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PART ONE: THE CONTEXT FOR THE COMMUNITIES AND DIVERSITY STRATEGY
Preface from the Chief Executive

A priority of ALM London’s vision for the sector is that by 2010 London's archives, libraries and museums will be sustainably embedded in London's community life, and regarded as playing a key part in the capital's social, cultural and economic agenda. To this end we need to ensure that our institutions and services are accessible and relevant to all of London’s diverse communities. 

In the spring of 2005, ALM London commissioned Michael Bell Associates to work with us on the development of a Strategy to achieve this vision. The research underpinning this document sought to build upon the wide range of work already undertaken in the sector: from other research, to initiatives and special projects addressing diversity issues.

The research programme for this project included:

· Literature Review

· Examining Monitoring Methodologies 

· Case Studies of projects within the sector

· Studies of comparative model from other sectors
· Development of Initial Findings 
The results of this work can be found in the companion volume to this Strategy Document: “Handle With Care: The Evidence Base for the Communities & Diversity Strategy”.

Following the research work the consultants worked closely with my team at ALM London and a large number of individuals from institutions across the sector in a series of events and consultation exercises to develop and refine a viable strategy that would make our visions for the sector achievable by 2010. 

I would like to acknowledge the hard work of all those participating in these events or consultation exercises – without your contribution we would not have been able to develop this Strategy.

This Strategy seeks to reflect and anticipate the changing context in which Archives, Libraries and Museums in London operate and provide a route map for ALM London to support and capacity build services to assist them to negotiate these challenges. It does not provide a prescriptive list of how to manage archive, library or museum services – each service is unique and will need to respond in ways which reflect their own objectives. The strategy aims to provide a framework for planning a diverse service, delivering against this plan and reviewing the impact of the changes that have been have made.

This document is in three parts:

· Part One provides the context for our work on Communities & Diversity 

· Part Two contains ALM London’s own Communities & Diversity Strategy with our Action Plan

· Part Three provides guidance on ways forward for individual institutions. 

We hope that you share our vision for the sector and will work with us to achieve this strategy in order that our services can be accessible and relevant to all, contribute to social cohesion and the celebrate diversity in our Capital.

Graham Fisher

Chief Executive

ALM London

1 About Diversity

This Communities and Diversity Strategy supercedes ALM London’s Equalities Strategy, consolidating and developing our plans in relation to gender, ethnicity and disability into a new vision encompassing all of London’s many diverse communities and embracing the challenges for the sector in reaching new audiences.

Too often there has been a lack of consensus about what is meant by “diversity” or “cultural diversity”. It has often been used only in certain contexts and with certain limitations. Most often cultural diversity has been discussed in relation to ethnicity and race. Definitions have sometimes been suited to fit funding priorities or short-term objectives. However, there have been developments over time, and there are “working definitions”. Specifically in relation to the ALM sector a definition has emerged which is central to this strategy:

The complex composition of society, made up of individuals and groups who may have multiple identities. These may relate to ethnicity, faith, gender, sexual orientation and intellectual and physical ability, but might equally include health status and educational and social background.

Diversity is here determined as a manifestation of individual and collective identity – itself a contested issue, but nonetheless important given that identity is related intimately to many other areas of existence, which may be concurrent or conflicting. For example, for some an identity of being English might live alongside being Jewish or being Caribbean or being gay. Identities can exist in certain places for certain periods of time for certain reasons. Identities can be imposed on people by how others react to them as much as identities are self-created. It is important to note that identities are fluid and shifting and often political in nature and that cultural diversity itself must relate to the expression of individual and collective identities. 

For these reasons we see our communities and diversity strategy reflecting a more complex world than that captured in our previous equalities work. Opening up to diversity means celebrating a range of ways in which people see themselves and express themselves, engaging in ways that are relevant to those individuals and communities.

Diversity is about recognising and valuing the many differences between people – ethnicity, race, faith, class, intellectual and physical ability, gender, sexuality age. It is about creating a culture and practices that recognise, respect, value and harness difference for the benefit of the individual, the institution and society as a whole. Equality and diversity are not interchangeable terms but interdependent conditions: there is no equality of opportunity if difference is not recognised and valued.

The Vision

ALM London, as the strategic development agency for London’s Archives, Libraries and Museums, has set out a vision for the sector. One of ALM London’s strategic outcomes is that by 2010:

……London’s archives, libraries and museums will be responsive to the needs of London’s diverse communities, providing Londoners with opportunities to develop their knowledge, build cohesion, access information and contribute to celebrating the unique identity of London.

Together, the sector deals with over 100 million visits a year inspiring creativity, learning and knowledge with local and worldwide audiences.  However, there is evidence to suggest that these resources are not accessed equally or equitably by all groups in society.

Alongside the need to address inequity, there are a number of other factors driving the priority attached to work on communities and diversity.  The sector aspires to play a key role in promoting social cohesion and inclusion and contributing to the wider regeneration agenda in local communities.  

[image: image1.wmf]Since 1997, the Government has subjected the sector to a range of reports and guidance on engaging excluded communities. Since April 2003 much of the sector now has a positive duty to promote equality of opportunity and good race relations under the Race Relations (Amendment) Act 2000. Similarly, the final stages of the Disability Discrimination Act 1995 came into force in October 2004 requiring full access to services for disabled people.  Legislation ensuring the equality of other communities of interest has either been recently passed or is in prospect and it is anticipated that a new Human Rights Commission will be established to oversee the enforcement of these rights.

1.1 The Wider Policy Imperatives

Diversity has been a theme of increasing importance in the culture sector, and specifically for Archives, Libraries and Museums (ALMs). Policy initiatives have increasingly focused on diversity in the UK, while overall in the UK there has been an inconsistent approach (for example refugees and asylum seekers being harangued in the press, while other groups are celebrated). Public policy has recently seen cultural diversity (as opposed to cultural uniformity) as a key factor important in many other policy decisions. 

1.1.1 Modernising Government

The pace of change and the demands upon individual services, with regards to diversity has accelerated since the election of the Labour government in 1997. The Modernising Government White Paper in March 1999 placed diversity at the centre of the Government’s agenda: “A truly effective diverse organisation is one in which the differences individuals bring are valued and used”. The Government’s equality agenda centres on:

· ensuring that public services are fully accessible and responsive to the diverse needs of all groups and communities served;

· public sector bodies working proactively and in partnership to promote equality, eliminate discrimination and build cohesive communities;

· public sector leadership in implementing the Government’s programme extending legislative and non-legislative frameworks for equal treatment, anti-discrimination and human rights;

· promoting equality and diversity in public sector employment;

· achieving its diversity and equality goals within the Civil Service Reform programme.

1.1.2 Fairness for All

In 2004 the Government announced its intention in the White Paper “Fairness for ALL” to merge the functions of its existing equality commissions (the Commission for Racial Equality, the Disability Rights Commission and the Equal Opportunities Commission) into a new Commission for Equality and Human Rights (CEHR) which would also take on board the equalities considerations arising from new and forthcoming legislation in relation to age, religion and belief, and, sexual orientation. 

The establishment of the CEHR was confirmed in the Equality Bill which is making its passage through parliament in the summer of 2005. This establishes four core roles for the CEHR:

· Equality of Opportunity – the CEHR will play an important role in widening understanding and appreciation of the benefits that diversity can bring and support organisations to realise diversity.

· Challenging Discrimination – the CEHR will be regulatory body with a duty to work towards eliminating discrimination under the various pieces of discrimination legislation. 

· Promoting Human Rights – the CEHR will play a role in promoting a culture of respect for human rights through the provision of systematic guidance to public bodies

· Promoting Citizenship and a Cohesive Society – the CEHR will develop a  support role foe local initiatives, such as those by Race Equality Councils and others to build a cohesive society that is at ease with itself, respects and celebrate differences.

1.2 The Sector’s Policy Imperatives

In common with other parts of the public and charitable sectors the heritage sector has also come under close scrutiny from the Government in relation to diversity. Key frameworks have been developed for each domain within the sector to raise the profile of diversity and begin to embed changes that will improve the services provided by all institutions within the sector. 

Within London there are other key drivers for change which are explored below. However, of particular significance is the Mayor’s Commission on African and Asian Heritage (MCAAH) which reported in August 2005. This report makes a series of recommendations for London’s museums, libraries and archives covering mainstreaming; the community sector; workforce development; governance and partnership and education. This Communities & Diversity Strategy incorporates the recommendations affecting ALM London within its Action Plan. 

1.2.1 Framework for the Future

The Department of Culture, Media and Sport’s (DCMS) strategic framework for the public library service is contained within “Framework for the Future”, published in February 2003. This policy document outlines the Government's vision for the role of public libraries over the next ten years. The purpose is to help local and library authorities agree on the key objectives for the public library service with central government and local communities. Framework for Future has four major themes of relevance to the cultural diversity agenda: 

· Building capacity – covering management issues

· Reading and learning – incorporating programmes of support for different age groups 

· Digital citizenship – promoting PCs in every library through the People’s Network

· Community and civic values – including buildings and design alongside services to meet the special needs of different communities 

ALM London in common with all the Regional Agencies is working on a regional action plan to support the delivery of Framework.
1.2.2 Renaissance in the Regions

Many museums are subject to challenging Public Service Agreements (PSA) targets set by the DCMS.  These include increased visits in regions by C2,D,E (categories linked to income and status); and to increase BME audiences by 500,000 by 2005/6. Renaissance in the Regions was established to assist museums to meet these targets. It is based around the creation of a series of regional “hubs” and has identified creating a more diverse workforce as a priority with actions including the Museum Association’s (MA) Diversify! Positive Action Trainee programme, which provides targeted traineeships for BME individuals
.

At the time of writing ALM London is working in partnership with the London Museum Hub to produce the first regional museum strategy for London. This will provide the core strategic framework for the wider Hub business planning for 2005 to 2007.

1.2.3 Archives Task Force

In 2002 the Museums, Libraries and Archives Council (MLA) set up a Task Force to review the state of the UK's archives. Listening to the Past, Speaking to the Future is the report of the Archives Task Force and it makes clear recommendations to Government to transform and revitalise the UK's archives under four priority themes Leadership, Advocacy and Research, Innovation and Improvement. 

The report identifies the following diversity targets:

· “To stimulate the improvement and innovation in publicly accessible archive services in England for more diverse users and collections;
· Communicate that UK archives are key contributors to educational attainment, social, economic outcomes and citizenship and community pride; 

· Networking knowledge through the Archives Gateway to connect people to archive resources of relevance to their needs;

· Participation and diversification of audiences through strategic marketing and diversity and access; and, 

· Continue to provide strategic support to the cultural diversity networks in the regions and cultural diversity initiatives. Include diversity-focused projects and the positive role they play in promoting equality in the access case studies database.”

ALM London’s regional archive strategy will be published later in 2005.
1.3 London

For London based institutions diversity is arguably of even greater importance than for institutions in the regions due to local demographics. London is a city of very diverse communities; it is a focal point for new arrivals, ethnic minorities, and the LGBT community amongst very many other identities. The sheer number of people present in London, its role as an international hub and the facilities available mean that individuals find communities, identities and expressions only available in larger cities. 

The case has repeatedly been made that London is a “world city”.  London as a region has the largest number of people from black and minority ethnic (BME) populations and the most ethnically diverse population in the country with more than 100 different nationalities living and working in the city, 300 languages spoken and more than a third of the population from ethnic minorities. 

Whilst London has great wealth it also has a higher proportion of wards in the highest 10% of need based upon the index of Multiple Deprivation and more than four in ten of its children live in poverty. London has a disproportionately young population and around 15% of its population is thought to be lesbian, gay, bisexual and or transgendered (LGBT).

As such there is a particular role for ALMs as London holds more library services than elsewhere, a third of the country’s archives and about 250 museums. 

The wider policy objectives discussed above are relevant in the attempt to create a more economically competitive, fairer, and equitable society. A highly skilled workforce and better use of the knowledge economy is seen as essential in modern Britain. Museums, libraries and archives, seen as integral to education, learning, and fostering a highly educated workforce. 
There is, therefore, a legal, economic and social justice imperative to embrace a communities and diversity agenda.

1.3.1 London: Olympic City 2012

In July 2005 London won the bidding race to host the Olympics in 2012. Central to this bid was the celebration of London’s diversity and the opportunity for London’s cultural organisations to contribute to the Olympic celebration and help create a legacy for all Londoners from these games. The Cultural Programme within the London Olympics bid provides important opportunities to champion the sector’s role, particularly in relation to the “FriendShip” themes and work with young people and local communities.

ALM London has already commenced work in this area, although developments are necessarily at an early stage. ALM London has convened a round table discussion on the London Olympics with a strong emphasis community participation, diversity and regeneration aspects, facilitating the sector to shape a strong and single response to the opportunities the games offer and in partnership work with others in the cultural sector. 

1.4 Summary of Drivers for Diversity

The above section provides a range of reasons why the Communities and Diversity Strategy is of central importance to ALM London and requires the engagement of all institutions. These issues are explored further in the research report “Handle With Care: The Evidence Base for the Communities & Diversity Strategy” accompanying this Strategy.

“Holding up the Mirror”
 (HutM) which examined cultural diversity within museums identified four drivers for diversity within those institutions: 

· The Legal Case: the law requires diversity issues to be considered and acted upon
· The Business or Economic Case: diversity performance has been seen to be directly linked to business performance

· Ethical: it is simply not morally justifiable to leave communities underserved compared to another 

· Intellectual: intellectual rigour is best served by challenges to traditional ways of thinking, interpreting and presenting.
Both the Mayor’s Commission on African & Asian Heritage, “Delivering Shared Heritage”, and the MLA’s own report “New Directions in Social Policy Cultural Diversity for Museums, Libraries and Archives” build upon these drivers.

· Social – where the creation of social capital and social trust between communities and individuals facilitate co-operation that benefits public administration.

· Economic – reflects HutM’s business case

· Ethical – which develops HutM’s social justice perspective to demand that ethical standards should “permeate all aspects of interpretation, collection management, activities exhibitions and custodianship” 

· Legal – reinforcing HutMs observations in this case

The MCAAH’s report reinforces both sets of drivers, but adds a “Human Rights case” based upon UNESCO’s 1995 Cultural Report “Our Creative Diversity” and a “Corporate Social Responsibility case” which seeks to harness diversity to improve stakeholder relationships and build capacity.

Additional related factors for the importance of “cultural diversity” include funding bodies requiring evidence of diverse approaches, the changing face of British society and a government emphasis on social exclusion – the mixture of disadvantage and discrimination that separates some groups from others and full access to the benefits (and responsibilities to) the UK state. 

Diversity in the ALM sector is intimately connected with multiple other priorities and initiatives including overarching government priorities in relation to museums, archives and libraries, the influence of the Internet and access to information for all, stock procurement plans, marketing, advocacy, learning targets and even economic regeneration and neighbourhood renewal. 

A communities and diversity strategy will form part of wider changes and developments in the ALM sector, and while integral, forms a significant part of a wider picture such as economic development. Diversity strategies will inform and be informed by other strategies and policies but will be part of larger, overarching, strategies. 

1.5 Barriers to Inclusion and the Promotion of Diversity

The accompanying research report highlights a number of barriers for potential service users from different communities. It also draws upon the experiences within the sector through case studies of barriers to diversity and ways of overcoming these and provides some examples from other sectors.

In summary the research report identifies the following barriers:

· Institutional - -this may include restrictions on availability of services, inappropriate rules, services not reflecting the needs or interests of sections of community, no sense of ownership encouraged, staff attitudes, lack of integration of other services/partnership, lack of specially adapted facilities

· Personal and Social – this may include lack of basic skills on the part of the potential service user, lack of social contact and therefore knowledge of the service, poverty of aspiration due to lack educational opportunities, low income etc. 
· Perceptions and Awareness - Disadvantaged people generally have less awareness of facilities and service that are available and how to use them, a perception that libraries, archives and museums are not relevant to their lives The idea that a service is “not for the likes of me” may be reinforced by staff composition (e.g. the relatively low use of some museums by people from BME communities may be reinforced where only 2% of their staff are from these communities).

· Environmental – this may include poor transport links, poor access into and within facilities
Alongside these current barriers around service use there may be barriers to change:

· Risk:  The are various levels of risk.  There is the potential that by involving people who are unused, or unskilled in using a service, that their behaviour may have an adverse affect on the usual users of the service.  In addition, individual services take a risk that their particular approach or target population may not ‘have a fit’ with that identified by senior personnel or local political considerations.

· [image: image2.wmf]Finance, Time and Resourcing:  It is sometimes difficult to identify resources to take risk.  There is a circle that without identified evidence of need it is difficult to pursue and gain financial resources.  In addition, time is at a premium and innovation has to be planned and worked through without necessarily knowing what the pitfalls might be – thus making planning difficult.  There is a need to equip staff with the necessary skills to undertake new areas of work, and that leads to training needs for which there may be no time, or no financial resources.

· Change:  The development of a service to include those who have not been used to a service implies a level of cultural change within the service.  There is a need to take ‘staff with you’. There may be a need to consider role – both individual and institutional.

· Role:  Archives, libraries and museums may not see it as their role to play a part in a social inclusion agenda.  There may be practical, cultural or political barriers to them performing a role which includes encouraging participation in wider society through their use.  Further, (and this leads back to risk, change and training) they may not feel able to occupy such a role.

1.6 A Note on Other Challenges

[image: image3.wmf]During the field work that led to the development of this Strategy, whilst we undertook case-studies with many agencies undertaking significant work in relation to diversity, a number of stake-holders commented that the sector as a whole had been slower than others to embrace the “diversity” agenda. For some this was because there was a lack of demand from socially excluded communities for their service and therefore they had not had to respond (unlike, for example, social workers). For others it was seen as an issue that did not necessarily impact upon their core business – the promotion of social justice would not reduce demands upon scarce resources unlike, for example, the health service where the reduction of poverty may improve health outcomes and therefore reduce treatment costs.

In addressing this issue it may be worth noting that some interviewees commented that archives, libraries and museums do not address essential social needs (e.g. housing, income). Using Maslow’s theory of the hierarchy of needs
 as a model, the sector sits somewhere near the top of the pyramid. However, the ALM’s vision is one where the sector should be an essential partner contributing to the attainment of these wider goals rather than a sector sitting in isolation at the “top of the pyramid”.

Finally, others commented that the historic failure to fully embrace the diversity agenda relates to the absence of an external “inspection” regime which identifies this as a key area of performance where success or failure will ultimately have consequences for funding. 

PART TWO: ALM LONDON’S COMMUNITIES & DIVERSITY STRATEGY

The Strategy For ALM London

This section of the document sets out the strategy for the diversity programme for ALM London. 

1.7 Programme Vision

ALM London has established clear aims for the sector as a whole which we have identified as the “Programme Vision”:

By 2010 … London’s archives, libraries and museums will be responsive to the needs of London’s diverse communities, providing Londoners with opportunities to develop their knowledge, build cohesion, access information and contribute to celebrating the unique identity of London.

1.8 Programme Outcomes

In considering this vision it is important to consider how we will know if it has been realised. The overall framework for evaluating the impact of this Strategy on the sector will need clearly identifiable and measurable outcomes. The Programme Aims will be to achieve:


· A demonstration of how the sector has become more responsive to the needs of London’s diverse communities through a measurable increase
 in the number of people from currently under-represented groups using archives, libraries and museums and a qualitative improvement in their experience when accessing these services. 

· A demonstration of how the sector better reflects London’s diversity through a measurable increase in the number of people from currently under-represented groups in the work force and in management and governance roles
. 

· A demonstration of cultural change in the sector through a measurable increase in the number of archives, libraries and museums participating in regeneration initiatives and programmes that promote community involvement, diversity and social cohesion.

1.9 Programme Aims

The aims for ALM London to ensure that the vision for 2010 is achieved shall be:

To provide leadership to the sector in meeting the diversity vision, supporting cultural change, building the capacity of the sector and monitoring and evaluating progress towards this vision.

For ALM London, leadership is exercised through providing strategic direction, supporting initiatives and building capacity towards the achievement of these goals and representing the sector to the outside world accessing funding and other support where appropriate. 

1.10 Programme Strategic Objectives

These aims will be met through the following strategic objectives:

1. ALM London will provide leadership to the diversity programme by ensuring that this work remains a strategic aim for the sector.

2. ALM London will support the sector in identifying the current and future composition and needs of London’s diverse communities and how the sector may best respond to these needs. 

3. ALM London will provide opportunities to share and develop good practice in relation to diversity.

4. ALM London will broker appropriate relationships and partnerships for the sector as a whole and for individual institutions to promote and enhance the sector’s capacity to deliver this strategy.

5. ALM London will work to ensure that the workforce in the sector has the capacity to respond to the needs of London’s diverse communities and better reflects those communities in its workforce.

6. ALM London will ensure that it own governance structures and those of its constituents better reflect and incorporate a broader cross section of currently under-represented communities.

7. ALM London will monitor and evaluate the impact of this and related programmes on the ability of the sector to fulfil the vision of diversity.

It should be noted that these strategic objectives have attached an extensive range of actions. The scale of work envisaged is dependent upon resources being made available. Whilst ALM London will prioritise this work, it is clear that additional funds will be required to undertake the scale of actions identified. 

1.11 Programme Actions

For each of these objectives we suggest the following Actions:

1.
ALM London will provide leadership to the diversity programme by ensuring that this work remains a strategic aim for the sector 

· ALM London will seek limited additional resources to support this programme of actions contained in this strategy

· ALM London will work with other strategic bodies in the sector to ensure that the aims of this strategy are reflected in, and co-ordinated with, related initiatives (e.g. MCAAH, Framework for the Future, Archives Task Force and Renaissance in the Regions)
· ALM London will develop a “Diversity Champions” scheme for chief executives and senior managers in the sector, allowing them to pledge support to the diversity vision and commit to establishing institution specific diversity strategies, reporting on progress towards these goals on an annual basis
.
· ALM London will develop a “Diversity Award Scheme” which will celebrate key achievements in the sector in relation to Diversity and will seek to involve under-represented communities in the assessment and awards process.

· ALM London will use all of the mechanisms at its disposal, including its influence over funding streams, to encourage the development of diversity strategies in individual institutions.

· ALM London will include a review of the Diversity Programme in each Annual Report.

2.
ALM London will support the sector in identifying the current and future composition and needs of London’s diverse communities and how the sector may best respond to these needs.

· ALM London will act as a clearing house for research into the needs of London’s diverse communities and how the sector may best respond to these needs.

· ALM London will, where appropriate directly commission further research where gaps in this knowledge base are identified. 

· ALM London will work with other partners to raise awareness of our sector and promote inclusion of issues relevant to the sector in research commissioned by others (e.g. inclusion of the sector within the recent GLA study and Visit London strategy in relation to tourism).

3.
ALM London will provide opportunities to share and develop good practice in relation to diversity

· ALM London will maintain and support the “Diversity Network” as a means for sharing good practice within the sector.

· ALM London will maintain and develop a training programme in relation to diversity issues with particular emphasis upon A) audience development, B) programme development, C) staffing and career progression and D) collection development, research and reinterpretation.
· ALM London will develop the framework for Equality Impact Assessments available in other sectors for adaptation and development within Archives, Libraries & Museums
.
· ALM London will work with its partners in the DCMS and MLA to develop common monitoring systems relevant to archives, libraries and museums. This is likely to build upon the work within the museum sector as part of the Renaissance agenda where detailed guidance on ethnic and social class monitoring will be developed by November 2005.required. Longer term work will be undertaken investigating the development of “smartcard” technology as a means of gathering data on service use by different under-represented groups
 in partnership with other relevant bodies such as the GLA 
· ALM London will work with the GLA, DCMS and Heritage Lottery Fund (HLF) to support the development of investment and capacity building within community based organisations delivering heritage programmes or services.
4.
ALM London will broker appropriate relationships and partnerships for the sector as a whole and for individual institutions to promote and enhance the sector’s capacity to deliver this strategy.

· ALM London will continue to attend and participate in relevant meetings and fora that will assist in the maintenance and development of relationships and identification of   partnerships 

· ALM London will promote the potential role of archives, libraries and museums with community based, regeneration or social cohesion initiatives.

· ALM London will act as a clearing house and brokerage for partnerships between archives libraries and museums and appropriate organisations outside the sector.

5.
ALM London will work to ensure that the workforce in the sector has the capacity to respond to the needs of London’s diverse communities and better reflects those communities in its workforce.

· ALM London will review its workforce development strategy in the light of this Strategy to ensure that it supports the acquisition and development of skill necessary to support cultural change. 

· The workforce development strategy will examine entry points and career development opportunities for individuals from under-represented communities within the sector. 

· ALM London will provide guidance to institutions on undertaking workforce surveys.

·  ALM London may undertake periodic sector-wide workforce surveys to establish the composition of the workforce.

· ALM London will undertake periodic surveys to identify emerging training needs that may be dealt with at a sector wide level through the workforce strategy.

· ALM London will monitor the composition of its own workforce and report this in its annual report.

6.
ALM London will ensure that it own governance structures and those of its constituents better reflect and incorporate a broader cross section of currently under-represented communities.

· ALM London will set a target for the number of people from currently under-represented groups and advise its constituent bodies of these targets to inform their election and selection processes to the Board of ALM London. 

· Where targets are not achieved by election, ALM London will work with representative bodies to seek secondments to reflect the diversity targets. Where election is unlikely to produce board members from under-represented groups (e.g. in the case of young people) ALM London will seek representation through appropriate bodies (e.g. the British Youth Council or others).

·  ALM London will survey archives, libraries and museums in London to monitor the composition of governance bodies. In the case of those that are part of larger organisations, such as local authorities, governance bodies will be defined as those with strategic responsibility for the service and could include local project steering groups.

· ALM London will report on its own governance composition and the results of the survey of archives, libraries and museums in its annual report.

7.
ALM London will monitor and evaluate the impact of this Strategy, Action Plan and related programmes on the ability of the sector to fulfil the vision of diversity.

· ALM London will monitor its own activities in relation to this strategy and act as a clearing house for information from the Diversity Champions.

· ALM London will evaluate the impact of this strategy on achieving the vision in 2007/8 and 2010.

· ALM London will work with the GLA, DCMS and MLA to establish a Heritage Diversity Task Force to assist in the review and further development of the recommendations of the MCAAH.

1.12 Action Plan

This section of the Strategy details the actions to be taken against each strategic objective and provides targets and indicators for monitoring. 

	Action
	Date
	Target/Indicator

	1.
ALM London will provide leadership to the communities and diversity programme by ensuring that this work remains a strategic aim for the sector
	
	

	ALM London will seek additional funding for two full time development worker posts to provide capacity building in relation to audience development, learning and access programmes.  
	Autumn 2005/Spring 2006
	Funding secured, development workers appointed

	ALM London will work with other strategic bodies in the sector to ensure that the aims of this strategy are reflected in, and co-ordinated with, related initiatives 
	Ongoing
	This will form part of the work programme for all ALM officers in their discussions with other strategic bodies and will be reflected in staff’s annual appraisals

	ALM London will develop a “Diversity Champions” for chief executives and senior managers in the sector, allowing them to pledge support to the diversity vision and commit to establishing institution specific diversity strategies, reporting on progress towards these goals on an annual basis.

	2005

2006

2007

2008

2009

2010
	Diversity Champion Programme Established. All CEOs invited to participate

10% of all institutions have become diversity champions

20% of all institutions have become diversity champions

33% of all institution have become diversity champions

More than half of all institutions have become diversity champions

Diversity Champion scheme is complete. By this stage it is anticipated that all agencies that comply with minimum standards of good practice in this areas will be awarded some form of certification/logo indicating their commitment to diversity.

	ALM London will develop a “Diversity Award Scheme” which will celebrate key achievements in the sector in relation to Diversity and will seek to involve under-represented communities in the assessment and awards process.
	2006

2007-2010
	Diversity Award Scheme established. First awards made.

Diversity Award Scheme operates on an annual basis

	ALM London will use all of the mechanisms at its disposal, including its influence over funding streams, to encourage the development of diversity strategies in individual institutions.
	2006
	ALM London will seek to restrict any funding it has to distribute to the sector to those agencies that can demonstrate a commitment to Diversity (normally indicated by the development of a robust strategy).

	ALM London will include a review of the Diversity Programme in each Annual Report
	Annually
	Diversity Programme review included in each Annual report


	Action
	Date
	Target/Indicator

	2.
ALM London will support the sector in identifying the needs of London’s diverse communities and how the sector may best respond to these needs
	
	

	ALM London will act as a clearing house for research into the needs of London’s diverse communities and how the sector may best respond to these needs.
	Ongoing
	Key diversity research commissioned within the sector is posted on the ALM web-site

	ALM London will, where appropriate directly commission further research where gaps in this knowledge base are identified. 
	Ad hoc
	Diversity Network will highlight gaps in research and identify funding for commissioning

	ALM London will work with other partners to raise awareness of our sector and promote inclusion of issues relevant to the sector in research commissioned by others (e.g. inclusion of the sector within the recent GLA study and VisitLondon strategy in relation to tourism).
	Ongoing
	Inclusion of ALM section questions in a range of other research activities with results shared through the research clearing house (above)l


	Action
	Date
	Target/Indicator

	3.
ALM London will provide opportunities to share and develop good practice in relation to communities and diversity
	
	

	ALM London will maintain and support the “Diversity Network” as a means for sharing good practice within the sector.
	Ongoing
	The Diversity Network will continue to be resourced by ALM London. It will meet at least four times per year. Participation levels by institutions will be maintained and increased over this period 

	ALM London will maintain and develop a training programme in relation to diversity issues with particular emphasis upon A) audience development, B) programme development, C) staffing and career progression and D) collection development, research and reinterpretation
	Ongoing
	ALM London will continue to resource a diversity training programme. Where possible this will build upon other tools within the sector (e.g. the Inspiring Learning for All framework) to ensure a consistent message is provided in relation to consultation, accessibility, outcomes etc.

	ALM London will develop the framework for Equality Impact Assessments available in other sectors for adaptation and development within Archives, Libraries & Museums
	2006
	ALM London will establish a small working group of institutions that have participated in generic equality impact assessments to determine how this tool may be adapted for the sector

	ALM London will work with its partners in the DCMS and MLA to develop common monitoring systems relevant to archives, libraries and museums. This is likely to build upon the work within the museum sector as part of the Renaissance agenda where detailed guidance on ethnic and social class monitoring will be developed by November 2005.required. Longer term work will be undertaken investigating the development of “smartcard” technology as a means of gathering data on service use by different under-represented groups
 in partnership with other relevant bodies such as the GLA 
	2006/7

2007/8
	Common guidance or systems will be developed for each part of the sector to monitor take-up of services by people from different communities.  

ALM London will work with the Libraries sector to investigate the introduction of new smartcard technology and the benefits it may have in monitoring the impact of the Diversity Strategy

	ALM London will work with the GLA, DCMS and Heritage Lottery Fund (HLF) to support the development of investment and capacity building in community based organisations delivering heritage programmes or services.
	2005/6

2006/7
	ALM London will participate in cross-sectoral working group convened by the GLA, DCMS and HLF to investigate the establishment of a programme of investment as recommended in the MCAAH.

Should this programme be established ALM London will provide capacity building support to the selected community organisations


	Action
	Date
	Target/Indicator

	4.
ALM London will broker appropriate relationships and partnerships for the sector as a whole and for individual institutions to promote and enhance the sector’s capacity to deliver this strategy.
	
	

	ALM London will continue to attend and participate in relevant meetings and fora that will assist in the maintenance and development of relationships and identification of   partnerships 
	Ongoing
	This will form part of the work programme for all ALM London officers and will be reflected in staff’s annual appraisals. For a include:

London Cultural Consortium

Heritage Task Force (or whatever it is called)

	ALM London will promote the potential role of archives, libraries and museums with community based, regeneration or social cohesion initiatives.
	Ongoing
	ALM London’s current pilots in this area include Community Links and Community Participation Pilots. ALM London will develop and distribute advocacy and promotional material about the sector to potential partners at least on an annual basis,

	ALM London will act as a clearing house and brokerage for partnerships between archives libraries and museums and appropriate organisations outside the sector.
	2006

Ongoing
	Agencies receiving this promotional material (above) will be invited to register an interest in partnerships with the ALM sector. 

ALM London will act as a broker for this information to relevant parts of the sector. 


	Action
	Date
	Target/Indicator

	5.
ALM London will work to ensure that the workforce in the sector has the capacity to respond to the needs of London’s diverse communities and better reflects those communities in its workforce.
	
	

	ALM London will review its workforce development strategy in the light of this Strategy to ensure that it supports the acquisition and development of skill necessary to support cultural change
	2005

2008
	Workforce development Strategy completed

Workforce development strategy reviewed and updated

	The workforce development strategy will examine entry points and career development opportunities for individuals from under-represented communities within the sector. 
	2005
	Workforce development Strategy completed



	ALM London will provide guidance to institutions on undertaking workforce surveys.


	2005/6

2006


	ALM London will secure agreement on a common monitoring system for all human resources (e.g. paid and unpaid staff, governors etc.) with the DCMS and MLA.

Guidance on undertaking workforce surveys produced



	ALM London may undertake periodic sector-wide workforce surveys to establish the composition of the workforce.
	2006, 2008 & 2010
	Sector wide workforce diversity reviews 

	ALM London will monitor the composition of its own workforce and report this in its annual report.
	Annually
	Ongoing monitoring of workforce composition


	Action
	Date
	Target/Indicator

	6.
ALM London will ensure that it own governance structures and those of its constituents better reflect and incorporate a broader cross section of currently under-represented communities
	
	

	ALM London will set a target for the number of people from currently under-represented groups and advise its constituent bodies of these targets to inform their election and selection processes to the Board of ALM London. 
	2005


	Target set and agreed with the Board



	Where these targets are not achieved by election, ALM London will work with representative bodies to seek secondments to reflect the diversity targets. Where election is unlikely to produce board members from under-represented groups (e.g. in the case of young people) ALM London will seek representation through appropriate bodies (e.g. the British Youth Council or others).
	2006


	Secondments from appropriate organisations to Board identified and appointed where required

	ALM London will survey archives, libraries and museums in London to monitor the composition of governance bodies. In the case of those that are part of larger organisations such as local authorities governance bodies will be defined as those with strategic responsibility for the service and could include local project steering groups
	2006,2008 & 20101
	Undertaken as part of the sector wide workforce diversity reviews (see objective 4 above)

	ALM London will report on its own governance composition and the results of the survey of archives, libraries and museums in its annual report
	Annually
	


	Action
	Date
	Target/Indicator

	7.
ALM London will monitor and evaluate the impact of this Strategy, Action Plan  and related programmes on the ability of the sector to fulfil the vision of diversity.
	
	

	ALM London will monitor its own activities in relation to this strategy and act as a clearing house for information from the Diversity Champions.
	Ongoing
	Annual publication of monitoring and progress data from Diversity Champions 

	ALM London will evaluate the impact of this strategy on achieving the vision in 2007/8 and 2010.
	2007/8 &2010
	ALM will undertake evaluations of progress in relation to this strategy

	ALM London will work with the GLA, DCMS and MLA to establish a Heritage Diversity Task Force to assist in the review and further development of the recommendations of the MCAAH
	2006 onwards
	Heritage Diversity Task Force established


PART THREE: THE COMMUNITIES & DIVERSITY STRATEGY FOR INDIVIDUAL INSTITUTIONS
Guidance for Institutions

This section of the report seeks to provide guidance to individual institutions within the sector on how they can develop their own Diversity Strategy. It should be read in conjunction with the tools provided by other bodies – a number of which are highlighted below.

1.13 What is Strategy?

We have defined ‘strategy’ as a route plan for achieving a stated vision, rather than the means by which that route plan is undertaken.  Any strategy needs to include the following components:

· An understanding of the Context your service is operating in 
· A Vision or Statement of organisational principles and imperatives

· An application of the organisational principles and imperatives against the operating context to determine Strategic Aims
· A statement of Strategic Objectives which when achieved contribute to the strategic aims being realised – these should include means by which impediments to the objectives being achieved are articulated and addressed

· Identified Actions that you will take to achieve these objectives

· Measurable Outcomes and a process for Review and Evaluation.

When applying this approach, institutions will need to take account of:

· Domain;

· Local circumstances; and

· The Size of the service

This may include whether you are part of a larger institution (such as a local authority) which will also have its own requirements in terms of diversity.

1.14 Look Outwards – Apply Inwards

This section builds upon the good practice already undertaken within the sector and identified in the case studies in the companion research report.

When trying to develop a new approach, organisations, of any sector, tend to look for models, and sometimes try to apply them to their own circumstances.  This is fraught with difficulty.  What works in one place will not necessarily work in another.  However, if what works in one area is examined, core principles will be found, and if those principles are applied to local circumstances and the imperatives of a particular service, then it is likely that the model that is developed will achieve that which a service is setting out to do.

By looking at initiatives in other sectors, examining various projects within the ALM sector in London and exploring key issues through the co-operative enquiry process, we have identified principles that could be applied both to every institution in the development of their own Communities and Diversity Strategy.

· Knowing your community:  what is your population?  Whose needs are you meeting?  Whose needs are you not meeting?  How do you find out?  

· Leadership:  Ideas for development/projects often arise out of a combination of experience, noticing, and wanting to risk or innovate.  You will have to take others with you.  Can you?  Do you have the authority?  Who do you need to work with?

· Ownership:  To make a plan work, all those who will be involved need to understand your ambition and the means by which you intend to achieve your plan.  Involve others and ask about their concerns – both perceived and real – and take these concerns into account.  It may be necessary to go more slowly than you might otherwise have hoped, but it’s worth it if you take others with you.  There is a direct relationship between leadership and ownership – you will have to lead, but ensure that the necessary processes and time are available to ensure ownership.

· Partnership:  This operates both internally and externally.  Internally, there may be colleagues in other disciplines who share you ambition and who can bring other perspectives to bear to ensure your plan is informed and ‘owned’ across disciplines and across organisations.  Externally, there may be a real value in working in partnership with community representatives of those you wish to engage.  This could be with individuals or community representatives.  They can advise on particular community expectations and cultural norms and thus inform you about the focus of your project as well as advise you about some of the cultural helps and blocks which will need to be addressed to make the project/service accessible in psychological as well as physical terms.

· Invitation for scrutiny, reciprocity and sustainability:  This principle alongside leadership and ownership is key.  The route to diversity becoming an integral part of the culture of your organisation is not through projects alone.  By inviting those who are new to your service to help you examine core procedures and practices will enable you to develop your core business in such a way that you can achieve greater advances in making your service one which is welcoming and inviting.  While you are offering a resource, an experience, or an opportunity, you are asking people to help you become a service that is wanted and valued.  That is the route towards sustainable change.

· Community Development Approach:  There is a perception that many institutions in the sector are too static and too reactive; that members of the community go to it rather than the institutions engaging with, and being part of the community. Professional training for staff may not include the development of skills that enables them to work with people beyond their own discipline. Institutions need to ensure that there is an overt community development approach. That is, that institutions seek to engage with others on their terms as well as on the institution’s own terms. 

· Monitoring and Evaluation towards Mainstreaming:  Monitor the project or initiative; evaluate its impact on the service/organisation as a whole.  Members of the ALM sector note the difficulties imposed by others, in the main, when seeking information from users of the service ‘sometimes it’s like getting the inside leg measurement – the amount and nature of detail we are asked to find’.  Consider at the beginning of the project what you are trying to achieve in shaping your service as a whole; how you might change basic core procedures to make the service more accessible to a wider range of users.

1.15 Knowing your Community & Establishing Objectives

To be a part of your community and to make an impact on it, you have to know it.  But how?  Large organisations use information like the census to give information, or at least a sense of the nature of the population available to use and be involved in the service.  Others use detailed knowledge about particular parts of the community borne out of discussion with individuals or community representatives to give a sense of what the make up of the community might be.

There are tensions between an evidential basis of need (a traditional community profiling approach) and that which comes from more ‘organic’ methods such as community consultation:

· Traditional Community Profiling is useful but tends to concentrate on what can be measured, and who is easy to measure.   But it is important for planning.

· Community Consultation using social qualitative research is important especially to provide depth and subtlety to a plan, but that approach is often more expensive to conduct. 

However, by working with individual members of a community about which the service may be unfamiliar, the plans will include an understanding about psychological access and will help to ensure that the focus of your planned changes are relevant to the communities you want to target. At the same time, work can begin to address core procedural or practice barriers.  

Knowing your community is not just about looking at the broad community within which you work.  It is also about understanding the aspirations and concerns of those with whom you are already working – your existing audience – and managing the tensions that may emerge as resources are redirected to attract new audiences. 

1.16 Turning Plans into Reality

The research underpinning this Strategy indicated that too often new communities’ needs are met through special projects which, whilst valuable at the time, are time-limited in nature and the changes unsustainable over the longer term. The central task of this Strategy is to mainstream diversity, that is, bring it into the core business of your institution. 

“Mainstreaming” of diversity presents a challenge to institutions – it is not just about doing what you are currently doing but with a new audience. It may require a change in what you do, how you do it and the way in which your institution sees itself, is seen, and how you choose to relate to the wider world.

Such a fundamental shift will require the active engagement of people at all levels of your institution and those outside. There are a number of bodies that should be involved turning the plan into reality including senior colleagues, political leaders (getting Members as well as local authority officers on board), members of the community and staff within the individual service.

There is also a strategic role for ALM to play regionally which should be mirrored locally to take into account:

· Funding constraints

· Staff training and professional development

· Build capacity in individual organisations, domains and the sector as a whole to support cultural change

· The tensions inherent in involving new participants to a service where it is likely that more resources will be spent on a few people in the short term, and maintaining and developing the core audience

· The development and maintenance of partnerships.

1.17 Partnerships

Central to the development of Communities and Diversity Strategies is the understanding that the sector and individual institutions have to play a role that works towards inclusion both locally and in society as a whole.  This requires a re-clarification or articulation of the role of the sector, individual domains within that, individual services and of course staff. Partnerships provide a means to identify and facilitate changes and, perhaps crucially be perceived to have changed.

Partnerships are notoriously difficult to develop and maintain.  They require commitment and can be resource intensive, particularly in their early stages.  As indicated above, there is a need to build the capacity of both parts of the partnership.  When wanting to work with community representatives, it is possible that those groups/organisations will require some ‘capacity building’ to enable them to understand the work and way of working of libraries, archives or museums.  In addition, of course to a similar process being undertaken by the particular ALM service (and sector) itself to work with those partners.

Partners can be identified in a number of ways.  It is important that institutions are responsive when approached by potential partners as well as able to ‘go out to them’ to examine areas of possible mutual concern and benefit. This approach will assist in identification of common solutions and development of a shared vision.  In saying this, there are two distinct types of partnership:

· Those which are expedient, a means to an end; as well as

· Those where there is a shared vision

It is important to be honest about the nature of the partnership and reflect that partnerships are likely to move from phase to phase.  In other words, that those which may be expedient can turn into partnerships where there is a shared vision.

Again, this is an opportunity to remember that there are two components that must always be kept in mind:

· The specific project that is being undertaken to involve a particular community or community of interest; and

· The desire to change core processes so that the learning from the particular project can be integrated for the benefit of a wider community and the service itself – towards diversity becoming core business rather than a series of individual projects.

1.18 Appreciating the Impact

The ambitions of this strategy are:

· Being responsive to the needs of London’s diverse communities

· Providing Londoners with opportunities to build their knowledge

· Building social cohesion

· Celebrating the unique and diverse identify of London

As indicated above, therefore, monitoring and evaluation methods need to focus on:

· individual projects with communities new to the service, 

· the organisation’s ability to mainstream learning and thus become accessible to diverse communities; and

· the contribution of the service to wider social cohesion and inclusion agenda

This will require leadership and ownership from the most senior personnel in the organisation to ensure that all of these aspects are integrated at policy and planning levels.  There is a need to convince senior managers that this is a part of their core business and equip them to undertake this.

In similar vein, when working towards these outcomes, staff may experience some discomfort that their traditional ways of working have been changed.  That requires training for staff, a sensitive but firm management approach, and an opportunity for staff to disclose their concerns and fears which should be acknowledged, worked with and if necessary incorporated into the plan for the work.

1.19 Tools

The next section of this report provides an outline framework for developing your institutions own Communities & Diversity Strategy. It provides examples of areas you will need to consider and raises some questions you may need to address as you develop your Strategy. There are a range of other resources that you may which to consider utilising and further resources will be developed and placed on the ALM London website: http://www.almlondon.org.uk/lmal/index.cfm 

1.19.1 Tools for Libraries

Knowing your community is a community profiling exercise for public libraries to record demographic data about their constituency.  A good practice guide is available at: http://neighbourhoods.typepad.com/libraries/indicators/index.html
1.19.2 Tools for Archives

A number of initiatives have been developed to assist in attracting participation and access to culturally diverse audiences.  These include:

· Community Access to Archives Project (CAAP) – this produced a Best Practice Model to help develop and sustain community involvement;

· CASPAH - contains research resources relating to Caribbean Studies and the history of Black and Asian people in the UK.

· Moving Here – a website showcasing 200 years of migration to England.

· Linking Arms - work with community groups across the United Kingdom to digitise their archives and make them available through a single online access point. 

1.19.3 Tools for Museums

The Renaissance Programme has produced a range of literature which can be accessed at: http://www.mla.gov.uk/action/regional/00renaiss.asp 

Developing Your Own Institution’s Community & Diversity Strategy

1.20 Institutional Vision

In preparing this section it is acknowledged that a number of institutions have made successful advances in the areas of diversity. Others have made less progress. 

Each institution will need to develop its own vision of diversity aims as part of the development of individual strategies, reflecting that institution’s own broader aims, its domain and its location and local context. For example, a local museum may identify the following aims:

By 2010 the Anytown Museum will be a key contributor to the promotion of social cohesion, providing opportunities for all the diverse communities of Anytown to celebrate their contribution to Anytown’s development.

A local library may aim that: 

By 2010 the Anytown Library will be a key partner in the regeneration of the town’s poorest areas, providing learning opportunities for residents in these areas to assist them to reach their full potential.

And an archive may aim that: 

By 2010 the Anytown Archive will maintain a collection that reflects the contribution of the town’s diverse communities, promoting understanding and countering prejudice and exclusion by providing opportunities to share and celebrate knowledge of each others lives and histories.

In developing the institutions vision, aims and objectives the critical first step is “knowing your community” (see above).

1.21 Institutional Aims

Again, each institution’s individual aims in terms of diversity will reflect that institution’s own broader aims, its domain and its location and local context. For example, an institution’s aims may include the following statement:

To contribute to social cohesion by removing the barriers to service use by currently under-represented communities, providing new services that better reflect their interest and therefore increase their use and involvement in the service.

Institutional Outcomes

For each institution the aims will need to have clear and measurable outcomes.  On the basis of the sample aims outlined above the outcomes may be:

· Changes in the way in which the service is delivered (e.g. opening hours etc)

· To change the nature of collections by reviewing their content and the presentation of these collections to reflect and promote diversity

· A measurable and sustainable increase in the participation of people from currently under-represented communities 

· Greater participation and involvement in other local initiatives (e.g. regeneration programmes etc.)

Within this section you will need to consider whether your domain has established outcomes for services which you should incorporate. For example, for Museums there are specific targets in relation to different communities which should be reflected in these outcomes. 

In all cases outcomes should be identified that are “SMART”
. 

1.22 Institutional Strategic Objectives

Building upon the aims developed by each institution, the objectives for each individual diversity strategy will need to be tailored to these aims. Specific Objectives may include some of the following:

· To better understand the profile and needs of the community in which we are located

· To be seen as a key player in the development and delivery of regeneration strategies in the area

· To be seen by the local community as a valued resource in the promotion of social cohesion

· To increase the number of people from xxx community using the service

· To have a workforce that better matches the composition of the population served by the institution

· To integrate and embed respect for diversity throughout the organisation

1.23 Institutional Actions

Each institution will need to identify a range of actions to ensure that each objective is met. 

Please note that in all cases these are offered only as examples of actions taken – based upon a range of actions which individual institutions with in the sector have taken and identified through the case-studies. The actions that you identify will need to reflect your own diversity objectives, the resources you have available etc. 

On the basis of the example above the actions may include the following:

1. To better understand the profile and needs of the community in which we are located

· Undertake community profiling

· Discussions with community organisations 

· Undertake other needs assessment work

2. To be seen as a key player in the development and delivery of regeneration strategies in the area

· Be invited and participate in regeneration programmes

· Reconfigure services to meet objectives of wider regeneration partnership

3. To be seen by the local community as a valued resource in the promotion of social cohesion

· Ensure the participation of community organisations in the planning and development of your service

· Reconfigure services to respond to community requests

· Host special events relevant to social cohesion

4. To increase the number of people from xxx community using the service

· Monitor service use by different communities

· Engage with community organisations to identify barriers to service use or make collections more relevant

5. To have a workforce that better matches the composition of the population served by the institution

· Monitor workforce composition

· Develop targeted traineeships

· Develop recruitment strategy to target under-represented communities 

6.
To integrate and embed respect for diversity throughout the organisation

· Monitor changes in the composition of the governing body to become more representative of the community served

· Assess the impact of these changes on the ways in which others view the organisation in terms of accessibility, relevance etc. 

1.24 Action Plan

The next stage in developing your strategy is to formulate an action plan. Detailing the actions to be taken the date by which they will be undertaken and any targets or indicators attached to this work – ensuring that you have the resources to meet these. The ALM London Action Plan in section 4.6 above may provide a useful template.

Those organisations that were under a duty to produce a Race Equality Scheme in 2002 are also under a duty to review this by 31st May 2005 and again by 31st May 2008. This Strategy should assist in identifying changes required and progress made to their achievement.





In reaching out to new communities, there may be a tension in the role of “preserving” collections and “presenting” these collections.





Whilst many in the sector would concur that Archives, Libraries and Museums do inhabit the “top of the pyramid” others point out the role played by libraries in, for example, acquiring citizenship – placing them towards the bottom of the pyramid – reflected in long-standing community based activities by a number of institutions.. However, it is clear that the sector is rarely viewed externally as an essential service in meeting physiological needs.





The McKinsey adage that “if it can be measured it can be managed” does apply here. However, it should be noted that these outcomes not only call for quantative measures in the numbers of people from under-represented communities using services, but qualitative measure of improvement in their experience of the these services.





Institutions that are part of larger bodies such as local authorities will already be under an obligation to report on workforce composition (and possibly service use) as part of the wider organisation’s Race Equality Schemes – as well as passing this information on to the wider organisation it should be used by the institution to inform its own progress. Remember, the Diversity Strategy is not just about race and the presence of other under-represented groups in your workforce should also be measured.





For some groups, such as people from LGBT communities there may be particular difficulties in “counting” users. Institutions should work with other relevant providers and where community specific research is undertaken the ALM sector should seek to insert questions about their service within these studies (e.g. as part of a local authority’s generic needs assessment of the LGBT community).





ALM London acknowledges that many museums, archives and libraries have limited budgets for developing collections. In all cases you should seek to ensure that you have the resources to achieve these outcomes.








� � HYPERLINK "http://www.mla.gov.uk/action/regional/00renaiss.asp" ��http://www.mla.gov.uk/action/regional/00renaiss.asp�


� Helen Denniston Associates (2003)


� For more information on this model: � HYPERLINK "http://web.utk.edu/~gwynne/maslow.HTM" ��http://web.utk.edu/~gwynne/maslow.HTM�. (Physiological needs: basic life needs - air, food, drink, shelter, warmth, sex, sleep, etc. Safety needs: protection, security, order, law, limits, stability, etc Esteem needs: achievement, status, responsibility, reputation Love needs: family, affection, relationships, work group, etc. Self-actualization: personal growth and fulfillment 


� Many of the institutions commented that the absence of a common monitoring methodology or guidelines in this area means that establishing the base-line and measuring progress is challenging. To achieve this outcome ALM London will need to work with the MLA, DCMS & other partners to develop such a methodology and roll this out regionally and nationally.


� ALM London will also need to work with the above partners to develop a common methodology for monitoring workforce


� It should be noted that a number of interviewees commented that one key reason for the relatively low level of diversity activity in the sector was the absence of an “inspection regime” that required diversity actions. ALM London may wish to consider how the Diversity Champions scheme could be developed into an accreditation scheme for the sector.


� The Equality Impact Assessment toolkits may be particularly important for smaller and independent organisation that may not have benefited from this generic applications of this approach (e.g. unlike those in the local authority sector).


� Some libraries have identified the possibility of developing SMART card technology as a cost effective and efficient means of gathering demographic data on service users in terms of age and ethnicity (other data such as sexuality, health status or social class may be more problematic to attach to individuals “smartcards”


� Some libraries have identified the possibility of developing SMART card technology as a cost effective and efficient means of gathering demographic data on service users in terms of age and ethnicity (other data such as sexuality, health status or social class may be more problematic to attach to individuals “smartcards”


� “SMART” is the acronym for objectives that are: S – Specific, M – Measurable, A – Achievable, R – Resourced, and T - Timetabled
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