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below-the-line
pnysical production
cast + crew

1,140 FTEs

above-the-line
motion picture
workers

animation
company
owners +
employees

In 1978, industry and government strategically / BC’s Motion
artnered talesign and grow a new knowledge | s (et poss
p g g g Industry 8 production

economy in BC: Motion Picture. Ittbtsl
success on theompetitive value propositioih
at he t:hsharafinleemewrith Los
Angeles, the epicentretbé industry

company owners

Ecosystem + employees

.. . rofessional broadcasting
competitive and predictable labloasedTax Sarvicas+ supply
credits that secure bottorine decision cOmpares .
making and lonterm planningand Talentd distribution

the focus of this Labour Market Information
study and the key differentiabf any creative . . _
economy: the expertise and knowledge of its people. ~ Figure 1 B.C.Motion Picture Industry Ecosystem

The provincial film commissbeganin 1978 andin thatfirstyear three productions worth a total of $12.5

million were shot in.@! Through sustained effort, the addition of eight regional film commissions, the
collaboration of 35 migipal film offices, and a letggmvision, in FY 2017/2018 the industry delivered 452
productions with $3.billior? of direct economic impactt®C®@ s economy. The t €tal pay
motion picture industry (including film, TV, animation, VFX apdoglestion) in 20175 valued a$2.1

billiors and was distributed to a®based workforce estimated at ox@/000 people

As North Ameri caés t hiiandtub,ltvahirgseofthé 70,600 pedbptein BOwhoavorki r e p
i n this i ndus betaythelineveo rdke esesea ake he chracans and craftspeople, designers,
backgroungerformersdrivers and managers working on location in neighbourhoods or remote gartsof B

large purposéuilt sound stages @n urban streetBelowthe-lineworkers numbet3,800 with 14,144

employed fulandparttime and collectivearned $1.362B in 2017.

With robust primary data, thidIresearcltomplementStatistics Canad2ensu®016 data, which reports

15,000 workers employed padr fulltimeéinBCe s mot i on p i anbual meeage employrsentr y an
data from BC Stats, which indicate employment of 26,800 in 2017 and 18,500 ifi Z0&8portexamines

the 43,8007 workers who represent trades, businessar t s and t e crhativea ecdnomyor k i n [

1 vancouver Sun: BC Film Commission: A gogpdz88

2 Creative BC Tax Credit Data

3 Vancouver Economic Commission Analysis

4 CMPA Profile 2018 estimates 71,140 FTEEconomic Report on the Scrérsed Media Production Industry in Canada.

5 Statistics Canada. 2016. Census data/5121 NAIC by 100 NOCS query. Census is collected the first week of May 2016.

6 BC Stats, Britishoimbia Employment by Detailed Industry, Annual Avéiragjedes sound recording industAgcessed Feb 4, 2019.
https://www2.gov.bc.ca/gov/content/data/statistics/busiimesstrytrade/numbenf-businesseandemploymenby-industry

7 This figureisbasedontie numbers of individual workers in B.C. és-thelihewsrkessa | prod:



http://www.vancouversun.com/Film+Commission+good+years/1113988/story.html
https://www.creativebc.com/about-us/research-and-reports/film-and-television-statistics#motion-picture-industry-statistics
http://www.vancouvereconomic.com/blog/vecs_take/new-study-3-8-billion-spent-by-film-tv-and-vfx-animation-industries-in-2017/
https://www.google.com/url?q=https://www2.gov.bc.ca/gov/content/data/statistics/business-industry-trade/number-of-businesses-and-employment-by-industry&sa=D&ust=1549993571045000&usg=AFQjCNGLuW8ZZmmcUKpe6Rdggym9G7bCLw

Motionpicture productiolabour spenéh British Columbgabilized in 2017t a4% annualgrowthrate.
Previouy, from 2012to 2016, the industry experienced a surge in production agtreitypting growth of
the labour force by ofibird, and resuitg in a compound annual growth rate of 21.f¥labour spendl

Steady growth in global content creétindicates potential continued growth in productidBsCiiio
maintain its competitive advantage among f@ihsdictionsf choice, the motion pice production
industryneeds to continue tdevelop androw its workforce to meet replacensmd expansiodemand
while investingn the skill base of existing workersis research delivexsich baselinef dataon the
workforce wittmanyinsights to help industry leadadtdressvorkforce development.

1) AsNort h Americaées thirdmustmeegest prod
variable and rapid scaling needs. Labour demand is highly deperdsrtpinsreative needs
thelocation of choicand time of yearTogetherthese factors can create labour tightness,
particularly when sourcing highly experienced-teddiwe workers.

2) The motion picture sector is predidigdhe B.Cgovernmento be
oneoft h e p rarangensempl@/ment sectqrat 3.3% projected growtfrom 2018 to 2023
vs. 1.1%average annual rafier B.C. overaimployment grow# This is validated by secondary
research findings reflectmg@% annual growth rate in 2017.

3) While most motion picture activity occurs in the Lower
Mainland/Southwesttonomigegion increaed activity levels have pushed more domestic and
some forei gn p rother economioreg®mns with VancoBver Glarel emerging as a
secondarpub. he Okanagan may follow as a third hub with new pubpdsefrastructure.
Broad levers of demasdch as value, capacity and quadigrsecwwitha pr oj ect és cr eat |
logistical needs, creating unique labour demands in each region.

4) The six unions and guildisat organize and sup@9% of
the workforcesuccessfully grew this labour pooB8% to meet a surge in demabétween 2014
and 2017

5) Belowtheline motion picture workers in B.C. numMBe300 persons and full

time and partime workers are paid a median annual wage of $58,480ch is 34% higher than
B. C. es medi an i 37d2z2oi fultime &nd parimeonorkerso f  $ 4

8 Average Labour Spend Growth in B.C. over 5 years. Bgsdahdata. See Chart 40 in theéport for details.
° PW(Entertainment & Media Outlook 262@22 https://www.pwc.com/ca/en/industries/entertainmesdia/outlook.html
10 WorkBC Industry Outlook Praffiletion Picture and Sound Recording Industries (NAICS 512)

1n Source: Payroll Data, 2017. All full time and part time workers, including Performers.

12 stats Canaddata table14-10-0064-01. Median individual weekly income, full time and part time workers in BC, 2017 iISée Riettile
section.



https://www.workbc.ca/getmedia/05534b78-616d-4d36-8dfa-9e3c807db0b2/Profile-512-Motion-Picture-and-Sound-Recording-Industries.pdf.aspx
https://www150.statcan.gc.ca/t1/tbl1/en/tv.action?pid=1410006401&pickMembers%5B0%5D=1.11&pickMembers%5B1%5D=2.5&pickMembers%5B2%5D=3.1&pickMembers%5B3%5D=5.1&pickMembers%5B4%5D=6.1

6)

7

8)

Motionpicture work is projebased and cyclic&8elowthe-
line workerare hiredn units,oftenformed on previous projects, and rehire is based on previous
success, fit, experieneen d a technidalemd &ddt skillBelowtheline workers
participation levels for females and visible minbriteg behi nd B. C. és over al

Personal and interpersonal skills are critical to both enter and advance as a
belowtheline worker. Workers are alumniaffd8l. C. €és maj or educati onal
dedicated film schodiaving attaineeducation levelhat exceed.Cé sveralworkforceBelow
theline workers do noallwaysseeformal, industsselatedtraining as critical to enter the workforce

The workforce needs to grow. Over the next 10 years, the
belowthe-lineworkforcewill need to increase betweens% to 10%each yearThese figures
represent the combinationedfpansion and replacemeeeds.

Invest in quality of workforce Focus orsustainability of workforce
throughtraining with system enhancement
Enhance data Explore opportunities aadiancesor

collection andharing domestic and regional productions




BCés motion picture industry has evolved over 40
Canad® and the thirdargest physical production centre in North America.

A key challenge footht he provi nceeés moti on psibeentherlagk of accdrats t r y
labour market information to develop effective ro§apportof human resource developméhCe s

motion picture physical production stakeholders want to understand their changing labour market demands.
The current methodsy which the motion picture industry is tracked, measured and undsrstooohon to
traditional industries. However, the mapicture industry structwléfes from many other industries doe
distinguishing characteristics that include:

i1 Globally competitiaad highly mobile i Vast array of diverse roles neceskarg
industry single production

9 Productiotbased demand 1 Nonstandardvorking patterns

1 Employers argenerallyemporary, single 1 Nonstandardabourmodel
purposeentities

This reporis organized intgeverkey sections:.JForeword2. Profile of the Workfor@;Managing

Pressured4. Meeting Demand;. Ensuring Suppl; Projecting Future Labour Neetl<Conclusion &
Recommendations.

This Labour Market Information (LMI) research project is funded by the Sector Labour Market Partnerships
program administered by the Ministry of Advanced Education, Skills and Tearesgtiithabour Market
Studydevelops a comprehensive labour market proBl€efs  btleeline physical production sector to

deepen understanding of the industryeés unigue wor

For adefinitiorof terms, se¢he Glossanat the back of this report

The following five questicare addresseth this Labour Market Study

13 . . . .
Based on comparisons between each provinceés economiacpmehevel opment

Corporatioinnual Report 2016/1Awhich states contribution to economy is $1.7B) Whereas, 16/17 production expenditures in B.C. is $2.6B
(sourceCreative BC Impact Report

Y

-
C


http://www.ontariocreates.ca/Assets/Communications/Annual+Report/Annual+Report+2016-17/OMDC_AR17_TAGGED_FINAL_EN_SECURED.pdf
https://drive.google.com/file/d/1TrILtU0Oq9wClCSOkC4pBNbcxw76CfVW/view

Wh a t are the workforceeées c¢ ha rgendet, edudator i
levels, certification requirements, length of service, wages and benefits?

See sectiod. Profile of the Workforce

Whatarethe size, nature and impact of the present and potential mismatches between
demand for labour and its supply in British Columbia, and by what occupation type(s) «
subtype(s)?

See sectio®. Managing Pressui@ Meeting Demanand 7. Ensuring Supply

What are the relevant factors that could compound or ameliorate these imbalances, ar
are the corresponding trends and trajectories?

See sectiol. Meeting Demand. Ensuring Suppgnd section 5. Managing Presst

How do sectebased, bottorup data sources compare to Provincial and Federal dataset
as theB.C.Labour Market Outlook, Labour Force Survey, National Household Survey, :
are the opportunities to improve alignment?

See section 8. Projecting Future Labour Needs

Whereshould priority be placed for development of strategies to help ensure the labour
can continually adjust and align to demand?

SeeCalito-Action boxes throughout and section 9. Conclusion & Recommendat

This studexplores supply and demand dynamics for kktshime physical production workers in the
motion picture industry in British Columblg occupations consideregdope were determined after
numeroustakeholdeconsultations anan examination of a bad range of typologiefRepresentative-in
scope occupations are presented in Appéndix

A Steering Committemversaw this study which ugginary research in the form of interviews, surveys and
a focus groupSee Appendix D for detaflecondarand ertiaryresearctwas undertaken wigpecialized
data and governmenttda A detailed explanation osthodology is found in Appen@ix



B.C. Motion Picture Industry Beltdve-Line Labour Market Study 1. FOREWORD |6

Research Sources

1 qualitative interviews i specialized data: payroll dat  publicly available governme
1 labourmarket surveys: hiring from two payroll companies data:Statistics CanadBC
contractor who process pay for Stats
1 oneonone interviews and approximately 90% of the | extensive literature review
focus group: production belowtheline workfore
managers/producers; i union data from all six B.C.
department heads; crew based motion picture

production industry unions
1 Creative BC aggregate tax
credit data

When a team comes together to memtagor logistical and creative challergee
that never has been met befer@nd it all goes according to our weliearsed plan,
there really iIis no greater feeling
~ Special Effects Supervisor

Figure 2 Labour Market InformationReport Activities

3,497 250+ 70+ 15 1

survey meetings structured sets of final report
respondents interviews industry data




2. WORKFORCGHROFILE

Broadly, the physical production process invaibmeethe-line (writer, director, producer, principal talent)

andbelowtheline(BTL) workers. Tis industry term relates somotion picture budgethereabovethe-
linecosts arevariable andssociatedvith the creative and financial control of a projedbelndthe-line
costs are paid on an hourly basis, akin to fixed costs.

Diverg Jobs \Wwhin a Unified Whole

Belowthelineworkers are highly specialized with unique skill sets and pathways settiagh Due to the
varied nature of their work and thanydepartments represented, this reportsedimenbelowthe-line
workers ito fivemajorjob groupswithin which many job functions exdssignOperationsServices

Talentand Technicians.

DESIGN

Art
Construction
Costume
Greens

Hair

Makeup
Painting

Props

Set Decorating

16%

performers

with

29%

without
performers

OPERATIONS
Accounting
Assistant Directors
Locations
Production Staff
Script Supervisors
Publicity

15%

27%

SERVICES

Catering

First Aid/Craft Services
Security
Transportation

12%

21%
]

Amma\ Wranglers
Casting
Performers
Stunts

47%

4%

TECHNICIANS
Camera

Grips
Lighting/Electrics
Sound

Special Effects

10%

19%
]

Figure 3 Workforce Ostribution, Job Groupsand Categories | Source: Payroll Data, 2017

A list 0of170 functional job rolé&sthat comprise iscope labouis includedn Appendi&

1 These 170 functional job roles generally represent over 1400 specific job titles, which vary by union and guild. SetAppendixroles.

For local job roles, please consult the uniguitd.



B.C. Motion Picture Industry Beldve-Line Labour Market Study P. PROFILE OF THE WORKFORGE |

Pleaseote thatsome analysis resulting from both the payroll dataset and contractor survey will exclude
performer®s due to their infrequent work patterns and wide range of compensatiorNetelhatalong

with performerscasting stunts andanimalwranglersare includeth the Talenjob group.Except where
indicated, charts, tables and figures includesaltpe labourincluding performers.

Motion picture production work is unique. With rapid stedidg workhappensrndemand with very few
fixedlongtermemployes. The work is highly mobile, withnyand different locations of work throughout

the projectusually requing access to a private vehidlé&kegig economy work, the work is projeased.

Unlike gig economy work, there is no digital platform acting as intermediary between buyer and seller, nor is
there an aggr egat e diality or@nablentrgss. Worlsigastainedrthrough networ&imgk g

and personal reputation. Both thieng managerand hirees move from project to project. The work is
teamsbased with dacrewse forming units wily®ofskitsver t i me
and collective work experientieese entrepreneurial networks of talented eXpart one of three pillars

supportinB. C. €s moti on picture industry competitive of
andTime Zone.

The majority of iecope labour is organized by unions and guilds with six
organizationgrovidingsignatory productions with accesbetowtheline
workerslisted in alphabetical order they. are

1. Association of Canadian Film Craftspeople West, Local 2020 UNIFQ 6
(ACFC West) unions and
Directors Guild of Cana@8C District Council (DGC BC) guilds
IATSE Local 891 (IATSE 891)

International Cinematographers GUN@SE Local 6§9(ICG 669)
Teamster&JnionLocal 155 (Teamsters55)

6. Union of B®erformef&\CTRA (UBCRCTRA)

abkwb

92I0PJIOAN PaZIUOIUN {7 3nBi

Unions and guilds fulfill many of an employer's roles such as upholding standj QO(y

for workplace safety arddes of conduct and providing training and/or educatj 0
bursaries, among other responsibilities such as collective bargaining for of workforce
compensation, benefits and workplace conditions. Regardless of thisiaubst? unionized
support to the workforcalmostall film ad televisiobelowthelineworkers are (est.)
contract workers with bengfitVork is not garanteed by any union or gt is
instead subject to market forces. Some unions and guilds provide workers for sho
term assignments (known as day calihg a seiority system (IATSE 89ahd

only one union (Teamsters 155) uses a seniority system for hiring.

aAaEvery day is different with ne
~ Best Boy/Grip

15 performers as defined by UBCP/ACTRA are residual bearing roles. Background Performers are not residual bearing.



B.C. Motion Picture Industry Beldve-Line Labour Market Study P. PROFILE OF THE WORKFORCE |

Imbalancen the Workforce

Women and visible minorities participate in the belowthe-line
workforce at levels 14% below B.C.'s overallorkforce. System

enhancement is needd to address this imbalance. With over 30%
of the workforce over 55, retirement risk is increasing.

AnAgng Workforce

Of the union and guildorkerspaid fortheir workin 2017,16 in-scope labour is evenly distributed across all
agegroupsand similar t@.Cé s erall workforc€ However, when analyzing this workforce without
performergwho have the highesgtroportiornof young workers) iacope labour represents a workfdhza

is slightly older than B.C.és overall workforce.

Chartl Belowthe-Line Workforce AgeDistribution by Job Group | Source: Union Data, 2017

H18to34 m35t044 m45to54 W 55to 64 B 65 orolder

50%
42% e

Design Operations Services Talent Technicians

Job Group

Chart4 Age Distribution of Below-the-Line Workforce Compared With B.C. Overall | Source: Union Data, 2017

Below the Line Workforce (incl. Performers) Below the Line Workforce (excl. Performers) Age Distribution of BC Overall Workforce

@ 18-34
® 3544
® 45-54
@ 55-64
@ 65+

18 Union Data for 2017 activity
17 Union DatandStatistics Canad2016. Catalogu@o. 98-400-X2016287. Based on employed people i6. B
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Lower PartICIpatlon of Women, Visible Chart7 CGender Balance Comparison to B.C. Overall

Minorities and Indigenous Canadians Source: Statistics Canada, 2016
_ . E I Mal
Statistics Canada repégtthat 48% ofB. C. é s - remale | Maie
is female. In@17, 34% of belowthe-line workers are
femaled a 14% difference.iBtinct patternsre
observed within job groups and categories.

100%

75%

50%

25%

Percentage of Workforce

0%
Below-the-Line  B.C. Workforce

Chart10 Gender Balance by Job Group and Category | Source: Union Data, 2017

Percentage of Workforce

®m Female m Male

5% 5% 5% 13% 14% 26% 44% 7% 11% 72% 25% 47% 56% 86% 95% 4% 14% 31% 39% 41% 47% 81% 88% 92%
100
%

75%

50%

Special Effects
Performers
\[ransportation
Security?
'ocations!
Assistant' Director:
Production'Staff
‘Accounting

)
&
=
3]
Qo
L
s
=
o
o=
o
=

First’Ald/Craft-Service
ScriptSupervisors
Construction!
Painting
Set!Decorating
A

25%

0%

&
Q
Ry
S
&Q‘C}\ OQ

Job Group (bars labeled by job category)

Note: Where fewer than 20 responses were given, the job category is not displayed, as results should beithtegubeddwe to the small sample size.

The motion picture workforce has f aelsolaggingld% i bl e mi
behi nd Be.atd5%wsibl@ni@ddrity. As with gender balance, varying participation rates are

observed in each job group. For those workers who identify as Indigenous in the contractor survey, an overall
slightly higher than B.C. average Indigenous representation is observeaikftinge: 6% compared to

B.C. overall at 5% with greater incidence of Indigenous workerSarvites job group.

"In this industry, no one cares what you look like, where you come from, if you're a man or a
woman, or how old you are as long as youdcatine job well."
~Production Manager

18 B.C. Overall: Statistics Cana?@16. Catalogueo. 98-316-X2016001 Based on employed people ifi.Raccessed October 11, 2018).
19 B.C. Overall: Statistics Cana?@l16. Catalogueo. 98-400-X2016286. Based on employed people i6.B
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Chart13 Visible Minority and IndigenousParticipation in Below-the-Line Workforce

Visible Minority Participation by Job Group Visible Minority Comparison to B.C. Overall
Source: Contractor Survey, 2017 Source: Statistics Canada, 2016
100% 100%
@ W
o o
= =]
g T g 75%
o
2 2
5 50% ‘S 50%
@ [+1]
g g
£ 25% £ 25%
T ]
& 0% o 0% .
Design Operations Services  Talent Technicians Below-the-Line B.C. Workforce
B Visible Minority B Not a Visible Minority B Visible Minority B Not a Visible Minority
Below-the-Line Indigenous Participation by Job Group Indigenous Comparison to B.C. Overall
4% 4% 10% 4% 5% 6% 5%
100% 100%
o5
2 80% o
2 O  75%
= i
S  60% b
:f—: S s0%
@ 4% 5
:
= 20% g 5%
Q =
4 8
=8 0% 7] 0%
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An Independent and Committed Workford8,800

Highly Educated Workforce with Industry Certifications on Top

The BTlworkforce is highleducated, exceediBgCe s wo r k f Bxamnimng@tistes CGanatz016
Census data by National Occupation Cogepje laboushowshigh levels of educatiomall age groups
with 72% possessing further education (vs. 61%8.{.overall) and 64% possessihggher education (vs.
52% inB.C.overallpo Industryrelated training is discussed in more detail later this report.

The industryeés basel i nectue mdustry Oriertation coarse andithe Matiahe s t h
Picture Safety Awareness Course, both of which are required to join most unions or guilds. Certification
requirements are largely dependent upon acts and regulations that may be authoritative for certain job
categories. For example, all drivers in the transportation department must possess a minimum of a Class 4
license. Certification requirements vary by union and guild: some require completion of the Safety for

20 statistics Canada016. Catalogueno. 98-400-X2016289 Educational Attainment data. Note: contractor survey design did not capture
education levels of workers.
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Supervisors course for advancement and tfitbe six unions and guilds require training on the Workplace
Hazardous Materials Information System (WHMIS).

Chart16 Educational Attainment Comparison | Source: Statistics Canada. 2016.

Below-the-Line Workers B.C. Overall Workforce
@ None

@ High School or equivalent

@ Apprentice / trades certificate
@ College certificate / diploma

10.1%

@ University certificate / diploma

University bachelor's +

Lifeat Home FewelLiingwith Parents

Comparing belothel i ne wo r kwerkferce bverallBa fit % fewer arelependerdt single, living

with parentd and 11% moreareindependesi singleJiving alone or with roommatewever, at 56%

most in-scope labouis marriedor commordaw, whichparalled B.Cé s w o pvkrélbt 57%.€ Again,

simlat o B. C. e s 028% aranhalriedwithrctkildrem atdhgmbich is3% lowertharB. C. é s
I

overall workfor¢cend 6% are single withchildreni r r or i ng B. C. és. over al wor k-

Chart7 Living Situation, Relationships and Dependents Comparisoh Source: Contractor Survey 2017

Below-the-Line Workforce B.C. Overall Workforce

@ Single, living with parents
@ Single, living alone or with roommates
Single, with children (includes adult children)
@ Married or common-law couple, no children at
home

@ Married or common-law couple with children at
home (includes adult children)

21 statistics Canada. 2016. Catalogue ne498-X2016028
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Nearly Halbf Workforce hddor e t han Yeweaty Year se

In an industry that highly values work experience due to
its practice of apprentil@pstyle orthejob training, Chart8 Workforce byYears of ExperienceExcl. Performers |
length of service is an important meadBetwveen Source: Contractor Survey2017

2014 and2016, increased demand prompted signific.
workforce gxarsion.By2017, 33%ofB. C. , € s
thelineworkforce had less than thngears industry
experienceExcludingerformers30% of the workforce
had less thathreeyeargexperience. Chart/ 2% of Experien
‘tractor Survey, .

XxperienceExcl. P
ey 2017

@ Less than 1 year
@ 1to3years

@ 3ito5years

@ 5to10years

@ 1010 20 years

Group |» Source:
t10 WBrkforee By Years
s | Source: Contractor

During tlis recentworkforce expansiaonost rew
entrants were 284 years old, followed by 3B! year
olds. Regardless of this pattern of age distribution
across the workforce, years of work experience natu
tend to appear in the older age demographic bracket
with the 4554 age cohort represéing both the most
workers and those with the most cumulative work
experience.

Chart1l Years of Experience by Agé&roup | Source: Contractor Survey, 2017

B lyearorless [ 1tothreeyears @ 3to5years [ 5to10years [ 1010 20 years 20to 30 years [ 30 or more years

1810 24 152000

2510 34 37 N
g- 35t0 44 163 56| 0
=
(]
(] 4510 54 217 e
o
<

65 or older 10 27 k28]
0 200 400 600 800

Number of Survey Respondents

OneThird othe TotaBelowthe-Line Workforces Fult or Par{Time

Based on extensive resedtcis at2017, there aret3,800 belowthelineworkers irB.C Ofthese
workers14,144 are employed at levels equivalent todntl partime worker8?® Included in this estimate
arebackgroungberformers who number approximately 12,000. AiImdsickgroungerformersvork less
thanfulltimeandparttime wih averagennual earnings of under $2,00theTotal spend obackground
performersn 2017 was $27M.

22 gpecialized data sources include union member and permittee data and payroll data, which processes pay for an estineavectotee
23 As measured by number of howrsked. See Appendix G for details and calculatiomsrk patterns.
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Belowthellineworkers were paid $1.362B in 201Belowtheline workers arpart of a larger connected
physical production ecosystenB.Cthat indudes abovethe-lineworkers postproduction workers and
animation angisual effecta/orkers.

Longer Wodays, Cyclical and Seasonal

Belowthelineworkers practiceeasonalvorking patrns They are
partyear worke?$ due to the cyclical nature of motion picture
production. Additionally, the industry practices a longer workd:
with inscope labour working sometimes in excess-@472ours
per week.

Motion picture production has a range of demands, dependen
upon the project. Employment can be as little as one week a'y
a highly specialized craft suctsamts to workindulHime over
many months on a television series. In this report, warkers
divided into fouemploymentypesto represent total number of

PART TIME

L
=
—
-
—
-
LL

hours worked over a yeautttime parttime casual and %
temporary. LLl

. . . —
Belowthelineworkers displayed by themploymentypes are
detailed below. Thihartexcludes apjerformer? andtotals Figure 6 Belowthe-Line Employment Types

24,239 workers

Chart10 Below-the-Line Workers by Employment Type and Job Groupxcl. Perbrmers| Source: Payroll Data, 2017

B Full-time [ Part-time [ Casual [ Temporary

8,000 7,103
6,439

6,000

4,000

Headcount of Workers

2,000

Design Operations Services Talent Technicians

Job Group

24 part year workers, referenced by Statistics Canadasisindard employment

25 By excluding performers this chart omits actors, background performers and afatidc/u@sstunt actors and coordinators, casting
department positions and animal wranglers in the Talent category.


https://www150.statcan.gc.ca/n1/pub/75-001-x/11204/7746-eng.htm
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Chart1l All 43,800 Below-the-Line Workers by Employment Type, Job Categoryincl. Performers | Source:
Payroll Data, 2017

B Fultime [ Parttime [ Casual [ Temporary
20,490
74
715

25,000

20,000

15,000

10,000

10,650

5,000

Design Operations Services Talent Technicians

Job Group {including all Performers)

Wages34% Higher than B.®ledian Main/Sole Income Source for 77% of Workers

Parttime and fullime BTL workers earn 34% more than the BC median individual etfpiageel on

2017 payroll data? These are goegaying jobshat are partly attributed to the inclusion of overtime pay in
the motion picture seatca common and frequent practice representing 26% of incomsdopénlabour
Please ate thatwage differentiation is partly attributable to the fact that median individual wages for full
time and partime workers in British Columbia in 2@idludetips and commissions butetmot irclude
overtime payData source comparisons are detailed in Seevdithis report.

Annual wages fdullimeandparttimeworkers are reflected below with top and bottom percentiles

!
c 2
&3
Y
$58,460 $43,732 B
belowtheline worker median individual = §
median annual wage wages in B.C g %
(FT / PTincludes overtime) (FT/ PT workers, all IS
industries, includes tiis N <
. . w
commlssmrﬁ |:“ 0
(@]
3
o
)
=
o
>

indicated as well as median anean (average). Note that these annual wage ranges are averages that

26 gtatistics Canada. 2017able14-10-0064-01  Employee wagdsy industry, annudtull and patime employees in B.C, all industries, 2017.

Weekly wage data includes tips and commi ssions and wagespveresent s dusual
calculated by taking median weekly wage*52 for result of $43,732.

27 payees in the payroll dataset include individuals armlitogzmpanies


https://www150.statcan.gc.ca/t1/tbl1/en/tv.action?pid=1410006401
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combine all levels of seniority within a job category, are inclusive of straight time and overtime and include
those workers who are employatitimeandparttime

All wage datéor BTL worker this study iexclusivef any applicable penalties, premiums, fringe benefits,
rentals, allwances and reimbursements.
Chart12 Full-Time and PartTime Annual Wages Excl. Performers | Source: Payroll Data, 2017
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Job Category

Based on 2017 payroll data, workers are grouped by their employment type and annual wages, divided by
fivescales for comparison purposes. The numbers below show that 2@&%imie workers meet or
exceed . C. é sindndea incanme fdulttimeworkersof $50,39828

28 gtatistics Canada017. Table14-10-0064-01. Employee wages fiydustry, annuaFulitime employees in B.C, all industries, 2017. Note:
annual wages for full time employees were calculated by taking median weekly wage rate *52 for result of $50,398.


https://www150.statcan.gc.ca/t1/tbl1/en/tv.action?pid=1410006401
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Chart13 Belowthe-Line Worker Average Wages By Employment Type Incl. Performers | Source: Payroll Data, 2017

Temporary Workers Casual Workers Part-Time Workers Full-Time Workers

@ $0-511,000

@ $11,000- $32,000

@ 532,000 - $55,000
$55,000 - $70,000

@ $70,000- $120,000

@ >$120,000

Looking aR017 anrual wages by employment tyf8.5% of BTLfullt i me waormudvageseaceed
B.Cé s madivideahincome of $50,388nd 76% meet or exced®lCé Bouseholdnedianncomeéo
of $70,000 per year.

Finally, looking at annual wages by employmentigpaverag®TLfulltimeworkerearrs in exces®f
$99,000 per year.

Chart14 Belowthe-Line Worker Wage Ranges By Employmeifiyype | Source: Payroll Data,2017

Full Time Workers (>1560 hours/year) Part-Time Workers (520 to 1560 hours/year)
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S0 S0
5th 25th 50th 75th 95th Mean 5th 25th 50th 75th 95th Mean
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Range of wages for Full Time Workers (all in-scope labour) Range of wages for Part Time Workers (all in-scope labour)
Casual Workers (30 to 520 hours/year) Temporary Workers (0 to 30 hours/year)
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29 gtatistics Canadaable 14-10-0064-01  Employee wages by industry, anrseé footnote 29 for calculation.

80 Statstics CanadaB.C._household median income, 2015



https://www150.statcan.gc.ca/t1/tbl1/en/tv.action?pid=1410006401
https://www150.statcan.gc.ca/n1/daily-quotidien/170913/dq170913a-eng.htm
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Motion picture workers have access to health, wellness and retirement benefits via their unions and guilds, dep
on their membership and in most cases, the number of hours worked over aiyE@aerRd&enefits vary by union,
guild anchumber of hourarorkel. Not all workers are entitled to retirement benefits.

Most (75%) of the workforce depends on the industry as a sole or main source of income. By job group, Talent
(performerkrely the least on motion pictyseoduction for income

Chart15 Role of Income by Job Group | Source: Contractor Survey, 2017

Design Operations Services Talent Technicians
Sole Source of
Income
@ Main Source of
Income
@ Not Main Source of 48%

Income

23%
o 55% 50%
° 46%

a Profile: Performers

)

one union: UBCP/ACTRA
a dedicated union; highest
participation in the survey at
17.5%; includes 12,000

28%

highest discrimination
above 13% workforce average,
though casting process is
highly subjective and it is a

©

fewer new entrants

job category shows 5% with less
than one year and 11% at one to
three years experience: half the

1%

balanced by gender

job category is relatively
gender-balanced with 46%
female and 3% not reporting

background performers competitive job category workforce average of 22%
E 0 0
L2 FA 11% 89%

on Vancouver Island/Coast

high representation ; e
highest incidence of non-lower

5% Indigenous and visible

want to take on more work
job category has the highest

fewer married with kids

only 20% in this job category

have families, 3% less than minorities form 24% of this m;:inland wg;kers ask? job surplus labour, 8% work full-time
this labour force overall category, second highestto | category (@ 0"9 workiorce and 54% work part-time
stunts average of 6%)
o o %
44% 56% 35% Top 3
W 8 and 34 year: do ! ¢ his income highest professional dev with increased hours per payee
bet\.eef 18 and 34 years do NOT rely on this ir ('(."m‘ aszve workions Bvarage at between 2013 and 2017,
a young job category based on | performers are the lowest job 18%. thouah 26° e performers’ hours have increased
union data category overall to depend on  though 26% see training by 4 7% st behind Gast
motion picture income as critical to entry (lower than | DY 4./ Just behind casting
‘ workforce average of 28%) ‘ (7.9%) and stunts (7.5%)

Figure 7 Profile: Performers Sources: Contractor Survey, 2017; Payroll Data, 2017 Statistics Canada.2016.



3. MANAGING PRESSUR

_x'emal-vessureE.cononmic. SociahdTechnologal

E . Qrcti&En picure industgxpericiwd re pid yrowitbetvecn 22142016, increasg pressure for more
higHy skilledabourwhileconcurrentlynanagng an agingvorkforce.Industry managed this growth and
auwnough iabordiuntness is 12poriza, diere is no labour shortdgganwhile, the external forcesatdial,
economic and tecanologicabingaareinizacing workplacgpolicyand practicdnternallytax credit
stahility, reducinmarriersand improgments in trainingeliverv cagupportiabourgualiy andpotentially
led e et tici.

Economic Factors are Industry Growth, Affordability, Competition for Labour and
Exchange Rates

Steady growth in global cont@nbductiorhas resulted ia 33% increase @ . <Omotdn picture

workforce betweeP014 and 2016 With most production actiwitycuringin the Lower Mainland, the
labour force is impacted by housing afford&bditgl the high cost of livingompetition for labour supply
with similar skills requiremestgh as accounting (NOC 1431), hair stylists (NOC 6341) and construction
labour NOC7611) will impact talent attraction and retentfo.C. has grojected dip of new workers
entering the labour force, as evidenced pylption data available from BC Stats and labour force
participation forecas&Finally,lie exchange rate of the Canadialtar against US currency and its co
related competition for global physical production business playd atradegh not a desive one in the
motion picture industry in B.C.

Social Change Factors are Respectful Workplace, Diversity Policy and Alignment of
Values

Social changesiimpacting how employees perfoneir work andnie moton picture industry i

exception Acoounts of workplace harassment and saxisdonduct in theotion picturéndustryhave

brought attention to issuesditcrimination, gender balance, and minority representation both on screen
and behind the scene#ccordinglynewpolicy andgractice are being implemented to address social
change. Californiavmakers recently passed legislation to increase conditions on state film tax credits to
encourage better sexual harassment reporting and diverse hiring. The legislation woelatuegfiira f

and television projects that apply for the credits, which are assigned based on jobs created, to report
diversity statistics to the state and designate people to handle miscondugt claims.

81 RBC Housing Affordabiltgport

32 see NOCs in Appendix C fdulblist of relevant occupations mapped to job roles.
33 BC Stats. Population Projections (May 2017) [Accessed January 2018]. BC Stats. B.C. Labour Force ParticipationnRaG4 Bisghttn.
Labour Market Statistics, March 2013

%“BollagCaSoploirai@a | awmakers push diversity through film tax credite


http://www.rbc.com/newsroom/reports/rbc-housing-affordability.html
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Initiatives to increase representation throughoutdhempictureecosystenwillimpactin-scope labour
Workplacstandardset by US studios can be expected when production occurs in other jurisdictions, as

much as local requirements allbar. example, Warn@rr o t liag pledgéed that all dfeirdivisons would

use their abest ef f oandsewtmembemescansidered for éilm, tebvisiorands e a c
other projects, and to work with directors and producers who also seek to promote greater diversity and

i nclusi on. & tWauld issie ad endualgpubkc aepodt on its progress, which it said would also

take into account the L.G.B.T. community and those with dis#billiess nteworthy for the belothe-

line workforcas WarnerMedia hamimerous televisi@eries in pragction in British Columbia.

Demographic trends in Canada include younger workers entering the workforce later, often due to more
education attainmeftand younger workers seeking work that is aligned to their values and exploring the
meaning of work

TechnologicaFactorsare Audience Behaviour, Work Processes and New Roles

Technology has impacti@ entirecreativechaii® transforming content creation into a global business
openingup new markets andhanging audiendehaviop?

Digital technology in physical production has many impacts on work processes from new office
communications tools to new positions such adigfitalimagetechnician a specialized role resulting from

the introduction of digital cameras into the warkgss. While work processes now incorporate technology,
work process productivity gains as a result of technology are not yet observed perhaps due to the distributed
nature of systems and platforms amongst the workforce (no single shared enterpridesgsotean 3%

of contractor survey respondents believe their job will become obsolete as a result of teldtutiology.

picture production involves creative problem solving of uniquenwbstleshange daiifynot hourlyand

these complex tasks aretreasily replaced with automation.

dATechnology is impacting al/l our work
for many of our practical speci a
~ Special Effects Supervisor

Addressing PressurgernallyStable Incentive®/orkbrce
ExperiencandLocations Stewardship

Numerougactorsare considered when choosing where to locateten picture production. Internally
controlled factonwi t hi n B. C. é sincluteaicansbinatign dfx credipsedictabilitystability
and competitivenessn experienced labopoolanda robust and variddcation supplyAgainst many
creative and financial variables, thesecp@ted by interviewees tag three critical factors determinang
location chaie amongst other competitive jurisdictions.

33Barnes,WaBrnoeork eMeddi a Unveils Diversity Protocols for Movies and TV ¢
New York Times, September 5, 2018 https://www.nytimes.com/2018/09/05dssémedia/warnermesiiversitymoviestv.html

36 statistics Canada. 2016anadian youth and ftithe work: A slower transition
https://www150.statcan.gc.ca/n1/pub/EB0-x/11-630-x2017004-eng.htm

37 British Columbia Labour Market Outlook: 2018 Edition, Page 31
38 Statistics Canadahe Creative Chain

39 Canadian Raditelecommunications Commission: Future of DistriMaiset Insights


https://www150.statcan.gc.ca/n1/pub/87-542-x/2011001/section/s5-eng.htm
https://crtc.gc.ca/eng/publications/s15/mar2.htm
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Despite reported labour tightness, there is not a shortage. Unions and guilds have successfully expanded
the workforce by 33%, onboarding new entramm®st exclusively from B.C. resid&ith the recent

influx of new entrants into the workfoingroving trends on hiring more women and visible minorities into
the workforce is observed

Physical locations are a fixed resource that requae e f u | management to avoid a
as the oveuse of both the physical loakd the limits of communities to accommodate the potentially

disruptive nature of physical production filmTingd provincial film commissiolCetative BGogether with

municipal partneractively steward this resource.

B.C Responding tExternal Factothirough Internal Collaboration and Sustainability

Industry stewardship througiilaborative partnershipghinB.Cé flm industryeadershifmasled toa
robustenvironmental sustainabifitpgramt hat proacti vely addresses moti o
environmental footprinhdReel Gre€ff Initiativdst h e  wicstirldustey colldboratibacked by a
multipartyfiveyear strategic plan andcised as on®f many strategic advantages tRat.can offer to

foreign studieliens.40

With social changand its corresponding policy implementatimerway throughio the motion picture

sector, increasing gender anslble minoritsepresentation among all levels of the workforce is strategically

sound. Further, a examined by McKinsey & Company, increasing diversity hires and practicing inclusivity
stronglycaeat e t o a companyeés i mproved financi4al perfor

Proactively recruiting to increase diversity in the belovthe-line

workforce will meet client expectations and support industry's
supply addition needs which will be drawn from B.C.'s workforce.

Pressure on Workers: Networking, Initiative and Training

Network In, Start at the Bottom avidetHigh Expectations from Day One

Chart17 Barriers to Enter the Workforce by Job Category | Source: Contractor Survey, 2017

B % Reporting no barriers % Employers were reluctant to hire you due to a lack of on-the-job experience
W % Did not have a network in the film/TV industry that could help with job opportunities [l % Unknown to people in hiring positions

Chart 18>»Industry-Related Training Completions and Perspectives | Source: Contractor Survey, 2017Cha8
Bgiiriers to Enter thw Workforce by Job Categguy —L Source: Contractor Survey,g)l?

150

100%

Percentage of Responses

Job Category

40 Motion Picture AssociatioBanada. What We Do/Going Gregps://www.mpaanada.org/whate-do/goinggreen/
4 McKinsey & Compariyelivering Though Diversi2018



https://www.creativebc.com/industry-sectors/motion-picture/reel-green/index
https://www.mpa-canada.org/what-we-do/going-green/
https://www.mckinsey.com/~/media/McKinsey/Business%20Functions/Organization/Our%20Insights/Delivering%20through%20diversity/Delivering-through-diversity_full-report.ashx
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The most common barrier to erttez workforce, as reportedbysic o p e | a b obeimgunknevnor t s i s
to people in hiring positi on pleanbeé dfficattgbtwithdul v net wo
connections. Interestingly, this points to the importance of having strong peoplgekitigotthe film

industry With interviews frohiring managersndicating that approximately 50% of new entrants are not

suitabé for belowtheline work, the barrier to enter the workforce may be perceived as somewhat low, but

the expectations on that first day of work are high.

Most inscope labour enters the workforce bringing a combination of further or higher educagéf with 7
of inscqe labour attaining some pesicondary educatiéhandmany bring work experience from other
industries but begin at enteyel, typically asproductioressistant. The entigvelproductiorassistant
position provides workers with exposure to theusadepartments within a production and as such,
provides botlniring manageandhireewith an opportunity to match interest and aptitudesfzeaific
department. Skilled and experienced workers (such as Red Seal certified carpenters) mayathdirectly t
construction department for example, but typically begin on the junior position in that department.

Chart20 Industry-Related Training Completions and Perspectives | Source: Contractor Survey, 2017

B University / College degree in related field 50%

39%

B Art Institute / Film School 40%

Trades School / Technical College 320"30%
B Union training program 30% 25%
B Apprenticeship training / Certification 20%
20% 1 5%

B Professional development / Continuing education
program
0,
Private coaching / acting classes 10%

B % Indicating Training Critical for Entry into Industry 0%

Design

% % 5
50 50 43%

40% 40%

30% 30%
20% 20%

10%

10%

0%
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Operations Services

50%
40% A0% o
33% 32%
28% o 28% 29%
30% — 22K 30% 26%
3% 22%
20% 16% 20%
10% 10%

10% 10%
0% 0%

Talent Technicians

42 statistics Canad2016. Catalogu@o. 98-400-X2016289 Educational Attainment data
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Workforcé’erspectiveeon Training

Contractor survey respondents were asked a series of questions abotry raining, beginning with the

guestion: did you complete dagmal industrgelated education or trainthdf the respondent answered

yes, they then detailed the types of training they completed. Respondents were also asked to rank the
importanceb t heir aferambédi ndaisnhiryge to establish them
contractor survey design did not capture education levels of the workforce as a demographic question (see
the Workforcérofile section of this report) howeteis line of questioning does provide ingmrinsight

on inscope labouattitudes towards industry training.

As the contractor survey results indicaiteyt 17 showsattitudes towards industgiated training var
Despite the workforce havingigher than average educational attainment, postsecondaejafiéd
training is not always considered a match for the job role and not considered a requieeteetticto
belowtheline workforce.

In fact,despitethe workforce expaimd) by over 33%between 2014 and 2016enrollment to post
secondary filmelated education that represents 65% atiope labour (by NOC code) has decreased
durirg the academic year period from 2011/12 through to 201516

Chart23 Post-secondary edication enrollments by academic year | Source: Student Transitions Project, Ministry
of Advanced Education, Skills and Training
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Count of Enroliments

2011112 2012113 2013/14 2014/15 2015/16

Academic Year (Sept 1- Aug 31)

[l Drama and dramatics/theatre arts, general [l Cinematography and film/video production Film/cinema/video studies [l] Acting [l Radio and television broadcasting technology/technician
B Technical theatre/theatre design and technology Musical theatre [l Recording arts technology/technician [l Costume design [l Documentary production
B Directing and theatrical production [l Playwriting and screenwriting

Given the rapid expansion of the industry during the survey period, the relatively high unemployment rate
reported for recent graduates under government educational ott@rddbe fact that a large

percentage of students do not wind up in a relaté@nodyy indicate that pesecondaryilmfocused

training in this industry does not creatreadgegraduates.

Further, tracking former diploma and baccalaureate graolestestweyear periodia government
educational out coshowslGh bagaalaunette graduatesvaed 4@5alipl@ma graduates
from ClIRlassified filrrelated training. This is a very smaiputof overall new entrants as supplied by
post secondary institutions.

A survey oB.C.PostSecondary Education Offerings detailed in Appeondix indicate that much of the
postsecondary filnelated education is designed for those students who are developing ghalbuye

3 student Transitions Project, Fall 2016 submission (Ministry of Advance Education, Skills and Training)

44 Student Outcomes Survey for Diploma, Associate Degree, Certificate and Baccalaureate Greasa®8d 57 & 2014-16
45 ibid

46 ibid
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career, where theyillhdevelop intellectual property as writers, directors and producgradarade with
skills that ar@ot necessarilijt for purposes a belowheline worker

Job Readiness a Collective Effort

In the absence of a lotgrm employer, belatlie-line workers are responsible for managing their career

development and progression. However, as unions and guilds are the primary supplier of labour, they are, by

association, considered the party most responsible for the quality of the workforce teeyaprgdrelgarly
accept that responsibility as evidenced by the range of training and further education that unions and guild
present and/or make available to their members at no cost or a subsidized cost.

Reflecting the complex workforce and varied pathways to enter the motion picture industry, training is
delivered by a variety of providers: fromgmsindary film schools to union training defts to training
provider Actsafe Safety Association and many private trainers such as acting coaches and stdnat trainers
provide specific skills training on demand. Additionally, the newlyBf@mkedion Picture Training

Society” has been established to deliver training for the benefit of the three film unions under British
Columbia Council of Film Unions.

Finally, nions and guilds report menmtbext initiatives to pass on their craft to thei

61% e

less experienced colleagueshra@lv e i ni ti at ed shogstoai n

cultivate this approaciBased on structured interviewsaddition to baseline training
trainingknowledge transfer is often ad hocdemand and reliant on more through
experienced workers passing on knowledge toxessienced workers uniorguild

Trainingor theWorkforceCoaching and Mentoriage Key

Contractor survey results indicate that mdsiedfaining available for the
workforce is through their union or guild (61%) and third parties (39%). Survg 39%
respondents repbacquiring training ranked in this order of frequency:- union
sponsored workshops at 35%formal coaching and mentoring at 3@%@

workshops offered by third parties at 27%. Most courses are subsidized, bu
are offered to union and guild mermstzerd some courses such as Reel Green a
the Motion Picture General Safety Awareness Course are offered free of charge:

training
through 3
parties

Fully 78% of surveyed contractors report that they participate in training when
training is available. The job categories withghegtiincidence of training are
Locations (91%), Script Supervisors and Hair at 90%, followed by Assistant 78%
Directors (86%) and Lighting/Electrics at 81%. Interestingly, of those respong
who participated in training programs (a subset of the workfonte},8%
thought training was a critical factor in helping them advance in the industry.
respondents (31%) felt that training wasimportant factoandd h as mad €
easier to progress within the industry but you still could have progressed wittaeu
and 15% felt it was not an important factor

participate in
training when
available

AaAIng J1010eNuU0) :921n0S ‘Buiures) sjgejreAe ul uoiredidiied 3210100 8 8iNBI4

47 Motion Picture Training Sociéfgster Agreement 2012018, British Columbia and Yukon Cowféillm Unions


http://www.bccfu.com/wp-content/uploads/2016/08/BCCFU-Master-Agreement-April-1-2015-to-March-31-2018.pdf
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Below-the-Line Job Readiness
and Skills Development

EDUCATION

Post-Secondary Education 72%
+ Apprenticeship or trade certificate/diploma 7%
- College certificate/diploma 30%

- University certificate/diploma 5%

+ Bachelor degree or above 29%

Canada 2016 Census

Attraction &
Recruitment

EXPERIENCE
Enter directly into BC Film/TV industry 42%
Enter from another related job/industry 32% gpttional
ntry
Enter from unrelated job/industry 26% to the 6
Unions &
Contractor Survey, 2017 G u i I d s

Career
Growth

INFORMAL COACHING &
MENTORSHIP

For more detailed information consult On the job apprentice-style skills transfer
Unions, Guilds and educational institutions of the motion picture craft

Figure 9 Below-the-Line Job Readinesand Skills Development

Chart25 Barriers to Advancement | Source: Contractor Survey, 2017Figurd0 Below-the-Line
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Required training is weltattended but not seen as crucial to caree
advancement. With apprenticestyle leaming as the preferred

training method, formalizing this tradition will improve workforce
quality.

"It's people within the industry that train everyone else."
-Lead Dresser/Set Decorator

Not Knowing the Right Peojpéghe Main Barrier to Advance

Inscope labour were asked which barriers they faced to progress or advance in their careers. While the
majority overall reported that they have not experienced any barriers to progress in their career, many
report eddarhéatt kinnchweyt he ri ght peopleeae. In this higl
hirngmanager (and to some degr ee, me Adirectedcgreen. s cr i ti cal

Chart26 Barriers to Advancement | Source: Contractor Survey, 2017

B Design [ Operations [ Services [ Talent [l Technicians
50% 46% 48%

26%

30%

23%

20%

10%

Percentage of Respondents

0%
Have not experienced any Discrimination Lack of coaching/ mentoring Workload too demandingto  Lack of knowledge about  Don't know the “right people”
barriers focus on advancement opportunities

"This is a very social industry. It's very important that you learn how to network and
develop long lasting relationships" ~ Stunt Coordinator

Looking further at the response aDoneét IKimmity t he R
workers more than it does femafel indigenous workendo report avery similar degred barrieto their
counterparts.
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Chart29 Barriers to Advance forDiverse Parts of the Workforce | Source: Contractor Survey, 2017

Gender Indigenous Ethnicity
41.6%
49.0% 48.7%
58.4%
@ Female Male @ Indigenous @ Non-Indigenous @ Visible Minority @ Non-Visible Minority

Looking atorrespondingge of the workforce and years of experience, barriers to advance decline over
time, as expected.

Chart32 Barriers to Advance | Source: Contractor Survey, 2017

By length of service By age group
60.0% 50.0%

u g 0%

£ £

T 400% $ a00%

= =
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5 9 200%

L 200% g

% g 100

S ]

5 00% oo

lessthan1 1-3years 3-5years 5-10years 10-20 20-30  30yearsor 18-24 2534 3544 4554 5564 65 or older
year years years more

Age Group
Length of Service

A Production Assistant can become a Producer by showing upatd dark. The
opporunities for advancement are immense.
~ Production Manager
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Profile: Security

13%

highest Indigenous
representation

in this rale vs. 6%
below-the-line overall and 5%
in B.C. overall labour force

=)

lera

low further education
least further/higher
education in below the line
workforce overall

89%

males in this job category
aleng with camera, sound,
and greens, this department
is over 80% male

Figure 12 Profile: Security | Sources: Contractor Survey, 2017; Payroll Data, 20173tatistics Canada. 2016.

this role is covered by the
teamsters 155 and ACFC West
unions

A

high
highly union-trained
highest rate in below-the-line
workforce overall, one of top
four categories saying training
critical for entry

68%

work full-time

this job role is either full-time
or temporarycasual with no
part-timers based on survey
data

76%

over 45 years of age
highest supply/demand
pressure due to retirement as
18% are 65+ years old

55%

main income source
security contractors often
have multiple clients
outside motion picture

48%

more than 3 yrs, experience
close to half the workers in this
category are new to the
industry

4% longer hours

above average annual hours
worked over past five years, 4%
higher than workforce overall

85%

transfer into the industry

85% come to below-the-line
security roles after the age of 45
from another profession

Top 4

professional development: 26%
hair, performers, accounting and
security are the job categories with
highest incidence of continuing
education / professional
development



4. MEETING DEMAND

Cyclicabllbour demandsavebeen met by unions and guildkso successfully scaled up the workforce
Labour needareunique to each projeahddriven by many leveredditionallytax credit policy has shape
domestic and regional production practic&C A keyattributedemanded of labourtise presence of
soft skills.

Requirements of the Industry

Demand for EntertainmastGrowing

Global demand for filmed entertainnigeimcreasingrechnological change has opened access to new

markets via new platforms and delivery methods. Alongside traditional studios, technology companies
Facebook, Apple, Google, Netflix and Amazon have entered a competitive and lucrdiseedoreszha

market8 Streaming companies are making significant investments in original video content to stream to

their global consumer§.h e Economi st r e p o +#3B4JSCAON erigifial cokentimi | | s per
2018...commissioning or partnering oroatput that exceeds all other studios and television
companies...releasing 82 feature films and over 700 new shows (as producer or ffr&tucko) and

network executivesterviewed in this stugyedict continued production at dotdiggt growth.

Wakforce is Increasing

BCes $obagding position as Canadaeées | argest and Nor
hub is earned by its international reputation for excellence in screen production from eBdC® end.
physicaproduction workers are world class in their technical capacity and collaborative approach to

delivering quality and value. Internationally recognized awards and nominations attest to the skill of the many
craftspeople in the workforce.

B.C.has maintairekits globally competitive position and managed significant labour and infrastructure
growth oveduring the period of 2022017. The demand for labour has increased as evidentted in
rising overall labour spend which is attributed to more workforce.

“8 \World Economic Forum: Why is the Creative Economy Growing so Strongly? https://www.weforum.org/agenda/28tH@téatiye
economsgrowingso-strongly/

®rhe Economist, &The Tel ev-iJdyi6pot8. wi | | be Revolutionizeda, June 30



Chart34 In-Scope Labour Spend Over Time by Production Type | Source: Payroll Data, 2017
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*Other production types include: Commercial, Corporate, Direct to Video, Documentary and Mini Series

Motion picture production has rapid scaling requirements, following an established cyclical pattern. Annual
adivity spikes in early spring and late summer. Due to their unique business medel,a mi ng compani
projects could work outside this predictable cycle, but there is not yet substantive evidence suggesting they
do.

Chart37 Total Monthly Hours Worked (2012 to 2017) | Source: Payroll Data, 2017
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Demand for motion picture production laboBr@ intersectsith various leveromestic production
tends to originate from lo@ovethe-linecreatorgalthough not exclusively) and often operates within
smaller budgets makingianscale wages difficuthile foreign service productions have a wider array of
choicegand some budget flexibilityy) locate their productiorstructured interviews with studiod
networkrepresentativesdicatecompetitive, predictable tax aedind production capacity (labatudio
facilitieslocations) within a jurisdiction are the most significantsactohoosing where to establish
production activityMaintaining high qualitysnope labour continues to &e importantontributoto

B . Congpstitive value proposition.

BELOW-THE-LINE LABOUR

Levers of
Demand

IN BRITISH COLUMBIA’S MOTION PICTURE INDUSTRY

CONTENT VALUE

CHANNELS
Nt in content

INCENTIVES

Tax credit stability,
predictability, and
competitiveness

EXPERTISE
Knowledge of the
“craft”, diverse labour
competencies, skills
and characteristics

EFFICIENCY
Time savings and
high output

EXPERIENCE

Proven ability,
understanding and
ACCESSIBILITY specialized knowledge
Practical and
convenient geography SERVICE
Collaborative partners
and film-friendly

governance

Figure 15 Below-the-Line Labour Levers of Demand

The évers of demand for B.C. labouradse sensitive to competitive jurisdicti@@smpetition to attract

motion picture production continues within North America (with California and Georgia as key competitors)
and globally with Australia, United Kingdom, South Africa and Hungary clamiietiegonomic

development and foreign investment potential of this indssiwydenced by ongoing government support



Count of Productions

of these initiatives artde presence abbust online tools to compare jurisdict¥®Wghile a favourable
exchange rate between USl&@anadian currency is a fadtaerviews witstudio repesentative report
they are not held accountable faardes in the exchange rdtkie to a studié ability tause other
financial instruments hedgepotential losses arising from currencyan@érateg. Finally, the levers of
demandvaryfrom project to project and location to location.

A review o€reativdB& s1otion picture tax credit progfardataprovides a strong indicationBxt. labour
expenditures by foreign and domestic owneasitigontrolTax credit data also gives insight into the
physical location of motion picture production activity throlgyBoudll ofthese distinctions impact labour
supply and demand.

Domestiownershipand controbf cqpyrightis importanto develop long term sustainabilityhef sector
Domestigorojects have unique properties, tending toward-bnwdget projects that may not use payroll
services for their ase mayor maynot be able to afford union rates for labourabeikey to developing a
diversified sector amdten provide aimportant training experience fesdope labour.

Tax credit dathasknown measurement limitations: activity is trackefisnadryears, not calendar years

and reporting on production activity in a given fiscal year can lag due to processirtetaeéiseation

between tax credits for domestic producers and foreign producers is not a foolproof determinant of copyright
owneship of a projecEinally, not all motion picture productiora @are eligible for tax

credits Significant production activity such as commercials al@gidé Conversely, the primary data

sources for this project have inherent limitationsokinng spendiB.Cé s economi c regions
Lower Mainland). Payroll dateowswhere pay is sent (presumably the paysssidence) not the location

of work. Contractor survey data asked respondents to summarize primary work location,ovkich year

does not effectively captaiéinstances of shooting outside the Lower MainlAsduch, tax crediatais
usedhereas a contextual framework when looking at domestic and regional production.

Chart40 Count of Productions Over Time | Source: Creative BC

200 187

2011-2012 2012-2013 2013-2014 2014-2015 2015-2016 2016-2017 2017-2018

Fiscal Year

B Total Regional [l Total Distant Foreign Regional ([l Foreign Distant ([l Domestic Regional Domestic Distant

50 Entertainment Partners Financial Solutitmstuction Incentives Jurisdiction CompangbMazars: Comparatiseidyof tax incentives and
the |l ocation of televisioBgTabled fi Il m production and PWCés annual

lBritish Columbiaés m ohtttgs:6www.préativebu.coe/progeamsheeditirdiéxt pr ogr am



https://www.epfinancialsolutions.com/home/production-incentives/jurisdiction-comparison/
https://www.mazars.com/Home/News/Our-publications/Surveys-and-studies/Study-of-tax-systems-and-tv-and-film-production
https://www.pwc.com/ca/en/industries/entertainment-media/publications/film-video-tax-incentives-canada.html
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Regional and Distant Location
Tax Credit Map

Great Centrat
toke

Canada
United States

creativesc

Legend
E Designated Vancouver Area

Regional Area

Distant Location Area

Distant Location Area
(PP starting after Feb 18, 2014)
° 1 I “©

Y San Juan %
Islands lometres

Produced by: BC Stats, March 2014

Figure 17 Vancouver Area, Regioal Area, Distant Location Area Labour-Based Motion PictureTax Credit Map

Domestic and Foreign Produciemand

Motion picture productionBC.is largely driven by foreigwned (primaly US)productionskoreign
owned production lalor spendshows al9.98% compound annual growth rateer the period of
2011/12 to 2017/18, per tax credit data. In that same time periloaestic productioiabour spend

indicates 9.38% CAGR

Chart43 CombinedForeign and Domestic ProductiorB.C. Labour Spend CAGR: 18.51% | Source: Creative BC

Dollars

[ Foreign BC Labour Spend CAGR: 19.98% [} Domestic Labour Spend CAGR: 9.38%
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$1,000,000,000.00

$500,000,000.00

$0.00
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Fiscal Year

Foreign production activity has increésaeen 2012/13 and 2017/18 Domestic production activity has
also increased over the same time periodndiuat the same ratend when compared against the high
volume of foreign productialgmestic productidabour spentias delined.
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Chart46 Proportion of Domestic to Foreign Production Labour Spend Over 5 Years | Source: Creative BC

W roreign [l Domestic

Chart47 mé rowt
_Dome

Proportion of BC Production Activity

12113 1314 14/15 15116 1617 1718

Fiscal Year

However, Wwile thevolume andcale ofproduction budgets for the foreign seitanuch larger than the
domestic sector, bothreign and domestawned productionshow positive growth in labour speasl
seen below

Chart49 Growth in Production Labour Spend, 2012 to 2018 | Source: Creative BC
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Domestic productionsith lower budgetalso competéor belowthelinelalour, especiallat peak

production periodshen labour is tightestWhen irdemand labour is tight, wages become competitive and
domestic productismften must source labour with fewer years of work experient@o®r survey dat
showsthatdomestigroductions have5% ofin-scope labouwithl ess t han t hree yearseée
whereadoreign productiontsavel5% of inscopelabour with less thahreeyeargwork

experienceWorkers on domestic producsismork fewer hours overall and while thekexware less likely

to be union members, they report getting work through unions.

Domestic productions are able to access regional and tistditntax credits incentives at a rate higher

than foreign produce¢see Appendi®, RegionaFilm Commissions sectiolr) addition to these
incentivespnlydomestic productisrare able to access training tax crédfte approved training programs

in conjuction with thelomestidabour tax creditsContractor survey results feas@ope labour report that

9% of their work on domestic productions takes place outside the Lower Mainland as compared to 5% of
foreign productionsAn opportunity exists for destic production tplay a significant role in the further

52 Creative BC: Summary of domestic (FIBC) tax drggigs/www.creativebc.com/databasef/files/library/FIBC_Summary_v01(2).pdf



devel opment o fecoBamigegiors,htilizing éxistmdworker capacity and building work
experiencéor new entrants

Motion picture production isighly mobile. While producsiestablisla s hort term fi xed ahc
production office and other departments such as construction, props and set decoration, much of the daily
work of shooting film and television productions is done with a cantoh&dcation shooting (in private

residences or on cibyvned streets or provincial paifike exampleand/or in a soundstage/converted

warehouse where sets are built to shoot scenes in a controlled environment. Many pro@uCtiatilze

a combinatio of location and studio shoateme use location shooting onlgs reported by foreign studio

and network executivedheve a production chooses to situate itself is a major influence on labour demand

in that geographical locatiand vice versa

Weatheravailable dayligland broadcast television cycles, talent availahdibther factorsetannual
cycle of motion picture production activity with summer highs and wintekdsweaming content
providers such as Netflird Applelrive asurge in original content creation, tle@ctto-consumer
subscription business models allow them to release contenstrained by laroadasteradvertiser
calendar. This capabilityprmduce outside thennualproduction cycl@vhichcould ease labour pressure
during peak production perioasyist beobservedver timeo determindongterm impacts o labour
demand.

An overarching labour pressure point is work seasonality, exacerbated by concunt@mgimatie same
regionand large budget feature films requiring large and experienced crews/sehidgs production
attracts labour sy for their longetunning productien

Deci sions on where a production chooses to establ
upon the availability of skilled labour, physical shooting locations, rental services and infrastructure such as
transportation anddispeed broadban@ecisions aralsoinfluenced by proximity to an international

airport forabovethelinepersonnel such as international star talent.

Over 90% of production activity occurs in the Mainland/ Southwest economic E@ioDeiand for
labour during peak season is concentrated with extreme pressure in recent years.

In 2017, B.C.accanmodated up to an estimated 50+ complete motion picture produsticcigrently
(based onB.Ctax credit data). When all crew are working, the balance of less experienced crew vs.
experienced crew can increase pregsudeliver ofset training whilapholdng safety requirements.

In large centredigher labourcostsa n b e t r ifegtgrefimgrd t e &Eeidby Erge budget
productions during busyngs.This places pressure bath smalle and domestic productions who cannot
afford to competéor the same labour



A scriptmay calfor a remote icy mountaintop or dense Vict@raarchitecture that is not close to the
product i onEhsese trentmecedind s ¢ .he script are called alocat
on where to film some porti® ofthe script for a finite time perio@ihese locaticror creativédbased

decisions often require productions to relocate for a period of time outkimeeth®lainlan@outhwest
[generallyrepresenting bottihe Designated/ancouver Areendthe (VancouvérRegioal Arealax

Credit}, and intathe svenother provincial economic regiapenerallyepresenting and benefiting from

B.Ce BistantLocatiorRegionalTax Credf

A regional laboyaressure point for experienced BTL wokk@ierges in these caselsocalbelowtheline
talent could be hired to service the locatjmatific needs @f portion of a productionjtifvastrained and
available tao sa Howeversome regions laaxperienced creves those that do live in the regions may
be working in the Lowerd&hland where volume is coreisand opportunity is greater especially at peak
times.

Coexisting among large budget productions (features) and-amgéngproductions (TV series) are

smaller productionsiichas Movies of the Weekand lower budgedomestic productiorad commercials
thatcompee for crew and location availability and to a lesser degree, cost af [Himutcome of this

pressure is that smaller budget productions routinely seek to film thetsmeer Mainlari8outhwest

astheir budget and schedule parameters cannot be met with scarce resources. All parties are competing for
the same resources at the same time of year, creating scarcity.

1. Nort_h:oastRe_glon andNechako 149%
Region(combinejl
2. Northeast

3. Cariboo 135%
4. Vancouver Island & Coast 194%
5. Lower Mainland/Southwest 161%
6. ThompsotOkanagan 143%
7. Kootenay 74%
Tablel Regional increase in labour spend by economic region, 2012 to 2017 Source: Payroll data
*3 Asdefinedbyth€r eat i ve BCés motian picture tax credit program

54 Asevidencedby year over year increases in regional ptamulabour spend tracked in payroll data from 2012 to 2017.
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The labour pressure point is cost and the reghltisomplete productions are moving and establishing
themselves in locations outside the Lower MaiSlanthwest economic regioot solely for creative
reasons but for affordability. Productions move to where higher regional aridddistatéx incentives

can offset the cost of moving and housing:tite of their production unit, and where crew and locations
may be more available and locations more affor@abléabour pressure point is experienced labour
available to work locally in a regional location.

While aleconomiaegions havexperienced growth, Vancouver
Island/Coastepresented by two Regional Film Commissiass,
experienced the highest increase in regional labour spend over, 12%
2012-2017 period ands emerging as a secondary filrh.lhdigh
volume location filming is obast in the southern region of LIVE
Vancouver Island astlidioinfrastructurés in place irthe
North/Central area of Vancouver IstafitheVancouver
Island/Coast economic reghas a pilot trainingrogram at
North Island College Courtenayo increase aining of local
labour tosewice growing demand@he TV and Film Crew Training
program at North Island College @amonthcourse that
readiegroductiorassistantsgrips,construction anfighting crew
to work on set. Recentlghour uniodCFC Wesipproved North
Island College graduates from the grips, lighting and set

Outside Lower
Mainland/ Southwe:

/102 ‘ASAINS 1019e1U0D

:92IN0S | SYI0M pue SBAI| 82I0PJI0M BY) 3IBYM 0 @4nbiH

construction programs as automatic permittees itautien. In 8 %
addition to this pilot training program at North Island Gollege

2017 saw the establishment of the Vancouver IsldmdSfudios

a conversion stagfewith over 20,000 square feet WO R K
The Thompse@kanagamegim, represented by three Regional Qutside Lower
Film Commissionsjay follow as a third huBagle Creegtudios Mainland/ Southwe:

of Burnaby recently openegarposebuilt stage” in Kelowna,
measuring 15,000 square feet. Téipansiorcould attract
consistent foreign and domestic busineske new infrastructur®@kanagan Collegecently announced
willnow offerindustryspecific baseline training courses (Motion Picture Industry Orientation, Set Etiquette
for BackgrounBerformens WHMIS and first aid courses that are relevantdooe labour.

Labour needs at different stages of demand in B.C.:
pioneering, growth, maturing

DISTANT REGIONS | PIONEERING VANCOUVER REGION | GROWTH VANCOUVER AREA | MATURING
Pioneering labour needs Growth [abour needs Maturing industry labour
are focused on building are focused on needs are focused on
expertise ] increasing quantity enhancing quality

Figure 22 Labour needs atDifferent Stages of Demand

%5 Based on annual Regional Film Commission reporting submitted to Creative BC
56 Conversion stage is defined by the industry as an existing space that has been modified to suit motion picture produciieati$e BC

SN purposéuilt stage is defined by the industry as new construction intended for the sole use of maiprogiettion. Ibid.
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In summary, theature of demand for laboudifferenthroughat the province anthreedistinct types of
labour demand are observe®ig, each withunique local needs

To seize distinct regional opportunities resulting from increased
demandin the Lower Mainland/Southwesta regional economic

study determining the relationship between workforce and

infrastructure could serve moretargeted strategies for regional

successand improve service toforeign and domesticproductions.

Profile: Locations

75%

males in this role

also represents 13% visual
minorities and within that,
4% Indigenous

S

low barriers to enter
workers reported the third
lowest, with 25% of
respondents reporting no
barriers to enter

95%

sole/main income source
workers are the highest job
categony reporting sole/main
as role of income

)

covered by a single guild
this role is covered by the DGC
BC

A

high
high use of guild training
88% of locations department
workers take courses offered
by their guild

97%

work in the Lower Mainland
only §% live outside the Lower
Mainland, the lowest rate next
to security workers

62%

are over 45 years of age
this job category shows only
12% in the 18 to 34 age range,
one of the lowest scores for
younger workers

24%

growth in hours over 3 yrs
from 2015 to 2017 demand for
this job category was at the
midpoint of all categories for
additional demand for service

hours
0
77%
work full time
29% have less than three
years' experience and this job

category is in the top four for
full-time workers

50/50

leadership equality

although the job category is
predominantly male, at the
leadership level it's 50/50 male
and female.

FRPAN

creative meets logistics
locations help set the creative tone
of a production amidst a complex
set of ever-changing logistics.

Top 3

most severe hiring challenge
hiring survey indicates locations
is the third most difficult to recruit
(next to assistant directors and
accountants) and hirers report
extreme labour tightness for
Iocation managers..

Figure 25 Profile: Locations| Sources: Contractor Survey, 2017; Payroll Data, 2017;
Statistics Canada. 2016.
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Requirements of thimb

Leadership Skills Essential for Entry

Indicators collected througbhalitativenterviews
pointed toa hypothesithatsoft skillsparticularly
leadershipskillsmore ofen associated with seniority
and managing peoplarecritical for entr§i more so Resource
than technical skilbs/ job function R

Required soft skills for BTL workers were defined as
characteristics and attributessichinclude: attitude,
communication, creative thinking, work ethic,
teamwork, networking, decismaking, positivity,

time management, motivation, flexibility, preblem
solving, critical thinking and conflict resolution. LT e

Similarly fte 2018 British Columbiaabour Market

Outlook reveals a strong demand for people skills, Figure 26 WorkBCSkills for the Future WorkforceSkills,
especially those in communication areas such as ¢ Competencies and Characteristics Map, 2017

listening, speaking and reading compreheasiorell

as critical thinking. Active listening is identified as a

avery i mportante skill for 73 percent of total pr
job openingnB.C Soci al perceptiveness, judgement and dec
i mportant a conipedtOe npceirecse nftoro faltnmootsal %pr oj ect ed j ob

AAn inexperienced person with a
can go a long way in this business."
~Production Manager

The hypothesighat soft skills are critical skills for entry and advancememtstd by reviewing the Top
Ten Competencies 2015 and 2020 otd Economic Foru?h referencinghe British Columbia Labour
Mar ket | nf oS8uotess iithe Futur® Woérkforce feamevidilseeFigurel6) andadapting

i ndustry | e ahaArtandSaience ofFTedentstyuden{which concentrates on leadership
skills), toresearch what workers need to enter aiivhncet all career leveis the sectar

Mapping theséattertwo elements togethento 23 corceptuaklusterssupported a common framework

that allowedirers (producers, production managers, department heads) and hirees (contractams/hires)
individual onenone session® prioritizethe clusters asssential, importaandless important.odcing

at skillshat arecrosscutting(and not job role or departmesgecific skil)s helped to validate whether
soft/personaskills are more critical than technical/functional skills when entering and advancing in the BTL

%8 British Columbia Labour Market Outlook82Bdition. Page 4
59 The Future of Jobs Report, World Economic Forum, January 2016

80 \workBC: Future Workfor@&kills, Competencies and Characteristics. Source: Adapted from the U.S. Department of Labor/Employment and
Training AdministratiohetO*NET Content Model, available in the British Columbia Labour Market Outlook: 2017 Edition.

61 The Art and Science of Talent, Korn/Ferry InterngtionaKorn Ferryind Lominger International. All rights reseFeedesearch purposes,

this page inades information from thgorkBCSkills for thé=uture Workforce webpage aatn Ferry legacy tools. Korn Ferry has not approved,
endorsed or tested these modifications.



http://reports.weforum.org/future-of-jobs-2016/
https://www.workbc.ca/labour-market-industry/skills-for-the-future-workforce.aspx
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workforceThe soft skills research exercise was performed with a total of 29 individuals (23 in structured
interviews and 6 in a focus group). Please seentippE for details on methodology.

asSkills are teachable, but att.]
~ Special Effects Supervisor

Hiring Managers Agrea Soft Skills

Theresearchesuls indicate that theame soft skills are required at both career entrgduacement

with little distinction between the two phases. There is considerable overlap (90%) between the skills that
hiring managersonsider to bessentiafor entry and thosthey considegessential for belotheline career
advancementSpecifically, from the perspective of hiring managers, there is overlap fieteoédéme top

10 skillsthat are consideresssentiafor entry and advancemenhe essential skills identifiechising

managers tend to be focused on personal characteristics, interpersonal skills or attributes, and personal
control and resilience (i.e. Acting with Honour and Character, Communicating Effectively and Keeping on
Point). They tend not to be tactical or fodume inspiring or managing otherghose skills that do not

overlap (i.e. are required for entry but not advancement or viceaversighlighted

HIRER PERSPECTIVES: TOP 10 ESSENTIAL SKILLS

For Entry For Advancement

1. BEINGOPEN ANORECEPTIVE 1. BEINGOPEN ANORECEPTIVE

2. RELATINGXILLS 2. RELATINGXKILLS

3. ACTING WITHONOUR ANGHARACTER 3. COMMUNICATING-FECTIVELY

4. COMMUNICATINE-FECTIVELY 4. ACTING WITHONOUR ANGHARACTER
5. CARINGABOUTOTHERS 5. CARINGABOUTOTHERS

6. MANAGINGTRESS ANBATIGUE 6. DEMONSTRATINGOMPREHENSION
7. KEEPING OROINT 7. KEEPING OROINT

8. DEMONSTRATING®MPREHENSION 8. DEMONSTRATINRERSONAELEXIBILITY
9. GETTINGORGANIZED 9. MANAGIN®IVERSHIRELATIONSHIPS
10. MANAGIN®IVERSIRELATIONSHIPS 10. MANAGINGTRESS ANBATIGUE

Table2 Hiring Managers: Top 10 Skills for Entry and AdvancemenResearch Exercise
Adapted from Skills for the Future Workforce WorkBG and The Art and Science of
Talent Korn Ferry
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Crewldentify Differences Between SkilBritervs. Advance

There is overlap betemesevenof the 10 skills that crewelieve aressentiato enter as delowtheline
workes and thoséo advance in the industiyhe essential skills identified by crew terbe fairly tactical
(i.e. focused on getting the job done). Crew also tend to focus on interpersorndisidisl0 essential
skillsto enter and advandema crewperspectivare belowvhile those thatdo not overla@are
highlighted

CREW PERSPECTIVES: TOP 10 ESSENTIAL SKILLS

For Entry For Advancement

1. ACTING WITHONOUR ANBHARACTER 1. ACTING WITHONOUR ANGHARACTER
2. MAKINGCOMPLEXDECISIONS 2. MAKINGCOMPLEXDECISIONS

3. DEMONSTRATINRERSONAELEXIBILITY 3. DEMONSTRATINRERSONAELEXIBILITY
4. MANAGIN®IVERSIRELATIONSHIPS 4. MANAGIN®IVERSIRELATIONSHIPS
5. COMMUNICATING-FECTIVELY 5. COMMUNICATINGFECTIVELY

6. FOCUSING ON THBOTTOM.INE 6. CETTINGORGANIZED

7. CETTINGORGANIZED 7. KEEPING OROINT

8. KEEPING OROINT 8. MANAGING\ORKPROCESSES

9. MANAGING&P 9. MANAGINGTRESS ANBATIGUE

10. MAKINGTOUGHPEOPLECALLS 10. DEALING WITFROUBLE

Table3 Crew: Top 10Critical Skills for Entry and Advancement,Adapted from Skills for the Future
Workforce,WorkBG and The Art and Science of Talent, Korn Ferry

asSoft skills are missing. Nobody
~ Production Manager

Less Agreement BetweklimingManagers an@@rewRegardingssentiabkills

There i50% overlap between the skills that crew hinehg managers consider todssentiafor enty
and those that they feel agssentiato advance. Specifically, there is overlfigeiof the top10 essential
skills for entry ansixof those essentidbr advancementhose essentiakills to enter and to advaree
agreed by bothiring managem@ndcrewinterviewed arksted below.
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ESSENTIAL SKILLS AGREED BY HIRING MANAGERS AND CREW

Five for Entry Six for Advancement

ACTING WITHONOUR ANGHARACTER 1

COMMUNICATINEFFECTIVELY 2

KEEPING OROINT 3

CGETTINGORGANIZED 4. DEMONSTRATINRERSONAELEXIBILITY
5
6

COMMUNICATINE-FECTIVELY
ACTING WITHONOUR ANGHARACTER
KEEPING OROINT

ok wnPE

MANAGIN®IVERSERELATIONSHIPS
MANAGINGTRESS ANBATIGUE

MANAGIN®IVERSERELATIONSHIPS

Table4 Hiring Managers and CrewEssentialSkills to Enter and Advance,Adapted from Skills for
the Future Workforce WorkBCand The Art and Science of Talent, Korn Ferry

Crew are more likely to identify managerial and leadership skiisramfor both entry and advancement.
Hiring managers are less likely to identify these types of skills as critical for entry @eat\veamd are
more likely to identifyersonal characteristics or interpersonal skills as critical.

Specifically, skillsathareprioritized in the tofen essential skillsy crewput not byhiring managers
include:

1. Making Tough People Calls 4. Making Complex Decisions
2. Managing Up 5. Dealing with Trouble
3. Focusing on the Bottom Line 6. Managing Work Processes

There are a number of possible interpretations of these discrepancies. One interpretation relates to levels or
layers of management. In other words, to perform well at their jobs, crew need to manage themselves and
others within their teams. However, kil of management is horizontal (i.e. pegeer) rather than

vertical (i.e. upward or downward managemetitjng managers may not be aware of these dynamics or

they may understand management in the vertical sense.

The skills thatiring managersipritized in the top ten essentials, but were not prioritizetlyinclude:

1. Being Open and Receptive 3. Caring about Others
2. Relating Skills 4. Demonstrating Comprehension

These are personal characteristics and interpersonal dkillsitirgmanager may see as very valuable,
possibly due to the@ixposure to a broad and/drse number of crew employees

Clearly, kscope labour requires soft skills to enter the workforce. Qualitative interviews repeatedly pointed to
an dapmntdpnivalteee for new entrants in the workforce
long working hours, having strong personal and interpersonal skills is mandatory for success.

Soft skills are demanded on day one, but the gap between hiring
manager and crewperceptions may be contributing to pressures

felt by hiring managers Developing an industryapproved, soft
skills matrix and assessment tool could bridgegaps in
understandirng and also support recruitment.
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Profile: Accounting

86%

females in this role
this job category is in the
top four for female
representation

~a

lerar
low discrimination
accountants cite the lowest
experience of discrimination
across job categories at 3%

87%

sole/main income source
accountants are at the midpoint
of all job categories relevant to
the role motion picture income
plays as an income source

Nl

both unionized and exempt
covered by IATSE 891 and
ACFC West; department head
level not covered, (above-
the-line, reports to producers)

A

high
many from outside film
37% surveyed report having
worked in an unrelated
industry prior to motion
picture

61%

have < & yrs experience
many accountants have baen
recruited recently: 20% have
less than one year and 30%
less than three years’
experience

27%

pursue professional dev.
next to performers, motion
picture accountants are mast
likely to undertake continuing
education training

23%

report a lack of coaching
while this job category is in high
demand, they are second only
fo stunts in the lack of access
fo mentoring/coaching

29%

say training is critical

65% have relevant education
andfor apprenticeship/
certification

o

high demand profession

the US Bureau of Labour
Slatistics projects demand to
grow ten percent from 2016 to
2026, faster than the average for
all occupations

76m

B.C. production accountants
compared with 89 script
supervisors and 439 locations
managers self-identifying
through the networking tool

Top 2

labour tightness

this job category is the most
difficult to recruit and hirers
report extremea labour tighiness
for this role

Figure 29 Profile: Accounting | Sources: Contractor Survey, 2017; Payroll Data, 2017; Statistics Canada. 2016

5. ENSURING SUPPLYFigw@ Profile: Accounting | Sources: Contractor Survey, 2017; Payroll Data, 2017;
Statistics Canada. 2016.



5. ENSURING SUPPLY

In the BC. motionpicture industry@7% of belowthelinelabour is supplieloly British Columbianin
addition to entering the workforce directly, 58% of labour doonesther industries, reflectihg
transferability dinctionakkillsinto the industry and its 170 distinctjob rolesDespite pthwaygo
advance beingelfevident once a speciajop rolehasbeen determinedabourtightnessandsome issues
with labouqualityare reported biiiring managers.

Feedngthe LabourPipeline

Coworkersre PrimansourcesocdWor ker es Next Contract

Unions and guilds are the primaryp$ieps of irscope labour representing approximately 90% of the
belowthe-lineworkforceLabour is supplied almost exclusiveB.Byresidents. Despite the surge in new
entrantgo the belowthelineworkforcebetweer2014 and 2016, the oubf-province labour spend
(excludingrankable pncipatalent) has remained at 3% for the total workforce and in fact declined in
2017.62

Chart52 Primary And Secondary Sources for Securing Next Production Contract | Source: @actor Survey

B Primary [l Secondary

Other Coworker in Department
From a union

Department Key in own department
From production listing

Coworker outside department
Production Company

Job board or postings

From studio

From agent

0 500 1000 1500 2000

Count of responses

In-scope labour is hired asntract workers with bengfiin a projecby-project basis, ugira hierarchical

structureNet wor ki ng and a wor ker é s withaspniotityasystern practicedibyw e t h e
onlytwo of the sixuniors. IATSE 891 uses a seniority system to supply day labourers (knadayncad

workers) and Teamstet85 usesa seniority system fdiringall BTL positions whether short term or

62 Based on payroll data.
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longer term Workers source their next gig through theivarers, their union and Department
Heads/Keys. Job boards appear to be less effective.

With some exceptions, mossaope labour enters the workforcamentrylevel positioregardless of
educatiorievelor previous work experience outside the motion picture indigsary examplehe
productiorassistant role provides workers withasure to the various departments in physical motion
picture production. Starting at emémel provides networking opportunities and forimssbpe labour
this entrylevel role leads to rapid career progression either within the production toffickeesr
departmentsuch adocationsgrips orset decorating, to name a few

ProductiorHiringis Networke@nd Distributed

Belowtheline roles follow an established hierarchy and many units are responsible for hiring. The figure
below providea general illustration of the hierarchy, which can vary on each production. Broadly speaking,
the producer hires the director (who is abbedine), and additional management roles (line producer

and/or production manager). The producer, often withfioputhe director, hires the production designer

and the director of photography. The producer or
photography and the production designer, hire additional design and technical departmerd heads. Th
production manager typically hires the remainder of thethellave department heads.

Each department generally has a single department
then hires their | ead assistants (whose titles ar
members to compl ewimgneetise depart menteées <cre

I !
Production .
Designer Line Producer

Department Heads

Production Manager

(Camera, Art, Design, Technicians
Services, Operations, etc.)

Figure 32 How a Production GenerallyCrews Up
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WelcomingVorkergrom ManyOther Industries

Inscope labour comes from three sourde®.C, 32% of inscope laboutransferred inttheirmotion
picturecareerafterworking in a related industry (suchretsil ordesign), 26%tranderred intanotion

picture after working in an unrelated industrgh{ agesource®r military)and the majorityor 42% -

began their careers directly in the secBumebelowthe-linelabourroles compete directly with other

industries such as "theatre, fashion and exhibit and other creative designers" (NOC 5243) whose skills are
applicable in the costume department.

Chart55 Pathways of Entry to the Industry by Job Group | Source: Contractor Survey, 2017

60
52
7]
Q ” 49 48
g 40
= 37 38
o - 30 30
z 29
g 26
b= 20 22 23 22
8 19
5]
(=T
0
Design Operations Services Talent Technicians
Job Group
% Started career by working in the BC film/TV industry [} % After working in another, related job/industry % After working in another, unrelated job/industry

At the job group level, Design stands out as the only job group that sees the majority of their workforce
coming from another related job or industry.

Chart58 Pathways of Entry to the Industry bydob Category | Source: Contractor Survey, 2017

100

11% 4% 17% 25% 11% 28% 27% 29% 27% 34% 25% 31% 27% 34% 36% 15% 19% 16% 37% 47% 135 37% 48% 27%
26%
“

75 32%
2 70%  70% 18% 23% 1%
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Job Category
% After working in anather, unrelated job/industry [} % After working in another, related job/industry % By working in the BC film/TV industry

With90% of lebour supplied by the six unions and gugldsy to this system is based on a series of steps
including accrual of days on set, training, andsletteferencesupport from departmeraftera set

number ohours have been achieved on $be pathways into this industry are as diverse aseh#ers
within its unions.
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Below-the-Line Industry Pathways

Careers

*for details of the 170 job roles within these
groups and categories see the Appendix

TALENT
OPERATI.ONS Animal Wranglers
Accounting Casti
Assistant Directors cRHlIE

DESIGN L : Performers

Art patiohs SERVICES Stunts

. Production Staff C )
Construction Scriot S 4 atering

Costume crlpP glpgrwsors First Aid/Craft Services TECHNICIANS
Greens Uoliely Security Camera

Hair Transportation - Grips

Lighting/Electrics

Makeup
Painting S S.olulr;fc; -

Props pecial Effects

Set Decorating
Unions and Guilds
ACFC West DGC BC IATSE Local 891 ICG 669 UBCP/ACTRA  'omsters Union
Local 155
Local 2020 Unifor Directors Guild of Canada, International Alliance International Cinematographers Union of BC Performers
B.C. District Council of Theatrical Stage Guild of the International Alliance / Alliance of Canadian
Employees of Theatrical Stage Employees Cinema, Television and
(IATSE) Radio Artists
Member Member Member Member Member Member

1 1 s 1 1 1

Health + Safety Training | Unique Courses | Motion Picture Industry Orientation Course | Paid Working Hours | Member / Department Endorsement

Permittee Permittee Permittee Trainee Program Apprentice Pro_banp per!od,
or proof of 100 Member unique licensing
T ] days' paid work T
E North Island E Production Background *union entry pathways have
; College i | Assistant Helper Performer e
A Thm— Member Current at Fall 2018.

72% 32%

Post-secondary

5% cdliction 24% 90% From a related 26%

of workforce industry

unionized (est.) From an

unrelated industry

No high school High school diploma
diploma or equivalent

Figure 35 Below-the-Line Industry PathwaysNew Entrants > Unions and Guilds > Careers

Figure 36 Below-the-Line Industry Pathways Every Wor ker és P3a% Belowthe-i s Uni q

I ine Indiietrvy PathwaveNew Entrante > | Inione and Griilde > Carearc
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Every Below-the-Line Worker’'s Pathway is Unique

SELF-REPORTED FORMAL EDUCATION OR TRAINING

30% art institute/film school

30% university/college degree in related field

29% trades school/technical college

21% apprenticeship training/certification

Contractor Survey

COLLEGES: CAMOSUN COLLEGE, COLLEGE OF NEW
CALEDONIA, COLLEGE OF THE ROCKIES, DOUGLAS
COLLEGE, LANGARA COLLEGE, NORTH ISLAND COLLEGE,
NORTHERN LIGHTS COLLEGE, NORTHWEST COMMUNITY
COLLEGE, OKANAGAN COLLEGE, SELKIRK COLLEGE,
VANCOUVER COMMUNITY COLLEGE

INSTITUTES: BRITISH COLUMBIA INSTITUTE OF
TECHNOLOGY, JUSTICE INSTITUTE OF BRITISH
COLUMBIA, NICOLA VALLEY INSTITUTE OF
TECHNOLOGY

UNIVERSITIES: CAPILANO UNIVERSITY, EMILY CARR
UNIVERSITY OF ART AND DESIGN, KWANTLEN
POLYTECHNIC UNIVERSITY, ROYAL ROADS UNIVERSITY,
SIMON FRASER UNIVERSITY, THOMPSON RIVERS
UNIVERSITY, UNIVERSITY OF BRITISH COLUMBIA,
UNIVERSITY OF NORTHERN BRITISH COLUMBIA,
UNIVERSITY OF THE FRASER VALLEY, UNIVERSITY OF
VICTORIA, VANCOUVER ISLAND UNIVERSITY

26% come from an unrelated industry

+ 32% come from a related industry
such as retail or design

Contractor Survey, 2017

Figure 38 Below-the-Line Industry Pathways Ev er y

Chart60 AverageAnnual Hours per Person by Employment Typeand Age Group | Source: Payroll

. — p— PR

SELF-IDENTIFIED ALUMNI OF
BC INSTITUTIONS ON LINKEDIN
“Film” or “Motion Picture” key word search

21.7%

16.5%

3,771 Institutes

61.7%

university/coll nstitute

14,084 students from institutes

SURVEY OF 25 BC POST-SECONDARY INSTITUTIONS
11 Colleges, 3 Institutes, 11 Universities

24% high school diploma or

equivalency

5% no high school diploma,
certificate, degree

Wor k &migges Pat hway i s
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MeetingSuppy Through IncreasatlorkHours
520 - 1560
hrslyr

Addressing peak demand, ladewften supplied by increased work
effort, which is evenly distributed across all age groups. Looking at t
worked by ge group and employment tyfudHtime equivalent workers
are working in excess of-36% of fultime equivalenhours

TEMP @

PART TIME

LLl
=
—
—
—
-
LL

CASUAL

Chat 61 AverageAnnual Hours per Person by Employment Typeand Age Group | Source: Payroll Data, 2017

2500

2000

1500

1560

Annual hours
recognized by
Work BC

as full time

1000

Number of Working Hours

1810 34 351044 4510 55 551065 65 or older

Age Group
W Temporary [ Casual @ Parttime [ Fultme [ Al

Managing Labour Supply RidkghtnessBalance of
Experiencéstability

Labour Tightnesdlot Shortage

With increased volume of productions and a persistent pattern of peak production fghimes,saf
experienced creiwidentified as an issueboth asurvey and interviews witiiing manager Typical
indicators of labour tightness such as increases to wages paidfiprovince labour ondreased hours
or wagesvere examineith the secondary data sources déar pattern emerged that pointed to labour
tightness in specific roles. However, hiring survey resultseamiews provideddications that, for certain
roles, there is indeed labour tightness

Further qualitative inquiry throudtirang survey dektted input on labour supply and demand from
production managers, producers, line producers and others responsible for hiringtonatia@ir.
Respondents, tdtag 59, included commercial producersharidg managstfor both foreign and domestic
productions. Respondents were asked to reflect on challenges experibedastih2 months (2017).

Sixtynine percenof respondents reported that their biggest challenge withlalzosr apr ef erred cr
avail ablee and 41% of hiring survey respondents r
Overall, 85% of respondents indicated a production had been compromised because of labour challenges
experienced over the pd® months. Turning down production opportunities, budget constraints impacting

crew choice, and needing to move productions outside B.C. were the most common issues/problems cited.
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85% 69% 41%

_ productions preferred crew not crew used was
impacted by labour available inexperienced
challenges

Figure 41 Hiring Challenges Cited by Hiring Managers. Source: Hiring Manager Survey

Chart63 Belowthe-Line Worker Length of Experience by Job Category |
Source: Contractor Survey, 201Figure 42 Hiring
Challenges Cited by Hiring Managers. Source: Hiring Manager
Survey

Can the industry workforce continue to growdoramodate demand? %

No, | believe it will shrink 3%
No. It will not grow any further 8%
Yes, but there are isolated pain points in key positions that must be addressed to continue to gro' 31%
Yes, but there are challenges across manyhiepsirtments and growth will depend on a coordinated 46%

approach across stakeholder groups

Yes. Conditions are right for workforce to grow (e.g. wage flexibility, compelling employee value 12%
strongandavailable training programs, etc.).

Mostsurvey participan(89%) indicated that the workforce can continue to grow to meet future demand.
That sai d, only 12% indicated that the current wo
future demand. The majority (77%) belithag some work must be done to address challenlesost

half 46%) of respondestreportedmany challenges amdtedgrowth will depend on a coordinated

approach (while still believing that the sector will grow to accommodate demand). This omg data poi

not totally consistent with the other data points relied on in this study. It is difficult to tell what is meant by

this response. Other data shiabourtightnesat cert ain ti mes of the year,
may only be applicabletath o s e t i mes. Moreover, a acoordinated
different respondents, including continuing current industry practice.

The job roles that hiring managers reported as difficult to source in 2017 were: assistant directors,
accoutants, location managers and production managers.

aWwe don't have enough people and many
~Production Manager




B.C. Motion Picture Industry Betb@iline Labour Market Study | 5. ENSURING SUPPRY |

Experienced Workers @mntical

Through additional qualitative inquiry with crew and hiring mah#geresence of less experienced in

scope labouwas observed, presentiag r i s k f oabilityttondelives te didntmee8ssexperienced

wor kf orce supports one of theBGbr @ e sakdyprodpdicmlse nt )
centre in North America

Less experienced labour masnyimpacts on the work itself, including:
i the number of workers required on a production
overall efficiency to meet daily output targets
increased pressure to train new entrantiewineeting daily output targets

increased loss and damage insurance claims, as reported in structured jratedviews

=A =_ = =4

increased vigilance to maintain quality and safety of warkforce

aBecause peopl e ar e weneedohiremedfthemior ai ne
do the job of a single experie
~ Production Manager

Overtheperiodd@ . C. € s mo st -theling matidn pictusenaboursergeépswo 2017,
WorkSafeBC datashowsinjury rateper 100 workerdluctuated iimotion picturé€2.6, 2.4 and 2.7 in
2015, 2016 and 2017respectively), trackirrgainst a steady.® average rate of 2.2 over the same
period. For serious injury rates, motion picture production was 0.5, 0.4 an2l00.5, in016 and 2017
respectively ainst a consistent 0.3 serious injury rate f0fsBvorkforce averageserall

Industry has taken a proactive apprdachitigate these risks including:

i increased training efforts through the adoption of the Motion Picture Safety Awareness Course as
mandatory baseline training for the workforce (required to bequenmittee witfiour of the six
unions and guild§€G 669 DGCBC,IATSE 891 and Teamsters 155)

i free workshops on Joint Health and Safety Committee Fundamentals (delivei®dfb); Act
resulting from a 2017 WorkSafeBC mandate that all joint health and safety committee members
have a minimum of l8ours ofrelated safetyraining

1 increased collaboration with WorkSafeB@ore enforcement on setsulting in increased overall
reportingd which may be contributitgthe statistical increasand

63 see Appendix E fdetails.

64 SourceWorkSafeBC, Insurance for Industry Selection: 763025 Motion Picture, Commercial, or Television Production
https://online.worksafebc.com/Anonymous/wcb.ISR.web/IndustryStatsPortal.aspx?c=2
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9 some productions have established daily safety meetings on set to raise overall awareness and
outline risks particular to the day of work. One studio has established a floating set safety position to
act as a knowledge resourcéblowthelineworkers fosome productian

Labour tightness is reported for roles that require significant work experience and leadership capabilities.
Hirers report challenges with sourcing the right crew at the right time. Hiring managers and hirees all report
that labour ghtness and labour shortcomings (in term of quality) are impacting work.

Tracking years of work experience by job category, those departments with higher presence of less
experienced workers will require targeted support to successfully train their newer entrants.

Chart65 Belowthe-Line Worker Length of Experience by Job Category | Source: Contractor Survey, 2017
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LabourForceMostlySatisfied

Contractor survey resultseeasurin@w o r kirgentéoseavethe workforcés indicatea higherrisk of losing
workers who are starting to build valuable experadiere3to 5 years in the workforc&hispotential loss

of workerswilleventuallympact he supply of workers with higher levels of work experience. Additionally,
while workers over the age of 65 intend to stay working, retaining an aging wor&fphgsitcally
challenging environment nmmt be sustainahle

Chart67 Intent to Leave the Workforce | Source: Contractor Survey, 2017

While retention levels ofsicope labour are not trackede ttontractor survey measured satisfaction levels
for the following factors:

59% 53%

Role Fit Wages Benefits Supervision  Advancement Hours Time Off

Looking at job satisfaction by job group and job category, a relationbsgried between job
satisfaction, employment status, willingness to increase wankeahtb leave the workforce.

Chart70 Job Satisfaction and Intent by Job Category | Source: Contractor Survey, 2017

Chart72 Job Satisfaction and Intent by Job Category | Source: Contractor Survey, 2017

65 See Appendix E for details regarding the saodtigpdology on kelihood of Exit.


























































































































































































