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Equality and diversity action plan for 2015-18

This action plan is informed by the work 
we undertook during 2012-15 and data and 
intelligence on diversity in relation to our 
investment, audiences and the workforce  
of the arts and cultural sector.

During 2014-15 we have made significant 
progress in reviewing the quality and depth of 
data we have access to on equality and diversity. 
As part of this process we undertook a series 
of equality analyses on our investment process 
for National portfolio organisations and Major 
partner museums, both nationally and at an 
area level. We commissioned a literature review 
evaluating data on protected characteristics 
across the arts and cultural sector as well as 
commissioning a report looking at workforce 
and leadership diversity across our Major partner 
museum portfolio. In addition to this we have 
reviewed data across our different funding 
programmes including strategic funds, grants 
for the arts, and our investment in the National 
portfolio organisation and Major partner 
museum portfolio.

We have set five objectives for equality over the 
period 2015-18. They are to:

•  promote the Creative Case for Diversity

•  invest to encourage more diverse audiences 
for arts and culture

•  support diverse leaders and promote a 
more diverse workforce, fairer entry and 
progression routes

•  improve the quality of data available to inform 
our decision-making on equality and diversity

•  continue to develop the Arts Council’s 
capacity to respond to the equality and 
diversity agenda

(a) Promoting the Creative Case for 
Diversity5 

We are committed to a fundamental shift in our 
approach to equality and diversity in 2015-18, 
where responsibility for diversity becomes truly 
shared, and all the organisations we invest in 
play a part in ensuring that the arts and cultural 
opportunities available are appropriate for 
contemporary 21st-century England.

Our work during 2014-15 highlighted the 
following key challenges, issues and ambitions 
that have informed the development of our 
equality objectives:

•  the need to develop appropriate mechanisms 
for holding National portfolio organisations 
and Major partner museums to account for 
promoting equality and the Creative Case for 
Diversity in their work in 2015-18

•  lack of data about the issues relating to arts 
and culture for some protected characteristics

•  low number of new applications received 
from Black and ethnic minority and  
disability-led organisations during the  
2014 investment process

•  lack of significant leadership opportunities 
for Black and ethnic minority and disabled 
practitioners, particularly artistic leadership

•  an ambition to share more openly and 
transparently diversity and equality data with 
the wider sector in relation to investment, 
workforce and leadership and audiences

5 By diversity we mean the multitude of communities, perspectives and experiences that make up modern England. Our concept of diversity 
includes socio-economic class, all faiths, ages, gender including transgender, ethnicities, sexual orientations and disabled people. The geography 
of diversity spans England’s regions, from the most rural to the inner city.
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We will:

•  work with our National portfolio 
organisations to promote the Creative Case 
for Diversity to ensure the work they produce, 
present and distribute reflects the diversity of 
contemporary England through the artists and 
performers they choose to commission and 
work with 

•  work with Major partner museums and 
others in the museums sector to articulate 
and demonstrate what the Creative Case for 
Diversity means for museums

•  consider the potential and likely equality 
impact of all our strategic funds prior to 
launch; to ensure that all our strategic funding 
programmes promote and contribute to 
equality and diversity. We will also monitor 
and report on applications received and 
investment made, and the impact across all 
our strategic funds on advancing equality of 
opportunity and promoting the Creative Case 
for Diversity

•  invest a £6 million suite of strategic funds to 
support our work around the Creative Case 
for Diversity in 2015-18 and address the 
issues raised by the 2014 National portfolio 
organisation/Major partner museum equality 
analysis. We will invest in artistic excellence, 
talent development, promoting diverse 

•  develop a repository of good practice case 
studies and other tools to support arts and 
cultural organisations, particularly museums, 
in their efforts to embed equality and diversity 
in all aspects of their work 

(b) Invest to encourage more diverse 
audiences for arts and culture

We will:

•  invest in high-quality strategic touring activity, 
encouraging more work produced by and  
for people from diverse backgrounds

•  invest a further £20 million in our Creative 
people and places programme to support 
places that are currently most disadvantaged 
and to develop partnerships between arts 
organisations, museums, libraries, local 
authorities and local communities in order 
to deliver sustainable arts and cultural 
programmes

•  explore and invest in opportunities to 
demonstrate that the arts can deliver a 
wide variety of benefits to people and 
communities, eg the Arts and older people 
programme (delivered in partnership with the 
Baring Foundation) or the Family arts festival 

leadership and diversifying audiences  
across the arts and cultural sector.  
The strategic funds will support:

– an additional £1.8 million investment in 
Unlimited to continue to celebrate the 
work of Deaf and disabled artists

– investment to establish a national 
network of Agents for Change who 
will work with and across our national 
portfolio organisations to support talent 
development, artistic excellence and 
audience development, working across 
protected characteristics

– a Creative case commissioning programme 
that will support investment in talent 
development and artistic excellence 
outside the current portfolio 

•  prioritise support to diverse artists and arts 
organisations in our advice and advocacy 
work, with a view to increasing the 
proportion of eligible applications and the 
proportion successful in being awarded 
Grants for the arts funding. In particular 
bridging the gaps in the success rates 
between Black and minority ethnic and non-
Black and minority ethnic applicants and 
increasing the number of successful Deaf and 
disabled applicants
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(c) Support diverse leaders and promote 
a more diverse workforce, fairer entry and 
progression routes

We will:

•  expect all National portfolio organisations 
and Major partner museums to have 
Equality action plans, including fair entry and 
progression policies, which we will monitor 

•  publish annual data on the composition 
(disability, ethnicity, gender) of the workforce 
of individual National portfolio organisations 
and Major partner museums

•  support established leaders from Black and 
minority ethnic backgrounds in the arts 
and cultural sector, so that they can take a 
national leadership role 

•  collaborate with sector bodies to implement 
fair pay for artists and support the 
adoption of these by the National portfolio 
organisations and other grant recipients. 
Fair pay is an enabler that will support the 
development of a more diverse workforce in 
terms of lowering financial barriers to starting 
and maintaining artistic careers

•  continue to invest in leadership development 
with a particular focus on the development 
of Black and minority ethnic, female and 
disabled managers and administrators 

•  support the national rollout of the Fundraising 
Fellowships scheme managed by Arts 
Fundraising & Philanthropy, with a particular 
focus on supporting fundraising in Black and 
minority ethnic and disabled-led organisations

•  promote opportunities for our funded 
organisations to recruit a diverse and 
highly skilled workforce via higher-level 
apprenticeships

•  make the case to government with the arts 
and cultural sector to ensure that changes to 
the Access to Work scheme and future policy 
proposals do not adversely affect the ability 
of disabled artists to practise their art

(d) Improve the quality of data available 
to inform our decision-making on 
diversity

We will:

•  capture detailed audience data on age, 
disability, ethnicity and gender from our top 
funded National portfolio organisations and 
Major partner museums, giving us insight 
into the diversity of audiences engaging with 
our larger organisations. The lessons learned 
from this pilot will inform future approaches 
to capturing audience diversity data across 
the wider National partner organisation and 
Major partner museum portfolio

•  continue to collect information on 
engagement and participation across arts, 
museums and public libraries through the 
Taking part survey and use this intelligence to 
inform the way we work

•  monitor and report on an annual basis on 
the diversity impact of our Grants for the arts 
programme 

•  from 2015-16 we will highlight and comment 
on the publication of annual workforce and 
diversity data (disability, ethnicity, gender) of 
individual National partner organisations and 
Major partner museums

•  review and refine our approach to capturing 
information on Black and ethnic minority and 
disabled-led organisations in consultation 
with the sector

(e) Continue to develop the Arts 
Council’s capacity to promote equality 
and diversity 

We will: 

•  continue to promote diversity in both the 
make-up of our own workforce and our 
National and area council members and 
publish data on the diversity of our  
workforce and council membership
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•  continue to build the capacity of our own 
workforce to respond and promote the 
diversity agenda through training, seminars 
and our performance management system

•  review job descriptions prior to external 
recruitment advertisement of them in order  
to ensure the experience, qualifications and 
skills do not unnecessarily exclude sections  
of the community who would be able to do 
the work

•  refresh the internal skills of staff and 
methods in our recruitment, assessment 
and interviewing processes. This will include 
ensuring that there is no unconscious bias 
towards the promotion of particular groups 

•  work with staff to update and deepen the 
diversity data we hold on them – particularly 
declarations of disabled status 

•  consider new ways of creating opportunities 
for younger people in our workforce, 
including apprenticeships 

•  continue to support family-friendly ways  
of working

•  strive to improve the number of Black and 
minority ethnic staff in our area teams 
through external recruitment advertising that 
is more focused on reaching a wider range  
of groups in society

•  continue to review and strive to increase  
the accessibility of the Arts Council as  
an employer  

•  consider in all our communications how we 
relate to all our audiences, including those 
from within protected groups. This will 
include research to inform our messaging and 
channels, the language we use and the ways 
we seek to reach audiences. Our approach 
will apply equally to our own staff as to 
external stakeholders

•  Continue our commitment to providing 
accessible digital communications to ensure 
that our website, digital content and online 
services including conferences and seminars 
on-line are accessible to as many people 
as possible and meet all their user needs: 
ensure best practice for making web pages 
and digital content accessible by following 
the Web content Accessibility Guidelines 
(WCAG) 2.0: strive to improve the accessibility 
of our website and work with an advisory 
group to  review and improve our digital 
communications

•  ensure that access is built into our workplace 
assessments for all staff and that information 
on the accessibility of our offices is available 
to visitors to our buildings

•  develop internal and external user groups  
to advise on access and IT for the period 
2015-18

Implementing and monitoring progress 
on equality and diversity

To ensure that we deliver on this very important 
strand of work we have nominated a member 
of Executive Board – Simon Mellor – to be 
accountable for our progress on equality and 
Diversity. We have appointed a senior manager 
to lead on the implementation of this action 
plan. The senior manager is supported by a  
cross-cutting diversity team that includes 
members from every part of our business, from 
policy and research to relationship managers 
based in each of our five areas.

Progress on this action plan will be monitored 
and reported to a senior-level diversity working 
group, who will produce twice-yearly reports  
for our National and area councils. We will  
also produce and publish an annual report  
on our progress. 
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