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Foreword 


Research is the driving force behind all of Skillset's work.  I am pleased to present the latest information gathered from senior figures in film production, exhibition and distribution that has informed our funding strategy for 2010-2013.   

 

To give the findings some context, in 2004, Skillset produced a five-year plan entitled A Bigger Future. It is the UK film training and education strategy – the only one of its kind in the world.  A Bigger Future, the result of joint research by Skillset and the UK Film Council, outlined long-term solutions to combat the gaps in skills and knowledge the workforce had at that time, as well as forecasting the types of expertise needed in the future.  Over the past five years, Skillset has implemented and funded wide-ranging initiatives recommended by A Bigger Future.  This piece of research is a snapshot taken at the end of this period and reflects where the industry is now after much investment.  

 

We know it is essential for the film industry to respond to, and keep up-to-date with our ever-changing environment; being aware of what is taking place in the international arena, new technological developments, new trends in the way the audience consumes films and the new business opportunities arising from change. Many of the key findings on skills and training issues in this report relate to the changing circumstances in which the industry operates. 

 

For many years Skillset has funded training in new technologies so the industry can remain competitive - our support has covered a wide range of activity from funding the British Society of Cinematographers (BSC) to research and compare different film stock against the latest digital cameras, to training filmmakers and distribution companies on how to harness new online marketing and distribution opportunities.  Unsurprisingly, we will continue to invest in new technologies in the next phase of our work. 

 

What is clear across production, distribution and exhibition is that general business skills need attention, and in order to maximise new business opportunities, it is imperative staff understand the whole film value chain.  Skillset has already funded schemes like Inside Pictures for more experienced Producers and Executives to do just this and promoted general knowledge about the industry through our careers service.

 

This research also highlighted the need for a comprehensive online database of all training opportunities, stating if the course is accredited by the industry via Skillset.  I am delighted to say this is in progress now and it will be available to all by February 2010.

 

Our continuous research programme means Skillset can make informed decisions on where to focus its resources to support the competitiveness of the industry – and the success of the people working in it. In this tough economic backdrop, inevitably we will be focusing on those areas that have maximum economic impact.  We have one of the most highly skilled workforces in the world.  Skillset will continue to invest to ensure it remains so in the future. 

Neil Peplow
Director of Film, Skillset

Autumn 2009
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Executive Summary: Overview of Skills Needs, Barriers and Remedies cited by Employers 

	 Production
	Distribution
	Exhibition

	Common CURRENT skills needs

	· Negotiation and diplomacy (with internal colleagues and external customers)

· Management and leadership (specifically people/relationship management)

· Business skills (specifically commercial acumen, knowledge of the film value chain, finance for non-financial managers)



	Distinct CURRENT skills needs

	· Ongoing shortage of Production Accountants due to low pay compared with other sectors

· Development Executives with insight and commercial acumen

· Location Managers with up-to-date knowledge of legal developments

· Producers with commercial acumen 

· Experienced crew spread throughout the UK 


	· Information management (including market data analysis) through Information Communications Technology (ICT)

· Finance for non-financial managers

· Knowledge of film finance, at all levels in distribution
	· Business models for small businesses

· Film buyers with commercial insight from a marketing or audience perspective 

· Fund raising for small businesses

· Outreach with schools (for Education Officers)

· Exploiting new business opportunities e.g. corporate events and lets

	Common FUTURE skills needs

	· New/digital technology (specifically change management, and exploiting opportunities such as online and digital sales, and dealing with threats e.g. file sharing). 

	Distinct FUTURE skills needs

	· Keeping up to date with new camera technology

· Data management (the logistics of tracking master materials in digital format)

· Health and Safety (particularly risk assessment by HoDs and producers)

· Availability of construction and lighting crew as a result of the 2010 Olympics
	· Online marketing and distribution through digital platforms (particularly for smaller companies)

· Management-level training around the development of new business models.
	· Making the most of opportunities for screening non-film product on digital screens, for programmers, film buyers and those working in marketing.


	 Production
	Distribution
	Exhibition

	Common barriers to training

	· Direct and indirect costs including time, fees, travel and accommodation (less of an issue for large distributors and exhibitors)

· Lack of information about the availability and quality of training opportunities 

	· Trainees are cheap but need staff support whose time is valuable
	
	

	Common remedies proposed

	· Online database of all training opportunities with corresponding information on quality by Skillset as a third party assessor, and feedback from individual beneficiaries e.g. Skillset/BFI database and Skillset Approval and Accreditation (www.skillset.org/training/approvals/) 

· Increased communication of training and learning opportunities available

· Mentoring and internships e.g. Skillset assisted schemes (in production to include a focus on one department) 

	· Increase communication of the value of the SIF levy and associated opportunities available

· Training courses to be tailored to the specific needs of film

· Raise the availability of intermediate level training (with a couple of years industry experience)

· On set training for Health and Safety only

· New entrants shared between companies

· Ongoing development of ‘Skillset Careers’ with Information, Advice and Guidance for new entrants that manages expectations

· On the job training opportunities via micro-budget support schemes e.g. Film London and BBC Microwave Scheme (supported by Skillset)
	· Modular formats for training courses

· More consultation from Skillset to assess the needs of the industry

· Increase outreach to HR departments in larger companies
	· Bursaries and subsidies

· Improve visibility of Skillset

· Increase outreach to HR departments in large companies


Background to study

The regular collection of reliable data on employment and skills issues were key recommendations to emerge from A Bigger Future - the UK film skills strategy. This research informs the ongoing development of the Film Skills Strategy and the second phase of A Bigger Future, which will run from 2010-2013. The data captured provide us with the evidence to: 

· Target resource where it’s needed;

· Inform the development of skill solutions e.g. preparatory and competency qualifications and apprenticeships;

· Chart the size and shape of the industry;

· Monitor broad trends in the demand for skills;

· Forecast future skills the workforce will need.

Skillset’s core research programme now consists of four main approaches to gathering labour market data:

1) A biennial Census of employers to obtain employment estimates in each sector and occupation and nation and English region broken down by contract type, gender, ethnicity and disability.

2) Employer research to obtain detailed information from the perspective of the employer on skill gaps and shortages.

3) Surveys of the workforce in order to provide the perspective of the individual on employment patterns and training and skills development needs. 

4) A Qualitative framework for collecting timely data on skills issues and interrogating data gathered through large-scale surveys.

This study is part of the fourth element in Skillset’s ‘Research and Development Cycle’, illustrated in Appendix A.

Copies of all other Skillset research reports can be downloaded at http://www.skillset.org/research/index
Aims and objectives

The goal of the research is to identify from the perspective of film industry employers:

· Views about skills and training

· Current and future skills gaps and shortages;

· Barriers to the provision of training;

· The training infrastructure required and the practical means to address skills shortages and overcoming barriers to training provision.

Methodology

Design

The research design was informed by discussions with the Film Distributors’ Association and the Cinema Exhibitors’ Association about the most practical and effective means of involving distribution and exhibition employers in the research. It was originally intended that one or two focus groups would be held with senior executives in distribution and exhibition, but it became clear in the course of these discussions that such an approach would not work. In the case of exhibition, where companies are dispersed around the UK, it was not possible within the project timeframe to find a date and location that suited a sufficient number of employers and one to one interviews would be more practicable. 

Such constraints were not apparent in film production and producers, line producers and production managers were selected to represent employers within the production sub-sector, based on Skillset’s extensive network of contacts (through, for example, its Skillset Film Trainee Network scheme). In addition to these representatives it was felt important to consult executives from two prominent national film funders, to gather their views about training needs and barriers, as a complement to the producer perspective. 

Employers were selected from a broad range of companies varying by size (number of people employed), location in the UK, interest in mainstream and specialised films, and in production by experience of working at a range of budget levels (from below £500,000 to £5 million+). 

Methods

As a result of this design stage, the fieldwork involved three elements: 

1. Two focus groups, each lasting two hours, were held with producers, line producers and production managers in January and February 2009. 

Focus Group One comprised five participants with forty-four years experience in feature production between them (ranging from micro- to medium-budget productions) while Focus Group Two involved three participants with a total of forty years production experience across the same budget range. 

Participants were asked to complete a short questionnaire about their professional experience, and a summary of the results is given in Appendix B. The discussion schedule used in the focus groups is provided in Appendix C.

2. Face-to-face or telephone interviews lasting up to an hour were held with senior company executives within distribution and exhibition throughout the period from January to March 2009. 

Five interviews were held in total within distribution, involving:

· Two managing directors / CEOs of small independent distributors;

· One senior executive of a mid-sized independent distributor;

· Two senior executives working in theatrical sales for large, UK-based multinational subsidiaries.

A total of six interviews were held within exhibition, involving:

· Two managers of small, single-screen independent cinemas (one in London, one in Scotland);

· Two senior executives responsible for HR, training and recruitment in mid-sized, national circuits;

· Three senior executives responsible for HR, training and recruitment in large, market-leading national circuits (one of these interviews included two executives from the same company).

3. Face-to-face interviews lasting up to an hour were held in March and April 2009 with three senior production and development executives from two national film funding organisations. It is not possible to provide any further details about the individuals or organisations involved without risk to their anonymity.

Appendix D contains the question schedules used in these interviews described above.

Analysis and presentation

An audio recording was made of each interview and focus group, and these were used in conjunction with detailed notes taken at the time to generate the findings reported below. 

The content of the notes and audio recordings was analysed using broad thematic categories corresponding with the principal research questions. Areas of broad consensus as well as any significant differences of opinion are presented. Readers should bear in mind that not all of the views expressed are shared by every participant in the focus groups, unless indicated as such in the report. 

In order to retain context and participants’ intended meaning, every effort has been made to couch data in the terminology they used, and wherever relevant direct quotes are included in the report. To protect the anonymity of participants, quotations are attributed to broad descriptions of companies, and the names of individuals, training schemes and other companies to whom participants referred have been omitted.

As this is a small-scale piece of research, the results are indicative of a range of attitudes towards, and observations about, skills and training needs; no claim is made that this study is fully representative of all employers’ views across the film sector.

We would like to take this opportunity to thank all those individuals who took part in the research, as well as the Cinema Exhibitors’ Association and Film Distributors’ Association for their help in the research design and recruitment stage.

Results

The results of the focus groups and interviews are presented by sub-sector in four parts. The first looks at employers’ attitudes towards training and skills development within their company and across the sub-sector as a whole. This is followed by an examination of the current skills and training required as seen by the employers. The third part explores future skills and training requirements and the final part describes the principal barriers to training and skills development that employers are aware of, and considers options for addressing them as proposed by employers.

Production

Attitudes toward training and skills development

Training and skills development is generally recognised as important to the future prospects of the industry by those involved in production, although it may not always be a priority given the everyday pressures of financing, crewing, shooting and delivering a film. Among production employers there are, therefore, grounds for supporting a body like Skillset to act in the industry’s collective interests.

	“We all benefit collectively from training, but we don’t individually benefit from doing the training, we benefit from somebody else doing it. That’s the hurdle […] For us, making films for under £1 million, […] the idea for any wriggle room for spending money on non-essential bits is […] just very difficult”. (Producer)


The Skills Investment Fund (SIF) (a training levy on films wholly or partially produced in the UK)
 also finds support among focus group participants, albeit tempered by the view that the levy should be proportional to a film’s budget.

	“I’m supportive of paying the levy provided it applies to the size of the budget”. (Line Producer)


A producer’s responsibility for training and developing freelance crew lies in their ability to create sufficient work opportunities in viable, commercial projects. This applies not only to generating employment, but also to providing opportunities for crew to ‘step up’ into more senior roles.

	“The film industry isn’t just set up for the sake of people to work in the film industry. It exists for as long as we make films that sell. So the producer’s responsibility to freelancers is the creation of opportunities for freelancers to have jobs.” (Producer)


Any additional demands made on a film’s budget can threaten the viability of a production, and this is especially true in the current economic climate. Producers have always faced challenges in securing production finance, but the situation is exacerbated at the present time, leading to downward pressure on budgets. This in turn poses challenges for crewing up productions, particularly at the lower end of the budget scale, where the workforce may expect higher wages than the production can afford: 

	“In general, budgets have gone a lot smaller and a lot tighter […] And trying to crew up films offering lower wages than people are expecting is harder. So you are generally getting people to step up a grade to do a position. What would help training-wise is if there is a pool of people who are ready to do that and accept the cut in wages but would be able to take on the job”. (Line Producer/ Production Manager)


One option open to producers wishing to keep costs down is to hire less experienced crew or bring in trainees, but that is not without consequences. Trainees require attention from experienced crew to show them the ropes and provide on-the-job instruction, and this means the latter may have less time to work on the film.

	“The difficulty is, to train somebody you need a bigger crew, because if somebody is spending time training somebody up, they’re not doing their job. […] So sometimes, unfortunately, […] to have a trainee is [impractical on small budget productions]” (Line Producer)


Nevertheless, internships and trainee placements (including those facilitated by Skillset) are considered to work well and provide mutual benefit. Both producer focus groups made it clear, however, that investment in trainees carries certain risks, which can be offset to a degree by public subsidy (for example, by paying a share of trainee wages).

	“It’s very hard [to justify investment] in new entrants because they won’t all stay in the industry”. (Producer)


One producer observed, to the general agreement of other participants, that trainees should spend time in one department of their choice on a production, rather than move around and sample different roles:

	“You can do more effective training when someone has a sense of where they’re trying to get to. They may change their mind as a result, but it’s very difficult if people say they’d like to try a bit of this and a bit of that”. (Producer)


On the subject of new entrants, there is a feeling among producers that those coming into the industry for the first time need to have more realistic expectations about the nature of the work and career progression, including recent graduates from film school and media-related courses:

	“One of the barriers that we have is quite a high degree of unrealistic expectations from people coming out of film school. They all want to be a director, and if they’re not doing that then they’re a producer”. (Producer)


	“We had quite a high turn over of people [in our production office] because they had false expectations of what it was. And at the end of the day we were so put off by Media graduates that we were looking for people from completely different industries that just had the basic skills and had initiative and confidence [so] you could develop and train them to be multi-skilled. […] In a small production company you have to be multi-skilled”. (Producer)


There is a strong conviction among producers that production skills are best learned on-the-job, and in practice that is how most people at all levels pick up new knowledge and skills:

	“Being on a real film set and seeing what those actual jobs do is quite different from actually being taught it”. (Producer)


	“The reality of the industry is that you only get the skills by learning on the job”.  (Producer)


	“There’s no substitute for ‘live training’, as it were”.  

(Senior executive, film funding organisation)


Practical learning is favoured for formal training courses, particularly if this is linked to a system of mentoring. Both the Guiding Lights and Inside Pictures schemes (supported by Skillset) were explicitly mentioned as positive exemplars in this regard, and they have the additional benefit of providing high calibre networking opportunities:

	“Being able to get out there and meet industry people is fantastic for British producers. It’s a great way for people to learn”. (Senior executive, film funding organisation)


For much the same reasons, film production employers commonly agree it is important that tutors and course leaders delivering training come from a practitioner background and are up to date with contemporary developments in feature production:

	“There is a real requirement for people who are training or nurturing this new talent to actually be doing it rather than just be teaching it”. (Producer)


Current skills gaps and shortages

Producers described a number of areas where additional skills and training are currently required. Negotiation, diplomacy and people management skills (including team motivation and conflict resolution) were commonly cited by participants as being necessary for producers and heads of department (HoDs): 

	“Negotiating, resolving conflict- those kind of people skills [are required]- which I always hate the idea of going on a training course, but I kind of know it would do me a lot of good.” (Producer)


	“It’s also how to get the best out of people, and how to deal with difficult situations and difficult people. You always need skills in that. […] Particularly in production, you’re negotiating peoples fees, the hours they’re working […] I think it’s mostly aimed at HoDs [and producers]”. (Line Producer)


These types of skill, which are not specific to film production per se, can be taught through generic courses although producers favour provision that is tailored to the particular context and situations that arise in production.

There was also general agreement among focus group participants that every department could benefit from improved skills in the areas of finance, business and management, which corroborates evidence from the Skillset/UK Film Council Feature Film Production Workforce Survey 2008.
 

	“Every department is responsible for their own budget […] so it can only help for [them to] understand that side of things”. (Producer)


More specifically, producers feel that those in other departments should have a better awareness of film finance and the economics of the film value chain, to help manage crew expectations about contractual terms and conditions, and to raise the commercial acumen of above-the-line talent:

	“If you don’t understand the way that the finance of the film has been put together, you’ve got absolutely no way of understanding recoupment and where your little share of that recoupment is”. (Producer)


	“For a writer to have an understanding of how and why a film is financed is […] integral to being a successful writer”. (Producer)


An appreciation of finance structures, and the legal requirements they entail, is particularly important for those working on co-productions, with their attendant complexity and idiosyncrasies:

	“In relation to production accountants and line producers, and various people in the production office, [they] tend to kind of not necessarily understand the reasons behind some of the weird decisions the producer is making [on co-productions]. Some kind of understanding of that going forward is actually pretty key”. (Producer)


Participants identified four skills shortages: production accountants, development executives, location managers and producers themselves.

The shortage of production accountants is nothing new, according to participants, although it may have become more acute in recent years:

	“Production accountants. There’s always a shortage of good production accountants […] This has always been the case since I’ve been working”.

(Senior executive, film funding organisation)


	“Getting like-minded accountants […] I’ve had more problems getting accountants that I’d like to work with”. (Line Producer)


Producers believe this may be due to the nature of pay and conditions in film work, which may not be as attractive as work in other creative media sectors (like television) or other industries. In addition, accountants have to be bonded, which means they have to have a certain level of experience to practice in film, and therefore expect to command higher wages.

	“That’s the challenge: finding someone who is prepared to work with the timing issues and the pay issues, but is also a good enough accountant to do the job.” (Producer)


There is a general belief that development is under-resourced in the UK, and this extends to skills and training. 

	“I do think that really insightful development executives are relatively rare”. 

(Senior executive, film funding organisation)


There are a number of issues to unpack here.  Participants identified the need for more commercially-minded script editors to improve the quality and commercial prospects of UK story material, yet there is a suspicion that development executives and script editors require competencies that cannot easily be taught as they rely on a particular demeanour:

	“A good script executive is somewhere between a writer, diplomat and therapist”. 

(Senior executive, film funding organisation)


In addition, the relatively low status of development provides little incentive for people to make it their career: 

	“Development is such an under-valued and under-resourced bit of the British film industry […]  But we don’t have many good development executives or script editors. Nobody wants to be a script editor. And that’s so important to get good scripts […] It’s not just training, it’s bigger than that. People don’t see those jobs as jobs they want to spend time in”. (Line Producer)


Skillset research published in 2008 reports that those working in the locations department are more likely than almost any other department to identify the need for further training.
 The producers consulted were of the same view and recognise both the very demanding nature of location work and the lack of training provision dedicated to the tasks involved. Health and safety was one area in which producers felt location managers could benefit from ongoing training, to keep up to date with new legal developments. In another example, a producer raised the specific issue of European Regional Development Fund (ERDF) finance, which may be conditional on production expenditure in particular geographical areas (‘objective two’ areas) within a region. Within  this context, location managers need to understand which areas are ‘objective two’ when selecting locations for a shoot:

	“[On one of my previous films] the Location Manager didn’t know what an ‘objective two’ area [ERDF funding priority area] was […] and we were like flailing around a little bit to find out. So there are possibly things location managers need to understand about the wider aspects of filming”. (Producer)


Participants were also quick to point out skills gaps and training needs within their own profession. On the one hand, the fact that producers work on relatively few projects in the course of a year sets them apart from other occupational groups who may have a higher turnover of work, and thereby greater opportunity to learn new things on-the-job:

	“It feels like the gap is widening between the expertise the technical crew bring once you’re in production […] and [producers]. […] I feel my skills are rusty in comparison with some of the HoDs I’m employing, and that can sometimes set up an awkward dynamic”. (Producer) 


Building up a diverse body of work experience can, therefore, take longer for producers, a point noted by representatives of the film funding organisations interviewed for this research:

	“There are very few full time theatric [sic] film producers in the UK […] So it’s very difficult to build up that body of experience […] and we often see a lot of first time producers as a result of that”.

(Senior executive, film funding organisation)


On the other hand, there is a sense that too many producers fail to treat their project as a commercial enterprise:

	“There are a lot of producers carrying a project around for years and they don’t see it is a business”. (Producer)


This can have implications for other occupational groups within production, who need to be able to spot bona fide producers offering legitimate work opportunities: 

	“There’s no barrier to entry to call yourself a producer […] But the problem is the marketplace […] gets overrun by people calling themselves producers. All of the crew, and directors and writers don’t necessarily have the skills to spot the ones who can actually help you and will pay you money. [...] And that’s quite scary”. (Producer)


One solution is to prioritise training for producers, to address any shortfalls in experience and raise their commercial acumen, which can be justified on the basis that by putting projects together, producers create work opportunities for others in the sector:

	“Everybody seems to spend a lot of money on writers and developing directors, but to my mind […] producers are entrepreneurial, […] and they are in a position to pay people”. (Producer)


The final point to make about current skills gaps and shortages is that employers are aware of regional skills shortages around the UK. Examples given include a lack of crew with feature film experience in the West Midlands, and the total absence of production accountants in Northern Ireland.

	“We always seem to battle to find production personnel at the right level, and I don’t know if that’s maybe because we’re not shooting in London and people are not willing to travel elsewhere. But I find a lot of the people we get [are] either television people trying to cross over or people that just don’t have thorough feature film experience.” (Line Producer)


Future skills and training needs

Participants in both focus groups made it clear that the exigencies of production, of keeping a project on track and the finance in place, presents a challenge for forward planning beyond the immediate short term. 

	“It is difficult, […] because you don’t know when you’re going to get paid, how much you’re going to get paid, how long it’s going to last for […] It is difficult to plan ahead. […] I find it difficult to think about the now, really”. (Producer) 


	“In a way, as a film producer you have to be more reactive than proactive”. (Producer)


Although this was felt to be true in broad principle, some future events, and the risks and opportunities attached to them, are foreseeable. For example, there is concern that London-based production work may suffer crew shortages in construction and lighting departments as a result of the 2012 Olympic Games: 

	“If the Olympics is a bit behind, construction wise [construction crew and sparks may be tempted by better wages to work on that]. I can see it could kick off”. (Producer)


As was the case for 60% of film production crew consulted during 2006
 there is common agreement that new technology is likely to present future training needs, and this is borne out by present experience. Participants cited two areas as important in this regard. First, new developments in digital camera technology will necessitate ongoing learning, including R&D with specific bits of kit and general awareness raising. This applies as much to producers as those working in the camera department, especially where new technology is used to drive economies within the production budget. 

	“I would love some technical, or not too technical, courses to do with new cameras and new technology […] I’d love to have more general knowledge about it […] and nobody has a clue as technology [constantly] changes. […] A lot of people talk about new technology through hearsay.  […] A non-technical course would be [really useful]”. (Line Producer)


Second, the adoption of digital camera technology has implications for the logistics of production. 35mm film has a physical form that requires logging, transportation and tracking, the demands of which differ from those of ‘tapeless’ digital formats where data are stored on a hard drive. 

New work routines and processes will be required as these technologies gain wider use, and that has implications for the skills and training:

	“The thing with these technologies, if they’re tapeless, is just knowing what your master material is. Is it this drive, or that drive? […] I think if you’re in the post production business […], or line producers and producers, [you] need to be on top of it”. 

(Senior executive, film funding organisation)


	“The management of data is just such a minefield […] There are new jobs arising where they didn’t previously exist […] Even relatively experienced camera people [get] into technological problems to do with shooting in HD, and then what happens to the material in post-production. The difficulty on the training front is that technology is changing so fast that everyone is learning on the job […] A lot can be taught, but whoever is doing it has to be so up to date- it is so not a static world out there!”.

(Senior executive, film funding organisation)


One proposal addressing the matter of how best to pool and share intelligence about the use of new technology was raised in the course of Focus Group Two. The idea is to establish a fund, or other mechanism, to pay production companies to host seminars and/or publish the results of feasibility and implementation studies carried out in the course of their own R&D and production activity. This would enable companies to offset some of the financial risk of investment in new technology, while encouraging and enabling them to share the fruits of their experiences with peers in the industry.

As was the case for 35% of film production crew consulted during 2006
 producers said that health and safety is an area requiring ongoing training for all departments. 

	“That’s one area [health and safety] where I do agree you need to find time to continually update yourself”. (Senior executive, film funding organisation)


	“You get 1st ADs who don’t always have these skills. […] I think a lot of people don’t have the knowledge that they should in health and safety- across the board in every department”. (Line Producer)


One particular aspect of health and safety practice was singled out as deserving particular attention (and this is very much a current training need, as well as requiring attention in future). Producers feel more can be done to improve the risk assessments carried out by HoDs and producers, many of whom may never have received formal training in conducting an assessment.

	“Some people don’t have the experience to do a risk assessment. […] Even my own knowledge of stuff […] I’m not always sure I have the knowledge”. (Line Producer)


Barriers and remedies

The most commonly experienced barriers to training and skills development are pressures of time and money, according to production employers. This corresponds with evidence described in the Skillset/UK Film Council Feature Film Production Workforce Survey 2008, which found that common reasons for not receiving training cited by those in film production are fear of losing work through committing time in advance (36%), possible loss of earnings (30%) and fees are too high (27%).

However, time is only of secondary importance to employers, as it can always be found if money is available for cover. Public subsidy can play an important role in this regard, as it can help in funding training places and meeting the costs of course fees. 

	“Subsidised courses: make the courses cheaper, more accessible and more places.” 

(Line Producer)


One type of development opportunity in particular was singled out as being particularly susceptible to the barrier of high fees. Industry conferences are widely acknowledged to provide valuable networking opportunities, as well as the chance to keep abreast of new developments on the business side. However, fees charged at £500 or above are beyond the means of most producers, and this can prevent their attendance in many cases.

Film production employers also identified as a barrier their general lack of awareness about what training opportunities and support schemes are available, which is an issue common to over one quarter (26%) of the film production workforce.
 This is despite widespread familiarity with Skillset:

	“We come to Skillset a lot when we’re […] trying to get money to help do things […] but we don’t tend to go to Skillset to look at what are the things we can send people to.” (Line Producer)


There is broad support for an online database of courses, schemes and other training opportunities available around the UK. This could do much to bring together, in a one-stop-shop, the welter of information currently available. 

Such a resource can be further enhanced by a system of user review and/or accreditation or approval, whereby users leave feedback about courses attended, and a respected third party, like Skillset, provides accreditation. This would help to establish the credibility of the information offered, making it far more valuable to employers and individuals seeking training or support opportunities.

	“There’s courses and there’s courses: if a course was accredited by Skillset that would be good] […] If Skillset accredited a course I’d take it more seriously”. (Line Producer) 


Communication around the administration of the SIF production levy was suggested as another channel for promoting awareness of available support for training and skills development, establishing a more visible link between what producers are paying and what services are delivered as a result.  

	“I did try at one point, a couple of years ago, to find out where the money was going… I found it quite hard to pin down: a) what the courses are, and b) also what the ultimate value was […]”. (Senior executive, film funding organisation)


In terms of new entrant opportunities, which are highly valued by film production employers, concern was raised about finding a sufficient amount of appropriate work for trainee placements within smaller production company offices. One suggestion is to share trainees between companies, so they work a few days at each office.

	“With all the goodwill in the world, sometimes it is difficult to find stuff that is suitable for a trainee to do. […] Maybe it’s a case of having one trainee per three companies, so that they have maybe one or two days a week [with each]”. (Producer)


New entrants are also felt to benefit most from careers advice, like that offered by Skillset. Employers are clear that the focus for new entrants, and those considering joining the industry, should be on demystifying the work, to address any unrealistic expectations about what is involved.  As one producer put it, careers advice should be about “guiding and filtering” new entrants.

Although the value of new entrant schemes is understood by producers, employers indicated that more should be done to help those people who are only a few years into their career. Participants raised the idea of ‘intermediate’ level training and support, for those who fall between the categories of new entrants and more experienced crew.

	“There are already some quite good, successful, schemes for new entrants […], but if, as a production company, you are training new entrants consistently, and they are short-term schemes because as a company you can’t always afford to take these people on […] and at full salary level you can’t really afford to take that on board because if you were you’d automatically be looking for someone with more experience. So after you’ve become an entrant and before you’ve become incredibly professional in your field, that in between skill set might be interesting to have some training funding schemes […] So there’s a way to get to the next level.” (Producer)


As reported in the Skillset/UK Film Council Feature Film Production Workforce Survey 2008, freelancers are more likely to experience barriers to training than those on permanent contracts. Fear of losing work is one of the main opportunity costs of undergoing training, and the same survey found that over one third (35%) of the production workforce would be ‘very likely’ to attend training held on set during production if it was available, and 24% would be ‘fairly likely’ to do so.
  

However, there is little support among film production employers for on-set training. Producers may accept the idea in principle, but many pointed to the practical challenges of organising training to occur during the production schedule, which is invariably busy and subject to unpredictable changes. 

	“Productions are so time-consuming […] I just think that wouldn’t work. Unless it is integrated into what somebody is doing departmentally”. 

(Senior executive, film funding organisation)


	“Training somebody when you’re in production is the worst time you can train, as a producer I feel”. (Producer)


	“Anything formal on a shoot - I don’t know how that would work”. (Producer)


The idea was not rejected totally out of hand in all cases. There is some support for the idea of on-set training for certain roles and in particular areas (health and safety being one prominent example), although it would suit new entrants and less experienced crew better than anyone with a key role to play in the shoot:

	“If it’s new entrants it can definitely work [but not for more experienced people]. I don’t think you can get your production designer to go on a health and safety course [on set during production] because they have 101 things to do”. (Line Producer)


As an alternative to offering on-set training within standard productions, there is broad support for the idea of using micro-budget production support schemes as vehicles for training and skills development (e.g. the ‘training-through-production’ ethos behind Film London and the BBC’s Microwave scheme, which is supported by Skillset). Producers spoke favourably of this approach, as it can provide new entrants and those at an intermediate stage in their career with practical, hands on experience alongside mentoring opportunities.  

	“I think [the development of micro-budget schemes] is probably the best thing that has happened in a long time […] I think that’s a million pounds well spent”. (Producer)


Distribution

Attitudes toward training and skills development

Employers within distribution are just as aware and supportive of the principle benefits of training and skills development as their production counterparts.

	“Training is something that was missing from the industry for a very long time, however over the years I’ve seen it has been addressed, and that’s a great thing”. 

(Senior executive, mid-sized independent distributor)


Distribution companies (even UK-based subsidiaries of multinational corporations) tend to be small-scale employers, and staff turnover is characteristically low, which means opportunities for stepping up within teams are relatively rare. 

These features hold broadly true irrespective of company turnover and market share. However, there are significant differences, as one would expect, between the way training is approached within the largest and smallest companies in the sub-sector. Both large, multinational subsidiaries consulted in the present study have training organised centrally by their parent company. And in neither case did they feel it necessary to look much beyond this for the majority of their training needs. 

	“We’re not dealing with any issue where we think we have a significant [training] problem”.

(Senior executive, large UK-based multinational subsidiary)


Smaller operators, on the other hand, are unlikely to have a separate HR function within the company to draw upon, and on-the-job training is supplemented by third-party courses.

It follows, therefore, that the requirements for publicly-funded support differ accordingly, with smaller enterprises looking to maximise such opportunities wherever possible.

A number of general principles about training preferences emerged in the course of interviews with distribution employers. Course-based learning is appropriate for the right topics provided such courses are led by people with direct experience in distribution. Third-party courses held off site have the additional benefit of providing participants with professional networking opportunities, which are otherwise rare for most employees in distribution. For this reason, courses aimed specifically at people within distribution and the wider film sector are valued more highly than generic provision open to participants from unrelated businesses. Courses hosted by the Cass Business School and The Script Factory, both supported by the Film Distributors Association, are favoured in this regard. 

	“It helps if you’re with like-minded people”.

(Managing director, small independent distributor)


Internships and mentoring are relatively common within most companies (even if only on an informal basis within smaller enterprises) and they are considered valuable approaches for the benefit of new entrants. 

Current skills gaps and shortages

Distribution employers report a number of skills gaps, some of which cut across all sizes and type of company while others are in particular demand within smaller companies.

Of the former, information management, particularly through the use of Information Communications Technology (ICT, i.e. computers and the Internet), is the most commonly cited. This relates to the fact that distributors rely on market intelligence and sales data for business and campaign planning and administration, and this in turn generates significant amounts of information that needs to be stored, managed, analysed and reported effectively. The ICT element corresponds with findings from the Skillset Creative Media Workforce Survey 2008, which found that new technologies and IT were the most common skills gaps identified by distribution employees (by 27% and 18% of respondents, respectively).

	[In sales, skills are required for] formatting data in a way that makes it clear and concise for our own uses”. (Senior executive, large UK-based multinational subsidiary)


	“Time management and information management [skills are required]. How do you manage your time dealing with [information]? […] Most [distribution] companies are completely under-staffed […] So time management and information management [are important]”. (Managing director, small independent distributor)


	“The need to be proficient with [spreadsheets and data management] has increased in the last 5 to 10 years […] A lot of people are very good at negotiating […] but what goes alongside that is a lot of data analysis”. 

(Senior executive, large UK-based multinational subsidiary)


Small distributors face a number of challenges as a function of their limited size and market influence. Within this context, a number of current skills gaps and shortages are evident. Every one of the smaller companies consulted for this project identified negotiation skills as in need of further development within their sales and marketing teams. 

	“There’s a lot of negotiation in everyone’s job here […] It’s [about] having the tools to think creatively about the situation”. (Managing director, small independent distributor)


This also touches on the maintenance of client relations, in particular how to deal effectively and profitably with exhibitors.

	“When exhibitors don’t ring you back, when you’ve left a message and they don’t call you back: how do you handle that?” (Managing director, small independent distributor)


Smaller companies also highlighted the need for team members to have a better grasp of the principles of finance and accounting (“finance for non-financial managers” was one type of course suggested to address this). There was also the suggestion that those working in distribution would benefit from greater knowledge of film finance, in order to understand the basis of different deal structures. In a related vein, employers within smaller enterprises also spoke of the need for their employees to become better acquainted with other sections of the film business.

	“I think you have to have an appreciation of other sectors of the business because it absolutely affects what you’re doing”. (Managing director, small independent distributor)


At senior management level within smaller companies, there is an ongoing need for training and development in business strategy, key topics of which include raising finance, managing cash flow and keeping abreast of business model developments.

Future skills and training needs

The film business has always faced up to the opportunities and challenges posed by new technology, and while the pace of change has not always been as quick as first expected, seismic shifts do occur periodically (witness the coming of sound, colour, home video and so on).

Both the theatrical and home entertainment sides of the distribution business are currently in a transitional period. Digital cinema is beginning to gather apace after a slow burn start, and new digital 3D formats are also generating interest within mainstream exhibition. On the home entertainment front, packaged media (DVD and Blu-ray) remain the most lucrative part of the film value chain, yet online platforms (via ‘digital distribution’) are being rolled out in increasing numbers, and the Internet presents both risks to the legitimate business (from film theft, predominantly by peer-to-peer file sharing) and opportunities (in the form of online social media marketing).

	“Dealing with [digital cinema] has required a significant increase in skills. Just to be aware of the format, the implications, how it is changing our business in terms of the distribution of prints. And on top of that you’ve got 3D”. 

(Senior executive, large UK-based multinational subsidiary)


Within this context, companies, large and small, have already had to adapt the way they do business, but as these changes are ongoing, additional skills and fresh approaches to training are anticipated. 

Specifically, future needs were identified in the areas of online marketing and distribution through digital platforms (a particular requirement for smaller companies who manage this work in-house), along with management-level training and “consciousness raising” around the development of new business models.

	“[Digital cinema] doesn’t affect the day-to-day business […] The bit we haven’t sorted is if we’re going to move to online distribution what skills do we need to do that? […] It’s a bit more on the business and marketing side than the technology”. 

(Managing director, small independent distributor)


Barriers and remedies

As might be expected, the barriers to training and skills development have a different complexion within small and large companies. The direct and indirect cost of sending staff on third party courses is the most commonly cited obstacle to training provision in small companies, although within reason, money can usually be found for the right kind of course.

For companies both large and small, a lack of information about the availability, suitability and quality of courses and other development opportunities was also frequently identified. 

	“Who can you turn to, to say, ‘Can you recommend a person or organisation to deliver negotiation training’?”.

(Managing director, small independent distributor)


	“[Without credible information] you’re going in fairly blind, and [the risk is] you’ve paid for a course that didn’t give you the value you expected it was going to”. 

(Senior executive, mid-sized independent distributor)


However, addressing this problem is not simply a matter of creating new sources of information; it also involves actively promoting awareness of what’s currently available through, as one employer put it, “push rather than pull”.

	“I accept that it’s complete laziness on the part of employers, in that they don’t actively go out and look at what’s out there, they do kind of expect to be spoon fed […] Even though [information about training] is out there, they [aren’t] going to look for it”.

(Managing director, small independent distributor)


The suggestion of an online database of training provision and development opportunities was welcomed by many distribution employers. But in addition, much can be done to harness existing networks to disseminate information, including encouraging training providers currently in receipt of Skillset support to pass on details of the full range of publicly funded opportunities:

	“Skillset needs to clearly communicate through existing providers what other courses are available”. (Managing director, small independent distributor)


In terms of the delivery of training courses, modular formats are preferred by many distribution employers, as they allow participants pick and choose sessions of relevance without the need for a long-term time commitment.

One final point was raised in connection with future support for larger companies: employers would welcome efforts by Skillset to reach out more to HR departments, to inform them of new opportunities, and to work with them more closely to assess and address their specific needs.

	“Does Skillset engage with the HR departments in all the various companies? If not, then it should do […] Reach out to the HR teams […] Work with HR departments to understand  their needs”. 

(Senior executive, large UK-based multinational subsidiary)


Exhibition

Attitudes toward training and skills development

As with distribution, there is a relatively clear divide between the outlook and needs of large and small exhibition companies. Undoubtedly, training and skills development are recognised as important by both camps, but their place within the overall context of the business may differ somewhat. 

For the largest companies, with HR departments and well-established policies and procedures, training and career development opportunities help to attract good quality recruits to the business from other retail sectors, and they can aid staff retention.

	“We take training and skills development very seriously […] So things like product knowledge and guest service, for our teams, is absolutely critical”. 

(Senior executive, large national chain)


For smaller, independent cinemas, induction and on-the-job training is a means to ensure staff can carry out their prescribed tasks, and there may be limited scope for development opportunities that go beyond this.

Within exhibition there is also a cultural divide between those companies that see themselves as part of the retail and hospitality sectors, and those that feel they are more closely aligned to the arts and culture sector. One senior executive from a large national chain said exhibition is “probably 60/40 retail/hospitality”.

	“[I]f you look at the skills our people need, we’re in the hospitality industry and we should be aligned with them. We’re competing with people going out to a restaurant or to other leisure activities”. (Senior executive, mid-sized national chain)


In contrast, the manager of a single screen independent cinema said, “I put ourselves in the cultural industry rather than the leisure or hospitality industry”.

This reflects the different ambitions of exhibitors catering to a range of audience tastes, and it has implications for the types of training and development needs identified by employers.

It is important, however, not to overstate these differences because cinema businesses of all sizes run along quite similar lines. In particular, training and skills needs can be divided according to three core functions irrespective of the type of company: front of house, projection and management/head office.

Current skills and training gaps

The Skillset Creative Media Workforce Survey 2008 found that the most commonly cited areas requiring additional training within exhibition are management and leadership, finance, projection and first aid. 

Employers noted that front of house skills, in particular those associated with customer care, are currently required.

	“Also, front of house skills. I think it’s important to refresh them and to correct bad habits”. (Manager, independent cinema)


Interestingly, health and safety is not perceived by employers to be a gap as such; it is judged to be integral to the licensed trade of the exhibition business, and sufficiently covered by existing training provision.

However, various aspects of management training were identified by exhibition employers across different sized companies. For example, business skills are required by managers at all levels, according to employers. 

More specifically, larger employers identified the need for some form of film business orientation for new managers arriving from other retail sectors, to include an introduction to the way the film business operates across the value chain. One senior executive who had attended a business module at the Cass Film Business Academy felt the course was too producer-focussed, and would have preferred something more specific to exhibition:

	“Something that is focussed around exhibition: who they touch in the industry, and then why that is important to them, and what do they actually need to know”. 

(Senior executive, large national chain)


Within smaller exhibition companies, particularly those operating with a cultural remit supported by public funding, managers are more likely to benefit from training around small business development, with additional support in areas like fund raising and project management:

	“Business planning, business development for small businesses [is required]. How do we get where we want to be in 5 years time?”. (Manager, independent cinema)


All of the large- and mid-sized exhibitors mentioned the need for training film buyers to improve their commercial insight from a marketing or audience perspective, and to hone their negotiation skills.

	“That’s an area where as an industry we could benefit [from more training…] How to be a highly effective film buyer […] Understanding what works and what doesn’t. Understanding the other side of the business model- the distributor’s side […] How can that relationship be more symbiotic”. (Senior executive, large national chain)


Finally, employers highlighted two areas where training and skills development is required to help capitalise on opportunities allied to their core business. For larger companies, there is scope for improving marketing and sales skills within head office linked to generating ancillary revenue through services like corporate events and lets.

For small, cultural exhibitors there is a need for training opportunities and support schemes aimed at education officers offering outreach services to local schools and colleges. 

	“There’s not a huge range of training for film education, [like how to work] with schools”. (Manager, independent cinema)


Future skills and training needs

New technology figures prominently in employers’ expectations of future training and skills development needs. 

A number of the companies consulted have started to make the transition to digital cinema, and as this grows more widespread, employers anticipate knock on effects for their training provision and recruitment. 

Some employers anticipate the need to support existing projection staff to develop transferable skills to help allay fears about the impact of new technology on their careers. There may also be a need for managers to gain skills in change management techniques, to ease the transition to digital cinema as it takes hold of the business.

Finally, in addition to the technical aspects of new technology, digital cinema has the potential to radically change programming options by enabling cinemas to screen a wider range of content, including live performances and events. A number of employers suggested that programmers, film buyers and those working in marketing may require training and support to help them make the most of the opportunities for screening non-film product on digital screens.

Barriers and remedies

The cost of training was most commonly cited as a barrier by exhibition employers, although this is less of an impediment for larger companies with well resourced internal provision. Such costs are not confined to the course fees, but also include travel and accommodation expenses for off-site training.

	“It’s not so much the time, it’s the associated costs […] Things like the cost of travel, accommodation”. (Senior executive, mid-sized national chain)


Employers in small companies made it clear that bursaries and training subsidies are invaluable, while larger companies will consider sending staff on free training courses although cost is never a determining factor in the decision making process.

As in both production and distribution, employers from large and small exhibition companies identified as a barrier the lack of objective, qualitative information about what training opportunities are available, who they suit and how good they are. This adds an element of risk to training selection, which can be minimised by more transparent information about existing provision.

	“If there was a way of saying: here’s a list of preferred or approved providers of training in these areas, and so and so has had experience of using them […] As a reference, that would be quite interesting”. (Senior executive, large national chain)


	“Information is all there if you’ve got the time to look for it. What’s missing is the qualitative assessment […] You don’t have the kind of hotel guide mentality where people rate courses […] with various feedback and so on. It’s always a risk going out to find a new course”. (Senior executive, mid-sized national chain)


	“I’m aware broadly what’s out there… [a database] would be useful… [if a course was recommended by Skillset] that would be helpful”. (Manager, independent cinema)


The manager of an independent cinema suggested using local independent exhibitor networks to promote awareness of skills development and training opportunities.

Allied to the provision of information, there is a sense among employers that Skillset should raise its visibility within the exhibition sector. This could entail offering companies advice about their internal training programmes, including through the development of National Occupational Standards (NOS) for different roles within exhibition.

	“I see people [at Skillset] that would like to help. I think the climate is receptive to doing something, but I don’t see any infrastructure in place”. 

(Senior executive, large national chain)


Conclusion
This research has revealed a complex and diverse range of skills and training needs across the film sector, while at the same time shedding light on the principal barriers that prevent employers and their workforce from making the most of available development opportunities.

Although each sub-sector of the industry has training and skills needs that are particular to it, this study has shown that there are a number of types of provision whose benefits are common across the film sector as a whole. 

In particular, the research demonstrates there is widespread support (and demand) among film sector employers for:

· Negotiation, management and leadership, business skills and new/digital technology training.

· The development of an online database of training courses, schemes and funding opportunities, complemented by a system of approval or accreditation informed by a third party such as Skillset, and user feedback and ratings to help inform the selection of training courses.

· Increased communication of training and learning opportunities available.

· Mentoring and internships e.g. Skillset assisted schemes.

· The continued provision of bursaries and subsidies to support individuals and companies.

· A higher profile for Skillset within each sector (particularly exhibition).

· Advice and support for HR departments in larger companies within distribution and exhibition.

Skillset, 2009 
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Appendix B:

Overview of focus group participants 

Table B1: Focus group one

	Occupation/ 

job title
	Current 

employment status
	Years 

working in film production
	Years 

working in present role

	Head of Production/ Producer
	Company owner, Director or CEO
	10
	8

	Production Manager/ 

Line Producer
	Freelance
	12
	4

	Head of Production/ 

Line Producer
	Company owner, Director or CEO
	6
	8

	Producer
	Full-time employed
	5
	5

	Producer
	Company owner, Director or CEO and Freelance
	11
	11

	
	Total= 44 years

Mean= 9 years
	Total= 36 years

Mean= 7 years


Table B2: Focus group two

	Occupation/ 

job title
	Current 

employment status
	Years 

working in film production
	Years 

working in present role

	Chief Operating Officer/ Producer
	Company owner, Director or CEO
	6
	3

	Line producer
	Freelance
	15
	6

	Line producer
	Freelance
	19
	9

	
	Total= 40 years

Mean= 13 years
	Total= 18 years

Mean= 6 years


Appendix C:

Production focus group discussion schedule

Production focus groups

Attitudes towards skills development and training

1. How important is skills development and training, and why?

Skills and training needs

2. What, if any, skills gaps are you currently aware of, and what type(s) of training is required? 

3. Thinking about the medium to long-term needs of your business, which skills and training will be required over the coming years?

Barriers and training infrastructure

4. Which, if any, factors prevent you from providing more, or better, training opportunities for your employees?

5. Which, if any, factors prevent your employees from participating in training?

6. What steps can be taken to address these barriers?

Appendix D:

Question Schedules

Distribution interviews

Attitudes towards skills development and training

1. How important is skills development and training to your company?

2. Does training and skills development feature in your business planning?

3. Do you run any training in-house?

4. Do you have a dedicated training budget?

5. Do you routinely review employees’ performance?

6. Would you like to offer more training opportunities?

7. What do you think about existing third-party training courses for your sector?

8. What do you think about existing support schemes for training?

9. What are your views about qualifications (pre- and post-entry)?

Skills and training needs

10. What, if any, skills gaps do you currently have?

11. What type of training is required? (e.g. induction or ongoing professional development, in-house or external courses, sector-specific or generic?)

12. Are you currently addressing these skills gaps in any way?

13. What has worked (or not) in the past?

14. How far in advance are you able to predict skills and training needs in your business (in years)?

15. Thinking about the needs of your business within that timeframe, what skills and training will be required?

16. Does the adoption of digital technology in your industry require any new skills and training? What are you currently doing, or how do you plan, to meet these new demands?

Barriers and training infrastructure

17. What, if any, factors prevent you from providing more, or better, training opportunities for your employees?

18. What, if any, factors prevent your employees from participating in training? [Probe for course scheduling as a factor, i.e. time and place]

19. What steps can be taken to address these barriers?

20. How can Skillset, training providers and industry partners improve the information available about existing provision?

21. How can Skillset work with employers to optimise training for their staff?

22. Is in-house training preferable to external provision? Why?

23. At what level is your company willing to support their staff (e.g. by paying for training, or providing it in-house)?

24. What additional services (outside of training courses) will be useful (e.g. role standards, Skillset Careers service)?

Appendix E: 

Exhibitor interviews

Attitudes towards skills development and training

1. Overall, how important is skills development and training to your company? [Probe for reasons]

2. Does training and skills development feature in your business planning?

3. Do you run any training in-house?

4. Do you have a dedicated training budget?

5. Do you routinely review employees’ performance?

6. Would you like to offer more training opportunities?

7. What do you think about existing third-party training courses for your sector?

8. What do you think about existing support schemes for training?

9. What are your views about qualifications (pre- and post-entry)?

Skills and training needs

10. What, if any, skills gaps do you currently have?

11. What type of training is required? (e.g. induction or ongoing professional development, in-house or external courses, sector-specific or generic?)

12. Are you currently addressing these skills gaps in any way?

13. What has worked (or not) in the past?

14. How far in advance are you able to predict skills and training needs in your business (in years)?

15. Thinking about the needs of your business within that timeframe, what skills and training will be required?

16. Does the adoption of digital technology in your industry require any new skills and training? What are you currently doing, or how do you plan, to meet these new demands?

Barriers and training infrastructure

17. What, if any, factors prevent you from providing more, or better, training opportunities for your employees?

18. What, if any, factors prevent your employees from participating in training?

19. What steps can be taken to address these barriers?

20. How can Skillset, training providers and industry partners improve the information available about existing provision?

21. Is in-house training preferable to external provision? Why?

22. At what level is your company willing to support their staff (e.g. by paying for training, or providing it in-house)?

23. What additional services (outside of training courses) will be useful (e.g. role standards, Skillset Careers service)?

Appendix F: 

Funder interviews

Attitudes towards skills development and training

Your company

1. How important is skills development and training?

2. Does training and skills development feature in your business planning?

3. Do you run any training in-house?

4. Do you have a dedicated training budget?

5. Do you routinely review employees’ performance?

6. Would you like to offer more training opportunities?

Production sector

7. What is the producer’s role in skills development and training?

8. Who should take responsibility for training and supporting the development of freelancers? 

9. What do you think about the Skills Investment Fund?

10. What do you think about existing third-party training courses for your sector?

11. What do you think about existing support schemes for training?

Skills and training needs

12. What, if any, skills gaps do you currently have?

13. Are you currently addressing these skills gaps in any way?

14. How far in advance are you able to predict skills and training needs in your business (in years)?

15. Thinking about the needs of your business within that timeframe, what skills and training will be required?

Barriers and training infrastructure

16. What, if any, factors prevent you from providing more, or better, training opportunities for your employees?

17. What, if any, factors prevent your employees from participating in training?

18. What steps can be taken to address these barriers?

19. Is training on a film set a practical option? 

20. How can Skillset, training providers and industry partners improve the information available about existing provision?

21. What additional services (outside of training courses) will be useful (e.g. role standards, Skillset Careers service)?

� The term ‘producer’ is used throughout this section to refer to roles including producer, line producer and production manager.


� http://www.skillset.org/film/funding/sif/


� The most common area in which the film production workforce felt they needed further training was finance, business, marketing and management, mentioned by 25% of those wanting training (16% of the sample as a whole). Source: Skillset/UK Film Council Feature Film Production Workforce Survey 2008.


� Skillset/UK Film Council Feature Film Production Workforce Survey 2008.


� Skillset.UK Film Council Feature Film Production Workforce Survey 2008.


� 35% of those citing a future training need identified Health and Safety. Source: Skillset/UK Film Council Feature Film Production Workforce Survey 2008.


� Skillset/UK Film Council Feature Film Production Workforce Survey 2008.


� Skillset/UK Film Council Feature Film Production Workforce Survey 2008.
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