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Executive Summary

In the pursuit of creating a fair, just, equitable eaptesentative Canadian entertainment industry, the

Independent Media Producers Association of Creative Talent believes that producers hold a unique and

powerful role. As the key decisiorakers, owners and leaders of media projects, producers are insit®p

LG =KL9: DAK@ : MKAF=KK KL9F<9J<K/J] <AJ=;L @AJAF? HJ9; L
inclusivity, safety and belonging. Producers are therefore essential to activating change throughout the

industry.

Rationale

There are tree main elements that risk undermining change effortsin@grtainty about the most impactful
actionstotake(2AF; GFKAKL=F; A=K AF L@= 09Q | < A3)luncdrsolousQA 9 F< |
biases related to the degree of change required risk undermining change efforts and limiting their

effectiveness.

2G EGN= : =QGF< | 909 = HaindieAha®e, a m@s=conprelerske undeSiandicy K MK
G> L@= :9JJA=JK LG ;J=9LAF? 9 EGJ= <AN=JK= 9F< AF; DN
These efforts will provide insight into how best to operationalize the commitments to warkiNacsity and

will also surface counternarratives held by producers who might not feel accountable for creating change, or

who might not believe that change is needed. Overall, such an examination would provide a clear picture of

where and why change effs are working, how best to accelerate them, and where and why those efforts are

falling short.

Project Aims

This panCanadian research project on the inclusive business practices of producers aims to:
1  Surface common attitudes, perspectives, and behaviours of Canadian producers towards inclusion and
diversity practices.

1 Uncover theathsto diversity undertaken by producers, establish preliminary benchmarks (starting
points), areas of resistance, andceantered barriers.

1 Understand the challenges producers face in adopting inclusive business praatiddéee perspectives
of producers who do not wish to adopt inclusive business practices

1 Identify what motivates producers to change their business ipescand workplace cultures to become
more inclusive.

This research may be further mobilized to:
1 Inform the development of sectaride benchmarks for inclusion
1 Establish best practices towards adopting inclusive business practices.

Research Approach

The esearch began with a review of the current sector landscape, including existing sector research. This
landscape scan was followed by two simultaneous, and complementary phases thatgmiegn(1) Industry
Survey, and (2) Sector Interviews and FocuspSrou
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Study participants

2@AK KLM<Q AFNAL=< H9JLA; AH9LAGF >JGE .JG<M; =JK 0GJC
responded to the online survey, abtlof those were engaged in a follow up interview or focus group.

The terminology sed in this report and in the collection of demographic and other information in the

GFDAF= KMJIJN=Q AK :9K=< GF L@= ! 9F9<9 +=<A9 $MF<AK J-=
Collection on Racialized and Indigenous Communities developed in 2020 b¥thety and Inclusion Data

Collection (EIDC) round table.

Research Context & Limitations
Legacy of distrust

Although he Canadian Film and TV Production selhts recently started to collect identity information, this
practice has not been in plateng enough to establish an accurate baseline, nor to build trust regarding how
these data are used.avly equityseeking participants are reluctant to sieléntify due to long histories of
oppression and discriminatigrand concerns about the protectiofiidentity and privacywithout a

:=F; @E9JC/1 AL AK <A>>A; MDL LG 9K; =JL9AF L@= J-=
l 9F9<9AK ! =FKMK OO@A; @ MK=K <A>>=J=FL ;9L=?GJA
sector at large

HJ=K=F
=K L

o

J
K

Additionally, the oppressive experiences that have made it unsafe for-segkiyng professionals to self
identify are equally likely to discourage participation in these early research efforts (due to historic lack of
trust).Indeed, several producers ahorganizations declined participation citing the (especially recent)
history of failed promises and unfulfilled commitments to improving diversity, equity, and inclusion in the
sector.

Inconsistent language, measures, and limited accountabilities

Mixed méhods researcls F L @= K=; L GJ A kemdan&de@es@dallyesearch tat fbdased oD
producers, contributing to a lack of consistent definitions and measures of diversity and workforce
composition. Currently, there is no benchmark againsgtivto compare changes yeaveryear to assess the
(in)effectiveness of various diversity initiatives. Moreover, without standardized measures, it is difficult to
<=>AF= ;D=9J | 2G9DKA >GJ AEHJGN=E=FLy

Participant representation

Individuals whadentify as cis, hetero, and white comprise most participants in this study. While this
distribution does notrefledt 9 F9 < 9 RKMK <9L9J] L@= <AK; J=H9F:; Q :=LO==F
composition and representation in the sector (particularly the domiearicis, hetero, white identities and

persons without disability) is the impetus for this research. Accordingly, the predominais;énefero, white

identitiesand persons without disabilities among participantshig studyis notconsidered an

overiepresentatiorof these perspectivesccording tdhe industrylnstead, the majority identities represented

AF L@AK KLM<Q @=DH I MO9FLA>Q L@= D9; C G> J=HJ=K=FL9L/
sector.
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The sample population of thi&gudy does, however, reflect an overrepresentation on two demographic

variables: location and gendétarticipants in this studgeported workingoredominantly in Ontario, which is

<M= AF H9JL LG 2GJGFLGAK HGH Kdiiflohatyl mential@drticipaAtDfom 9 F < L = L
some otheparts of Canada (e.g., Nunavut, Nova Scotia) declined participsgioaljovciting a lack of

:=DA=> AF L@= K=; LGJAK ; GEEALE=FL LG AEHJGNAF? <AN=1J
respondents identified as female (58%), which is an overrepresentation according to broader industry data.

Reporting

Participants in all phases of this research included members from a wide range of communities, reflecting a
broad set of identities. The scope of this research, combined with the current workforce composition of

l 9F9<9AK K; J== K =gmim@hitig$ had susfiéiadt parti@Pation © GeLdiff@dntiated in this
reporting while maintaining anonymity.

This research explored DE&I at the seleteel, with the aim of documenting preliminary, benchmarking data

about how the concepts of DE&l curréntt GH=J9 L= AF L@= K=; LGJy L L@AK D=
cluster according to equity positionality. To show the magnitude of this discrepancy (i.e., between equity

seeking creatives and naaquity seeking creatives), thisresearchsegmer®@= <9L9 9; ; GIJ<AF? LG
identification as members of communities that have experienced marginalization.

The consistency across the experiences reported by Black, People of Cdtaligenous,2SLGBTIQAand
Participants with Disabilitiesin this study cannot be assumed across all settings. That is, it is expected that
these communities, and the intersectional identities within these communities have experiences related to
access in the sector that merit focused examination thgaes beyond the scope of this initial research and
would further support the development of specific interventions that meet the needs of each community.

Key Findings

The following summarizes the key findings surfaced through the survey, intervieaguengrbups. All
interview and focus group participants participated in the survey. Findings did not differ across methods;
accordingly, and to preserve confidentiality, the findings discussed combine all methods unless explicitly
stated.

1. Definitions and practices about diversity, equity, and inclusion vary throughout the sector.

9 Differences across all participants in understandings of DE&I, most notably between participants who
identify as members of communities that have experienced marginalizatiath@sel who do not.

1 The concepts of diversity, equity, and inclusion have gained new levels of attention considering the
social violences that gained more widespread awareness inZIZ10 Butanguage without literacy
reinforces a superficial understanding of the issuemaading DE&I, while creating the perception of
understanding.

1 Most DE&I language in the sector fails to recognize how a legacy of access and systemic barriers to
9;; =KK ; GEHJAK= L@= K=; LGJAK AF>J9KLJM;p&rddis=H AL 9
without disability and omits these identities frodH=J 9 LAGF9DAR=< MF<=JKL9F<AF?
Importantly, this points to the ways language is an incomplete indicator of understanding and how
MKAF? L@= | JA?@LA D9F?M9?2= ; 9F GN*JDBGGCRALRA AK<-=
therefore rot inherently antiracist or antroppressive.

2. Udnclusion as an Yachievement AN & YinclusiveA as a s

T "AN=JKALQ 9HH=9JK LG := LJ=9L=< 9K 9F |1 9; @A=N=E=F
than a set of continuous (and evolving) praagic
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1 DE&practices focus on numbers, which encourages a superficial understanding of diversity, places
most of the accountability on the individual person, perpetuates tokenism andherking by
creating a sense of urgency based in fear, and situatesseggiation (only) in community projects,
i J=9LAF? H9J9E=L=JK 9JGMF< 0O@=F | <AN=JKALQ L9J?=L

1 Accountability is murkywho is responsible for creating and sustaining change? How is the sector held
accountable for change?

3. Scarcity & deficit narratives reify oppressive power dynamics

1 Prolonged hegemony of the white cis midlentity in the sector has creatednarrow set of
assumptions about where talent residgsvhite cis males) and what talent looks like (i.e., what white
cis males eate) anchas influenced the development séctor infrastructuréhat supportsthis narrow
definition of success

1 Feelings of ownership over funding and resourddat have regularly been available to white cis
(mostly) male creatives perpetuate thendridaN= L @9L AF; DMKAN= HJ9; LA; =K 9
hetero creatives.

T AseemingN=J=KLAE9LAGF G> L@= | JAKCA AFf&ibgN=< AF AFN-=
creativesand a resultant reticence to investing in other stories, perspectivésraative talent.

1 This, combined with the fagiaced, higkstakes sector dynamics perpetuates a prioritization of survival
over equity, and for some, fighting for privilege over freedom.

4. Systemic biases are self -reinforcing
1 White, cis, heteronormativity= > AF=K O@9L | 2GG<A DGGCK DAC=4

T "FL=J9; LAF? KLJM; LMI9D AKKM=K H=JH=LM9L whicd& >9DK-=
is used to rationalize a lack of commitment to increasing workforce diversity.

1 There is a selkinforcing cycle wheby structural inequalities (e.g., access to networks, work
experience, funding, development) reinforce a narrative that shapes the actions of individual producers
9F< GL@=J ; J=9LAN=K OA g =ayvélsiof)GuhichAdmrcesturagamersGF = AK F
and limit opportunities to disrupt these narratives.

5. Mismatch between needs, interventions & follow through

1 72.73% of survey participants indicated engaging in inclusive pratctitagghat they were not doing
two or more years ago.

1 Considerable differences were observed in the interventions considered most effective by participants
identifying as members of communities that have historically experienced marginalization, and
participants who did not.

1 Current interventionstend to refect the perspectives of participants who are not egségking within
the sector, and consequenthgnd not to match the needs of equitgeeking communities

1 Most practices emphasize connectindividualproducers withindividualcreators, rather thahuilding
connections between producers and networks/communities of talent (i.e., a broader talent pool).
Consequentlyinterventions tend to lack scale
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Recommendations

Specific recommendations were often shared by participants through theemsd survey questions,

interviews, and focus group contributions. The following recommendations summarize these suggestions,
with emphasis on themes that emerged consistently ssraultiple contributions. For example, many
participants noted frustrations about performative allyship, confusion about DE&I terminology, and
inconsistencies between verbalized commitments and action, alongside clear misunderstandings about these
gaps. bgether, these point to the need for increased DE&l literacy.

Sector-level

1 Make DE&I a lens, not a cause by focusing on access

1 Standardize terminology, measures, and accountability practices
1 Make policy practical

1 Incentivize the process

1 Investin orgoing research to support evidenbased interventions

Producer -level

1 Build literacy in antfacism and antbppression
1 Create resources that meet producetsere they are
1 Exposure, Access, and Opportunity

A Need for Coordinated Action

20202021 haseenanincreasen investmensin research, programming, and other supports directed toward

i GEEMFALA=K G> ; J=9LAN=K L@9L @9N= : == @AKLGJA; 9DDC
perspectives, experiences, and needs of these various conieswusiitfaced by these investments is essential

to inform actions that will contribute to lortgrm changelndeed, several organizations are working hard to

disrupt the barriers to access most pertinent to their respective communities.

While theexperiene of each community is uniquthe currentresearch has underscored important
similarities that signal shared structural oppressiasihe root of ttose experiencegit the same time, this
research has highlighted the limitations experienced by individarad individual organizations in sufficiently
scaling interventions to achieve the desired magnitude of change

There is an important opportunity to coordinatefforts across organizationg to establish a shared plan of
action that leverages the important contributions of each community/organization to accelerate change.
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Introduction

In the pursuit of creating a fair, just, equitable and representative Canadian entertainment ittugistry,

Independent Media Producers Association of Creative Tladdiet’es that producers hold a unique and

powerful role. As the key decisiorakers, owner and leaders of media projects, producers are in the position

LG =KL9: DAK@ : MKAF=KK KL9F<9J<KJl <AJ=;L @AJAF? HJ9; L
inclusivity, safety and belonging. Producers are therefore essential to actoretitge throughout the

industry.

Since the Summer of 2020, 174 production companies from across the country have committed to this pivotal
first step towards addressing and dismantling systemic racism and white supremacy in the entertainment
industryby sgning theProducer Pledde Ths is one of mangommitmentsthat have the power to

dramatically change the landscape for Black, People of Catmlindigenousrtists and professionals of all
genders, sexual identities and disabilities working in the industry by providing more opportunities, safer / more
conscious worlkenvironments and increased agency in representing the stories of their communities on

screen.

Rationale

The early traction of the Producer Pledge in the Canadian producer community affirmed both a willingness
and an urgency to address systemic racismism,and other damaging forms of oppression by starting with
their very own businesses.

While this enthusiasm is encouraging, conversations that took place in support of the Pledge revealed the
challenges inherent in transforming optimistic intentiort® imeasurable actions. Layers of systemic

oppression that create barriers for Black, People of Caludiindigenougrofessionals become system

based resistance that committed producers must also overcome. Uncertainty about the most impactful

actionsto® C=J1 AF; GFKAKL=F; A=K AF L@= 09Q | <AN=JKALQA 9F«<
related to the degree of change required risk undermining change efforts and limiting their effectiveness.

2G EGN= : =QGF< | 909 J = Btairaiie’chaGge, a m@sgcorfiprehensive Unde@tanding K M

G> L@= :9JJA=JK LG ;J=9LAF? 9 EGJ= <AN=JK= 9F< AF; DN
These efforts will provide insight into how best to operationalize the commitments to waalplarsityand

will also surface counternarratives held by producers who might not feel accountable for creating change, or

who might not believe that change is needed. Overall, such an examination would provide a clear picture of

where and why changefefts are working, how best to accelerate them, and where and why those efforts are

falling short.

Project Aims

This pan-Canadian research project on the inclusive business practices of producers aims to:

1 Surface common attitudeperspectivesand behaviours of Canadian producers towards inclusion
and diversity practices

1The Producer Pledge is call to action for public funteemdcastersand meda companies to commit to
immediate and substantive action toward equity in Canadian Filmi&.fivé key areas: financial contributions,
representation, reframing hiring practices;@uing learning, and advocadyor more information, visit:
https://www.producerpledge.com/
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1 Deep divento the path to diversity undertaken by producers, establish preliminary benchmarks
(starting points), areas of resistanaad encountered barriers.

1 Understand the challenges producers face in adopting inclusive business practices. Understand the
perspectives of producers who do not wish to adopt inclusive business practices

1 Identify what motivates producers to change theisibess practices and workplaceltures to
become more inclusive.

This research may be further mobilized to:
1 Informthe development o$ectorwide benchmarks fanclusion.
1 Establishoest practices towards adopting inclusive business practices.

Research Approach

The researcbegan with a review of the current sector landscape, including existing sector research. This
landscape scan was followed by tgimultaneous, andomplementary phasethat are ongoing (1)Industry
Survey and (25ectorinterviewsand FocusGroups

These activities were informed the following principles:

1 The research design (how) and areas of focus (@redgtermined usingnput and directiorfrom
the Independent Media Producers Association of Creative Baléntembers of th@roducer
communty, as well as from experiencegsearchers.

1 The collection and interpretation of data, and the sharing of findings, is conducted in a way that
provides individuals with the opportunity to tell their own story, in their own words

1 Theparticipant sample is as representativiethe sectoas possible at this stage, given the absence of
consistentdemographic information about the sector.

Industry Survey

Thestudy employed established social research survey methods to collect inpuC&oadiarproducersat

every career stage to share their experienskservations, and efforts toward creating a more diverse,

=1l MAL9: D=J] 9F< AF; DMK A NREIndDsEy TBe-P@®ducer Pletigeernieddsfa9 < 9 AK $ADE
foundation for survey contémelated to inclusive sector practices.

Diversityequity,and inclusiorresearch oftemprioritizesparticipation fromcommunities that have
experienced marginalizatido centreperspectives that are oftamderrepresentedCentering these
perspectives is crucial to understanding realistic pathways to a more diverse, equitable and inclusive sector.

Centering these perspectives, however, does not mean placing onus on members of these communities to
bear the weight of creatirghange. Indeed, sector diversity is a shared responsibility, which requires this
research tdhe narrativescounternarrativesmisunderstandings, and apprehensidhat currently dominate

the sector, and enact (intended or unintended) barriers to change

For this reason, th researclsoughtinput from allperspectives about the experiencesPodducerf different
identitiesto comment on (1) their personal experiences, and (2) their perceptions about expediéfiecest
from their own

Understanding Inclusive Business Practices 2021 11



SectorFocus Groups &nterviews

Sectorinterviewsmake it possible to cover a range of topics beyond what is normally covered in social surveys,
providingtexture and depth to the surwased data. These interviewgre opportunitiedo explore
responsepatterns and emergent themes from the survey data, and to collect personal stories that offered
important context and lived examples through which to interpret these findings. The intesdesndrawn

from industry connections tthe Independent Media Producers Association of Creative Tal@onteers from

the industry survey, and industry professionals referred by sélegorinformants.

Study participants

This study invited participation fromJ G< M; =J K OGJ C A Fs@ctodARotal 09 37 Paxtibiphuts K; J ==F
responded to the online survey, abtlof those were engaged in a follow up interview or focus group.
Participants were recruited using the following strategies:

1 Direct email invitations to respond to the survey distributed through the extensive personal and
professional networks and affiliations of the Independent Media Producers Association of Creative Talent,
including those who have and have not signed the BredPledge.

1 Outreach to provincial and national producer associations and membership groups (e.g., CMPA).
1 Posting to online Facebook groups and discussion forums.
Interview and focus group participants were selected from survey respondentelwhteered for follow up,

and by personal, direct invitation to access perspectives that were underrepresented among survey volunteers
(e.g., Queeidentifyingproducersoccupying senior, decisiamaking rolek

Participants across all three methods (survey, focus groups, interviewgneeteaged to share the survey
with their own industry contacend professional networke expand the potential sample population.

The terminology used in this report anith the collection of demographic and other information in the
GFDAF= KMJN=Q AK :9K=< GF L@= !'9F9<9 +=<A9
Collection on Racialized and Indigenous Communities developed in 2020 by the Equity and Inclu
Data Collection (EIDC) round table.

Forthis study, the following definitions and demographic parameters were used to focus the research:

Diverse/Diversity Differences based on ethnicity, gender, age, race, national sexial orientationand
disability.

Equity-seeking Thetermt =1 MAEQAF? A AK atéordingtdh @=L @AK! AKHGFL GEE=F<9
refer toa broad diversity of communities and intersectional identities that havédselfified as experiencing

barriers to sector access based on those ident{@G4PA2020) The termlequity-seekingacknowledges that

there are multiple points of privilege and/or marginalization that can affect someone's life and livelihood; it

reflects systemic, egoing processsa not a permanent state or social location.

TheL = J E K= @A IF Qiithiskeport Mridler ene of two conditions:
(1) When a set of intersectional identitieportedreflectssmall sample sizthat would compromise the
guarantee of anonymity and confidentiality; and/or,

Understanding Inclusive Business Practices 2021 1z



(2) When thdifferences in swey responses between groups was not significant, and the aggregate of
those groups was significantly different from sector hegemony.

Given the purpose of this preliminary research is to understand the ways diversity, equity, and inclusion
operate in tke sector, the most informative distinctions in the data were often found between participants who
identify as members of communities that have historically experienced marginalization, and participants who
did not identify in this way.

It is important toacknowledge that the consistency across the experiences reported by Black, People of
Colour,Indigenous, 2SLGBTIQA&Rd Persons with Disabilityn this study cannot beassumedacross all
settings. That is, it is expected that these communities, and theeisectional identities within these
communities have experiences related to access in the sector thatit focused examination that goes
beyond the scope of this initialesearch andvould further support thedevelopment of specific
interventionsthat meet the needs of each community.

Demographics

Location Age

20-24 M 1.20%

25-29 | 7.23%
5 30-34 I 21.69%
35-39 I 20.48%
T 40-45 | . 21.69%
46-50 | 12.65%
51-55 | 6.02%

>55 | 5.04%

Gender Sexual orientation
Female I 55.43% isexval [ 7.19%
Male I 37.35% Goy [ 479%
Transgender | 0.60% Heterosexual (stright) [ 70.06%
Two-Spirit [l 1.81% Lesbian [l 2.40%
Non-binary [ 4.22% pansexual [N o.58%
Genderqueer [ 1.20% Queer [ 1257%
Gender non-conforming | 1.20% Prefernottosay [ 7.19%

Understanding Inclusive Business Practices 2021 1z



Ethnic background

African N 9.58%
Caribbean NN 11.98%
East Asian N 3.39%
Indigenous [ 5.38%
Latinx N 7.19%
Middle Eastern [N 5.39%
Mixed [N 31.25%
SouthAsian N 11.98%
White I 51.49%

Prefer notto say [N 6.58%

Persons with disability

Prefer not to say
2.40% Person with a

disability Sensory impairment _ 3.01%

10.18%

Mobility im pairment _ 1.50%
tearning aiscbitty | -7
Mental health disorder _ 1.50%

Do you identify as a person from a group that has underrepresented egisty-seekingin the screen
based industries?

Prefer notto say . 4.85%

Understanding Inclusive Business Practices 2021 14



What is your primary (current) place of occupation?

Broadcaster [l 2.94%
Studio [l 1.96%

Production company (>25 employees) [l 2.94%

Production company (<15 employees) [NNNINGgGgGNGNEGEEE 17.65%

Funder [ 0.98%

Freelance [IINNENEGEGENENEENEEEEE 39.22%
Small/Boutique production company [IIIIIENEGEEE 13.73%

Independent  [EEEG_——N 20.59%

What is your primary role?

Produce r | 4 7.52%
Executive producer [N 4.95%
Line producer M 0.99%
Associate producer M 0.99%
Co-producer I 2.97%
Producer's assistant Il 0.99%
Executive in charge of development M 0.99%

Director (ofadepartment) M 1.98%
Development executive I 3.96%
Development assistant I 0.99%

Administrativerole Il 1.98%
Impact producer I 2.97%

Other I 28.71%

Understanding Inclusive Business Practices 2021 1t



Which of the following industry sectors is/are your primary areanadrk/focus? Gelectall that

apply)

Film

Television -scripted
Television - factual
Documentary
Commercial

Digital media

Interactive

— 75.25%

I, <o.60%

I 13.86%

N, 30.60%

I 53.66%

| A

What size of budget do you tend to work with?

<4350,000

$350,000-$750,000

$751,000-1.5M

1.5M-5M

5M-10M

S10M+

13%

— I

2%

14%

-

.

55%

Understanding Inclusive Business Practices 2021
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How many years have you been working in Film & Television?

<1 year - 2.94%

1-3 years 17.65%

4-7 years 21.57%

8-12 years

28.43%

13-15 years 5.88%

>15years 23.53%

Understanding Inclusive Business Practices 2021 17



Research Context & Limitations

Legacy of distrust

Identityinformation is not collected in the Canadian Film and TV Production seetonany equityseeking

participants are reluctant to sellentify due to long histories of oppression and discrimination. Without a

benchmark, it is difficult to ascertainthédrd = K=FL9LAN=F=KK G> Lb@oendKL M<QAK KO9T
l 9F9<9AK ! =FKMK OO@A; @ MK=K <A>>=J=FL ;9L=?GJA=K LG
sector at large)

Additionally, the oppressive experiences that have made it unsafe for-eegiitiyng professionals to self
identify are equally likely to discourage participation in these early research efforts (due to historic lack of
trust).Indeed, several producers and organizations declined participation citing the (especially recent)
history of failed promises and unfulfiled commitments to improving diversity, equity, and inclusion in the
sector.

It is expected that consistently ethical research practicleservabl@actionspaired with measurable
accountability in response to this and otliesearchwill supportimprovedparticipation infutureresearch

Inconsistent language, measures, and limited accountabilities

*AEAL=< >MF<AF? @9K : == i GEEALL=< LG Kdp&blp KLA; 9D J-=
among producers;ontributing to a lack of consistent definitions and measures of diversity and workforce
composition. Currently, there is no benchmark against which to compare changesgeaearto assess the
(in)effectiveness of various diversity initiatives. Moreaxthout standardized measures, it is difficult to

<=>AF= ;D=9J | 2G9DKA >GJ AEHJGN=E=FLy

Reporting

Participants in all phases of this research included members from a wide range of communities, reflecting a

broad set of identities. The scope of thisegesh, combined with the current workforce composition of

l 9F9<9AK K; J== K=; LGJJZl] E=9FK L@9L FGL 9DD ; GEEMFAL#
reporting while maintaining anonymity. Further analysis did not reveal substaffeéatdces in the data

between equityseeking groups but identified significant differences when the data were split between

participants who identified as members of groups that have experienced marginalasadiparticipants who

did not. For this reasqgmmost comparisons in this summary of findings are between the total participant

population, and participants idengiingas members of equityeeking groups.

Importantly,the combined analysis of equisgeking groupdoes not imply that all communities represented
in this research share the same experiences, nor that it is safe to dbatidentities, even within a particular
community, can be consolidated.

This research explored DE&I at the seleteel, with theaim of documenting preliminary, benchmarking data
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cluster according to equity positionality. To show the magnitude of this discrepan®efiveen equity
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identification as members of communities that have experienced marginalization. Research focusing on
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specific communities is essal to complement and expand upon the current study, to ensure interventions
address the variable effects of systemic barriers to access.

Race was central to participant responses across all phases of the research. In many cases, race was the
primaryfocusin how diversity was understood and operationalized, often operating as an anchoring variable

to which other identity variables (e.g., sexual orientation) were added. Accordingly, much of the discussion that
follows is from a racial lens, because tKisiO@9 L 9 HH=9J=< AF H9JLA:; AH9FLKA J=
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Summary of Findings

The following summarizes the key themes and important findings that emerged from both phases of the
research. The complex nature of the sector necessitates a holistic appraategoetation to combat
enduring barriers to access that have benefited from the disconnectedness of sector stakefotders.
reference, aummary of survey findings by question can be found in the appendix.

1 Definitions and practices about diversity, equity, and inclusion vary
« throughout the sector

To establish contexparticipantswere invited to share their understanditgss L @= L=JEK | <AN=JKA
9F< | AF; DMKAGFAJl] 9K : GL@ ?=F=1J9 DnalizeG i theiltiusiky. 9 F< L @= OF¢

When it comes to the sector, survey participants indicated that issues of diversity, equity, and inclusion tended

to be framed as:
‘ 78.5% ’ ‘ 75.7% ' 69.2% ’

A systemic problem Helping people from under Qreating more equity within the
represented communities gail industry to reflect the actual
access to the industry. demographic of our society.
69.2% ’ 65.4% ' 62.6% '
Making sure we create safer spaces Correcting the results of ~ Creating better pipeline systems and
for people of all backgrounds and decades of discrimination.  training programs to include more
ethnicities to work and thrive in. points of view.

86.9% of participants indicated that diversity, equity, and inclusion are stated values and/or priority areas in
their primary workplaces, araited a focus olDE&

42.06%
15.89%
13.61%
9.35% 7.48% 7.48% .
Embedded in our When discussingthe ~ When the topic is pressing On an ad hoc basis When working on projects Very infrequently or not at
operations and business  organization’s goals and that have content all
model priorities. involving
underrepresented
communities
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In the context of projectsurveyparticipants reported the topics of diversity, equity, and inclusion are typically
part of the discussion:

46.73%
14.95% 12.15%
Before the project begins When something related to Proactively and Availableat all timesupon  When it's too late and When onboarding new
diversity and inclusion periodically request treated as a ‘band aid’  staff and/or crew members
comesup

In addition, when matters of diversity, equity, and incluai@nin focus, survey participants reporteeus
on the following concepts:

Participants were also invited to provide their own definitions of diversity, equity, and inclusion in the form of
openended survey responses. Thesdinitions tendeda be expansive and encompassing, with many
participants taking care to list the qualities and identities that come to mind (e.g., Black, People ¢f Colour
Indigenous2SLGBTIQA-DE&Ilanguage that has gained traction in recent years was prevtentghout

these definitions.
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there were observable differences in the detdithese definitions between participants who $e#ntify as
members of communities that have experienced marginalization, and those who did not

Representation according to ethnicity, gender & sexuality 63.53% 75.00% 57.89%
Providing opportunities to 16.47% 21.43% 14.04%
Having policies, quotas,and'processes that contributeto a 16.47% 7.14% 21.05%
representative workplace
Representation at all levelsand in allroles 15.29% 17.86% 14.04%
Redistributing the privilege held by cis white producers 9.41% 10.71% 8.77%
Creating safe spaces 824% 3.57% 10.53%
Referencesto exhaustion, nothaving seen these enacted in
. 15.79%
the industry.
Moral obligation 10.71%

mAll  mHavenotexperienced marginalization — ® Equity-seeking
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