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Figure 19 Recruitment issues by point score (film and television production)
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Film and television distribution

As in film and television production, “Salaries/benefits too low to attract top talent” was the
most pressing recruitment issue (garnering 29% of all awarded points) for company-level
survey respondents in the film and television distribution industry (see Figure 20, below).
“Lack of appropriate training programs” was also identified as an important recruitment issue
by respondents (14% of all points).

Figure 20 Recruitment issues by point score (film and television distribution)
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Broadcasting

Once again, among broadcasting respondents, “Salaries/benefits too low to attract top
talent” was deemed to be the most pressing recruitment issue, scoring 26% of all awarded
points. Respondents identified “Perception of a negative future for the industry” (with a score
of 16% of all awarded points) and “impact of digital technologies” (14%) as the other two
most significant recruitment issues in the broadcasting industry (see Figure 21, below).

Figure 21 Recruitment issues by point score (broadcasting)
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Digital media

Among digital media firms that participated in the company-level survey, the most pressing
recruitment issue was that “Graduates don’t have the appropriate skills” which scored 21% of
all points assigned, followed by “Lack of new entrants” (17%) and “Salaries/benefits too low
to attract top talent” (16%) (see Figure 22, below).
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Figure 22 Recruitment issues by point score (digital media)
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Recruiting a diverse workforce

Hiring practices such as policies or programs promoting the recruitment of a diverse
workforce can be influenced by a number of factors, not the least of which is being part of a
regulated industry. For example in broadcasting, which is a regulated industry, companies are
required to adhere to diversity employment policies and report on them to the CRTC. In
contrast, employment is unregulated in film and television production, although a large
portion of the workforce is unionized, which has some influence on recruitment practices.
Film and television distribution and digital media are also both unregulated. Thus, the
development and composition of human resources management is quite different across the
four screen-based industries, partly because of varying regulatory environments.

Nevertheless, interviewees from across all the screen-based industries identified some
common challenges in recruiting a diverse workforce. The primary observation made by
interviewees was that there is often a lack of diversity in the supply pool, and particularly that
portion of the supply pool that comes from university, college and other formal training
programs. For example, there are still faculties where women are under-represented,
particularly in more technical fields such as engineering or computer science where digital
media companies recruit heavily. For example, as the Outlook for Human Resources in the ICT
Labour Market, 2011—2016 describes, there has been “no increase in the share of women in
university enrolments in mathematics and computer and information sciences” between
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1992 and 2009.%? In addition, one interviewee recalled that in her most recent visit to a top
Canadian digital media training institution, just one or two of the thirty students in class
were women.®

Interviews with key informants identified a number of factors that can contribute to the lack
of diversity in post-secondary education program supply pools and these are explored
below.

Perceptions of screen-based industries

Several interviewees suggested that members of designated groups may not perceive the
screen-based industries as a viable career option because they do not see themselves
represented on-screen or behind the camera, nor do they see their stories commonly
reflected in the creative content (be it in a game, film or television show). Further, there may
be too great a lack of strong, vocal role models from designated groups for future new
entrants to look to for career inspiration. As interviewees explained, this could create the
perception that the screen-based industries do not welcome these designated groups as
part of their workforce—such that young women, individuals from culturally diverse
backgrounds and persons with disabilities may not see the screen-based industries as a
place that can provide them with solid career opportunities.

Similarly, certain industries or occupations can feel more unwelcoming than others for
members of designated groups, further deterring members of those groups from wanting to
enter the industry. Indeed, one interviewee described the digital media industry, in
particular the video game development sphere, as palpably alienating for women until
recently. She described a not-very-distant past in which she faced the challenge of wanting
to hire women for her game development team but simultaneously feared exposing the
firm to harassment lawsuits because of the industry’s “fraternity-like” culture. Such a culture
included the open display of suggestive images and sometimes offensive and sexist
comments. (We discuss unwelcoming work environments in more detail in section 4.4:
Workplace issues).

Another interviewee suggested that the Aboriginal People’s Television Network (APTN)
(launched in 1999) has helped encourage Aboriginal participation in the screen-based
industries. However, he estimated that the number of high-profile Aboriginal people outside
of APTN and its supplier production firms in the screen-based industries is still in the single
digits.

Outreach to diverse communities

During interviews, several key informants indicated that members of designated groups
may not consider careers in the screen-based industries simply because they are unaware of
the career opportunities available to them there. Many interviewees agreed that increased
outreach on the part of employers and industry associations to designated groups would
eventually help improve the diversity of the supply pool in the screen-based industries.
Some possibilities for such outreach are listed below:

62 Qutlook for Human Resources in the ICT Labour Market, 2011-2016, Information and Communications
Technology Council, 2011, section 2: Trends in the ICT Labour Market.
83 Key informant interview, July 2011.
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= More exposure of high school and post-secondary students to future career opportunities in
the screen-based industries is needed. One interviewee explained that in her experience high
schools and post-secondary institutions lacked communication strategies for reaching young
women, particularly regarding the opportunities available to them in the more technical fields
of study relating to the screen-based industries. This interviewee believed this deficiency was a
contributing factor to the lower representation of women in technical fields of study and
consequently to their low level of representation in the more technical occupations in the
screen-based industries® (In section 3.4, above, we discuss the representation of the various
designated groups, by occupational category in more detail).

= Arecent report by the Association of Canadian Broadcasters identified a lack of communication
or outreach from the industry to the community of persons with disabilities about the
opportunities available to them in the industry as one of the reasons that there is such a low
participation rate of persons with disabilities in broadcasting.®®

Access to post-secondary education and training programs

General access to colleges and universities remains an issue for certain designated groups
because of structural barriers such as socio-economic factors or geographic remoteness
from educational institutions. During interviews, access to training was identified as
particularly challenging for Aboriginal people, particularly those who live in rural areas or
the Northern regions (e.g., Nunavut). While there are a variety of film and television training
programs targeted at developing the skills and talent of Aboriginal people, there are often
very few spots available in such programs—as few as one or two in many cases. One
interviewee observed that at this rate, it will be a very long time before these programs can
create any momentum or significant impact on the screen-based industries as a whole.
Interviewees also underscored that certain groups may be more challenged by the socio-
economic barriers to accessing training, including Aboriginal people, persons with
disabilities and visible minorities (particularly if they are new Canadians).

The question of supply

With the exception of company-level survey respondents in the digital media industry,
where it was identified as one of the most important issues (see Figure 22), a lack of new
entrants was not identified as a particularly important recruitment issue by survey
respondents. Indeed, “Lack of new entrants” only received 8% of all awarded points by film
and television production respondents (see Figure 19), 7% by broadcasting respondents
(see Figure 21) and does not appear on the list of issues among film and television
distribution respondents (see Figure 20). However, while the total supply pool may be
plentiful, many interviewees indicated that the supply pool is not as diverse as it could be.
Therefore, while one solution is to accelerate the rate of supply of people in designated
groups, such action would have to be considered within the context of a possible total
oversupply of film and media school graduates.

Furthermore, a diverse supply pool does not always translate into a diverse workforce. In the
case of women in the film and television production industry, supply no longer appears to
be an issue. Interviewees observe that women are relatively equally represented among

64 Key informant interview, July 2011.
% Presence Portrayal and Participation of Persons with Disabilities in Television Programming, Canadian Association
of Broadcasters, 2005.
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students and graduates in film and television post-secondary education programs. Yet, it
remains the perception of several interviewees that those proportions are not maintained
once graduates are in the workforce, and there is hard evidence of that phenomenon.

According to a 2008 study by the Société de dévelopment des enterprises culturelles
(SODEC) in Québec, “43% to 45% of those enrolled in the primary film and television studies
programs at Québec Universities are women, however only 29% of the Association des
réalisateurs et réalisatrices du Québec’s (ARRQ) membership is women."”®® Similarly, a 2005
study by the BC Institute of Film Professionals showed that women accounted for about 40%
of film students in the province in 2004 but only 32% of the unionized labour force in the
film and television production industry.5’

Moreover, even if we increase diversity in post-secondary education and training programs
in an attempt to increase the diversity of the workforce supply pool, it can take decades to
move new cohorts through the system to expand the numbers of an unrepresented group
in the workplace. This long lag time is especially relevant for positions that require many
years of experience, such as certain highly skilled specialist and senior management roles.

Indeed, the weakness of relying solely on increasing the supply of graduates from
designated groups to improve their representation was raised in a 2007 study by McKinsey &
Company.%® In this study, McKinsey examines historic trends in numbers of women
graduates and applies them to women'’s representation in top management positions across
all industries. It then posits that “natural growth in the number of women graduates is
insufficient to bring about change.” While this theme is picked up again in section 4.3 on
Career Path Progression, it is important to note that merely increasing the number of
members of designated groups in the pool of graduates is not a sufficient strategy on its
own for increasing diversity among new recruits in any given industry.

4.1.2 Recruitment: worker-side challenges for designated groups

Discrimination and other attitudinal barriers

Many interviewees indicated that discrimination—as well as lack of access to the “network”
through which much of the recruiting in the screen-based industries takes place—can often
be a barrier for members of designated groups. Designated groups often encounter a
number of attitudinal barriers and misperceptions about their abilities, which can lead to
discrimination in the hiring process. Attitudinal barriers are particularly challenging for
persons with disabilities, where there may be many misperceptions compounded together,
including general negativity as well as misperceptions and misinformation in the workplace
about persons with disabilities and the challenges of living with a disability.® One industry

56 The Status of Women Directors with respect to Public Funding for Film and Television in Quebec (2002-2007), SODEC
2008, p. 15.

57 Women’s Labour Issues in the Film and Television industry in British Columbia, BCIFP, 2005, pp. i, 9, 21-22.

%8 Women Matter: Gender Diversity, a corporate performance driver, McKinsey & Company, 2007.

% Presence Portrayal and Participation of Persons with Disabilities in Television Programming, Canadian Association
of Broadcasters, 2005.
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stakeholder described a persistent belief that persons with disabilities have nothing to
contribute and little capacity for creativity.”

One interviewee indicated that discrimination is systemic and even perceived as acceptable
when it comes to on-screen talent positions because of creative license. The individual
maintained that producers can make casting decisions based on anything (hair colour, skin
colour, height, weight, age), and need only say that the candidate does not fit the role or the
vision for the production. Such creative license is the nature of their work and is difficult to
influence. In addition, marketing and sales preferences are often cited as reasons to reduce
the diversity of on-screen personalities in a production (e.g., that regional audiences may
not relate to a visible minority). However, one interviewee reported that increasingly,
workers and the organizations who represent them (e.g., unions, guilds and professional
associations) sense that these reasons are based on little actual data and perhaps a
symptom of groupthink that could lead to major missed opportunities.

In section 4.4, below, we further discuss workplace issues and their impact on recruitment,
employment and career progression.

Tokenism

The trap of “tokenism” was regularly cited by interviewees as an ineffective means to create
sustained change, but one that is common and easy to fall into. One interviewee explained
that to perceive one woman in a leadership role or one Aboriginal person on an important
project team as successful evidence of progress for all women and all Aboriginal people is
too simplistic. In fact, two separate interviewees, one in the digital media industry and one in
film and television, referred to the number three as a possible point of inflection, in terms of
moving beyond “tokenism”—three visible minorities working in a video game development
micro-organization, three women sitting on a board or in the most senior levels across an
organization, three persons with disabilities working behind or in-front of the camera on a
production.

In the context of diversity in the workforce, the message is that tokenistic representation of
designated groups is not enough to drive change, there needs to be a critical mass of
representation of the various designated groups to create changes in perception and
organizational culture and for their perspectives to enter the corporate and creative mind.

Barriers for persons with disabilities

As mentioned earlier, the challenges faced by persons with disabilities in the screen-based
workforce (or looking to break into the screen-based industries) are both unique and
seemingly daunting. Interviewees described enormous attitudinal, financial and
architectural barriers compounding to result in very low levels of participation.

In addition to the various attitudinal barriers described above, architectural accessibility is an
enormous challenge for persons with disabilities and many organizations seem unaware of
the province of Ontario’s Accessibility for Ontarians with Disabilities Act, which aims to

70 Key informant interview, July 2011.
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create a barrier-free Ontario by 2025. In particular, the broadcasting and film and television
production industries still have a long way to go with regards to accommodating the
workplace to the needs of persons with disabilities and increasing the accessibility of the
workplace.”

Attitudinal, Financial and Architectural Barriers

| once went for an audition for a major Hollywood production that called for a person with a wheelchair and
yet... the site of the audition was inaccessible. | arrived at the steps for the audition and felt totally defeated.
For many people with disabilities, simply getting to the workplace may be a financial challenge when you
consider the cost of support workers and transportation. If you have organized all the necessary support and
transport to the audition or set but cannot get inside the facility, how can you work?

Actor and person with a disability, interview extract.

4.1.3 Recruitment: the market as a driver for change

Perhaps one of the most salient new developments reported by interviewees was the power
and influence of market and audience diversity to drive change in the representation of
designated groups. In other words, the greater the number of designated groups who are
recognized to be consumers and users of the products or content offered by companies, the
greater the willingness of the broadcaster, video game developer or producer to include
members of the designated groups in the workforce and key management positions. This
observation may seem utterly logical but in the screen-based industries, it has been slow to
translate into practice.

The most recent indication of this phenomenon is related to the rapid rise of casual and
social games accessible on the Internet. The Casual Games Association reports that more
than 200 million people of all ages, genders and nationalities worldwide play casual games
via the Internet, while “a majority of those who purchase casual games, however, are over 30
and female.””? In its 2007 Market Report, the Association contrasts the characteristics of
casual and hard-core game enthusiasts, as shown in Table 13, below:

Table 13 Game play characteristics of casual and hard-core enthusiasts

Characteristic Casual Hard-Core Enthusiast
Demographic All ages, male and female, 100% of 18-25 year-old males, < 15% of
population population
Primary platform PC, Mac, inexpensive console Games consoles, high-end C
Game price Free-$19.99 $29.99-$59.99
Hollywood equivalent  Sex and the City, Friends, ER Silence of the Lambs, Reservoir Dogs,
Alien

Source: Casual Games Market Report, 2007

Multiple digital media interviewees explained that many of the “hard-core” game

71 Presence Portrayal and Participation of Persons with Disabilities in Television Programming, Canadian Association
of Broadcasters, 2005.
722007 Casual Games Market Report at www.casualgamesassociation.org.
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developers, so experienced in designing the first-person shooter games of the games
console market, are not necessarily as comfortable or capable when it comes to designing
and launching games for the social and casual market. As a result, the demand for female
workers at all levels in game development is beginning to grow.

Some interviewees expressed hope that a broader consensus will develop which recognizes
that a diversity of opinion is important to creating content that will resonate with a variety of
audience segments, including new and emerging ones. As explored in the discussion on
tokenism above, the logic to this thinking is that it is not enough to have a single designated
group member 'consulting' or on the periphery of the team. For a stronger chance of
success, diverse team members need to be integrated and to become active participants in
the creative process. Of course, as one interviewee put it, in times of financial stress, there
are endless reasons business owners will cite as excuses for not prioritizing diversity.
Interviewees expressed the view that if one can link workforce diversity to stronger outputs
and higher product demand, diversity would become more of a priority in recruitment.

Indeed, the extract below, from an article recently published on Gamasutra.com, cites an
interview with BioWare’s Manveer Heir where he points to some hopeful signs about future
on-screen diversity in games.

More diversity will only make games more compelling to players, and more meaningful.

It's not about fairness. It's not video game affirmative action. It's about actually pushing our medium to
make better games, to tell better stories in our games...To me, thinking about the sexual orientation, the
gender, and the race of a character can change... Even the age of a character -- that can change the way
your game is structured, what your game is about, the things a game can comment on, the mechanics of
a game...l think when we don't try to do things that are out of our comfort zone, we fall back into
comfortable patterns.

| know games are not the same authorial control as a director... Games are made by teams, not
individuals ... But | think we can promote our talent, not just at the top level, but at the lower levels as
well. That gives more visibility to the talent, as well as it gives visibility to people from the outside, on
who is making these games.

BioWare Montreal designer Manveer Heir speaking to Gamasutra.com, August 2011

4.2 In-Career training

This section on in-career training focuses on designated groups’ access to training, the types
of training that are being accessed and the skills the screen-based industries will require in
the future. With some exceptions, women, visible minorities and Aboriginal people have
equal access to skills and training while persons with disabilities face greater and unique
barriers in access to training.

In-career training is an important aspect of proactive career management, something we
discuss further in the next section on career progression. Proactively assessing one’s own
strengths and weaknesses—including asking for feedback from peers and taking active
steps to improve those weaknesses—is vital for every worker in a competitive industry.
Across the screen-based industries, interviews suggested that these skills are even more
crucial for members of designated groups.
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Women and training - film and television production

According to the worker-level survey, approximately two-thirds (66%) of women working in
film and television production have accessed in-career training over the past 12 months,
which is slightly less than the overall average (69%).

For those women who did not access training, reasons were varied. The most significant
barriers cited were:

= Lack of time (27%);

= Lack of awareness (30%);

=  Lack of need (22%); and

= Lack of financial resources.

In many cases the cost of the training in combination with the cost of lost time (“no billable
hours”) to participate in training creates a sort of double barrier for freelancers and
independent workers, compared to those who are employed full-time. As survey results
show, film and television production training is mainly self-financed (60%):

= Onlyin 3% of cases were the costs of training shared between worker and employer—though
this low percentage may reflect the freelance nature of the film and television production
industry. Fortunately, most of that training (63%) was offered for less than $1000.

Of those women in the film and television production industry who did receive training, the
most popular subject-matter areas were:

= (Creative and/or artistic skills (62%); and
= Technical skills (41%).

Notably, only 17% of women in film and television production who accessed training in the
past year accessed business skills training.

According to the survey, the training accessed by respondents was offered by a variety of
organizations:

= 36% of women accessed their in-career training through unions, guilds or a professional
association;

= 27% of women accessed training through a professional development organization; and

= 23% of women accessed training via a private training institution.

Training and the broadcasting industry

The highlights of the company-level survey results on the theme of training in the
broadcasting industry are as follows:

= The majority (70%) of broadcasters offer in-career training and almost all (90%) broadcasters
will facilitate in-career training.

= All of these broadcasters offer technical training, while most (90%) offer leadership, financial
and/or business, marketing or creative training.
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Digital Asset Manager
Post-production Supervisor

Editor (linear and non-linear)
Special Effect and/or Stunt Worker
Visual Effects Artist

Animator (digital or analog)

None of the above/other

Film and TV distribution

Sales Manager

Sales Representative
Business Affairs Manager
Business Affairs Worker

None of the above/other

TV Broadcasting

Production Manager

News Writer

Story Editor

On-air Talent

Technical Producer
Broadcast Engineer
Programming Technician
Tape Operator

Digital Asset Manager
Interactive Producer
Performer

Programmer

Scheduler

On-Air Promotions Producer
Graphic designer
Marketing/Communications Coordinator

None of the above/other
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