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Average contract salary by disability
Note: This graph is not e-reader friendly.
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Veteran Status
A similar issue in data collection and analysis occurs when looking at 
contracts that went to veterans. Of the 6,116 total contracts that went 
to both stage managers and actors, 4,305 went to people who did not 
provide their veteran status. Of the 1,811 contracts for individuals who 
did provide a response, 1.5% of actor contracts went to veterans and 2.1% 
of stage manager contracts went to veterans. Both are increases from 
2020, when actors who were veterans received 1.4% of contracts and 
stage managers who were veterans received 0.8% of contracts.  In 2021, 
there were roughly 19 million veterans in the United States and 4.4% 
were unemployed.7 While this doesn’t paint a complete picture because 
these census figures often don’t account for veterans who were unable to 
participate in the census, those affected by the carceral system, or those 
experiencing homelessness, it does point to a lack of job opportunities 
available to veterans in the United States. While we can’t determine a 
definitive cause for this in our own industry, we do need to work towards 
creating spaces that feel safe, productive, and lucrative for all workers. 

7 Employment Situation of Veterans News Release - 2021 A01 Results (bls.gov)

https://www.bls.gov/news.release/vet.htm
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When looking at salaries, veterans made less than the national average 
by 23.7% and less than their non-veteran coworkers by 22.6%. The 
overwhelming lack of data on our members’ veteran statuses made it 
impossible to draw any meaningful conclusions about the data we have. 

Even in a more indicative year (2019) of our industry’s job opportunities, 
veterans were making less than their non-veteran coworkers by 3.4%. In 
future years, we hope to gain further insight into the job opportunities 
available to veterans, including the encouragement of workers to share 
their veteran status so that the data isn’t skewed by the large number of 
contracts that went to workers who did not provide that information.

Table 22: Contracts that went to workers who self-identified as being a veteran, who 
were not a veteran, or preferred not to say compared to the total number of contracts 
for the 2016-2019, 2020 and 2021 seasons.

TOTAL
Contracts

Veteran Not a Veteran Prefer Not
to Say

2016 - 2019

2020

2021

93,957

5,818

6,116

278 (0.3%)

17 (0.3%)

31 (0.5%)

19,227 (20.5%)

1,409 (24.2%)

1,773 (29%)

72 (0.08%)

5 (NA)

7 (NA)
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Table 23: Average weekly salaries for workers who self-identified as being a 
veteran, who were not a veteran, or preferred not to say compared to the total 
average for the 2016-2019 seasons across job categories.

TOTAL
Contracts

Veteran Not a Veteran2016 - 2019

Principal (play)

Principal (musical)

Chorus

Stage Manager

Assistant Stage
Manager

ACROSS JOB
CATEGORIES

$682.79  

$884.62  

$1,112.00  

$862.65  

$954.04  

$899. 22 

$559.52

$580.73

$1,121.17

$812.87

$1,098.35

$834.53

$640.91

$782.92

$1,048.75

$883.81

$962.75

$863.83

$594.34

$835.77

$850.00

$961.31

$844.58

$817.20

Prefer Not
to Say

Table 24: Average weekly salaries for workers who self-identified as being a 
veteran, who were not a veteran, or preferred not to say compared to the total 
average for the 2020 season across job categories.

TOTAL
Contracts

Veteran Not a Veteran2020

Principal (play)

Principal (musical)

Chorus

Stage Manager

Assistant Stage
Manager

ACROSS JOB
CATEGORIES

$761.16

$1,005.29

$1,270.60

$912.61

$1,049.93

$999.92

$593.53

NA

$665.00

$888.71

NA

$667.18

$679.23

$817.11

$1,252.98

$916.42

$1,113.42

$833.08

$738.33

NA

NA

$1,970.10

NA

$1,231.04

Prefer Not
to Say
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Veterans face distinct barriers to employment in the United States that 
are unique to the theatre industry. For example, across deployment and 
branches, 11-20% of veterans experience PTSD8  that can be triggered 
by any number of stimuli from loud noises to flashing lights, making 
many theater spaces inaccessible. While some of these issues can be 
accommodated through the ADA (Americans with Disabilities Act), 
there are also acts of discrimination that can be harder to pinpoint – 
stereotypes, judgement of political choices and different healthcare needs 
that aren’t being met. While it isn’t discussed in this report, there are 
many overlaps between veteran communities, disability communities, 
multigenerational communities and the intersectional experiences they 
face. 

8 How Common is PTSD in Veterans? - PTSD: National Center for PTSD (va.gov)

Table 25: Average weekly salaries for workers who self-identified as being a 
veteran, who were not a veteran, or preferred not to say compared to the total 
average for the 2021 season across job categories.

TOTAL
Contracts

Veteran Not a Veteran2021

Principal (play)

Principal (musical)

Chorus

Stage Manager

Assistant Stage
Manager

ACROSS JOB
CATEGORIES

$835.74

$1,083.03

$1,260.24

$1,023.36

$1,158.00

$1,072.07

$583.26

$776.25

$946.80

$777.07

$833.78

$783.43

$791.73

$930.25

$1,147.10

$1,002.07

$1,187.64

$1,011.76

$1,066.75

$604.00

$900.00

NA

NA

$856.92

Prefer Not
to Say

https://www.ptsd.va.gov/understand/common/common_veterans.asp
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Veteran Status
Definitions in this section

Veteran
A person who served in the active military, naval or air service, and 
who was discharged or released therefrom under conditions other 
than dishonorable.
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Contract percentage by veteran status
Note: This graph is not e-reader friendly.
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Average contract salary by veteran status
Note: This graph is not e-reader friendly.
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Intersectional
Representation
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Age and Race
We see a few trends across the different racial and/or ethnic identities.

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 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 

Table 26: Number of contracts and average weekly salaries in 2021 for BIPOC and 
White/European American workers across age groups. 

BIPOC Number
of Contracts

0 - 17

18 - 24

25 - 44

45 - 64

65 +

Age BIPOC
Average Salary

White/European 
American Number 

of Contracts

White/European 
American

Average Salary

8

106

1,215

353

49

$1,932.67

$1,184.40

$1,087.14

$965.67

$1,014.00

6

102

1,832

1,036

226

$1,507.00

$988.00

$965.00

$991.00

$917.00
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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.

0 - 17

2016 - 2019

2020

2021

784 (0.8%)

25 (0.4%)

27 (0.4%)

12,753 (13.6%)

203 (3.4%)

308 (5%)

48,146 (51.2%)

3,163 (54.3%)

3,461 (56.6%)

26,248 (27.9%)

1,770 (30.4%)

1,649 (27%)

18 - 24 25 - 44 45 - 64 65 +

3,165 (3.5%)

356 (6.1%)

316 (5.2%)

2,861 (3%)

301 (5.2%)

355 (5.8%)

Not
Provided

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 default of a role is a certain 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 earlier in the report. Earlier, we demonstrated 
that actors and stage managers older than 44 are hired at lower rates than 
their younger colleagues and BIPOC individuals were hired at lower rates 
than their White or European American counterparts.
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Table 28: Contracts that went to BIPOC, White/European American, and workers 
that preferred not to provide their race or ethnicity, compared to the total number of 
contracts for the 2016-2019, 2020 and 2021 seasons. 

TOTAL Contracts

2016 - 2019

2020

2021

93,957

5,818

6,116

20,200 (21.3%)

1,441 (24.8%)

1,750 (28.6%)

60,087 (64%)

3,167 (54.4%)

3,202 (52.4%)

4,891 (5.2%)

269 (4.6%)

209 (3.4%)

BIPOC White/European 
American

Prefer Not to Say

Additionally, there are discrepancies in pay across racial and ethnic 
groups. Based on the above chart, BIPOC members received higher 
pay than those of their White and European American counterparts. 
However, these 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 
$1,014 per week, but two of these contracts averaged $1,879 whereas 
the other 47 contracts averaged out to $735.67 per week. This is 
19.8% less than White and European American workers of the same 
age group.
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Contract numbers by age and race
Note: This graph is not e-reader friendly.
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Average contract salary by age and race
Note: This graph is not e-reader friendly.
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Women received 48.1% of contracts in the 18-24 age group. This 
increases to 50.1% for the 25-44 age group and then declines to 41.4% 
for women workers aged 45-64. Women then receive 43.7% of contracts 
when they reach the ages of 65+. Men received 33.1% of contracts in the 

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

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.

0 - 17

Women

Men

Non-Binary /
Third Gender

18 - 24 25 - 44 45 - 64

Prefer to 
Self-Describe

Prefer Not
to Say

65 +

7

13

0

0

0

148

102

7

2

2

1,734

1,608

48

5

8

683

959

4

1

0

138

178

0

0

0

Age and 
Gender
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18-24 age group, increasing to 46.5% in the 25-44 age group, and then 
increasing again to 58.2% in the 45-64 age group. That number decreases 
to 56.3% when they reach 65+. Non-binary and third gender stage 
managers and actors experienced an overall decrease in job opportunities 
as they aged. 2.3% of all the contracts that issued to workers in the 18-24 
age range went to non-binary and third gender individuals. This decreases 
to 1.4% for the 25–44 age group and then again to 0.2% for non-binary 
and third gender members who were 45–64 years old. We have no record 
of any non-binary or third gender individuals being hired over the age of 
65 in 2021.

This tells us that people of different genders experience job opportunity 
loss and gain at different rates and even at different stages in their life. 
Women experience the most loss between 25–44 and 45–64 with an 
8% difference, whereas men experience an increase in job opportunities 
between the same two age groups. However, where women see an increase 
in job opportunities within the 65+ age group, men experience a decrease 
in the number of contracts in that same age group. Conversely, non-binary 
and third gender members experience a decrease in jobs across the board, 
no matter the age group. 

Important to note, here, is the lack of full information we have when 
it comes to gender data. For example, 15.3% of contracts that went to 
members who were 18-24 years old went to those who did not provide 
their gender identity to the union. This could be due to many things, but 
it does impact the data we present here. Additionally, we must recognize 
the differences in definitions and relationships to gender identities and 
expressions that occur between generations. The data analyzed here 
has no way to account for the potential intergenerational differences in 
ideologies, definitions of gender, etc. 
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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.

0 - 17

Women

Men

Non-Binary /
Third Gender

18 - 24 25 - 44 45 - 64

Prefer to 
Self-Describe

Prefer Not
to Say

65 +

$1,996.49

$1,599.06

NA

NA

NA

$1,007.88

$1,025.25

$705.89

$1,800.00

$797.00

$1,007.82

$1,013.35

$794.72

$1,056.70

$831.21

$1,026.05

$975.59

$1,186.28

$1,008.00

NA

$903.87

$898.33

NA

NA

NA

Looking at average weekly salaries across the intersectionality of age 
and gender, women ages 18-24 and 25-44 made roughly the same (only 
a 6-cent difference) but experienced an increase of 1.8%. This percentage 
drops by 11.9% when women reached the ages of 65+. Men experienced 
a decline in pay each grouping of years (though this is impacted by the 
number of jobs they received in comparison to both women and non-
binary/third gender individuals), dropping 1.2%, 3.7%, and 7.9% between 
the ages of 18-24, 25-44, 46-64 and 65+ respectively. Non-binary and 
third-gender individuals experienced the largest percentages of change, 
though in a positive 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 
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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
Note: This graph is not e-reader friendly.



75

Average contract salary by age and gender
Note: This graph is not e-reader friendly.
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Race and 
Gender
The last intersection that we want to look at in this report (though by no 
means the last intersection that impacts our members) is the impact of 
both race and gender on job opportunities and wages. 

Across all genders, BIPOC individuals received fewer contracts than 
White or European Americans.

Of the contracts issued to women in 2021, 31% of contracts went to 
women of color, whereas 56.1% of contracts went to White or European 
American women. Similarly, of the contracts issued to men, 30.5% of 
contracts went to men of color, but 57.1% of contracts went to White or 
European American men. Also, of the contracts issued to non-binary and 
third gender people, 34% of contracts went to non-binary and third gender 
people of color, while 59.3% of contracts went to White or European 
American people who were non-binary and third gender.
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These numbers point to the consistent dissimilarities between job 
opportunities for BIPOC people and White or European Americans, just 
as women and non-binary or third gender people receive fewer contracts 
than men. Delving a bit deeper, the data suggests that BIPOC women and 
non-binary or third gender individuals combined receive fewer 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 

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

BIPOC Number
of ContractsGender BIPOC

Average Salary

White/European 
American Number 

of Contracts

White/European 
American

Average Salary

Women

Men

Non-Binary /
Third Gender

Prefer to 
Self-Describe

Prefer Not
to Say

845

877

20

5

1

$998.29

$1,088.52

$753.97

$1,342.89

$790.00

1,523

1,637

35

3

3

$1,009.66

$941.84

$751.51

$1,093.11

$933.83
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number of contracts that went to BIPOC women. BIPOC men make 
more on average ($1,088.52/week) than White 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. 
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Contract numbers by race and gender
Note: This graph is not e-reader friendly.
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Average contract salary by race and gender
Note: This graph is not e-reader friendly.
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Men of Color
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.

Historically Marginalized/Erased/Excluded 
Communities

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.

Intersectionality
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.

Equality
Allocating the same quantity and/or quality of resources to all people 
and communities regardless of socioeconomic status (immigration 

Intersectional
Representation
Definitions in this section
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status, class, gender, etc.) or life circumstances, such as caregiving 
responsibilities.

Equity
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 the same resources to everyone 
regardless of community needs, equity means giving resources to groups 
of people according to their needs.

Allyship
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 allies, an allyship is an ongoing commitment to action, 
not a characteristic or identity.
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Looking
Ahead
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These 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 aren’t headed towards or can’t 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 racism, 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. 

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 true across the board, 
no matter the job title, no matter your identity. That fear and uncertainty 
is valid and seen. 

Key Lessons
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The inequities we have identified in previous reports (2016-
20199 and 202010) 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 us. 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 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 if you see yourself or your organization missing the mark. Additionally, 
the report will address the other side of things like unconscious bias and 

10 hiring-bias-2020.pdf (actorsequity.org)

9 PowerPoint Presentation (actorsequity.org)

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

mailto:diversity%40actorsequity.org?subject=

