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1. PREMISES 
 
 
That there are a range of professional skills and competences that are essential and 
some that are desired to work in a management capacity in a cultural organization. 
That some of these skills and competences can and maybe most effectively learnt in 
formal education.  
There’s a set of skills connected to cultural professions that may be transferable 
through a one-to-one co-working experience (mentoring)  
That the relevant type and content of mentoring will be different at different stages 
of a mentees career, and therefore the information provided by the research should 
take this into account.  
That the research for the project should primarily be qualitative, and seek to capture 
narratives rather than just be statistically comparative (quantitative) as this form of 
research outcome will not serve the outcomes/outputs of the project at its current 
scale.  Also given the diversity of the cultural contexts of the CREA.M members it 
would be difficult to be robustly comparative. 
It is not possible with this project to cover all States and all industry areas and so a 
snapshot of some States and some industries will provide the basis to both 
understand a ‘fragment’ of the current  situation and indicate where future research 
needs to be directed. 
That the EU literature promotes: 
- diversity in education and training provided by EU states in relation to cultural and 
creative industries connected to the specific features of the cultural labor market at 
national levels1. 
And underlines:                                                         1 Green Paper "Unlocking the potential of the Cultural and Creative Industries", 2010. 
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- the vast majority of the CCIs consist of a myriad of micro-, small and medium sized 
enterprises, as well as freelancers, co-existing with vertically or horizontally 
integrated companies. Even in sectors where major international companies play a 
leading role, small and micro-enterprises play a crucial role in creativity and 
innovation. They are typically the risk takers and early adopters and play decisive 
roles when it comes to scouting for new talents, developing new trends and 
designing new aesthetics. (…) Among them, enterprises consisting of one to two 
people represent the overwhelming majority of the companies of the sector and 
encompass this new type of "entrepreneurial individuals" or "entrepreneurial cultural 
workers", who no longer fit into previously typical patterns of full time professions2. 
- At the crossroads of creativity and entrepreneurship, it remains difficult for 
companies in the CCIs, in particular SMEs, to find staff with the right mix of skills. 
Ensuring a better match between the supply of skills and the demands of the labour 
market is crucial in the medium and long run to boosting the sector's competitive 
potential3. 
 
 
 
2. OBJECTIVES 
 
 
To provide quality information to inform the subsequent stages of the project. 
To provide an understanding of current problems relating to employability within 
the cultural sector, these may relate to skills and competences or other factors. 
To work creatively within the resources of the project and partners. 
To understand that the research process is iterative and that as it informs the 
subsequent stages of the project it will need to continue. 
To understand which skills are discipline specific [and where are they acquired] and 
which are more generic. [It should be remembered that the project is specifically 
culture based] 
To understand the degree to which attributes play a role in employability. 
To understand not to measure: for this reason we will be undertaking a ‘snapshot’ of 
a complex situation to both provide information to develop the mentoring ‘package’ 
but also recommend where further research needs to be directed. 
 
 
 
3. DEFINITIONS AND METHODOLOGY 
 
 

                                                        2Ibidem 3Ibidem 



 
 

 3

A better marked delineation of the cultural sectors is needed for CREA.M research 
whose theoretical framework is based on the broad EU classification of the "Cultural 
and Creative Industries", as follows: 
"Cultural industries" are those industries producing and distributing goods or services 
which at the time they are developed are considered to have a specific attribute, use 
or purpose which embodies or conveys cultural expressions, irrespective of the 
commercial value they may have. Besides the traditional arts sectors (performing 
arts, visual arts, cultural heritage – including the public sector), they include film, 
DVD and video, television and radio, video games, new media, music, books and 
press.  
"Creative industries" are those industries which use culture as an input and have a 
cultural dimension, although their outputs are mainly functional. They include 
architecture and design, which integrate creative elements into wider processes, as 
well as subsectors such as graphic design, fashion design or advertising.At a more 
peripheral level, many other industries rely on content production for their own 
development and are therefore to some extent interdependent with CCIs. They 
include among others tourism and the new technologies sector4 
These definitions derive from a study held for the European Commission in 2009, 
"The economy of culture in Europe", that carried out a comprehensive review of 
definitions adopted at the national level within the 30 countries and investigated, at 
an international level, the works of the OECD, UNESCO, WIPO, the International 
Intellectual Property Alliance, as well as, at the European level, the Eurostat’s LEG 
Task Force. It distinguished between: 
- The “cultural sector”. It includes industrial and non-industrial sectors. Culture 
constitutes a final product of consumption, which is either non-reproducible and 
aimed at being consumed on the spot (a concert, an art fair, an exhibition) or aimed 
at mass reproduction, mass-dissemination and export (a book, a film, a sound 
recording). 
- The “creative sector”. Culture, in regard to the second definition presented above 
(ii), may also enter into the production process of other economic sectors and 
become a “creative” input in the production of non-cultural goods. In this case, these 
activities will be referred to as “the creative sector”5. 
This broad approach led to a new framework based on the need to distinguish 
between a “cultural sector” constituted of traditional art fields and cultural 
industries, whose outputs are exclusively “cultural”, and the “creative sector” which 
gathers the remaining industries and activities that use culture as an added-value for 
the production of non-cultural products.  
It proposed to present the economy of culture as a “radiation process”: “a model of 
the cultural industries centered around the locus of origin of creative ideas, and 
radiating outwards as those ideas become combined with more and more other 
inputs to produce a wider and wider range of products”.                                                         4Ibidem 5Chapter II.Delineating the cultural & creative sector in “The Economy of Culture in Europe”, October 2006. 
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In this context CREA.M research involves the matching between these classification 
at European level and the technical capacities of its consortium, in terms of 
activation of relevant stakeholders covering different cultural sectors.  
In achieving the research results, the effort will be to identify a European cluster of 
100 people working and willing to work across different sectors and sub-sectors 
connected to the core art field (Visual arts, Performing Arts, Heritage in the scheme 
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above), with the possibility, however, of including also the other sectors, if they 
relate to partner interests in CREA.M development of innovation. 
 
In the phase of the activation of stakeholders to be involved in the interviews, the 
distribution of the cluster within the different cultural areas will be monitored and 
evaluated among the partnership in order to obtain more comparable results.  
Definition of the cultural organizations to be involved  
Public/Private 
Profit/Non-profit 
Scale: large, staff: <250/medium, staff: <20/small, staff: <10 (EU classification) 
Cultural sector in which they work 
Composition of the cluster: 
Cat. 1: [Middle management] professionals working in cultural organizations that can 
provide  examples of  the skills, competencies, and attributes needed in their 
position and how they achieved them; 
Cat. 2: people who have just got jobs in the last years to see if they can say what 
made them successful in gaining employment; 
Cat. 3: people representing organizations and giving evidence of required skills and 
competencies they think potential employees need. 
Cat. 4: people essentially unemployed who have a first degree, who wish to work in 
‘Culture’ they may be doing an internship or volunteering. Why do they think they 
do not have a job and what skills do they think they need to be more employable. 
Definition of the profiles of the people interviewed on the basis of: 

Age/professional experience 
Position held/Department 
Type of organization 

Methodology 
A qualitative approach to research is identified as the most relevant to the collection 
of information: a series of interviews oriented at providing the consortium with the 
data needed for the design and development of a mentoring procedure directed to 
people who want to solidify their professional positions in the cultural sector. 
The interviews are open qualitative interviews (by phone or in person for efficiency) 
concerning the skills AND attributes AND education background of people who work 
in the cultural areas involved. 
The aim is also to explore ‘attributes’ needed for potential employees in addition to 
their skills and competencies as that might in a competitive market be very relevant 
– see attributes chart. Also for the level of informal learning that may well take place 
in potential employees.  
They will also make reference to Entrepreneurial activity , and may include in each 
area a question on the ability to create a job through creating an enterprise in the 
sector. This also might be relevant to intra-preneurship where someone works as a 
producer within an organization. 
The questionnaires will possibly be recorded and on their basis the interviewers will 
then fill into an Excel spreadsheet  [provided] all the data to be compared among the 
partnership. 
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Moreover, each partner is involved in the monitoring of job advertisements in the 
cultural sector and their requirements, also as a scale of the ‘market’. Each will take 
a snapshot of 3-months job advertisements. 
Annex 1. Questionnaire example for Cat. 2  

Section 1 comparative data 
Q.1 Organisation   title and function, state, private or foundation 
Q.2 Organisation size  [use criteria as before] 
Q.3 Age [use criteria as before] 
Q.4 Gender 
Q.5 Education – subject 
Q.6 Education – level 
Q.7 Number of applications before success 7.1 how long before gaining 
employment  
Q.8 What skills or attributes do you think got you the job 
Q.9 Did your education develop you with specific skills to apply for work 
Q.10 Did you feel  skilled in specific areas when you applied and were they 
relevant 
Q.11 What did you feel to be your strong points to gain employment 
Q.12 What level of person in the organization interviewed you 
Q.13 Were you aware of any equality of opportunity policy , diversity 
policies , disability policies 
Q.1 4Are their skills that you now feel your education should have provided 
you with that you would now value in your job. 
Q.15 Did your education route prepare you for your preferred employment 
Q 16 Did you have and connection with the organization before applying, 
knowledge of individuals working there or had you undertaken an 
internship 

 
Annex 2. Questionnaire example for Cat. 3  

SECTION 1 comparative data 
Required Background information to put the organization into context 
Name and state, private or foundation: 
Q.1 When established 
Q.2 Number of employees 
Q.3 Specific departments – number 
Q.4  Approximate age of employees – if known 18-25 25-35 etc  What is the 
age of the most senior position? 
Q.5 Do they have equality of opportunity policy , diversity policies , 
disability policies 
Q.6 Do they recruit through an HR person or department – or do sections/ 
department recruit directly. 
Q.7 Do they rely on qualifications or person profile or a combination of both 
[ but to what degree] 
Q.8 Who interviews? 
Q.79 How many posts have they advertised in the last year 
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Section  2 what are they looking for 
Q. 1 Do they concentrate on Skills or Attributes [ we may have to explain 
this and ask what attributes,, if relevant ,they are seeking] 
Q. 2 What is their experience of finding suitable candidates – a good match. 
Q. 3 Do they want people to fill existing posts with specific criteria or are 
they looking for new and innovative thinkers. 
Q. 4 Do they have ‘in house’ training or mentoring 
This could be a 20 minute personal interview or phone interview – with data 
inputted by the interviewer. 
The likelihood is that they will define senior posts more and junior one less? 
 
 
 

4. PARTNERS’ SURVEYS  
 
CZECH REPORTING 
MAPPING PHASE 
 
Partner identification 
Country: Czech Republic 
Institution: RPIC-ViP  s.r.o. 
Date of report: 7th June 2012 
Responsible(s) for the reporting: Marek Šnapka 
 
Information about the data collected 
Collection period and geographical spread: April – June 2012, focus on Ostrava 
Number of interviews conducted per category: 
Cat. 1 – 7 interviews 
Cat. 2 – 6 interviews 
Cat. 3 – 3 interviews 
Cat. 4 – 3 interviews 
+1 interview - Commission of Culture of the city of Ostrava 
 
Additional notes: 
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A. EMPLOYMENT IN THE CULTURAL SECTOR 
A1. Provide a short one page summary of the current situation of employment in the 
cultural sector in your country and describe briefly the general process of gaining 
employment. Include here the points identified by the interviewees as helping the cultural 
sector employment processes in your country run more efficiently. 
 
Current situation of employment in the cultural sector in the CZ: 
Based on a research conducted within the CREA.M project, it can be stated that it is highly 
probable that there is no overall deeper insight into a cultural sector employment within the 
Czech Republic.  This statement can be based on information provided by the Ministry of 
Culture of the Czech Republic, on data from The National Information and Consulting Centre 
for Culture (NIPOS), established by the Ministry of Culture of the Czech Republic, on analysis 
of sources available on the Internet and also on interviews with professionals from the 
cultural sector. When contacting the Ministry of Culture it also emerged that they would 
welcome a research and analysis of employment in this sector and this could lead towards a 
potential cooperation.   
Partial statistical data for the cultural sector (including also employment) contains so called 
satellite account of culture that was set up on basis of government authorised document 
“State cultural policy for the years 2009 – 2014.” The first verification version relates to the 
year 2009 and it was processed by the Czech Statistical Office and NIPOS.  Data from this 
account, in relation to employment, show that there were around 82 thousand employees in 
2009 and that there are also more than 2 thousand voluntary staff working there. Most of 
them work in a live art production (theatres, galleries and concert halls, but also advertising 
agencies), followed by sector of a cultural heritage (landmarks, museums and galleries).  
Concerning average salary then all the traditional cultural establishments (cultural houses, 
theatres, museums and libraries) are below the nationwide average. Above the average 
salary are incomes within a television broadcasting sector and for example news coverage 
agencies or advertising agencies.  
 
Thoughts about this subject are like walking on a thin ice. It is as difficult as trying to 
intercept data about staff working in culture with regards for example to some activities of a 
cultural character in “non-cultural organisations”, it is not easy to adequately assess job 
offer and demand in the cultural sector. This sector is far-reaching and that corresponds to 
the relation between offer and demand after jobs, when in different partial areas this can be 
totally divergent. Below you can see for better illustration updated data about offered jobs 
according to different sources 
 
Comparing job offers for the area of culture (source Internet, 7.6. 2012) 
 
The largest website in the Czech Republic with job offers: 
 Job 

offers in 
total 

culture 
specification for culture Number 

of offers 
specification 

prace.cz 31 568 Selection criteria for a field – 
culture, art and creative work 

110 Out of this a large 
number of graphics, 
designers and fashion 
designers 

sprace.cz 23 137 In a list of selection criteria 
according to fields, there isn´t a 

 Probably no specific job 
offer for the field of a 
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culture culture 
jobs.cz 13 397 Selection criteria for a field – 

culture, art and creative work 
41 Out of this – graphic: 

13, designer: 10 
monster.cz Not 

shown 
Selection criteria for a field – art 
and culture 

9 None of the offers 
corresponds to the 
cultural sector 

 
Job Office  (Ostrava): 
Job Office in 
Ostrava 

 Job offers in the field of a culture 
and sport 

9 Out of this 5 is related 
to culture 

 
Specialised servers for the field of culture (nationwide scope): 
culturenet.cz 24 This is a job offer and work 

opportunity site 
24 Website for culture; all 

offers are related to 
culture 

divadlo. cz 10  10 Content-wise oriented 
site on a theatre; 
All offers are related to 
theatre/culture 

 
 
The process of gaining employment in the CZ: 
Generally a staff recruitment process in the Czech Republic is more or less left in the hands 
of employers. The employers follow a Labour Code, which “very loosely” determines in 
section 30 (Labour relations – Procedures before establishment of a labour relation): 
§30 (1) Selection of physical persons applying for an employment from a qualification point 
of view, necessary requirements or special abilities is within a competency of an employer, 
unless there is another procedure due to be taken into account according to a special legal 
regulation; this does not violate prerequisites asked by special legal regulations of a physical 
person as an employee. 
§30 (2) Employer can ask, in relation with proceedings prior to labour relation establishment 
from a physical person that is applying for an employment or from other persons, only data, 
that are connected to a conclusion of a contract.  
 
Within the realised interviews and on basis of further findings it can be stated that in many 
cases the employment of a new employee is being made on the basis of personal contacts, 
recommendations and references. This fact is distinct at cultural job positions – artists, 
specialists, professionals.  Way of recruiting potential employees is individual in cultural 
institutions, it depends on respective internal procedures, at state institutions they follow 
respective guidelines, or respective law. For job vacancies offers, apart from personal 
contacts, respective organisations use their own website, specialised web portals for the 
respective field of a culture, cultural newsletters, probably less personnel agencies or web 
portals with general job vacancies offers.  
At the first stage candidates are asked to submit their CV, usually sent in an electronic 
format to a respective contact e-mail or together with further data it is put into an 
organisation web system/job agent. Based on internal criteria usually a group of candidates 
is selected and they are invited for a personal interview. An extent, duration, requirements, 
stages, size of an assessment committee and other particulars differ very much and depend 
on the respective organisation. Assessment of the required (or in CV declared) skills, 
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knowledge or personal characteristics, is often impossible to do during a selection interview. 
An organisation can use a probation period for its new employee that cannot exceed a 3 
month period. During the probation period the labour relation can be aborted both by the 
employer and by the employee without giving any reason.   
 
Points identified by interviewees as helping the employment processes: 
In majority of cases, right at a start of an interview, when opening the topic of a culture and 
employment, the dialogue led towards the lack of finances and to the system of financing 
culture. Groaning over the lack of finances went through the whole spectrum of institutions. 
Missing finances were often identified as a reason for a current state of employment, quality 
of staff and generally of stagnations, if not even downfall of the sector.  In some cases this 
feeling is linked with a persistent conservative system of functioning that has been 
unchanged for many years and which does not absorb market, economic and social 
dynamics. On the other hand, majority of managers realises these things and they require 
their current and new employees to be open to new ideas, creativity, communication, higher 
measure of co-operation, invention etc. 
 
There is a tendency in the Czech Republic that candidates applying for a job, state in their CV 
not quite truthful information, or high-flown information about their skills, knowledge, 
experience, in the better scenarios they are unable to document them or during a selection 
interview they are not convincing enough (they often demonstrate lack of presentation 
skills). A great bonus in this area can be candidates´ e-portfolios that give more complex and 
clearer picture about the candidate, comparing to “only” a CV.  
 
 
B. ATTRIBUTES, SKILLS AND COMPETENCIES 
B1. Which balance of knowledge, attributes, skills and competences was most often 
identified as constituting a competitive advantage on gaining employment? What was the 
common quality employers identified as important across positions in the cultural sector? 
As mentioned above, the cultural sector is extensive and its partial areas can differ in many 
ways. This fact is also reflected in ambiguity in looking for a competitive asset for getting a 
job, in other words, finding the magic clause in a form of a balance between  knowledge, 
attributes, skills and competences. In this respect it would have to be necessary for analysis 
purposes to define a detection level at least for groups of professions (that means where 
profession characteristics in the given group show identical basic features). Nevertheless, 
based on the interviews, it can be said, without mentioning highly specialised positions, 
emphasis is given more on personal characteristics and soft skills.  Very important role also 
plays gained experience and practice in the area.  During the interviews were often repeated 
requirements on reliability, creative thinking, team work, communicative skills, performance 
orientation, loyalty, independence. 
 
B2. Do employers feel that job applicants have them? Are they looking for specific criteria 
or for new and innovative thinkers? Do job applicants feel they have them? Are they 
aware of their skills and attributes and what they can do to develop them? Thus, are there 
significant differences between the expectations of employers, of people recently gaining 
employment and of job applicants?  
Employers´ replies to whether applicants possess the required knowledge, attributes, skills 
and competences differ, however in general they tend to think that many of the applicants 
do not fulfil the requirements. Nevertheless, employers believe that by using their own 
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recruitment methods, they are able to select relevant employee for the given position.  In 
case there is a position that requires specific criteria, then the candidates possessing these 
knowledge and skills are preferred (it also depends a lot on the level, experience, and on 
how the candidate acquired the experience). If specific skills can be acquired fast and easy or 
in case of some positions that do not require these skills, then creativity and innovative 
thinking is in a forefront interest of employers. Job applicants are often convinced that they 
fulfil the given criteria or that necessary skills and knowledge can gain at work. Both sides 
(employers and applicants) very often mentioned that school/education system does not 
prepare ground for a practical life, sometimes it does not reflect reality and even that the 
education level is decreasing. It can be said that a conjunction of schools and practice is 
insufficient. With regards to a development of skills and competences, we can observe 
factors of a generational character. While young applicants have more or less good PC skills, 
they have at least basic knowledge of languages, they tend to be more progressive in their 
thinking and open to new technologies and new methods, which they are able to grasp quite 
easily, adapt and further develop, then older generation is being viewed as problematic in 
this respect. Of course, this cannot be generalized and these could be just prejudices, given 
in the society by unsuitable attitude towards  soft skills and competences development at 
older age groups. When thinking about different expectations from the employers, 
employees and candidates’ point of view, nothing else can be said other than yes, they are 
different. Overstating, we can define an ideal magical applicant that is being wanted by 
employers – young, able, reliable, loyal workaholic, with plenty of experience, 100 % healthy 
and willing to work for a minimal salary. The labour market mentions “slightly” different 
combinations.  
 
B3. How did established professionals acquire them? Which experiences have your 
interviewees considered the most and the least formative in a professional career in the 
cultural sector? Note: there will be differences in different sectors, performing arts, 
heritage/tourism and at different career stages, please refer to these specifically. 
Majority of professionals stated that the most formative for their career was the actual 
process of acquiring experience step by step, motivation, learning “as you go”, either in their 
own way or by a help of distinct personalities that influenced them and in many cases 
helped them in this process. 
 
 
 
 
 
 
 
C. EDUCATION AND PREPARATION FOR WORK 
C1. What qualifications are employers looking for and what do they consider is their 
importance in gaining employment? Also reflect on information provided by professionals 
in employment regarding educational preparation for ‘real jobs’, e.g. development of 
particular skills. 
The addressed employers prefer employees with an academic degree, especially in 
specialised professions this level is required and is linked to expected specific knowledge 
and skills. On the other hand, in artistic positions it is a talent that is sought after and the 
actual education is not as important.  Some of the questioned professionals confirmed that 
their education did not help them in development of their current positions and some 
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professionals even studied subjects that are totally different from cultural studies (i.e. a 
director of a multi-cultural centre, had studied nuclear energy).   
 
C2. How do job applicants perceive their education has helped them developed skills for 
their intended jobs? 
Among this small sample of questioned unemployed people, they all agreed that they did 
not have any clear idea about their future career before starting their further studies.   
Perhaps this fact is one of the factors of the current unsuccessful search for a job. As was 
mentioned above, the questioned people often feel irrelevance in relation to study benefits 
and the needs of their future profession; they feel that there is a lack of practical experience 
during the studies.   
 
C3. What is the importance of non-formal and informal learning in job applications? How 
do applicants demonstrate that and how do employers validate it? 
Skills acquired during a process of non-formal or informal learning can be crucial for a 
candidate. Employers premise that the way how the candidates gained the required skills, 
knowledge or competences is not important for them. The candidates are usually given 
space for self-presentation of their knowledge and skills to convince their potential 
employer even beyond the framework of selection process given by the employer. The 
employers usually have very exact selection process scheme including eventual tests 
(definite/hidden) of the required knowledge, skills or personal characteristic.   There is also a 
probation period that serves as a verification of candidate´s suitability in real life conditions 
of the given position.   
 
 
D. THE PROCESS TOWARDS EMPLOYMENT 
D1. What is the importance of internships/work placements/stages/volunteering work 
and previous connections or knowledge of individuals and organisations in gaining 
employment? 
Majority of the questioned employers offers and makes use of a work based on 
internships/work placements/stages/volunteering work. These opportunities offer great 
advantages for both sides with regards to the field´s employability. Employers can, usually at 
no cost, check, direct and also select possible new employees (which they surely make use 
of). Students/job applicants can gain all the necessary practice that usually is a key 
requirement at a selection process.  At the same time there is also a third dimension and 
that are schools/educational system and their interconnection with practice. In case a school 
actively supports cooperation with employers on the basis of internships and also involves 
professionals – external teachers for lessons, it gains significant feedback and is able to 
develop learning of the students in a conjunction with real labour market needs.    
 
D2. What is the importance of the interview in the recruitment process? 
A job interview is usually a key part of the whole selection process at staff recruitment.   The 
way it is conducted depends on the type of organisation, given position, expected 
prerequisites, knowledge and skills from the job applicants, from internal procedures and 
eventually other requirements pertaining to guidelines of the establishing institutions or 
from law regulations.  
 
D3. How do employers perceive job applicants in terms of their interview preparation and 
performance? 
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Sometimes “trifle” things can be decisive for acceptance, these are often related to a careful 
applicant´s preparation before the interview. Employers appreciate if a candidate is 
adequately prepared not only for topics linked to the selection process, but also they 
appreciate an active approach of applicants for example, finding out of information about 
the given organisation, about its activities, fields of activities and a link where he/she could 
see himself/herself.  Candidates are mostly assessed from a complex point of view (apart 
from necessary pre-requisites) also in a way they behave, their preferences, free time 
activities, personal development etc.  
 
D4. What is the importance of feedback on job applications? 
Unfortunately it seems from the answers that applicants often do not receive any feedback 
at all or an insufficient reply with regards to getting to know the reason for a failure at a 
selection process and what should they try to improve.  
 
D5. Do job seekers approach job-hunting with an entrepreneurial mindset? Are they fully 
aware of the job market opportunities? Do they plan their action and/or take professional 
advice? 
This depends a great deal on a type of a person, on his/her attitudes towards life, priorities 
and also on his/her hinterland. For example young generation that has a sufficient 
hinterland at its parents, does not have such a high motivation when looking for a job and 
related entrepreneurial mind set.  Of course, this is a difficult question with no simple 
answer. Applicants that demonstrate entrepreneurial mind set show detailed mapping of a 
labour market. Another important element is a striving for gaining contacts and for building 
up conditions for further recommendations and references.  
 
D6. Do job seekers only approach a particular sector such as performing arts or will they 
seek jobs across cultural sectors? 
This question is partially related to the preceding one – that means with the entrepreneurial 
mind set and with a type of an applicant. Significant element is also the actual education, 
skills, talent, prerequisites of an applicant to do a certain position within a wide spectrum of 
a cultural sector. Considerable differences are of course between artistic and non-artistic 
positions.  
 
 
 
 
Many unemployed people who are educated in the cultural area or had worked in the 
cultural area, are unable to find a job not only in their field of work but also in other areas of 
culture and are thus forced to look for a job outside this sector.  
 
E. ORGANISATIONAL CULTURES 
E1. Do organisations provide some form of training for your professional 
integration/induction? How did interviewees view its importance/usefulness? 
It can be said that basically whenever a new member of staff is accepted, there is always a 
certain form of his/her integration into an organisation. It depends on the size and type of 
an organisation, its internal regulations, necessary requirements pertaining from a law, 
given position etc. In some organisations there is a strict system for this, in other this is 
being done “as we go” and maybe also intuitively. The questioned people consider this 
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process as being important, however they often come across “lack of time”, when their not 
enough time dedicated to these integration activities.  
 
E2. Were interviewees aware of equality of opportunity policies, diversity policies or 
disability policies? 
Yes, they were in majority of cases; however somewhere there could be a problem in 
detailed discussions of these policies and particularly to propose a way of their application 
within an organisation (in relation to internal regulations, financial budget, personnel 
casting).  Many organisations even with a limited budget actively generate suitable 
conditions towards their handicapped visitors or audience.  
 
E3. Were interviewees familiar with the role of mentor and the process of mentoring? 
Provide approximate percentage of ‘yes’ or ‘no’, and breakdown of people in employment 
or not, and explain in broad terms how they viewed those areas. 
Considering that mentoring itself does not have any firm determination and can appear in 
different forms and solutions, the respondents also answered this topic in this way.  
Majority at least subconsciously understands a role of a mentor and a mentee and also the 
meaning of this “alliance”. When the respondents themselves should have described their 
view on a mentoring system, then some of them fumbled, but during a discussion they 
found logical principles, links and advantages - CAT.4-Interviewee.1: “I imagine it in a form of 
a tutor, as supervision. It is very good, if you can turn to somebody experienced who can 
give you an advice.”  
 
E4. Did employers provide formal or informal mentoring in the work place? Briefly 
describe procedure and identified benefits. 
General view on mentoring – see preceding question (E3). System of mentoring is also 
connected to question E1, when an integration of a new member of staff into an 
organisation is also realized in a certain form of mentoring. For example, direct superior or 
older colleague/specialist becomes for a new member of staff (officially/unofficially) a 
person who introduces him/her to procedures, sets example, hands over experience etc. A 
new employee turns to this person for an advice and professional help and seeks answers to 
some unclear information related to his/her functioning in an organisation.  
 
 
CAT.1-Interviewee.1: “A mentor should be a person who communicates openly, co-operates, 
shares his/her experience and is not “jealous of” other people. I want to be an example for 
my employees and I will also provide a feedback to them.” 
CAT.1-Interviewee.4: “It works in a theatre, providing it is a healthy theatre – the older ones 
“bring up” the young. Schools do not teach this – how to behave, responsibility, reliability…” 
CAT.3-Interviewee.1: “We view the mentoring system as a mutual help. We continuously 
educate each other at work with office software.” 
CAT.5-Interviewee.1: “Cultural institutions could communicate in this area with universities. 
I think that sometimes there is a lack of a system for handover of experience.” 
Primarily at managers and specialists there are links that enable them to share experience 
and know-how, externally among persons with similar focus, working in different 
organisations - networking. 
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E5. Report on significant organisational differences in recruitment process between 
organisations (e.g. large vs. small organisations in terms of department in charge of 
recruitment and use of interviews). 
Most of the observations related to this question are mentioned in the preceding text. I did 
not come across, within this sample of respondents, an organisation that would have its own 
HR departments. This role is part of managerial functions – in small organisations in a 
position of a director/owner, in middle size and larger organisation it is divided among other 
managers and heads of departments. These managers then coordinate recruitment of new 
members of staff, they conduct job interviews and they decide who will be accepted 
 
G. RESEARCH PROCESS 
G1. Reflect on your interview process: what have you learned that you consider an 
important lesson to pass on to other researchers focusing on the same areas?  
There is generally reluctance for giving an interview in the Czech Republic. People often 
perceive this as “annoying” and a waste of time. Some fear that an interview could be used 
against them or that his/her words could be used in a future against them.  It is linked to 
social relations in our country. Nevertheless, once an interview had been set up, the 
respondents were very communicative and there were cases when some ideas were 
discussed for several hours.  
 
From my point of view the research scheme is very complex and elaborated. I believe that it 
would deserve much bigger time scope, larger number of respondents (of course in relation 
with a higher informative value and output) and wider scope for analysis.  
 
H. OTHER 
H1. Indicate any other relevant points that have arisen from the research conducted. 
At the beginning of interviews with managers and professionals they talked mostly about 
financing and lack of finances.  In other stages of an interview we uncovered topics that 
should work much more effectively for a growth of a cultural sector than just “waiting” for 
more money – primarily motivated people and their development (in this sector it is not 
money that are on top for motivation), co-operation, openness to new ideas and trends, 
looking for opportunities and ways towards “customers”, creativity or entrepreneurship.  
 
 
SPAIN REPORTING 
MAPPING PHASE 
 
Partner identification 
Country: SPAIN 
Institution: Institute of Leisure Studies – University of Deusto (Bilbao) 
Date of report: 12th june 2012 
Responsible(s) for the reporting: Cristina Ortega and Amaia Makua 
 
Information about the data collected 
Collection period and geographical spread: April and May 2012, Spain (focus on Basque 
Country, La Rioja, Cantabria, Madrid and Barcelona) 
 
Number of interviews conducted per category: 
Cat. 1 – 3 interviews 
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Cat. 2 – 3 interviews 
Cat. 3 – 7 interviews 
Cat. 4 – 3 interview 
 
 
Additional notes:  
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A. EMPLOYMENT IN THE CULTURAL SECTOR 
A1. Provide a short one page summary of the current situation of employment in the 
cultural sector in your country and describe briefly the general process of gaining 
employment. Include here the points identified by the interviewees as helping the cultural 
sector employment processes in your country run more efficiently. 
 
Current situation of employment in the cultural sector in SPAIN: 
As in the rest of sectors, Spain is going through a strong unemployment crisis. There are 
many people looking for a job, in the cultural sector, as well as in the rest of economic 
sectors.  
 
The process of gaining employment in SPAIN: The process of gaining employment in Spain 
varies depending on the type of organisation involved. We could distinguish between large 
(generally state owned) organisations and small (and private) ones.  
The large (and state) ones usually have their own Human Resources Department and do 
directly the selection processes, sometimes outsourcing the first part of them to recruitment 
companies. However, when the position to fill is very technical, these entities select directly 
the applicants. They often advertise their vacancies in specialized and general media and 
follow an open call, obliged by their public nature. They usually receive long lists of 
candidates, based on the qualifications included in their CVs. A shorter list is created 
focusing on the best records and on experience and skills. These latter are tested during the 
interviews.  
On the other hand, the smaller organisations look directly for candidates. The previous 
contact with the applicants is determinant in these cases. They frequently look for a 
candidate amongst people they have already worked with (i.e.: internships, collaborations, 
networks…).  
The person to be appointed will be the one that scores higher in his/her qualifications and 
performs better during the interview to explain and prove his/her attributes skills and 
competences.  
During the interviews the formal education is taken for granted, so the questions focus 
primarily on checking informal learning and experiences of applicants. The interviewers try 
to know about their general culture, if they are up to date, their opinions and interests, their 
initiatives in the cultural field… 
 
Points identified by interviewees as helping the employment processes: 

• In would be helpful to develop more transparent processes in the cultural sector. 
Although every organisation has its own procedure, there is not an standardization 
of employment processes in the sector. 

• The lack of social value of some cultural positions makes the creation of jobs in the 
cultural market harder, as well as their assignment to a concrete professional level.  

• Candidates underlined the lack of feedback when they were not appointed. This 
feedback could help interviewees to be aware of their gaps and work on them.  
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B. ATTRIBUTES, SKILLS AND COMPETENCIES 
B1. Which balance of knowledge, attributes, skills and competences was most often 
identified as constituting a competitive advantage on gaining employment? What was the 
common quality employers identified as important across positions in the cultural sector?  
 
Employers look for a combination of knowledge, attributes, skills and competences.  
Regarding knowledge, most of the times a degree is required, plus some specific training in 
culture. When referred to specific cultural organisations, specialised knowledge is required 
(i.e.; music, contemporary art…). This is the base, necessary to access to the second level, 
the personal profile consideration. But, generally speaking, interviewees take much into 
account candidates´ personal profiles.  It is also evaluated their general culture level.  
 
Attributes mentioned by interviewers are:  
Love / passion for what you do 
Discipline, hardworking 
Dedication, vocation, commitment to your work and to society 
Proactivity, (i.e., collaborating with associations, developing own projects) 
Honesty 
Respect 
Sensitivity 
Critical thinking 
To be curious about what is happening, to be connected 
To have your own criteria as cultural consumer 
To be patient and flexible, to have empathy, in order to understand other departments’ 
roles or externals (i.e. artist, philosophers, clients…) 
 To reflect plurality of cultures, races… 
Assertiveness 
Coherency (between interests and professional career) 
Previous interest in the organisation 
Affection to the organisation 
 
And, finally, skills depend more on the specific requirement of the position. The most 
underlined are:  
Social skills (i.e. team work) 
Technical skills (i.e. musicians) 
Foreign language skills (in deep, one minimum or two).  
Communication skills 
Service orientation 
 
Professionals working in cultural organisations consider they gained their jobs because:  
An international profile as student (studies abroad) 
Having knowledge of the institution and of their persons 
Capacity to work, respect and responsibility 
Proactivity, launching initiatives 
Showing availability and passion 
Being patient and humble when learning,  
Listening to others 
Capacity to transfer knowledge and competencies acquired (i.e.: creativity to management 
changes the focus, the management is considered as a process, and the resources are better 
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used (and reused). Creative managers are more flexible, multitasking, hybrid, able to change 
and have the ability to learn from all types of tasks.  
 
B2. Do employers feel that job applicants have them? Are they looking for specific criteria 
or for new and innovative thinkers? Do job applicants feel they have them? Are they 
aware of their skills and attributes and what they can do to develop them? Thus, are there 
significant differences between the expectations of employers, of people recently gaining 
employment and of job applicants?  
Employers find easier to cover management or administrative positions than technical ones 
(i.e. production, musicians…).  
However, they underline that:  
The suitability depends on candidates´ expectations 
There are many candidates with the required training, but fewer with the adequate 
attributes and skills 
One of them mentions their failure to find a suitable candidate because they had not 
defined properly the competences needed for a concrete position 
Others point our the difficulties when looking for “double-profiles” (i.e.; management + 
sensitivity and knowledge in cultural sectors) 
When people with education in culture (i.e. arts) occupy administrative posts, there is a risk 
of demotivation 
 
Employers give much importance to the innovative thinking, especially when the positions 
are directly related to cultural contents. In other posts the specific criteria are more relevant 
(i.e.: in the administrative, accountancy, archivist…). Some of them express their will to give 
more relevance to innovative thinking when selecting candidates.  
Interviewed job applicants felt well prepared to access to a cultural job and also valuate 
their former experience. The lacks mentioned are the knowledge of a second official 
language (i.e. The Basque or the Catalonian language), especially when thinking of low and 
middle positions. Also the insufficient awareness of the cultural sector, of who is who. 
People who just gained jobs in the last years felt skilled, because of their previous 
experience.  
Applicants generally have undertaken a skills audit on themselves, but not an attributes 
audit. 
Regarding the expectations differences between the categories, employers and middle 
management interviewees stress that they look for people with qualifications (bachelor plus 
management of culture courses) plus a set of personal attributes and skills (i.e.: 
commitment and love for what you do, curiosity about what is on, empathy, initiative…). 
They also remark the importance of foreign language skills.  
Meanwhile jobs applicants seem to be well prepared (bachelor and additional cultural 
education) but do not have enough knowledge of the cultural sector. On the other hand, 
they do not give much importance to their personal attributes, in contrast to employers´ 
opinions.  
Recently engaged workers consider their previous experience as key to get their current 
position.  
 
*Employers seek for a balance of knowledge, attributes and skills, for a personal and 
professional path and for a coherency between knowledge and attributes (i.e. that your 
personal  interests have a reflection in your professional development) 
*It is especially relevant for the cultural sector that candidates contribute with something 
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new to the cultural sector thanks to their itinerary, creativity… (i.e.: somebody that dresses 
in an eccentric way could be better valued for certain cultural jobs)  
*The attributes that are decisive in the cultural sector are: love and passion for what you 
do; commitment not only to your work, but also to society; sensitivity; curiosity about what 
is happening in the cultural sector; reflection of different cultures; and critical thinking. 
 
 
B3. How did established professionals acquire them? Which experiences have your 
interviewees considered the most and the least formative in a professional career in the 
cultural sector? Note: there will be differences in different sectors, performing arts, 
heritage/tourism and at different career stages, please refer to these specifically. 
Established professionals remark the following as the most formative:  
Taking part in the (family) business made one of the participants respect the work, the 
sacrifice and taught her how to achieve her goals and how to be an organized person. (she 
was educated to work, in a positive sense) 
Having an internship abroad in a cultural institution 
Combining management and artistic work 
Being active, building her own projects (initiative), with interesting cultural contents 
Networking (i.e.; taking part in an association) 
Starting up his own project 
 
B. ATTRIBUTES, SKILLS AND COMPETENCIES (Summary of main ideas) 
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  CATEGORY 1 CATEGORY 2 CATEGORY 3 CATEGORY 4 
 
 
 
 
 
 
Competitive 
advantage on 
gaining 
employment (B1) 

Knowledge   
The knowledge of the 
institution and its 
members is stressed 
above all other type of 
knowledge  

 
 
 
 
 
 
They share 
almost all the 
ideas of Category 
1  

 
-A degree +  
-Specific training in culture +  
-Specialised knowledge in the cultural subsector 
(i.e. music)  

 

Attributes  
-Passion  
-Proactivity  
-Coherency  
-Patience and humility         
-Empathy  
 
 

Key to the cultural 
sector: 
-Passion   
-Proactivity  
-Coherency  
-Sensitivity  
-General culture 
-Personal criteria 
-Commitment to the 
society 

Others:  
-
Discipline/hardworking 
-Honesty/Respect 
-Patience  
-Flexibility  
-Assertiveness  
-Affection to the 
organisation 

 

Skills   
-International  profile 
(set of international 
studies, foreign 
languages, 
communication skills)  
-Team work 
 

 
-Social skills  
-Technical skills  
-Communication skills  
-Foreign languages 
-Service orientation 
 

 

 
 
General situation of 
competences in the market (B2)  

 
-The previous 
experience  is stressed 
as the key for gaining 

 
-Feel skilled, 
especially 
because of their 

 
-Many candidates with the required training  
-Few with the appropriate attributes and skills  
-Difficulty in finding a double-profile: managerial 

-Feel well prepared  
-Aware of the importance of former 
experience/internships   
-Main lacks: insufficient awareness 
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employment  previous 
experience 

skills + artistic skills  
-Failure in finding a suitable candidate if 
competences are not properly described from the 
beginning of the process 

of the cultural sector, of who is who 
and of the importance of personal 
attributes/ignorance of the official 
local language 

Ways of acquiring competences  
needed for the job (B3) 

-Internships  
-International experiences (studies, 
internships…)  
-Combining management and artistic work 
-Being active, building projects  
-Building a network  
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C. EDUCATION AND PREPARATION FOR WORK 
C1. What qualifications are employers looking for and what do they consider is their 
importance in gaining employment? Also reflect on information provided by professionals 
in employment regarding educational preparation for ‘real jobs’, e.g. development of 
particular skills. 
 
Qualifications are taken for granted to work in the cultural sector. It is a base every applicant 
must have. Most of the times, a degree, plus knowledge in cultural management or in a 
specific cultural area are expected. However, their importance is limited for gaining 
employment, since the experience, the initiatives undertaken by candidates, their effective 
relationship with the cultural sector… are decisive.  
Taking an internship is mentioned as an essential way of acquiring knowledge.  
Is has not been possible to identify a specific educational background that prepares 
candidates for the posts. The main connection point in the interviews is the importance that 
internships have for this preparation for real jobs, due to their practical character.  
 
C2. How do job applicants perceive their education has helped them developed skills for 
their intended jobs? 
 
Interviewees consider that education, in the broad sense of the concept, how you integrate 
it with your life, with your experiences, with new ingredients… is what develops your specific 
skills. One interviewee mentions the importance of postgraduate education (Phd) in gaining 
those skills (technical ones) 
Regarding educational gaps, some are expressed:  
A lack of practical knowledge at university 
A lack of social skills (i.e. creating good atmosphere at work, building relationships, listening, 
understanding, being empathic…) 
Not fostering your enterprising attitude 
Too focused on cultural contents instead of in cultural processes    
 
Finally, when it was asked if their education route prepared them for their preferred 
employment, interviewees think that not only university studies, but also personal  
experiences and non-formal education has helped them to gain the aimed position.  (i.e. 
education at home can influence in your reading, music, travelling hobbies…) 
 
C3. What is the importance of non-formal and informal learning in job applications? How 
do applicants demonstrate that and how do employers validate it? 
 
Informal and non-formal education is a relevant source of knowledge for job seekers. (i.e. 
taking part in the family business, starting up their own initiatives, travelling…) 
Employers validate the non-formal and the informal learning posing some practical 
questions during the interviews (i.e. questions about how they involve in cultural projects 
beyond the postgraduate training; questions related with candidates´ cultural criteria). 
Another way of validating it is consulting applicants´ facebook.  
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 CATEGORY 1 CATEGORY 2 CATEGORY 3 CATEGORY 4 
 
 
 
Qualifications  needed for 
gaining employment (C1) 
 
 

-They do not feel there is a specific qualification. 
Actually, all of them come from a very different 
degree and have a very different background (i.e. 
history, management, art…) 
 
-The value of experience/ internships and personal 
attributes are stressed  

-A degree is considered a basis (wherever is 
the specialty)  
 
-It is positively valued knowledge in cultural 
management or in a specific cultural area  
 
-Decisive aspects: experience, projects, 
initiatives, relationship with culture, 
background, coherency between professional 
and personal route 

 
 

 
 
Usefulness and gaps of 
education (C2)  

USEFULNESS: 
-They understand education in the broad sense and 
underline the importance of: integration and 
coherency between formal/informal 
education/experiences/route of life/new 
ingredients… as a way to develop specific skills  
 
-They think university studies are not so important 
as experiences and personal attributes 
 
GAPS: 
-A lack of practical knowledge at university 
-A lack of development of social skills  
-Not fostering your enterprising attitude 
-Too focused on cultural contents instead of in 
cultural processes 
 

  
 

Importance of informal and  -Very important source of knowledge  -They demonstrated through 
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non-formal learning (C3) -Validations are done through questions 
during the interviews (i.e. questions related to 
their initiatives, cultural criteria, projects…) 
-Social networks like facebook are starting to 
be used by employers as a way to validate the 
informal activities 

activities like taking part in the 
family business, starting up their 
own initiatives, travelling… 

C. EDUCATION AND PREPARATION FOR WORK(Summary of main ideas) 
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D. THE PROCESS TOWARDS EMPLOYMENT 
D1. What is the importance of internships/work placements/stages/volunteering work 
and previous connections or knowledge of individuals and organisations in gaining 
employment? 
Employers understand that internships, stages or voluntary work is a useful via of knowing 
potential workers. It also gives continuity to the projects developed by the organisation.  
From the interviewees viewpoint those internships give you the chance for learning and also 
for gaining practical experience. However, none of the interviewees who gained 
employment recently had undertaken an internship in the organisation.  
Meanwhile, interviewees that are now looking for a job have worked as volunteers or have 
had an internship.  
Internships drive candidates to a specialization. Other way of getting it is doing a PHD. 
D2. What is the importance of the interview in the recruitment process? 
The interview is very important in the selection process. Whereas the CV gives information 
of the objective standards (qualifications), it is necessary to have an interview to approach 
the real profile of the candidate (personal attributes, coherency with knowledge and skills). 
Sometimes CVs express very high qualifications that afterwards don’t match with the real 
profile.  
Despite its relevance, some small organisation avoid interviews and, instead, contact known 
persons directly (networking, previous collaborations, internships) 
 
D3. How do employers perceive job applicants in terms of their interview preparation and 
performance? 
Generally it depends on the personality of the candidate. Some are able to handle very well 
and show their attributes and competences during interviews. Nevertheless, interviewers 
perceive a lack of experience and preparation to perform the interviews properly. 
Finally, those applicants that do a better performance and are more qualified, are the top 
candidates for positions. However, an interviewer stresses that not always a better 
performance during the interview means that person will do a better job. The other way 
around happens with shy people. Sometimes you don´t know how they will really behave 
once they have enrolled the organisation. 
 
D4. What is the importance of feedback on job applications? 
Applicants hardly receive feedback on the reasons why they were not appointed.  
 
D5. Do job seekers approach job-hunting with an entrepreneurial mindset? Are they fully 
aware of the job market opportunities? Do they plan their action and/or take professional 
advice? 
Job seekers consider necessary to be entrepreneurial when looking for a position. It means:  
To be proactive 
To be creative 
To have an exciting attitude  
To like challenges 
To be positive 
To be auto-critical and also critical with the others 
To be non-conformist 
Not to give up 
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To try to improve and advance 
To innovate yourself and to innovate the sector where you intend to work 
It seems that the awareness or the job market opportunities are different. The more 
qualifications and experience they have, the more awareness of the market choices they 
have.  
 
These candidates have taken professional advice on how to create a CV and on how to 
perform the interviews.  
 
D6. Do job seekers only approach a particular sector such as performing arts or will they 
seek jobs across cultural sectors? 
There is a clear trend in the interviews. They would work in any cultural sector, beyond their 
concrete areas of interest. A possible obstacle mentioned is the necessity of additional 
specialization that would require more courses.  
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 CATEGORY 1 CATEGORY 2 CATEGORY 3 CATEGORY 4 
Importance of 
internships/volunteering 
work/previous connections… (D1) 

-They consider that internships give you 
the chance for learning and also for 
gaining practical experience. It is also a 
chance for specialization.  
-PhD is also a way of specialization and 
gain a job related to the thesis 

-Internship and volunteering work is considered 
useful via of knowing potential workers 
 
-It also gives continuity to the projects developed 
by the organisation 

 
 
-They have worked as volunteers or 
have done internship (s) 

Importance of interview (D2)   -It is considered very important in the selection 
process.  
 
-CV: gives information of the objective standards 
(qualifications). Sometimes it does not represent 
the real profile.  
 
-Interviews: shows the real profile of candidates 
(personal attributes, coherency between 
knowledge and skills)  
 
-Exceptions: some small organization contact 
known people directly avoiding interviews  

 

Preparation and performance in the 
interviews (D3) 

  -It depends on the personality of candidates.  
 
-In general, a lack of experience and preparation 
is perceived.   
-In general, the better performance the better 
candidate. However, there are cases that a better 
performance does not mean that the person will 
do a better job and vice versa (i.e. shy people).  

 

Importance of feedback (D4)     -Hardly  receive feedback  

D. THE PROCESS TOWARDS EMPLOYMENT(Summary of main ideas) 
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-They ignore the reasons why they 
were not appointed. So, they do not 
know how improve their gaps or 
weaknesses  

Importance to have an 
entrepreneurial mindset  (D5) 

   -They consider necessary to be 
entrepreneurial in this sector that is 
creative, proactive, exciting attitude… 
-The more qualifications and 
experience they have, the more 
awareness of market opportunities 
 

Variety of cultural sectors (D6)     -Ready to work in any cultural sector 
beyond their specific areas of interest  
-Main obstacle: necessity of 
additional specialization (i.e. courses)  
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E. ORGANISATIONAL CULTURES 
E1. Do organisations provide some form of training for your professional 
integration/induction? How did interviewees view its importance/usefulness? 
Responses vary. Some (few) organisations provide training for integrating new professionals 
(i.e.: about systems of the organisation, about contents…).  
Others do training but more than connected with the induction of new professionals, 
connected with the improvement of their profiles.  
Some workers have to take all responsibility from the very first day of work without support.  
Interviewees don’t usually have had any specific training when starting to work in a new 
position.  Nevertheless, one of the interviewees mentioned that they selected people from 
other cultures to get closer to certain cultural communities (i.e. Chinese) 
 
E2. Were interviewees aware of equality of opportunity policies, diversity policies or 
disability policies? 
Interviewees were aware or these policies when were applied.  
Nevertheless, cultural organisations don’t usually apply gender policies because Spanish 
cultural sector is coped with female workers. Some organisations (the state and larger ones) 
apply disability policies, which are compulsory by law (2% of positions should be reserved to 
people with disabilities). Generally no diversity policies are taken into account.  
 
E3. Were interviewees familiar with the role of mentor and the process of 
mentoring?Provide approximate percentage of ‘yes’ or ‘no’, and breakdown of people in 
employment or not, and explain in broad terms how they viewed those areas. 
Some category 1 participants have identified somebody as a mentor in their professional 
lives.  
They value it in a very positive way, as a chance to grow up, to learn not only about technical 
aspects. One of these interviewers is experiencing mentoring processes in this moment, with 
a consulting firm, helping them in the managerial tasks.  
Unemployed people have a broad idea of what mentoring is. However, only one out of 3 
could define the concept in concrete terms.  
 
E4. Did employers provide formal or informal mentoring in the work place? Briefly 
describe procedure and identified benefits. 
On the one hand, category 3 (interviewers) organisations don’t have in house mentoring in 
any case (formal or informal) 
 
E5. Report on significant organisational differences in recruitment process between 
organisations (e.g. large vs. small organisations in terms of department in charge of 
recruitment and use of interviews). 
The smaller organisations don’t have a Human Resources Department. The process is driven 
by the maximum responsible and takes into account the implied Departments´ responsible 
opinion.  
The larger ones have their own HR department. They frequently outsource the first part of 
the selection process to an external company. The final selection is done by the responsible 
of the organisation directly. Internships are a frequent way of knowing future workers.  
Sometimes, due to their state nature, they hold a public competition and those in charge of 
the interviews are politicians and representatives of the public administration.  
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E. ORGANISATIONAL CULTURES (Summary of main ideas) 
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 CATEGORY 1 CATEGORY 2 CATEGORY 3 CATEGORY 4 
Training for integration/induction (E1) -Some of them (few) have received training as a way of 

integration in the organization (i.e. contents, systems…)  
 
-But in general, it is not usual to receive training when 
starting to work in a new position (no formal support)  
 
-The training they received is related to the improvement 
of their profiles (i.e. languages)  

  

Awareness of policies: equality of 
opportunity, diversity, disability (E2)  

-In general, all of them are aware of these policies  
-Gender policies: are not apply, because Spanish cultural sector is coped with female workers 
-Disability policies: applied by state and large organisations. Compulsory by law (2% of positions reserved to them)  
-Diversity policies: in general are no taken into account  

Role of mentor and the processes of 
mentoring (E3/E4)  

-Some participants have identified somebody as a mentor 
in their professional lives 
 
-They value it in a very positive way: chance to grow up, to 
learn not only about technical aspects.  
 
-One is experiencing mentoring processes at the moment 
with a consulting firm (as a way to guide in managerial 
tasks)  

-Formal nor informal 
mentoring is provided by 
the organization (none of 
them have house 
mentoring )  

-A broad idea of what mentoring is 
 
-Only 1 out of 3 could define in 
concrete terms  
 
-They have not experimented any 
mentoring process 

Differences in 
recruitment 
processes 
between 
organizations (E5)  

Small ones -They do not have Human Resource Department  
-The process is driven by the maximum responsible  
-Implied departments responsible opinion are taking into account  

Large ones  -They do have their own Human Resource Department  
-They outsource the first part of the selection process to an external company  
-The final selection is done by the responsible of the organization directly  
-Internships are a frequent way of knowing future workers  
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Public ones -They hold a public competition 
-Those in charge of the interviews are politicians and representatives of the public administration 
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G. RESEARCH PROCESS 
G1. Reflect on your interview process: what have you learned that you consider an 
important lesson to pass on to other researchers focusing on the same areas?  
We would underline the following points:  

• There is a lack of professionalization, due to the inexistence of a degree specifically 
oriented to the cultural sector. So, if you want to gain a position you must build your 
own professional career. Because of that, there is a great variety of backgrounds.  

• Despite the importance that employers give to the personal attributes, job seekers 
are not completely aware of that relevance. It happens something similar with the 
entrepreneurial attitude in job searching. Only once they have failed to gain a 
position several times or for a long time, they realise of the need of adopting a 
proactive attitude. 

• Specially in the top positions there is a need to have a dual competence (managerial 
competences and artistic ones)b 

• The diversity in the nature of cultural organisations (large, small, state, private…) 
make complex the study of the common characteristics. On the other hand, this 
diversity also affects the candidates who don´t have a clear idea of what they need 
to the particular organisations /posts.  

• Generally speaking we observe that selection processes are not transparent enough. 
Sometimes candidates are selected more because of the personal connection with 
the employer than because of their profile.  

 
H. OTHER 
H1. Indicate any other relevant points that have arisen from the research conducted. 
We found a bit confusing the connection of some questions of the interview with the final 
report. There are some questions that are not reflected in the final report.  
 
COUNTRY REPORTING FRAMEWORK 
MAPPING PHASE 
 
Partner identification 
Country: Finland 
Institution: Finnish Museums Association 
Date of report: 11th June 2012 
Responsible(s) for the reporting: Tuuli Rajavuori 
 
Information about the data collected 
Collection period and geographical spread:  
 
Interviews were done between 30th March – 7th June 2012. 
Informants are active in Helsinki, Espoo, Vantaa, Kuopio, Lappeenranta and Oulu. Some 
organisations work on national level but are located in Helsinki. Southern Finland is more 
on focus than other parts of Finland.  
 
Number of interviews conducted per category: 
 
Cat 1: 2 interviews 
Cat 2: 7 interviews 
Cat 3: 3 interviews 



  
  

  36

Cat 4: 3 interviews 
 
Additional notes: 
 
 
Note: Please report concisely. If appropriate provide brief examples quoting directly from 
your interviewees to illustrate a particular important point. The Country Reports should 
have a maximum of 6 pages using an 11 point font: as a guideline please use a page for each 
section indicated in the following reporting structure. If you have any doubts regarding this 
final phase of research please contact Antonia or Giulia (ILS, Rome), Gerald or Carla (ICCE, 
London). 
 
 
 
 
 
 
 
 
 
 
Page 1  
A. EMPLOYMENT IN THE CULTURAL SECTOR 
A1. Provide a short one page summary of the current situation of employment in the 
cultural sector in your country and describe briefly the general process of gaining 
employment. Include here the points identified by the interviewees as helping the cultural 
sector employment processes in your country run more efficiently. 
Note: This is the only point where you should rely on data or knowledge beyond that 
collected during the interview process. 
 
Municipalities and state has to announce their post openly for example in the newspapers. 
This gives an image that there are only some open posts per month. Employers use also 
email lists and other quick and easy ways to announce job opportunities. 
 
There is also hidden work places that are not announced anywhere. This is why good 
connections with potential employees are a necessity. Internship is often a good possibility 
to networking. Internship is often a part of university studies and it is often financed at least 
partly by university (state).   
 
Work markets in culture field are saturated and there is much more applicants than open 
jobs. There is a lot of education available at the culture field. Some informants said that it 
might be a good idea to cut some study programmes especially at culture managers 
programmes. There has been discussion on these topics during this spring because state has 
planned cuts on university funding.   
 
In announcements work duties are often described clearly and announces include 
information of required skills and competences. Academic degree on relevant field is often 
the basic requirement. Applicants send their CVs with a personal letter where they tell why 
they are interested and why they would be suitable candidates. Pre-selection is made based 
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on these two documents. It depends on the employer how many applicants are called for an 
interview (maybe 3-7). Interview may contain some practical exercises but it is more often 
based on talking. Personality tests are not very common in culture field, but might become 
more popular in the near future like on other sectors.     
 
 
 
Page 2 
B. ATTRIBUTES, SKILLS AND COMPETENCIES 
B1. Which balance of knowledge, attributes, skills and competences was most often 
identified as constituting a competitive advantage on gaining employment? What was the 
common quality employers identified as important across positions in the cultural sector?  
 
The formal qualification (university degree) is very often basis for gaining employment. After 
that becomes attributes and skills. Skills in project management, business (how to make 
budget, marketing, clear picture of "money"), ICT and foreign languages are mentioned 
often. You should also have good communication and writing skills. It is important that the 
candidate has social skills and fits well to a team: team-working skills are a necessity. There 
is a lot of competition which means that all skills and specific knowledge is useful. It is good 
to be able to do something that not all the others can. One interviewee from category 2 
says: 
 
“I strongly recommend that you gain also some specific field of know-how, for example 
communication, accounting, social media, very good language skills. You can learn this field 
(culture management) by doing but it´s good to be an expert in something else too.”  
 
You should also be open to learn new things:  
 
“It is always good to have skills in communication, technology and interaction. The world is 
changing and that is why people should be able to adjust themselves to it in the meaning of 
life-long -learning. It is good to be open to new things and have some curiousness.”   
 
B2. Do employers feel that job applicants have them? Are they looking for specific criteria or 
for new and innovative thinkers? Do job applicants feel they have them? Are they aware of 
their skills and attributes and what they can do to develop them? Thus, are there significant 
differences between the expectations of employers, of people recently gaining employment 
and of job applicants?  
 
Yes, employers say that they have found excellent candidates. There might still be difference 
in locations: in Helsinki employers receive dozens of suitable job applications but in Eastern 
Finland there might only a few job seekers for a specific job. The biggest organizations 
receive more applications than smaller.  
 
Employers often know what they are looking for and they need someone to do also the 
practical job. It is still good to be innovative and open to develop work practices.  
 
“Combination of both is often the best. I think that there are not so many work places that 
can afford to hire just innovative thinkers.” “But the job seeker should always be open to 
innovative ideas. It shows that you are interested in developing yourself and your work.” 
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Job seekers name often the same skills than employers. If the job seeker feels that she/he 
should learn something more, it is often project management and studies in economy. 
These are not included in university studies at faculty of arts. Some job seekers also feel that 
they should have more language skills. Finland is a bilingual country and for example in 
Helsinki state and municipalities should give service on both Finnish and Swedish. One 
informant said that Swedish as mother tongue was the reason he got the job and two job 
seekers mention that they would be a lot work places within art education open for fluent 
Swedish-speakers. On the other hand good knowledge of Russian language would be a big 
advantage in Eastern Finland because of big number of Russian travellers and immigrants.  
 
B3. How did established professionals acquire them? Which experiences have your 
interviewees considered the most and the least formative in a professional career in the 
cultural sector? 
Note: there will be differences in different sectors, performing arts, heritage/tourism and at 
different career stages, please refer to these specifically. 
 
They mentioned experiences from childhood: living close to an old castle or experience of 
being oldest of four children which meant that she had to take responsibility. Work 
experience from private market helped to start an own company.  Also wide interest and 
studies in many subjects has been important: 
 
 “All work experiences has had a lot affect in my work career.”  
 
Page 3 
C. EDUCATION AND PREPARATION FOR WORK 
C1. What qualifications are employers looking for and what do they consider is their 
importance in gaining employment? Also reflect on information provided by professionals in 
employment regarding educational preparation for ‘real jobs’, e.g. development of 
particular skills. 
 
The common background is university studies in humanities or culture management. Post-
graduate degree is obligatory for many posts in municipalities or state. Private companies 
can be more open but official education is still the starting point to grow your competence. 
Specific skills are often learned by doing.  
 
C2. How do job applicants perceive their education has helped them developed skills for 
their intended jobs? 
 
Theoretical studies gives a good background but many interviewees mention that there is lot 
of things that you don´t learn at the university. University studies gives good skills in writing 
and information searching, language skills and ability to understand large ensembles.  
 
C3. What is the importance of non-formal and informal learning in job applications? How do 
applicants demonstrate that and how do employers validate it? 
 
Many job seekers name their hobbies and other experiences in their CV. It can be useful 
especially if you are looking for a summer job and you don´t have so much other work 
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experience. Some employers mentioned this as important part of job applications when 
other relied more on other qualifications.  
 
“CV is often the way to work interview and that is why you should name non-formal learning 
situations in your CV if you don´t have so much other experiences. Unofficial learning is very 
important part of recruiting process. All hobbies and interest are important and valuable, for 
example: art, organisations, even course in first-aid or security officer work.” 
 
“Many job seekers name their hobbies and interest in their CVs. We have to evaluate if it is 
relevant for the post they are seeking. It is not maybe the most important issue but always 
good to know. And for young person that has not a lot of other work experience it can be 
very useful.  ” 
 
 
Page 4 
D. THE PROCESS TOWARDS EMPLOYMENT 
D1. What is the importance of internships/work placements/stages/volunteering work and 
previous connections or knowledge of individuals and organisations in gaining employment? 
 
This seems to be very important in gaining employment. 5/7 interviewees in category 2 
mentioned that it helped them to get a job. Also other two interviewees had some kind of 
connections to their future workplace beforehand. Formal education is not often enough for 
gaining employment and employers require evidence of former work projects. Internship is 
often the first step to work markets. Internship did not always led directly to employment 
but it gave valuable connections that were useful later:  
 
“Yes, I got the job because of 3-months internship included in my university studies. It was 
not at the same work place but on an other organization that we co-operate a lot.” 
 
As mentioned on page 2 not all the open post are announced openly and also employers use 
internships to find suitable co-workers. Internship is also useful time to learn practical skills 
as university studies are often theoretical.  
 
Also other personal unofficial connections are important:  
 
“I knew the head of office via my choir-singing hobby. We met by chance and started to talk 
about this position and their situation where they needed someone who can do graphic 
design.” 
 
D2. What is the importance of the interview in the recruitment process? 
 
If the employer is looking for a new person the interview is a very important step in 
recruiting process. The pre-selection is done on the basis of the application documents but 
the interview is the place where the applicant can show her or his personality.  
 
“We see the main skills from CV and when they come to an interview we have already done 
pre-selection. In the interview situation you can show your attributes. We also ask about 
motivation to seek this place.” 
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“It is very important to "sell" your skills. It is good to prepare for interview situation. I feel 
that quite many have asked professional opinions on their CV but simulating the interview 
would also be useful. There you can learn how to tell about your other experiences.” 
 
If the employer knows the emploee the interview might be a formality:  
 
“I did not have a real interview. I got a phone call from the former editor-of-chief. She asked 
if I´m interested and she already knew me and my skills.” 
 
D3. How do employers perceive job applicants in terms of their interview preparation and 
performance? 
 
Employers say that job seekers are well prepared for interview. They have red websites and 
know the main structure of organization. At some situations it might me good to practise the 
interview situations with experts. In all cases it is good to be well prepared and be also 
active to ask something from the employer.  
 
D4. What is the importance of feedback on job applications? 
 
It is not common to ask why you were not selected to interview. The normal answer is 
“Thank you for your interest but unfortunately we received so many good applications that 
you were not called for an interview.” One interviewee had asked feedback and the reason 
was that she had too high education for a normal office work. Some job seekers had joined 
so called CV clinics where you can receive feedback of your CV and personal letter. These 
were found useful and it helped to compress the documents and open the most relevant 
competences.  
 
D5. Do job seekers approach job-hunting with an entrepreneurial mindset? Are they fully 
aware of the job market opportunities? Do they plan their action and/or take professional 
advice? 
 
One of the three interviewed said that she uses entrepreneurial way of job-hunting. “Yes. I 
have worked as freelancer and I know how to productize my own expertise.” 
 
 Two other interviewees said that it might be useful but it doesn´t feel comfortable.  
 
“This is something that I have not used. Maybe I should take direct contact with potential 
employers but I don´t think it feels very comfortable for me.” “I have just started looking for 
jobs actively but if I don´t get results in half a year, I might have to change my strategy to 
more entrepreneurial.”  
 
Some have taken professional advices and they felt that is was useful to hear other people’s 
comments on CV or presentation skills. 
 
D6. Do job seekers only approach a particular sector such as performing arts or will they 
seek jobs across cultural sectors? 
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Job seekers are often mainly interested in some specific culture area and it is often what 
they have studied. On the other hand job seekers mentioned also other sectors but they had 
some priority areas.  
 
“Visual arts are my main interest but I´m also open for other culture sectors as modern 
dance, culture research, movies and documentary films, radio work, journalist, writer and art 
critic.” 
 
“Culture Heritage sector in large scale. Also youth organizations, church, charity 
organisations even in other sectors, trade unions, scientific organizations. I am open to many 
sectors if those fits in my values.” 
 
One informant from category 2 had earlier work experience from private sector from 
advertising agency. Now he works at concert hall (owned by municipality)  as culture 
manager. He was the only one that had really moved from other sector to “culture”.   
 
Page 5 
E. ORGANISATIONAL CULTURES 
E1. Do organisations provide some form of training for your professional 
integration/induction? How did interviewees view its importance/usefulness? 
 
At small organizations, professional integration is done by colleagues unofficially. Bigger 
organizations may have some written material, i.e. a “welcome to house -folder” or they 
might organize a welcoming day for new employer. These are still quite general and do not 
offer guidance how to do your work. 
 
“I got some written material. In practice it was more unofficial from colleagues "hand-in-
hand".” 
 
E2. Were interviewees aware of equality of opportunity policies, diversity policies or 
disability policies? 
 
Not very often. This question seemed to be a bit unclear in Finland. Some big institutions 
(municipalities or universities) mentioned that they have a diversity policy but it is  not used  
very much in recruiting processes.  
 
E3. Were interviewees familiar with the role of mentor and the process of mentoring? 
Provide approximate percentage of ‘yes’ or ‘no’, and breakdown of people in employment 
or not, and explain in broad terms how they viewed those areas. 
 
The process of mentoring was somehow familiar to those who are already working at some 
organisation. 2/3 of those who are still looking for a job did not have a clear picture of 
mentoring. Some mentioned that their student union or trade union organizes mentoring 
programmes and there is an interest for it even thought not so many has done that yet.  
 
“I have not been involved in mentoring programme but I know what it means. A mentor 
gives his/her support to someone who is starting his/her career. It includes advices and ideas 
on how to start your career. I have attended one lecture where this system was presented. It 
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was organised by student union. I think it can be a useful method specially when thinking 
about curating art.”  
 
E4. Did employers provide formal or informal mentoring in the work place? Briefly describe 
procedure and identified benefits. 
 
Only one informant had been personally involved in formal mentoring system and is also 
mentor now for one colleague. “I have attended in mentoring programme when I worked at 
Statistics Finland for about 10 years ago. It was very useful and helped me to acculturate into 
different work and duties. Unfortunately I had to leave the programme after half a year 
because of my maternity leave. Nowadays I´m mentor for one of my colleagues who needs a 
mentor for her studies. I find mentoring as very useful and we should use it even more in my 
workplace to help people mediate tacit knowledge.” 
 
One informant mentioned that it is possible at her organisation but she has not joined it. On 
the other hand informal mentoring was mentioned as the main procedure of professional 
integration. “Not really. But I was always able to ask my colleagues.”  
 
E5. Report on significant organisational differences in recruitment process between 
organisations (e.g. large vs. small organisations in terms of department in charge of 
recruitment and use of interviews). 
 
All the organisations that were involved in interviews did the recruiting process on their 
own. At large organisation it is possible to ask for help from the HR or law department and it 
is used especially if the position requires formal qualifications. Departments can still define 
requirement (skills and attributes) on their own. The group that interviews the candidates 
seems to be similar in all the places: head of organisation/department and 1-2 future 
colleagues.  
 
Page 6 
G. RESEARCH PROCESS 
G1. Reflect on your interview process: what have you learned that you consider an 
important lesson to pass on to other researchers focusing on the same areas?  
H. OTHER 
H1. Indicate any other relevant points that have arisen from the research conducted. 
 
All the people I contacted with a call for interview were interested to join. It was easy to find 
suitable place and time for interview. One interview was done via Skype and the other ones 
ware done face-to-face. I didn´t notice a big difference in interviewing technique between 
these two methods.  
 
Some informants wanted to see the questionnaire beforehand. Before starting the interview 
I explained why we are collecting this material. I also said that we use same questions in all 
the countries and that´s why there are some questions are maybe not that relevant in 
Finland. I also explained what we mean by “skills” and “attributes” because there are not 
identical words in Finnish language.   
 
Afterwards it is easy to say that I should have started earlier and I should have paid more 
attention for looking for the best informants just for this study. Category 2 is overly 
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represented in my material – it was in a way “easiest” point of view to me because I´m in the 
same position. Culture heritage sector is also over weighted. If I would do this again I would 
use more “snow-ball-method” i.e. ask informants if they know some suitable candidates. 
Finnish Museums Association has a wide network on museum field, which shows in material. 
I should have paid more attention also on other sectors.  
 
I have studied ethnology and interviewing is a familiar method to me. I feel it helped to keep 
interviews in balance and in time. I didn´t have to encourage people to talk, they were 
mostly open to tell their experiences. People often say that Finns are shy and they don´t 
want to praise their skills. At some point I noticed that there might be something true in it 
since not all were so eager to say what made them the best candidate for a job. That´s why 
it was good that some questions were repeated in the questionnaire.  
 
 
COUNTRY REPORTING FRAMEWORK 
MAPPING PHASE 
 
Partner identification 
Country: ITALY 
Institution: ISTITUTO LUIGI STURZO 
Date of report: 11/06/2012 
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Collection period and geographical spread: April, May, June 2012 – Italy: Rome, Milan, 
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your interviewees to illustrate a particular important point. The Country Reports should 
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final phase of research please contact Antonia or Giulia (ILS, Rome), Gerald or Carla (ICCE, 
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Page 1  
A. EMPLOYMENT IN THE CULTURAL SECTOR 
A1. Provide a short one page summary of the current situation of employment in the 
cultural sector in your country and describe briefly the general process of gaining 
employment. Include here the points identified by the interviewees as helping the cultural 
sector employment processes in your country run more efficiently. 
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Note: This is the only point where you should rely on data or knowledge beyond that 
collected during the interview process. 
 
At a very macro level the data collected and elaborated by ISTAT6 depict a small but growing 
trend in the Italian cultural sector: the quantity of labour employed in culture and leisure 
(approx. 372,000 labour units: 1.5% of the total) has not undergone any significant variation 
in recent years, confirming the image of a sector of activity with essentially stable numbers 
in terms of employment. However, if related to other systems and matched with different 
types of data, Italy reveals a rather low share of employment in culture, especially when 
compared to the high concentration of cultural heritage and to the number of students 
involved in undergraduate courses in culture, one of the highest percentages in the EU7. 
Moreover, effectiveness of a degree in humanities in terms of employment is at the lowest 
level (Almalaurea 2011). Another main trend is the growing presence of non-profit 
associations involved in cultural and creative activities. Over 80% of performing art 
organisations have, for instance, a status of private and non-profit “associations”8. This item 
is often described as a potential support to contrast the general lack of opportunities to 
access the labour market. The third sector i.e. “social enterprises” is encouraged by national 
regulations in becoming more effective in occupational impact and in absorbing the demand 
for new employment in culture9. From the direct involvement of people in the cultural 
sector emerges the picture of a crisis, due to the current economic dynamics, the cuts of 
funds and a lack of innovation in approaches and management. The barriers to entry into 
the labour market are not only represented by the hiring freeze and the decrease of 
recruitment, but also created by the functioning practices of this system. In Italy the 
informal channel continues to be the main way to find a job in all sectors: 3 employees out 
of 10 come into the labour market through family and friends referrals rather than using 
formal recruitment channels10. This seems to be even more evident in the cultural sector 
where the personal connections represent the main competitive advantage in gaining 
employment. The selection of employees is characterized by a lack of standard procedures 
assuring objective evaluations of candidates and a system of certification/validation of 
professionals is perceived as essential for the efficiency of this market. Other traditional 
tools to enter the labour market don’t seem to be updated or effective: masters, 
internships, stages, courses are not structured to educate and train for real jobs and don’t 
have enough connections with the job market. Big, traditional cultural institutions (both 
public and private) still attract job applicants but they are saturated from the point of view 
of recruitment opportunities and end up using interns to get executive job done for free. 
While the dynamic of eternal internship affects the sector, efforts could be put in creating 
stronger connections with the underworld of small non-profit organisations whose 
production activity is intense and decentred from the recurrent main cultural centres. Finally 
employment in the sector is gradually shifting towards forms of temporary and project-                                                        
6“Noi Italia. 100 statistics to understand the country we live in” by ISTAT, 2012. http://noi-italia2012en.istat.it/N.B. in this 
analysis “tourism” is kept separate from “culture and leisure time” that includes “sport” but not “Publishing, printing and 
reproduction of recorded media”. 
7For percentages see: “Il contributo della cultura per la crescita dell’occupazione” by Riccardo Dalla Torre, in TAFTERJOURNAL N. 
41 - NOVEMBRE 2011 http://www.tafterjournal.it/2011/11/02/il-contributo-della-cultura-per-la-crescita-
dell%E2%80%99occupazione/(study based on EUROSTAT data where the cultural heritage is quantified in terms of UNESCO 
sites). 
8“RISPONDI AL FUTURO”, Research on the performing arts sector, commissioned by CRESCO zeropuntotre and realized by 
Fitzcarraldo, November 2011 http://www.progettocresco.it/pdf/presentazione_questionario_integrale.pdf. 
9“Rapporto sul mercato del lavoro 2010-2011” by CNEL, July 2011. 
10Studi Isfol 2011/2 “La ricerca di lavoro: i canali di intermediazione e i Centri per l'impiego”, by Emiliano Mandrone, Debora 
Radicchia - December 2011. 
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based contracts: the uncertainty of the economy has the effect of e reduction of the hired 
staff and an increase of freelance consultants. This produces a growing need for flexibility, 
risk assumption and motivation for workers.  
Page 2 
B. ATTRIBUTES, SKILLS AND COMPETENCIES 
B1. Which balance of knowledge, attributes, skills and competences was most often 
identified as constituting a competitive advantage on gaining employment? What was the 
common quality employers identified as important across positions in the cultural sector?  
The balance of knowledge, skills and attributes of people who succeeded in gaining 
employment usually includes an education path not necessarily connected to the actual 
work, a series of skills mostly learnt on the job and some recurrent personal attributes 
perceived as fundamental in this sector, due to: the nature of its products (to organize and 
manage artistic and cultural contents not only does one need to know them well but also 
one needs to have: passion, enthusiasm, curiosity that gives a strong motivation); the 
“unpredictable” nature of the work and its organization (heavily based on the human factor 
so personal traits such as diplomacy, courage, humility, sensitiveness and understanding of 
the contexts can be decisive; often focusing the efforts on some final events dedicated to 
the public, then with a temporal organization that requires flexibility, patience, tenacity, 
structure); and the nature of the labour market  based on employing people on short terms 
contract (overly saturated so if one wants to succeed he will wait, persevere and hold fast to 
the belief that he can really make a difference). Common qualities across the cultural sectors 
include a strong motivation and energy combined with an awareness of the context workers 
act in, take decisions, relate with other people: a practical connection with the complexity of 
the cultural work inspired by a need “above”, that transcends the individual dimension (self-
centred orientation, mere artistic goal) and is directly connected to making things happen in 
a good way. 
B2. Do employers feel that job applicants have them? Are they looking for specific criteria or 
for new and innovative thinkers? Do job applicants feel they have them? Are they aware of 
their skills and attributes and what they can do to develop them? Thus, are there significant 
differences between the expectations of employers, of people recently gaining employment 
and of job applicants?  
Employers deal with very heterogeneous profiles of candidates. As a general trend they 
identify a need of skills connected to the fund raising, to the audience development and – 
more in general – to an efficient approach to the project management. What seems to be 
more difficult is to find people that have the ideal mix of the three (highly competent 
professionals not enough flexible, very motivated people that have no strong organizational 
skills, etc.). In terms of innovative thinking, the landscape varies according to the 
“management” style of the organisation: when the direction already possesses an 
innovating competence/spirit (or thinks so), it is more oriented in hiring people following 
specific criteria linked to tasks. In fewer cases, new thinkers are wanted as a strategic choice 
for the development of the institution and the process of finding them is considered as 
complex. Job applicants’ perception of their own balance of knowledge, skills and attributes 
vary according to their age and experience in the field. The more they collect experiences 
the more they seem to become aware of their skills and attributes. If an unstructured audit 
on the skills happens at some point in the process of job-seeking (for instance re-writing the 
CV), the self-audit on attributes is hardly oriented at the development of a strategy to gain 
employment. While they can outline easily which skills they should implement, often linked 
to administrative and budgeting tasks, attributes are described as potential strength points 
hard to communicate and highlight. More than differences of expectations between 
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employers and applicants, frequent is a mismatch due to the lack of communication and 
direct contacts that should inform and keep both sides updated and aware of the real needs 
and dynamics of the sector. 
B3. How did established professionals acquire them? Which experiences have your 
interviewees considered the most and the least formative in a professional career in the 
cultural sector? 
Note: there will be differences in different sectors, performing arts, heritage/tourism and at 
different career stages, please refer to these specifically. 
Senior professionals from different sectors often refer to attitudes towards analysis and 
synthesis, organization, determination, as partly innate and partly developed in early stages 
of their lives (high school, university) through “fortunate encounters” and contacts with key 
people (teachers, relatives). Mostly through the work experiences, they then proceeded in 
their acquirement of the complement skills needed in the different roles, heavily based on 
the capacity of undergoing a continuous learning process. 
 
Page 3 
C. EDUCATION AND PREPARATION FOR WORK 
C1. What qualifications are employers looking for and what do they consider is their 
importance in gaining employment? Also reflect on information provided by professionals in 
employment regarding educational preparation for ‘real jobs’, e.g. development of 
particular skills. 
C2. How do job applicants perceive their education has helped them developed skills for 
their intended jobs?  
Education is often perceived as too theoretical and academic. Universities do not offer a link 
to jobs nor transfer practical skills that are essential to face the process towards 
employment. Masters are also described as failing in providing applicants with the actual 
tools to be able to enter the labour market. 
Education doesn’t seem to develop people that are ready to apply for work. Strongly 
theoretical, it is mostly perceived as the phase in which one assumes branches of knowledge 
and intellectual approaches that reveal their value and importance only afterwards, once 
the position is gained. Yet from the employers’ point of view the knowledge on 
“humanities”, a strong cultural background is still considered to be as the necessary basis. 
Common is the idea that a degree in philosophy, for instance, can give people tools for a 
critical approach to read situations and that specific skills can be learnt in more practical 
ways at different stages. If even masters lack an effectiveness in skills development, the 
concrete technical abilities needed to work are learnt through direct experience, often at 
the beginning of the career. For this reason people who gained employment don’t seem to 
feel particularly skilled in the moment they interview for posts but learnt their basic skills by 
doing. Young professionals tend to feel they still need to become more skilled in some 
technical sides of their jobs. Especially in tasks involving the ICT the speed of change and 
evolution requires a constant update that is not easy to learn and is not expected from 
education institutions.  
C3. What is the importance of non-formal and informal learning in job applications? How do 
applicants demonstrate that and how do employers validate it?  
Non-formal and informal learning don’t seem to be have a main role in applications: the CV 
is not structured to have an appropriate space for this: in the Europass format the section 
dedicated to competencies is usually not very developed and applicants often fill it with 
default information also because they are told that “brief is better” so they limit the pages 
of their CV. It is generally rare that candidates are able to highlight non-formal and informal 
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learning and perceive it as a potential competitive advantage. Candidates are not aware that 
there are employees that read this section of the CV to find out the potential attributes of 
job seekers. On the other side of the process, employers say they pay attention to the parts 
of CVs related to interests and hobbies. They can reveal attributes and skills such as 
dynamism, eagerness to learn, passion and motivation. Also experiences abroad are 
considered as an important aspect not only for the linguistic skills, but also for their value in 
terms of openness, independence and growth of candidates. The validation of this kind of 
learning doesn’t follow a structured, standard procedure: it is always at interviewers’ 
discretion.  
 
Page 4 
D. THE PROCESS TOWARDS EMPLOYMENT 
D1. What is the importance of internships/work placements/stages/volunteering work and 
previous connections or knowledge of individuals and organisations in gaining employment? 
Job seekers are mostly people who had at least one not-paid work experience that they 
undertook to acquire skills and create connections in the field. The dynamic of recruitment 
following a period of internship (often connected to masters and courses) continued until 
4/5 years ago approximately, then it stopped opening the vicious trend of unpaid stages not 
leading to any concrete opportunity. Nevertheless, an internship is still indicated as the 
occasion for employers to get to know future possible external collaborators and test them 
for medium/short-term projects that might start. Even if unemployed people still tend to be 
attracted by big and popular institutions, it seems to be more valued a stage or job 
experience in a smaller structure where the intern is in charge of many different tasks, 
cooperating with different levels of workers and getting the idea of the whole processes 
behind the “cultural productions”.  In general the sector is perceived as a field in which 
connections and personal knowledge of people can make the big difference in gaining 
employment, especially on political level. All the interviewees who have succeeded in 
gaining employment went through recruitment processes thank to direct connections with 
people and knowledge of individuals working for the institutions that hired them, even if not 
involved in the interviews. Job seekers, especially who worked on short term contracts and 
know the sector, have identified that the  key barrier to gain a stable job employment  is the 
“networking barrier”. Sometimes people who can’t find a job, turn to volunteering to 
maintain contacts in their field of interest, while working in another sector. 
D2. What is the importance of the interview in the recruitment process? 
D3. How do employers perceive job applicants in terms of their interview preparation and 
performance? 
The interview is mostly defined as the crucial moment in the recruitment process, while the 
analysis of the CV is usually the step for a first pre-selection to be deepened (in most cases 
CVs are read and kept on file when no position is actually available). Employers argue that it 
is what happens in the interviews that can effect the final decision the most. The perception 
of interview performances varies a lot form case to case. Job applicants that interview for 
the first times are perceived as not aware enough of their strength points in terms of skills 
and attributes also because they are not fully sure of what kind of real job they are trying to 
achieve. The artistic component of the job sometimes “overcomes” the concrete tasks 
people would become in charge of, this is perceived as a problem by employers that value 
more the organizational and managerial skills and attitude and fear applicants might be 
“missed artists”. Some employers report that even candidates that seem very prepared, 
might lack key attributes and reveal it only in the real job. In more than one case what was 
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told as the “wrong selection” of a resource depended on personal attributes that emerged in 
the practise of work and that were not identified. 
D4. What is the importance of feedback on job applications? 
D5. Do job seekers approach job-hunting with an entrepreneurial mindset? Are they fully 
aware of the job market opportunities? Do they plan their action and/or take professional 
advice? 
D6. Do job seekers only approach a particular sector such as performing arts or will they 
seek jobs across cultural sectors? 
Feedbacks are in general not perceived as “due” in Italy. Often the few feedbacks produced 
don’t go deep in the analysis of candidates’ competencies but offer “standard” explanations, 
sometimes referring to an over-skilled profile in respect of the open position. This brings a 
frustration in job seekers that can’t use feedbacks to become more competitive. Since the 
general lack of job vacancies advertised in public and structured ways, the submission of CVs 
even if not responding to vacant posts is still one of the main approaches to job-hunting. 
Although not oriented in an entrepreneurial way, job seekers know they need to rely more 
on personal contacts and networks as a concrete possible source of employment. 
Nevertheless they don’t seem to approach the creation of these contacts in a proactive way, 
as a crucial action in their plan of the process towards employment, nor they take 
professional advices unless these are planned by job centres and rarely masters as support 
activities for candidates’ orientation. In people that have collected short term experiences, 
especially abroad, there is more self awareness and entrepreneurial spirit. Job seekers 
concentrate on specific cultural sectors: visual arts vs. theatre vs. music, etc.  even though 
they tend not to have specific ideas of the real function/tasks they want to have, mentioning 
that of “manager”, “curator”, “organizer”. Sometimes they know what they don’t want to be 
part of (marketing dep. for instance). The ones who had a working experience in their field 
of interest have a clearer idea on the department they would like to work. 
 
Page 5 
E. ORGANISATIONAL CULTURES 
E1. Do organisations provide some form of training for your professional 
integration/induction? How did interviewees view its importance/usefulness? 
Professional integration doesn’t seem to be accompanied by structured procedures. No 
matter what dimension the organization is, new professionals don’t receive formal training, 
they are assigned to a boss/supervisor for the time needed for them to learn the basic 
information for their tasks. In many cases the fact that people get contracts from the 
organisation after an internship, substitutes the need for a professional integration phase. 
The importance of integration is perceived as “not due”, people have to rely on their own 
resources to find themselves their place in the organisation. Some of the interviewees 
pointed out the importance of training interns and staff as a strategic investment. On the 
other hand, the lack of professional and personal development of the HR provided by the 
organisation can determine the disaffection of employees and their exit.  
E2. Were interviewees aware of equality of opportunity policies, diversity policies or 
disability policies? 
The level of awareness of equality policies shown by interviewees is mainly related to the 
size of their organisation. In Italy a national regulation states that public and private 
structures with more than 15 employees have to ensure a % of posts to people with 
disabilities included those in so-called “protected categories”. Beside this, interviewees 
referred to gender equality in two cases: in medium/big institutions to give women the 
opportunity to occupy top management positions and, in general, to promote a more 
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balanced gender distribution in the workplace since this sector is predominantly female. The 
openness to non-national workers is sometimes cited as a strategic choice for the promotion 
of innovation and international approaches to the markets. 
E3. Were interviewees familiar with the role of mentor and the process of mentoring? 
Provide approximate percentage of ‘yes’ or ‘no’, and breakdown of people in employment 
or not, and explain in broad terms how they viewed those areas. 
E4. Did employers provide formal or informal mentoring in the work place? Briefly 
describe procedure and identified benefits. 
General percentage: 45% not familiar, 55% familiar. Of the unemployed people, the half 
(50%) was familiar and the other half is not. The 80% of the people in employment is familiar 
with the idea of mentoring. 
The process of mentoring as a methodology is known more between employed probably 
because many of the professionals interviewed are also involved in education and training. 
On the other hand the role of mentor also comes from people’s knowledge in case they 
undertook humanities but it is not perceived as a learning process to be used nowadays. 
After a brief explanation of the mentoring, an interest is generally shown together with the 
“intuition” that such a procedure could bring an innovative value to the current practices in 
the sector. Some interviewees defined it as a potentially crucial tool, even if “expensive”, to 
finally create differently qualified professionals with new skills, especially referring to 
professional profiles of the third sector and of small enterprises.    
Cases of formal mentoring provided by organisations haven’t been identified. Some 
procedures described as ways to train interns at the beginning of their work experience are 
comparable to the mentoring, because based on a 1 to 1 relationship but they didn’t follow 
a precise structure. 
E5. Report on significant organisational differences in recruitment process between 
organisations (e.g. large vs. small organisations in terms of department in charge of 
recruitment and use of interviews). 
Besides the open call for professionals more and more rarely issued by ministries and other 
public bodies –based entirely on qualifications and evaluation tests on a candidates’ 
knowledge –, the Italian context is heterogeneous and doesn’t seem to vary according to 
organisational differences. The cultural management in general doesn’t rely on standards 
nor shared models and each organisation is somehow the expression of the management 
style of its director(s). This is also reflected in the recruitment process. The main common 
element is the lack of a department or a figure in charge of the recruitment: HR areas – 
where present – are usually more involved in administrative tasks and the selection of 
employees tends to be always under the final control of the managing director, no matter 
what size or status the organisation has. This might have considerable effects on how the 
attributes of applicants are evaluated and in terms of equal opportunities for potential 
candidates, leaving “personal connections” play the main role.  
 
Page 6 
G. RESEARCH PROCESS 
G1. Reflect on your interview process: what have you learned that you consider an 
important lesson to pass on to other researchers focusing on the same areas?  
H. OTHER 
H1. Indicate any other relevant points that have arisen from the research conducted. 
Given a starting point of cursory and isolated data collections and surveys, the interview 
process based on a qualitative approach and directed to highly selected participants 
revealed to be a valuable source of information. It also identified in professionals a deep 
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need for discussion and exchange on new issues and for a higher level of awareness. Some 
of the interviewees, for instance, found the competency model used in the research and the 
stress on the level of attributes as positive inputs for a reflection on even obvious aspects of 
the Italian recruitment process. Also what seemed to be a possible obstacle to the 
development of research (i.e. the hard categorisation of “culture” into sectors, the 
potentially too broad approach to jobs in culture that seemed to group people dealing with 
very different tasks into a very vast, abstract “cultural manager” profile) didn’t represent an 
impediment to the flow of interviews. Indeed in most cases it worked as a tool to push 
interlocutors into efforts of abstraction to evaluate their sector from a different point of 
view. 
What was found was the emergence of “linguistic problems”, at different levels. The lack of 
a validation of cultural profiles still creates a difficulty in people’s definition of their roles or 
expected roles. Also when describing personal experiences and attributes, subjects do not 
demonstrate a shared vocabulary even though they show a good disposition towards this 
kind of reflection – although sometimes reluctant and embarrassed in self-evaluations. The 
absence of a shared language across various artistic contexts, can be related to a system in 
which small worlds coexist following competitive pathways instead of merging their energies 
towards the comprehension and identification of new ways to face the challenges.  The 
European dimension of this research provided the interview process with this added value. 
One last aspect to report on is linked to the lack of an organisational culture focused on HR 
in Italian cultural organisations – from the selection to the management of the staff. Beside 
the effect of not assuring equal opportunity to access the interview step, the deficiency is 
also in terms of awareness on the balance amongst skills and attributes already covered by 
different people inside the organisation. Organisations don’t need to find perfect candidates 
(knowledge – skills – attributes) if they are able to value and combine different and 
complementary competencies and attributes among different people. This systemic 
approach to the cultural management and to its resources has only been identified once in 
all the analysed cases.  
 
 
COUNTRY REPORTING FRAMEWORK 
MAPPING PHASE 
 
Partner identification 
Country: Turkey 
Institution: Denizli Special Provincial Administration 
Date of report: 10/06/2012 
Responsible(s) for the reporting: Pelin Aslı OZEN 
 
Information about the data collected 
Collection period and geographical spread: April and May 2012/ Denizli-İstanbul-İzmir 
Number of interviews conducted per category: 
Cat.1- 3 interviews 
Cat.2- 3 interviews 
Cat.3- 5 interviews 
Cat.4- 4 interviews 
 
Additional notes: 
 



  
  

  51

 
Note: Please report concisely. If appropriate provide brief examples quoting directly from 
your interviewees to illustrate a particular important point. The Country Reports should 
have a maximum of 6 pages using an 11 point font: as a guideline please use a page for each 
section indicated in the following reporting structure. If you have any doubts regarding this 
final phase of research please contact Antonia or Giulia (ILS, Rome), Gerald or Carla (ICCE, 
London). 
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Page 1  
A. EMPLOYMENT IN THE CULTURAL SECTOR 
A1. Provide a short one page summary of the current situation of employment in the 
cultural sector in your country and describe briefly the general process of gaining 
employment. Include here the points identified by the interviewees as helping the cultural 
sector employment processes in your country run more efficiently. 
Note: This is the only point where you should rely on data or knowledge beyond that 
collected during the interview process. 
 
 Structure of the economy in the information society in line with today's economy, 
advancing the concept of culture in shaping patterns of consumption and production has 
undertaken an important task. Cultural industries, cultural strategies to be implemented by 
means of connection to the establishment of economic prosperity and development in the 
production environment by providing creative and innovative offers. 
 Gained prominence in the global economy are the driving forces of global 
accumulation, the contribution of that economy in the music industry, film industry, visual 
arts, performing arts, museums and libraries in the categories of economic benefits will be 
examined and that will be addressed as key factors of growth. 
 When we look at the case in Turkey, we see that culture sector is still emerging 
market in all kinds and this also reflects in employment procedures and levels.  
 The recruitment procedures are not well defined even in the institutional and 
professional structures in Turkey because there has not been settled down a cultural policy 
and defined recruitment procedures in all cultural industries like the music industry, film 
industry, visual arts, performing arts, museums and libraries etc. 
 As we can see from the interviews, employment of new employees is being made by 
employers and CVs and references are taken into consideration. There is not a specialised 
web portals for cultural employment or agencies. They are more based on personal contacts 
and references. 
 But on the contrary of this situation, there are many unemployed people from 
cultural sector and less job opportunities but this situation should be diminished because as 
we mentioned at the beginning cultural sector is a emerging market in Turkey.  
 Here the problem is universities, conservatries, courses, programmes about 
different cultural sectors should be given according to the current needs of the sector. This 
will close the gap between supply and demand. 
 Idea protection platforms should be formed to be able to increase innovative 
products and experiences about cultural sector. 
 It is important that vocational and creative education is important for the 
sustainability of the sector in Turkey. 
 Cultural sectors should be adapted to technological developments of the new 
century and cultural sectors should be more technology based. 
 Cultural employment should be more qualified with respect to needs of cultural 
sector and should be supported by “in house” trainings, mentoring activities and overseas 
experiences. 
 As a result, Turkey has a highly growing cultural sector and also. Turkey should be 
able to convert cultural richness into economic value. 
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Page 2 
B. ATTRIBUTES, SKILLS AND COMPETENCIES 
 
B1. Which balance of knowledge, attributes, skills and competences was most often 
identified as constituting a competitive advantage on gaining employment? What was the 
common quality employers identified as important across positions in the cultural sector?  
 
 It is hard to define an identified knowledge level, attributes, skills and competences 
by looking at the interviews because they were from all different sectors and have different 
positions but in general CV of the applicant was the starting point for employers but they 
mainly look for teamwork, communication skills, good and enough level of knowledge about 
related area of culture and experience combined with references. Also it is important that 
their personal performance during the interviews and ability to express themselves 
efficiently. 
 
B2. Do employers feel that job applicants have them? Are they looking for specific criteria or 
for new and innovative thinkers? Do job applicants feel they have them? Are they aware of 
their skills and attributes and what they can do to develop them? Thus, are there significant 
differences between the expectations of employers, of people recently gaining employment 
and of job applicants?  
 
 As I mentioned above during the interviews CV is the starting point and personal 
skills and attributes are also very important especially team work because most of the 
employers mentioned that they are working in a competitive sector and teamwork is very 
important. In addition to this, new and innovative ideas are always welcome. The potential 
employees are most of the time are not aware of their skills and attributes. At least they are 
capable of evaluating their own capacity and overlook the importance of experience and to 
gain it you need to start from somewhere. The most significant difference between 
expectations of employers and employees and/or potential employees are employees are 
mostly focused on“money” and “level of the work” (which means try to decide what to do or 
not to do) but employers want to see their potential and capacity. 
 
B3. How did established professionals acquire them? Which experiences have your 
interviewees considered the most and the least formative in a professional career in the 
cultural sector? 
Note: there will be differences in different sectors, performing arts, heritage/tourism and at 
different career stages, please refer to these specifically. 
 
 According to interviews with professionals, they mentioned the most formative 
experiences are “on the job” learning and field work which provided them to gain 
experience about their sector and they also emphasized a “mentor” at learning stage of 
their work life. These people guided them in the way now they are successful. They 
mentioned they could improve their skills and attributes by this way. The least formative 
experiences were their theoretical background and working at the desk. 
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Page 3 
C. EDUCATION AND PREPARATION FOR WORK 
 
C1. What qualifications are employers looking for and what do they consider is their 
importance in gaining employment? Also reflect on information provided by professionals in 
employment regarding educational preparation for ‘real jobs’, e.g. development of 
particular skills. 
 
 The employers are looking for academic degree as a start point for new potential 
employees especially in specific job posts. They perceive this as a must step for employment 
but more important is previous job experiences and references they have.  
 University education is usually perceived as too theoretical and not responding the 
practices in real job life. This causes a disadvantage for the newly graduated candidates who 
are looking for jobs. Here they underline the importance of internships and volunteer works 
they have done during their university education because these activities give clues about 
their skills and attributes.  
  
C2. How do job applicants perceive their education has helped them developed skills for 
their intended jobs? 
 
 Education provides a structural background and a view point of understanding the 
subjects and also give a discipline to perform the tasks. But it is not so meaningful if you can 
not convert it into real life experiences. 
 
C3. What is the importance of non-formal and informal learning in job applications? How do 
applicants demonstrate that and how do employers validate it? 
 
 As I mentioned above non-formal and informal learning provide applicants a view 
point of doing a task and finalizing it. The important thing is to be able to combine this 
theoretical knowledge with practice and achieve tasks given by the employers. Employers 
will validate your non formal and informal learning by asking you real life job applications 
and try to get your answers respectively.  
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Page 4 
D. THE PROCESS TOWARDS EMPLOYMENT 
 
D1. What is the importance of internships/work placements/stages/volunteering work and 
previous connections or knowledge of individuals and organisations in gaining employment? 
 
 It is really important that because employers are looking for people who are suitable 
for the culture of the organization and adopt to the organisations. In situations like previous 
internships, volunteering work of a potential employees, employers have a chance to be 
able to observe these people and have an idea about their capacities, competences, skills 
and attributes. It is useful tool during the selection period between potential employees. 
 
D2. What is the importance of the interview in the recruitment process? 
 
 The interviews are important because you can realize the CV with the person and 
have a chance to compare. Besides evaluating the educational background, capabilities, 
competences, you can find a chance to observe his/her behaviours, body language, way of 
communication, way of appearance and what is important for the type of post you are 
looking for. 
 
D3. How do employers perceive job applicants in terms of their interview preparation and 
performance? 
 
 According to the interviews, they do not find job applicant well prepared and 
concentrate for the interviews and find new and innovative way of presentation. 
 
D4. What is the importance of feedback on job applications? 
 
 Applicants find these feedbacks important to be able to understand their missing 
capabilities and competences. And they can find a change to go over them and improve 
them. 
 
D5. Do job seekers approach job-hunting with an entrepreneurial mindset? Are they fully 
aware of the job market opportunities? Do they plan their action and/or take professional 
advice? 
 
 No not at all 
 
D6. Do job seekers only approach a particular sector such as performing arts or will they 
seek jobs across cultural sectors? 
 
 Job seekers interviewed were mostly approach a particular sector which was related 
with his/her area/background and only other cultural sectors very closely related with it. 
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Page 5 
E. ORGANISATIONAL CULTURES 
 
E1. Do organisations provide some form of training for your professional 
integration/induction? How did interviewees view its importance/usefulness? 
 
 Yes they perform especially the large organizations interviewed. They think it helps 
new employees get know closer to the organisation. They can see the structure and 
functioning of different departments of the organisation and who are working in these 
departments and provide a network within organisation. This is also bilateral training that 
provides also employees get to know the new employees. 
 
E2. Were interviewees aware of equality of opportunity policies, diversity policies or 
disability policies? 
 
 Some of them were and some of them were not. Interviewees who are working in 
large organisations were familiar with these terms and also people in category 1 and 3 but 
newly employed and undeveloped ones were not very familiar with these firms. This is also 
because in Turkey, only in size of large organisations, there are regulations like equality of 
opportunity policies, diversity policies or disability policies. 
 
E3. Were interviewees familiar with the role of mentor and the process of mentoring? 
Provide approximate percentage of ‘yes’ or ‘no’, and breakdown of people in employment 
or not, and explain in broad terms how they viewed those areas. 
 
 They were aware of the term but not in professional way. Approximately 20% were 
not aware of the term “mentoring” and 80% were aware of the term “mentoring”. 
 Approximately 20% were unemployed and 80% were employed. 
 They perceive the concept of “mentoring” as a guide and consultant but it is done 
not professionally and systematically. It is perceived as part of training. 
 
E4. Did employers provide formal or informal mentoring in the work place? Briefly describe 
procedure and identified benefits. 
 
 According to the answers I got from them, they mentioned that they provide formal 
or informal mentoring in the work place.  
 As I mentioned above the term of “mentoring” is not being done professionally and 
systematically. They mentor the new employees in the work place by guiding them about 
the functioning of the organisation, by giving them new tasks, by observing them via their 
supervisors and by personally. 
 
E5. Report on significant organisational differences in recruitment process between 
organisations (e.g. large vs. small organisations in terms of department in charge of 
recruitment and use of interviews). 
 
Large organisations have settled procedures for recruitment. They have Human Resource 
Department and make the recruitment through these departments and/or they use Human 
Resource Agency to find suitable candidates and/or give advertisements to the news papers 
periodically.  
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But when we look at medium and/or small organisations, they make recruitments by their 
related departments directly. There are not many procedures. 
 
Page 6 
G. RESEARCH PROCESS 
G1. Reflect on your interview process: what have you learned that you consider an 
important lesson to pass on to other researchers focusing on the same areas?  
 
As I mentioned in the first part The cultural sector in Turkey is a newly emerging market in 
all ways. There has not been a established and designed procedures for employment or job 
qualifications etc. There are many things need to be done. It is good in the way that Turkey 
is very reach in many cultural ways like heritage, tourism and many kinds of tourism but also 
has a great potential with sectors like performing arts and visiual arts. Cities like İstanbul, 
İzmir, Antalya and many more to be developed. But all these need a action and strategic 
plan and they should be planned in city based, country based and international based. 
Procedures for emplpyment, marketing, technology should be described. 
 
H. OTHER 
H1. Indicate any other relevant points that have arisen from the research conducted. 
 
I recognise that every country has its unique way of perceiving the culture and representing 
them. It is really hard to find a common point but all these contrasts should be comparative 
advantage of each country. 
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A. EMPLOYMENT IN THE CULTURAL SECTOR 
A1. Provide a short one page summary of the current situation of employment in the 
cultural sector in your country and describe briefly the general process of gaining 
employment. Include here the points identified by the interviewees as helping the cultural 
sector employment processes in your country run more efficiently. 
 
Current situation of employment in the cultural sector in the UK: 
Employment in the cultural sector in the UK is a saturated market. There are many more 
candidates than job opportunities.   
 
The process of gaining employment in the UK: Recruitment to the cultural sector in the UK 
is a transparent process that has well defined procedures. Job vacancies are widely 
advertised in general and specialised media (e.g. Guardian newspaper and website, Arts 
Council England website, Arts Professional a journal for Arts Managers, Arts Marketing 
Association a website for professionals). Jobs adverts normally include standard sections: 
general advert, job description (what the job consists of), person specification (requirements 
to be considered for the position, both required and desirable). Candidates are invited to 
apply by completing a form (most commonly) and/ or by sending a CV with a supporting 
letter, by a specified deadline, in many cases this is now done online.  
As part of the selection process, the employer then creates firstly a “long-list” of candidates, 
this is a list of possible candidates that fit the required criteria for the position, and then a 
“short list” is created to interview. To create this “short-list” a grid of skills, competences 
and experience is made. The information is taken from the CV and the application form. 
There maybe two sections to this grid, the skills, competencies and knowledge areas that are 
required and those that are desirable. A potential candidate that has all of the required and 
desirable skills/attributes will be in a stronger position as candidates are scored for each 
item.  
In both the application form and the interview the candidate will be asked to give an 
account of where they have used knowledge, a skill or a competency essentially to provide 
evidence. This can also be verified through references. Therefore if a candidate says they 
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have used or have knowledge of the VIA ticketing system, for example, this may be tested 
practically or if they say they have ‘good communication skills’ they will be asked to provide 
an account of a process or incident that illustrates this.   
The person to be appointed will be the one that scores higher in the overall criteria set by 
the employer. All candidates can request feedback on their application – the organisation 
justifies to the candidate why he/she was not successful in the application. 
 
Points identified by interviewees as helping the employment processes: 
Candidates need to develop their skills in communicating and applying their relevant 
experience and education (formal and informal) to the potential employer. 
Candidates should invest time and effort to get measurable/tangible experience in the areas 
they intend to apply for.  
Candidates should thoroughly prepare for interviews by researching in depth the 
organisation they are applying for and the people that will interview them, analysing the job 
description and person specification and relating it to what they have to offer, demonstrate 
knowledge of the challenges of the position they are applying for, as well as awareness of 
the broad sector in which they would be operating in the desired position.  
 
 
 
 
B. ATTRIBUTES, SKILLS AND COMPETENCIES 
B1. Which balance of knowledge, attributes, skills and competences was most often 
identified as constituting a competitive advantage on gaining employment? What was the 
common quality employers identified as important across positions in the cultural sector?  
An ideal balance of knowledge, attributes, skills and competences that constitutes a 
competitive advantage on gaining employment for the whole of the cultural sector was not 
identified in the interviews. The right combination depends on the sector and on the 
position. Overall, across the sector, from the material collected in interview, relevant 
experience rates high over education and qualifications, additionally organisational, 
communication, interpersonal skills and flexibility are top desirable qualities in an employee. 
However, qualifications are important for senior positions and attributes can also be a 
decisive factor for certain positions, e.g. for those involving work in the education of young 
people. 
Professionals identified knowledge of the particular industry sector and networking as being 
determinant in gaining employment. The ability to fit in, in a particular team or 
organisational culture, is also considered important.  
 
B2. Do employers feel that job applicants have them? Are they looking for specific criteria 
or for new and innovative thinkers? Do job applicants feel they have them? Are they 
aware of their skills and attributes and what they can do to develop them? Thus, are there 
significant differences between the expectations of employers, of people recently gaining 
employment and of job applicants?  
Employers are looking in job applicants for a combination of specific criteria (knowledge, 
attributes, skills and competences) and a degree of innovative thinking. The measure in what 
the latter is important depends on the position being filled.   
Interviewed employers in the UK had no problems in getting candidates with the right 
profiles applying for jobs. Their expectations were thus quite high: they expect the 
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candidates to have the right qualifications and the relevant experience. This is most 
noticeable in the bigger (and most reputable) organisations. 
Job applicants interviewed (particularly those with just undergraduate education) felt they 
lacked experience. However, all interviewed job seekers had some type of work experience 
(mostly internships, paid and unpaid, and also free-lance work). They were aware of their 
strong points (attributes and skills) and some knew how they could develop them (in 
particular skills through short courses and postgraduate education) – others lacked sector 
awareness (particularly those job seekers just out of undergraduate qualifications). 
However, some job applicants pointed out that the current economic climate had made job 
opportunities scarce and competition for those few opportunities was very though. Also 
undergraduate qualifications tend not to be broad and do not cover cultural management, 
hence the desirability of postgraduate specialised education.  
Some job applicants highlighted the importance of having/building a network of contacts in 
seeking/gaining employment. The importance of networks was also highlighted by 
professionals both in terms of employment and mentoring (see D1 and E4). 
 
 
 
B3. How did established professionals acquire them? Which experiences have your 
interviewees considered the most and the least formative in a professional career in the 
cultural sector? Note: there will be differences in different sectors, performing arts, 
heritage/tourism and at different career stages, please refer to these specifically. 
Interviewed established professionals identified a variety of formative experiences. These 
took place in their education, internships, free-lance work and on-the-job. Challenging 
settings of rapidly changing job environments (for example organisational restructuring) and 
exposure to a wide range of people and experiences (e.g. guest speakers at MA programmes 
or changing work perspective from funding seeker to funder) fostered personal and 
professional growth and enrichment in interviewees. 
 
 
C. EDUCATION AND PREPARATION FOR WORK 
C1. What qualifications are employers looking for and what do they consider is their 
importance in gaining employment? Also reflect on information provided by professionals 
in employment regarding educational preparation for ‘real jobs’, e.g. development of 
particular skills. 
 
Education is mostly perceived as a basis from which professionals are expected to build 
upon. Qualifications are more important for senior positions than for lower level positions. 
Specialist jobs may require particular qualifications (e.g. art conservation).  
 
Education is viewed by most interviewees as providing a broad (often mostly theoretical) 
base for a potential career in a certain area. Workers in the cultural area in the UK come 
from a diversity of undergraduate courses - some of our interviewees had degrees in 
science. These tend to reinforce their position with specific learning in the arts/cultural area 
acquired through a multiplicity of ways: postgraduate courses, technical courses, job 
placements/internships, development of personal interest/self-starters. 
 
Particular educational backgrounds, e.g. postgraduate level courses in the area of arts and 
culture, are perceived to prepare their students with awareness and broad sector specific 



  
  

  61

skills. The development of further specific skills is achieved through both short courses and 
on the job experience (e.g. through internships) or training.   
 
 
C2. How do job applicants perceive their education has helped them developed skills for 
their intended jobs? 
 
Applicants feel that post-graduate education in the area of arts and culture has, most times, 
provided them with broad awareness of the cultural sector and some competence in skills 
such as business planning and development, marketing, finance, team work, research and 
presentation. 
Applicants with educational backgrounds not in the humanities, find, more often, the need 
to reinforce their preparation. Educational backgrounds from, for example, Languages and 
Translation, are perceived as a good foundation for communication skills.   
 
C3. What is the importance of non-formal and informal learning in job applications? How 
do applicants demonstrate that and how do employers validate it? 
 
Employers value all forms of learning and applicants have opportunity to demonstrate their 
non-formal and informal learning on their application forms, CVs, supporting letter and 
during the job interview (see description of recruitment process in the UK on p.2) – this can 
be further verified through references. Employers feel that not always candidates are able to 
relate and make relevant those forms of learning to the post they are applying for. 
 
 
 
D. THE PROCESS TOWARDS EMPLOYMENT 
D1. What is the importance of internships/work placements/stages/volunteering work 
and previous connections or knowledge of individuals and organisations in gaining 
employment? 
Internships/work placements/stages/volunteering work are very important in gaining 
employment as relevant experience is highly ranked in the choice of an employee. Previous 
connection or knowledge of individuals and organisations is not as determinant, however it 
can be of value in the identification of a job opportunity (e.g. knowledge that the vacancy is 
open), evidence of skills/attributes of a candidate (for example proof of 
interpersonal/communication skills in previous contact with individuals at the organisation), 
demonstrate interest in the vacancy/organisation (thorough preparation for interview gives 
a candidate a definite advantage in the recruitment process).  
 
D2. What is the importance of the interview in the recruitment process? 
The interview is a determinant part of the recruitment process (See p.2). 
 
D3. How do employers perceive job applicants in terms of their interview preparation and 
performance? 
Perceptions vary. The applicants that are better prepared will be perceived as top 
candidates for positions – actually gaining employment will then depend on the combination 
of knowledge/competences/skills/attributes that the specific position requires. The building 
of this perception starts at the written stage of the application, when candidates that are 
more articulate and evidence a better knowledge of the position/organisation/area will be 
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ranked higher and, thus, better placed to go through to the interview stage of the 
recruitment process. 
 
D4. What is the importance of feedback on job applications? 
Job applicants interviewed varied in terms of their use of feedback. Most felt awkward 
about asking for feedback on job applications to the organisations they had applied for. They 
would however, at times, consult other friends (often professionals in the cultural area) and 
family for their opinions on an application. 
 
 
 
D5. Do job seekers approach job-hunting with an entrepreneurial mindset? Are they fully 
aware of the job market opportunities? Do they plan their action and/or take professional 
advice? 
Approaches vary. Some are quite aware of the importance of researching and networking 
for job opportunities, others tend to be more passive and simply look up job opportunities 
and apply as these arise. Candidates with postgraduate education in the area of arts and 
culture seem to be more aware of the different dimensions of the cultural sector(s) and of 
the need for an entrepreneurial mindset in terms of job search than those just out of 
undergraduate education. Overall planning and seeking professional advice does not feature 
highly on the actions undertaken by job seekers in the cultural area. 
 
D6. Do job seekers only approach a particular sector such as performing arts or will they 
seek jobs across cultural sectors? 
There was not a clear trend in the interviews. It appears to depend on personal preferences. 
Some job seekers are quite clear about the particular sectors in which they wish to work 
(which, at times, has to do with earlier connection with the sector e.g. music/dance abilities 
and tuition from early age), others have a broad interest in the cultural sector and are open 
to any opportunities. 
 
 
E. ORGANISATIONAL CULTURES 
E1. Do organisations provide some form of training for your professional 
integration/induction? How did interviewees view its importance/usefulness? 
All organisations provide some form of professional integration/induction. These range from 
tours of facilities and health and safety procedures, training in particular software packages 
(e.g. finance, calendar) used by the organisation, or other courses developing particular skills 
valued by the employer (e.g. communication with the customer, story telling, finance). All 
interviewees found them very important and useful.  
 
E2. Were interviewees aware of equality of opportunity policies, diversity policies or 
disability policies? 
Yes, all were aware of those policies. 
 
E3. Were interviewees familiar with the role of mentor and the process of 
mentoring?Provide approximate percentage of ‘yes’ or ‘no’, and breakdown of people in 
employment or not, and explain in broad terms how they viewed those areas. 
Interviewees in employment were aware of mentoring but most of those seeking 
employment were not. 
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The role and process of mentoring was perceived broadly. The words of Interviewee 1 in 
Cat.1 evidence this: “The ‘mentoring’ resulted from demonstration, how they [colleagues] 
conducted themselves and ran their departments/organisations, how they dealt with 
situations, with colleagues, teams (listening to and respecting colleagues, sense of 
communication). Through that I felt confident to go to people for individual advice on 
particular issues. I had a number of people at any one time I could call on for advice on 
specific areas.” Here demonstration of behaviour and advice from current and past 
colleagues (from the same organisation or from similar organisations) are identified forms of 
mentoring. See also E4. 
E4. Did employers provide formal or informal mentoring in the work place? Briefly 
describe procedure and identified benefits. 
Mentoring is normally present in the work place, even if not always in a formal way. 
Informal mentoring tends to be the norm, this included: internal mentoring (colleagues 
mentoring each other, particularly in small organisations), external mentoring (formal 
outsourcing of mentors – specifically for senior positions), through professional networks 
(often in the same city, e.g. heads of development network) or friendship circles (but with a 
professional connection). The initiative of establishing mentoring relationships was generally 
placed in the individual - the employer organisation would support that process by advising 
mentors (or could also suggest that process in performance management/review). 
The identified benefits of mentoring are well summed up by Interviewee 2 in Cat.3:  “I think 
mentoring is really important. Your line manager gives you a lot of guidance and training but 
sometimes you need somebody else, outside, to provide some support and training, 
someone to talk to, to share ideas with, regarding your future career development, without 
it being a threat to your current role. For me, that is what mentoring offers. It gives you a 
wider perspective of your job.”  
Besides those personal benefits (support, guidance, training), mentoring is beneficial to 
organisations, not just for developing the performance of the employees, but because it 
creates links between organisations (if you have outside mentors or are part of a 
professional network that also performs that role) allowing them to work together and 
fostering a more holistic approach to the sector of the arts and culture.  
 
E5. Report on significant organisational differences in recruitment process between 
organisations (e.g. large vs. small organisations in terms of department in charge of 
recruitment and use of interviews). 
Smaller organisations normally do not to have specific departments to deal with 
recruitment. Generally the senior responsible of that organisation, along with another 
member of staff, tends to be in charge of the recruitment process. The recruitment process 
tends to be quite standard in the UK – please see p.2. 
 
 
G. RESEARCH PROCESS 
G1. Reflect on your interview process: what have you learned that you consider an 
important lesson to pass on to other researchers focusing on the same areas?  
Face to face interviews tend to generate more data than telephone or email interviews as 
the interviewer is able to create more empathy with the interviewee. In this case, the 
interviewer is generally in a better situation to rephrase or extend questions. However, a 
fundamental condition for the success of an interview is the predisposition of the 
interviewee to collaborate and share information.   
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H. OTHER 
H1. Indicate any other relevant points that have arisen from the research conducted. 
In the UK, some professionals feel that the arts/cultural sector was “slow in recognising 
transferable skills” (Cat.1 Interviewee 2). They consider that professionals have difficulty in 
moving sector, for example from Dance to Theatre, as employers tend to hire people that 
already work in the same sector/job. The reason given for this was the short-term nature of 
funding that the organisations have for those positions: there is, normally, no time to ‘grow 
people’, they need someone that can immediately fit the team and perform the job. 
However one interviewee had themselves moved from an orchestra to the heritage sector 
as their particular skill in fundraising was transferable.  
 


