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If you are affected by any of the issues raised in this report, please find details for
organisations you can contact below.

Minding Creative Minds: 1800 814 244 www.mindingcreativeminds.ie

Rape Crisis Centre: 1800 778 888 www.rapecrisishelp.ie

Samaritans: 116 123 https://www.samaritans.org/ireland/samaritans-ireland
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TOWARDS CREATING A SAFE & RESPECTFUL WORKING ENVIRONMENT FOR THE ARTS

FOREWORD

To begin with, Irish Theatre Institute (ITl) wants to extend its deep and
sincere thanks to each and every respondent for their courage to participate
in the SPEAK UP arts sector survey into Dignity in the Workplace. ITI
called on you to speak up and 1343 of you did so. This report is evidence
that your voices have been heard. The survey was issued so that, finally,
we could gather evidence and assess the level and frequency across
the spectrum of harmful behaviours — bullying, harassment, sexual
harassment, humiliation, victimisation, assault and sexual assault — in

the Irish arts sector. Crucially, the survey asked respondents what might be
done to address the behavioural deficits and lack of infrastructural supports
and services for victims of harmful behaviour. This report answers those
questions with a set of stark findings, robust and insightful analysis and
recommendations for change, both cultural and structural.

Recommendations are only recommendations without subsequent action. The
recommendations set out in this report are realistic and achievable. Some can be
actioned immediately by amplifying and augmenting existing resources and by
building capacity through design and implementation of essential, and, in some
situations, mandatory, workplace training. Some change will take longer and will
happen incrementally, namely dependable leadership, policy development and
sector-wide acceptance of the need for change.

Speak Up: A Call for Change clearly illustrates that the time for change of behaviour

in the arts sector has arrived. Harmful behaviour in the workplace is not the preserve
of the arts, it is a societal issue as reports from other sectors have also shown in
recent months and years. This report lays out the evidence that change is urgent, that
harmful behaviour can and must no longer be tolerated. The arts sector needs reliable
supports and a certainty that accountability and consequence will be observed
institutionally, organisationally, collectively and individually.

The voices of the individuals represented in the Speak Up survey findings are the
agents of change for the arts sector — their voices and first-hand experiences are what
inform the recommendations. They are making A Call for Change to create a safe and
more respectful working environment for the arts.

SIOBHAN BOURKE, JANE DALY
Co-Directors, Irish Theatre Institute, Speak Up Co-Leads

PLEASE NOTE: This report contains information that may prove triggering for some readers. Bullying,
harassment, sexual harassment, humiliation, victimisation, assault, and sexual assault are topics within this
report. There is no detailed or graphic discussion of these issues. Please determine for yourself if you wish
to continue reading based on this information.
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EXECUTIVE SUMMARY

It is evident from the statistical analysis carried out in this study that
the Irish arts sector has a significant problem. This research, which
surveyed over 1300 people on their experiences of working in Ireland’s
arts sector, finds that the majority of respondents had experienced
and/or witnessed some form of harmful behaviours (bullying,
harassment, sexual harassment, humiliation, victimisation, assault
and sexual assault) that undermine people’s right to dignity at work.



THE KEY FINDINGS ARE AS FOLLOWS:

* There are indications that there is a culture of harmful workplace behaviours
across all sectors in the arts in Ireland.

* Theresearch found that the levels of experiencing and/or witnessing these
behaviours are similarly high across all sectors of the arts.

*  The majority of those surveyed have experienced (70%) and witnessed (53%)
harmful behaviour.!

* The majority of these instances were reported to have taken place in the
workplace.

* According to the data, the perpetrators of these behaviours were more likely
to be men (67%) than women (42%).?

* Those who experience these behaviours were more likely to be women than
men across the majority of categories.

*  Men (55%) are slightly more likely to witness harmful behaviour than women
(52%) according to the data collected.

* The data found that women were more than three and a half times more likely
to experience sexual harassment than male respondents, and were more
than twice as likely to experience sexual assault than male respondents.

* Freelance arts workers were more likely to face harmful workplace
experiences than those who are not freelance.

* According to the respondents, the majority of perpetrators were reported to
hold positions of authority.

* The dataindicates that there are often no consequences for those who
perpetrate harm on others in the arts sector.

* Respondents reported that often supports were not available to them, and
where they were available, they were insufficient.

*  Most respondents who experienced and/or witnessed the harmful behaviours
analysed in this report stated that they were not comfortable seeking support
in a professional setting.

1 The details on how these figures were reached can be found in the ‘Harmful Workplace Experiences’ section of the
analysis on page 37.

2  Percentages do not add to 100 as respondents could make multiple selections and are counted for each selected
category.
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INTRODUCTION

This report outlines the findings of the Speak Up ACTiON survey, where
over 1100 people shared their experiences of working in Ireland’s arts
sector.2 This report centres their voices and presents a series of findings
as an important starting point on the necessary journey to overhauling
workplace conduct across Ireland’s arts sector. The lived experiences
reported in the survey demonstrate an urgent need for action. This report
found that the majority of those surveyed have experienced and witnessed
harmful workplace behaviours that undermine people’s right to dignity at
work. This is unacceptable. Irish arts workers should have the opportunity
to work freely in a professional environment where harmful behaviours
are not tolerated, and are dealt with in a sensitive and appropriate manner
where instances do occur. It is our hope that this report will contribute to
meaningful change across all sectors of the arts and we thank those who
contributed their time and experiences to this research.

Speak Up & Call It Out began as an initiative in the theatre sector led by Irish Theatre
Institute (IT1) following the events and revelations in relation to abuses of power in
2017/18, and in line with global calls to action. With support from the Department

of Tourism, Culture, Arts, Gaeltacht, Sport and Media, Arts Council of Ireland/An
Chombhairle Ealaion and the Irish theatre community, Irish theatre practitioners and
stakeholders came together in 2018 to discuss and identify initiatives to bring about a
much-needed cultural change and shift in attitudes to negative and harmful behaviour
in the arts. This formed Phase 1: Speak Up & Call It Out.

PHASE |

DURING THIS PHASE, ITI HOSTED TWO EVENTS:

On the 21st March 2018, ITI hosted a large public event in Liberty Hall. The event
was divided into two parts: Speak Up followed by Call It Out. It was designed for
everyone working in the Irish theatre sector including actors, writers, directors,
designers, technicians, production and stage managers, independent producers and
administrators as well as theatre collectives and the major theatre organisations, arts
centres, venues and performing arts festivals.

Onthe 31st October 2018, ITI hosted an event in Project Arts Centre to discuss
outcomes and feedback on the implementation of the Draft Code of Behaviour for Irish
Theatre subsequent to its launch at the Speak Up & Call It Out event at Liberty Hall. This

3 1343 people responded to the survey. However, 242 of these responses (18%) only answered questions regarding
their personal demographics. As these respondents failed to provide any information on the main subject of the survey
they were excluded (see note in Methodology).

10


https://irishtheatreinstitute.ie/publications.aspx?t=speak_up__call_it_out&contentid=223028
https://irishtheatreinstitute.ie/publications.aspx?t=speak_up__call_it_out&contentid=223028
https://irishtheatreinstitute.ie/publications.aspx?t=speak_up__call_it_out&contentid=223028

meeting heard from practitioners and companies who piloted the Code — sharing their
experiences of its effectiveness and implementation, suitability, and value. The event
concluded with the formal adoption of the Code of Behaviour by the theatre sector.

ITI continues to lead this initiative and is currently developing a number of activities to
raise awareness of dignity at work issues across the arts.

PHASE lI

Phase Il, named Speak Up ACTION (2021), will deliver a range of supports for
everyone working in the arts, improving practice, policy and knowledge of key issues
relating to Dignity at Work. The Dignity in the Workplace: Towards a Code of Behaviour
for Irish Theatre Discussion Document is available to download from ITI’s website.

In order to enhance the effectiveness of Phase Il Speak Up ACTION (2021), a survey was
circulated to those working across the arts sector. Launched on 10th February 2021,
the Speak Up ACTiON Survey was an online survey of arts workers and their workplace
experiences. It gathered information from artists and arts workers on their lived experience
of dignity in the workplace in the arts, with the intention of improving Irish arts workspaces
and experiences for everyone. The Speak Up ACTION Survey is a cross-arts sector initiative,
recognising that issues exist across a broad range of artistic professions.

ABOUT THE SURVEY

The survey gathered complete responses from over 1100 respondents. This report
presents the results of this survey, using information drawn from this rich data set. ITI
commissioned a research team to undertake the data analysis after the survey was
designed and completed.®

The results of this survey will inform policy, supports, and training development in
order to work towards creating a safer and more respectful workplace for all engaged
inthe arts in Ireland. It provides an overview of incidents, frequency, type, and context
of bullying, harassment, sexual harassment, and other experiences of artists and arts
workers across the arts, within a self-selected sample.®

This report finds that there is a culture of harmful workplace behaviours across the arts
sector in Ireland, and that gender identity and employment status are significant factors in
determining the likelihood of experiencing and witnessing such behaviours. The researchers
also find that there is a lack of sufficient supports in place to tackle this worrying trend.

In parallel with the survey, a suite of training tools is being developed for arts organisations to
utilise, in order to build awareness of such issues and how to respond effectively to them.

4 See https://www.irishtheatreinstitute.ie/resources/speak-up-call-it-out/
5 The survey was designed by Irish Theatre Institute (ITI) and Olwen Dawe.

6 The artforms included in the survey are those currently funded by the Arts Council of Ireland/An Chomhairle Ealafon.


https://www.irishtheatreinstitute.ie/attachments/c512602b-e015-48fa-a071-b70ed31a5e65.PDF
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LITERATURE REVIEW

A picture of Irish arts workplaces emerges from the data analysed in
the report. Until now, there has been no dedicated study analysing

the experiences of those working in Ireland’s arts sector, particularly
experiences of harmful behaviour within the workplace. Internationally,
research into experiences of bullying, harassment, and sexual harassment
in the arts has also been relatively limited. Dr Anne Marie Quigg’s 2011
publication Bullying in the Arts: Vocation, Exploitation and Abuse of Power
indicated that two in five people working in theatres and arts centres
reported being the target of a bully, while many more had witnessed
bullying incidents at first hand.” This UK-based ethnological study also
suggested that the arts had the highest level of bullying recorded in any
single employment sector, and that many managers within the sector were
not suitably trained to deal with complaints of bullying.

It appears that the imbalance of power that often exists within artistic employment
relationships is at the heart of the matter. Quigg’s more recent article in the April
2019 edition of Arts Management Quarterly, ‘When Creative Becomes Coercive’,
describes this well when she asserts that ‘Power and control are at the centre of both
psychological and physical oppression... Sometimes people who hold power abuse

it and sometimes those who are, or feel they are, in some way inadequate seek ways
to gain more control.”® This dynamic is reflected in our own data, which finds that
perpetrators of harmin Ireland’s arts sector often benefit from the imbalance of
power evident across the sector.

Although there is and has been a dearth of literature on the subject of workplace harmin
the arts internationally, the 2017 #MeToo movement placed the reality and pervasiveness
of bullying, harassment and sexual harassment in the spotlight. This global social
movement against sexual harassment, abuse, and other predatory behaviours utilised the
#MeToo hashtag to raise awareness of the scope of sexual harassment and abuse globally,
across all professional sectors and society more generally.®

There is no doubt, however, that experiences of harmful behaviours that undermine
the right to dignity at work crosscut all employment sectors and this is indicated by a
series of recent studies and reports.

Quigg, A-M, Bullying in the Arts: Vocation, Exploitation and Abuse of Power, Routledge, 2011.
Quigg, A-M, ‘When Creative Becomes Coercive’, Arts Management Quarterly, No. 131, p. 49, April 2019.

In 2006, Tarana Burke began using the term ‘metoo’. This term went viral via Twitter hashtag in 2017. At the height of
this movement, the focus was very much on workplace instances of harassment and abuse.



The European Agency for Safety and Health at Work’s Calculating the Costs of Work-
Related Stress and Psychosocial Risks: Literature Review, suggest that some 55.6 million
workers across Europe suffered from work-related stress — encompassing experiences of
bullying and harassment.*® In Ireland, the /rish Workplace Behaviour Studly indicates that
almost one-in-ten employees have experienced bullying in their working lives.!!

In 2020, the Irish Congress of Trade Unions report on Sexual Harassment in the
Workplace indicated that four out of five workers who experienced sexual harassment
did not report it to their employer.’? Worryingly, only one in four (of the small number of
people that did report incidents) felt it was taken seriously and dealt with satisfactorily.
As the ICTU report notes, this reflects a pervasive trend where sexual harassment is
under-reported, and when it is reported, it is frequently not acted upon in a meaningful
way. This trend is echoed in our own findings, where 38% of respondents indicated that
the incident that they were referring to was not dealt with in a meaningful way or that no
significant consequences were incurred by perpetrators.

Similarly, notable sector-specific publications have emerged relating to dignity in the
workplace, including the legal profession, with the International Bar Association (IBA)
publishing its Us Too? Bullying and Harassment in the Legal Profession report, which
uncovered a substantial profession-wide issue with bullying and sexual harassment.'* The
survey underpinning the IBA’s report (which had 7,000 respondents) indicated that one
in two female and one in three male respondents had experienced bullying, while one in
three female and one in fourteen male respondents had experienced sexual harassment.

Following a number of reported incidents of sexual assault, and rape in autumn 2018,
which attracted substantial public and media attention, the Irish Higher Education
community published its sector-wide response. The resulting cross-sectoral group
were responsible for developing, and publishing their National Framework to End
Sexual Harassment and Violence, requiring all Higher Education Institutions to put a clear,
measurable action plans in place, which is reported on annually.’* What is clear from this
literature is that harmful workplace behaviours are evident across sectors both nationally
and internationally and studies of this kind have only emerged in the last decade.

Returning to Ireland’s arts sector, there are some key considerations effecting the
dynamic of workplace abuse: precarity and gender. Given the precarity of employment
within the artistic sector, there is an increased risk of abuses of power. The arts sector
is populated largely by freelance artists and arts workers. In Ireland, as of 2019, 78% of

10 European Agency for Safety and Health at Work, Calculating the Costs of Work-Related Stress and Psychosocial Risks:
Literature Review; Publications Office of the European Union: Luxembourg City, Luxembourg, 2014.

11 Hodgins, M, Puirseil, L, Hogan, V, McCurtain, S, Mannix-McNamara, P, and Lewis, D, Irish workplace behaviour study,
Wigston: IOSH, 2017. It should be noted that arts workers are not included in this analysis.

12 Bambrick, L, Sexual Harassment in the Workplace, ICTU, 2020.
13 Pender, K, Us Too? Bullying and Harassment in the Legal Profession, IBA, 2019.

14 Higher Educational National Framework to End Sexual Harassment and Violence, Department of Education, 2020,
available here: https://www.gov.ie/en/publication/678fee-framework-for-consent-in-higher-education-institutions-
safe-respectf/


https://www.gov.ie/en/publication/678fee-framework-for-consent-in-higher-education-institutions-safe-respectf/
https://www.gov.ie/en/publication/678fee-framework-for-consent-in-higher-education-institutions-safe-respectf/
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those working in the performing arts did so in precarious jobs.!® The reliance on a
relatively limited number of opportunities, and therefore a limited number of employers,
creates a fertile landscape for abuse to take place and flourish. As outlined in this
report, freelance workers in the Irish arts sector are more likely than non-freelancers
to experience harmful workplace behaviours. In this survey, the majority (64%) of
respondents indicated that they worked in a freelance capacity, demonstrating a
significant problem for the Irish arts sector.

The literature also indicates that, in general, the prevalence of experiences of
bullying, and in particular, harassment are gendered. While #MeToo and connected
movements and research have emphasised the reality of women’s experiences, this
is also well borne out by research on the topic.® Such studies include Hennekam and
Bennett's ‘Sexual Harassment in the Creative Industries: Tolerance, Culture and the
Need for Change’, which indicated that the majority of participants reported sexual
harassment in the context of everyday work encounters.’” Hennekam and Bennett
also point to underpinning factors including gendered power relations and precarity
of work. Our survey notes that women are more likely than men to experience harm
across all categories and are significantly more likely to experience sexual harassment
and sexual assault in their workplaces.

Furthermore, it would seem that the trope of ‘artistic temperament’ justifying bullying
and harassing behaviours has allowed them to flourish unchecked. As Ellis notes in
her 2020 study, ‘By far the most common reason given by participants (of the study)
for the existence of bullying and harassment in the arts sector was the prevalence and
tolerance of an artistic or creative temperament.’ 18

This Speak Up: A Call for Change Report seeks to further explore the issues that the
arts sector began to address in 2018, as well as making recommendations on working
together as a sector to create safe, dignified workplaces for everyone in the arts.

Itis clear from the literature that the arts sector in Ireland is not an outlier; these harmful
behaviours are prevalent across society. But the arts sector in Ireland currently lacks the
necessary supports to facilitate effective reporting and resolution of these behaviours.

15 Maitland, H, ‘Review of Pay and Conditions in the Performing Arts in Ireland in 2019 and 2020’ Theatre Forum, August 2021.

16 Inlreland, a number of movements have been established with a specific focus on women’s experiences of bullying,
harassment and sexual harassment in the arts. They include Fair PIé, Mise Fosta and Safe Arts of Ireland/SAQI.
Similarly, Una Monaghan’s work on gender and participation in Irish traditional music is noteworthy and finds that
‘that the mechanisms and structures of the Irish traditional music scene continue to privilege the contribution of
men. More generalised societal sexism is present in traditional music contexts and affects participation for women.’
Monaghan's article can be accessed here: https://www.ictm.ie/wp-content/uploads/2021/03/121-Stories-The-
impact-of-gender-on-participation-in-Irish-traditional-music-Una-Monaghan-Ethnomusicology-Ireland-7.pdf.

17 Hennekam, S, and Bennett, D, ‘Sexual Harassment in the Creative Industries: Tolerance, Culture and the Need for
Change’, Gender Work and Organization, 24. 10.1111/gwa0.12176, 2017.

18 Ellis, K, ‘Bullying and Harassment in the Workplace: Policy, Practice and Prevention in the Publicly Funded Arts in
Northern Ireland’, Irish Journal of Arts Management & Cultural Policy, Volume 7, p. 62, 2019-2020.


https://www.ictm.ie/wp-content/uploads/2021/03/121-Stories-The-impact-of-gender-on-participation-in-Irish-traditional-music-Una-Monaghan-Ethnomusicology-Ireland-7.pdf
https://www.ictm.ie/wp-content/uploads/2021/03/121-Stories-The-impact-of-gender-on-participation-in-Irish-traditional-music-Una-Monaghan-Ethnomusicology-Ireland-7.pdf

METHODOLOGY

Speak Up ACTION Creating a Safer Working Environment for Everyone was an
anonymous survey, and the data collected is presented in this report in an aggregated
fashion. The ACTION survey was developed by Irish Theatre Institute (ITI) and Olwen
Dawe, in consultation with the Department of Tourism, Culture, Arts, Gaeltacht, Sport
and Media and the Arts Council/An Chomhairle Ealaion.

The survey utilised both quantitative and qualitative questions, and was designed to
garner a clear picture of:

the profile (including demographic information and relevant artform/s) of
respondents to the survey;

their experiences of harmful workplace behaviours, including but not limited
to bullying, harassment, and sexual harassment;

the respondents’ views on how these issues could be appropriately dealt with
in the future, including interventions and supports.

The survey questions utilised the same terminology as Phase | of Speak Up & Call It
Out’s Code of Behaviour with the addition of assault and sexual assault. It was also
tested on a small cohort of performing arts professionals before being launched.

The survey data collected comprises a self-selected sample. This means that a call

to participate in the survey was issued and people could choose whether or not they
wished to take part. The ACTiON survey was distributed on the 10th February 2021

via social media, Irish Theatre Institute’s mailing list, and with the support of resource
organisations, funders, and partners, in order to reach as many respondents as possible.

As such, the data in this report (the percentages and percentage points) is not derived
from a representative sample and does not necessarily represent workers in the arts
sector overall. For example, the respondents who chose to complete the survey may
have found the subject of the survey more interesting or relevant to them than those
who chose not to complete it. However, the responses that were provided and the
analysis presented here highlight some of the many important issues and concerns
facing the arts workers who shared their experiences.
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Due to the personal and sensitive nature of this information, every effort has been
made to protect this data and to uphold respondents’ privacy. All named parties were
redacted before the compilation of the master data set, which researchers worked
from for the analysis and reporting. Similarly, any personally identifiable information
was removed from the dataset and each respondent was issued with an individual
identification number, which is used to collate the information. Each researcher
signed a non-disclosure agreement committing to protect the privacy of the data set
as well as the information therein.

To protect the anonymity of respondents, in categories where personal or identifying
information may have emerged, those values with fewer than 1% of respondents are
reported as ‘<1%' to ensure no individual is identifiable.

This report reflects the quantitative data as well as the aggregated results of
respondents’ open (qualitative) responses. Our overall mixed-methods methodology
strives to centre the respondent in its analysis and aims to engage with these open
responses in a careful and considered way.

To enable respondents to articulate their experiences, open-ended questions were
included in the survey, in addition to the closed-ended questions in which participants
had to choose from a set of pre-existing categories of response. These open-

ended questions asked for further information to be provided, specifically on what
experiences respondents had, how these were dealt with, and how they felt dignity
at work could be promoted, in addition to any further general comments relating to
the survey topics. These responses provided much detailed information on individual
experiences and circumstances. To facilitate reporting on these experiences in an
aggregated fashion, deductive ‘post-coding’ was carried out, i.e., a set of categories
was created reflecting the subjects and themes contained in these open responses.
For each open question, a set of ‘macro’ categories was created, followed by a
number of sub-categories (see Appendix 2). All responses were then placed into
these sub-categories; as many responses covered a range of issues, each response
was placed into a maximum of three separate sub-categories from the overall coding
frame for each individual question. A sample of coded responses was reviewed to
ensure the reliability and consistency of this process.

Throughout the report, differences between figures are expressed in terms of either

percentages or percentage points. All percentages and decimals cited in this report have
been rounded to the nearest whole number, with the exception of values less than one
percent, which will be rounded to one decimal place. As noted above, in some instances
values lower than 1.0 are presented as <1% to protect the anonymity of participants.



1343 people responded to the survey. However, 242 of these responses (18%) only
answered questions regarding their personal demographics. As these respondents
failed to provide any information on the main subject of the survey — experiences of
harmful behaviours that undermine the right to people’s dignity at work — we have
excluded their responses from the analysis in this report.'° Therefore, the analysis
presented below is based on the 1101 respondents who provided information on their
experiences of harmful behaviours in the workplace.

An analysis was not completed on Question 14, which asked about the timeframe in which
the incidents took place. The phrasing of this question prevented a confident analysis of
the timeline and a decision was made to exclude this question from the analysis.?°

Throughout this report, the term ‘respondent’ is used when referring to those who
responded to the survey and whose data we have included in our analysis. The term
‘perpetrator’ is used to refer to the person(s) alleged to have perpetrated behaviours
that undermine the right to dignity at work such as bullying, harassment, sexual
harassment, humiliation, victimisation, assault and sexual assault. It is not intended
to suggest or imply any finding of liability (civil, criminal, or otherwise).

Terminology used in the survey drew on the definitions and explanations found in
Appendix 1 of Dignity in the Workplace: Towards a Code of Behaviour for Irish Theatre
Discussion Document. This Appendix is repeated in full in this report (please see
Appendix 3). This terminology will be carried throughout this report. In order to ensure
ease of understanding throughout, this report will refer to the experiences outlined

in the survey data as experiences of harm or experiences of harmful behaviours

that undermine the right to people’s dignity at work, while remaining aware that this
phrase covers a wide range of abusive and harmful behaviours and experiences.

The intention of the survey was to identify information on dignity at work issues, but
the findings of this report indicate that that our language needs to reflect the harm
caused by these actions.

19 Of the 1343 responses received, 242 respondents provided only demographic information in their responses to
questions 1-7. It is unclear at this point why these respondents failed to progress to the questions that addressed the
main subject of the survey — negative experiences that undermine the right to dignity at work. Though a routing issue
with the survey was subsequently discovered, it did not impede respondents’ progress through the survey.

20 Respondents who answered this question are still represented in the overall survey through their responses to other
questions.
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SURVEY ANALYSIS
SPEAK UP ACTION
QUESTION BY QUESTION

WHO RESPONDED TO THE SURVEY?

Respondents were asked to indicate their gender from the following list: female, male,
non-binary, trans, and prefer not to say (Figure 1.1). Respondents had the option to
select more than one box to reflect their gender identity and experience. Based on
valuable feedback from respondents, we present gender in terms of gender identity
only. Therefore, female includes all respondents who identified as female, including
those who also selected trans, and likewise for all male and non-binary respondents
who also selected trans.?! A large majority of those surveyed were female (71%),
with the remainder of respondents identifying as male (25%), or non-binary (2%).
As information on the demographics and size of Ireland’s arts sector is limited, it is
difficult to state with confidence whether or not this gender breakdown is in line with
the demographics of the arts sector generally.

FIGURE 1.1: GENDER BREAKDOWN OF RESPONDENTS
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1 1 1 1 1 1 1 J
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Respondents were asked to select their ethnicity (Figure 1.2). This revealed that the
overwhelming majority of respondents identify as being white Irish (83%), followed

21 Two responses are not included in this analysis due to multiple selections, that could not be characterised into the
categories. These gender expressions/identities are not reported due to the risk of identifying individual respondents.
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by those who have any other white background (11%). Other ethnic groups have low
levels of representation?. The most recent CSO?3 and Arts Council figures on ethnicity
report similar demographics, indicating that this survey reflects the dynamics of the
national profile (although the percentage of Black and Traveller respondents are
notably lower in this survey).?* However, we acknowledge that when the findings are
presented in this report, they mostly reflect a white perspective.

Some of the open responses indicated that ethnicity or racism played a part in the
harmful behaviours that respondents experienced. Due to these small numbers,

it cannot be reported whether there is a statistical relationship between ethnicity
(particularly minority ethnicity) and how likely issues relating to dignity in the
workplace are likely to arise, how they will be experienced, and whether ethnicity

of victim or perpetrator are likely to impact disciplinary procedures. However, given
how pervasive ethnic and race based harm is in the workplace, we recommend that
further research to examine this further is urgently required.

FIGURE 1.2: ETHNICITY OF RESPONDENTS
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Respondents were also asked whether they identify as a person with a disability
(Figure 1.3). Five percent of respondents indicated that they did. A further 4% of

22 The following categories had less than 1% representation and are therefore not presented in the graph: Asian or Asian
Irish — Any other Asian Background; Asian or Asian Irish — Chinese; Black or Black Irish — African; Black or Black Irish
— Any other Black Background; Irish Traveller; Other.

23 https://www.cso.ie/en/releasesandpublications/ep/p-cp8iter/p8iter/p8e/

24 https://www.artscouncil.ie/uploadedFiles/wwwartscouncilie/Content/About/Equality, _Human_Rights_and_Diversity/
Diversity%20and%20Arts%20Council%20Awards_March%202021.pdf
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participants stated that they preferred not to say.?® Therefore, the majority (91%)

of respondents did not report having a disability. This means that the averages for

all variables mostly reflect the experiences of people who do not have a disability.
Therefore, the data presented is unable to speak to any differences in the ways in
which instances of negative behaviour in the workplace affect people with disabilities.
Again, we recommend a more focused study on these experiences be carried out to
further investigate this issue.

On the previous page, the demographic figures could be considered to reflect a
largely homogenous arts sector in Ireland. However, due to the self-selecting nature of
this survey, it is not possible to state this with confidence. Participation in the survey
was voluntary, and the respondents were not randomly sampled.

FIGURE 1.3: RESPONDENTS WITH A DISABILITY
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Respondents were asked to select the age category they belong to (figure 1.4). There was
a somewhat balanced distribution of respondents across age categories 26-35, 36-45, and
46-55, with smaller percentages of respondents indicating they belonged to the youngest
and oldest categories. This suggests that the majority of respondents are at mid-career level.?

25 A sizeable number of respondents indicated that they preferred not to say if they had a disability (4%). Some
respondents indicated in their comments that they did not agree with the phrasing of the question, which asked if
they <identified as having a disability’. The researchers recognise that terminology is very nuanced across the disabled
community and acknowledge that many disability advocates prefer ‘disabled people’. Further information on the
reasoning behind these terminology choices can be found here: http://nda.ie/Publications/Attitudes/Appropriate-
Terms-to-Use-about-Disability/, and here: https://autisticadvocacy.org/about-asan/identity-first-language/

26 The latest CSO figures available (2016) indicate that in Ireland the age of the population is: 0-14yrs (21.1%), 15-24yrs
(2.1%), 25-44yrs (29.5%), 45-64yrs (23.8%), 65+yrs (13.4%). It is notable that in our data the number of those aged
above 66 years (1.3%) is far lower than the percentage nationally.


http://nda.ie/Publications/Attitudes/Appropriate-Terms-to-Use-about-Disability/
http://nda.ie/Publications/Attitudes/Appropriate-Terms-to-Use-about-Disability/
https://autisticadvocacy.org/about-asan/identity-first-language/
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FIGURE 1.4: AGE BREAKDOWN OF RESPONDENTS
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WHAT IS THE RESPONDENTS’ WORK SITUATION?

The arts industry in Ireland is a heterogeneous field that incorporates many different
artistic disciplines, through multiple working styles and organisational structures. A
number of questions in the survey focused on the respondents’ employment situation.
These questions asked about sector worked in, role, and employment status.

Respondents came from areas spanning the arts sector (Figure 1.5). Many of those who
responded to the survey indicated that they worked in more than one artform. This is
characteristic of a sector where many work across different areas of practice and artforms.
Half of respondents worked in theatre (50%), while there was strong representation from
film (20%); music (18%); and young people, children and education (18%) sectors too.
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FIGURE 1.5: BREAKDOWN OF RESPONDENTS BY SECTOR
Percentages do not add to 100 as respondents could make multiple selections and
are counted for each selected category.
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Respondents were asked to select the role title(s) that reflect how they identify in the
work they do (Figure 1.6). The majority of respondents identified as artists, with 61%
choosing this descriptor to identify their working role. The next most frequent categories
here among respondents were arts workers (18%) and arts managers (17%).
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FIGURE 1.6: RESPONDENTS' ROLES WITHIN THEIR SECTOR
Percentages do not add to 100 as respondents could make multiple selections and
are counted for each selected category.
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When asked to identify their employment status (Figure 1.7), the majority of
respondents identified themselves as working in a freelance capacity (63%). Twenty-
nine percent of respondents identified themselves as employees, while 17% were

on contract. A smaller percentage of respondents were studying (5%), while 4%

of respondents selected ‘other’, and provided a description of their work status in

an open-ended response.?’ A further analysis of the relationship between these
categories of employment and harmful workplace experiences can be on page 25.

27 The category intern had less than 1% representation and is therefore not presented in the graph.
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FIGURE 1.7: EMPLOYMENT STATUS OF RESPONDENTS
Percentages do not add to 100 as respondents could make multiple selections and
are counted for each selected category.
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HARMFUL WORKPLACE EXPERIENCES

The survey asked respondents about their experiences of harmful behaviours that
undermine the right to dignity at work in their workplaces, including indications of
where the incidents had taken place and whether they were isolated or repeated.
Figure 1.8 illustrates the percentage of respondents who experienced each type

of harmful behaviour. Fifty-one percent of respondents indicated that they had
experienced bullying in their working lives, while 43% had experiences of humiliation
and 23% had experienced harassment. Twenty-one percent of respondents had
experienced sexual harassment, while 13% stated they had been victimised. Six
percent of respondents indicated that they had experienced sexual assaultin a
working environment, while 4% had experienced assault. Taken together, this data
shows that 70% of respondents indicated that they experienced some type of harm.?®

Over half of all respondents reported that they had witnessed someone else’s
experiences of harmful behaviours that undermine the right to dignity at work. Only
15% of respondents indicated that they had never experienced or witnessed any
such issues in the workplace. While this is a self-selecting survey and respondents
with harmful experiences may have been more motivated to respond to the survey,
the responses indicate a working environment where bullying, harassment, and other
experiences are not exceptional and may be an accepted part of working life.

28 This number is based on the number of participants who selected experiencing any type of harm, irrespective of
witnessing it. The remaining 30% were people who didn’t experience any harm or only witnessed harm. It also
excludes ‘other’ responses who didn’t select another harm category.

24
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FIGURE 1.8: TYPES OF HARMFUL WORKPLACE EXPERIENCES

IDENTIFIED BY RESPONDENTS

Percentages do not add to 100 as respondents could make multiple selections and
are counted for each selected category.
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All respondents were given space to provide further comment on their responses relating
to the harmful behaviours they had experienced in their workplace, of whom 35% (384
respondents) provided comment. Many respondents outlined that the incidents related to
sex or gender, while age or lack of experience was a factor for some. Quite a few respondents
indicated that incidents of negative behaviour were driven by those in power and that
inappropriate behaviour was accepted or normalised in their work. Some respondents felt
that abusive behaviour was not taken seriously, with almost as many answers indicating that
negative experiences led to people leaving, avoiding or being shut out of work.

When asked about where their experiences had taken place, respondents indicated
that they had taken place in a variety of settings (Figure 1.9). Thirty-two percent of

25
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respondents located their experience within an office context, 30% said it had taken
place in a rehearsal room, while 26% indicated that it had taken place during dress or
technical rehearsals. In addition, 24% recounted that the experience had taken place
at a work-related social event (such as an opening night or book launch).

FIGURE 1.9: LOCATION OF INSTANCES IDENTIFIED BY RESPONDENTS

Percentages do not add to 100 as respondents could make multiple selections and
are counted for each selected category.
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A further analysis of the ‘other’ category for this question highlighted two other
notable locations where negative experiences were likely to take place: auditions (9
mentions) and online and telephone correspondence (17 mentions).

When asked about the frequency with which the events described had occurred (Figure
1.10), 37% of respondents indicated that their experiences were occasional, while 37%
replied that they were repeated. Fifteen percent said that the experience was a once-off.

FIGURE 1.10 FREQUENCY OF HARMFUL EXPERIENCES IDENTIFIED

BY RESPONDENTS

Percentages do not add to 100 as respondents could make multiple selections and
are counted for each selected category.
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WHAT RESPONDENTS TELL US ABOUT THE PERPETRATORS

When asked about the perpetrators of these experiences of harm (Figure 1.11), 67%
of respondents indicated that the aggressor was male, while 42% indicated that they
were female.?® This indicates that instances of negative behaviours effecting dignity in
work are disproportionately perpetrated by men.*

29 Some respondents queried the use of ‘trans’ as a gender identity in relation to this question. Transgender refers to people
whose gender identity differs from that assigned to them at birth, and therefore we understand it is more appropriate that
transgender people are identified by their chosen gender identities, and not based on an individual’s gender experience
of being transgender or cisgender. We recommend that this approach is taken in any subsequent survey design.

30 The following categories had less than 1% representation and are therefore not presented in the graph: Non Binary
and Trans. The recommendation on the use of ‘trans’ as a gender identity as outlined in the preceding note should
also be applied to future research on the gender of perpetrators.
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FIGURE 1.11: GENDER OF PERPETRATORS OF INCIDENTS,
AS IDENTIFIED BY RESPONDENTS

Percentages do not add to 100 as respondents could make multiple selections and
are counted for each selected category.
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Many of the perpetrators appeared to hold positions of authority, with 46% of
respondents indicating that the perpetrator was a senior member of staff, while 33%
stated that they were their manager or boss. This creates obvious difficulties in the
reporting process. Thirty-eight percent of respondents indicated that the perpetrator
of harmful behaviour was a colleague.

WHAT SUPPORTS WERE AVAILABLE?

Respondents were asked to describe the supports that were available to them at the
time that their experiences occurred. Figure 1.12 shows 36% of respondents stated
that they did not feel comfortable looking for support to deal with their experience, while
35% were not aware of any supports. Where respondents indicated they had supports
available to them, the percentages for each category are low. Just 9% of respondents
had a designated member of staff as support, 8% said they had a Bullying and
Harassment Policy, while 6% stated there was a Dignity At Work policy in place.

These figures seem to indicate that the level of supports available in the sector
currently are insufficient, and perhaps more worryingly, that victims do not feel that
they can safely access them even when they are present.
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FIGURE 1.12: SUPPORTS MADE AVAILABLE TO VICTIMS,

AS IDENTIFIED BY RESPONDENTS

Percentages do not add to 100 as respondents could make multiple selections and
are counted for each selected category.
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In a follow-up question, respondents were asked to give more information about
how their experience(s) were dealt with. The majority of these responses make for
very sobering reading. Of those who gave an open response, 38% indicated that
the incident they were referring to was not dealt with in a meaningful way or that
no significant consequences were incurred by perpetrators. Fifteen percent of the
respondents described instances where they or the victim they witnessed were left
trying to work around harmful or abusive behaviour or having to accept it.

Many of the respondents who selected ‘other’, outlined that there were no supports at all
available to them within the organisation they worked, or as a result of being an individual
freelance worker. Others who could not access support within the work context sought
assistance from friends or peers outside of work for. Some respondents were reluctant
about seeking support, as the designated person to raise the issue with was either the
perpetrator or a close colleague of the perpetrator who respondents felt were inclined to
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protect the perpetrator. A small number of responses from those who witnessed incidents
indicated that they “did not think” or “were unaware” that they should report it.

The following figure 1.13 shows the frequency with which the twelve most popular responses
were given, as a percentage of respondents who provided comment for that question.

FIGURE 1.13: MOST FREQUENT THEMES AND ISSUES IDENTIFIED BY RESPONDENTS

Percentage is based on 710 responses given for this item.
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FUTURE INTERVENTIONS

As one of the final questions on the survey, respondents were asked which interventions or
actions they would favour to address the problem of harmful behaviours that undermine the
right to dignity at work. They were asked to rank four options in order of importance from 1 —
4. Forty-six percent of respondents ranked Sectoral Leadership as the most important future
intervention, while 21% ranked Awareness Development as most important (Figure 1.14).

FIGURE 1.14 RESPONDENTS' FIRST PREFERENCE FOR SECTORAL INTERVENTION
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As a follow-up, respondents were asked whether there were any other actions or
interventions that they felt would promote dignity at work in the arts. One of the most
common responses related to the need for greater awareness raising and education around
unacceptable behaviour. Another frequent response called for an independent body or
structure, where people could report dignity at work issues they had encountered, both for
the purposes of receiving impartial advice and to help address issues that had occurred.

Many respondents felt that improved working conditions and less precarity

would leave fewer people in vulnerable positions where they were more likely to
encounter issues. Others felt that coming forward and reporting instances needed
to be normalised. Some felt that this could be aided by greater accountability and
appropriate action being taken on instances that are reported. Addressing power
imbalances, fostering better leadership, and increasing diversity were also noted.3!

OTHER RESPONSES

Of 1101 respondents who completed the survey, 33% of participants shared further comment
at the end of the questionnaire. Notable here are the respondents who indicated that a
fear of blacklisting prevented them from seeking support and further detail on the power
imbalances present in the arts sector which encourage this culture of negative behaviour.

31 Details on the number and type of open-text responses to this question (Q.18) can be found in Appendix 2 (page 58).
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SURVEY ANALYSIS:
CROSS-QUESTION ANALYSES

GENDER AND HARMFUL WORKPLACE EXPERIENCES

We analysed the relationship between experiences of harmful behaviours that
undermine the right to dignity at work and gender (Figure 1.15). We found that those
who identified as female in the demographic section were more likely than males

to have experienced bullying, harassment, sexual assault, and sexual harassment.
Women were more than three and a half times more likely to experience sexual
harassment than male respondents, while they were more than twice as likely to
experience sexual assault. Male and female respondents were similarly affected by
experiences of assault and victimisation, while male respondents were slightly more
likely to indicate they had been a witness to incidents (55% compared to 52% for
female respondents). Male respondents were more than one and a half times more
likely to state that they had no experiences of bullying, harassment, sexual assault,
sexual harassment, humiliation, or victimisation than female respondents (22%
compared to 13% for female respondents).3?

32 We restricted our analysis to female and male responses as the number of respondents who identified across the
other categories (Non-Binary & Prefer Not To Say) were too small to analyse with confidence.
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FIGURE 1.15 BREAKDOWN OF RESPONDENTS NEGATIVE EXPERIENCES BY GENDER
Due to the small number of non-binary and ‘prefer not to say’ responses, this table
only displays the distribution for male and female respondents.

52% Witness
5 5% Witness

52% Bullying
48% Bullying

o,
47 A) Humiliation

)
32 A) Humiliation

o,

24 A) Harassment
o,

16 /) Harassment

25
o Sexual Harassment

1%
‘o Sexual Harassment

13% Victimisation FE M ALE

o,
12 A) Victimisation M ALE
o
7 A) Sexual Assault

o,
3 /) Sexual Assault

4% Assault
4% Assault

o,
13 /) None of the above
o
2 2 A’o None of the above

7% Other
4% Other
|

0 10 20 30 40 50 60




SPEAK UP: A CALL FOR CHANGE

Sixty-three percent of respondents to the survey indicated that they work in a freelance
capacity. We analysed the relationship between experiences of harmful behaviours
that undermine the right to dignity at work and employment in relation to freelance
status (Figure 1.16). According to this data, freelance workers were significantly more
likely to experience harmful behaviours that undermine the right to dignity at work

in every category. This is compared to those respondents who did not identify as
freelancers. Freelancers were much more likely to experience sexual harassment (24%
of respondents) than non-freelance respondents (14%), and more likely to experience
humiliation (46%) compared to the general respondent cohort (38%).

In addition, freelancers were more likely to experience harmful behaviours that undermine
the right to dignity at work than the general cohort. Only 13% of those who identified as
working freelance indicated that they had not experienced harmful behaviours compared
with 20% of those who do not work freelance. It seems that freelancer workers are more
exposed to these experiences than workers in other categories.33

Respondents who indicated that they were contract workers, employees, students,
or ‘other’ were not statistically significantly more or less likely to experienced harmful
behaviour than those in other categories.

These findings indicate that freelance workers are more vulnerable to instances of
harmful behaviours in work within the arts sector. This may relate to the increased
precarity and lack of job security freelance workers face. However, it is noted that
contract workers, employees and students may also face precarity.

33 Respondents who identified as freelancers may also have selected other roles in addition to their freelance status.



TOWARDS CREATING A SAFE & RESPECTFUL WORKING ENVIRONMENT FOR THE ARTS

FIGURE 1.16 BREAKDOWN OF NEGATIVE EXPERIENCES BY EMPLOYMENT STATUS
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In this figure, ‘freelancers’ includes all respondents who identified as working
freelance, including those who work freelance and are employed or contracted for
other work. ‘Not working freelance’ includes all other respondents who didn’t indicate
that they worked freelance.
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We undertook an analysis of how experiences of harmful behaviours that undermine
the right to dignity at work vary across different sectors within the arts. This analysis
demonstrated that there is a similar pattern of withessing and experiencing

such behaviours across all sectors (Figure 1.17). The percentages for those who
experienced harmful workplace behaviours ranges from 66% for Arts Participation
and Visual Arts, to 79% for Dance. In terms of those who witnessed, but did not
directly experience negative harmful behaviours, these percentages range from 48%
for other responses to 68% in both Visual Arts and Theatre.

Given the small number of responses in some categories and the similarity in
percentages across these categories, we do not consider sector as a significant
contributor to the likelihood that a person will experience or witness harmful
workplace behaviour. Instead, it is clear that there is a consistent and pervasive
problem across the arts sector, demonstrated by the overwhelming majority of
respondents reporting that they have experienced or witnessed harmful behaviours
that undermine the right to dignity at work.

Figure 1.17 demonstrates the percentages of experiencing and witnessing negative
workplace behaviour by sector:
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FIGURE 1.17 BREAKDOWN OF EXPERIENCES AND WITNESSING
OF NEGATIVE WORKPLACE BEHAVIOUR BY SECTOR
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CONCLUSION

This report makes for stark reading. However, for many, it is an
acknowledgement of a reality that has been hiding in plain sight. There
appears to be a culture of harmful workplace behaviour across Ireland’s
arts sector. The levels of experiencing and witnessing harm is similarly
high across all sectors with the overwhelming majority of respondents
experiencing (70%) and witnessing (53%) harm. These instances of harm
are reported to occur in work. The above findings show that harmful
workplace experiences that undermine the right to dignity at work such
as bullying, harassment, sexual harassment, humiliation, victimisation,
assault and sexual assault are not the exception, but rather, according to
our data, are more likely to be an accepted norm in Ireland’s arts sector.



Gender is also a significant factor with women more likely to experience harmful
behaviour than men. Respondents indicated that harmful behaviours were
perpetrated primarily by men (67%) although women were also reported to perpetrate
harm (42%) at a relatively high rate. The data also showed that women are much
more likely to suffer from sexual harassment and assault with women three and a half
times more likely to experience sexual harassment than male respondents, and more
than twice as likely to experience sexual assault than male respondents.

The number of respondents who identify as non-binary or another gender identity
were too small to analyse with confidence. Efforts should be made to ensure that
the intersections of these harmful experiences and those who identify outside of
the gender binary are examined thoroughly through subsequent reporting. Similar
challenges were faced when analysing ethnicity and disability, and efforts should be
made to further analyse the relationship between workplace harm and ethnicity and
disability in future research.

Precarity of employment is also a factor in this crisis. Those who identify as
freelancers are more likely to have these harmful behaviours perpetrated against
them. As the COVID-19 pandemic has made the sector even more precarious than
before, this is of significant concern.

This report indicates that the arts sector does not have sufficient or effective enough
supports to deal with these worrying trends. Most concerningly, most respondents
who reported experiencing and witnessing harm stated that they were not
comfortable seeking support.

What emerges from the data and personal accounts is a culture of acquiescence
and acceptance evident across this survey’s data which is influenced by power
dynamics that allow perpetrators to have a disproportionate amount of control and
power. Respondents indicated that those who perpetrate harm were very likely to
be in a position of power. In the rare cases that supports exist to counteract these
experiences or to deal with complaints, they are insufficient or often subverted or
gatekept by perpetrators.

Ultimately, the findings in this report point to the need for a considered, multifaceted,
and meaningful approach to substantive culture change across the arts. The extent
of harmful behaviours reported highlights the necessity for cross-sectoral leadership
and a zero-tolerance approach, alongside fit-for-purpose resources to support all
those employed in the arts. The evidence is clear, now action is required, and it needs
to be a top-down approach. The current situation appears to be one that fits the
‘missing stair’ model, whereby workplaces and arts workers have adapted to ‘work
around’ the presence of perpetrators within, rather than adjusting the system to
identify, investigate and discipline them. Respondents to the survey have indicated
that harmful workplace behaviours are prevalent, accepted within the culture, and

in many cases unreported due to a fear of negative consequences for the victim.
Additionally, it seems that the policies and systems designed to deal with this
behaviour are, at best inadequate, and at worst, work against those reporting.
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OBSERVATIONS

Based on the findings of this report and in order to promote dignity at
work across the arts sector, meaningful commitment to cultural change
is needed to tackle the scale of this crisis. Action, accountability, and
further research is required.



ACTION

Cross-sectoral engagement with the findings of this report is required. In addition,
relevant and accessible supports need to be put in place, urgently, to safeguard and
bolster the reporting process. This needs to be overseen at national level, as those
with positions of power within organisations are overwhelmingly alleged to be those
perpetrating harm across the sector. Without consequences for those in positions

of power, it is unlikely that the kind of cultural change necessary can be achieved.
The prevalence of respondents witnessing harmful behaviours suggests the need for
awareness development in relation to bystander intervention. Regularly cited as a key tool
for culture change in organisations, and in the sector more broadly, training on bystander
intervention techniques can make a substantial contribution to the wider strategy.
Similar to current models in Higher Education, a reporting tool could also be considered,
potentially taking the form of a centralised resource that all arts workers will have access to.
The proposed Universal Basic Income (UBI) pilot should be enacted with urgency as a
means of reducing levels of precarity in the sector.

ACCOUNTABILITY

The lack of accountability for perpetrating harmful behaviours has been outlined as a
significant issue for those who experience and witness harm. For this reason, there needs
to be clear consequences for perpetrating (or not responding sufficiently to the reporting
of) harmful workplace behaviours. A model to link the availability of public funding
with adherence to national guidelines and processes on workplace safety and reporting
should be considered, combined with significant oversight to ensure compliance.3*

Institutions need to come up with imaginative ways to find accountability solutions
for a sector that is as heterogeneous as the arts sector, which employs a significant
number of precarious and freelance workers.

FURTHER RESEARCH

There needs to be regular analysis of the arts sector in Ireland to monitor progress in this area.
Regular research should be commissioned, building on this work, to ensure that the voices
of Ireland’s artists and arts workers continue to be heard and to ensure that organisations
are adhering to current and incoming advice and policies on ensuring dignity at

work. Similarly, the size and scope of Ireland’s arts sector needs to be ascertained.
Without a full picture of the size and demographics of the sector, a comprehensive
and accurate analysis cannot be achieved. The researchers of this report wish to
augment the call made recently by the National Campaign for the Arts that a study is
commissioned to ascertain the size of Ireland’s arts sector.

Researched by Dr Ciara L. Murphy, Dr Brenda Donohue, and Conall O Duibhir, with
support from Dr Peter Campbell and Olwen Dawe. October 2021

34 See: https://www.citizensinformation.ie/en/employment/equality_in_work/bullying_in_the_workplace.html#. The Irish
Research Council (IRC)’s ‘Policy on Bullying, Harassment, and Sexual Harassment’ requires applicants to self-certify
that ‘they have not had an allegation of bullying, harassment, and sexual harassment upheld against them for which
there is a current disciplinary warning or sanction in place.


https://www.citizensinformation.ie/en/employment/equality_in_work/bullying_in_the_workplace.html
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RECOMMENDATIONS

Informed by the findings of this report, the following recommendations
identify where action and cross-sectoral focus is needed to transform
workplace culture in the arts.

Committed and meaningful leadership, alongside accessible and
sustainable sectoral supports, capacity building programmes and
oversight are all key measures that must be put in place to embed the
culture change required.

Dignity in the workplace is the right of every artist and arts worker.
Harm perpetrated by one person on another across the spectrum

of behaviours outlined in this report has a lasting impact and the
supports and measures provided must respond to the range of
behaviours experienced by people. These recommendations outline
a shared way forward towards creating a safe and respectful working
environment for everyone who works in the arts sector.

SIOBHAN BOURKE, JANE DALY
Co-Directors, Irish Theatre Institute, Speak Up Co-Leads
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RECOMMENDATION 1:
DEMONSTRATE LEADERSHIP AND BUILD

CROSS-SECTORAL SUPPORT FOR CHANGE

Strong and committed leadership is needed in order to build confidence across
the sector that negative behaviours will not be tolerated and that there will be
consequences for those perpetrating bullying, harassment, sexual harassment,
humiliation, victimisation, assault and sexual assault.

RECOMMENDED ACTIONS:

Mobilise sectoral and institutional leaders, key talent and public figures in the
arts to speak publicly about the immediate need for cultural change in their
respective sectors.

Build cross-sectoral leadership and best practice to create a zero-tolerance
approach to harmful behaviour in the arts workplace.

Publish and share widely the Dignity in the Workplace Code of Behaviour
throughout the arts sector

Create an online register to which organisations and individuals can formally
sign up to the Code of Behaviour and publicly declare their commitment to its
implementation.

Encourage organisations to provide all new employees/freelance workers
on arts projects/events with the employer’s Dignity in the Workplace Trust
Statement (see Appendix 4), as part of their induction, and read same aloud
on the first day of each new employment /project.

Develop an inter-departmental working group to ensure complementary
actions and implementation measures across sectors such as Arts, Defence,
Justice, Education.



SPEAK UP: A CALL FOR CHANGE

RECOMMENDATION 2:
STRENGTHEN REPORTING AND SUPPORT SYSTEMS

Those experiencing harmful behaviours in their workplaces need to be able to
confidentially report their experiences, irrespective of where it sits on the the spectrum
of harmful behaviour, without fear of reprisal. Given the substantial freelance nature of
the arts sector, supports need to be urgently put in place to safeguard and bolster the
reporting process. Boards and leaders of organisations have particular responsibility to
ensure best practice to instil belief and trust in the reporting processes. It is particularly
acknowledged that the experience of reporting sexual violence to civil authorities

is extremely traumatic; it is imperative that people in this situation are dealt with
sensitively and appropriately throughout the reporting process.

RECOMMENDED ACTIONS:

e Develop and maintain a dedicated online resource for arts organisations
holding a Dignity in the Workplace Toolkit including the sectoral Code
of Behaviour, relevant policy documents, sample Trust Statements, HR
procedures and templates.

e Ensure the Dignity in the Workplace Toolkit contains comprehensive
information on available supports and resources for freelance artists and
arts workers. It should also contain comprehensive information for victims of
sexual violence setting out the process of reporting sexual offences, where to
access legal advice and counselling for victims.

e Introduce an anonymous, centralised reporting facility modelled on existing
examples in Ireland (including Report and Support implemented at Third Level’®) and
internationally and agree the systems and processes with stakeholders and funders.

e Expand existing resources, provided free of charge for artists/arts workers
who have experienced a Dignity in the Workplace issue, including access
to counselling services, impartial HR advice, mediation services and, where
required, legal consultation.?”

e Advocate for a national information campaign about reporting sexual crime, including
a simplified, well-publicised process for reporting sexual violence to the Gardai.

e Safeguard victims of sexual crime by ensuring the criminal reporting process,
from the first point of contact, requires the victim to engage only with
personnel with specialist training in investigating sexual offences.

e Establish systems to ensure people reporting sexual crimes are treated in a
consistent manner in all parts of the country.

35 |Initially piloted by Irish Theatre Institute (Autumn 2021).
36 Report and Support https://reportandsupport.ucd.ie/

37 See Life Worth Living — The Report of the Arts and Culture Recovery Taskforce, Recommendation 6 - Ensuring the Wellbeing
of Ireland’s Creative Community — Minding Creative Minds was supported in 2021 to provide services. https://www.gov.ie/
pdf/?file=https://assets.gov.ie/98470/16fdf28f-bb34-471d-8f9f-1ed64f4aea2f. pdf#page=null https://mindingcreativeminds.ie/.
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RECOMMENDATION 3:
PURSUE CONSEQUENCES FOR NON-COMPLIANCE

The lack of accountability for perpetrating harmful behaviours has been outlined as a
significant issue for those who experience and witness them. This report indicates that
respondents generally felt that incidents reported were not dealt with meaningfully,

or that they ‘worked around’ the harmful behaviour. This recommendation calls for
punitive consequences for Boards and organisations perpetrating or covering up
negative workplace behaviours.

RECOMMENDED ACTIONS:

e Encourage Government Departments, State Agencies and funders to require
organisations/institutions to come up with, implement, and report annually on
effective and enforceable accountability solutions and procedures.

e Ensure that all terms and conditions of public funding overtly address the
material matters for organisations that result from non-compliance with the
highest standards of governance/dignity at work principles.

e Advocate that all public funding be contingent on adherence to national
guidelines and processes on workplace safety and reporting.38

e  Establish regular compliance checks in all public funding systems to ensure
ongoing adherence to the Code of Behaviour.3°

38 See: https://www.citizensinformation.ie/en/employment/equality_in_work/bullying_in_the_workplace.html#

39 Arts Council Conditions of Financial Assistance (Clause 31): https://www.artscouncil.ie/uploadedFiles/Main_Site/
Content/Funds/Funding-Agreement-Template. pdf

45


https://www.artscouncil.ie/uploadedFiles/Main_Site/Content/Funds/Funding-Agreement-Template.pdf
https://www.artscouncil.ie/uploadedFiles/Main_Site/Content/Funds/Funding-Agreement-Template.pdf
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RECOMMENDATION 4:
BUILD CAPACITY TO PROMOTE A DIGNIFIED
WORKPLACE CULTURE

There is significant scope to develop the capacity of the sector to promote a dignified
workplace culture. Arts organisations must commit to working actively in this regard,
embedding capacity building programmes and continuing professional development
for employees, artists and arts workers. Boards and leaders of arts organisations,
across all sectors, have a particular responsibility in championing the importance and
impact of these programmes on an ongoing basis.

RECOMMENDED ACTIONS:

Promote the Dignity in the Workplace Toolkit containing information,
templates and resources for use by arts organisations including step-by-
step advice on the appropriate reporting structure and process for those
experiencing harmful behaviour.

Provide a suite of dedicated training tools for arts organisations, artists
and arts workers to address Dignity in the Workplace issues, starting with
Bystander Training.

Provide ‘Train the Trainer’ programmes to address sectoral capacity deficits
in relevant and related areas such as Intimacy Co-ordination for Stage and
Screen.

Incorporate Dignity in the Workplace modules in all arts related youth training
and accredited courses at vocational and third level.
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RECOMMENDATION 5:
INVEST IN FURTHER RESEARCH

This report indicates the existence of a culture of harmful workplace behaviour in the
arts sector. Without a full picture of the size and demographics of the sector, accurate
and worthwhile analysis of issues — and progress — is difficult to achieve around
Dignity at Work.

RECOMMENDED ACTIONS

Undertake a study to ascertain the size and scope of Ireland’s arts sector, as
recently called for by the National Campaign for the Arts.

Commission research, building on this report, in recognition that issues
express themselves differently in different artforms and sectors (amateur,
youth, training organisations, commercial, subsidised).

Commission research into the experiences, terms and conditions of work in
the arts in relation to ethnicity and disability.

Commission a triennial Speak Up survey to assess progress and to identify
any new measures that are required to ensure the highest standards of
Dignity in the Arts Workplace.

Research international standards, codes and practices in order to measure
impact and progress in Ireland and engage in transnational research projects
and collaborations.
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APPENDIX 1: SPEAK UP ACTION SURVEY

PAETT ON

CREATING A SAFER WORK ENVIRONMENT FIR EVERVONE

INTRODUCTION

Speak Up & Call It Out began as a theatre sector initiative led by Irish Theatre
Institute (ITI), supported by the Department of Tourism, Culture, Arts,
Gaeltacht, Sport and Media, the Arts Council, and the Irish theatre sector,
following the events and revelations in 2017/18 in relation to the abuses of
power, and in line with global calls to action. In 2018 Irish theatre came together
to discuss and identify initiatives to begin a much needed cultural change in

behaviour. This formed Phase 1: Speak Up & Call It Out.

ITI continues to lead this initiative and is currently developing a number of
activities to raise awareness of Dignity at Work issues across the arts. Phase Il
named Speak Up ACTiON (2021) will deliver a range of supports for everyone
working in the arts, improving practice, policy and knowledge of key issues
relating to Dignity at Work.

This survey will provide us and the wider sector with clarity on the types of
issues manifesting, and the manner in which they are being dealt with. This, in
turn, will assist ITI in tailoring its responses and supports.This survey is
intended for professional arts workers in Ireland across all artforms. Please
note that the survey is anonymous, and data collected will only be used in an
aggregated fashion.

A Little About You

For the purposes of our research, we would really appreciate if you could tell us
a little about yourself - the survey is completely anonymous and the data
collected will only be utilised in an aggregated fashion.

The information you provide will help us to understand the way in which Dignity
at Work issues are manifesting across the sector, in terms of artform specific
patterns as well as how these patterns are affecting individuals working in the

arts.
*1. lwork in:
[ Arts Participation [ Opera
[ Circus, Street Arts and Spectacle [ Theatre
| Dance || Traditional Arts
[ Film || Visual Arts
" Literature [ Young People, Children and Education
[ Music
|| Other (please specify)
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*2.

*3.

*4,

| describe myself as:

An artist

An arts worker

An arts administrator
An arts manager

A facilitator

An intern

A producer

A volunteer

Prefer not to say

Other (please specify)

My work is:
Contract
Freelance

I'm an employee
I'm studying

Other (please specify)

lam:
Female
Male

Non Binary

* 5. My ethnicity:

Asian or Asian Irish — Chinese

Asian or Asian Irish - Any other Asian
background

Black or Black Irish — African

Black or Black Irish - Any other Black
background

Irish Traveller

Other (please specify)

Trans

Prefer not to say

[ White Irish
Any other White background
Mixed ethnic group

Prefer not to say

* 6. Do you identify as a person with a disability?

. Yes

_ No

Prefer not to say



*7. Your age-range:

18-25 56-65

1 26-35 | 66+
36-45 Prefer not to say
46-55

The following section asks about your personal experience with issues around
dignity in the workplace - we greatly appreciate your responses but ask that
you do not provide names of alleged perpetrators. Some of the language is
direct and some people may find it uncomfortable, but it is important that we
ask the questions so that you are clear what we mean. If you are affected by any
of the issues raised in this survey, please find details for organisations you can
contact below.

Minding Creative Minds: 1800 814 244 www.mindingcreativeminds.ie
Rape Crisis Centre: 1800 778 888 www.rapecrisishelp.ie
Samaritans: 116 123 www.samaritans.org

* 8. In my work-place, or during the course of my work in the arts, | have
experienced:

Assault Sexual harassment
Bullying Victimisation
Harassment | withessed someone else's experience

of one or more of the above
Humiliation

" None of the above
__ Sexual assault

Other (please specify)

9. Based on your answer, are there any other comments you'd like to add?

10. It happened:

. At awork-related social event (i.e. | In arehearsal room

opening night, book launch) i
| In a non-traditional workspace (i.e. film

At a promotional event set, gallery, recording studio)

During a live performance Offsite / at a conference or other work-
related event

During dress rehearsal or technical

rehearsal | Online

__ In an educational setting / during [ On tour
mentoring, tutoring, masterclass

In an office context

Other (please specify)
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11. The perpetrator(s) was (were):

" Acolleague (for example: a fellow cast [ My manager or boss (for example: the
member, another artist working on a person | reported to, or the person that
project) runs the organisation that employed

you)

A senior member of staff (for example: a

member of staff with significant Prefer not to say
responsibilities such as a producer, a

senior manager etc.)

A service provider (for example: a
person/persons providing specific short-
term services to an employer, such as
consultants, daily crew, drivers)

Other (please specify)

12. The perpetrator(s) was (were):

[ Male
Female
Non Binary

Trans

13. Your experience(s) was (were):

Once-off
Occasional
Repeated

Other (please specify)

14. The incident(s) took place:

In the past year

In the past two years

In the past five years
" In the past ten years

[ Other (please specify)

15. The supports available to you to deal with this experience were:

" ABullying and Harassment Policy [ I'wasn't aware of any supports

A Dignity at Work Policy | was aware of supports but didn't avail
of them

A designated member of staff (to make
a complaint, enquire about how to raise | wasn't aware | could or should look for
an issue) support

_ AHR Manager / member of HR (to [ 1 didn't feel comfortable looking for
enquire about processes, how to raise support
an issue)

Other (please specify)
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16. Based on your answer above, could you tell us a little more about how your
experience(s) was (were) dealt with?

About What Happens Next

Speak Up ACTiON (Speak Up and Call It Out: Phase I1) will provide a range of
supports and tools to the sector. We are keen to hear your thoughts on these
interventions, please feel free to share your insights in this final section.

17. Based on your experiences, what do you think are the most important
sectoral measures / interventions? (Ranking in order of priority, where 1is the
most important and 4 the least)

a
—

Awareness Development (for example: campaigns, events)

-
v

Training (for example: workshops, online modules)

A
v

Development of Organisational Processes / Policies (for example: templates and toolkits)

A
=

Sectoral Leadership (for example: increased public affirmation of acceptable behaviours by
people in high profile leadership and/or decision-making roles in the arts and arts
administration)

18. Are there any other actions or interventions that you feel would promote
Dignity at Work in the arts?

19. If you would like to share any other comments, please do so here:
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APPENDIX 2: CODING FRAME FOR OPEN RESPONSES

QUESTION 9 BASED ON YOUR ANSWER [RELATING TO NEGATIVE EXPERIENCES AFFECTING
DIGNITY AT WORK], ARE THERE ANY OTHER COMMENTS YOU'D LIKE TO ADD?

CODE ‘ CODE DESCRIPTION

‘ COUNT
1 Further detail on direct experience as reported in question 8 61
10 Problems are prevalent 13
PROFESSIONAL CONTEXT
20 Exploitation (precarious labour, overwork, lack of resources, etc.) 31
21 Pressure to avoid reporting/‘speaking up’ 11
22 ‘Inner-circles’ self-protect/certain figures protected 18
23 Inappropriate behaviour ‘accepted’/normalised 44
24 Those in a position to challenge problems actually perpetuate 4
25 Pressure to accept uncomfortable activity (e.g., nudity, risk) 9
26 Behaviour must be endured to maintain position/cannot be challenged 16
27 Unclear boundaries between work and leisure 3
28 Nature of creative work itself brings extra vulnerability 4
29 Incidents driven by those in powerful positions 52
PERSONAL CHARACTERISTICS
30 Incidents related to sex/gender 88
31 Incidents related to age/inexperience 26
32 Incidents related to sexuality 4
33 Incidents related to ethnicity/nationality 8
34 Incidents related to disability 5
35 Incidents related to class 3
36 Incidents related to body type 2
RESULTS/OUTCOMES
40 Abusive behaviour has no consequences/not taken seriously 26
41 Reporting makes situation worse 15
42 Experience results in people leaving/avoiding/being shut out 23
43 Reports not believed 3
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CODE ‘ CODE DESCRIPTION ‘ COUNT

A NEED FOR FURTHER TRAINING/POLICIES ETC.

50 No clear structures for reporting 8
51 Not prepared/able to support if problems arise 2
52 Call for wider policies/structures/leadership to resolve issues 20
53 Lack of support in place for individuals 4
b4 Inexperience/lack of training leads to problematic behaviour 8

PROBLEMS MAY BE LIMITED/IMPROVING

60 Abusive behaviour is concentrated, not pervasive 3
61 Abusive behaviour not personally witnessed/experienced/minor 13
62 Situation is improving/references to problems ‘in the past’ 15
63 Situation is generally ok/situation same or worse outside arts 6
64 Inappropriate behaviour was/may have been unintentional 3

No direct experience (usually explained as a result of ‘luck’/personal

65 characteristics) 7
OTHER
70 The majority are excluded in the arts 1
71 ‘Safe spaces’ should not stifle freedom of expression 1
90 Repetition of previous question category 1
91 Other 15
97 ‘N/A 21
98 ‘No’/‘No thanks’/‘Not really’/'Not now’, etc. 139
99 Text entered but not responsive to question (e.g. ‘-’ %, etc.) 5
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QUESTION 16 BASED ON YOUR ANSWER ABOVE [ABOUT AVAILABLE SUPPORTS], COULD YOU TELL
US ALITTLE MORE ABOUT HOW YOUR EXPERIENCE(S) WAS (WERE) DEALT WITH?

CODE | CODE DESCRIPTION COUNT
ISSUE WAS NOT/COULD NOT BE DEALT WITH
10 No clarity/meaningful avenue for reporting 33
11 Incident not dealt with meaningfully/no meaningful consequences 271
12 Power imbalances prevent meaningful action 79
13 Inappropriate behaviour ‘accepted’/normalised 57
ISSUES RELATING TO PERPETRATOR
20 Perpetrator removed/not re-hired 11
21 Perpetrator excused/supported 11
22 Retaliation from perpetrator 3
23 Perpetrator does not accept problematic behaviour has occurred 4
24 Perpetrator subject to abusive behaviour 1
ISSUES RELATING TO VICTIM
30 Victim deals with issues individually/personally 60
31 Victim leaves organisation/sector/situation 91
32 Victim ‘works around’ or otherwise accepts abusive behaviour 107
33 Reporting makes situation worse 35
34 Victim only realises behaviour problematic in retrospect 8
BEHAVIOUR OF ORGANISATION/EMPLOYER/COLLEAGUES
40 ‘Inner-circles’ self-protect/certain figures protected 26
41 Wider training organised 5
42 Empathy with/‘show of support’ for victim 7
43 Apology given 20
44 Assistance limited due to inexperience/lack of training 10
45 Formal procedure followed 35
46 Policy changes made 9
47 Those in a position to challenge problems actually perpetuate 23
48 Intervention made/support given 10
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CODE | CODE DESCRIPTION COUNT
STRUCTURAL ISSUES
50 Informal/‘mutual support’, rather than formal support in places 38
51 Call for wider policies/structures/leadership to resolve issues 3
OTHER
60 Incident not seen as problematic 3
61 Trans issues/‘gender ideology’ causes problems? 6
91 Other 50
96 Comment on survey itself 2
97 ‘N/A' 14
98 No’/‘No thanks’/‘Not really’/‘Not now’, etc. 21
99 Text entered but not responsive to question (e.g. ‘-, , etc.) 3

40 It should be noted that this is language pulled from open responses and aggregated according to the research
methodology. It is not intended to constitute agreement with this position.
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QUESTION 18 ARE THERE ANY OTHER ACTIONS OR INTERVENTIONS THAT YOU FEEL WOULD

PROMOTE DIGNITY AT WORK IN THE ARTS?

CODE ‘ CODE DESCRIPTION ‘ COUNT
CULTURAL CHANGE
10 Normalisation of reporting/no ‘stigma’ around reporting 32
11 Raising awareness/education on issue 68
12 Boundaries between work and leisure reviewed 4
13 Increased diversity 24
14 Addressing power imbalances 29
15 Solidarity between more and less powerful/privileged groups 2
16 Other broader cultural change 18
AREAS FOR REVIEW
20 20 — A more meaningful/effective role for boards 18
21 21 — Systems of accountability need to be in place 24
22 22 — Public acknowledgement of problems/‘naming and shaming’ 11
23 23 — Review hiring practices 2
24 24 — Meaningful repercussions after reporting 37
25 25 — Better leadership 27
POLICIES REQUIRED
30 Legal contracts/signed commitments re: in/appropriate behaviour 12
31 Codes of conduct/dignity at work policies 19
32 Written/verbal reminders of appropriate behaviour e.g as job starts 14
33 Resources/procedures/expectations should be clarified in professional 5
contexts
34 ‘Zero tolerance’ of bullying etc./removal of known perpetrators 14
35 Impa(?t on funding of problematic practices/funding tied to appropriate 23
practice
36 Better funding/payment/working conditions to remove precarity 40
37 Limited tenure length in publicly funded organisations 4
33 ‘Spo_t checks’_/greater feedback or monitoring on practice/an ‘officer’ to 16
monitor practice
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CODE ‘CODE DESCRIPTION ‘ COUNT

WIDER STRUCTURES/DEVELOPMENTS REQUIRED

40 A place to re_port to/independent body/ombudsman to tackle issues/ 57
support/advise
41 ‘Independent’ HR if no HR within working context 18
42 Safe spaces for/means of reporting 14
43 Arts council/funders promotion of best practice/support for applicants 14
44 Links made with wider support organisations/structures 2
45 ‘Kitemark’ of best practice 2
46 More unionisation 12
INFORMATION REQUIRED
50 More data collection on extent of problems 13
51 Greater clarity on who to report to/how to report/access support 19
ATTENTION TO PARTICULAR GROUPS
60 Anti-discrimination policies must apply to majority groups also. 1
61 Problems with trans people/‘gender ideology’, etc.*! 6
62 Support freedom of expression for alternative perspectives 2
63 Men are afraid to speak up 1
64 Leaders must be protected 1
OTHER
70 Nothing further needed/situation generally good/improving 4
71 Unlikely that situation will/can be improved 10
72 Not be oversensitive 1
73 Kindness/respect/manners, etc 9
91 Other 55
96 Response to survey itself (‘well done’/thanks etc) 3
97 ‘N/A’/Don’t know 15
98 ‘No’/'No thanks'/‘Not really’/‘Not now’, etc. 54

41 It should be noted that this is language pulled from open responses and aggregated according to the research
methodology. It is not intended to constitute agreement with this position.
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QUESTION 19 IF YOU WOULD LIKE TO SHARE ANY OTHER COMMENTS, PLEASE DO SO HERE

CODE | CODE DESCRIPTION

1 Further detail on personal experience/position 27

ISSUES TO DO WITH PROFESSIONAL CULTURE

10 Artistic quality/reputation should not ‘protect’ perpetrators 7

11 Inappropriate behaviour ‘accepted’/normalised/‘everyone knows’ 18

12 Raising awareness/education on issue needed 14

13 Boundaries between work and leisure need consideration 4

14 chregsgd c!iversity necessity/problem of lack of diversity/ 13
discrimination, etc.

15 Policy is not enough/wider cultural change required 8

16 Addressing power imbalances necessary 19

17 Fear of blacklisting, being seen as a ‘troublemaker’, etc. 27

18 Reporting makes situation worse 3

19 Boundaries around inappropriate behaviour not necessarily clear 3

NATURE OF WORK

20 A more meaningful/effective role for boards needed 2

21 Public acknowledgement of problems/‘naming and shaming’ needed 1

22 Meaningful repercussions after reporting needed 7

23 Better leadership needed 6

o Better funding/payment/working conditions to remove precarity 10
needed

POLICY CHANGE REQUIRED

30 Change to disability-related policies 1

31 HR should assist 1

32 Clearer guidelines/policies required 8

33 A place to report to/independent body/ombudsman to tackle issues/ 2
support/advise

34 Impagt on funding of problematic practices/funding tied to appropriate 6
practice

35 Counselling should be available 1
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CODE ‘ CODE DESCRIPTION ‘ COUNT

ATTENTION TO PARTICULAR GROUPS

40 Those in a position to challgnge problems actually perpetuate/known 6
perpetrators present at anti-harassment events
41 Men may be victims/women can also be problematic figures 7
42 Problems with trans people/‘gender ideology’, etc.* 4
43 ‘Inner circles’ self-protection/certain figures protected 2
GENERAL
50 Problem is urgent/change is needed 12
51 No direct/major experience, but knowledge of wider problem 3
52 Nothing further needed/situation generally good/improving 1
53 Don’t make problems where none exist/problem with ‘cancel culture’ 2
b4 Change is not likely/things are getting worse/problems are embedded 7
55 Training is welcome 1
56 Things are improving 2
RESPONSE TO SURVEY ITSELF
60 ‘Thank you for the survey'/‘good luck’/‘this is important’, etc. 84
61 Issues with elements of the survey 9
62 Survey will not help/is problematic 4
63 Don’t contact/identify me 2
OTHER
91 Other 39
97 ‘N/A’/Don’t know 31
98 ‘No’/‘No thanks'/‘Not really’/‘Not now’, etc. 67
99 Text entered but not responsive to question (e.g. ‘-, , etc.) 8

42 |t should be noted that this is language pulled from open responses and aggregated according to the research
methodology. It is not intended to constitute agreement with this position.
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APPENDIX 3:

This Code of Behaviour was created following assessment of the risk to health and
safety of employees/workers from bullying, harassment, sexual harassment and
victimisation in the theatre sector. It is suggested that this summary is read, discussed
and signed by each employee/worker of the team on the first day of the rehearsal period
and/or on taking up a position with the employer.

An employer can be any individual or entity engaging the services of an employee.
Every employer has a legal responsibility to ensure that all employees, whether full
time or freelance, are treated with respect and dignity in all situations associated with
their employment including (without limitation): the workplace; at meetings; on tour;
at training events; at conferences; and at work-related social events whether on the
premises or off-site. The employer’s responsibility also extends to clients, customers
or other business contacts with whom an employee/worker might reasonably expect
to come in contact during their employment.

All employees/workers, trainees, interns, students, board members, volunteers and
individuals providing services to the employer are protected by this Code of Behaviour.
They are also required to comply with it. All employees/workers have a responsibility for
ensuring they treat their colleagues and contacts in the workplace with dignity and respect
and are also responsible for their own contribution to creating and maintaining a work
environment free from bullying, victimisation, sexual and other forms of harassment.

Senior staff (creative, technical and administrative) must take responsibility for the
power they have and be aware of the potential impact their behaviour has on others.
They must take care to ensure they are not using that power abusively over others
more vulnerable than them. Management and others in positions of authority have a
particular responsibility to ensure that bullying, harassment, sexual harassment and
victimisation does not occur and that complaints are addressed speedily through the
appropriate procedures.

The employer encourages all employees/workers to call out inappropriate behaviour
as soon as it arises. Empower yourself and others. Be proactive and call out
inappropriate behaviour if you see it happening. An employee/worker might find it
helpful to use this type of language: This is not appropriate — | feel uncomfortable.



RESPECTING THE PERFORMER

No member of the creative team (e.g. director, producer, designer or choreographer)
should ever cause a member of cast to perform, in devising, in rehearsal or in

public, in a way that they experience any sense of oppression in the delivery of their
performance. The capturing of still or moving images of such intimate portrayals, and
their use in marketing and PR in all media, must also be managed in a way that does
not threaten the dignity and respect of the performer.

DEFINITIONS OF BULLYING, HARASSMENT, SEXUAL
HARASSMENT AND VICTIMISATION

BULLYING is repeated inappropriate behaviour, direct or indirect, whether verbal,
physical or otherwise, conducted by one or more persons against another, or others,
at the place of work and/or in the course of employment which could reasonably

be regarded as undermining the individual’s right to dignity at work. An isolated
incident of the behaviour described in this definition may be an affront to dignity at
work, but as a once off incident is not considered to be bullying. Bullying is conduct
which occurs on more than one occasion and which is offensive to a reasonable
person. Bullying can consist of persistent offensive, abusive, intimidating, malicious
or insulting behaviour, or abuse of power carried out by an individual, or a group of
individuals, either directly or indirectly, which makes the victim feel upset, threatened,
humiliated or vulnerable. A pattern of any of the following (non-exhaustive) types of
conduct amount to bullying: Personal insults and name calling; Persistent unjustified
criticism and/or sarcasm; Public or private humiliation; Shouting at staff in public and/
or private; Sneering; Instantaneous rage, often over trivial issues; Unfair delegation of
duties and responsibilities; Unnecessary work interference; Making it difficult for staff
to have access to necessary information; Aggression; Making offensive comments
about physical appearance; Physical abuse; Being treated less fairly than colleagues;
Intrusion — pestering, spying or stalking; Menacing behaviour.

HARASSMENT is defined as any unwanted conduct which has the purpose or

effect of violating a person’s dignity and creating an intimidating, hostile, degrading,
humiliating or offensive environment for the person on grounds of gender, marital
status, family status, race, age, religion, sexual orientation, disability or membership
of the Travelling Community. Unwanted conduct may consist of acts, requests, spoken
words, gestures or the production, display or circulation of written words, pictures or
other material. Examples of harassment might include: Verbal harassment — jokes,
comments, ridicule or songs; Written harassment — messages, texts, emails, letters
and notices; Physical harassment — jostling, shoving, pinching, unnecessary touching
or any form of assault; Non-verbal harassment or intimidation — gestures, posturing or
threatening poses; Visual displays — cartoons, posters, emblems, badges; Isolation or
exclusion from work-related social activities; Pressure to behave in a manner that the
employee/worker thinks is inappropriate.
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SEXUAL HARASSMENT is any form of unwanted verbal, non-verbal or physical
conduct of a sexual nature which has the purpose or effect of violating a person’s
dignity and creating an intimidating, hostile, degrading, humiliating or offensive
environment for the person. This conduct is not limited by the gender(s) of the
complainant and the alleged perpetrator(s). The unwanted conduct may consist

of acts, requests, spoken words, gestures, physical contact or the production,
display or circulation of written words, pictures or other materials. Examples of
sexual harassment include: Sexual gestures; Displaying sexually suggestive objects
including images, text messages or emails; Unwelcome sexual comments and jokes;
Unwelcome physical contact such as pinching, groping, unnecessary touching;
Physical force, or threat of force, for sexual objective; Threat of disadvantage for
rejection of advances; Promise of advantage for sexual concessions.

VICTIMISATION in accordance with the Equality Acts; Victimisation occurs where
dismissal or other adverse treatment of an employee/worker occurs in reaction to:

a complaint of discrimination made by an employee/worker; any proceedings by a
complainant; an employee/worker having represented or otherwise supported a
complaint; an employee/worker having been a witness in any proceedings under the
Equality Acts or the Equal Status Act (2000-2008); An employee/worker having given
notice of intention to do any of the above. Any victimisation of, or retaliation by, another
employee/worker against a complainant, an employee/worker supporting a complainant,
or a worker who gives evidence regarding an allegation of bullying, harassment or sexual
harassment, will be subject to disciplinary action up to and including dismissal.

COMPLAINTS PROCEDURES

The employer commits to dealing with complaints of bullying, harassment, sexual
harassment and victimisation in a fair and sensitive manner. All complaints received
will be treated seriously and with due confidentiality. Complaints will be dealt with as
soon as is practicable. Strict confidentiality and proper discretion will be maintained
by all parties. The employer has both Informal and Formal Procedures to deal with
any complaint made. There is no compulsion or sanction for opting to engage with the
Formal Procedure in the first instance. In both the Informal and Formal Procedures,
the complainant is entitled to have a representative of their choice present with them,
at any meetings arising in the course of proceedings, on the clear understanding of
confidentiality by anyone accompanying the complainant. Employees/workers who
believe they have been subject to abuse are encouraged to make written notes of their
experience(s): What happened? Where? When? How they felt? Any witnesses? In the
event that the Formal Procedure is invoked these notes will be important.



INFORMAL PROCEDURE

In the first instance, a person who believes they are being subjected to bullying,
victimisation, harassment or sexual harassment should name it and ask the person
responsible to stop the offensive behaviour. If it is difficult to approach the alleged
offender directly then the complainant should seek help and advice on a confidential
basis from:

* Their line manager e.g. director, producer, production manager, company
manager, stage manager, CEO

* The Employer's Human Resources manager or designhated complaints’
advisor (where applicable)

*  Another trusted member of the company
* Anelected Trade Union representative

* Anexternal ‘guardian’ (where available) who would be available from the
theatre sector/union to act in this capacity

The person to whom the complaint is made should be sensitive and non-judgmental,
and should support the complainant by accompanying them to a manager/supervisor.

The manager/supervisor should then raise the issue with the alleged perpetrator(s) in a
confidential, non confrontational manner. The employer, at this stage of the process, is
dealing with an allegation of misconduct and must adopt a neutral position.

In many instances this informal process, which names and acknowledges
inappropriate behaviour and emphasises that it’s not acceptable, can resultin a
mutual understanding and acceptance by both the offending and offended parties.
Ideally, this process will involve an apology and a declared intention not to repeat the
behaviour. If this is the case, then the matter should be regarded as concluded and no
further action will need to be taken except for the manager/supervisor to monitor that
no negative consequence for the complainant result from having made the complaint
or any repeat of the behaviour occurs.
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FORMAL PROCEDURE

A complainant may decide, for whatever reason, to bypass the Informal Procedure,
or to use the Formal Procedure in circumstances where the Informal Procedure has
been deemed to be unsatisfactory. It is recognised that it may not always be practical
to use the Informal Procedure, particularly where the complaint is very serious or
where there is a significant discrepancy between the position of the complainant and
the authority position of the person whose behaviour is being complained about. In
such instances the employee/worker should use the Formal Procedure.

When a formal complaint is made, the employee/worker should contact one of the
following at the earliest possible moment:

e Their line manager e.g. director, producer, production manager, company
manager, stage manager, CEO

e The Employer’'s Human Resources manager or designated complaints’
advisor (where applicable)

¢ Another trusted member of the company
e Anelected Trade Union representative

* Anexternal ‘guardian’ (where available) who would be available from the
theatre sector/union to act in this capacity

A Formal Complaint must be made in writing, outlining as much detail as possible
regarding the allegation. Guidelines for a written Formal Complaint can be found
in the Dignity in the Workplace document. On receipt of a formal complaint the
Employer will assign a member of management (the Investigator) to investigate the
complaint and to ensure that the details of the complaint are fully understood. A
meeting will be arranged with the alleged perpetrator at the earliest possible time.

In the interests of natural justice, the alleged perpetrator will be notified in writing.
The following information will be provided in writing in advance of the meeting to the
alleged perpetrator:

*  The name of the complainant
e The nature of the complaint

* Acopy of the allegations made — including information about when and
where and how the behaviour complained of occurred

e Confirmation of their right to representation at any meeting

* Right to rebuttal of the allegation(s) made.



Following the initial meeting with both parties and their representatives, the
Investigator will determine the appropriate course of action which will include either
of the following:

Where the facts are admitted and agreed by both parties, taking
appropriate action to resolve the dispute and/or recommending to
management what disciplinary action should be taken against the
perpetrator.

The Investigator carries out a formal investigation with a view to determining
the facts and the credibility, or otherwise, of the allegation(s).

Whilst it is desirable to maintain maximum confidentiality, once an investigation

of an issue begins, it may be necessary to interview other staff. If this is so, the
importance of confidentiality must be stressed to them. Any statements from
witnesses will be circulated to the complainant and the alleged perpetrator for their
comments before any conclusion is reached in the investigation.

When the investigation has been completed, both parties will be informed as

to whether or not the complaint has been upheld. Both parties will be given the
opportunity to comment on the findings before any disciplinary or other action is
decided upon by management. A record of all relevant discussions which take place
during the course of the investigation will be maintained by management. Both parties
will be given a copy, in writing, of the conclusions reached by the Investigator.

A full outline of the Formal Procedure, Appeal Process and Action Post-Formal
Investigation is available in the Dignity in the Workplace document.

To read the Full Dignity in the Workplace document and to access further
Information, Support Organisations, Legislative and Regulatory Framework,
Reference and Source Materials please see Irish Theatre Institute’s website:
http://www.irishtheatreinstitute.ie/publications.aspx

Signed by:

Role in Company:

Date:
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APPENDIX 4: SAMPLE TRUST STATEMENT

“Every single one of us working on this project is entitled to work in a safe space: a
space free of fear, a space free of bullying and harassment of any kind. We will work
together honouring our differences and celebrating the gifts we each bring to the
table. We will treat one another with politeness and respect at all times and, if we are
subjected to or witness bullying and harassment, we will speak out knowing that our
voices will be heard and will be taken seriously. Together we can create a Safe Space.”

From Equity (UK) Agenda for Change.
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