


Contract percentage by veteran status
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Average contract salary by veteran status

$1,400.00
$1,200.00
$1,000.00
$800.00
$600.00
$400.00
$200.00
$0.00
Principal (Play) Principal (Musical) Chorus Stage Manager
B Average $835.74 $1,083.03 $1,260.24 $1,023.36 $],]58.00
B Veteran $583.26 $776.25 $946.80 $§777.07 $833.78
B Non-Veteran $791.73 $930.25 $1,147.10 $1,002.07 $1,187.64
m Prefer Not to Say $1,066.75 $604.00 $900.00 $0.00 $0.00
B Not Provided $850.73 $1,131.58 $1,301.67 $1,050.61 $1,135.89
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ange and race

e see a few
trends across
the different
racial and/
or ethnic
identities.

BIPOC Number BIPOC
of Contracts Average Salary

White/European

White/European
American
Average Salary

American Number
of Contracts

Table 26: Number of contracts and average weekly salaries in 2021 for BIPOC and White/European American

workers across age groups.

BIPOC stage managers and actors (including
workers who are Black or African American,
Asian or Asian American, Hispanic or Latin
American, Indigenous Hawaiian or Pacific
Islander, Indigenous North American, Middle
Eastern or North African and Multi-Racial or
Multi-Ethnic) saw job opportunities decrease
past the 25-44 age group by 70.9%. The decline
continues between that age group and those
who were 65+, dropping by 86.1%.

Alternatively, White and European American
workers only experienced a 43.5% decrease in
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contracts between the ages of 25-44 and 45-64,
dropping by 78.2%.

This tells us that BIPOC workers are
experiencing a larger drop in job opportunities
as they age than White and European American
workers. This may be due to the roles being
offered and their race or age delineations, the
misconception that the defaultofaroleisacertain
age or race, and the systemic discrimination
of older BIPOC members both in the theater
industry and outside of it.

These trends fall in alignment with those of



both race/ethnicity and age trends we explored and BIPOC individuals were hired at lower
earlier in the report. Earlier, we demonstrated rates than their White or European American
that actors and stage managers older than 44 are counterparts.

hired at lower rates than their younger colleagues

Not

m 25 (0.4%) | 203 (3.4%) 1§ 3,163 (54.3%) § 1,770 (30.4%) | 356 (6.1%) | 301 (5.2%)

Table 27: Contracts that went to each age group and those who did not provide their age compared to the total
number of contracts for the 2016-2019, 2020 and 2021 seasons.

2016 - 2019

White/European

TOTAL Contracts .
American

Prefer Not to Say

m 5,818 1,441 (24.8%) 3,167 (54.4%) 269 (4.6%)

Table 28: Contracts that went to BIPOC workers, White/European American workers and those who preferred not to
provide their race or ethnicity, compared to the total number of contracts for the 2016-2019, 2020 and 2021 seasons.

Additionally, there are discrepancies in pay $1,014 per week, but two of these contracts
across racial and ethnic groups. Based on the averaged $1,879 whereas the other 47 contracts
above chart, BIPOC members received higher averaged out to $735.67 per week. This is 19.8%
pay than those of their White and European less than White and European American
American  counterparts. However, these workers of the same age group.

numbers are skewed by individual salaries that
are increasing the BIPOC average weekly salary.
For example, on average, BIPOC workers above
the age of 65 received 49 contracts and made
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Contract numbers by age and race
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Asian
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or Latin
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81

Indigenous
Hawaiian
or Pacific

American
Islander

O O 0 h O O

Indigenous

North

OO O|N|©Oo|o

52

Middle
Eastern or
North

African

O O AN — O

Multi- .

Racial or I;ﬁ/ rlz::eez; Prefer Not Not
Multi- . to Say  Provided
Ethnic American

6 6 0 13
37 102 9 91
305 1,832 128 268
52 1,036 66 194
2 226 6 35

0 0 0 354



Average contract salary by age and race

$3,000
$2,500
$2,000
$1,500
$1,000 |
$500 ‘
$0
Asian or | Black or Hispanic Indigen.?us Indigenous Hiddls M?Ih_ White or  Prefer
. . . Hawadiian Eastern Racial or Not
Average  Asian = African  or Latin . orth . European Notto .
: ) ) or Pacific . or North  Multi- . Provided
American American American American A X American Say
Islander African = Ethnic
mo0-17 $1,805 $2,613 S0 $1,252 0] o] 0] $1,933 | $1,507 SO $1,864
m18-24 $989  $1,082  S$1,214 $1,003 $O $0 $1,600 $1,023 $988 $903 $881
W 25-44 $1,006 $975  $1,199 $1,012 $792  $1,206 $1,436 $990 $965  $1,021 $881
W 45-64 $997 $1,038 $1,082 $828 @ $1,147 S0 $831 $868 $991 $829  $1,103
W 65+ $901 $800 $786 $591 SO S0 SO $1,879 $917 $1,578 $803
Hm Not Provided $903 S0 $638 S0 SO S0 S0 S0 S0 S0 $903
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age and gender

nother trend that the
intersectional data points
to are discrepancies across
gender as our members age.

Non-Binary /
Third Gender
Prefer to
Self-Describe
Prefer Not

to Say

Table 29: Number of contracts in 2021 for women, men, non-binary or third gender workers and those who preferred
to self-describe or not to say across age groups.

Women received 48.1% of contracts in the binary and third gender stage managers and
18-24 age group. This increases to 50.1% for actors experienced an overall decrease in job
the 25-44 age group and then declines to 41.4% opportunities as they aged. 2.3% of all the
tor women workers aged 45-64. Women then contracts that issued to workers in the 18-24
receive 43.7% of contracts when they reach the age range went to non-binary and third gender
ages of 65+. Men received 33.1% of contracts individuals. This decreases to 1.4% for the 25-44
in the 18-24 age group, increasing to 46.5% in age group and then again to 0.2% for non-binary
the 25-44 age group, and then increasing again and third gender members who were 45-64
to 58.2% in the 45-64 age group. That number years old. We have no record of any non-binary
decreases to 56.3% when they reach 65+. Non- or third gender individuals being hired over the
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age of 65 in 2021. information we have when it comes to gender

This tells us that people of different genders data. For example, 15.3% of contracts that went
experience job opportunity loss and gain at to members who were 18-24 years old went to
different rates and even at different stages in those who did not provide their gender identity
their life. Women experience the most loss to the union. This could be due to many things,
between 25—44 and 45—64 with an 8% difference, but it does impact the data we present here.
whereas men experience an increase in job Additionally, we must recognize the differences
opportunities between the same two age groups. in definitions and relationships to gender
However, where women see an increase in job identities and expressions that occur between
opportunities within the 65+ age group, men generations. The data analyzed here has no way
experience a decrease in the number of contracts to account for the potential intergenerational
in that same age group. Conversely, non-binary differences in ideologies, definitions of gender,
and third gender members experience a decrease etc.

in jobs across the board, no matter the age group.
Important to note, here, is the lack of full

_ $1,599.06 $1,025.25 $1,013.35 $975.59 $898.33
Non-Binary /

Third Gender

Prefer to

Self-Describe _ $ 1,800.00 $ 1,056.70 $ 1,008.00 _

Prefer Not
to Say

Table 30: Average weekly salary in 2021 for women, men, non-binary or third gender workers and those who

preferred to self-describe or not to say across age groups.

Looking at average weekly salaries across the this is impacted by the number of jobs they
intersectionality of age and gender, women ages received in comparison to both women and non-
18-24 and 25-44 made roughly the same (only binary/third gender individuals), dropping 1.2%,
a 6-cent difference) but experienced an increase 3.7%, and 7.9% between the ages of 18-24, 25-
of 1.8%. This percentage drops by 11.9% when 44, 46-64 and 65+ respectively. Non-binary and
women reached the ages of 65+. Men experienced third-gender individuals experienced the largest
a decline in pay each grouping of years (though percentages of change, though in a positive

55



direction increasing by 11.2% between the ages
of 18-24 and 25-44 and then a 33% increase
between the ages of 25-44 and 45-64. While
the latter numbers are exciting to see, that 33%
increase is based on only 4 contracts that went to
non-binary and third gender workers between
the ages of 45-64 as opposed to the 48 that went
to those aged 25-44.

While we cannot determine the cause for
this trend, the statistics do draw attention to
the fact that there are clear inconsistencies in
the job opportunities and wages made available
as workers with a marginalized gender identity
(women and non-binary/third gender) get older.
One thing that does seem to be part of this
conversation is the consistent discriminatory
practices against the aging body in the theatre
industry, specifically when it comes to the
societal conceptions of what both women’s and
non-binary bodies should look like. With that
in mind, the theatre world, and employers in
particular, can take this data and redress their
own hiring practices so they can be a part of that
collective shift towards equitability.
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Contract numbers by age and gender

2000

1800

1600

1400

1200

1000

800

600

400

200

mO0-17
m18-24

W 25-44

M 45-64
W65+

H Not Provided

Woman

148
1,734

683

138

N
Non-Binary/
Man
Third Gender
13 0
102 7
1,608 48
959 4
178 0
7 0

57

Prefer to
Self-Identify

0
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N

Not Provided
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Average contract salary by age and gender

$2,500.00
$2,000.00
$1,500.00
$1,000.00
$500.00 |
$0.00
Non-B Prefer t
Average Woman s By reerie Prefer Not to Say
Third Gender Self-ldentify
mO0-17 $1,805.09 $1,996.49 $1,599.06 $0.00 $0.00 $0.00
m18-24 $988.99 $1,007.88 SIE02:5:2:5 $705.89 $1,800.00 $797.00
m25-44 $1,005.95 $1,007.72 SIFONIE35 §794.72 $1,056.70 $831.21
W 45-64 $996.85 $1,026.05 $975.59 $1,186.28 $1,008.00 $0.00
W65+ $900.75 $§903.87 $898.33 $0.00 $0.00 $0.00
B Not Provided $902.61 $625.16 $659.60 $0.00 $0.00 $0.00
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race and gender

he last intersection that we want whereas 56.1% of contracts went to White or

to look at in this report (though European American women. Similarly, of the

by no means the last intersection contracts issued to men, 30.5% of contracts went

that impacts our members) is the to men of color, but 57.1% of contracts went to

impact of both race and gender on White or European American men. Also, of the

job opportunities and wages. contracts issued to non-binary and third gender

Across all genders, BIPOC people, 34% of contracts went to non-binary

individuals received fewer and third gender people of color, while 59.3% of

contracts than White or European Americans. contracts went to White or European American

Of the contracts issued to women in 2021, people who were non-binary and third gender.

31% of contracts went to women of color,

White/European White/European
American Number American
of Contracts Average Salary

Non-Binary /

Third Gender
Table 31: Number of contracts and average weekly salaries in 2021 for BIPOC and White /European American
workers across gender demographics.

BIPOC Number BIPOC
of Contracts Average Salary

Prefer to

Self-Describe

Prefer Not
to Say

These numbers point to the consistent third gender people receive fewer contracts than
dissimilarities between job  opportunities men. Delving a bit deeper, the data suggests
tor BIPOC people and White or European that BIPOC women and non-binary or third
Americans, just as women and non-binary or gender individuals combined receive fewer
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contracts than BIPOC men by 1.2%. However,
BIPOC men receive less contracts than White
or European American women by 42.4%,
though neither BIPOC members (men, women,
and non-binary and third gender) nor White
or European American women receive more
contracts than White or European American
men.

BIPOC women make less on average
($998.29/week) than White or European
American women ($1,009.66/week) by $11.37,
although the average salary for White and
European American women is lowered due to
the range of job opportunities afforded to them,
almost double the number of contracts that
went to BIPOC women. BIPOC men make
more on average ($1,088.52/week) than White
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or European American men ($941.84/week),
though this is primarily due to almost double
the contracts going to White and European
American men than BIPOC men. BIPOC non-
binary and third gender workers made about the
same ($753.97/week) as White or European
American non-binary and third gender workers
($751.51/week). Non-binary and third gender
workers made less on average than workers with
all other race/gender intersectional identities
overall.

Again, while we cannot ascertain the
exact factors that lead to these disparities,
it is important to recognize that people are
disproportionately impacted by both their race
and gender simultaneously.



Contract numbers by race and gender
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Average contract salary by race and gender
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$2,500.00
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B Woman 1008.76 1030.75 1098.86 1013.29 700 1220.64 | 891.3  1005.09 1009.66 862.33 907.59
B Man 995.8 976.8 1207.5 9279 1025.28 1120 1367.2 99496 941.84 1102.18  1008.11
B Non-Binary/Third Gender| 810.72  620.84 758.54 907.89 0 0 0 728.59  751.51 1778  1380.03
I Prefer to Self-Identify 1236.44 144518 1575.5 0 0 0 0 1008  1093.11 0 0
M Prefer Not to Say 824.37 0 0 0 0 0 0 790 933.83 | 750.23 901
M Not Provided 927.81 0 2660.1 404 0 0 0 0 712 1207 = 924.99
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Men (including men who are transgender and
gender non-conforming) who are not White,
or White but multi-racial/ethnic including
Non-White/European ancestry.

Cultures or communities that have been
excluded from historical records, conversation
on current events and equitable participation
in political, social and economic policy making
which often denies or obscures the existence
and identities of marginalized people and
communities.

A concept which encompasses the
understanding that individuals, communities,
their experiences and the ways in which they
are perceived by others are defined by many
different aspects of identity simultaneously.
For example, one’s full self is often defined
by race/ethnicity, gender, disability, age
and more. “Intersectionality” was coined by
Dr. Kimberlé Crenshaw in her 1989 essay on
Black feminism.

Allocating the same quantity and/or
quality of resources to all people and
communities regardless of socioeconomic
status (immigration status, class, gender,
etc.) or life circumstances, such as caregiving
responsibilities.

Allocating resources to different communities
with the recognition that each community
faces different degrees of oppression and
acknowledges that effective aid requires
meeting the needs of communities where
they are at. While equality means giving
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the same resources to everyone regardless
of community needs, equity means giving
resources to groups of people according to
their needs.

The practice of supporting an oppressed
or marginalized community, to which one
does not belong, by acting in solidarity with
community-led initiatives, organizing, and
learning. While some individuals may self-
describe as dllies, an allyship is an ongoing
commitment to action, not a characteristic or
identity.



hese numbers feel small and,
at times, disheartening. Let’s
acknowledge and hold onto
that realization, but not become
swept up or bogged down in the

assumption that it means we
arent headed towards or cant

strive for change. 2021 is one
year; an atypical year that can only be compared
to the data we have from 2020, though even
then, the data from that year was scant. 2021
saw the start of a slow recovery amidst a global
pandemic and must be looked at as such.
What we can do with this information,
though, is look at the messages behind the
numbers and note the changes that must be
made so that this industry can grow into one
that is not only inclusive but enacts practices
of belonging and care. This is a rebuilding
moment, providing the opportunity to not
just build on the progress that was interrupted
by the pandemic, but to also set new goals,
expectations and standards for a new era.
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Change happens slowly.

It takes time to see significant changes, both
in data and in cultural shifts. Incremental
change in the meantime can feel discouraging.
However, while large-scale change takes time,
we should still hold our industry and employers
accountable and demand they take responsibility
for the change that still needs to happen.

Sometimes what we see highlighted in
the media isn’t the whole picture.

Because issues like sexism and
homophobia are being addressed in the U.S,,
there are many headlines highlighting diverse
plays or musicals, lauding racially diverse
casting choices and box office hits that privilege
diverse hiring practices. While that is true for
those specific shows, there is still a dramatic
dissonance between what we see in the media
and what we see in the data provided here.
While the media highlights increased diversity,
contracts are still largely going to historically
privileged groups of people (primarily those
who are White and/or European American
able-bodied men, for example). Just because we
see large proclamations of change, that doesn't
always translate into actual hiring practices.

racism,

One’s own personal experiences are not
invalidated by the data, even if that data
reflects a result you weren’t expecting.

There were so few contracts in 2021, and that was

? PowerPoint Presentation (actorsequity.org)

10 hiring-bias-2020.pdf (actorsequity.org)
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true across the board, no matter the job title, no
matter your identity. That fear and uncertainty is
valid and seen.

The inequities we have identified in
previous reports (2016-2019° and 2020"°)
can be magnified in years with such a
small sample size.

As such, we must be especially attuned to bias in
settings like 2020 and 2021 where resources and
opportunities are scarce.

There are serious gaps in our data that
point to a larger issue in collection and
communication.

As Equity moves forward, we are finding ways
to create a safe and inclusive environment, so
our members feel comfortable sharing their
identities with wus. 'This will, ideally, build
stronger communities and fill in those gaps seen

throughout the data (“Not Provided”).

Now that we have looked at this data, what
comes next? 2022 saw an increase in contracts,
which will provide a stronger sample and allow
us to look at what has changed as the industry is
getting back on its feet. The theatre industry is a
microcosm of the country we live in, and these
reports provide a platform to see the successes
and failures of our work and how it can empower
and even liberate the people it impacts. The
next report that Equity’s Diversity & Inclusion


https://actorsequity.org/resources/diversity/diversity-inclusion-reports/hiring-bias-2020.pdf
https://actorsequity.org/news/PR/DandIReport2020/diversity-and-inclusion-report-2020

Department will release, in 2024, will touch
on that very question: What next? There will
be sources for training programs, self-guided
educational tools and guides for self-reflection
(both personal and in your organization). It
will also look at best practices to build a more
inclusive work environment and what you can do
it you see yourself or your organization missing
the mark. Additionally, the report will address
the other side of things like unconscious bias and
anti-racism — helping to provide information on
what to do once biases are recognized and how
to not only recognize potentially racist practices,
but also work towards changing them.

'The next Hiring Bias and Wage Gap Report
will be released looking at the 2022 and 2023
seasons. This shift is to work towards two goals:
(1) allow the hiring bias reports to take a more
comparative approach, putting two years side-
by-side to examine growth over time and (2)
to provide practical information and resources
in the oft-years so we are not only seeing these
numbers, but also doing something about them.
Additionally, as we move forward, future hiring
bias reports will pay closer attention to our
more under-discussed populations compared
to previous reports including chorus actors
and stage managers, while also building on the
intersectional work that began in this report.

2022 was a year of regrowth and we look
forward to continuing that work in 2023 and
beyond, both at Equity and in collaboration
with the theatre industry at large!

For further information, questions
or comments, please reach out to
diversity@actorsequity.org.
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The next
report will
touch on
that very
question:
What next?
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