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Opinion Statement 

Nielsen certifies that the information contained in this report has been compiled in accordance 
with sound market research methods and principles, as well as proprietary methodologies 
developed by, or for, Nielsen.  Nielsen believes that this report represents a fair, accurate and 
comprehensive analysis of the information collected, with all sampled information subject to 
normal statistical variance. 
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Executive Summary 

Introduction • The Ministry for Culture and Heritage commissioned The Nielsen Company 
in early 2008 to examine the skills and training needs in the Cultural sector, 
specifically across eight distinct sub-sectors; namely libraries and archives, 
museums, historic heritage, music, the performing arts, screen, 
literature and the visual arts. 

• In examining the skills needs within the sector it is important to distinguish 
between skills shortages and skills gaps. Skills shortages occur when 
employers have difficulty filling job vacancies because of a lack of individuals 
applying to fill the vacancies, while skills gaps refer to the deficiencies 
within the existing workforce in terms of their capability to carry out their 
current roles. 

• The Cultural sector is relatively small in terms of employment share. Falling 
under the Cultural and Recreational Services industry, this group is the third 
smallest industry in New Zealand, accounting for only 2.7% of all employed 
people in 2007. 

• Overall, a New Zealand Institute of Economic Research show in their 
Quarterly Survey of Business Opinion that a net 46% of all businesses 
reported a difficulty in finding skilled labour, while a net 33% reported a 
similar difficulty in finding unskilled labour to fill jobs in the December 2007 
quarter. 

• The New Zealand labour market is made up of nearly a fifth (19%) of people 
who have no formal qualifications, while a further 24% have only obtained 
school level qualifications. As such, more than two fifths of the current 
workforce may lack the skills that a modern economy requires. 

• Statistics New Zealand show that in 2001 there were just over 100,000 
people employed in paid Cultural employment (that is within the Cultural 
sector and for organisations in other sectors), making up approximately 6% 
of all people in paid employment. 

The Cultural 
Sector 

• The business base within the Cultural sector is dominated by the Visual Arts 
sub-sector, accounting for 33% of all organisations, and Music and the 
Performing Arts (28%) and Screen (25%). 

• One in seven (15%) Cultural organisations employ 10 or more staff, 
compared with fewer than 5% for the economy as a whole. 

• While three quarters (75%) of the organisations surveyed do not have any 
volunteer staff working for them, one in twenty (6%) are entirely staffed by 
volunteers. 

• Most organisations in the sector (65%) employ freelancers or contractors, 
rising to 81% in the Screen sub-sector. 

• Three fifths (63%) of Cultural organisations have been operational for 10 
years or more and only 1% had been established within 12 months of the 
survey. Younger organisations are more likely to be found in the Visual Arts 
sub-sector, with this sub-sector accounting for more than half (57%) of those 
organisations that have been trading for two years or less. 
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• The Literature sub-sector accounts for 30% of employees working in the 
Cultural sector (which is more than three times its share of the business 
base), while more than one in ten employees work in the Libraries and 
Archives and Museums sub-sectors (twice their share of the business base). 

• Half of the employees in organisations with two or more staff work in either 
Managerial or Professional roles (22% and 28% respectively). 

• Nearly two thirds (63%) of organisations within the sector with two or more 
employees had remained the same size as compared with 12 months prior 
to the survey, with a net +13% having taken on extra staff. 

• Little variation is shown between the different sub-sectors, although the 
Screen sub-sector does appear to have grown the most, with 37% of 
organisations reporting having taken on more staff than 12 months ago. 

• When asked to predict staff numbers over the next 12 months, almost a 
quarter of organisations believe they will have more staff than they currently 
employ, while just over 70% expect their staff numbers to remain about the 
same (a net increase of +20%). 

• The Literature sub-sector is most likely to anticipate no change in staff 
numbers over the next 12 months (87%), while the Screen, and the Music 
and the Performing Arts sub-sectors are shown to be the most positive about 
employment levels in the future (a net increase of +28% and +26% 
respectively). 

Historic 
Heritage 
Sub-sector 

• Due to a low number of contacts for the Historic Heritage sub-sector, it was 
not possible to interview a sufficient number of organisations as part of the 
wider business survey. Instead, we summarise the results from the seven 
business survey interviews together with the five more in-depth stakeholder 
interviews. 

• Most organisations in this sub-sector have been operating for over 10 years 
and staffing levels vary with a mix of full- and part-time employees. Key 
employed positions are professionals, managers, community and personal 
service workers, clerical/admin staff, technicians and trades workers.  

• Although this sub-sector has a relatively low staff turnover, many of the 
organisations experience skill shortages due to lack of training at the tertiary 
level. 

• Organisations do have skills shortages in professional or technical roles, 
particularly conservation architects, building conservators, architectural 
historians, heritage engineering, planners, and world heritage advisors. 

• Given the nature of the work, skills gaps tend to be very specific and 
technical (e.g. heritage identification/engineering, architectural historians, 
archaeological knowledge), but are similar across the sub-sector. 

• All organisations interviewed agree that the top priority in addressing these 
skills shortages and skills gaps is to address the supply of skilled entrants to 
the sector. There is a general consensus for the need for more courses in 
tertiary institutions, and/or even in high schools, that give a good basic level 
of understanding of the sector.  
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Skills 
Shortages 

• When asked if they had any current vacancies in their organisation, one fifth 
(21%) indicated that they had at least one position available (around 4% of 
the current workforce). These vacancies are more likely to replace existing 
positions rather than represent newly created posts. 

• More than four in ten (44%) of organisations with vacancies are finding it 
difficult to fill all or some of these positions, rising to 75% for Literature sub-
sector. 

• Most Cultural organisations with a hard to fill vacancy (86%) are struggling to 
attract suitably qualified or experienced staff and/or even a sufficient number 
of applicants to select from. 

• All organisations with two or more staff were asked if they believe the 
Cultural sector was suffering from a general shortage of staff at the moment. 
While the majority (55%) disagreed with this statement, two fifths (40%) did 
believe that there was a shortage of staff. The Libraries and Archives sub-
sector has the most organisations which believe that there is a shortage in 
staff (55%), compared with three fifths of organisations in the Screen and 
Visual Arts sub-sectors which do not (62% and 61% respectively).   

• Libraries and Archives are experiencing a shortage of Professionals (82%), 
while organisations in the Screen sub-sector have difficulties with 
Technicians and trades workers (71%). Community and personal service 
workers are reported as the biggest shortage in the Museum sub-sector 
(31%) and Sales workers in the Literature sub-sector (60%). 

• Most organisations (64%) feel the current staff shortages will stay the same, 
while a net 8% believe that they will get worse. 

Skills Gaps • Two fifths (44%) of organisations report skills gaps among existing 
employees. The biggest skills gaps are found amongst sales workers (32%), 
and technician and trades workers (31%), while one fifth (21%) of 
organisations report skills gaps among their managers. 

• More than half (52%) of the organisations that indicated they had staff who 
are not fully proficient at their job attributed this to the staff member(s) being 
recently recruited. 

• Four in ten freelancers working in the Cultural sector admitted to not being 
fully proficient in their job, with the most commonly cited causes being their 
inability to keep up with change (36%) and lack of training (34%). 

• Three in ten organisations provide internal training (30%) or some form of 
mentoring or peer training (29%). Just over one fifth (22%) provide some 
form of external training but only 5% send staff to universities or tertiary 
education organisations. 
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Training 
Provision 

• While two thirds (67%) of organisations with two or more staff in the Cultural 
sector have a Business Plan, this drops to 40% for those with a Training 
Plan. 

• When asked if they formally assess whether individual staff have skills gaps, 
more than half (54%) indicate that they do. 

• Organisations in the Libraries and Archives sub-sector appear more likely to 
have a Training Plan and/or a Training Budget (68% and 93% respectively). 
Only two sub-sectors, Libraries and Archives and Museums, have more than 
half their organisations reporting that they have a dedicated budget for 
training. 

• Nearly three fifths (57%) of organisations with two or more staff have 
arranged off-the-job training or development for their employees over the 
last 12 months.  

• In the 12 months prior to the survey, one third (32%) of organisations with 
two or more staff provided no on-the-job training for any staff member, rising 
to 43% for off-the-job training. 

 

• More than one third (35%) of organisations in the Visual Arts sub-sector do 
not provide any training for their staff at all, compared with 25% of all 
organisations in the Cultural sector. In contrast, nearly two fifths (38%) of 
organisations in the sector provide training to all their staff.  

• Smaller organisations (those with two to nine employees) are less likely to 
provide training, 31% compared with less than 3% of those with 25 or more 
employees. 

Conclusions • The research has clearly highlighted the extent of the challenge facing the 
sector in terms of addressing both skills shortages and skills gaps. While 
some stakeholders commented on the relatively stable nature of the 
workforce in some sub-sectors, a net 13% of organisations had taken on 
more staff in the 12 months prior to the survey and a net 20% expect to 
recruit more staff over the next 12 months. 

• Attracting more (young) people to the sector is a key challenge for 
Cultural organisations.  

• Some organisations and professional bodies in the sector are offering and/or 
promoting the use of student internships as a means to attract more young 
people to the sector. 

• The Cultural workforce includes freelancers and contractors, and volunteers, 
the latter in some sub-sectors more than others, who traditionally are less 
likely to receive any training or professional development. 

• In spite of the extent of skills shortages and skills gaps outlined in the report, 
it is evident from Chapter 6 that employers are not doing enough to address 
their own needs. 

• In the 12 months prior to the survey, one third of organisations with two or 
more staff provided no on-the-job training for any staff member, rising to 
43% for off-the-job training. 

• Smaller organisations (those with two to nine employees) are less likely to 
provide training, 31% compared with less than 3% of those with 25 or more 
employees.  
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• Individually, small organisations can find it difficult to pay for training, identify 
their own skills needs and/or seek to liaise with a local education or training 
provider. This is where Professional Bodies or initiatives to encourage small 
organisations to pool their skills needs can play an important role.  

• To increase the quality of demand from employers for training, Government, 
at all levels, might need to be seen to act first. Publicly funded organisations 
in the sector could be used as exemplars of best practice with regard to 
workforce development and meeting the skills needs of the future. 

• Government funding could also be used to encourage better workforce 
development practices across the sector, possibly by steering funding to 
those organisations committed to staff training. 

• The sector needs to present one voice to education and training providers 
and other stakeholders to help them address their skills needs. 

• In general, stakeholders are not satisfied with the current level of provision 
by tertiary education organisations. 

• To improve the job-readiness of students entering the sector, tertiary 
education organisations should seek to improve the links with the sector, 
and possibly seek to recruit people from the sector (e.g. former dancers). 

• In terms of influencing the supply of skills further work may also be required 
to identify the specific vocational qualifications that are relevant to the sector.  
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1. Introduction 

Research 
Objectives 

 
The Ministry for Culture and Heritage commissioned The Nielsen Company in early 
2008 to examine the skills and training needs in the Cultural sector. The definition 
used by Statistics New Zealand in the ‘Cultural Indicators for New Zealand’ report 
shows that the Cultural sector comprises more than 22,000 business 
establishments and nearly 83,000 employees1.  However, this definition, which is 
drawn from the Australia and New Zealand Standard Industrial Classification 
(ANZSIC), does not align directly with that used by the Ministry for this project.  
 
This study sought to identify skills and training needs for eight distinct sub-sectors 
of the Cultural sector; namely libraries and archives, museums, historic 
heritage, music, the performing arts, screen, literature and the visual arts (a 
more detailed sub-sector breakdown is set out in Table 1.1, p.3).  
 
It is also worth noting that the Cultural sector includes both Cultural and non-
Cultural occupations. As shown in the ‘Cultural Indicators for New Zealand’ report, 
non-Cultural occupations account for nearly half of all employment in Cultural 
industries. 

It is recognised that the Cultural sector is an extremely broad sector that tends to 
struggle for a common identity, with varying definitions of the sector often used by 
policy makers both within New Zealand and internationally. This study has sought 
to draw on comparisons with the United Kingdom, specifically from the National 
Employers’ Skills Survey (a comprehensive survey undertaken in the UK every two 
years since 2003 to examine skills needs across all sectors within the economy, 
including the creative and Cultural sector2). 
 
This study will benchmark current skills and training needs in the sector as well as 
consider future employment projections, and look at any supplyside constraints, 
particularly with regard to the availability and relevance of existing vocational and 
tertiary education. Education and training provision to the sector is therefore also 
considered, with the latest information available from the Tertiary Education 
Commission outlined. 
 
The Cultural sector includes a small proportion of large organisations that account 
for a significant part of the workforce and a large number of small and medium 
enterprises (SMEs), including one-person businesses and freelancers. It is 
generally accepted that SMEs and freelancers do not have a strong track record 
with regard to training and workforce development. The research design needed to 
ensure that the views and opinions of large institutions in the sector were taken into 
account, as well as the experiences of the large proportion of one-person 
businesses or freelancers.   
 
In examining the skills needs within the sector it is important to distinguish between 
skills shortages and skills gaps. Skills shortages occur when employers have 
difficulty filling job vacancies because of a lack of individuals applying to fill the 
vacancies, while skills gaps refer to the deficiencies within the existing workforce 
in terms of their capability to carry out their current roles.  

                                                      
1 Information from Statistics New Zealand website, 22nd November 2007. 
2 The definition of the Creative and Cultural sector includes Arts, Museums and Galleries, Heritage, Crafts and Design. 
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It is estimated that 80% of the workforce in 2020 are currently in employment now3, 
thus emphasising the need to address both skills shortages and skills gaps. Skills 
shortages also lead to sub-optimal recruitment that manifests itself in on-going skills 
gaps among new recruits.  
 

Research 
Design 

 
The study was divided into three main components: 
 

i. A survey of organisations within the sector – 454 telephone interviews were 
carried out between 4 and 19 March 2008, stratified by sub-sector and 
number of employees. On average, the interviews lasted 15 minutes. 

 
 The business survey included self-employed people and freelancers,  
 which make up a significant proportion of the Cultural sector workforce. 
 

ii. Semi-structured telephone depth interviews were carried out with 18 
stakeholders, including large employers within the sector. The depth 
interviews lasted between 15 and 50 minutes. A list of those stakeholders 
interviewed, and where permission was granted, is set out below: 

• Archives NZ  
• TVNZ  
• South Pacific Pictures  
• NZ Film Archive  
• The National Library of New Zealand 

• Te Papa  
• Depot Artspace  
• Book Publishers Association/Random House Publishing  
• DANZ   
• Conservators Group  
• International Council on Monuments and Sites  
• Heritage Management Services 
• Rosalie Stanley, conservation architects  

 
  This information is used to enhance the findings of the survey of   
 Cultural sector organisations and to highlight the different skills and training 
  needs of the Cultural sector workforce and Cultural occupations in non- 
 Cultural industries. 
 

iii. A review of education and training provision to the sector – while the 
research was not intended to be an audit of the vocational and tertiary 
education system in how it seeks to meet the skills needs of the Cultural 
sector, we outline the latest available information from the Tertiary 
Education Commission. 

 
In addition, we have sought to draw on labour market information available from 
Statistics New Zealand. Skills shortages can arise from a combination of a growth 
in demand out-stripping growth in employment and the loss of skilled personnel 
through retirement, emigration, and/or retraining/movement to other industries, etc.  

                                                                                                                                                                           
3 Developing a Unifying Skills Strategy for New Zealand, 26th October, 2007 
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Table 1.1 overleaf breaks down the sector according to the eight sub-sectors. As 
can be seen, these sub-sectors account for nearly 13,000 business establishments 
and more than 42,000 employees; or in other words, just over half of the broader 
definition of the sector used by Statistics New Zealand. This however includes 
‘Interest Groups nec’, which includes the Historic Heritage sub-sector. 

Table 1.1:  Sub-Sector Breakdown 
Sub-Sector Number of 

Establishments 
Number of 
Employees 

Libraries and Archives 
(ANZSIC P921000) 

 297  4,400 

Museums 
(P922000) 

 228  2,390 

Music / Performing Arts1 
- Music & Theatre (P924100) 
- Sound Recording Studios (P925100) 
- Performing Arts Venue (P925200) 
- Radio Services (P912100) 
- Creative Arts (P924200) 

 2,754 
 566 
 173 
 75 
 184 
 1,756 

 4,880 
 950 
 110 
 790 
 2,590 
 440 

Screen 
- Film & Video Production (P911100) 
- Film & Video Distribution (P11200) 
- Motion Picture Exhibition (P911300) 
- Television Services (P912200) 

 2,443 
 2,187 
 66 
 109 
 81 

 6,060 
 1,340 
 220 
 1,760 
 2,740 

Literature 
- Newspaper Printing & Pub (C242100) 
- Other Periodical Publishing (C242200) 
- Other Publishing (242300) 

 921 
 278 
 331 
 312 

 10,990 
 7,380 
 2,280
 1,330 

Visual Arts 
- Services to Arts nec (P92500) 
- Photographic Studios (Q952300) 
- Commercial Art & Display Services 
(L78500) 

 3,216 
 317 
 807 
 2,092 

 4,270 
 410 
 660 
 3,200 

Historic Heritage2 
- Interest groups nec (Q962900) 

 
 <2,956  

 
 <9,470 

 
Total 
 

 
 up to 12,815 

 
 up to 42,460 

Notes: 
1 ANZSIC does not distinguish between music and other forms of performing arts (e.g. theatre) 
2 Historic Heritage is not separately defined in ANZSIC 
 
The ANZSIC classification of Art Gallery depends on whether the primary purpose 
of the organisation is show or sell art, with some organisations coded within the 
Museums classification and others coded to ‘Other Retail nec’. For the purposes of 
this research however Art Galleries are grouped within the Visual Arts sub-sector, 
as this is the sub-sector that they associated with when prompted in the 
organisation survey. 
 
It was not possible to identify Historic Heritage organisations with any certainty or in 
sufficient number within the wider ‘Interest groups nec’ sub-sector. This sub-sector 
is therefore not included in the analysis of business survey findings. Instead, 
Chapter 3 briefly considers the skills and training needs of this specialised sub-
sector, based on seven interviews with businesses and five depth interviews with 
relevant stakeholder bodies.   
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As shown above, it was also necessary to treat Music and the Performing Arts as 
one sub-sector.   

Table 1.2 sets out the number of interviews achieved by sub-sector.  

 Table 1.2: Culture and Heritage Establishments 
Sub-Sector Number of 

Interviews 

Libraries and Archives  50 

Museums  53 

Music/Performing Arts  100 

Screen  100 

Literature  51 

Visual Arts  100 

Total  454 
 
The results have been weighted to be representative of the sector as whole.  
 

Policy 
Context 

Recognising the problem of skills shortages facing New Zealand’s businesses, the 
Government, with the New Zealand Council for Trade Unions and Business New 
Zealand, produced the ‘Unified Skills Strategy’4, which sets out to improve how 
businesses recruit and retain skilled workers. The Strategy also seeks to deal with 
the problem at source by improving the supply of skilled people to the workforce.  

The Government has sought to create a uniform way of defining, measuring and 
valuing particular skill sets. The Strategy aims to drive business productivity by 
increasing the number of skilled job seekers entering the workforce and addressing 
skills deficiencies among the existing employees. The latter recognises that 80% of 
current employees will still be part of the workforce in 2020. 

The Skills Strategy is regarded as a key tool in the Government’s arsenal to tackle 
falling labour productivity. New Zealand’s productivity growth rate has been weaker 
than in previous years and the average annual growth rate for the last economic 
cycle, 2000-2007, is the lowest in more than 30 years5.  

The Strategy identified four key goals: 

• Effective use and retention of skills to transform work and workplaces; 

• Increase in the quality of demand from employers and workers; 

• Influence the supply of skills and create a more responsive supply side; and 

• A unified approach to defining, valuing and measuring skills. 

 

                                                      
4 Department of Labour, 2008. 
5 Statistics New Zealand, Productivity Statistics 1978-2007, March 2008. 
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Overview of 
the New 
Zealand 
Labour 
Market 

As the population size continues to grow, so too does the New Zealand labour 
force; with the latter increasing by 21% in the last 10 years. Figure 1.1 also shows 
that the population of New Zealand is increasing by as little as 0.5% per annum to 
as much as 2.0% per annum during the same period, or by 10.5% overall. 

Figure 1.1: Employment & Population Annual Growth, 1997-2007 

  

Over this decade, New Zealand’s working age population (those aged between 15 
and 64) increased by 337,600 people, or 13.6%. The proportion of men and women 
in the labour force remains fairly consistent over time, both following the same 
trends6. 

The Cultural sector is relatively small in terms of employment share. Falling under 
the Cultural and Recreational Services industry, this group is the third smallest 
industry in New Zealand, accounting for only 2.7% of all employed people in 2007 
(see Figure 1.2). The major industries in New Zealand are the Manufacturing (14%), 
Retail trade (14%), Property and business services (13%), and Health and 
community services (11%), jointly accounting for more than half of the workforce7. 

 

 

 

 

 

 

 

  
                                                      
6 Statistics New Zealand: Demographic Trends, 2007 
7 Statistics New Zealand Quarterly Employment Survey, March 2007 
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Figure 1.2: Employment by Industry, March 2007 
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Base: New Zealand Employed People (n=1,700,500)   
Note: 
Agriculture is omitted from the QES because most farms are operated by an unwaged or salaried working 
proprietor or sole trader with less than two employees. 

Full-time employment makes up two thirds (66%) of employed people while part-time 
employment accounts for up to 27% of the paid workforce. Working proprietors make 
up the remaining 7% of the workforce and have been declining in numbers over the 
last three years. 

The unemployment rate currently stands at 3.6% for the March 2008 quarter, slightly 
above the record low of 3.4% recorded in the December 2007 quarter8. This means 
the number of unemployed people actively looking for work is much lower than it 
normally would be, making it harder for employers to find people willing to work, 
whether skilled or unskilled. For this reason, a net 46% of all businesses reported a 
difficulty in finding skilled labour, while a net 33% reported a similar difficulty in 
finding unskilled labour to fill jobs in the December 2007 quarter (NZIER, Quarterly 
Survey of Business Opinion, December 2007). 

During this same quarter, more than a fifth of businesses labelled the shortage in the 
labour market as the predominant reason for a constraint on the expansion of their 
business. 

As shown in Table 1.3, the labour market is made up of nearly a fifth (19%) of people 
who have no formal qualifications, while a further 24% have only obtained school 
level qualifications. As such, more than two fifths of the current workforce may lack 
the skills that a modern economy requires. 

 

                                                                                                                                                                           
8 Statistics New Zealand, Household Labour Force Survey, March 2008 
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 Table 1.3: Labour force Qualifications (employed & unemployed) 
 Actual 

number 
Percent of 

total 

No qualifications  415,500 19% 

School qualifications  517,900 24% 

Post-school but no school 
qualifications 

219,000 10% 

Post-school & school qualifications 1,027,700 46% 

Total 2,208,500  
 Source: Statistics NZ, Labour Market Statistics, 2007. 

Over the last seven years the number of people gaining post-school and school 
qualifications has risen by 18.5%. 

Overview of 
the Cultural 
Sector 

Statistics New Zealand show that in 2001 there were just over 100,000 people 
employed in paid Cultural employment, making up approximately 6% of the 
workforce as a whole9. Cultural employment includes all those people employed in 
the Cultural sector as well as those employed in other sectors but in Cultural 
occupations; for example, a librarian working in a school. 

There is a higher percentage of women employed in the sector, 58% compared with 
47% in the workforce as a whole, as well as a higher number of workers of European 
ethnicity, 85% and 80% respectively.  

Those employed in the Cultural sector also tend to have a higher level of 
qualifications than those in the workforce as a whole. Three fifths (62%) of the 
employees in the sector have attained post-school level qualifications, compared 
with 56% of the workforce as a whole. A significantly higher proportion of those in 
the Cultural sector also have higher qualifications than those in the total workforce.  

The Cultural sector is also more reliant on part time workers with nearly a third (29%) 
of all those employed in the sector working two jobs. This may also account for the 
lower than average income for Cultural sector employees, with significantly more 
people in the Cultural sector earning less than $20,000 per annum (37% compared 
with 34% for the workforce as a whole). 

As would be expected given the concentration of large parts of the sector in major 
urban areas, there is also a higher number of people in the Cultural sector working in 
the Auckland and Wellington regions (53%, compared with all employed people, 
where only 43% work in Auckland or Wellington).  

                                                      
9 Statistics NZ: Employment in the Cultural Sector, 2005 
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Report 
Structure 

The rest of the report is set out as follows: 

• Chapter 2 - The Cultural Sector - examines the findings from the telephone 
survey of Cultural organisations to describe the sector in terms of the 
business base, the workforce and employment trends. 

• Chapter 3 - The Historic Heritage Sub-Sector - provides a brief review of 
the skills and training needs within this specialised sub-sector, drawing on 
seven interviews with employers and four stakeholder interviews. 

• Chapter 4 - Skills Shortages - this Chapter, as well as Chapter 5, sets out 
the findings from both the survey of organisations within the sector and the 
stakeholder interviews. This Chapter includes a review of current vacancies 
reported by organisations and the difficulties encountered when trying to 
recruit to them. 

• Chapter 5 – Skills Gaps - sets out the level and type of skills deficiencies 
among the existing workforce. 

• Chapter 6 - Training Provision - this Chapter looks at what organisations 
within the sector are already doing to address skills shortages and skills 
gaps. 

• Chapter 7 - Supply of Education and Training - outlines current levels of 
tertiary and vocational education and training provision to the sector. 

• Chapter 8 - Conclusions – sets out the key findings from the research. 
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2. The Cultural Sector 

Introduction This Chapter describes the business base and workforce structure of the Cultural 
sector, excluding the Historic Heritage sub-sector which is discussed separately in 
Chapter 3. Employment changes over the last 12 months and the next 12 months 
are also examined, including the reasons why employees are leaving their current 
employment. 

It is important to remember that the Cultural sector comprises a large proportion of 
freelancers as well as organisations employing two or more staff. Of the 454 
organisations interviewed for this study, 119 are contractors or freelancers. The 
questionnaire was structured differently for contractors and freelancers, which will 
be made clear when examining the findings. 

Business 
Base 

The structure of the sector in relation to the number of organisations, including 
one-person businesses and freelancers, in each sub-sector is shown in Figure 
2.1. It should be noted that there is no significant difference when you exclude 
freelancers. 

As can be seen, the business base within the Cultural sector is dominated by the 
Visual Arts sub-sector, accounting for 33% of all organisations, and Music and the 
Performing Arts (28%) and Screen (25%). 

Figure 2.1: Sub-Sectors in the Culture Sector 
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It is important to remember that the Cultural sector is very broad and made up of 
very diverse sub-sectors, and specialist organisations and occupations.  
Throughout this report we present the findings at sub-sector level wherever 
possible, but this is not always possible when sample sizes become too small.  It 
should also be noted that in spite of the heterogeneous nature of the sector 
Cultural organisations across the different sub-sectors face many of the same 
challenges. 
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 As shown in Figure 2.2, more than half of the organisations in the Cultural sector 
have between two and nine employees, with 30% being one person businesses or 
freelancers. One in seven (15%) organisations employ 10 or more staff. The latter 
compares favourably with the economy as a whole where fewer than 5% of 
businesses employ more than nine people10. 

Figure 2.2: Size of Organisation 
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Base:  All organisations surveyed (n=454) 

As also shown, the Libraries and Archives, and Museums sub-sectors are 
relatively more likely to employ 25 or more staff (16% and 17% respectively). In 
contrast, 92% of organisations in the Visual Arts sub-sector have between one 
and nine staff and only 2% of organisations in this sector have more than 25 staff, 
with no organisations employing more than 50 employees.  

While the largest organisation interviewed as part of the business survey 
employed 370 staff, two stakeholder organisations interviewed separately for this 
study employed 400 and over 1,000 people respectively.  The latter also had more 
than 100 freelancers and contractors working for them at the time of interview in 
craft, production and IT support roles. 

Although described by Statistics New Zealand as being a sector likely to have a 
high number of volunteer staff, three quarters (75%) of the organisations 
approached for this survey do not have any volunteer staff working for them (see 
Figure 2.3). One in twenty (6%) Cultural sector organisations are however entirely 
staffed by volunteers. Of these organisations, 52% are part of the Museums sub-
sector and a further 31% are part of the Music/Performing Arts sub-sector. The 
average number of volunteer staff at these organisations is 17, with one 
organisation being staffed by 103 volunteers.  

Of the organisations with two or more paid employees, more than 80% have no 
volunteer staff working for them at all, while 7% have six or more volunteer staff 
carrying out work for them. While the Museums sub-sector is relatively more likely 
to draw on volunteers, the Music and Performing Arts sub-sector (49%) and the 
Visual Arts sub-sector (35%) both account for a large proportion of those 
organisations with six or more volunteer employees. 

                                                      
10 Statistics New Zealand, Potential Outputs from the Longitudinal Business Database, December 2007 
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 Figure 2.3: Number of Volunteer Staff 
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Base:  All organisations surveyed (n=454) 

As would be expected within the Cultural sector, a large proportion of organisations 
(63%) have been operational for 10 years or more and only 1% had been 
established within 12 months of the survey (see Figure 2.4). The corresponding 
figures for New Zealand businesses are 34% and 10% respectively. 

Figure 2.4: Age of Organisation 
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Base:  All organisations surveyed (n=454) 

Nearly all (95%) organisations in the Libraries and Archives sub-sector are 
established businesses, trading for 10 or more years, as are those in the Museums 
(88%) and Literature (87%) sub-sectors. Younger organisations are more likely to 
be found in the Visual Arts sub-sector, with this sub-sector accounting for more than 
half (57%) of those organisations that have been trading for two years or less. 



The Supply of Cultural Skills and Training Research - Final Report 

 
 

 

Skills and Training FINAL REPORT 1 JULY.doc 
•  © Copyright 2008 ACNielsen 
 

Page 12 

 

 

Use 
Contractors 
or 
Freelancers 

As set out in Table 2.1, many organisations use contractors or freelancers 
(hereafter referred to as freelancers), particularly the Screen sub-sector (81%). Only 
a quarter of those in the Libraries and Archives sub-sector use staff outside of their 
own organisation.  

Table 2.1: Organisations who use Contractors and Freelancers 
Use Contractors or Freelancers 

Libraries and Archives 25% 

Museums 69% 

Music/Performing Arts 75% 

Screen 81% 

Literature 62% 

Visual Arts 49% 

OVERALL 65% 
 Base: Organisations with 2+ staff (n=335) 

Freelancers are a resource used by both new and well established organisations, 
with two thirds (67%) of organisations older than 10 years using them.  

A stakeholder organisation from the Music and the Performing Arts sub-sector 
suggests that the work in their sector is relatively sporadic resulting in the use of a 
high number of freelancers.  Some sub-sectors, such as Literature, also rely on 
freelancers for specialist skills sets, with one stakeholder commenting that this was 
more prominent in smaller organisations.   

The use of freelancers can however create problems. One stakeholder organisation 
from the Literature sub-sector is concerned that the high proportion of one-person 
businesses or freelancers makes it difficult to develop a skilled workforce over time. 

Of the freelancers surveyed, three fifths (58%) have more than 10 years experience 
whilst only 7% have been operating in their current capacity for less than a year. 
Three fifths (62%) of freelancers work full time and 91% describe themselves as a 
Manager or Professional. This is in stark contrast to Figure 2.5 which shows the 
types of freelancers commissioned by organisations with two or more staff. 
 

The 
Workforce 

 
Figure 2.1 (above) sets out the structure of the sector by the paid workforce 
(organisations with two or more staff). As can be seen, the Literature sub-sector 
accounts for 30% of employees working in the Cultural sector (which is more than 
three times its share of the business base) and more than one in ten employees 
work in the Libraries and Archives, and Museums sub-sectors (twice their share of 
the business base). 

Figure 2.5 over leaf shows the occupational profile of the paid workforce and 
freelancers in aggregate, and the paid workforce excluding freelancers, by sub-
sector. Almost three quarters (73%) of organisations in the sector have at least one 
employee or freelancer working for them at a Professional level, falling to 66% for 
the paid workforce. We can also see that freelancers have the strongest presence 
among Professional, and Technicians and Trade Worker grades. Freelancers are 
used in a Professional capacity by half (50%) of Cultural organisations with two or  
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more staff, compared with 47% for those using Technician and Trade roles and 2% 
for Machinery Operators or Drivers. 

Figure 2.5: Occupational Profile (% of organisations) 

 

Four fifths (82%) of organisations with two or more staff employ Managers, while 
only 2% employ at least one labourer. Occupational definitions are outlined in 
Appendix I. 

While there is little variation between the different sub-sectors, two fifths (39%) of 
organisations in the Museums sub-sector hire Community and Personal Service 
workers compared with the sector average of 6%. Similarly, organisations in the 
Literature sub-sector are more likely to hire Clerical and Administrative workers 
(80% and 46% respectively) and Sales workers (49% and 33% respectively).  

Figure 2.6: Occupational Profile (% of paid workforce) 
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As shown in Figure 2.6, half of the employees in organisations with two or more 
staff work in either Managerial or Professional roles (17% and 33% respectively). 
When compared with Statistics New Zealand’s data on all organisations, 
organisations in the Cultural sector tend to have more staff employed in a 
managerial role, 17% compared with 13%. This is likely to be a result of the small 
numbers (2%) of staff employed in Machinery operators and driver roles in the 
Cultural sector, compared with the rest of New Zealand organisations in which Plant 
and Machine Operators and Assemblers make up 8% of occupations. 

 
Employment 
Trends 

Nearly two thirds (63%) of organisations within the sector with two or more 
employees had remained the same size as compared with 12 months prior to the 
survey (see Figure 2.7). A net +13% of organisations had taken on extra staff (the 
difference between those reporting an increase in staff numbers (25%) and those 
reporting a decrease (12%)). 

Figure 2.7: Staff change over the last 12 Months 
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Base: Organisations with 2+ staff (n=319)11 

Little variation is shown between the different sub-sectors, although the Screen sub-
sector does appear to have grown the most, with 37% of organisations reporting 
having taken on more staff than 12 months ago.  This is in contrast to one large 
Screen organisation which told us in the depth interviews that they had shed over 
100 jobs in the last year in order to reduce labour costs by 10% and position the 
organisation for the future, with regard to emerging digital platform. 

The Libraries and Archives (18%) and Music/Performing Arts (18%) sub-sectors are 
most likely to have reported a drop in staff numbers. 

 When asked to predict staff numbers over the next 12 months, almost a quarter of 
organisations believe they will have more staff than they currently employ, while just 
over 70% expect their staff numbers to remain about the same (see Figure 2.8 
above). The net balance being +20% (the difference between those stating that they 
will have more or fewer staff), which is significantly higher than the net balance for 
the last 12 months (+13%). 

                                                      
11 This base appears smaller than others due to answers not being provided by some people. 
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The Literature sub-sector is most likely to anticipate no change in staff numbers 
over the next 12 months (87%), while the Screen, and the Music and the Performing 
Arts sub-sectors are shown to be the most positive about employment levels in the 
future (a net balance of +28% and +26% respectively). 

Figure 2.8: Staff change over the next 12 Months 
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Base: Organisations with 2+ staff (n=319)12  

 
 Figure 2.9: Number Expected to Hire in the next 12 Months  
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Base: Organisations with 2+ staff (n=319)12 

When asked if they thought they expected to hire more staff in the next 12 months, 
either to replace staff leaving or to fill new positions, one third (34%) of 
organisations with two or more employees stated that they expected to recruit 
between one and three staff (see Figure 2.9).  

 

                                                                                                                                                                           
12 This base appears smaller than others due to answers not being provided by some people. 
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However, 57% of organisations with two or more employees do not expect to hire 
anymore staff in the next year. Almost half (48%) of the organisations in the 
Museums sub-sector are planning on hiring more staff in the next 12 months, 
compared with 28% in the Literature sub-sector. However, given the small sample 
sizes in some sub-sectors, caution needs to be used when interpreting these 
results. 

One stakeholder believed that Libraries and Archive organisations were unlikely to 
change significantly over the short term as this would require an increase in their 
level of funding. 

More than one third of the planned recruitment relates to one small organisation in 
the Performing Arts sub-sector, which is likely to be staging a large production in the 
next few months. It is not uncommon in this sub-sector, especially with regard to 
staging festivals, for organisations to fluctuate in terms of number of employees. 
These organisations tend to need a small number of permanent staff in between 
staging events or festivals. One stakeholder organisation in the Performing Arts 
sub-sector also operates in this way, with the number of employees varying 
between seven permanent staff and more than 250 at peak times. People in this 
sub-sector are used to working in this way, with many going back to work for the 
same events each time they are held and/or switching between different types of 
events (e.g. jazz, international, regional festivals). 

Most of this recruitment is likely to replace staff leaving rather than fill new positions 
being created.  

Table 2.2 sets out planned recruitment over the next 12 months as a proportion of 
the workforce. As explained, one organisation in the Performing Arts sub-sector 
accounts for a large proportion of total recruitment in the sector.  

Table 2.2: Recruitment over next 12 Months (as a proportion of the workforce) 
Sub-Sector % 

Libraries and Archives 12 

Museums   6 

Music/Performing Arts 83 

Screen 10 

Literature 15 

Visual Arts 17 

OVERALL 27 
 Base: Organisations with 2+ staff (335) 

 



The Supply of Cultural Skills and Training Research - Final Report 

 
 

 

Skills and Training FINAL REPORT 1 JULY.doc 
•  © Copyright 2008 ACNielsen 
 

Page 17 

 

28% 27%

6%

26%

13%

0%

20%

40%

60%

80%

100%

Went to another job within
the same industry

Went to a job outside the
industry

Not currently employed Not aware of where they
went

Don't know

Base: Organisations with 2+ staff who have had staff leave (n = 159)

28% 27%

6%

26%

13%

0%

20%

40%

60%

80%

100%

Went to another job within
the same industry

Went to a job outside the
industry

Not currently employed Not aware of where they
went

Don't know

Base: Organisations with 2+ staff who have had staff leave (n = 159)

Staff 
Change 

More than four in ten organisations (44%) lost staff in the 12 months prior to the 
survey, representing 16% of the current workforce. Across the sub-sectors, the 
proportion of organisations reporting falling staff numbers ranges from 40% for the 
Music and Performing Arts sub-sector to 62% for Literature organisations (see 
Table 2.3). 

Table 2.3: Organisations that have had Staff leave in the last 12 Months 
Sub-Sector % 

Libraries and Archives 60 

Museums 49 

Music/Performing Arts 40 

Screen 40 

Literature 62 

Visual Arts 42 

OVERALL 44 
 Base: Organisations with 2+ staff (335) 

Of these, the average number of staff leaving an organisation is four. When looking 
at the destination of the departing staff, nearly equal proportions are lost to another 
job outside the Cultural sector (27%) as those who find another job within the same 
sector (28%; see Figure 2.10). Losing staff to other sectors seems to be more of an 
issue for the Libraries and Archives sub-sector, which accounts for one fifth (21%) 
of all Cultural organisations experiencing this problem. 

Figure 2.10: Destinations of departing Staff  

  

Two fifths (40%) of organisations stated that staff left to take up other jobs with 
better career progression or prospects and one fifth (20%) for better terms and 
conditions than their current post (see Figure 2.11). It is worth remembering that 
Cultural organisations are competing for potential recruits amongst each other and 
against other sectors. In a tight labour market, skilled and unskilled employees can 
easily jump sectors to pursue career aspirations, higher rates of pay and/or better 
terms and conditions.  
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 Figure 2.11: Reasons for Staff Leaving their Current Employment 
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Nearly one in eight (12%) organisations also indicated that an employee left their 
current job to return to study or take up further training, while one in seven (14%) 
lost staff to travel overseas (overseas experience).  

While there is very no overall variation between sub-sectors, some stakeholders in 
the Historic Heritage and Libraries and Archives sub-sectors referred to the issue of 
an aging workforce. Losing staff to retirement, if not a problem now, may become a 
challenge to some organisations and sub-sectors in the future.  

Figure 2.12: Replaced Staff in the Last 12 Months 
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Base: Organisations with 2+ staff who have had staff leave in the last 12 months (n=143) 

Three fifths (61%) of staff who left in the 12 months prior to the survey were 
replaced. When looked at by the proportion of organisations, Figure 2.12 shows that 
15% had not been able to replace staff that had left. All the organisations in the 
Literature sub-sector have replaced at least one staff member who has left in the 
last 12 months. 
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 3. Historic Heritage Sub-sector 

Introduction Due to a low number of contacts for the Historic Heritage sub-sector, it was not 
possible to interview a sufficient number of organisations as part of the wider 
business survey. This Chapter does not set out any quantitative findings for this 
sub-sector.  Instead, we summarise the results from the seven business survey 
interviews together with the five more in-depth stakeholder interviews. 

Of the in-depth interviews conducted with Historic Heritage organisations, four gave 
permission to be identified in this report: 

• Conservators Group (NZ Conservators of Cultural Materials) 

• Salmond Reid Architects (Conservation Architects)  

• International Council on Monuments and Sites 

• Heritage Management Services 

Overview of 
Subsector 

 

While most organisations in this sub-sector have been operating for over 10 years, 
one stakeholder did regard the sub-sector as a whole to be relatively new. Not that 
the activities or the skills used are new but that the recent increased interest in 
Historic Heritage is creating a new sub-sector in its own right. 
 
Staffing levels vary with a mix of full- and part-time employees. Key employed 
positions are professionals, managers, technicians and trades workers, community 
and personal service workers, and clerical and administration staff.  
 
Staffing levels are relatively stable with a low turnover of staff. It is believed that 
those who leave are either retiring or leaving because they are no longer interested 
in pursuing a career in the sector.  
 
Skilled positions are perceived as being harder to fill when people leave, and not 
just specialist Historic Heritage posts. For example, one stakeholder referred to 
difficulties recruiting chefs.  
 
Some of the organisations formally assess the training needs of their staff, with 
training being provided in-house and/or by external providers if required.  Issues 
found with staff not being proficient in their job include lack of experience or 
specialist knowledge, and a lack of funding for training. 
 
There appears to be a general feeling that as the Government takes more of an 
interest in the preservation of the historic heritage of New Zealand, this creates 
more work in the sector. Thus, many organisations have more staff than 12 months 
prior to the survey.  
 
Although this sub-sector has a relatively low staff turnover, many of the 
organisations experience skill shortages due to lack of training at the tertiary level. 
Although all of the organisations interviewed provide on-the-job training and some 
provide external training (dependent on budgetary constraints), all agree that a key 
priority is to improve the level of understanding of the sub-sector’s skills and training 
needs at the tertiary education level.  
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Staffing and 
Skills 
Shortages 

 

Many of the organisations that we spoke to are hiring more staff than 12 months 
ago, partly as a result of an increased interest in the conservation of New Zealand’s 
historic heritage and culture. 

“More people want to be involved in historic heritage and culture at a 
professional level but it is, apart from the lack of a National Standard in 
qualifications, one that lacks good fiscal policy and financial incentives in my 
opinion. In general, the sector is employing and will employ more staff to 
cope with the increase in legislation and rise in understanding by 
communities of the need to protect historic heritage and culture. While 
standards, training and education have increased in areas such as museums 
and art galleries, it has not with regard to heritage planning and conservation 
training in relation to the built or constructed environment. These opinions are 
based on 20 years experience in the industry/sector.”  

However, the Conservators Group pointed out that although roles are harder to fill, 
there doesn’t seem to be enough work in their particular sector (painter 
conservators). This is partly due to the specialised nature of their work, as well as 
public ignorance of the sector.  

Organisations do see skills shortages in professional or technical roles, particularly 
conservation architects, building conservators, architectural historians, heritage 
engineering, planners, and world heritage advisors. One publicly funded 
stakeholder commented that they could not compete with private sector 
organisations or consultancies which could offer higher salaries. 

As these skilled people leave the sector, they leave a vacancy that is hard to fill as 
many of the roles are quite specific and require relevant experience. As such, it is 
not unusual for some Historic Heritage organisations to have to recruit overseas 
and/or need to attract more people to the sector.  

“There is not enough training available which means there are not enough 
people coming into the industry to fill these roles. We are also not very good 
at collaboration with other countries for training and bringing staff to New 
Zealand. Also it takes time for people to develop the skills required for these 
roles so there are not many people who have the skills to do these jobs.”  

The increased loaning of exhibits by museums is also regarded as likely to result in 
a greater need for condition reporting and people having the skills to look after an 
object (e.g. restoration). 

Skills Gaps 

 

Not only are there skills shortages, but naturally, leading from this, there are skills 
gaps for most organisations in a wide range of roles. Given the nature of the work, 
skills gaps tend to be very specific and technical (e.g. heritage identification/ 
engineering, architectural historians, archaeological knowledge), but are similar 
across the sub-sector. 

“The main issue in the industry is that art conservators are not trained in Art 
History and vice versa. This causes problems, as it is important to know the 
history and meaning of an artwork when working to conserve it.”  
 

In addition, there are not enough junior staff coming up through the ranks who can 
gain the knowledge and fill these gaps. 
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Training 

 

All organisations interviewed agree that the top priority in addressing these skills 
shortages and skills gaps is to address the supply of skilled entrants to the sector. 
There is a general consensus for the need for more courses in tertiary institutions, 
and/or even in high schools, that give a good basic level of understanding of the 
sector.  

“Tertiary education institutes should listen to professionals and consolidate 
courses to be more relevant for students entering their chosen industry.”  
 
“There needs to be more introductory courses through universities and 
maybe even high schools that provide people with the skills and knowledge 
required to work in the industry.”  

It appears that the sub-sector has talked of collaboration to address these skills 
shortages but what is less transparent is the ownership of initiatives and training 
programmes. Te Papa is believed to run quite a bit of training for the sub-sector. 

Within specific industries, however, the New Zealand Institute of Architects (NZIA) 
offers sector training courses and the New Zealand Planning Institute is actively 
trying to attract more planners. 

“I think there is a huge move to address this but there is a need at national 
level to provide the funding and training – it is certainly a constant topic at 
conferences and huis.”  

“There is a ‘hope’ for collaboration, but that no one really has a certain role 
and there should be more policy surrounding this issue as everyone currently 
does a little bit of everything.”  

 

Training 
Priorities 

 
Within the sub-sector, the identified training priority is to up-skill existing staff. 
However, only about half of the organisations interviewed formally plan ahead for 
training needs for their staff. This apparent contradiction is reflected in the business 
survey for the other six sub-sectors and also reflects the general difficulty faced by 
many organisations in the Cultural sector to fund the level of training required. 
 
It is believed that most of the available training is currently on-the-job training or via 
staff attending conferences or courses run by various professional institutes. Whilst 
these courses are available nationally, they are often considered to be quite general 
in nature.  
 

“There should be more technical courses available as they currently only 
cater to the lowest common denominator – so people with experience and 
knowledge often find these boring. Therefore, they need to cater to the 
educational needs of the user. There are not many courses available and the 
information that is covered in courses needs to be tailored to meet their 
needs.”  

 
“Training is not available for everyone and its availability is quite spread out 
across different industries so many people have difficulty accessing training.” 

 
“In relation to the built heritage sector very little is available. What 
conferences and training opportunities arise are always taken advantage of; 
however, this largely applies to those working in local or national government 
– for the private company it is harder and often very expensive.”   
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“The main issue surrounding training in the industry is that there is not 
enough funding available for everyone. It is slowly getting better but recently 
some staff were left out of a conservation conference because there was not 
enough funding for them all to get there. Sometimes they will get a grant but 
have to pay half themselves, as the grant does not cover the full cost.”  
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4. Skills Shortages 

Introduction 
 
This section looks at the extent and type of skills shortages that exist in the Cultural 
sector. It examines the extent and type of recruitment difficulties and hard-to-fill 
vacancies, together with the prevalence of skills shortages. 

In this Chapter we also draw on findings from the National Employers Skills Survey 
2005 carried out in the UK. As discussed above, the business survey sought to 
repeat a number of key questions from the NESS to allow some top level 
comparisons to be drawn. 

 
Recruitment In Chapter 2, we saw that of those who have had staff leave in the last 12 months, 

15% of organisations had not replaced them. And looking forward to the next 12 
months, almost a third (31%) of organisations with two or more staff expect to hire 
between one and three employees. Nearly three fifths (57%) however stated that 
they had no current plans to recruit more staff over the next 12 months. Overall, the 
number of jobs to be recruited over the next 12 months equates to 27% of the 
current workforce. 

When asked if they had any current vacancies in their organisation, one fifth (21%) 
indicated that they had at least one position available (see Figure 4.1); which is 
equivalent to around 4% of the current workforce. This is higher than in the UK13 
where only 14% of organisations in the Creative and Cultural sector reported 
current vacancies. This could in part reflect the on-going implications of a tight 
labour market in New Zealand, where vacancies are taking longer to fill. 

Figure 4.1: Number of Current Vacancies at Site  
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Base:  Organisations with 2+ Staff (n=319) 

As shown in Figure 4.2, Cultural sector organisations are more than twice as likely 
to report having more than one vacancy for existing positions (to replace someone 
who is leaving or has left), as opposed to newly created posts, 40% and 16% 

                                                      
13 National Employers Skills Survey 2004: Annex A, 2004 
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respectively. This would seem to support the statement above about the time taken 
to fill vacancies, as well as the rather stable nature of most organisations in terms 
of their overall employment levels.  

Figure 4.2: Number of Current Vacancies - for Existing and New Positions 
  

Of those organisations with vacancies for new posts, 81% have only one vacancy 
and no organisation has more than five vacancies.   
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Hard-to-fill 
vacancies 
and skills 
shortages 

More than four in ten (44%) of organisations with vacancies are finding it difficult to 
fill all or some of these positions, rising to 75% for Literature sub-sector. One 
stakeholder in this sub-sector is concerned about their ability to offer competitive 
salaries, particularly with regard to Editors, compared with other sectors of the 
economy.  

As discussed above, the NZIER Quarterly Survey of Business Opinion (December 
2007) reported that a net 46% of businesses were finding it difficult to recruit 
skilled staff (33% for unskilled staff). In the UK, only 5% of organisations in the 
Creative and Cultural sub-sector say they have vacancies that are hard to fill14. 
The difference between New Zealand and the UK is unlikely to be explained fully 
by the tight labour market in New Zealand. 

Not all sub-sectors are experiencing problems with hard to fill vacancies, especially 
those with a large proportion of Government agencies or publicly funded bodies. 
These sub-sectors (or organisations) are perceived by some stakeholders as being 
able to offer secure employment and competitive rates of pay. The Performing Arts 
sub-sector is also more positive about its ability to recruit, with one stakeholder 
referring to the service provided by Work and Income in helping them to fill 
vacancies. This stakeholder found the ‘Pathways to Arts and Cultural Employment 
(PACE)’ 2008: Resource Pack’, as produced by Work and Income, very useful. 

Table 4.1 shows that the vacancies that are most commonly hard to fill are 
professional, sales, and technician and trades workers. However, caution should 
be used when interpreting these results given the small base (only 31 Cultural 
organisations with two or more staff answered the questions on hard to fill 
vacancies). As such, no analysis by sub-sector is possible. 

                                                      
14 National Employers Skills Survey 2004: Annex A, 2004 
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Table 4.1: Hard to Fill Vacancies  
Hard to fill vacancies % 

Professionals 30 

Sales workers 30 

Technicians and trades workers 27 

Managers 17 

Clerical and administrative workers 16 

Machinery operators and drivers 3 

Community and personal service workers 1 

Labourers - 
Base:  Organisations with a hard to fill vacancy (n=31) 

More than one in seven (16%) of Cultural organisations are also finding it hard to 
recruit to clerical and administrative roles. 

Due to some of the demands in organisations and the shortage of workers with 
sufficient skills in the sector, some organisations are looking at other options to fill 
vacancies. A stakeholder from the Museum sub-sector said that because of this 
shortage in skilled workers, people from outside the Cultural sector are being 
appointed to senior positions in organisations. 

Figure 4.3: Why Vacancies are Hard to Fill 
  

Figure 4.3 gives a clear indication that most Cultural organisations with a hard to 
fill vacancy (86%) are struggling to attract suitably qualified or experienced staff 
and/or even a sufficient number of applicants to select from. A similar finding is 
apparent in the UK, where 80% of employers in the Creative and Cultural sector 
attributed the reason for hard-to-fill vacancies to a general skill shortage in the 
labour market. 

 Several stakeholders also believe that there are not enough young people seeking 
to enter the sector, with no clear accountability evident in terms of which 
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organisation(s) is responsible for addressing this problem. One commented that 
‘the Ministry for Culture and Heritage, Immigration and the TEC need to work 
together’. 

 Table 4.2 outlines the main causes of hard-to-fill vacancies. Two fifths (39%) of 
organisations with hard to fill vacancies are struggling to find enough applicants 
with the required work experience and one third (35%) with the required skills.  
Only 5% indicate poor career progression or lack of prospects being a problem for 
the sector. 

Table 4.2: Main Causes of Hard to Fill Vacancies 
Main Cause % 

Lack of work experience the company demands 39 

Low number of applicants with the required skills 35 

Job entails shift work/unsociable hours 15 

Low number of applicants with the required attitude, 
motivation or personality 

14 

Poor terms and conditions (e.g. pay) offered for post 13 

Remote location/poor public transport 10 

Low number of applicants generally 10 

Not enough people interested in doing this type of job  8 

Too much competition from other employers 5 

Poor career progression/lack of prospects 5 

Other 16 

No particular reason - 

Don't know - 
Base:  Organisations with a hard-to-fill vacancy (n=31) 

When prompted whether the cause of hard to fill vacancies could be attributed to a 
skills shortage, organisations agreed that the lack of experience (81%) or the lack 
of skills required for the post (72%) are their biggest problems. Only one third 
(33%) of organisations associate the reason for hard to fill vacancies with 
applicants’ general lack of suitable qualifications. Organisations in the Cultural 
sector clearly value experience and skills above academic qualifications.    

 
 Skills that are most difficult to obtain from applicants are primarily technical and 

practical skills (65%), communication (43%), customer handling skills (41%) and 
creative ability (41%). Again this suggests that Cultural sector organisations are 
looking for job-ready people (see Table 4.3 overleaf). 
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Table 4.3: Skills Most Difficult to Obtain from Applicants 
 % 

Technical and practical skills 65 

Communication skills 43 

Customer handling skills 41 

Creative skills/talent/ability 41 

Specialist knowledge of a particular area in the Cultural 
sector (e.g. advanced knowledge of historic heritage) 37 

Management skills 34 

Marketing/promotional skills 33 

General IT user skills 24 

Literacy skills 23 

Team working skills 21 

Office admin skills 21 

Problem solving skills 17 

IT professional skills  16 

Numeracy skills 7 

Knowledge and ability in M�ori language and customs 1 

Base:  Organisations with problems finding the right quality of applicants (n=24) 
 
Some stakeholders highlighted the opportunity and challenge created by the 
emerging digital environment, with new skills sets needed across most parts of the 
sector. The general lack of skilled M�ori workers was also highlighted by a couple 
of stakeholders, as well as the need for more people to be aware of the M�ori 
culture and heritage. 
 
All organisations with two or more staff were asked if they believe the Cultural 
sector was suffering from a general shortage of staff at the moment. While the 
majority (55%) disagreed with this statement, two fifths (40%) did believe that there 
was a shortage of staff. The Libraries and Archives sub-sector has the most 
organisations which believe that there is a shortage in staff (55%), compared with 
three fifths of organisations in the Screen and Visual Arts sub-sectors which do not 
(62% and 61% respectively).   
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Table 4.4: Occupations with Staff Shortages  
 % 

Professionals 56% 

Technicians and trades workers 43% 

Sales workers 22% 

Managers 18% 

Clerical and administrative workers 10% 

Community and personal service 
workers 

3% 

Machinery operators and drivers 1% 

Labourers 1% 

Other 1% 

Don’t know 2% 
Base:  Organisations with 2+ staff and where a Staff shortage exists (n=136) 

 
Of these organisations, Table 4.4 shows that for 56% there is a shortage of 
Professional staff, compared with 43% for Technicians and Trades workers and 
22% for Sales workers. Fewer than one fifth (18%) of organisations believe there 
to be a shortage of Managers in the sector. 

For senior or managerial positions, it has been suggested that the Museum sub-
sector needs to look outside the sector for recruitment. It is believed that there is a 
lack of core business skills within the Museum sub-sector. Several stakeholders 
look to recruit to senior posts from outside New Zealand, but are aware that New 
Zealand does not offer internationally competitive rates of pay. 

Libraries and Archives are experiencing a shortage of Professionals (82%), while 
organisations in the Screen sub-sector have difficulties with Technicians and 
trades workers (71%). Community and personal service workers are reported as 
the biggest shortage in the Museum sub-sector (31%) and Sales workers in the 
Literature sub-sector (60%). The latter two are non-Cultural occupations, where 
Cultural organisations are competing for staff with other sectors in the economy; 
including those able to offer better terms and conditions. 

Most organisations (64%) feel the current staff shortages will stay the same, while 
a net 8% believe that they will get worse. 
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5. Skills Gaps 

Introduction Chapter 5 outlines the extent and type of skills deficiencies among the existing 
workforce in the Cultural sector. It looks at whether organisations are taking 
adequate steps to address any skills gaps they may have, what the potential 
causes of these gaps are and which particular skills need improving. 
 

Extent of 
skills gaps 

Two fifths (44%) of organisations report skills gaps among existing employees. 
This compares poorly with the UK, where only 9% of organisations in the Creative 
and Cultural sector report skills gaps. In the Screen sub-sector one stakeholder 
believed that there were no skills gaps: 

“…the industry is really people getting better at what they do.” 

This stakeholder stated that their workforce was stable and, as a result, continually 
up-skilling. This view however is not widely held but may reflect a certain 
community of opinion about the creative or artistic nature of some parts of the 
sector. 

Table 5.1 shows the proportion staff within each occupational group which are not 
believed to be fully proficient in their jobs for the sector a as whole and by sub-
sector. Rather surprisingly, the biggest skills gaps are found amongst sales 
workers (23%) and labourers (29%), although for the latter the base is very small. 
One in six (16%) of organisations report skills gaps among their managers, rising 
to 26% in the Literature sub-sector 

Table 5.1: Employees Not Fully Proficient in their Job 
Position 

Li
br

ar
ie

s 
an

d 
A

rc
hi

ve
s 

M
us

eu
m

s 

M
us

ic
/ 

P
er

fo
rm

in
g 

A
rt

s 

S
cr

ee
n 

Li
te

ra
tu

re
 

V
is

ua
l A

rt
s 

To
ta

l 

Managers (n=280) 21% 19% 17% 9% 26% 15% 16% 

Professionals (n=234) 26% 20% 9% 8% 9% 4% 10% 

Technicians & trade 
workers (n=113) 

13% 9% 41% 10% 1% 31% 15% 

Community & 
personal service 
workers (n=35) 

15% 5% 15% 3% 0% 0% 7% 

Clerical & 
administrative 
workers (n=169) 

23% 29% 11% 10% 13% 13% 13% 

Sales workers (n=97) 0% 14% 44% 21% 20% 14% 23% 

Machinery operators 
& drivers (n=8) 

0% 0% 0% 0% 0% 0% 0% 

Labourers (n=18) 25% 0% 0% 0% 52% 0% 29% 
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Professional employees are more likely to be seen to have skills gaps in the 
Libraries and Archives, and Museums sub-sectors (26% and 20% respectively), as 
are clerical and administrative staff (23% and 29% respectively).  

Most stakeholders interviewed also referred to the very specific or specialised 
nature of many roles (e.g. built/constructed heritage) in the sector, especially with 
regard to Professional or Technical occupations. In a tight labour market these 
skills sets are difficult to replace and some organisations may be forced to recruit 
people below the skill level required. One stakeholder argued for the need for 
formal tertiary education across the sector. 

In the Performing Arts sub-sector, the workforce tends to be recruited to need and 
therefore some stakeholders believe that it is difficult to address their skills gaps by 
training, especially when funding is perceived to be difficult to obtain. The 
capability of senior managers and leaders was also raised by some stakeholders, 
including in the Literature sub-sector, as well as a concern for where the next 
generation of leaders is coming from. 

As shown in Figure 5.1, more than half (52%) of the organisations that indicated 
they had staff who are not fully proficient at their job attributed this to the staff 
member(s) being recently recruited. As such, up to half of organisations in the 
Cultural sector are experiencing skills gaps among their existing workforce as a 
direct consequence of sub-optimal recruitment, or, in other words, a skills shortage 
in the wider workforce. 

 Figure 5.1: Causes for Staff not Being Fully Proficient at their Job 
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As also shown, an inability to adapt to new changes (16%) and the failure to train 
or develop staff (15%) is also identified by around one in seven organisations as a 
cause of skills gaps in their existing workforce. The former rises to 28% for 
organisations in the Libraries and Archives sub-sector, with one stakeholder 
concerned about the inability for staff to keep up with changing technology but did 
believe that younger staff were more able to do this than their older colleagues. 
Organisations in the Museum sub-sector most frequently report having less 
proficient staff due to lack of experience or their being recently recruited (71%).   
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Four in ten freelancers working in the Cultural sector admitted to not being fully 
proficient in their job (see Figure 5.2). The most commonly cited causes were their 
inability to keep up with change (36%) and lack of training (34%). 

Figure 5.2: Causes for Freelancers not Being Fully Proficient at their Job 
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 Organisations with skills gaps among existing staff cited Technical and Practical 
skills as the most important skills that need improving (53%). Other skills such as 
general IT, communication, marketing/promotional, management, customer 
handling and problem solving are recognised as skills gaps by between 26% and 
35% of organisations reporting skills gaps (see Figure 5.3).  

Figure 5.3: Skills that need Improving 
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 In the Screen sub-sector the need for “multi-functional” staff was raised by one 
stakeholder, allowing them to operate across the different platforms of analogue, 
digital and the Internet.  

“The introduction of digital technology is likely to require changes to work 
practices that may affect the qualities we seek in future from candidates for 
recruitment.” 

Digital technology is a challenge to most parts of the sector and not just Screen 
organisations, with stakeholders in both the Literature and Libraries and 
Archives sub-sectors also highlighting the opportunity created by the new 
technology. There were also questions raised about the knowledge of current 
leaders in the sector about digital technology. 

Another notable finding is that numeracy and literacy skills are considered to be 
the least in need of improvement. This is surprising given the low level of literacy 
and numeracy among a significant minority of adults in New Zealand. 

Four in ten freelancers (44%) find their marketing and/or promotional skills are the 
most in need of improvement, while technical and practical skills (33%), 
management skills (28%) and general IT skills (26%) are also mentioned. These 
four skills are all in the top five skills that need developing within organisations. 
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Steps to 
address skills 
gaps 

As shown in Figure 5.4, when looking at the steps taken by organisations to 
address these skills gaps, three in ten organisations provide internal training (29%) 
and/or some form of mentoring or peer training (30%). Just over one fifth (22%) 
provide some form of external training but only 5% send staff to universities or 
institutes of tertiary education. 

Of concern, are those organisations with skills gaps among their existing staff 
which are either doing nothing to address these skills gaps (11%) or are in the 
planning stage (8%). These organisations may not be placing sufficient priority on 
finding solutions to their skills gaps or may feel unable to do anything about them. 

Figure 5.4: Steps taken to Address these Skills Gaps 
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Those organisations not doing anything to address their skills gaps are more likely 
to be found in the Music and Performing Arts, Screen and Visual Arts sub-sectors.  

Half the freelancers surveyed stated that they are addressing their skills gaps 
through self-development (50%) and 19% are accessing an external training 
source. However, one quarter are currently doing nothing to address their skill 
deficiencies. 
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6. Training Provision 

Introduction 
 
This section examines what training provision organisations are putting in place in 
order to allow their employees to keep up with the changing work environment.  

Formal 
planning 

Figure 6.1 shows that while two thirds (67%) of organisations with two or more 
staff in the Cultural sector have a business plan setting out their objectives for the 
year, this drops to 40% for those with a Training Plan. A similar number have a 
dedicated budget for training (45%).  

Figure 6.1: Training Plan and Budget in your Organisation 
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However, when asked if they formally assess whether individual staff have skills 
gaps, more than half (54%) indicate that they do.  Whether this is sufficient to allow 
the organisation to address the skills gaps has to be questioned because without a 
dedicated budget for training an organisation may be unable to fund the required 
training. 

Organisations in the Libraries and Archives sub-sector appear more likely to have 
a Training Plan and/or a Training Budget (68% and 93% respectively). Only two 
sub-sectors, Libraries and Archives and Museums, have more than half their 
organisations reporting that they have a dedicated budget for training.  

Figure 6.2 also shows that three quarters of Libraries and Archives organisations 
assess whether or not their staff have skills gaps.  
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Figure 6.2: Assesses whether Employees have Skills Gap 
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In order to close the skills gaps that exist in one stakeholder organisation, the 
organisation has a learning and development programme in place to address their 
training needs. 

As expected, freelancers show a much more relaxed attitude towards planning 
their own training needs (16%) or setting aside a training budget (10%). This is not 
an issue restricted to the Cultural sector alone, but is likely to reflect the working 
practices of contractors and freelancers across all industries. However, without 
sufficient up-skilling and keeping one’s own skills set up-to-date, freelancers could 
be jeopardising their own business opportunities and the wider development of the 
sector. 

Nearly three fifths (57%) of organisations with two or more staff have arranged off-
the-job training or development for their employees over the last 12 months, rising 
to 68% and 74%, respectively, for those organisations reporting skills shortages 
and skills gaps. 

Figure 6.3: Provided Off-the-job Training in the last 12 Months 
   

Base: Organisations with 2+ staff (n=318) 
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Staff 
training 

In the 12 months prior to the survey, one third (32%) of organisations with two or 
more staff provided no on-the-job training for any staff member, rising to 43% for 
off-the-job training (see Figure 6.4). In contrast, 33% and 15%, respectively, do 
provide on-the-job or off-the-job training or development opportunities for all of 
their staff. 

Figure 6.4: Proportion of Staff who Receive Training and Development  
  

These findings are consistent with those from the UK, where 57% of organisations 
in the Creative and Cultural sector provide training for their employees.  
 
One third of freelancers working in the Cultural sector stated that they have 
undertaken either on-the-job training and development (34%) or off-the-job training 
(34%). This finding seems high but is likely to include both distance leaning 
courses and attendance at conferences and seminars.   

Of those organisations who have arranged training and/or development for their 
employees, 67% had this training provided by an external company and 80% had 
the training provided away from the employee’s regular work site. The 
corresponding figures for freelancers are 72% and 79%, respectively. Given the 
relatively high skill level of many occupations in the sector employees are as likely 
as the organisation to identify their own training needs. 

More than one third (35%) of organisations in the Visual Arts sub-sector do not 
provide any training for their staff at all (see Figure 6.5), compared with 25% of all 
organisations in the Cultural sector. In contrast, nearly two fifths (38%) of 
organisations in the sector provide training to all their staff. While there is a 
professional development scheme operated in the Libraries and Archives sub-
sector, one stakeholder believes that this is limited by a general lack of funding for 
training. The availability of funding seems to be more of an issue for those 
organisations or sub-sectors that rely on public funding. 

Most sub-sectors operate or have considered student internships or scholarships 
as a means to encourage more young people to enter the sector, and some 
umbrella organisations provide advice or support to organisations in their sub-
sectors to find potential students. However, there is a general level of acceptance 
that not enough internships are being offered and/or that some organisations in the 
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sector are struggling to provide effective support to their interns. 

In the Museum sub-sector, the transition from middle to senior management was 
considered by one stakeholder to be a priority, but did note that there was already 
an industry working group looking into this. Some stakeholders also called for 
more post-graduate training opportunities for their staff, especially for their 
professional staff to support continuous professional development and enable staff 
to move between disciplines and sectors (e.g. a Civil Engineer to undertake a 
Diploma in Heritage Management). 

 Figure 6.5: Training provided to staff 
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As expected, smaller organisations (those with two to nine employees) are less 
likely to provide training, 31% compared with less than 3% of those with 25 or 
more employees. This reflects both the challenge of paying for the training and 
finding cover for staff undertaking the training. This is consistent with the findings 
from the stakeholder interviews where it is evident that the cost of training is not 
perceived to be a problem for larger organisations in the sector. In contrast, 
“independents” were seen as lacking the resources to pay for training. 

Available 
courses 

One problem some organisations may have in addressing their skills gaps is that 
they may not be aware of any courses that can provide the appropriate help 
required, as indicated by half (52%) of the organisations with skills gaps (see 
Figure 6.6). Although some sub-sectors or occupations seem well served by the 
availability of courses through their professional institutes or through some local 
tertiary educations organisations, most stakeholders tend to hold negative views 
about the tertiary education sector.  

In the Screen sub-sector there was a belief that in spite of the wide availability of 
courses relevant to the sub-sector there were still not enough good quality people 
coming through. This stakeholder believed that there is a need for consolidation 
among these courses. The need for better collaboration between tertiary education 
organisations within New Zealand and even with overseas institutions, especially 
those in Australia, was suggested by several stakeholders.  
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Figure 6.6: Awareness of Available Courses to Meet Skills Gaps 
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In the Performing Arts sub-sector there are a large number of tertiary education 
organisations providing related courses, especially in Dance. However, this 
creates its own problem of how to communicate with so many providers. 

There is some recognition that the specialised nature of some of the occupations 
in the sector and the relatively small size of the sector as a whole makes it difficult 
for all skills needs to be met by tertiary education sector. For example, one 
stakeholder in the Library and Archives sub-sector send their Conservators to 
Australia for training and professional development, while others rely on staff 
attending international conferences for their professional development. 

Some stakeholders are aware that responding to the needs of such a broad sector 
cannot be easy. 

“Commenting on behalf of the whole heritage and culture sector/industry is 
difficult given that the industry has become wide and various and, to some 
degree, lacks a national policy statement and mandate for what constitutes 
in New Zealand professional accreditation.” 

In some ways, it would seem that the sector must better represent itself to help 
tertiary education organisations to seek to respond to their skills needs. 

“The sector  as a whole is not collaborating together in terms of building a 
sound, experienced and knowledgeable workforce within the industry.” 

One of the issues of concern to the sector is the location of the course provider 
relative to where the organisation is located. One stakeholder stated that a lot of 
junior staff in the Literature sub-sector are recruited through the Whitireia 
Community Polytechnic which provides a diploma course in publishing. However, 
the main setback is that the course is only located in Wellington and it proves to be 
a difficult task to get these qualified workers to relocate to other cities for 
publishing jobs.  
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One education and training provider stated that they ran no customised training 
courses for organisations in the sector, in spite of offering a range of related 
courses and at different qualification levels. One stakeholder in the Literature sub-
sector, in spite of a good relationship with their local provider, still finds it difficult to 
free up staff so that they can attend training courses. This stakeholder would like 
training to be more flexible and help to run on-the-job training courses. 
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7. Supply of Education and Training 

Introduction One factor in analysing skills shortages in the workforce is the number of people 
enrolling in and completing qualifications related to the Culture and Heritage sector. 
However it is difficult to isolate vocational or professional qualifications that may 
align with these types of occupations. It should also be noted that many new 
entrants taking up employment in the sector will have studied a wide range of 
courses, many not directly relevant to the sector.  

The analysis below includes large numbers of students taking up qualifications at 
lower levels of study and for Adult and Community Education (ACE), which are 
unlikely to have any link to entering the Culture and Heritage workforce. Secondly, 
the enrolment information contains non-vocational qualifications that are not directly 
relevant to the sector. These include Humanities degrees, Te Reo and ESOL 
(English as a second language) qualifications. 

The New Zealand Standard Classification of Education (NZSCED) was used to 
identify subject fields best related to the sector, and includes all qualifications within 
two Broad Fields and 10 Narrow Fields: 

• Society and Culture (09) 
- Studies in Human Society (903) 
- Librarianship, Information Management and Curatorial studies (913) 
- Language and Literature (915) 
- Other Society and Culture (999) 

• Creative Arts (10) 
- Creative Arts not further defined (1000) 
- Performing Arts (1001) 
- Visual Arts and Crafts (1003) 
- Graphic and Design Studies (1005) 
- Communication and Media Studies (1007) 
- Other Creative Arts (1099) 

 
The description of enrolments and completions does however provide a sense of 
inputs into the Society and Culture and Creative Arts field (described below), which 
is wider than the Culture and Heritage sector. It also shows the difficulties of 
analysing qualifications by classification.  
 
It would be unwise to draw conclusions about the relevance of supply based on the 
enrolment and completions data analysed in this chapter. 
 
We first discuss enrolments by overall student numbers and Full Time Equivalents, 
as well as by type and level of the qualification studied, the types of education 
provider, and the type of student (by gender, age and ethnicity), before looking at 
qualifications achieved. 
 
Unless otherwise stated data referred to in this Chapter are taken from the Single 
Data Return 2008, as provided by the TEC, and excludes any Private Training 
Providers which have neither received tuition subsidies nor were approved for 
student loans or allowances. See Appendix II for a full explanation of provision data.  
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Enrolments  It is apparent from Table 7.1 that the number of Equivalent Full Time Students 
(EFTS) enrolled on Society and Culture and/or Creative Arts qualifications has 
declined significantly between 2003 and 2007; by just over 8,100 EFTSs or 12.5%. 
There has been considerable growth in the number of EFTS enrolments on 
qualifications at Levels 1-3, with these more than doubling in the last five years.  

In 2006, the qualification ‘Studies in Human Society’ was the largest in the Society 
and Culture Broad Field, increasing from 204 EFTS in 2001 to 3,585 in 2006 and 
more than doubling between 2005 and 2006. Nearly all of this increase is attributed 
to the ‘Tikanga – M�ori Customs’ Level 2 qualification and one provider. 

‘Language and Literature’ is the second largest Narrow Field in Society and Culture, 
accounting for 32% of Levels 1-3 EFTS, and increasing from 755 in 2001 to 3,370 in 
2006. The majority of this increase is again explained by one qualification (Te Reo 
M�ori) and one provider. 

Table 7.1: Student Enrolments  
Number of Student Enrolments 
  2003 2004 2005 2006 2007 
Total EFTS 65,155 59,221 55,523 54,735 56,989 
EFTS for Adult and 
Community Education  4,058 2,395 1,014 725 572 
EFTS Levels 1-3 6,466 6,255 7,724 10,047 13,182 
EFTS Levels 4-10 54,631 50,570 46,785 43,963 43,235 
      
Total Student Count 136,248 124,500 102,098 98,915 101,419 
Adult and Community 
Education  49,763 41,916 16,001 9,989 8,038 
Levels 1-3 12,430 12,102 19,197 23,348 29,351 
Levels 4-10 74,055 70,482 66,900 65,578 64,030 

.Source: TEC, Single Data Return 2008. 

Of concern however, is the loss of nearly 11,400 EFTS enrolments on qualifications 
at Levels 4 to 10, a decline of nearly 21% between 2003 and 2007. 

A similar pattern is evident for enrolments by the Total Student Count (see Table 
7.1). This shows that nearly 35,000 fewer students per annum are now studying 
qualifications relevant to the sector. 

When looking in more detail at specific qualifications it is apparent that there is no 
standard pattern (see Table 7.2 below). While some qualifications have increased in 
popularity; for example, the number of students enrolling on ‘Studies in Human 
Society’ has more than trebled between 2003 and 2007; others have seen 
significant falls in enrolments; for example, ‘Language and Literature’ has declined 
by 35% during the same period.  

As can be seen from Table 7.2, the number of students enrolling on Creative Arts 
qualifications has remained fairly stable over the last five years. 
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Table 7.2: Enrolments by Qualification Studied 
Number of Student Enrolments (Student Count) 
 2003 2004 2005 2006 2007 
Society and Culture      
Studies in Human 
Society  5,339 5,641 11,344 15,852 17,855 
Librarianship, 
Information 
management and 
Curatorial Studies  957 967 952 926 929 
Language and 
Literature   45,978 34,375 30,948 29,478 29,760 
Other Society and 
Culture     62,555 61,044 36,587 32,239 32,264 
Total 114,829 102,027 79,831 78,495 80,808 
      
Creative Arts      
Creative Arts not 
further defined       33 30 13   
Performing Arts 3,370 3,907 4,195 3,486 3,427 
Visual Arts and 
Crafts 6,422 6,745 6,217 6,043 5,926 
Graphic and Design 
Studies  6,671 6,832 7,031 6,767 6,643 
Communication and 
Media Studies 4,148 3,944 4,391 4,498 4,550 
Other Creative Arts 1,791 2,118 1,902 2,110 2,265 
Total 22,435 23,576 23,749 22,904 22,811 
      
Grand Total 137,264 125,603 103,580 101,399 103,619 

. Source: TEC, Single Data Return 2008. 

 Table 7.3 shows that considerable change is apparent with regard to the level of 
qualification studied. The number of enrolments in ACE qualifications in the Society 
and Culture qualification area is again shown to have fallen sharply by 41,670 
students. This is explained by the changes to the ACE funding framework, 
announced by the Government in July 2005, which led to a reduction in funding for 
tertiary education institutions and a common pool for funding established.  

Again, in the Society and Culture subject area, Level 4 or ‘Certificate’ level 
qualifications have also seen a decline of more than 8,000 students, or by 40%, 
between 2003 and 2007.  
 
In contrast, when looking across both broad qualification areas, the number of 
enrolments on Degree or above level qualifications (Level 7 to 10) has remained 
above 39,000 students (38% of all enrolments). 
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Table 7.3: Enrolments by Qualification Level 
Qualification Level – Number of Student Enrolments (Student Count) 
Qualification Level  2003 2004 2005 2006 2007 
Society and Culture      
Adult and Community 
Education  49,321 40,890 15,174 9,457 7,651 
1-3 Certificates   10,386 10,579 17,879 23,154 28,803 
4 Certificates     20,792 17,088 15,182 14,178 12,509 
5-7 Diplomas       5,315 4,247 3,578 3,821 4,637 
7 Degrees/Grad-Dip 25,078 25,216 23,775 23,628 22,813 
8-9 Postgraduate   3,937 4,007 4,243 4,257 4,395 
      
Creative Arts      
Adult and Community 
Education  501 1,044 847 549 404 
1-3 Certificates   2,545 2,193 2,293 1,939 1,827 
4 Certificates     3,268 3,124 3,178 2,962 2,694 
5-7 Diplomas       5,971 6,292 5,994 5,623 5,690 
7 Degrees/Grad-Dip 9,171 9,960 10,372 10,854 11,194 
8-9 Postgraduate   949 934 1,025 939 960 
10 Doctorates      30 29 40 38 42 
Grand Total 137,264 125,603 103,580 101,399 103,619 

 Source: TEC, Single Data Return 2008. 
 

 Table 7.4: Enrolments by Education Provider 
Number of Student Enrolments (Student Count) 
Provider 2003 2004 2005 2006 2007 
College of Education                                                       218 3,094 54 115 0 
Other Tertiary Education 
Provider (OTEP)                                          271 158 178 182 176 
Institute of Technology 
and Polytechnic (ITP)                                        67,543 57,224 34,611 28,738 29,277 
Private Training 
Establishment (PTE)                                          10,583 10,210 9,652 12,198 11,471 
University                                                                 38,131 38,221 37,003 37,002 37,041 
W�nanga                                                    20,518 16,696 22,082 23,164 25,654 
Total  137,264 125,603 103,580 101,399 103,619 

 Source: TEC, Single Data Return 2008. 

The type of tertiary education organisation is set out in Table 7.4, which shows that 
the main providers to the Culture and Heritage sector are ITPs, Universities and 
W�nanga. While the number of enrolments with W�nanga has increased by 25% 
between 2003 and 2007, the Polytechnic sector has seen a 57% fall in student 
enrolments (over 38,000 students). 

Table 7.5 sets out the top 15 tertiary education organisations with most enrolments 
in Society and Culture and/or Creative Arts qualifications. The top three 
organisations account for nearly half (46.7%) of all enrolments (by EFTS), with Te 
W�nanga o Aotearoa shown to be the single largest provider.  
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 Table 7.5: Main Providers to the Sector 
Provider - Number of Student Enrolments - 2007 
Te W�nanga o Aotearoa 10,458 
University of Auckland 8,383 
Victoria University of Wellington  7,456 
Massey University  4,982 
University of Otago  4,684 
Auckland University of Technology  4,013 
University of Canterbury 3,893 
University of Waikato  3,821 
Unitec New Zealand 2,179 
Te Whare W�nanga o Awanuiarangi 1,624 
Waikato Institute of Technology  1,507 
Southern Institute of Technology  1,341 
Christchurch Polytechnic Institute of Technology  956 
Universal College of Learning  616 
The Learning Connexion Ltd (PTE*) 411 
Total EFTS  56,324 

 Source: TEC, Single Data Return 2008. 

Type of 
student 

Female enrolments on Society and Culture and/or Creative Arts qualifications are 
nearly twice that for male students, 65,309 and 36,374 respectively in 2007 (see 
Table 7.6). However, the level of qualifications studied by gender does not show 
any difference.    

Table 7.6: Enrolments by Gender and Qualification Level 
Gender – Number of Student Enrolments 
Qualification Level  2003 2004 2005 2006 2007 
Female      
Adult and Community 
Education  28,453 24,231 9,700 5,991 4,835 
1-3 Certificates   6,634 6,873 12,979 16,122 19,959 
4 Certificates     15,380 12,681 11,382 10,440 8,489 
5-7 Diplomas       6,946 6,637 5,894 5,831 6,292 
7 Degrees/Grad-Dip 22,511 23,130 22,628 22,678 22,329 
8-9 Postgraduate   3,147 3,212 3,377 3,275 3,379 
10 Doctorates      17 16 22 23 26 
Female  Total 83,088 76,780 65,982 64,360 65,309 
      
Male      
Adult and Community 
Education  21,310 17,688 6,301 3,998 3,203 
1-3 Certificates   5,827 5,287 6,273 7,353 9,625 
4 Certificates     8,503 7,322 6,763 6,263 6,107 
5-7 Diplomas       4,249 3,810 3,579 3,514 3,885 
7 Degrees/Grad-Dip 11,663 12,021 11,445 11,713 11,633 
8-9 Postgraduate   1,693 1,691 1,837 1,856 1,905 
10 Doctorates      13 13 18 15 16 
Male Total 53,258 47,832 36,216 34,712 36,374 
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 Source: TEC, Single Data Return 2008. 

Table 7.7 shows that all age groups have seen a decline in the level of student 
enrolments over the last five years, including 18 and 19 year olds (6.8% fewer 
enrolments), but there has been a proportionately larger decline for the 25 to 39 age 
group (by 34.2%). 

Table 7.7: Age of Students 
Age Group  – Number of Student Enrolments 
Age Group  2003 2004 2005 2006 2007 
Under 18 4,328 3,512 2,973 2,205 2,221 
18 - 19  14,103 13,175 11,970 12,185 13,145 
20 - 24  30,205 28,579 25,443 24,635 24,222 
25 - 39  41,111 37,067 30,355 27,614 27,039 
40+      46,599 42,279 31,457 32,433 35,056 

. Source: TEC, Single Data Return 2008. 

Falling student numbers are also apparent for most ethnic groups, with the 
exception of Asian students where there has been a slight increase (see Table 7.8). 

Table 7.8: Student Ethnicity 
Ethnicity  – Number of Student Enrolments 
Ethnicity  2003 2004 2005 2006 2007 
European  70,872 69,863 50,714 47,754 49,224 
M�ori  36,038 26,094 27,413 26,592 27,012 
Pacific Peoples 5,311 5,225 4,806 4,441 5,015 
Asian  19,778 19,077 19,061 19,944 21,078 
Other  13,995 9,109 5,478 5,104 5,371 

. Source: TEC, Single Data Return 2008. 
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Completions In 2006, just over 34,000 Society and Culture and/or Creative Arts qualifications 
were achieved (see Table 7.9). Of these, 71.9% were in Society and Culture. 

Table 7.9: Completions by Qualification Level 
Number of Qualification Completions  
Qualification Level  2003 2004 2005 2006 
Society and Culture     
Adult and Community Education  124 - - 1 
1-3 Certificates   3,620 3,824 4,262 9,843 
4 Certificates     9,483 2,239 5,583 3,786 
5-7 Diplomas       1,779 1,487 1,358 1,615 
7 Degrees/Grad-Dip 4,088 5,200 6,046 7,146 
8-9 Postgraduate   1,349 1,719 1,845 2,169 
10 Doctorates      2 0 -  - 
     
Creative Arts     
1-3 Certificates   1,239 1,197 1,035 965 
4 Certificates     1,584 1,592 1,624 1,560 
5-7 Diplomas       2,458 2,741 2,914 2,606 
7 Degrees/Grad-Dip 1,855 2,566 3,026 3,968 
8-9 Postgraduate   212 306 451 497 
10 Doctorates      0 5 9 4 
Grand Total 27,793 22,876 28,153 34,160 

 Source: TEC, Single Data Return 2008. 

Overall, nearly half (46.6%) of completions were at Degree or above level in 2006, 
while 31.6% were for qualifications at Levels 1 to 3.  

In spite of the decline in the number of students enrolling on Society and Culture 
and/or Creative Arts qualifications, the actual number completing their qualification 
has increased by over 6,000, or 22.9%, between 2003 and 2006. A lot of this 
growth in completions is shown to be at degree or above level. 

The link between increasing the number of qualified people and addressing skill 
shortages is indirect and dynamic. This is reinforced by one education and training 
provider who pointed out, not all of their students who graduate go on to work within 
the sector, with many believed to become teachers (including those taking 
Performing Arts qualifications). Costume and set designers are believed to be 
sought after in the sector and thus attract a high proportion of graduates. 



The Supply of Cultural Skills and Training Research - Final Report 

 
 

 

Skills and Training FINAL REPORT 1 JULY.doc 
•  © Copyright 2008 ACNielsen 
 

Page 48 

 

8. Conclusions 

 
 
This section outlines a number of conclusions from the research, drawing on the 
four key goals set out in the national Skills Strategy (as briefly summarised in 
Chapter 2). The four goals are: 

• Effective use and retention of skills to transform work and workplaces; 

• Increase in the quality of demand from employers and workers; 

• Influence the supply of skills and create a more responsive supply side; and 

• A unified approach to defining, valuing and measuring skills. 
 

 
 
Use and Retention of Skills 
 
The research has clearly highlighted the extent of the challenge facing the sector in 
terms of addressing both skills shortages and skills gaps. While some stakeholders 
commented on the relatively stable nature of the workforce in some sub-sectors, 
Chapter 2 showed that a net 13% of organisations had taken on more staff in the 12 
months prior to the survey and a net 20% expect to recruit more staff over the next 
12 months. Clearly, a lot of this movement will be churn within individual sub-
sectors or the sector as a whole, but some staff will be lost to the sector as they 
take up employment elsewhere, retire, leave the country, etc. 
 
Stakeholders have said that it can be difficult to replace experienced staff and that 
some sub-sectors, including Libraries and Archives, and Historic Heritage, are 
concerned about the aging nature of their workforce, especially with the ‘baby 
boomer’ generation approaching retirement. Attracting more (young) people to 
the sector is a key challenge for Cultural organisations.  
 
Some organisations and professional bodies in the sector are offering and/or 
promoting the use of student internships as a means to attract more young people 
to the sector. However, as stated above, there is a general level of acceptance that 
not enough internships are being offered and/or that some organisations in the 
sector are struggling to provide effective support to their interns. 
 
The important role carried out by freelancers and contractors needs to be 
considered further, specifically how they are used to address specific skills gaps in 
current workforce. The research has shown that four in ten freelancers believe that 
they have skills gaps, in part because of the difficulty keeping up with change and 
their lack of training.  
 
Volunteers also make up a key part of the workforce and can be found in one 
quarter of Cultural organisations, with some organisations staffed entirely by 
volunteers. Although not specifically asked about in this research, it is generally 
understood that volunteers are much less likely to receive training than paid 
employees. 
 
While around half (54%) of Cultural organisations with two or more staff seek to 
assess formally the skills and training needs of individual staff, the remaining half 
are not. This leaves these organisations vulnerable to changing industry practices 
and emerging technologies. 
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Increase in the Quality of Demand from both Employers and Workers 
 
In spite of the extent of skills shortages and skills gaps outlined in the report, it is 
evident from Chapter 6 that employers are not doing enough to address their own 
needs. Two fifths of Cultural organisations have a Training Plan and 45% a 
dedicated Training Budget and in the 12 months prior to the survey, one third of 
organisations with two or more staff provided no on-the-job training for any staff 
member, rising to 43% for off-the-job training. 
 
As expected, smaller organisations (those with two to nine employees) are less 
likely to provide training, 31% compared with less than 3% of those with 25 or more 
employees. Given that 85% of Cultural organisations employ nine or fewer staff this 
is a significant challenge to the sector. Individually, small organisations can find it 
difficult to pay for training, identify their own skills needs and/or seek to liaise with a 
local education or training provider. This is where Professional Bodies or initiatives 
to encourage small organisations to pool their skills needs can play an important 
role. With regard to the latter, Group Training Associations have been set up in the 
UK to help small companies to work together not only to improve the quantity and 
quality of training provision but also to help them share workers and offer better 
career development opportunities. 
 
The role of national and local Government is also seen as important in some sub-
sectors, especially with regard to Museums, Visual Arts and Historic Heritage, 
where many organisations rely on public funding. Overall levels of funding directly 
influence the size of the workforce and what funding is made available for training 
and professional development activities. To increase the quality of demand from 
employers it would seem that Government, at all levels, might need to be seen to 
act first. Publicly funded organisations in the sector could be used as exemplars of 
best practice with regard to workforce development and meeting the skills needs of 
the future. 
 
Government funding could also be used to encourage better workforce 
development practices across the sector, possibly by steering funding to those 
organisations committed to staff training. This could be part of a Professional 
Accreditation scheme used to ensure appropriately skilled people are undertaking 
the right tasks.  
 
Some stakeholders also called for more collaboration within the sector and between 
the different sub-sectors. While it is believed that there has been some discussion 
about this in the past, it is unclear which organisation should take the lead. Large 
employers have a specific responsibility to come together to review their joint skills 
needs. This may become even more important as emerging technology increase 
the need for specific skills sets across all sub-sectors. 
 

 
Influence the Supply of Skills 
 
Tertiary education organisations will find it increasingly difficult to respond to the 
needs of the sector as skills needs evolve (e.g. digital technology) and the 
availability of funding is reviewed. The sector needs to present one voice to 
education and training providers and other stakeholders to help them address their 
skills needs. 
 
Many stakeholders interviewed for this study are concerned about who is speaking 
on their behalf and the multiple voices for the different sub-sectors. One stakeholder 
described the sector as “fractured”. As discussed in Chapter 4, it was suggested 
that the Ministry for Culture and Heritage, Immigration New Zealand and the TEC 
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need to work together to help attract more people to the sector, including from 
overseas.  
 
The awareness of career opportunities in the sector is believed to be low among the 
general public. Some stakeholders believe that tertiary education providers should 
seek to address this and help to promote the sector better. In general, stakeholders 
are not satisfied with the current level of provision by tertiary education 
organisations. 
 
Stakeholders in the sector would also like to see more students entering the sector 
to be job-ready, with one commenting: 
 

“Tertiary institutions and training facilities are broad and don’t equip workers 
enough to work in the sector.” 

To improve the job-readiness of students entering the sector, tertiary education 
organisations should seek to improve the links with the sector, and possibly seek to 
recruit people from the sector (e.g. former dancers).  
 
Some stakeholders are concerned about the accessibility of some tertiary education 
courses.  
 
In terms of influencing the supply of skills, further work may also be required to 
identify the specific vocational qualifications that are relevant to the sector. This will 
provide space for analysis of patterns and trends between key labour market and 
skills needs data and education enrolment and completions data. 
 

 
A Unified Approach to Measuring Skills 
 
The research carried out for this study represents a good starting point from which 
the sector can move forward. However, the very structure of the sector does create 
its own problems. The heterogeneous nature of the sector and broad range of skills 
needs across the eight sub-sectors requires a consistent approach to measuring 
skills, and recognition that there are as many similarities within the sector as 
differences.  
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Appendix I – Occupation Definitions 

Definitions Managers - lead organisations, departments or divisions and determine the policy 
of the organisation or department (e.g. General Manager, Finance Manager) 
 
Professionals - perform analytical, conception or creative tasks with skills 
equivalent to a bachelor degree or higher (e.g. artistic director, artist, performer, 
actor, film director, teacher, researcher, accountant, engineer, journalist, computer 
programmer) 
 
Technicians - perform complex technical or administrative tasks, often in support of 
professionals or managers (e.g. sound and lighting technician, technical officer, 
building inspector, legal executive) 
 
Trades workers - perform tasks requiring trade specific technical knowledge.  
Include all apprentices and trade supervisors (e.g. make-up artist, wardrobe 
assistant, electrician, mechanic) 
 
Community and personal service workers - perform liaison and community service 
tasks, (e.g. child carers, waiters and other hospitality workers, gallery, museum and 
tour guides etc) 
 
Clerical and administrative workers - perform administrative, organisation, and 
clerical tasks, and may provide support services (e.g. secretary, receptionist) 
 
Sales workers - perform sales tasks (e.g. sales representative, shop assistant) 
 
Machinery operators and drivers - perform tasks that involve machinery (e.g. spray 
pointers, photographic developers and printers, sewing machine operators, bus 
drivers, store people) 
 
Labourers - perform routine tasks, either manually or using equipment (e.g. 
cleaners, construction labourers, food preparation assistants) 
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Appendix II – Enrolment Notes 

Enrolment Data Source: Single Data Return, April 2008 

Due to the periodic data entering into the SDR database the figures presented are 
indicatives only and please use them with caution as there may be slight changes 
overtime. 

Data presented in the report relate to qualification enrolments and completions 
only. The TEC defines a qualification as “The official award official award given in 
recognition of the successful completion of a programme of study. To be eligible 
for Student Achievement Component funding, a qualification must be approved by 
the appropriate quality assurance body and the TEC”. 

Completions data cannot be used to indicate the percentage or rate of students 
completing a qualification because the data provided represent the number of 
students who completed a qualification in the specified year and may not 
correspond to the enrolments in the same year. 

Culture and Heritage Sector: Classification 

The NZSCED classification system was employed to select ten Narrow Fields 
within the two Broad Fields Society and Culture (09) and Creative Arts (10) to 
represent the tertiary education qualifications relating to the Culture and Heritage 
sector.  

Notes on Data: 

• Data relates to students enrolled at any time during the year with a tertiary 
 education organisation 

• Data excludes those Private Training Establishments which neither received 
 tuition subsidies nor were approved for student loans or allowances.      

• Level 7 Bachelors also includes graduate certificates and diplomas. 

• Students who were enrolled in more than one sub-sector have been counted in 
 each sub-sector. Consequently, the sum of each sub-sector may not add to the 
 total number of students.   

• Students who were enrolled in more than one provider have been counted in 
 each provider. Consequently, the sum of each provider may not add to the total 
 number of students. 

• Students who were enrolled at more than one qualification level have been 
 counted in each level. Consequently, the sum of the students in each level may 
 not add to the total number of students. 

• Totals also include those students with unknown values.          

 
 
 
 


