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Executive Summary 

Background 

The International Alliance of Theatrical Stage Employees (“IATSE”) Local 891 represents below the line 

workers in the film and television industry in BC and Yukon (the ”industry”). Its members include artists 

and technicians employed in accounting, art, construction, costume, editing, first aid/craft service, greens, 

grips, hair, lighting/electrics, make-up, production office, painting, props, script supervisors/continuity 

coordinator, set decorating, sound, special effects, and visual effects.  

To support transformational change in the industry and 

increase the representation of Indigenous, Black and 

People of Colour (“IBPOC”) individuals, IATSE 891 engaged 

MNP to conduct a study to understand the current 

representation of IBPOC members in the Local and 

identify barriers to recruitment and advancement. 

Approach  

DIVERSITY 

12% to 15% 
of IATSE 891 members were estimated to be 

IBPOC. This is significantly lower than the 38 

percent of BC’s working age population 

that self-identified as IBPOC in 2016.*  

* 2016 was the most recent period for which data 

were available.  

 

Advisory 

Committee

Interviews 

and Focus 

Groups

REDI Survey

Literature 

Review

MNP worked with an Advisory 

Committee comprised of IBPOC 

individuals from different departments to 

develop research materials and review 

the strategies and recommendations. 

 

MNP interviewed hiring managers, 

members, permittees, and inactive 

members of IATSE 891 about their 

experiences. 

 

MNP conducted a Reconciliation, Equity, 

Diversity and Inclusion Survey (“REDI 

Survey”) of active and inactive members and 

permittees in December 2020. 

MNP conducted a literature 

review of initiatives in other 

industries as well as best practices 

employed in other jurisdictions. 
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Key Recommendations 

Four overarching strategies were developed to support efforts to increase representation and a series of 

more tactical strategies were aimed at addressing specific barriers. The strategies were developed 

through engagement with IATSE members and permittees, the Advisory Committee and a review of 

best practices to increase equity, diversity and inclusion. The main strategies are summarized below and 

a complete list is provided in Section 10 of the report. 

What we heard… 

Pathways to Entry 

• Personal networks are key in successfully entering the industry. They are an important source 

of information on how to navigate the application process and access job opportunities, as well 

as a source of referrals and introductions.  

• Cultural preferences may discourage exploration of creative industries among some groups.  

• Lack of information on occupations and career paths within the motion picture industry may 

limit the reach of recruitment efforts.  

• Financial barriers related to transportation, education and tools/equipment requirements may 

discourage entry.   

Access to Job Opportunities 

• Most jobs are filled through networks and referrals and it is important to establish those 

early in one’s tenure in IATSE 891.  

• IBPOC members and permittees experience greater difficulties than non-IBPOC members 

and permitees accessing job opportunities early in their tenure with IATSE 891.   

Career Advancement 

• IBPOC members and permittees were more likely to report facing barriers to advancement 

than non-IBPOC members and permittees. 

• Lack of network connections was the most commonly reported barrier.  

• Women were more likely to report barriers than men for all ethnic groups.   

• Barriers related to lack of information about opportunities and lack of coaching and 

mentoring were reported to persist longer for IBPOC members. 
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Overarching Strategies

Identify goals related 

to representation of 

IBPOC members and 

track progress in 

achieving these 

goals.

Strengthen 

engagement 

through the creation 

of a Reconciliation, 

Equity, Diversity and 

Inclusion 

subcommittee.

Promote IBPOC 

professionals 

databases.

Work with industry 

partners to establish 

industry-wide 

diversity 

achievement awards.

Focus recruitment efforts

Launch a diversity 

recruitment program 

targeted at under-

representated 

communities.

Establish an entry level 

apprenticeship program 

for IBPOC.

Increase advancement 

opportunities for IBPOC 

members.  

Work with Department 

Heads to establish a 

consistent process for 

allocating work. 

Establish a career 

development program 

for under-represented 

groups and provide 

networking opportunities 

for IBPOC.

Enhance safety in the 

work environment

Develop a process for 

handling discrimination 

and harrassement 

complaints that focuses 

on conflict resolution and 

encourages reporting.

Require Reconciliation, 

Diversity, Inclusion and 

Bias training for those in 

hiring positions and 

encourage all members 

to participate in such 

training. 

Tactical Strategies 
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1   Introduction 

Background and Purpose 

The International Alliance of Theatrical Stage Employees (“IATSE”) Local 891 represents below the line 

workers in the film and television industry in BC and Yukon (the ”industry”). Its members include artists 

and technicians employed in a variety of crafts and technical occupations.  

To support transformational change in the industry and increase the representation of IBPOC individuals, 

IATSE 891 engaged MNP to conduct a study to understand the current representation of IBPOC 

individuals and identify barriers to recruitment and advancement. The results of the study are intended to 

inform the development of strategies to increase IATSE 891’s representation of IBPOC individuals among 

its membership at all levels.  

Scope 

The scope of the study included: 

• Developing a baseline estimate of representation of IBPOC individuals within the IATSE 891 

membership. 

• Conducting research to identify barriers to participation and advancement of IBPOC individuals 

in IATSE 891. 

• Developing strategies to address the identified barriers. 

The scope of the study did not include determining the target level of representation of IBPOC 

individuals in IATSE 891.  

Structure of the Report 

The remainder of the report is organized as follows: 

• Section 2 provides an overview of IATSE 891.  

• Section 3 outlines the approach and methodology taken to conduct the study. 

• Section 4 provides the baseline estimates of IBPOC individuals in IATSE 891.  

• Section 5 presents findings related to entry pathways.  

• Section 6 presents findings related to access to job opportunities.  

• Section 7 presents findings related to career advancement.  

• Section 8 presents findings related to the general work environment.  

• Section 9 provides the findings of our literature review of best practices and current diversity 

initiatives in film and television. 

• Section 10 provides recommendations to address the identified barriers.   
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2   Overview of IATSE 891 

IATSE 891 is a non-profit organization that represents professional artists and technicians who work in 

the film and television industry in BC and Yukon. It is part of IATSE International, an alliance of all IATSE 

locals in North America.1 Established in 1962, IATSE 891 supports all genres of production at all budget 

levels and has been instrumental in the development and growth of the film and television industry in 

BC. The union is made up of 19 different departments that represent technicians, artists and craft 

persons who work within the film and television industry. These skilled workers build the sets, design the 

costumes, record the dialogue, create the special effects and perform hundreds of other specialized 

jobs that are needed to bring a film and television project to completion.   

Film and television production is project-based with crews being hired for each production by the 

Producer. As a labour organization, IATSE 891 is responsible for negotiating labour contracts governing 

wages, work rules and grievance procedures with producers using its crews, as well as negotiating 

employment benefits such as health plans, retirement funds and training.  

The Local is governed by its Constitution and Bylaws. Members elect officers, officials, trustees and 

department chairs to represent the Local within IATSE 891 and in the broader film and television 

industry.2 All members in good standing can attend and vote at General Meetings which are held 

quarterly with the day-to-day business of IATSE 891 conducted through the offices of the President, 

Business Representative, Senior Steward, the Executive Board and the Executive Committee.   

Since 2016, the number of members and permittees IATSE 891 represents has increased significantly in 

response to rapid growth in production activity in BC. As of April 2021, IATSE 891 represented almost 

9,500 members and over 5,500 permittees.3 

3   Methodology  

The methodology used for the study was developed in collaboration with IATSE 891 and an Advisory 

Committee comprised of IBPOC individuals from different departments within IATSE 891. The Advisory 

Committee was curated by the Human Rights Committee to provide industry knowledge and guidance 

to facilitate the study.  

Data used in the study were collected through a combination of primary and secondary research. Figure 

1 provides a summary of the primary research activities employed in the study and Appendix B provides 

a more detailed description of the primary research activities. 

 

 
1 IATSE Local 891, About Us. Available here: https://www.iatse.com/about_us/about_us.aspx (Accessed: February 11, 2021) 
2 IATSE Local 891. Governance. Available here: https://www.iatse.com/about_us/governance/governance.aspx (Accessed: 

June 8, 2021) 
3 IATSE Local 891.  

https://www.iatse.com/about_us/about_us.aspx
https://www.iatse.com/about_us/governance/governance.aspx
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Figure 1: Summary of Primary Research Activities 

 

Literature Review  

A literature review was conducted to gather information on the approach and findings of other studies 

of representation of IBPOC individuals in the film and television industry, as well as best practices for 

increasing equity and diversity in the workplace. Relevant publicly available documents published by the 

Canadian Association of Broadcasters, Association of Film Commissioners International and Time’s Up 

Foundation, Canadian Union of Public Employees, Harvard Business Review, and the University of 

California, Los Angeles’ Division of Social Science were reviewed. 

Estimating Baseline Representation 

Estimates of baseline representation of IBPOC members were developed using self-identification 

questions from the December 2020 Reconciliation, Equity, Diversity and Inclusion Survey (“REDI Survey”) 

of IATSE 891 members and permittees and comparisons of estimates for the same population from 

other sources.  

Identifying barriers to recruitment/retention and advancement for IBPOC individuals 

Our assessment of barriers for IBPOC individuals within IATSE 891 was undertaken based on the 

framework outlined in Figure 2. The framework identifies three potential bias points that could influence 

representation and assesses the barriers at each of the bias points as follows: 

• Entry – assessment of how people enter the industry and what biases may exist in this process. 

• Allocation of Work – assessment of how work is allocated and what influences the availability 

of job opportunities for individuals to identify potential barriers for under-represented groups.  

• Advancement – assessment of career progression and what can influence advancement to 

identify potential barriers for under-represented groups. 

 

Reconciliation, Equity, 

Diversity and Inclusion 

Survey

• Survey of members, 

permittees, inactive 

members, and new 

applicants.

• The survey included 

questions related to 

employment characteristics, 

pathways to entry, 

awareness of job 

opportunities, barriers to 

advancement, and job 

satisfaction.

Focus Groups

• Three focus groups were 

conducted with members 

and permittees and one 

focus group was conducted 

with the Advisory 

Committee.

• Focus group discussions 

were used to gather in-

depth information on entry 

experiences, career 

pathways, and specific 

perceptions or experiences 

of bias.

Interviews

• Interviews were conducted 

with recent new entrants, 

inactive members, hiring 

managers, and department 

chairs.

• Interview questions were 

designed to fill in the gaps 

from the surveys and focus 

group results.



 

Labour Market Information Research Report                    7 

Figure 2: Framework for Identifying Barriers for IBPOC Individuals 

 

REDI Survey Respondents 

The REDI Survey was conducted between December 18, 2020 and January 11, 2021 and collected 1,135 

complete responses. To check the representativeness of survey respondents, MNP compared the REDI 

Survey respondent characteristics to those of the population of current members and permittees using 

administrative data on age and gender. Administrative data on ethnicity were not available. Overall, the 

demographics of the survey respondents were consistent with the demographics of the IATSE 891 

members and permittees. See Appendix C for more details on the demographic comparison.   

Figure 3 and Figure 4 show the distribution of REDI Survey respondents by self-reported ethnic group. 

Approximately 29 percent of respondents identified as IBPOC, with 8 percent identifying as East and 

Southeast Asian, 7 percent identifying as Indigenous, 4 percent identifying as South and West Asian, 3  

percent identifying as Black, 3 percent identifying as Latin American and the remainder identifying as 

being of mixed ethnicity or another visible minority.  

Figure 3: Distribution of REDI Survey Respondents by Self-reported Ethnicity  

 

Source: REDI Survey 
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Figure 4: Distribution of IBPOC Respondents by Self-reported Ethnicity 

 

Source: REDI Survey 

Figure 5 shows the composition of survey respondents by self-reported ethnic group. Overall, the 

representation of IBPOC individuals was higher among permittees than members. Approximately one 

half of permittees that responded to the survey self-identified as IBPOC compared with one-quarter of 

members. 

Figure 5: Composition of REDI Survey Respondents by Self-Identified Ethnicity  

 

Source: REDI Survey 
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4   Baseline Estimates 

To estimate the baseline level of representation within IATSE 891 we used data on self-identified 

ethnicity from the REDI Survey and from IATSE 891’s May 2019 bargaining survey (the “Bargaining 

Survey”). Respondents in both surveys were given the same list of self-identification options. In the REDI 

Survey respondents were also asked to provide their name.  

Figure 6 compares the self-identified ethnicity of respondents to the REDI Survey with the self-identified 

ethnicity of respondents to the Bargaining Survey. Approximately 26 percent of respondents to the 

REDI Survey self-identified as IBPOC compared with approximately 15 percent of respondents to the 

Bargaining Survey.  

Figure 6: Self-Identified Ethnicity of Current Members, REDI Survey and Bargaining Survey 

 

 

Source: REDI Survey and Bargaining Survey 

The Bargaining Survey was used to gather input from members to inform bargaining positions which 

would appeal to all members, while the REDI Survey was used to gather information on equity, diversity 

and inclusion of IBPOC individuals. Consequently, individuals that self-identify as IBPOC may have been 

more likely to respond to the REDI Survey than non-IBPOC individuals. To assess if differences in self-

identification percentages are due to differences in response rates we used information on the ethnic 

origin of surnames. Our analysis of surnames was restricted to those of Chinese, Japanese, Korean and 

Vietnamese origin, as these names have generally been found to be highly correlated with these 

populations by public health researchers in Canada4 and established name lists used for estimating 

these ethnicities have been developed. This group also corresponds to the largest ethnic minority 

 
4 Shah, B.R., Chiu, M., Amin, S. et al. Surname lists to identify South Asian and Chinese ethnicity from secondary data in 

Ontario, Canada: a validation study. BMC Med Res Methodology 10, 42 (2010). https://doi.org/10.1186/1471-2288-10-42 
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populations in BC.5 Consequently, an estimate of the response rate of this group would be expected to 

provide a proxy for the overall response rate of IBPOC individuals.   

Figure 7 outlines the steps used to assess the response rate to the REDI Survey for the sub-populations 

with surnames of Chinese, Japanese, Korean and Vietnamese origin.  

Figure 7: Approach for Assessing the Response Rate to the REDI Survey for Sub-populations 

 

Our assessment of the correlation between the sub-population surnames and the self-reported 

ethnicity from the REDI Survey found that 95 percent of those with a surname of Chinese, Japanese, 

Korean and Vietnamese origin self-identified as being from these ethnic groups. Applying the surname 

analysis to the list of current members we estimated that the response rate for those with a surname of 

Chinese, Japanese, Korean and Vietnamese origin was approximately 19 percent and this group 

represented approximately 2.4 percent of current members. This is consistent with respondents that 

self-identify as IBPOC being more likely to respond to the REDI Survey than non-IBPOC individuals.  

We used the response rate for those with 

surnames of Chinese, Japanese, Korean and 

Vietnamese origin as a proxy for the response rate 

of IBPOC individuals to weight the REDI Survey 

responses. Based on this we estimated that in 

2020 approximately 12 percent of IATSE 891 

members were IBPOC. This is consistent with the 

15 percent of respondents to the Bargaining 

Survey that self-identified as IBPOC and suggests 

that between 12 percent and 15 percent of IATSE 

891 members are IBPOC.  

Those identifying as East and Southeast Asian 

were the largest group, accounting for approximately four percent to five percent of IATSE members, 

followed by Indigenous at approximately three percent to four percent. Other ethnic groups were each 

estimated to account for between one percent and three percent of IATSE members (see Figure 8).  

 
5 According to the 2016 Census people self-identifying as East and Southeast Asian (Chinese, Japanese, Korean, Filipino, 

Vietnamese, etc), account for approximately 18 percent of the population in BC, followed by South and West Asian 

(Indian, Pakistani, Middle Eastern etc) at 10 percent and Indigenous at 7 percent. (Statistics Canada. 2017. British Columbia 

[Province] and Canada [Country] (table). Census Profile. 2016 Census. Statistics Canada Catalogue no. 98-316-X2016001. 

Ottawa. Released November 29, 2017. 

https://www12.statcan.gc.ca/census-recensement/2016/dp-pd/prof/index.cfm?Lang=E (Accessed: January 26,2021) 

 

Step 1:

Assess correlation between 

surnames and self-reported 

ethnicity in LMI Survey

Step 2:

Estimate representation of sub-

population among current members 

using surname list

Step 3:

Estimate response 

rate for sub-

population

DIVERSITY 

12% to 15% 
of IATSE 891 members were estimated to be 

IBPOC. 

 

https://www12.statcan.gc.ca/census-recensement/2016/dp-pd/prof/index.cfm?Lang=E
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Figure 8: Baseline Estimates of IBPOC Individuals, by Ethnic Group6 

 

Source: REDI Survey and Bargaining Survey 

 

The representation of IBPOC individuals in IATSE is relatively lower than the representation of IBPOC 

individuals in the population of BC. According to the 2016 Census, the most recent data available, 

approximately 38  percent of the working age population of BC self-identified as IBPOC. 7,8 

  

 
6 Ethnic groupings were defined in accordance with the Employment Equity Act as used by Statistics Canada for the 2016 

Census of Population. East and Southeast Asian includes individuals identifying as Chinese, Filipino, Korean, Japanese, or 

Southeast Asian (e.g. Vietnamese, Cambodian, Laotian, Thai, etc.). Indigenous includes individuals identifying as 

Indigenous, Métis or Inuit. South and West Asian includes individuals identifying as Arab, South Asian (e.g. East Indian, 

Pakistani, Sri Lankan, etc.) or West Asian (e.g. Iranian, Afghan, etc.). Black includes individuals identifying as Black (e.g. 

African, Caribbean, African American, or any other Black, African or Caribbean background). Latin American includes 

individuals identifying as Latin American. Other visible minority includes individuals identifying as another visible minority 

not listed above.  
7 Statistics Canada. 2016 Census of Population. Catalogue Number 98-400-X2016190 (Accessed: June 9, 2021) 
8 Statistics Canada. 2016 Census of Population. Catalogue no. 98-402-X2016009 (Accessed: June 9, 2021) 
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5    Entry Pathways 

Union membership is not the first step in a career in the film and television industry. Unions provide 

members with opportunities to work on signatory productions, representation by a bargaining agent 

and access to benefits.9 Those joining a union generally bring transferable skills and experience from 

technical or creative backgrounds, combined with post-secondary education or trades related training 

or certification.  

Joining IATSE 891 

Individuals wishing to join IATSE 891 apply to one of the following departments: 

• Accounting • First Aid / Craft Service • Make-Up • Set Decorating 

• Art • Greens • Production Office • Sound 

• Construction • Grips • Painting  • Special Effects 

• Costume • Hair • Props • Visual Effects 

• Editing • Lighting / Electrics • Script Supervisors / Continuity Coordinator 

Applicants are required to have film and television production or related industry experience and 

provide proof of special skills, education, training, certifications and licences specific to the occupational 

needs of each department. Additional application requirements include work verification letters, a 

resume, a copy of the Motion Picture Industry Orientation Certificate, completion of the Actsafe Motion 

Picture Safety 101 course, and WHMIS 2015 Certificate.10  

Applicants meeting the requirements of the department may be granted permittee status. Permittees 

are eligible to work on productions under the jurisdiction of IATSE 891 and are dispatched when a 

member is not available for a position. Permittees typically start out in entry level classifications, 

regardless of their previous experience.   

Figure 9 provides a high-level outline of the process for becoming a permittee with IATSE 891. 

 
9 Education and Careers. Creative BC (Available here: https://www.creativebc.com/community/education-and-

careers#getting-started-in-the-motion-picture-industry/first-steps) 
10 Membership. IATSE 891 (Available here: https://www.iatse.com/membership/membership.aspx) 
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Figure 9: Process for Becoming a Permittee with IATSE 891 

 

After becoming a permittee and working 90 days within one department individuals may apply for 

membership in a specific department by following the process outlined in Figure 10. Permittees are not 

guaranteed work or entry into the membership of IATSE. As a permittee, individuals need to 

demonstrate their work ethic, job skills and ability to work effectively with other members of the crew. 

This is also a critical time for a permittee to expand their professional network so they can attain the 

required 90 days of work experience needed to apply for membership in the department.  The length of 

time it takes for a permittee to accumulate the required 90 days can depend on many factors, including 

the size and overall demand for labour within the department, the individual’s skillset and their success 

at networking and building a professional reputation within the department.    

Figure 10: Process for Permittees to Become a Member with IATSE 891* 

 

*Please note that applicants to the Set Decorating, Lighting and Make-up Departments are also required to write a 

competency test as part of the membership process. 

The diverse set of skills required for film production means that there are a number of pathways to 

entry. Figure 11 shows the pathways to entry into the industry reported by REDI Survey respondents. 

The majority of respondents reported learning about the industry from friends and family (62 percent). 

Educational programs were the next most common way survey respondents reported learning about 

the industry (17 percent), followed by internet/social media (5 percent), media/radio/newspaper (4 

percent), industry marketing initiatives (2 percent) and job fairs/recruitment agencies (1 percent). Entry 
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pathways reported were consistent among non-IBPOC individuals and IBPOC individuals and among 

members with different tenures (i.e. members for less than five years and more than five years).  

Figure 11: How did you learn about the film and TV Industry?* 

 

Source: REDI Survey 

While IBPOC individuals and non-IBPOC individuals reported similar pathways to entry, IBPOC 

individuals reported more difficulty entering the industry than non-IBPOC individuals.  

 

The observations of participants in interviews and focus groups were consistent with the survey results.  

Networking and use of connections through friends and family was identified as the most common way 
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IBPOC Individuals Reported Greater Difficulty Entering the 

Industry Regardless of Pathway 

              

 42% 
of IBPOC individuals that reported 

educational programs as a pathway 

reported that it was Significantly or 

Extremely Difficult to enter the industry . 

This was higher than the 21 percent of non-

IBPOC individuals that reported educational 

programs as a pathway and also reported 

that it was s significantly or extremely 

difficult to enter the industry.   

25%  
of IBPOC individuals that reported learning 

of the industry from friends and family 

reported that it was Significantly or 

Extremely Difficult to enter the industry.  

This was higher than the 16 percent of non-

IBPOC individuals that reported learning of 

the industry from friends and family and 

also reported that it was significantly or 

extremely difficult to enter the industry.   
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to enter the industry. Among interviewees that received formal industry education prior to entering the 

industry, it was noted that while the training itself was useful, it was networking during the training 

program that eventually led to job opportunities within the industry. 

Interview and focus group participants made the following observations with respect to the role of 

personal networks: 

• It can be much harder to get into the industry if you don’t have personal connections who can 

help you navigate the application process and get insight into the job opportunities that are 

available and how to access them.  

• Using friends or family as an entry pathway may limit career exploration and channel new 

entrants into departments that they may have not otherwise chosen.  

• Friend and family referrals create a like-me workforce which may perpetuate exclusion and lack 

of diversity within IATSE 891.   

Another factor identified by IBPOC participants was that a career in the industry is often discouraged by 

their family members and community due to cultural and other biases. IBPOC individuals are often 

encouraged to pursue science, technology, engineering, and mathematics and other technical careers 

that are considered high-status and successful professions with regular hours and greater financial 

stability rather than the creative industries that are often stereotyped as less respectable and financially 

risky. 

Other Challenges 

Other challenges to entering the industry that were identified included: 

• A general lack of knowledge about the different occupations and departments within IATSE 891 

and broader film and television industry for new members and permittees.  

• The investment in education or the required training to attain tickets and certifications and the 

cost of acquiring the required tools to work in the industry can limit participation. This is of 

most concern if the financial investment in tools, equipment and/or certifications does not 

result in increased work opportunities.  

• For some occupations access to a vehicle with business insurance is required. This can be a 

barrier to entry and discourage individuals with limited financial resources from applying to 

those occupations.  

• A common means of getting the experience needed to apply for entry to IATSE 891 is by 

volunteering – unpaid work as an entry pathway is not a viable option for everyone and creates 

pressure for many new entrants who have limited finances. This may also make it more difficult 

to stay in the industry as a permittee if the job opportunities are sporadic, requiring secondary 

employment and extending the time an individual spends as a permittee. 
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6   Access to Job Opportunities 

Project teams form for each production based on specific requirements for expertise, and workers move 

from project to project. On most productions, the producer and/or production manager are responsible 

for hiring Department Heads, who then hire Department Leads. The Department Leads are then usually 

tasked with engaging crew members and short-term labour. To assist with crewing, IATSE 891 provides 

producers and production managers with online access to member lists which are filtered by 

department and include member availability, contact information and access to resumes. In addition, 

IATSE 891 maintains additional lists of available workers who are not yet members or permittees.   

Figure 12 shows the process for allocating work. Hiring members for job opportunities is not based on 

seniority and the employer, who is represented by the Department Head, may directly employ members 

who are on the department roster, followed by permittees who are on the auxiliary list. According to 

interviewees Department Heads and Department Leads generally hire people they have worked with 

before because of the need for specialized skills, familiarity with other team members, production 

familiarity and time constraints.11  As a result, securing work for members and permittees is most often 

through word of mouth referrals and networking with members who are hiring. Some departments also 

use the IATSE 891 job board and Facebook groups to advertise job opportunities to members. Dispatch 

is typically used to fill any other job openings and day-calls.  

 
11 MNP interview findings. 

Key Findings 

• Personal networks are of key importance in successfully entering the industry. They are a key 

source of information on how to navigate the application process and access job 

opportunities, as well as a source of referrals and introductions.  

• Cultural biases may discourage exploration of creative industries among some groups.  

• Lack of information on occupations and career paths within the motion picture industry may 

limit the reach of recruitment efforts.  

• Financial barriers related to transportation, education and tools/equipment requirements may 

discourage entry.   
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Figure 12: Process for the Allocation of Work  

 

 

Approximately half of REDI Survey respondents reported that the most common way they find out 

about job opportunities is a call from the Department Head. Other common sources of work identified 

by survey respondents 

included other department 

members and/or a call from 

the Production Manager. This 

was consistent with the 

responses provided by 

individuals who participated in 

both interviews and focus groups. The ways in which survey, interview and focus group participants 

reported finding out about job opportunities were similar across ethnic groups and tenure in the 

industry.   

Dispatch is the centralized means of matching job opportunities with available members and 

permittees. Figure 13 shows the frequency of use of dispatch for permittees and members. 

Approximately half of permittees reported using dispatch all the time or often, while approximately 19 

percent of those that have been members for less than three years reported using dispatch all the time 

or often and less than 15 percent of those who had been members more than three years reported 

using dispatch all the time or often. Among those that had been members more than three years over 

67 percent reported never or rarely using dispatch. This is consistent with most jobs being filled through 

networks and referrals, and it being important to establish those connections during the initial time in 

the industry. The frequency of use of dispatch by members and permittees was similar among non-

IBPOC individuals and IBPOC individuals. 

 

“You have to establish relationships and keep working with the same 

people. Networking is very important in this industry to securing 

ongoing work opportunities.” 

- IATSE 891 Inactive Member 
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Figure 13: Use of Dispatch by Current Members and Permittees 

 Permittees Members for Less 

than Three Years 

Members for More than 

Three Years 

Reported Using 

Dispatch Often or 

All of the Time 
50% 19% <15% 

Reported Using 

Dispatch Rarely or 

Never 
38% 50% 67%+ 

Source: REDI Survey 

To assess if IBPOC permittees were delayed in achieving membership status relative to non-IBPOC 

permittees we reviewed the length of time to become a member reported by REDI Survey respondents. 

As shown in Figure 14 the reported length of time to become a member was similar for both IBPOC 

individuals and non-IBPOC individuals.  

Figure 14: Reported Length of Time to Become a Member, Current Members 

 

Source: REDI Survey 

To assess if IBPOC members were able to access job opportunities at similar rates to non-IBPOC 

members we used workload statements and tenure. As shown in Figure 15, IBPOC indivduals who were 

members for less than five years were less likely to report working as much as they like but more likely 

to report being confident that they will get more work, compared with non-IBPOC individuals who were 

members for less than five years. For those that had been in the industry five years or more, 

approximately 70 percent of both IBPOC members and non-IBPOC members  reported working as 

much as they like and between 13 percent and 14 percent of both groups reported being confident that 

they will get more work. Among the remainder of respondents, IBPOC individuals were more likely to 
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report wanting to work more but not being offered opportunities and less likely to report working more 

than they want to when compared with non-IBPOC individuals. This suggests that once established in 

the industry IBPOC individuals have similar access to job opportunities as non-IBPOC individuals. 

Figure 15: Workload Statements by Ethnic Group 

 

Source: REDI Survey 

 

Source: REDI Survey 
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Key Findings 

• Most jobs are filled through networks and referrals and it is important to establish those 

early in one’s tenure in IATSE 891.  

• IBPOC members and permittees experience greater difficulties than non-IBPOC members 

and permittees accessing job opportunities early in their tenure with IATSE 891. Once 

established in the industry, IBPOC members did not report greater difficulty accessing job 

opportunities.   
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7   Career Advancement 

Career advancement within IATSE 891 and the broader film and television industry is largely self-

directed. Advancement to more senior roles within a department is achieved by gaining work 

experience and production credits within that job classification.  To qualify for a promotion to a more 

senior classification members typically have to submit a resume to the departmental coordinator and 

demonstrate that they have experience working in a higher classification on a minimum of three IATSE 

891 productions. Members will often gain experience at a more senior classification by working on a 

lower budget project.    

IATSE 891 also provides members with opportunities to expand their skills through an extensive training 

program. The types of training available include safety and supervisory training and departmental skills 

upgrade training that is approved annually by each department. The union also provides free access to 

learning opportunities for members through various online platforms to support creative and technical 

skill development as well as supervisory, business and management skills. 

Figure 16 shows the distribution of respondents reporting barriers to career advancement or 

progression by ethnic group. The most commonly reported barriers to advancement were: 

• A lack of network connections. 

• Lack of information or knowledge about opportunities.  

• Lack of coaching and mentoring. 

• Discrimination based on personal characteristics.  

While these barriers were reported by all ethnic groups, IBPOC individuals were significantly more likely 

to report having experienced barriers than non-IBPOC individuals. These barriers were also consistently 

mentioned in the interviews and focus groups. In addition, interviewees mentioned barriers related to: 

• Lack of knowledge about experience requirements and courses required for career 

advancement. 

• Requirements for applicants to already have experience in a role or higher job classification 

prior to applying for that classification.  
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Figure 16: Barriers to Advancement or Progression in the Industry* 

Q: Did you experience any barriers to advance/progress in the industry while you were an active 

member/permittee of IATSE 891? 

 

Source: REDI Survey 

Figure 17 shows the percentage of respondents that reported having experienced barriers to career 

advancement or progression by gender. In general, females were more likely to report having 

experienced barriers than males. This was consistent across barriers and ethnic groups. Interview and 

focus group participants noted that some departments have a strong sense of ‘boys club’ mentality – 

particularly in departments that require physical labour. Such departments are generally less accepting 

of new faces and often openly express dislike towards new members, particularly individuals from 

minority groups.12  

 
12 MNP focus group findings. 
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Figure 17: Share of Respondents Reporting Barriers to Advancement or Progression in the Industry 

by Gender* ** 

 

Source: REDI Survey 

Figure 18 shows the percentage of respondents that reported experiencing the most commonly 

identified barriers to advancement or progression by ethnic group and tenure. For both non-IBPOC 

respondents and IBPOC respondents, permittees and those who have been in the industry for less than 

five years were more likely to report having experienced barriers related to networking or industry 

connections than members who have been in the industry for more than five years. This suggests that 

the length of time spent in the industry is an important factor in developing working relationships 

necessary for career advancement.  Interview and focus group conversations surrounding barriers to 

advancement in the industry had a strong focus on the importance of networking and how 

advancement opportunities are referral based.  

While non-IBPOC respondents with more than five years’ experience were significantly less likely to 

report having experienced barriers related to lack of information about opportunities and/or lack of 

connections than those with less than five years’ experience, this was not the case for IBPOC 

respondents. This suggests that barriers related to networks and information persist longer for IBPOC 

individuals. Finally, IBPOC respondents were more likely to report discrimination based on personal 

characteristics regardless of length of time in the industry and the likelihood of reporting discrimination 

based on personal characteristics did not differ significantly based on length of time in the industry. For 

non-IBPOC respondents, the likelihood of reporting discrimination based on personal characteristics 

also did not differ significantly based on length of time in the industry 
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Figure 18: Barriers to Advancement or Progression in the Industry by Ethnic Group and 

Length of Time in Industry* 

 

Source: REDI Survey 

*Responses are not mutually exclusive 
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Figure 19 shows the share of respondents reporting to have experienced discrimination based on 

personal characteristics by personal characteristic and ethnic group. For both non-IBPOC respondents 

and IBPOC respondents, discrimination 

based on age and gender was most 

commonly reported. IBPOC respondents 

were more likely to report having 

experienced discrimination based on 

national or ethnic origin, race, and/or colour, 

than non-IBPOC respondents. Non-IBPOC 

respondents were more likely to report 

having experienced discrimination based on 

mental or physical ability than IBPOC respondents.   

Figure 19: Discrimination Experienced Based on Personal Characteristics by Ethnic Group* 

 

Source: REDI Survey 
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IBPOC individuals that participated in interviews and 

focus groups reported that they feel they have to work 

twice as hard and be twice as qualified as their non-

IBPOC counterparts just to be seen, recognized, or 

considered for career advancement and development 

opportunities 



 

Labour Market Information Research Report                    27 

Barriers to career advancement identified through interviews with non-IBPOC individuals included the 

high cost of tools required for certain departments (e.g. construction and make-up), cost of training, 

particularly in specialized areas of study which poses a significant financial burden to underprivileged 

groups. Other barriers to career advancement included lack of a clear path to advance from labour 

positions to department assistants. 

 

A measure of career advancement is being in a position to hire. Figure 20 shows the distribution of 

survey respondents that reported being in a position to hire in the previous year. Those who have been 

members for over five years were more likely to report having been in a hiring position over the past 

year than those who have been members for less than five years. Overall, the distribution of those in 

hiring positions was similar across ethnic groups as well as on-set and off-set classifications. This 

suggests that barriers faced by IBPOC individuals in establishing themselves in the industry may be 

more significant for increasing representation than barriers for those who are established.  
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Key Findings 

Figure 20: Distribution of Survey Respondents by Hiring Power 

 

Q: In this past year, have you been in a position to offer work to or refer other crew members for a 

production on which you are working? 

Source: REDI Survey 

 

Source : REDI Survey 
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• IBPOC members were more likely to report facing barriers to advancement than non-IBPOC 

members. 

• Lack of network connections was the most commonly reported barrier.  

• Women were more likely to report barriers than men for all ethnic groups.   

• Barriers related to lack of information about opportunities and lack of coaching and 

mentoring were reported to persist longer for IBPOC members. 
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8   General Work Environment 

When asked to share their experiences of discrimination, IBPOC interviewees and focus group 

participants shared a range of experiences. The key themes that emerged from those experiences were: 

• Hostile work environment. Several respondents noted that discrimination within their 

department exists both at an overt level and in daily doses of micro-aggressions. Racial 

comments and inappropriate jokes were reported to be a common occurrence in some 

departments. 

• Lack of clarity around reporting. Victims of harassment and abuse indicated that the reporting 

channels at IATSE 891 remain unclear. While most individuals noted that posters are displayed 

at worksites with an Anonymous Hotline number to phone, the current reporting system is 

vague and is used for a variety of issues including non-permitted hires, safety issues, potential 

grievances, organization, and other comments.13  

• Perceived lack of accountability. Focus group and interview participants expressed concerns 

that individuals who had been reported for engaging in inappropriate behaviour did not appear 

to face any consequences and continued to engage in the behaviours. There was no knowledge 

among the individuals who participated in the primary research activities of any action taken by 

IATSE 891 to hold people accountable for inappropriate behavior.  

• Fear of reporting harassment. It is unclear to most individuals as to how their anonymity 

would be protected through the current reporting system. Consequently, a majority of 

individuals expressed that they did not feel safe reporting instances of harassment or 

discrimination. The fear that there would be repercussions or that they would be labeled as 

‘troublemakers’ and ultimately be blacklisted for future work opportunities was severe enough 

to prevent them from speaking up. This fear was not limited to individuals that identify as 

IBPOC. Several non-IBPOC individuals expressed that they have witnessed discrimination within 

their department, but ultimately decided not to report it. 

  

 
13 IATSE Local 891, Anonymous Hotline. Available here: https://www.iatse.com/anonymous_hotline.aspx (Accessed: March 19, 

2021) 

“When you’re working in a department with very little diversity, you just have to be really 

tough and not let the comments bug you.” 

- IATSE 891 Inactive Member 

https://www.iatse.com/anonymous_hotline.aspx
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9   Literature Review 

To inform the development of effective strategies to address the barriers identified for IBPOC 

individuals we conducted a high-level literature review of best practices and the initiatives that are 

being undertaken by other stakeholders in the film and television industry.  

Best Practices 

To identify factors that have been found to make diversity and inclusion initiatives effective we reviewed 

the findings of a report on the evidence on the effectiveness of diversity and inclusion initiatives 

compiled by David S. Pedulla. The key themes that emerged were: 

• Measurable Data. Collection and analysis of data on diversity over a period of time can 

increase accountability and transparency related to diversity issues, particularly if it is compared 

with other organizations and shared with key stakeholders.14 When used properly, this 

information can help organizations identify 

shortfalls, set targets, pinpoint roadblocks 

and measure progress.  

• Alternative Reporting System. 

Discrimination and harassment complaints 

often lead to some type of repercussion.15 

To address this challenge, an alternative 

reporting system can be implemented to 

handle discrimination and harassment 

issues.  

• Small Group Sizes. Individuals that belong to severely under-represented groups in the 

organizational context could be subjected to stereotype-based evaluations or tokenism.16 This 

stereotyping and perceived bias could impede progress and create negative consequences for 

individuals and the organization as a whole. Increasing the representation and visibility of 

minority groups can help mitigate the issue.17  

• Engage managers and other key organizational stakeholders. Involving managers and other 

key members of the organization in designing the processes for increasing representation can 

increase buy-in and increase the likelihood that the tools and processes will be effective and 

sustainable.18 

 
14 Pedulla et al. What Works? – Evidence-Based Ideas to Increase Diversity, Equity, and Inclusion in the Workplace. Available 

here: https://www.umass.edu/employmentequity/sites/default/files/What_Works.pdf (Accessed: April 5, 2021) 
15 Pedulla, David. Diversity and Inclusion Efforts That Really Work. Harvard Business Review. May 12, 2020. Available here: 

https://hbr.org/2020/05/diversity-and-inclusion-efforts-that-really-work (Accessed: April 5, 2021) 
16 Ibid. 
17 Ibid. 
18 Ibid. 

“Workers who complain about harassment are 

more likely to end up facing career challenges or 

experiencing worse mental and physical health 

compared to similar workers who were harassed, 

but did not complain about it.” 

• David Pedulla, Diversity and Inclusion 

Efforts That Really Work 

https://www.umass.edu/employmentequity/sites/default/files/What_Works.pdf
https://hbr.org/2020/05/diversity-and-inclusion-efforts-that-really-work
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Film and Television Industry Initiatives 

To identify initiatives that are being undertaken by other industry stakeholders, MNP conducted a scan 

of select reports related to initiatives to increase representation of IBPOC individuals in film and other 

sectors. Please note that while the sample of reports reviewed is not exhaustive, it provides a snapshot 

of priorities and initiatives that are underway at present.  

Many industry stakeholders have made diversity commitments to review internal policies and 

operations to address systemic barriers and develop, implement, and communicate cultural diversity 

best practices within their respective sectors. Table 1 provides a high-level summary of the 

recommendations and key initiatives outlined in each study by theme. 
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Table 1: Summary of Initiatives by Theme 
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Annual Reports on Diversity in 

Broadcasting (2007-2008, 2008 

– 2009, and 2009) 19,20,21 

✓ ✓ ✓ ✓ ✓   ✓ 

AFCI + Time’s Up Foundation 

Diversity Report 2020 22  
✓ ✓ ✓ ✓ ✓ ✓ ✓  

By All M.E.A.N.S. Necessary: 

Essential Practices for 

Transforming Hollywood 

Diversity and Inclusion 23 

✓ ✓  ✓  ✓ ✓ ✓ 

On-Screen Protocols & 

Pathways: A Media Production 

Guide to Working with First 

Nations, Metis and Inuit 

Communities, Cultures, 

Concepts and Stories 24 

 ✓  ✓ ✓ ✓ ✓ ✓ 

 

 
19 Canadian Association of Broadcasters. 2007-2008 Report on Diversity in Broadcasting. April 30, 2008. Available here: 

https://www.cab-acr.ca/english/research/08/sub_apr3008.pdf (Accessed: March 31, 2021) 
20 Canadian Association of Broadcasters. 2008-2009 Report on Diversity in Broadcasting. January 30, 2009. Available here: 

https://www.cab-acr.ca/english/research/09/sub_jan3109_diversity.pdf (Accessed: March 31, 2021) 
21 Canadian Association of Broadcasters, 2009 Report on Diversity in Broadcasting. April 30, 2010. Available here: 

https://crtc.gc.ca/eng/bcasting/ann_rep/annualrp.htm#cab (Accessed: March 31, 2021) 
22 Holloran, Tara. AFCI + Time’s Up Foundation Diversity Report 2020 – A study of AFCI Member and Partner Diversity 

Initiatives. June 2020. Available here: https://afci.org/wp-content/uploads/2020/06/AFCI-TIME%E2%80%99S-UP-

Diversity-Report-2020_Master_final.pdf. (Accessed: April 1, 2020) 
23 UCLA Division of Social Sciences. By All M.E.A.N.S. Necessary – Essential Practices for Transforming Hollywood Diversity 

and Inclusion. September 2019. Available here: https://lasocialscience.ucla.edu/wp-content/uploads/2019/09/UCLA-By-

All-Means-Necessary-Report-9-18-2019.pdf (Accessed: April 2, 2021) 
24 imagineNATIVE, On-Screen Protocols & Pathways: A Media Production Guide to Working with First Nations, Metis and 

Inuit Communities, Cultures, Concepts and Stories. May 15, 2019. Available here: 

https://drive.google.com/file/d/1Pda2O918udFqVFK31scXm9HXPfmKlu2p/view (Accessed: May 12, 2021) 

https://www.cab-acr.ca/english/research/08/sub_apr3008.pdf
https://www.cab-acr.ca/english/research/09/sub_jan3109_diversity.pdf
https://crtc.gc.ca/eng/bcasting/ann_rep/annualrp.htm#cab
https://lasocialscience.ucla.edu/wp-content/uploads/2019/09/UCLA-By-All-Means-Necessary-Report-9-18-2019.pdf
https://lasocialscience.ucla.edu/wp-content/uploads/2019/09/UCLA-By-All-Means-Necessary-Report-9-18-2019.pdf
https://drive.google.com/file/d/1Pda2O918udFqVFK31scXm9HXPfmKlu2p/view


 

Labour Market Information Research Report                    33 

10   Recommendations 

The key themes that emerged from the research and consultation were that IBPOC individuals face 

barriers related to lack of networks within the film and television industry, there is a lack of information 

on job opportunities and career pathways, and there is a reluctance to report incidences of 

discrimination and harassment due to fear of 

repercussions. Our proposed strategies to increase 

representation of IBPOC individuals within IATSE 891 

focus on these areas and incorporate key success factors 

for increasing diversity within workplaces identified in our 

review of best practices. The strategies were developed 

in consultation with the Advisory Committee and include 

suggestions gathered as part of the primary research.  

Overarching Strategies 

We developed four overarching strategies intended to support and guide activities to increase 

representation of IBPOC individuals. These strategies are broadly applicable and are intended to 

support the tactical strategies aimed at addressing specific barriers that are identified in the section that 

follows. The overarching strategies are:   

Identify goals related to representation of IBPOC individuals and track progress in achieving these 

goals. Defining goals and reporting on progress in achieving them will communicate to key 

stakeholders that representation is a priority and will increase accountability. Goals would include 

overall representation, as well as representation within departments and senior positions. A key 

consideration in defining goals is alignment with the goals and initiatives being undertaken by IATSE 

891’s clients (e.g., production companies) and stakeholders within the Canadian film and television 

industry.  

Tracking progress against targets would require the collection of disaggregated demographic data. 

According to a 2020 report by the BC Office of the Human Rights Commissioner collection of such data 

is permitted by Canada’s human rights legislative framework and can play a useful and essential role in 

human resources strategies.25 

Reporting on progress should be communicated broadly to help raise awareness and generate 

discussion on the need for change.  An example of such reporting on equity and diversity is the 

Hollywood Diversity Report 2020. The report compares the share of women and minorities in a variety of 

roles including directors, writers, casts, show creators, as well as the overall Hollywood landscape in 

 
25 BC Office of the Human Rights Commissioner. Disaggregated Demographic Data Collection in British Columbia: The 

Grandmother Perspective. September 2020. Available here: https://bchumanrights.ca/wp-

content/uploads/BCOHRC_Sept2020_Disaggregated-Data-Report_FINAL.pdf (accessed April 5, 2020) 

Key success factors in increasing diversity in 

workplaces include: 

• Measurement, accountability, and 

transparency. 

• Involve key stakeholders and 

decision-makers. 

• Designing solutions based on the 

organizational context.  

https://bchumanrights.ca/wp-content/uploads/BCOHRC_Sept2020_Disaggregated-Data-Report_FINAL.pdf
https://bchumanrights.ca/wp-content/uploads/BCOHRC_Sept2020_Disaggregated-Data-Report_FINAL.pdf
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different types of productions from 2015 to the 2016-17 season.26 

Work with Industry Partners to Establish Industry-Wide Diversity Achievement Awards. An 

industry-wide program that celebrates diversity and recognizes diverse film crews could begin to 

change the composition of productions. Setting targets/goals at the industry level and recognizing 

stakeholders/departments that achieve them could incentivize the hiring of diverse teams within a 

production and help change the status quo.  In the longer term, celebrating the benefits of diversity 

could increase visibility and build opportunity and capacity for under-represented film talent.  

Promote the Use of IBPOC Professionals Databases. To support Department Heads and Department 

Leads in achieving diversity targets IATSE 891 could provide access to a database of IBPOC individuals 

and their qualifications through its dispatch system. Having access to such a database within each 

department would support hiring managers in increasing representation by expanding access and 

awareness of diverse talent pools. IBPOC film professionals within IATSE 891 could self-identify and be 

included on diversity hire availability lists. Partnerships with existing IBPOC professional databases such 

as Hire BIPOC and Film in Colour could also be explored.    

Strengthen Engagement Through the Creation of a Reconciliation, Equity, Diversity and Inclusion 

Subcommittee. The subcommittee would be responsible for providing input and guidance on the 

development and implementation of initiatives to increase representation of IBPOC individuals.  The 

subcommittee could also provide input to or arrange for representation of IBPOC individuals in 

decision-making to help understand and navigate 

the complexities of issues such as cultural 

competency, safety, and inclusion. An example of 

such a committee is the Indigenous Workers 

Committee created by the Canadian Union of 

Public Employees BC. 27  

  

 
26 The Division of Social Sciences at UCLA. Hollywood Diversity Report 2020 – A Tale of Two Hollywoods. October 22, 2020. 

Available here: https://socialsciences.ucla.edu/wp-content/uploads/2020/10/UCLA-Hollywood-Diversity-Report-2020-Television-10-22-

2020.pdf. (Accessed: April 1, 2020) 
27 CUPE. Public Employee Spring 2021. Being Indigenous in CUPE.  

“Diversity is being invited to the party; inclusion is 

being asked to dance.” 

- Verna Myers 

https://socialsciences.ucla.edu/wp-content/uploads/2020/10/UCLA-Hollywood-Diversity-Report-2020-Television-10-22-2020.pdf
https://socialsciences.ucla.edu/wp-content/uploads/2020/10/UCLA-Hollywood-Diversity-Report-2020-Television-10-22-2020.pdf
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Strategies to Reduce Barriers to Entry and 

Advancement within the Industry 

Networks and personal connections are important factors for successfully entering and advancing 

within IATSE 891 and the film and television industry.  For IBPOC individuals barriers related to lack of 

personal networks and awareness of opportunities within the industry were consistently identified as 

barriers. This was especially important early in one’s tenure in IATSE 891.   

To increase the number of IBPOC individuals seeking membership in IATSE 891 and facilitate their entry 

into the industry and advancement the following strategies are recommended: 

Launch a Diversity Recruitment Program. Engaging in more proactive recruitment and reaching 

beyond existing strategies could help IATSE 891 to attract a more diverse pool of candidates. 

Recruitment strategies that prioritize inclusion and expand the pipeline to attract and support 

increasing numbers of IBPOC individuals will help to create a more diverse and inclusive membership.   

Potential recruitment strategies that could help increase diversity include:  

• Partnering with film or trade focused training programs that work with under-represented 

groups.  

• Partnering with the BC Government funded Work BC and other career and education platforms 

such as Career Compass, Career Transition, and BluePrint Builder could help expand access to 

film specific career information and help communicate entry pathways to a more diverse pool 

of job seekers.   

• Providing application support to film or trade school applicants from diverse communities. 

• Offering recruitment and career info events targeted to IBPOC communities. This would include 

engaging with high schools and training institutions that offer film programs, as well as high 

schools with high populations of students that are IBPOC.  

• Using IBPOC recruitment ambassadors to engage in outreach 

to their respective communities. Having IBPOC role models 

may inspire applicants from these communities to see 

themselves in IATSE 891 occupations and help to dispel 

potential stereotypes and cultural misconceptions about the 

industry and film-related careers.  

Collaborating on specific initiatives to broaden the talent pipeline with organizations such as HireBIPOC, 

Access Reelworld, HERe, Indigenous Screen Office, Creative BC, WIFT Vancouver, Whistler Film Festival 

and other film and television industry and educational partners could increase the reach and 

effectiveness of activities.  

Establish a Consistent Process for Allocation of Work. Those early in their tenure with IATSE 891 are 

more likely to rely on dispatch to secure work. Hiring managers interviewed reported varying levels of 

use of dispatch to fill day-calls and entry level positions. Barriers to using dispatch included that 

information on skills specific to technical occupations was not available, and the speed at which hiring 

happens means that they develop rosters that they can use to fill available positions based on their past 

experience working with individuals. This creates a lack of transparency in the hiring process and limits 

access to job opportunities for a broader pool of candidates. IATSE 891 should consider working with 

“If she can see it, she can be it.” 

- Geena Davis Institute 
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Department Heads and Hiring Managers to develop a common approach and a consistent hiring 

process which matches potential candidates with available positions based on experience and skills. 

Elements to consider are: 

• A searchable list that would allow Department Heads/Department Leads to more easily identify 

specific skill capabilities, experience and availability of members and permittees.   

• Consider the use of technology to automate the matching of available and qualified candidates 

with job opportunities.  

• Encourage the use of dispatch to fill positions and day-calls to increase opportunities for 

members and permittees to gain experience working with new/different crews.  

Increased transparency of hiring practices could help instill a culture that recognizes the importance of 

a non-biased hiring system. 

Introduce a Targeted Mentorship or Buddy Program. IATSE 891 may introduce an initiative where 

new members who are IBPOC are paired for six months with a senior IBPOC member. The senior 

member would serve as a valuable resource for knowledge transfer, access to networks, development 

opportunities and help increase exposure to IBPOC role models. This initiative would be consistent with 

the Association of Film Commissioners International (“AFCI”)’s recommendation to support mentoring, 

internships, apprenticeships, traineeships and shadowing opportunities to under-represented groups.28 

This type of mentorship training could help mitigate frustrations for new members when trying to 

navigate job opportunities, and career development steps by providing peer mentors that could 

provide career guidance support and pathfinding advice. Incentives could include dues reductions to 

help attract senior member participation.     

Develop Career Networking Opportunities within IBPOC Communities. Strengthening engagement 

among IBPOC film professionals would encourage greater connection, collaboration and community.  

Online and in-person networking opportunities could be created to foster belonging and develop 

professional relationships between IBPOC individuals. Peer mentoring and networking programs could 

be implemented to increase visibility of and access to IBPOC role models and improve job mobility and 

work opportunities which are needed to develop and encourage the next generation of IBPOC talent. 

IATSE 891 could explore opportunities to partner with equity seeking organizations such as 

ImagineNative, Indspire, and Build Allyship to ensure low barriers to participation and help engage 

positive role models. 

Establish a Career Development Program for Under-Represented Groups. For those early in their 

career establishing networks is important to being able to access job opportunities. IBPOC individuals 

early in their tenures with IATSE 891 were more likely to report lack of network connections as a barrier 

to advancement, while IBPOC individuals that have established themselves reported that they are 

typically the only person of colour working on the team. Lower representation of IBPOC individuals at 

the workplace, both on and off-set, means relatively few management positions are held by IBPOC 

individuals. As a result, providing career development programs could help IBPOC individuals advance 

quickly and increase representation at all levels within IATSE.  

 
28   Holloran, Tara. AFCI + Time’s Up Foundation Diversity Report 2020 – A study of AFCI Member and Partner Diversity 

Initiatives. June 2020. Available here: https://afci.org/wp-content/uploads/2020/06/AFCI-TIME%E2%80%99S-UP-

Diversity-Report-2020_Master_final.pdf. (Accessed: April 1, 2020) 
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Potential career development programs include: 

• Introduce a foundational skills development program for new industry entrants that builds on 

existing industry orientation courses. The program would be delivered by senior members and 

would combine department specific training with more general workplace training that 

increases exposure to the on-set work environment, expands knowledge of communication 

protocols and builds self-esteem. The program could be delivered in modules over a six to 

twelve-month period during which participants combine on-the-job experience with the 

training or it could be delivered through a bootcamp format. In addition to skills acquisition, the 

program would provide participants with a forum for making connections within the industry 

and building their network, including with senior members who can influence hiring decisions.  

Participation in the program could also provide preferential access to day-calls through 

dispatch.   

• Developing an integrated career development/mentorship program to facilitate knowledge 

transfer and upskilling opportunities for IBPOC individuals to progress into senior roles within 

IATSE 891 could increase representation in more senior roles. Key components could include a 

“first credit” program to help IBPOC film professionals get access and experience at higher 

classifications within a department. Targeted skills development workshops or Master Classes 

on topics such as networking, negotiation, career planning, conflict resolution, interviewing etc., 

could be offered to all members to increase professional development opportunities.  

IATSE 891 could also investigate opportunities for job shadowing and targeted career interventions to 

increase access to career advancement opportunities for IBPOC individuals.  

Introduce Targeted Bursaries and Scholarships and Internships for IBPOC individuals. To reduce 

the financial burden associated with film-related education and training, targeted support could be 

provided for IBPOC individuals to help reduce costs of tuition fees, certification fees or acquisition of 

required tools. IATSE 891 may wish to collaborate with film focused education partners and charitable 

foundations such as Indspire, the BC Film Foundation, or the Jean Lumb Awards to support IBPOC 

students and film professionals early in their careers to help them build and sustain a career in IATSE 

891 film occupations. Post-secondary film programs such as the Indigenous Digital Filmmaking Diploma 

at Capilano University may be targeted as potential program partners. Students that receive 

scholarships or bursaries could be provided additional mentorship support and preferred access to job 

opportunities to increase their success. 
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Strategies for Improving the General Work 

Environment 

Key themes for improving the general work environment for IBPOC individuals that have emerged 

through MNP’s consultations include increasing awareness, action, education and accountability. The 

following strategies have been identified to help create a more inclusive and equitable workplace: 

Rethink How Harassment and Discrimination Complaints are Handled. Use of a formal grievance 

process to address harassment has been shown to slow workforce integration and rarely leads to a 

satisfactory resolution.29 This appears to be related to formal procedures leading to retaliation against 

complainants which causes 

complainants to leave the 

organization.  

Alternatives to the use of a 

formal grievance process are: 30 

• Creation of an ombuds office to be a neutral third party in hearing complaints. The ombuds 

would be responsible for working with complainants to resolve their complaint. This may entail 

providing coaching and advice on how to speak with the person that has engaged in 

harassing or discriminatory behaviour, what to do if another incident occurs, addressing 

concerns with the accused and/or arranging to modify working conditions or team 

configurations.  

• Creation of a dispute resolution office to handle complaints. This office would use mediation 

and arbitration to resolve complaints. The focus would be on conflict resolution with an 

emphasis on hearing from both sides. It is important to note that this process may not work 

well when there is a power differential.  

• Use of the Employee and Family Assistance Plan (“EFAP”) to provide support in the handling of 

discrimination and harassment issues. EFAP could offer free and confidential advice to 

members and provide professional guidance and counselling support to members who have 

experienced discrimination and harassment.  

IATSE 891 should work with Department Heads to develop a process for handling discrimination and 

harassment complaints that encourages members to report complaints and communicates IATSE 891’s 

commitment to fair and non-retaliatory resolution. The use of a formal grievance process should be 

reserved for repeat offenders or extreme situations.   

Increase Accountability. The harassment and discrimination process should include tracking of 

complaints so that patterns of behavior can be identified and actioned appropriately. Use of an online 

reporting system could support tracking of complaints and identification of patterns within 

departments.  

Diversity, Inclusion, and Bias Training and Education. Diversity, inclusion and bias training should be 

 
29 Pedulla et al. What Works? – Evidence-Based Ideas to Increase Diversity, Equity, and Inclusion in the Workplace. Available 

here: https://www.umass.edu/employmentequity/sites/default/files/What_Works.pdf (Accessed: April 5, 2021) 
30 Ibid. 

“Accountability needs to come from the infrastructure that is 

supporting marginalization.”  

- IATSE 891 Member 

 

https://www.umass.edu/employmentequity/sites/default/files/What_Works.pdf
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mandatory for members applying to management or hiring positions. Members and permittees of 

IATSE 891 should also be encouraged to participate in these training courses to foster an inclusive 

environment and help mitigate conscious or unconscious bias at the workplace.  

Cultivate a Sense of Belonging. The following strategies could be used to cultivate a sense of 

belonging:  

• Increase representation of IBPOC individuals in marketing and promotional materials.  

• Amplifying the voices of IBPOC individuals within the industry by working with industry partners 

to tell “cultural” stories.  Opportunities to tell stories that under-represented groups can relate 

to could help 

attract talent 

which may 

otherwise choose 

to work on indie 

productions.  

• Increasing the visibility of IBPOC leaders and role models through career profiles and 

supporting networking initiatives would help overcome cultural stigmas that under-represented 

groups can only be successful in traditional occupations.  

• Where applicable, encourage productions to make an effort to acknowledge ancestral lands as 

recommended by the AFCI.31 

Replace Outdated Terminology with Inclusive Language. Work with industry stakeholders to replace 

outdated terminology (e.g., best boy) used within the industry with more inclusive language. This could 

build on the Canadian Association of Broadcasters’ initiative in publishing the Recommended Guidelines 

on Language and Terminology – Persons with Disabilities.32 

Consideration for Cultural Traditions and Customs. Work with industry partners to develop policies 

with respect to leave that take into consideration the traditions and customs practiced by different 

cultures. By acknowledging and honouring a variety of cultural and religious practices, IATSE 891 could 

foster a sense of belonging within its membership. One such example that was identified through 

interviews and focus groups was that different cultures have different mourning customs and practices 

and providing a bereavement leave in the case of the death of an immediate family member would 

acknowledge cultural traditions and practices. The parameters of the leave should take into account 

both cultural considerations and operational requirements of film and television production. 

  

 
31 Holloran, Tara. AFCI + Time’s Up Foundation Diversity Report 2020 – A study of AFCI Member and Partner Diversity 

Initiatives. June 2020. Available here: https://afci.org/wp-content/uploads/2020/06/AFCI-TIME%E2%80%99S-UP-

Diversity-Report-2020_Master_final.pdf. (Accessed: April 1, 2020) 
32 Canadian Association of Broadcasters. Recommended Guidelines on Language and Terminology – Persons with 

Disabilities. Available here: https://cab-acr.ca/english/social/diversity/disabilities/pwd_guidelines.htm. (Accessed: April 1, 

2021) 

“Cultural stories should be told by authentic people; not re-packaged to attract 

a broader audience. Projects are too often being handed off to people that are 

ignorant of the changes they are implementing.” 

• IATSE 891 Inactive Member 

https://afci.org/wp-content/uploads/2020/06/AFCI-TIME%E2%80%99S-UP-Diversity-Report-2020_Master_final.pdf
https://afci.org/wp-content/uploads/2020/06/AFCI-TIME%E2%80%99S-UP-Diversity-Report-2020_Master_final.pdf
https://cab-acr.ca/english/social/diversity/disabilities/pwd_guidelines.htm
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Strategies to Reduce Other Barriers 

When asked about barriers and challenges to career advancement within the industry, common themes 

that emerged were related to the lack of knowledge regarding career progression, financial challenges, 

and not knowing about potential job opportunities. These barriers are not specific to IBPOC individuals 

and strategies to address them may be more broadly applicable. To help mitigate these barriers the 

following strategies may be implemented:  

Increase Awareness of Advancement Processes through Development of Career Planning 

Resources. Career planning templates and competency maps could be developed to expand awareness 

of upgrade requirements and the specific steps required to advance within each department. 

Additionally, creation of a criteria and performance competency evaluation system would help increase 

transparency of departmental requirements as well as identify gaps in an individual’s qualifications. 

Broaden Career Development Opportunities Through the Use of Second Category Applications. 

Job opportunities within each department largely rely on market demand. Consequently, there may be 

instances when there are no members or permittees available within a department while there is a 

shortage of work for members and permittees in other departments. To minimize the effects of 

fluctuating market demand, IATSE 891 could  encourage cross departmental movement (second 

category)  as a way to help individuals broaden their career development opportunities, expand their 

networks and access to  work opportunities, and diversify their skillsets and knowledge base.  

Develop a Tool Sharing or Lending Program. Increase access to tools and equipment (Kits) through 

lending or purchase programs between mid-career and end-career members to help reduce costs 

associated with Kit rentals that are needed to advance in higher classifications.   
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Appendix A – Legal Matters 

Limitations 

This report is provided for information purposes and is intended for general guidance only. It should 

not be regarded as comprehensive or as a substitute for personalized, professional advice.  

We have relied upon the completeness, accuracy and fair presentation of all information and data 

obtained from IATSE 891 and public sources, believed to be reliable. The accuracy and reliability of the 

findings and opinions expressed in the presentation are conditional upon the completeness, accuracy 

and fair presentation of the information underlying them. As a result, we caution readers not to rely 

upon any findings or opinions expressed for business or investment decisions and disclaim any liability 

to any party who relies upon them as such. Before taking any particular course of action, readers should 

contact their own professional advisor to discuss matters in the context of their particular situation. 

Additionally, the findings and opinions expressed in the presentation constitute judgments as of the 

date of the presentation and are subject to change without notice. MNP is under no obligation to 

advise of any change brought to its attention which would alter those findings or opinions. 
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Appendix B – Primary Research 

Activities 

This appendix summarizes participation in the primary research conducted for the study. 

Supplementary references are included in the footnotes throughout the report. 

Advisory Committee 

An Advisory Committee comprised of eight IBPOC individuals with representation across different 

departments within IATSE 891 was curated by the Human Rights Committee. The Advisory Committee 

provided industry knowledge and guidance to facilitate the study. 

Online Survey 

An online survey of IATSE 891’s population (current and inactive members and permittees) was 

conducted between December 2020 and January 2021. Information about the study and survey was 

distributed by IATSE 891 to their distribution list and regular updates and reminders were sent to 

encourage participation in the study. 

The survey received 1,135 complete responses. Demographics of the respondents were consistent with 

demographics of IATSE 891 members and permittees. 

One-On-One Interviews and Focus Groups 

To validate and complement the information gathered from the survey, MNP conducted one-on-one 

interviews with 13 individuals and conducted 3 focus groups with 23 participants as outlined in Table 2 

and Table 3. The interview and focus group engagement approach aimed to obtain meaningful 

perspectives from key stakeholder groups including IBPOC individuals, non-IBPOC individuals, recent 

new IATSE 891 members, inactive members, and hiring managers. Individuals were selected to 

participate in the one-on-one interviews and focus groups based on a set of criteria that represents the 

distribution of IATSE 891 memberships. Factors such as membership type, gender, ethnicity, 

membership duration, department and classification were taken into consideration.  

Table 2: One-On-One Interview Participants 

Engagement Type Inactive Member Recent New Member Hiring Manager 

One-On-One Interviews 4 4 5 

Table 3: Focus Group Participants 

Engagement Type Member Permittee 

Focus Groups 12 11 
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Appendix C – REDI Survey Respondent 

Demographics 

This appendix compares the demographic characteristics of REDI Survey respondents to the 

demographic characteristics of IATSE 891 members and permittees.    

Figure 21 compares the distribution of current members and permittees in the population and among 

survey respondents. The percentage of survey respondents that were current members was higher than 

in the population of current members and permittees, while the percentage of permittees was lower 

among survey respondents than in the population of current members and permittees.  

Figure 21: Distribution of Current Members and Permittees in the Population and Among Survey 

Respondents  

  

Source: REDI Survey and Administrative Data 

Figure 22 shows the distribution of current members and permittees by age in the population and 

among survey respondents. Permittees are younger than members, with approximately 72 percent of 

permittees being between 20 and 44 years age and 26 percent of permittees being between 45 and 64 

years of age. Among members approximately 44 percent are between 20 and 44 years and 48 percent 

are between 45 and 64 years of age. The percentage of survey respondents in the 20 to 44 age group 

was relatively lower than in the population for both members and permittees.   
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Figure 22: Distribution of Current Members and Permittees and Survey Respondents by Age  

 

Source: REDI Survey and Administrative Data 

Figure 23 shows the distribution of current members and permittees in the population by gender and 

among survey respondents. The percentage of female survey respondents was higher than in the 

population. The percentage of current members and permittees identifying as non-binary or other than 

male or female was similar among survey respondents and the population.  
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Figure 23: Distribution of Current Members and Permittees and Survey Respondents by Gender 

  

Source: REDI Survey and Administrative Data 

Figure 24 compares the distribution of current members and permittees by main department in the 

population and among survey respondents. Overall, the distribution of survey respondents by 

department was similar to the population. However, the percentage of survey respondents working in 

the construction department was lower than in the population. Construction has a relatively large share 

of permittees and this may account for the difference.  
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Figure 24: Distribution of Current Members and Permittees and Survey Respondents by Main 

Department 

 

Source: REDI Survey and Administrative Data 
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Appendix D – About MNP 

MNP is one of the leading chartered accountancy and business advisory firm in Canada. Founded in 

1958, MNP has grown from a single office in Manitoba to more than 75 offices and 5,000 team 

members across Canada. In British Columbia, MNP has more than 800 staff located in 18 offices 

throughout the province. The map below shows our office locations. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

About MNP’s Economics and Research Practice 

Economic and industry studies are carried out by MNP’s Economics and Research practice. Based in 

Vancouver, the Economics and Research practice consists of a team of professionals that has a 

successful track record of assisting clients with a wide variety of financial and economic impact studies. 

Our work has encompassed a wide range of programs, industries, company operations and policy 

initiatives, and has helped clients with decision-making, communication of economic and financial 

contributions, documentation of the value of initiatives and activities, and development of public policy. 



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


