (or
equivalent) since 2009 with a minimum 2:1 degree.
The Scheme was a pilot which aimed to make the case and propose the structure for
a long-term programme.

ii) Placements
Organisations were invited to apply according to two main criteria; that they were amongst
those producing the highest quality artistic work, and that they were seen to be running
their organisations and looking after their staff in an exemplary fashion, ensuring the best
offer for bursary recipients. There were three rounds of applications from hosts; June 2010,
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September 2010 and March 2011. Both hosts and the roles they offered were chosen to
reflect the:
•
•
•
•

broad spectrum of art forms
diversity of types of job role in the arts
geographical location of the opportunities
differing size and funding status of companies.

Roles were intended to enhance the development of the host organisation as well as
providing the best opportunity for recipients. All but two of the roles were new positions
within the organisations, designed specifically for the Scheme to be the best opportunities
the hosts could offer.
iii) Criteria
Maintenance Grants were chosen by DCMS at the outset of the Scheme as the fairest and
most manageable means of assessing the financial status of recent graduates. There was
both desire and need to operate the pilot phase with light-touch and lean administration,
rather than opting, as some other Schemes had, to means-test individual applications (such
as the Museums Association’s Diversify scheme). Assessed by the Student Loans Company
each year based on levels of parental income, students are provided with a document for
every year of study confirming the level of funding they receive. In order to increase the
pool of candidates that it was felt would still find it hard to undertake unpaid internships,
the criteria were widened to include other forms of income-assessed support, such as
Hardship Fund or Special Support Grants. These had to be assessed by a government or
university body and had to be at least £1,000 pa for each year of study.
As the focus of the Scheme was on recent and most talented arts graduates, the year of
graduation was set, as was the grade and the range of degrees allowable. The criteria were
also intended to focus and reduce the number of applicants, making it more manageable for
the hosts to manage recruitment.
iv) Management
The Scheme was run by its Director, Kate Danielson, in conjunction with the Jerwood
Charitable Foundation (JCF) and Jerwood Foundation (JF). With the support of JCF’s
Director, Shonagh Manson, Kate Danielson’s role was to:
•
•
•

Create the structure of the Scheme, refining the criteria and procedures as laid out
by DCMS
Invite, assess and select the host organisations, and assist them in creating the right
opportunities
Approve the selection of bursary recipients for each placement according to the
financial and academic criteria, and approve mentor selection
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•
•
•

•

Advise and support both host and bursary recipients on an on-going basis
Conduct on-going evaluation of the Scheme with assistance from the Evidence and
Analysis Unit at DCMS and compile the final report
Raise the profile for the Scheme within the sector and involve hosts and recipients as
ambassadors, with support from the Press and Digital Communications teams at
DCMS
Create and support professional development and networking opportunities for
participants.

5. EVALUATION METHODS
Information was collected in the following ways:
i)

Online surveys

Information
Anonymous applicants’ questionnaire
Entry questionnaire - hosts
Entry questionnaire - recipients
Exit questionnaire - hosts
Exit questionnaire - recipients
Unsuccessful applicants’ follow-up survey: Dec 2011

Number
completed
1,693
42
42
42
42
118

ii) Written material
Information

Number
completed
42
42
42
42
42

Director’s entry interview with hosts
Director’s entry interview with recipients
Director’s exit interview with hosts
Director’s exit interview with recipients
Mid term report from hosts/recipients

iii) Other sources
Bursary Blogs on the DCMS site: blogs.culture.gov.uk/main/bursary_blog/
The Digital Communications team at DCMS encouraged recipients to write about their
experiences and published these on the DCMS website.
The following material was published on the JCF website:
www.jerwoodcharitablefoundation.org/page/creative-bursaries:
•

Personal blogs in the Recipients’ Directory
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•
•

Interviews with hosts and recipients
A five minute film commissioned to outline the Scheme

6. FINDINGS AGAINST OBJECTIVES
This section reviews the findings highlighted by the evaluation and provides the evidence on
whether this pilot has created a model which worked efficiently and effectively and which
delivered on its main objectives.
The headline findings are:

6.1

•

Recipients and hosts felt they benefited significantly from their participation in the
Scheme, and in some cases to a life-changing degree.

•

90% (38) of recipients are employed in the arts following the conclusion of the pilot,
with 90% (38) feeling that participating in the Scheme has made them more
employable in the arts.

•

Full support from all participants for the future development of the Scheme.

•

90% (38) of hosts would consider targeting less affluent applicants again following
their participation in the Scheme. This and other anecdotal evidence suggests that
the Scheme has had a significant impact on changing recruitment practices amongst
the hosts to create a fairer access and a more diverse workforce.
Fair and transparent bursary system

i) Satisfaction from hosts, recipients and unsuccessful applicants
98% (41) of bursary recipients and 98% (41) of hosts were either satisfied or very satisfied
about their involvement with the Scheme overall.
a) Recipients
86% (36) of recipients were satisfied with the recruitment criteria and 100% with the
recruitment process. Those who weren’t completely satisfied with the criteria expressed
concern about the fairness of using full maintenance grants as a financial criterion, as this
assesses parents’ rather than the individual’s situation and from a point several years in the
past. Some suggested other forms of means testing, looking at the individual’s current
situation post-university but no specific or workable methods were put forward. Even
though all were satisfied with the recruitment process, 20% (8) commented that it took
them a long time to find their financial documents and 20% (8) reported some confusion
and delay on their part about proving their financial eligibility.
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b) Hosts
79% (33) of host organisations considered that the criteria were workable or very workable.
However 30% (13) commented that more could have been done to clarify the rules about
financial eligibility – these were mainly hosts in the first round before the rules were further
clarified - and found this element of the recruitment time-consuming and at times difficult.
This was mainly to do with confusion on the part of hosts about the difference between full
and partial maintenance grants and the difference between a loan and a grant, and there
were some concern expressed by the hosts with the degree of personal information that
candidates had to share with prospective employers. Issues were resolved by consulting the
Director and many hosts commented that they felt well supported in this regard and were
grateful for having that resource.
Finding: Clarify financial eligibility criteria10
17% (7) of hosts noted that they would have liked more flexibility on the academic criteria,
with particular reference to the year of graduation and the relevant degree subjects. There
was some confusion about what constituted an “arts” degree and also a feeling that those
with science degrees should not be excluded from being supported into careers in the arts.
Several hosts also made the case that a 2:1 degree was not the only measure of excellence
and they had to exclude some promising candidates due to this criterion.
Finding: review academic criteria
Hosts cited a usual application rate of on average 200 + applicants for entry level roles
whereas the average number on this Scheme was 40. However, many hosts also
commented that the quality of applicants was higher than normal. The extra work involved
in checking applicants against the eligibility criteria was for the most part offset by this
reduction in applications; therefore use of these criteria to hone applications to quality
rather than quantity did work.
c) Unsuccessful applicants
For feedback on the application process and to find out their current employment situation,
follow up questionnaires were sent to over 800 applicants who were unsuccessful in gaining
a placement; 13% (118) replied. This is a small sample of all the original applicants and
therefore the findings will most likely be slightly biased. Findings from the unsuccessful
applicants’ follow-up survey should therefore be treated with some degree of caution. Of
those respondents who did respond, 31% (37) had got through to interview stage, and of

10

See chapter 7. RECOMMENDATIONS for a full summary of all findings
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them, 57% (16 of the 2811) felt that they had improved their understanding of recruitment
processes in the arts through the application process.
“I learnt a lot about arts administration in terms of job description and what arts
organisations are looking for in an administrator. I also found out what kind of work
experience is expected for these kinds of positions.”
Quote from unsuccessful applicant

The Director received a complaint from one candidate who had been offered a conditional
offer for a placement by a host which then had to be withdrawn once the host sought
approval from the Director and it was confirmed that the candidate did not fulfil the
financial criteria.
Finding: hosts to assess financial eligibility documents before interview rather than at point
of job offer.
ii) 40 placement offers secured from hosts
Invitations to host organisations were very targeted and the success rate as a result was
high with 67% (42) of hosts who applied being awarded placements. 70 were invited and 63
applied with 6 reapplying in subsequent rounds with revised placements.
a) Geographical location: The scheme focused on a mix across the regions as follows:
•
•
•
•
•

43% (18) in London
14% (6) in the South West
12% (5) in the North West
10% (4) in the North East
7% (3) in each of the East, the South East (3) and the West Midlands (3).

In addition, the Scheme actively sought to provide opportunities in rural areas,
including at Grizedale Forest in Cumbria, Kneehigh in Truro, Cornwall and Dartington
Arts in Devon.
b) Size and funding status of the organisation: The Scheme included a range of
organisations from small start-ups, such as Coney, to large hosts such as the RSC and
the Sage Gateshead. At the time the hosts were selected, 69% (29) were Regularly
Funded Organisations by ACE, 26% (11) were not and 5% (2) received funding from
other Government departments (Tate by DCMS and Grizedale by the Forestry
Commission). Following the new ACE funding structure announced in March 2011,
81% (34) were awarded National Portfolio Organisation (NPO) status with 26% (11)
receiving a significant uplift and 14% (6) becoming regularly funded by ACE for the

11

Only those who got through to the interview stage were asked this question, and of these only 28 replied.
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first time. One organisation lost its funding. The results confirmed that the majority
of chosen hosts were also recognised by ACE as being excellent in their field.
c) Art form: Although many organisations work across art forms, the breakdown of
hosts into art forms was as follows:
•
•
•
•
•
•

26% (11) in the visual arts
21% (9) in theatre
19% (8) in combined arts
17% (7) in music
10% (4) in dance
7% (3) in literature

d) Length of placement: 55% (23) of the placements were full time 12 month

placements. The full breakdown was as follows:

Length
6 – 11 months
of
12 months
placement Total

Working pattern of placement
Part time
Full time
Total
3
11
14
5
23
28
8
34
42

e) Job title: As is the nature of entry level jobs in the arts, many of the placements
combined several roles in one. The majority of roles combined producing and
administration with programming and management, and marketing and
communications with education and fundraising.
The Scheme encouraged opportunities in backstage roles, supporting four technical
and stage management placements, and also encouraged organisations to apply
with opportunities for practising artists. However, the two artist-in-residence
placements we offered funding for were subsequently withdrawn by the hosts as the
circumstances of their organisations changed. Practising artist roles supported were
a Trainee Musician at the Royal Liverpool Philharmonic, Resident Assistant Director
at the Gate Theatre and the personal practice aspect of the Siobhan Davies Dance
placement. It is possible that the structure of this pilot was not best suited to
supporting practising artists and that the criteria and the salaried model would need
to be more flexible to encourage these roles in future. Also, as we asked hosts to
offer roles that were specifically needed in their organisation, the opportunities
were demand-led and being salaried roles, it is likely that hosts made assumptions
about the types of roles the Scheme was aimed at.
It is worth noting that over 50% (23) of recipients were also practising artists or
writers.
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Finding: Consider adapting the model to suit practising artist roles
ii) Bursary recipients fulfilled criteria
86% (36) of recipients fulfilled the eligibility criteria to the letter. Of those, 65% (27)
received a full maintenance grant during university and 21% (9) a partial grant. The
remaining 14% (6) made a special case for eligibility. This was in keeping with the ethos of
the Scheme which was to encourage flexibility where possible to ensure candidates in need
were selected.
The reasons for making exceptions varied from financial need which wasn’t adequately
reflected in their grants (extenuating personal circumstances) to the context of the
placement (for example at Liverpool Philharmonic where there was a very small pool of
eligible applicants for their role of trainee string musician). The organisations put forward
cases on the basis that their chosen candidate could demonstrate need, was the right
person for the job and that for some specialised roles, especially those outside of London,
hosts had a smaller pool of applicants to choose from. The issues with diversity in some of
these areas start much earlier and are recognised as existing issues by the industry, such as
the lack of diversity in students entering music conservatoires.
There was only one instance of flexibility with academic criteria, at Aldeburgh Music in
Suffolk where the placement required digital experience and this came from a recipient with
a science degree, a BSc in Audio and Recording Technology.
It was interesting to discover that despite their limited financial resources, 45% (713 out of
the 1584 respondents) of all applicants and 62% (26) of recipients had undertaken some
form of unpaid internship before applying to the Scheme. As we did not specifically ask
what type of unpaid work or experience this was, it is hard to know how long it was for or
whether it was part of a degree course or whilst studying. In addition, 40% (44 out of 111)
of the unsuccessful candidates who responded to the survey had undertaken some form of
unpaid internship since applying to the Scheme but again we have no further information on
what form this took. It is worth noting that a higher percentage of the recipients undertook
some form of unpaid internship than those who were unsuccessful. Evidently work
experience is very valuable to employers and does increase candidates’ chances of success.
Further analysis of the types and circumstances of unpaid work undertaken by applicants
and recipients is needed.
Finding: There appears to be a more complex relationship between having limited financial
resources and undertaking unpaid work experience. More research is needed before
drawing conclusions.
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iii) Placements completed to full term and on time
95% (40) of placements completed to full term and on time. Two placements did not
complete to full term. One recipient left seven weeks early in order to take up a place they
had secured on a Master of Art’s course and in one other case, personality and expectation
differences arose and both sides agreed to finish a 12 month placement six weeks before its
conclusion.
All placements were completed by March 2012.
6.2

Benefit to bursary recipients
i)

Knowledge and skills development, and commitment to the arts

In the exit question “How successful do you feel you were during your placement in the
following…”, top marks were given to:
•
•
•

81% (34) “Gaining hands on experience”. In addition, 78% (33) gave top marks to
this as the most important aspect in helping them to gain their next role.
74% (31) “Gaining knowledge of your specific organisation”.
62% (26) “Gaining knowledge of the sector”

An interesting result saw the commitment of the recipients to working in the arts and their
confidence in their skills/knowledge to do so, fall from the start to the end of their
placements. Initially 90% (38) were very committed and 52% (22) very confident. By the end
of the placement this fell to 79% (33) very committed and 26% (11) very confident.
However, even at the end of the process, they showed high levels of commitment and
confidence, with 88% (37) committed or very committed to working in the arts sector and
81% (34) confident or very confident that they had the knowledge and skills to forge a
career in the arts sector. The reason for the reduction in commitment is unclear, and could
be explained by overconfidence at the start of the placements and the realism that came
from the placement, or the uncertainty that some faced looking for their next role when
completing the exit survey.
Only one recipient remarked that they were not committed to the arts following their
placement, however from subsequent correspondence, they are now working as a
freelancer in the arts. Many (52% (22)) were keen to continue with their own artistic
practice alongside their work in the sector.
“Eventually I would like to combine arts production/coordination/management with
arts practice, combining part-time/freelance work and art projects.”
“My time here has only served to cement my interest in working in the arts sector.”
Quotes from bursary recipients
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In their exit interviews, 90% (38) felt that their placements would help them gain permanent
employment in the arts sector in the future.
“This placement was my foundation in the arts sector. My knowledge and skills have
developed in ways I couldn't have imagined and I have really honed in on what I am
good at, where I want to go next and what to look for in the future. None of that
would have been possible so quickly had I not had this placement.”
“I have gained a wealth of experience in producing, project management, site
specific and mass participatory commissions and creative learning and community
engagement programmes. I feel that this will make me a brilliant candidate for many
jobs with companies/festivals in the industry.”
“It's a major contribution to my CV and one that has already got me interviews. It
has also been an incredibly beneficial way of meeting potential employers and
collaborators.”
Quotes from bursary recipients

The benefit of improved communication skills was mentioned frequently by and about the
recipients. As many had only recently graduated, learning not only how to communicate
(verbal, written and by email) in many different styles but also how to communicate as part
of a team was a vital skill to learn. Time management was another skill that many felt they
had improved upon during their placement.
In addition, a number of recipients were given the flexibility to study during their
placements. Jack Lowe at Aurora Orchestra studied Postgraduate composition at
Goldsmiths, Jonathan Lynch at BALTIC did a Postgraduate Professional Practice course at
BALTIC accredited by Northumbria University and Alix Manning at the RSC did a
Postgraduate award in Teaching Shakespeare through Warwick University.
There were suggestions that skills, both in terms of professional development and
networking, could be developed further by encouraging exchanges between placements.
“I believe there is a real opportunity to increase the training aspect of the
placements by building more formalised exchanges between recipients into the
scheme from the outset. An inbuilt national exchange programme overseen by
Jerwood/DCMS, would both widen recipients’ skills and knowledge, and provide
organisations with administrative support.”
Quote from bursary recipient

Finding: Explore exchanges between placements – with hosts playing a more active role in
this
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ii)

Personal development – confidence and aspirations

In exit interviews the majority of recipients said that the most important way in which they
felt they had developed during their placement was their increased confidence.
“To be honest there is too much to list in how I have developed but I'd say the

biggest thing is confidence - pure and simple the confidence in my abilities!”
Quote from bursary recipient

Similarly, hosts were asked “in which of the following areas have you seen the biggest
change in your recipient?” with some hosts choosing more than one:
•
•
•

An increase in confidence: 81% (34)
A positive change in their professional development: 76% (32)
A positive change in their aspirations: 40% (17).
“The experience of the placement seems to have encouraged him to be both

ambitious and entrepreneurial in his approach to his future career development.”
Quote from host

86% (36) of recipients were confident that the knowledge and skills they had gained during
the placement would help them find employment following their placements. Only 2% (1)
answered that they were not confident to this question in the exit questionnaire. The
remaining 12% (5) were neutral, giving the current economic situation and its impact on the
arts jobs market as the main doubt.
For many just getting a job was their main aspiration on graduating and they expected to be
doing very menial jobs at the start. As a result many were surprised at the amount of
responsibility they were given often from the outset, but also delighted with the additional
experience and confidence this gave them.
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Case Study
Oliver Sykes
Oliver graduated from Lancaster University in 2010 with a BA in Theatre Studies and was
employed in a factory when he secured the role of Trainee Producer, working alongside Artistic
Director Baba Israel at Contact Theatre in Manchester. With his knowledge of the comedy
scene and his own experience in stand up, he introduced a monthly comedy night to Contact,
entitled Comedy Playground, which he programmed and produced. Oliver also booked
national and rural tours for a hip hop theatre piece which he is taking to the Edinburgh Festival
Fringe in 2012 for a month run. He co-wrote the successful application for funding from The
Space (jointly funded by ACE and BBC) to film the piece. He is now employed on a permanent
contract with Contact as Assistant Producer and his aim for the future is to combine producing
with performing.
Oliver observes that being part of this Scheme will succeed in making those recipients who
have benefited all more altruistic – that they will carry on a culture of nurturing young talent
throughout their careers.
“The amount of responsibility I've been entrusted with from Contact has pushed me to my
limits and forced me to develop skills and grow much faster than anyone I know who is my age.
I now feel like I have the confidence and skills set to talk to industry professionals on an equal
pegging, which I couldn't have said at the beginning of the placement.
Considering only three months earlier I was delighted to get a temporary position working on a
production line as a Factory Operative in Chapel-en-le-Frith, this whole experience seems
nothing short of magical.”

iii)

Developed understanding of recruitment

Many recipients reported that the placement opened their eyes to the wide range of jobs
that exist in the arts, and felt they had not learnt much about this at university. They also
reported that they learnt from the Scheme experience that career progression in the arts is
more likely to follow a zigzag pattern than a linear one and that often people move around
to different roles to reach their goal. This gave them the confidence to be more open about
which jobs to look for next, to think “outside the box”.
Many of the recipients reported that they received little or no training during their graduate
studies in how to plan their career, how to look for work or how to apply for jobs. Very few
had had any follow up or contact with their Higher Education Institution’s Careers Office.
This was supported by hosts, who reported that many applicants had let themselves down
with poor applications or bad interview skills. One host said they would like to hold
workshops to help train recent graduates in how to apply and interview whilst another,
Kate Danielson

Page 16

04/07/2012

Picture This in Bristol, reported that they had held an open meeting inviting all applicants to
visit their offices and hear more about the placement during recruitment. This had worked
very well and they would like to offer this in future.
“I think the scheme should be given the funding and opportunity to expand and work
with a range of universities to make graduates aware of the possibilities after
education. This pilot scheme should become something much bigger filling the gap
between university and career and replacing the many unhelpful voluntary
internships where nothing is really gained but which graduates feel they have to do.”
Quote from host

Finding: The Scheme highlighted the lack of support given to graduates as they move from
higher education into the workplace. There is a widespread feeling from hosts and recipients
that graduates are coming out of education without the skills to job hunt effectively.
iv)

High quality placements

90% (38) of the recipients felt that their placements either matched (31% (13)) or exceeded
(60% (25)) their expectations.
“I feel it has exceeded the original offer as I have been welcomed as a team member
not an apprentice or temporary staff.”
“The level of creativity, input and responsibility I have been encouraged to take
control of has been far greater than I expected.”
“I didn't feel like a "Trainee" Producer, I felt like a fully-fledged, professional
producer, who was respected and trusted within the organisation”
Quotes from bursary recipients

For the 10% (4) who didn’t feel the placement matched their expectations, this was because
they either felt they weren’t challenged or supported in a few cases, or the role had turned
out to be different to what they had expected. In these few cases it is likely that hosts had
not been clear enough about the job description of the new role they were offering. This
meant that there was a mismatch in expectations and staff were unsure of the exact role of
the recipient, leaving them without clear responsibilities or direction.
Finding: Successful hosts must have in place clearest possible job descriptions from the
outset to prevent any lack of clarity. Placements must be designed to both challenge and
support recipients.
81% (34) of the recipients felt the salary was set at the right level with 19% (8) commenting
that they were ‘grateful for any income’ at this early stage in their career. 10% (4) felt the
level was less fair as their placements progressed and they gained more responsibilities and
worked longer hours. 17% (7) suggested additional funding for London weighting and one
recommended offering relocation costs.
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Finding: consider offering London weighting
“This salary is the highest that any of my friends (who are also recent graduates)
earn, so I feel extremely privileged in that way.”
Quote from bursary recipient

88% (37) felt their placement was the right length of time. Some of those on shorter
placements wished they had been longer to allow them to gain more experience. 76% (32)
of hosts felt placements were the right length too although some of those who joined the
Scheme too late to complete 12 month placements regretted not having the recipients for
longer and of these, all but one extended their recipients’ contracts.
“Over a year you get a good sense of how the organisation works on a yearly basis,
and luckily for me it came at a great time with projects such as Turner Prize,
Olympics and BALTIC’s 10th Birthday. Timing has made it even more successful.”
Jonathan Lynch, Community Learning and Engagement Assistant, Baltic
Finding: 12 month placements were preferred by the majority of both hosts and recipients. If
funding allows, ensure in future that all hosts have the opportunity to apply for 12 month
placements.
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Case Study
Alix Manning
Alix graduated in 2010 from Sheffield Hallam University with a BA (Hons) in Performance
& Professional Practice and was struggling to find freelance work when she gained the
role of Education Associate Practitioner at the RSC in Stratford upon Avon. She spent her
first month in rehearsals with Michael Boyd, the RSC’s Artistic Director, on his new
production of Macbeth, helping to create performance-specific workshops for teachers
and young people attending the show. She was also Assistant Director on a miniproduction of Hamlet created for and by the RSC Young Company, a group of at-risk
young people between the ages of 13 and 15.
Following her 12 month placement, Alix has a portfolio of freelance projects as an
Education Practitioner and is currently at the RSC working on a World Shakespeare
Festival web project which will be streamed into 3,000 classrooms on July 2nd and
continuing her work with the RSC Young Company. She feels that her aspirations changed
dramatically as a result of her placement: she had no experience of working with
Shakespeare before and the RSC felt completely out her reach. She now has the
confidence to deliver her own interpretation of Shakespeare to groups of all ages.
“Getting here has been a struggle. I studied for my BTEC and Foundation Degree in a small
Midlands town called Burton and then topped it up to a BA at Sheffield for a year while
trying to find my way to something bigger and better – which eventually I did when I
found out about the DCMS Jerwood Creative Bursaries scheme.
My placement exceeded my expectations in respect to how closely I would be working
with the RSC acting company and producing side of the theatre.
During my placement with the education department at the RSC, I was respected as an
employee rather than a graduate placement. I was given responsibility, a management
role over projects, a chance to voice opinions and generate ideas.
This scheme is so inspiring and a lifeline to the talented young people that live in the
shadows of the middle-class kids.”

v)

Mentors

The mentoring aspect of the Scheme was very well received and provided great benefit for
minimal financial outlay. 29% (12) rated gaining a mentor as being a very important aspect
of the Scheme and 71% (30) stated that they planned to maintain contact with their mentor.
In several cases, mentors had actively helped recipients find work, either through offering
freelance work or through alerting recipients to a role in their mentor’s organisation where
the recipient successfully secured a job.
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With guidance from the Director, topics covered by mentors included helping recipients to
get the most out of their placement, focusing on gaining the right skills, networking and
planning for their career. Mainly recipients felt that three sessions was the right amount
although many had contact with their mentors between sessions. It generally worked
better if the mentor was geographically close to them.
“I found the mentoring sessions one of the best parts of the scheme, especially in
the way that it establishes this position as unique from similar job opportunities.”
“My mentor has been incredible at helping me to develop my leadership abilities and
help build my confidence.”
“Not only were conversations centred on career development and advice but the
mentor also offered networking opportunities.”
Quotes from bursary recipients

Finding – It took some recipients longer than others to appreciate the value of having a
mentor. The Scheme should do more to manage the expectations of recipients and mentors.
vi)

Networking & cohorts

The Scheme was designed to facilitate networking and relationship building between the
recipients. This was built into its design right from the beginning, with active consideration
given to what kind of placements were approved and where they were located, in order to
support the formation of smaller related ‘cohorts’. It was also achieved through producing a
series of professional development and networking events. The organised events were very
well received; participants felt they were a great opportunity to meet and exchange ideas
with their peers. As might be expected, the local cohorts worked well in urban areas,
particularly in London, Manchester and Gateshead, and less well or not at all in rural and
regional areas where the distances between recipients were greater.
The first of the recipients to be recruited set up a Facebook page which recipients then used
to invite each other to shows and events they were working on and to arrange informal
gatherings. This worked best for those who had met at the launch early on, which was
indeed the purpose of the event, while those who joined the Scheme later reported feeling
less connected.
“During networking events in London I felt a bit removed/distanced from many of
the London-based bursary recipients. Maybe as I joined late it was all a bit cliquey?”
Quote from recipient (based outside London)

The aim of the Scheme was to create an identity for the group rather than try to create a
cohesive cohort of 42 recipients. This would have been too large a number, particularly
with them spread out across England. Whilst some hosts were actively involved in creating
local networking opportunities, they could be expected to take more responsibility for this
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in future. This could include more specific networking focussing on art form and job roles
and creating more links with other hosts.
Finding: more focus on local networking and art form and job role specific cohorts. More
active involvement of hosts in creating links within the Scheme.
The five main organised events were:
•

November 2010: The Scheme’s launch event was held at Jerwood Space, London and
attended by over a hundred industry guests, from DCMS, ACE, Jerwood, arts press,
peer organisations such as Creative and Cultural Skills, host organisations and the 12
recipients who had already started their placements. One recipient, Ryan Murray at
Artangel, took the opportunity to ask Ed Vaizey to be his mentor and subsequently
spent a few days shadowing Mr Vaizey at work.

•

April 2011: Ryan Murray was also encouraged by his hosts Artangel to organise a
networking and training afternoon to which all bursary recipients were invited. He
devised an event for the 14 who attended which challenged them to pitch ideas to
industry VIPS who were later revealed to be professional actors.

•

July 2011: In a two day event organised by Manchester International Festival and cohosted by Contact Theatre, 34 of the recipients gathered to network, see festival
shows, take part in workshops and talk with influential representatives from the
international arts industry. 94% (32) felt they had made valuable new contacts as a
result of the day.
“I have learnt to overcome my nervousness about ‘networking’ and really
enjoyed meeting so many creative and passionate people on the scheme.”
Quote from bursary recipient

•

November 2011: Antony Mottershead, the recipient at Grizedale Forest, co-curated
Grizedale’s first London exhibition, TERRA which opened at Jerwood Visual Arts
before touring to Grizedale Forest. To coincide with the private view, Antony
devised an afternoon of Pecha Kucha and Open Space sessions for recipients, in
collaboration with several of his peers on the Scheme. in addition they invited
experienced professionals to present on topics such as fundraising and marketing
and answer questions from participants. This was held at Jerwood Space, followed
by the private view and dinner, and was attended by 22 recipients. 41% (9) of those
who attended completed the evaluation form devised by Antony and of these, 90%
(8) were extremely satisfied with the event.

•

March 2012: To celebrate the end of this pilot phase of the Scheme, over a hundred
guests joined recipients and hosts at a reception at Jerwood Space. This was another
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chance for participants to network with each other and invited industry VIPs, and
this was actively encouraged in the design and positioning of the event.
“The scheme has been enormously proactive at ensuring all its participants
are networked and familiar with one another, passing on opportunities and
sharing experiences. The opportunity the scheme offers: to gain immediate,
paid, experience in an arts organisation after University is second to none.”
Quote from bursary recipient

6.3

Benefit to host organisations

It is interesting to note that although there was no stipulation that placements should be
new roles within host organisations, 95% (40) of successful offers from hosts were for new
roles created especially for the Scheme, with a comparable number for unsuccessful offers
(95%, 22 out of 24). Invited hosts took the opportunity that the Scheme offered to push
themselves in a new direction, in some cases creating a role they had identified as
important previously but so far had been unable to introduce. Giving them the freedom to
create and manage these roles was a marked benefit of the Scheme.
“Being able to draft our own job description and manage that individual within it is
vital for the post to be of use to either party.”
Quote from host

In 67% (28) of cases, the hosts highlighted the importance of introducing a new role to their
organisation, identifying that the Scheme had allowed them to make the successful internal
case for this resource being a valuable addition to their staffing structure. In 24% (10) of
placements, these are now permanent new roles within the organisation, a direct benefit of
their participation in the Scheme.
“We have offered our recipient a job as a result of this scheme....I think that is
evidence enough of how successful the scheme was for us!”
Quote from host

i)

Contribution from recipients

60% (25) of hosts extended their recipients’ contracts, indicating that they valued their
contribution, with many other hosts expressing that they were keen to but did not have the
funds to keep them in place. ‘Having an extra pair of hands’ proved to be the most
important benefit to hosts and they reported that they saw a significant increase in their
capacity and output, once recipients had found their feet. Not only were organisations able
to do more of what they were already doing, but having the recipients in place allowed
existing staff to develop other areas of their work. Many recipients brought special
knowledge to the organisation, a specific skill or their ability to speak to a younger
generation. For example, Alan Kemp, Digital and Online Administrator at Aldeburgh Music,
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was able to oversee the introduction of a new facility which has revolutionised the way the
organisation auditions for its Young Artists programme.
“The online auditioning process has been thought about for a while by Aldeburgh
Music but until they secured the funding for my position from the DCMS Jerwood
Creative Bursaries [Scheme] it’s always been just an idea. I feel really grateful to this
Scheme for the job, as I hope the company will be, if we can get online auditioning
on the road and save a lot of money for the organisation!”
Quote from Alan Kemp, Digital and Online Administrator, Aldeburgh Music

Having a dedicated member of staff working on a specific project or area was a significant
benefit to hosts. For Kneehigh Theatre in Truro, Cornwall, having Shakera Ahad on a 9
month placement as Projects Assistant enabled Kneehigh to benefit from her work
throughout the summer on developing audiences for their Community programme,
Connection, for local Cornish residents. Hayley Skipper, Curator at Grizedale Forest,
doubled her workforce with the arrival of Antony Mottershead as Arts Development
Assistant, enabling them to curate their first London exhibition and supporting Hayley in
significantly developing their programme in Cumbria and beyond.
Smaller organisations benefited particularly from having the impetus to step up to the next
level; for two of them, Coney and Aurora Orchestra, this meant having their first externallyrecruited member of staff. Both hosts testify to the positive impact this had on the
organisation, at a time at which both were working towards successfully securing their first
regular funding as ACE NPOs.
“The new position has come to create much-needed administrative capacity for our
rapidly-growing organisation. Jack is now able to take on a significant number of
tasks which would otherwise be handled by other colleagues, reducing pressure on
our management team and allowing the organisation to continue to grow.”
“The Scheme has given us our first official employee. The support has been
invaluable during a year when we have been transitioning towards becoming a
National Portfolio Organisation.”
Quotes from hosts

Hosts identified an energy and can-do attitude in their recipients which had a very positive
impact on their organisations. They also identified the fresh ideas and perspective
recipients brought and their willingness to challenge accepted thinking within the
organisation.
There was an acknowledgement that young and inexperienced new staff need particular
care and often extended induction training, but this was not a concern for the majority of
hosts.
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“Although we gained a valuable extra pair of hands, hosting a placement as part of
the Scheme did produce associated extra workload, which should not be
underestimated.”
Quote from host

ii)

Would they take part again?

There was great support for the Scheme and the criteria, with only one host responding that
they wouldn’t take part again. In this case the host felt they recruited the wrong candidate
and it was not a positive experience for them.
“The process was simple, easy to understand and snag-free.”
“Funding for staff posts is extremely difficult to fundraise for, yet often makes the
biggest difference to an organisation’s ability to deliver high quality activity.”
Quotes from hosts

71% (30) would have taken part if the organisational grant had not been offered as part of
the Scheme. However, there was concern about covering the on-costs of employing an
extra, and inexperienced, member of staff. Those who said they wouldn’t have taken part
without an organisational grant were a cross-section from the smallest to the largest
organisations; their reasons were mainly to do with not having the financial resources to
fund an additional member of staff. It is interesting to note that 58% (7) of these 12 hosts
went on to extend their recipients’ contracts.
“We would still have participated as we believe in the value of the scheme and
because having an additional member of staff for one year was of great use to the
company.” Quote from one of the smallest hosts
“The grant was an important factor because it enabled us to provide a generous
amount of training and extra opportunities for the trainee, but ultimately I think we
would still have considered it to be worth taking part in.” Quote from a medium sized
host
Finding: Plans for future development to include costings without the organisational grant to
hosts, and models including contributions to salaries from hosts.
iii) New networks and relationships
Hosts valued the opportunity to make new relationships through the Scheme, with other
hosts, other recipients and other candidates. Some smaller hosts in particular increased
their talent pool during recruitment and are now working with some of the other young
people they interviewed too.
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“We feel that the scheme has opened up new relationships with a whole series of
intelligent, interesting and talented young makers and producers that we will be able
to work with in the future.”
Quote from hosts

Others are keen to continue the new relationships with Higher Education Institutions they
created during the recruitment process, as a means of targeting new graduates in the
future.
In one instance, the Scheme created the opportunity for two Cambridge organisations to
work together for the first time to jointly host a recipient. Kettle’s Yard Gallery and Britten
Sinfonia had talked previously of sharing their resources and their respective expertise in
visual arts and contemporary music. Jointly hosting a recipient brought the two
organisations closer together and they feel this has created a solid relationship to work on in
the future.
14% (6) of hosts commented that they would like to have had more opportunities to
network with other organisations on the Scheme; this included both larger and smaller
organisations.
“The emphasis was mainly upon the recipients gaining networking opportunities and
it would also be great if the host organisations had the opportunity to use this
Scheme as a means of developing contacts and new relationships also.”
Quote from host

Finding: consider creating more networking opportunities for hosts
6.4

The next step: finding employment
i)

A job on completion

At the end of their placements and at the time of writing this report, 90% (38) of the bursary
recipients had either moved on to new roles in the cultural and creative industries or were
working with their hosts on extended and permanent contracts.
Table 1: Current employment figures for recipients at close of pilot period, May 2012
Total number of recipients in work

90%

38

Number of recipients beginning Masters of Arts (MA) degrees

5%

2

Number of recipients job searching

5%

2

Number of placement roles extended on temporary contract

26%

11

Number of placement roles extended on permanent contract

33%

14
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Number of new roles created by hosts for recipients at end of
placement

24%

10

Number of recipients securing new jobs in different
organisations in the arts

17%

7

Number of recipients freelancing in the arts

24%

10

NB. Some recipients and roles count in more than one category

The Scheme has created 8,923 paid days’ work through the placements with a significant
additional number of days leveraged through by the Scheme in temporary and permanent
extensions to contracts.
Some recipients expressed a new-found confidence in applying for funding following their
successful engagement with the Scheme. Emma Richards, Trainee Strings Musician at Royal
Liverpool Philharmonic, reported:
“I believe that one of the reasons The Countess of Munster Musical Trust want to
fund my postgraduate study was because they were so interested and impressed
with what I have been doing on the Scheme.”
After her year with Brighton Photo Biennial, Leah Zofia is now on the New Enterprise
Allowance (NEA) Scheme to get her new company off the ground:
“Involvement with the DCMS Jerwood [Creative Bursaries] Scheme has made me
more aware of keeping my eyes and ears open for other on-going schemes/funding
such as the N.E.A. and I am more aware of how to get the most out of my mentoring
appointments with Princes' Trust.”
Ruaidhri Ryan, on completing his placement at Picture This in Bristol, has been awarded a
full AHRC scholarship for his Masters at the Slade and an ACE grant to undertake a residency
in Orlando, Florida.
Those who have successfully moved on to new jobs in the arts are as follows:
Name

Original placement

Length of placement

New role

Debbie Hannaway

Concert & Creative
Learning Assistant,
Kettle’s Yard/Britten
Sinfonia

12 months FT

Orchestra Office
Assistant, Royal Opera
House

Gemma Connell

Trainee Producer,
Manchester International
Festival

12 months FT

Groups Coordinator,
Cheshire Dance
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Michael Duffy

Assistant Producer,
London Sinfonietta

12 months PT

Marketing &
Communications Officer,
Spitalfields Festival

Patience Ofosu-Asaa

Projects Assistant,
Streetwise Opera

12 months FT

Connect Projects
Administrator, Sadler’s
Wells

Edward Cottrell

Digital Media Officer,
Writers Centre Norwich

6 months FT

Trainee Webmaster,
Institute of Art and Ideas

Shakera Ahad

Projects Assistant,
Kneehigh Theatre

9 months FT

Assistant Producer,
Unlimited Theatre, Leeds

Laura Milnes

Trainee Producer,
Artsadmin

12 months FT

Stanley Picker (paid)
intern at Matts Gallery

Of the 118 unsuccessful candidates who responded to a follow up questionnaire in January
2012, just 39% (43 out of 111) reported that they were working in the arts following their
unsuccessful application to a placement on the Scheme. In comparison, 90% (38) of bursary
recipients on the Scheme are currently working in the arts.
ii)

The power of networks

The majority (93% (39)) of recipients plan to keep in touch with the wider cohort of
recipients on the Scheme. It was also their opinion that having a shared experience with a
network of peers across England will help them both in their search for work and as a source
of collaborators for future projects. They plan to keep their network going independently
beyond the end of their placements via a Facebook group and a Wordpress blog site which
is currently in production. The Recipients’ Directory section on the JCF website provides a
full list of all recipients and where they were working at the close of the pilot.
“I have already found this peer network important when job-hunting - as fellow
DCMS-ers recommend suitable positions which they have seen advertised. There is
also a potential for collaboration among participants.”
Quote from recipient

iii)

Successful job progression over 5 years

The Evidence and Analysis Unit at DCMS intend to conduct on-going research with recipients
over the next five years, sending out questionnaires one year, three years and five years
after completion of their placements in order to follow their careers. Unsuccessful
applicants were contacted one year after application, and will also be contacted in two
years’ time, at the same time as the recipients, with similar questions.
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6.5

The need for the Scheme and its effectiveness
i)

Demonstrable case for continuing

All hosts and recipients believe the Scheme should continue and were unequivocal in their
support. Below is a selection of the many quotes from participants pledging support.
“The scheme should continue because it is blazing a trail in terms of creating some
equality in the arts. The arts sector still feels primarily like unequal and middle-class
territory to people like myself who are from mixed backgrounds and whilst it would
be nice to think that a sector like the arts is equal and embracing to all, I don't think
it is there yet.”
“Before this placement I worked part-time in a cafe as that was the only
employment opportunity available to me where I lived. I could never have moved to
London without the security of a full-time job, and to have that security along with
the chance to work in the arts - in a job related to my degree! - was life-changing. It
absolutely should continue and it has my full endorsement.”
“I believe that in 10 years’ time, when many recipients are working with leading arts
organisations, the relationships we are cultivating now will result in great
collaborations between arts sectors in the future.”
“This scheme is a launch-pad for talented young individuals to become full-fledged
artists/producers/curators and to contribute to the vibrant cultural scene in the UK.”
Quotes from bursary recipients

“This Scheme provides entry level jobs that are meaningful, beneficial and exciting
for both the recipient and the employers.”
“A scheme like this is essential to ensure a more diverse work force and to bring new
fresh blood and fresh ideas into the arts scene.”
“Funding towards this type of initiative is rare and visionary: we believe this
programme will have a long-term beneficial impact on the future careers and lives of
the placements, as well as significantly supporting the work of the host
organisations.”
Quotes from hosts

One of the successes of the Scheme was the extent to which hosts and recipients took
ownership of the Scheme and a proactive role in speaking up for its benefits. There was a
real feeling of camaraderie amongst the majority of participants and this was evidenced in
the networking events organised on behalf of the Scheme by Manchester International
Festival, Artangel and Grizedale Forest. To encourage the future of the Scheme, hosts and
recipients alike have offered to do whatever they can to promote the benefits they have
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gained from it. Recipients have offered to return to their universities and promote the
Scheme to those who are about to graduate, and hosts are keen to act as advocates to
potential funders and potential hosts to ensure its future development.
Recipients are very proud of their involvement in the Scheme and understand the value of
having both Jerwood and DCMS names in the title.
It is clear that the networking and professional development events played an important
part in bringing recipients and hosts together as a group and that face to face contact was
essential for creating a team spirit and a shared pride in the Scheme and what it stood for.
ii) A high level of good quality applicants
71% (30) of hosts were satisfied with the quality of applicants and 64% (27) with the volume
of applications. A total of 1,693 candidates applied to the 42 placements, with a number
applying for more than one role. Although for many organisations they received
considerably fewer than normal for an entry level position, many reported that the quality
was higher; they received fewer but more relevant applicants.
Although two hosts had to re-advertise to get the right candidate, they acknowledged that
this was more likely to do with the timing of their recruitment (August and Christmas) and
with needing to be more targeted in where they advertised. Recruitment patterns
confirmed that there were more eligible applicants in metropolitan areas than in rural areas
but hosts in rural areas worked hard to advertise as widely as possible. 81% (1289 out of
1,584) of applicants were in receipt of a maintenance grant, Hardship Fund or Special
Support Grant, evidence that there were a suitable number of high quality applicants using
these criteria.
iii)

Workable criteria

Maintenance grants did result in being the most efficient means of assessing financial need,
but revealed weaknesses as a measure of the current financial circumstances of recipients.
Maintenance grants assess parental income from a number of years beforehand with no
reference to the recipient’s income. We have sought but not found any other workable way
of assessing financial need that draws on pre-existing Government-tested criteria and which
is workable by a range of different host organisations, nor have any been suggested during
the course of the pilot. The only alternative would be to means-test each shortlisted
applicant before they were selected for interview. There are no plans at present to change
the current system of maintenance grants so this can remain in place as the basis of the
financial eligibility criteria of a future scheme.
There was a degree of confusion with the criteria from hosts early on as we clarified queries
which were raised by the first hosts to recruit. The original criteria were then amended to
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make it clear that candidates who were making their own case for financial eligibility had to
do so “through another form of means tested support from a government or similar body”.
This was to avoid candidates making their case through presentation of personal financial
documentation which would have made unworkable demands on recruiting staff. In
addition, advice from the legal department at DCMS required there to be provision for
international students to apply, placing the onus on them to provide relevant financial
documents. One recipient did in fact make a successful case in this way.
“Participating in the scheme has certainly made us very much more aware of the
degree to which excellent applicants can be side-lined in the arts by a prevalent
culture of unpaid internships.”
“It was challenging to ensure that all of the applicants understood and met the
criteria but with the support provided by the Scheme, which was very clear, it was
possible to ensure that this was workable.”
“The restrictions on the scheme (in terms of which young people were eligible)
initially appeared to be a negative, as establishing whether people met the criteria,
and collecting the evidence could be difficult. However, this emerged as a positive
aspect, as it restricted the field of young people enough to make it manageable, and
produced a generally very strong field of candidates.”
Quotes from hosts

v) Change in hosts’ recruitment practice
90% (38) of hosts would consider targeting less affluent applicants again following their
participation in the Scheme.
“The scheme has increased awareness in the organisation right through to Board
level of how we can help nurture and create opportunities for talented young people
that may otherwise not be able to access organisations such as ours.”
“We are always working to ensure that opportunities are available to those
applicants who are from less affluent backgrounds. This scheme assisted us in this
aspiration.”
Quotes from hosts

Many hosts reported that they were re-thinking aspects of their recruitment practice
following engagement with the Scheme and that the placements were held up within their
organisations as an example of good practice. Many drew attention to their participation in
the Scheme in their applications to ACE, particularly for NPO (National Portfolio
Organisation) funding which took place in early 2011 at a time when the majority of hosts
had started their placements.
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“We have learnt from the Jerwood process as to how we may encourage
applications from more diverse backgrounds in future.”
“Baltic is very keen to diversify its recruitment process and is currently researching
this area. Participating in this Scheme has informed both our ideas and experience
which we hope to explore further in the future.”
“We support the Scheme’s application criteria, and are considering how best to
apply similar criteria to future work opportunities at our organisation.”
“The Scheme has set a precedent for internships we hope to run in the future.”
Quotes from hosts

On the whole there was great support for continuing the ethos of the Scheme in future with
many hosts expressing their satisfaction with the benefits of targeting recruitment in this
way.
“We had to make extra effort with advertising because of the criteria, but the
outcome was extremely beneficial.”
“We do aim to be diverse in our recruitment and participating in the Scheme has
given us a concrete example of how recruiting a candidate who may have little or no
experience can be an incredibly successful appointment… If we want to encourage
diversity of those working in the Arts we need schemes like this.”
Quotes from hosts

However, some hosts, particularly those in more rural areas, were conscious of not limiting
their pool of applicants and although supportive of encouraging applicants from a more
diverse background, said they were unlikely to apply such strict criteria in future. From
interviews with hosts it was clear that some would have benefited from more advice about
how and where to recruit, given the particular criteria, and time could have been saved in
pooling their experiences and findings. Creating relationships with local HEIs and those with
relevant courses was one such example of shared learning that was particularly useful to
hosts.
Finding: Make available additional recruitment support for hosts and encourage more
sharing of learning between them directly.
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7.

RECOMMENDATIONS AND THE CURRENT CONTEXT

This section summarises what has been learnt from the Scheme: what worked, what we
would do differently and recommendations for future research. It concludes with a
summary of the current situation regarding support that encourages and promotes fair
access to the arts job market.
i)

Highlights of the Scheme

Both the statistics collected and the qualitative research result in a compelling case for the
Scheme as a positive influence in the arts industry, succeeding in the following areas:
•
•
•
•
•
•
•
•

Opening up fairer access to entry level jobs
Diversifying the arts workforce for the better
Widening the talent pool for employers
Encouraging organisational best practice in recruitment to achieve long term change
Supporting the argument for the benefit that offering paid work experience with real
responsibilities can bring
Developing future cultural leadership
Encouraging successful transition from university to work and talent retention in the arts
Supporting early career professional development

Within the specific instances of the 42 placements, it is clear that the Scheme delivered very
positive benefits for the recipients and hosts, who were unequivocal in their support for the
Scheme and its future development. 98% of hosts and of recipients were satisfied or very
satisfied with their involvement in the Scheme.
a) Benefits to recipients
•

•

•
•

90% (38 out of 42) are employed in the arts at the conclusion of the pilot; this
compares with 39% (43 out of 111) of the unsuccessful applicants to the Scheme,
with 90% (38) of recipients feeling that their placements will help them gain future
employment in the arts.
93% (39) of recipients plan to keep in touch with the other recipients on the Scheme
and acknowledge the importance of the networks they have formed in their future
careers.
90% (38) of the recipients felt that their placements either matched or exceeded
their expectations; hosts delivered on their offers.
Through the Scheme, recipients learnt about alternative routes within arts careers.
Learning that a zigzag rather than a linear progression through changing roles is
common gave them the confidence to follow their interests and think “outside the
box”.
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•

Having a mentor was a new experience for the majority of recipients and introduced
them to a very positive relationship, with 71% (30) planning to maintain contact with
their mentors in future.

b) Benefits to hosts
•
•
•
•

90% (38 out of 42) of hosts would consider targeting less affluent applicants again
following their participation in the Scheme.
60% (25) of hosts extended their recipients’ contracts, indicating that they highly
valued their contribution.
24% (10) of placements are now permanent employees within the host organisation,
a direct benefit of their participation in the Scheme.
Placements added important additional resources to hosts at a time of great
organisational and funding change in the sector. In March 2011, 80% (34) of hosts
were awarded National Portfolio Organisation (NPO) status.

c) Highlights of the Scheme’s design
•
•

•
•
•

ii)

A streamlined application process for invited hosts led to a high success rate of 67%
(42 out of 63) of hosts being awarded placements.
Well-resourced support for hosts was an important element in the success of the
Scheme, with an informed Director on hand to guide hosts through recruitment and
on-going management.
Clear recruitment criteria limited the number of applicants, successfully reducing the
workload on hosts and producing candidates of the best quality and relevance.
Allowing hosts to create, recruit and manage their own placements meant they were
able to fill genuine skills gaps in their organisation.
Face to face opportunities to network fostered a team spirit and a shared pride in
being part of the Scheme and what it stood for.
Areas for development

All the findings of the Scheme which appear throughout the evaluation are collected here,
divided into recommended changes and those which we consider deserve further research,
depending on the future direction, and partners, of the Scheme.
Recommended changes
a) Recruitment
•

Clarify financial eligibility criteria:
o Provide online examples of required financial documents for both hosts and
applicants
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o Give step by step instruction on the clear differences between grants and
loans
•

Hosts to assess financial eligibility documents before interview rather than at point
of job offer.

•

Make available additional recruitment support for hosts and encourage more sharing
of learning between them directly:
o Encourage dialogue between hosts and Careers Offices in Higher Education
Institutions.
o Provide extra support for hosts, particularly those recruiting in rural areas,
with specific advice about where to advertise, how and when, and other
methods of finding candidates (as in open sessions, see below).

b) Placements
•

Explore exchanges between placements – with hosts playing a more active role in
this.

•

More focus on local networking and art form and job role specific cohorts. More
active involvement of hosts in creating links within the Scheme.

•

Successful hosts must have in place clearest possible job descriptions from the
outset to prevent any lack of clarity. Placements must be designed to both challenge
and support recipients.

•

12 month placements were preferred by the majority of both hosts and recipients. If
funding allows, ensure in future that all hosts have the opportunity to apply for 12
month placements.

Areas for further research
•

Consider adapting the model to suit practising artist roles.

•

Review academic criteria:
o 2:1 degree just one way of assessing excellence.
o Consider including other graduates in future.

•

There appears to be a more complex relationship between having limited financial
resources and undertaking unpaid work experience. More research is needed before
drawing conclusions.

•

Consider offering London weighting.
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iii)

•

It took some recipients longer than others to appreciate the value of having a
mentor. The Scheme could do more to manage the expectations of recipients and
mentors.

•

Plans for future development to include costings without the organisational grant to
hosts, and models including contributions to salaries from hosts.

•

Consider creating more networking opportunities for hosts.

•

The Scheme highlighted the perceived lack of support given to graduates as they
move from higher education into the workplace. There is a widespread feeling from
hosts and recipients that graduates are coming out of education without the skills to
job hunt effectively. This was not the responsibility of the Scheme but it does
provide evidence of a need that is widely acknowledged, most recently in The Wilson
Review: Review of Business-University Collaboration (2012)12: ‘Graduates of today
just don’t have the necessary skills to meet the needs of business today’13. More
research should be done in future to explore collaboration with HEIs and HEFCE on
this subject. One of the recommendations in The Wilson Review is that “the
government-supported graduate internship programme should be continued”14,
referring to the £13.6 million Government-funded scheme, Backing Young Britain15
which ended in 2010.
Update on the current situation in the sector

a) Internship guidelines and policy
There have been several developments in the sector, producing guidance on
internships which the Scheme had opportunity to feed into. Two documents were
published in 2011:
•

ACE and Creative and Cultural Skills’ Guidelines for Internships16 published in
November 2011. Defining differing types of work experience and outlining the
legal obligations of organisations offering internships, this document advocates
paying all interns National Minimum Wage (NMW). The Director of the Scheme
and JCF’s Director consulted on the creation of this document.

•

Department for Business, Innovation and Skills’ National Minimum Wage and
Internship Guidelines17 were published in September 2011 with the aim of

12

http://www.wilsonreview.co.uk/, published March 2012
Ditto, 4.1
14 Ditto, Recommendation 5, paragraph 4.5.2
15
http://webarchive.nationalarchives.gov.uk/20100407190436/http://interactive.bis.gov.uk/backingyoungbrit
ain/how-we-can-help
16
http://www.artscouncil.org.uk/advice-and-guidance/browse-advice-and-guidance/internships-arts
17
http://nds.coi.gov.uk/content/Detail.aspx?ReleaseID=421229&NewsAreaID=2
13
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clarifying the legal position on the payment and definition of an intern. The
Scheme’s Director submitted comments on this document.
In addition, the Scheme’s Director was consulted on Tate’s new policy on internships
which came into effect in April 2012. This sees unpaid internships limited to 3 months
and all other interns paid London Living Wage. This is a significant step for the
organisation which hosted a placement on this Scheme and is currently hosting trainees
as part of the Heritage Lottery Fund’s Skills for the Future programme and with the
Royal Opera House’s Creative Jobs Programme (see below under b)).
“Tate recognises that unpaid internships are a significant barrier to people from
more disadvantaged socio-economic backgrounds. Tate will seek to recruit interns
from the broadest possible pool of people to contribute towards diversifying the
sector workforce.”
Quote from Tate’s Internship Policy 2012

b) Existing schemes supporting young people into work and equal access
There is currently little going on in the arts to continue the drive to create fair access and new
graduates still have few alternatives when it comes to gaining valuable work experience as they
enter the workplace. Following the successful Culture Quarter Programme, funded by the Future
Jobs Fund, the Royal Opera House has recently launched their Creative Jobs Programme18 which
created 40 new placements in cultural organisations in London over the Olympics. The
programme is open to young people on Job Seekers Allowance, with recruitment via Job Centres,
and offers national minimum wage for 6 month positions with accredited training alongside.
Although this is not a graduate scheme, over half the participants on both programmes were
graduates. Funded in part by ACE and also with corporate sponsorship from BP, this programme
ends in November 2012 and there is currently no funding to continue the programme beyond this
date.
Since 2010, Heritage Lottery Fund’s Skills for the Future Fund19 has awarded £32 million to
organisations to run traineeships in the heritage sector. Increasing the diversity of the
heritage workforce is one of the Fund’s four stated outcomes, along with identifying skills
gaps, increasing quality training opportunities and the sector’s ability to deliver training. By
2015 they will have delivered 2,200 training places. However, there is minimal overlap with
the arts sector, with just two visual arts organisations (Tate and Whitechapel Gallery)
running traineeships on the Scheme. Museums Association issued its own Internship
Guidelines20 in April 2012 which, contrary to ACE’s Internship Guidelines, recommend
interns receive reasonable expenses rather than national minimum wage.
There is a range of support available to encourage employers to take on apprentices but
graduates are excluded from the wage incentives or training subsidies offered by the
18
19

20

http://www.culturequarterprogramme.co.uk/
www.hlf.org.uk/HowToApply/programmes/Pages/Skillsforthefuture.aspx
http://www.museumsassociation.org/careers/16042012-internships
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Government in this area. Creative and Cultural Skills created the Creative Apprenticeship21
framework specifically for this sector and in March 2012 celebrated its 1,000th apprentice.
Employers across all sectors can access wage incentives via the Government’s Youth
Contract22 and there are incentives for smaller employers taking on apprentices via a
Government scheme called AGE 16 – 2423. These two schemes are aimed at the broad
reach of young people entering the work place but without a specific focus on diversity or
specifically about opening up access to the creative industries for talented young people.
It will be interesting to see what, if any, impact the new National Scholarship Programme24
for lower income university students will have on helping them to build their careers when
they graduate. Funded by the Department for Business, Innovation and Skills (BIS) and
managed by HEFCE (Higher Education Funding Council for England), “the primary purpose of
the National Scholarship Programme is to benefit individual students from disadvantaged
backgrounds as they enter higher education.” It is the responsibility of each Higher
Education Institution to allocate the funds as they see fit but it is ring-fenced for providing
financial aid to students who are on full maintenance grants.
iv)

Conclusion

The above research highlights there is still a gap in the arts sector in addressing the problem
of fair and equal access into the workforce. This gap exists in other industries too, as
highlighted by Alan Milburn, author of the Fair Access to the Professions Report, in his
recent update on progress on his 2009 recommendations. He reports that whilst best
practice codes for internships have been drawn up by a wide range of professions, little has
been done to help students from less affluent backgrounds to take up such opportunities
and this is acting as a deterrent to social mobility. Government and universities need to join
forces with the professions to create new action plans and implement them:
“The Government should find the best way to kitemark internships for their quality
and should consider innovative means of offering financial support to disadvantaged
young people wanting to undertake an internship.”25
Alan Davey, Chief Executive of ACE, supported this view in a recent article26, highlighting
that there is still an urgent need for creating new entry routes into the arts to maintain the
sector’s commitment to excellence and economic growth:

21

http://ccskills.org.uk/creative-apprenticeships
http://www.dpm.cabinetoffice.gov.uk/news/boost-unemployed-young-people-youth-contract-opensbusiness
23
http://www.apprenticeships.org.uk/Employers/Steps-to-make-it-happen/Incentive.aspx
24
http://www.bis.gov.uk/assets/biscore/higher-education/docs/n/11-730-national-scholarship-programmeyear-one.pdf
25
http://www.cabinetoffice.gov.uk/sites/default/files/resources/IR_FairAccess_acc2.pdf p. 5
22

26

http://www.huffingtonpost.co.uk/alan-davey/arts-council-building-the-creative-workforce-of-thefuture_b_1412300.html
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“The lack of fair entry routes to the creative and cultural sector has the potential to
derail the progress of the industries, limiting both the talent that sustains them and
their potential for growth… If we do nothing, we risk excluding a generation of young
people from our increasingly valuable sector - something that could create a vacuum
for future cultural leaders and damage our prospects for both artistic development
and economic growth.”

8.

APPENDICES
a) References
i) Reports, Guidelines and Advice

Unleashing Aspiration: Final Report of the Panel on Fair Access to the Professions (2009)
http://webarchive.nationalarchives.gov.uk/+/http://www.cabinetoffice.gov.uk/media/2271
02/fair-access.pdf
Fair Access to Professional Careers: A progress report by the independent reviewer on social
mobility and child poverty, Alan Milburn (2012)
http://www.cabinetoffice.gov.uk/sites/default/files/resources/IR_FairAccess_acc2.pdf
ACE and Creative and Cultural Skills’ Guidelines for Internships (2011)
http://www.artscouncil.org.uk/advice-and-guidance/browse-advice-andguidance/internships-arts
Department for Business, Innovation and Skills’ National Minimum Wage and Internship
Guidelines (2011)
http://nds.coi.gov.uk/content/Detail.aspx?ReleaseID=421229&NewsAreaID=2
Museums’ Association guidelines on internships (2012)
http://www.museumsassociation.org/careers/16042012-internships
The Wilson Review: Review of Business-University Collaboration (2012)
http://www.wilsonreview.co.uk/
MLA/Diversify Internships: Best practice standard and guidelines, from the Mayor of London
& Renaissance London (2010)
http://www.museumsassociation.org/museum-practice/building-a-strongerworkforce/15042011-further-resources
National Council for Voluntary Organisations/ NCVO
www.ncvo-vol.org.uk/advice-support/people-hr-employment/hosting-interns-workexperience-placements/hosting-graduate-inte
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NCVO refers employers to Graduate Talent Pool which offers a best practice code:
http://graduatetalentpool.bis.gov.uk/cms/ShowPage/Home_page/p!ekppgba
All Work and No Pay: Museums Journal (2012)
www.museumsassociation.org/museums-journal/features/03012012-all-work-and-no-pay

Creative Graduates, Creative Futures (2010)
http://www.employment-studies.co.uk/projects/creative/creative.php
BIS Low Pay Commission Report (2011)
http://www.bis.gov.uk/policies/employment-matters/rights/nmw/lpc

ii) Schemes
Culture Quarter Programme
http://www.culturequarterprogramme.co.uk/
Heritage Lottery Fund’s Skills for the Future
www.hlf.org.uk/HowToApply/programmes/Pages/Skillsforthefuture.aspx
Museums Association’s Diversify scheme
http://www.museumsassociation.org/careers/diversify
Cultural Leadership Programme’s Peach Placements
http://www.culturalleadership.org.uk/peach-placements/
Clore Leadership Programme
http://www.cloreleadership.org/page.php?id=48
Graduate Fellowship Programme run by DIVA Films
http://www.divafilms.co.uk/ under Diversity
Creative and Cultural Skills: Creative Apprenticeships
http://ccskills.org.uk/creative-apprenticeships
Apprenticeships
http://www.apprenticeships.org.uk/Employers/Steps-to-make-it-happen/Incentive.aspx
Youth Contract
http://www.dpm.cabinetoffice.gov.uk/news/boost-unemployed-young-people-youthcontract-opens-business
National Scholarship Programme
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http://www.bis.gov.uk/assets/biscore/higher-education/docs/n/11-730-nationalscholarship-programme-year-one.pdf

b) Full list of participating hosts, recipients and job titles
Host Organisation

Recipient

Title of role

Location

Aldeburgh Music

Alan Kemp

Digital and Online Administrator

Suffolk

Animate Projects

Tarnia Gracie

London

Apples and Snakes
Artangel

Daisy Dockrill
Ryan Murray

Fundraising & Marketing Assistant
Creative Programming and
Marketing Assistant
Interaction Associate

London

Artsadmin

Laura Milnes

Trainee Producer

London

Aurora Orchestra

Jack Lowe

London

BALTIC

Jonathan Lynch

Concerts Administrator
Community Learning &
Engagement Assistant

Gateshead

Brighton Dome & Festival

Erica Dellner

Production Assistant

Brighton

Brighton Photo Biennial

Leah Zofia

Brighton

Candoco Dance Co
Cheltenham Literature
Festival

Anna Bergstrom

Coney

Ellie Robinson

Festival Programme Coordinator
Development & Communication
Coordinator
Literature Festival Programming
Assistant
Playful Communications Officer

Contact Manchester

Oliver Sykes

Assistant Producer

Manchester

Crying Out Loud

Daniel Pitt

London

DaDa - Disability & Deaf Arts

Samuel Twidale

DanceXchange

Kate Jackson

Assistant Producer
Assistant Producer, DaDaFest
International 2012
Programme and Marketing
Assistant

Fuel

Vicky Adamczyk

Assistant Production Manager

London

Gate Theatre

Stella Odunlami

Resident Assistant Director

London

Grizedale Forest

Antony Mottershead

Arts Development Assistant

Cumbria

Hide & Seek

Ivan Gonzalez

Trainee Producer

Hightide
Kettle's Yard / Britten
Sinfonia

Philippa Wilkinson

Artistic Assistant

London
London &
Suffolk

Michael Smith

London

London
Gloucestershire
London

Liverpool
Birmingham

Deborah Hannaway

Concert and Learning Assistant

Cambridge

Kneehigh
Live Art Development
Agency

Shakera Ahad

Project Assistant

Truro, Cornwall

Aaron Wright

Programme Coordinator

London

Liverpool Philharmonic

Emma Richards

Liverpool

London Sinfonietta

Michael Duffy

mac Birmingham
Manchester International
Festival
Phoenix Dance Theatre

Sean McParland

Trainee Musician (Strings)
Assistant Producer, Creative
Projects
Creative Arts & Comms Assistant Arts Champion Project 2011

Gemma Connell

Trainee Producer

Manchester

James Renson Smith

Technical ASM

Leeds
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Picture This

Ruaidhri Ryan

Assistant Online Content Producer

Bristol

Punchdrunk

Andrew Hughes

Producing Assistant

Royal Shakespeare Company

Alix Manning

Education Associate Practitioner

London
Stratford on
Avon

Sage Gateshead

Helen Barthorpe

Trainee Fundraiser

Gateshead

Siobhan Davies Dance
Southampton City Art
Gallery

Lucie Sheppard

Programme Assistant

London

Jessica Whitfield

Assistant Exhibitions Officer

Southampton

Streetwise Opera

Patience Ofosu-Asaa
Holly Grange

Projects Assistant
Assistant Curator (traineeship)

London

Tate St Ives
The Arts at Dartington

Special Projects Assistant

The Empty Space

Andrea Rowbotham
Hannah ClarkeStamp

The Opera Group

Michelle Thomas

Trainee Producer
Creative Associate

Totnes, Devon
Newcastle Upon
Tyne

Watershed

Grace Denton

i-Shed coordinator

Bristol

Writers Centre Norwich

Edward Cottrell

Digital Media Officer

Norwich

Kate Danielson

Page 41

Cornwall

London

04/07/2012

