Making!/tWz:rk

Pathways toward
sustainable
cultural careers

May 2019

WzrkinCulture " Nordicity

WorkinCulture.ca @ @) €) @WorkinCulture  #WICOntario




Making!tWz:rk

Message from WorkInCulture’'s Chair and Executive Director

WorkInCulture is very pleased to present, MakingltWork: Pathways Toward Sustainable Cultural
Careers - an in-depth labour market study of Ontario’s arts, cultural industries, museums,
heritage and library sectors.

Through MakingltWork, we now know more about the over 274,000 Ontarians across the
province who are employed in the cultural sector. We have a better sense of what their careers
currently look like, their future goals and what skills they need to get to the next level. And,
importantly, we also know more about what WorkInCulture and others can do to help them get
there.

We know that MakingltWork's success was driven by the passion, creativity and perseverance
of the people who work across the creative community, like the 1,000+ individuals who
responded to our survey, and the 127 people who attended roundtables in their communities.
We thank you for contributing to the success of MakingltWork!

We would like to highlight the key contributions of WorkInCulture’s staff, Board of Directors,
Research Planning Committee and our network of regional champions, as well as the team at
Nordicity. This project was supported by the Government of Ontario.

Our next steps are to share MakingltWork broadly and to work with you, our community, to
bring its recommendations to life.

Sincerely,

Diane Davy
Executive Director, WorkInCulture

Kate Edwards
Chair, Board of Directors, WorkInCulture
Executive Director, Association of Canadian Publishers
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Executive Summary

Context and Mandate

MakingltWork: Pathways Toward Sustainable Cultural Careers (“MakingltWork”) looks beyond
surface-level characterizations of cultural work. This report profiles today’s culture sector
labour market and identifies the challenges it is facing from evolving skills needs to the
precariousness of the gig economy.

Ontario’s economy benefits enormously from the nearly 275,000 employees and independent
workers - full and part-time — who constitute the province’s cultural workforce. The culture
sector is an important anchor in the Ontario economy. It continues to fuel innovation and
entrepreneurship, create jobs and imbue resilience into the economy as it embraces
connections and is resistant to automation. To make sure that these benefits are fully realized,
however, the sector requires current and credible labour market information (LMI).

Creating an LMI profile is challenging in view of constantly evolving demands, the lack of
consistency in category definitions, and outdated employment classification models. To meet
these methodological challenges, MakingltWork proposes a structure for measurement derived
from the most recent Statistics Canada Census and industry classification approaches.
MakingltWork profiles the sector along the lines of this new structure, and thus establishes a
baseline of employment activity for future longitudinal analysis.

In the course of creating an LMI profile, this report also accomplishes three other objectives.
MakingltWork:

() identifies gaps and barriers in skills development and training needs and
recommends ways to address them;

(ii) provides WorkInCulture and its stakeholders with a better understanding of the
issues facing the cultural workforce; and

(iii) recommends ways to improve the effectiveness of support programs and
initiatives.

Defining the Culture Sector

In this report, the Culture Sector includes four subsectors: 1) Arts; 2) Cultural Industries; 3)
Museums and Heritage and 4) Libraries. In turn, each subsector includes various
specializations or disciplines as shown in the table below.

Table 1 Culture Sector Subsectors and Specializations

Culture Sector Subsectors and Specializations

Subsector Arts The Cultural Libraries Museums &
Industries Heritage
Specializations  Visual Arts & Digital Media Libraries Museums
Crafts Design & Archives
Dance, Music, Advertising
Theatre Film & Television
Literary Arts Book & Magazine
Publishing
Music Recording &
Publishing
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Approach and Methodology

The approach for undertaking MakingltWork combined qualitative and quantitative data
methods. The gualitative draws mainly on the results of 10 cross-sectoral roundtables held
across the province. The guantitative results of this research are based on analysis of two data
sources, 1) a survey of artists, culture sector workers, organizations, companies and
institutions that received over 1000 responses and 2) a custom tabulation of data extracted
from Statistics Canada’s 2016 Census of Population.

In order to extract information about workers in the culture sector, Nordicity’s custom analysis
relies on statistical classifications of occupations (National Occupational Classifications, or
NOCs) and industry sectors (North American Industry Classification System, or NAICS).
Moreover, this work focuses on the set of occupations and industries that are identified as
being part of the culture sector in the Canadian Framework for Culture Statistics (CFCS). It is
important to note that this approach differs from Statistics Canada’s Culture Satellite Account
(CSA), which primarily relies on product and industry sector classifications.

A note to readers regarding Nordicity’s custom approach

For MakingltWork, Nordicity used the Canadian Framework for Culture Statistics’ (CFCS)
definitions of occupations and industry sectors to filter census data for workers who are
employed in the culture sector. From that source (Statistics Canada’s 2076 Census of
Population), the report extracts demographic and income information. Though CFCS was
used as a key source of information to inform this methodology, the subsectors and
specializations used in this report do not correspond exactly to domains and
subdomains in CFCS. Two limitations to draw readers’ attention to:

1. The information drawn from census data relies on workers’ primary occupation
and industry as reported in the census and so does not capture casual culture
workers or those for whom culture is a secondary source of employment or
income

2. Industrial classifications in census data are only available at the four-digit level
of NAICS codes creating some classification challenges: e.g., NAICS
classifications at the four-digit level provide information about NAICS 5112
“Software publishers,” but do not distinguish video game publishers until the six-
digit level (NAICS 511212 “Video game publishers”). This report includes the
broader software publishing industry as part of the Digital Media specialization.
As such our data does not map directly to The Provincial and Territorial Culture
Indicators

For a detailed description of precisely how this report maps NAICS and NOCs codes for
each culture subsector and extracts the census data presented in this report, please see
Appendix D. In Appendices E and F readers will find the full lists of the NAICS and NOCs
codes which were associated with each subsector and specialization, as presented in
this report.
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Ontario’s Culture Sector Profile

Based on an analysis of a custom data tabulation from Statistics Canada’s 2016 Census,
Nordicity estimates that there are 274,220 individual workers working full or part-time in
Ontario’s Culture Sector. In combination with the survey responses received from artists and
culture sector workers, we can observe that the sector is:

Younger (slightly) and more concentrated in large urban centres than the overall
workforce in Ontario.

Populated by slightly more men than women: Women are slightly less prevalent in the
culture sector workforce (44%) than in Ontario’s workforce overall (48%). A sector
exception is in libraries where some 84% of the workforce are women.

Highly-educated: Four in five (81%) culture sector workers hold at least some kind of post-
secondary credential compared to about two in three (65%) workers in Ontario overall.

Relatively inclusive of newcomers to Canada, but not especially diverse: Overall, the
culture workforce has 38% more newcomers than Ontario’s overall workforce, but that
share is of a very small base (5.4% compared to 3.9% in Ontario overall). Importantly, the
culture sector is not any more diverse than the province’s workforce: participation of
persons of colour/members of visible minorities, as well as people who identify as
Indigenous, slightly lag the provincial average.

Predominantly English-speaking: Culture sector workers are more likely to speak English at
home than workers in Ontario in all sectors.

Earning an average $42,500 per year from arts-related activities, though this annual
average drops to $34,200 when those working in the cultural industries are excluded from
the sample.

Earning approximately 80% of their total annual income from arts-related activities.

Seeking sustainability: The three most critical issues facing culture sector workers, as
cited by survey respondents, were 1) salary/low income; 2) lack of work/life balance; and 3)
lack of employment stability. Organizations similarly ranked being able to keep pace with
salary expectations and work/life balance among the top issues they face as employers.

Seeking business, leadership and management skills upgrades, again both on the part of
individual artists and cultural workers as well as organizations. The top-five rankings
showed slight differences between artists and employers: employers placed more
emphasis on marketing skills than workers, and workers/individuals ranked digital and
technology literacy higher than employers. Both groups ranked creation, artistic and
curatorial skills highly.

Finding greater success with face-to-face training but is open to a wide variety of learning
opportunities and modes. That being said, the top barrier to accessing training, according
to workers, is the cost of programs and courses, followed by finding the time to pursue
professional development.

Perhaps one of the most striking results in the report is that while some 69% of organizations
surveyed reported that diversity and inclusion is one of their stated organizational values, just
one in three of those organizations (23% overall) has a clear, actionable plan to achieve
explicit goals about diversity and inclusion. The lag between awareness and practical action
was echoed in regions across the province as a major challenge or stumbling block.
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In each of the 10 roundtables, the discussions were facilitated around the lenses of a)
individual workers and artists; b) workplaces and organizations and c) diversity, equity and
inclusion. Discussions were broad-ranging within these subject areas but many common
themes and needs emerged, for example:

= Day-to-day, year-to-year survival and sustainability was the major and most fundamental
preoccupation for many artists and arts organizations;

= |n some communities, the culture sector exists in the shadow of other larger sectors
(technology, finance, healthcare, mining) which can make recruitment and retention
especially challenging;

= Partnerships and networks were often well-developed within sub-sectors but there is a
strong desire for greater links and connectivity between cultural hubs and regions around
the province;

= Participants frequently voiced a widespread need for guidance on how to partner, engage
and support Indigenous artists and culture workers as well as other equity-seeking groups.

The interconnected nature of the issues and challenges facing cultural sector organizations is
striking and reinforces the potential for a cross-sectoral strategy for addressing common and
critical issues.

Conclusions and Recommendations

MakingltWork’s findings demonstrate the culture sector’s vital need for relevant support
programs and services and for labour market information specific to the culture sector.
Individual artists and entrepreneurs as well as organizations of all sizes rely on external
resources and guidance when it comes to navigating human resource issues - career
development strategies and accessible, relevant and affordable skills and training
programming.

The report covers many broad sector-wide issues and challenges, and it makes
recommendations to address these challenges. The following recommendations are geared
towards the core areas that the sector’s stakeholders can realistically explore and tackle.
Acting on these recommendations would involve collaboration between sector partners —
expanding on connections that are already in place and, in other cases, forging new ones. An
overall recommendation is for WorkInCulture to share the key findings of this report widely so
that other stakeholders can leverage the data for their own needs and to continue to develop
and provide relevant labour market information that can be useful to communities.

1. Explore New HR Tools, Resources and Management Models Relevant to Ontario’s
Culture Sector

a. Adapt, fine-tune and expand skills development and training resources based
on the priority needs summarized in this report e.g., business, leadership and
management skills, marketing skills, governance and board management,
digital technology training and diversity and inclusion training.

b. Explore feasibility and/or interest in shared culture-sector HR and business
administration services e.g., a People Library for sharing interns and other
resources, shared digital and IT services (e.g., troubleshooting and other
supports) and ongoing income data sharing.
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2. Expand Support for Diversity and Inclusion (DI) in the Culture Sector

a.

Assess existing resources and capacity for developing more (and amplifying
existing) DI hubs for resources, tools and training for Ontario’s culture sector.

Based on the assessment of needs and available resources, invest in the
development of new programming and partnerships and an intensive outreach
effort to address the diversity and inclusion challenges raised in this report
(i.e., for organizations to move from awareness of issues, to action and
implementation).

Support efforts towards greater transparency in the culture sector. e.g., related
to hiring practices, pay scales, board management and access to funders.

3. Expand Support for Culture Sector Advocacy

a.

Build WorkInCulture’s capacity to further assert the value and contribution of
the culture sector to a range of audiences and stakeholders from government
and other funders, to the wider public, and further promote the work of
communities already working in this arena.

Establish new and strategic training opportunities and partnerships that
respond to the desire for disruption articulated by the sector e.g., municipalities
and regions, industry associations, culture sector leaders, and best practices
from other sectors, jurisdictions etc.).

4. Explore Capacity for Continuous Presence in Regional Culture Sectors

a.

Explore the feasibility of building on MakingltWork research and census data to
map and evaluate regional culture sector attributes (size, core issues,
demographics, capacity, network access, strengths, language etc.). This data
could be used to fine-tune WorkInCulture's existing and potentially new
offerings to the regions as well as broaden the understanding of the distinctive
cultural environments in each region.

Develop online and digital tools to take advantage of resources and systems
which can be used remotely and respond to the unique needs of regional
communities (e.g., French language resources).

WorkInCulture’s mission is to support the people who work in the cultural sector through life-
long career development and entrepreneurial and business skills training. Some of the
conclusions in this report extend beyond WorkInCulture’'s core mandate. That said,
WorkInCulture is recognized as a hub for knowledge and capacity building in the culture sector
in Ontario. Resource limitations mean WorkInCulture cannot address all the findings and
challenges identified here. However, it has a vital role to play, alongside its partners, in many
next steps supporting the sector’s capacity and development.
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1. Introduction

This section describes the background and context for the MakingltWork study, as well as the
project mandate, objectives, approach and methodology.

1.1 Background Context

Work in the creative side of the culture sector has long been associated with the pursuit of
passion rather than financial security. The rewards of working in the culture sector are often
perceived to be in the joy of the work itself — creative, flexible and impactful. But of course, the
culture sector is much more than that, just as arts institutions are much more than the creation
of art itself. MakingltWork: Pathways Toward Sustainable Cultural Careers (“MakingltWork")
looks at the whole gamut of roles and occupations across the full range of the cultural sector. It
profiles the complex labour market that is generated by the cultural sector. It also examines the
challenges the culture sector faces and recommends ways to address these challenges.

Contemporary society places many stresses on the cultural workforce; earning a living in the
arts and creative industries has never been easy, but now seems especially demanding. From
evolving and wide-ranging skills needs and growing expectations amid shrinking resources, to
the precariousness of the gig economy structure, the economic pressures facing the culture
sector are numerous. And yet, the sector has proven to be a vital component in post-industrial
economies, fueling global innovation, entrepreneurship, job creation, resilience and
collaboration. Culture and the arts are increasingly recognized as a vehicle for social cohesion.
In this respect, it is vitally important to understand and track the demographic make-up of the
sector in order to support and enable a diversity of artists and culture workers to thrive in the
sector.

Ontario’s economy benefits enormously from the nearly 275,000 employees and independent
workers — full and part-time — across its cultural workforce. Many of the skills and abilities
nurtured in the culture sector are in demand from other sectors, including technology. As a
knowledge-based sector, culture work is recognized as being more resistant to automation and
predicted to grow more rapidly than many other sectors. For these reasons, current and
credible labour market information is urgently required for the sector. Ontario’s leaders have
begun to recognize and celebrate not only the
culture sector’s societal and artistic impact, but “More than ever, we need to create an
also its economic strength. informed labour market. Informed in the
sense that education providers, workers,
students, employers and policy makers
know how skills are changing and are

A complicating factor, however, is the challenge of
defining and measuring the culture sector based

on outdated employment classification models. empowered to react to these changes,
Inconsistencies in this area have made it more thereby countering skill mismatches.”
difficult for the sector to understand itself,

evaluate its own strengths, challenges and Jyldyz Djumalieva and Dr. Cath Sleeman,
opportunities. Most importantly, it makes it The first publicly available data-driven
difficult to demonstrate its many essential skills taxonomy for the UK, August 2018

contributions to stakeholders, governments and
funders.

To meet these methodological challenges, MakingltWork proposes a structure for
measurement derived from the most recent Statistics Canada Census and industry
classification approaches. MakingltWork profiles the sector along the lines of this new
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structure, and thus establishes a baseline of employment activity for future longitudinal
analysis.

1.2 Mandate and Objectives

In undertaking this work, Nordicity was tasked to:

=  Bring cultural definitions and measurement approaches together in a transparent way to
further our understanding of the Ontario culture sector;

= |dentify and assess the existing skills and training landscape, including workplace issues
and barriers to successful professional development in the culture sector and recommend
ways to address them;

= |dentify emerging trends, needs, and gaps in the culture sector human resources landscape
and in the process provide cultural stakeholders with a better understanding of the issues
facing the cultural workforce;

= Provide the evidence base required to develop best practices, more effective support
programs, and new opportunities and initiatives for the sector as a whole and
WorkInCulture as an organization.

This report aims to identify the common and critical skills gaps and training needs across the
culture sector and encourage directions for the design of, and investment in, future training
initiatives, programming and partnerships on the part of WorkInCulture and the broader sector’s
stakeholders. By focusing on common and critical skills needs and embracing cross-sectoral
training opportunities, there is a greater potential for increasing Ontario’s globally competitive
position through programming, initiatives and investments that benefit the sector as a whole.

The sector is complex and ever changing, and the composition of, and challenges facing, the
cultural workforce require a more granular and sophisticated understanding of opportunities
and barriers. This report will provide WorkInCulture and its stakeholders with a better
understanding of what constitutes the cultural workforce with a view to improving the
effectiveness of support programs and initiatives.

1.3 Approach and Methodology

The approach for undertaking MakingltWork combined qualitative and quantitative data
methods including an online survey, regional roundtables across the province and a custom
data tabulation and analysis of Statistics Canada’s Census of Population. Three main principles
guided the approach and methodology for this study:

1. Custom data analysis: Historically, the culture sector has been challenging to measure,
not only in Canada but worldwide. For MakingltWork, Nordicity has developed a custom
approach for classifying and estimating the size of the culture sector in Ontario, built
on best practices for defining and measuring the culture sector established by the
Canadian Framework for Cultural Statistics (CFCS).

2. Diverse and inclusive consultations: The survey and regional roundtables were
physically accessible and were promoted widely across social media and amongst
WorkInCulture’s project ambassadors. Accommodations were offered and provided as
needed (e.g., translation and wayfinding signage). Diversity and inclusion were core
discussion topics during every session.
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3. Common and critical needs: As described above, WorkinCulture encouraged a focus on
the “common and critical” issues that span the sector. Each discipline or sub-sector
has its own attributes and unique challenges, but the goal of this report is to shed light
on the characteristics, challenges and opportunities that are shared among and
deemed urgent by the full sector. The recommendations have also been developed
with an emphasis on cross-sectoral, cross-pollination strategies.

These principles were applied throughout the work program which is depicted in the visual
below and described in greater detail in the following sub-sections.

Figure 1: MakingltWork — Approach and Methodology

Issue Identification with Ontario
Culture Sector Ambassadors

Literature/Census Data Scan -
Defining the Culture Sector

-

Content
Development for

-

Statistics
Canada Special

Analysis

and Reporting
Validation

Roundtables &
Survey

e r

Tabulation

Primary Research / Consultations

Province-wide

Regional Consultations

Roundtables x with Sector
10 Specialists

Culture Sector
Online Survey

Overview and Rationale

One of the most significant impediments to researching the culture sector is that traditional
industrial classification systems do not readily capture the full contribution of creative and
cultural workers to the wider economy. Since the 1980s, many countries, including Canada,
have developed systems like the Canadian Framework for Culture Statistics (CFCS), which
define the culture sector in the language of existing statistical classifications to support
comparable research of the sector.

The most common application of frameworks for cultural statistics is the development of a
Culture Satellite Account (CSA). CSAs make use of existing systems of national accounting —
that is, broad-based data about the entire economy - to estimate the economic activity
associated with the culture sector in terms of output, GDP and employment. In Canada,
Statistics Canada publishes statistics about the culture sector at the national and provincial
levels. The most up-to-date provincial level data is published annually in the Provincial and
Territorial Culture Indicators (PTCI).

MakingltWork: Pathways Toward Sustainable Cultural Careers 14 of 102



Making!tWz:rk

Although CSAs provide a reliable annual source of economic information about the culture
sector, that methodology cannot provide specific information about the culture workforce that
it quantifies. Approaches such as the one described in this section build upon the CFCS to
develop a defensible and replicable approach to learn about demographic attributes of culture
workers from other sources. Although any such synthesis of statistical data is invariably
subject to limitations, this report employs a defensible approach to identifying and extracting
information that cannot be produced by CSAs from a robust existing statistical source -
namely, census data.

Although census data provides detailed demographic and financial information that would be
very difficult to collect through primary research (e.g., it is difficult to collect detailed personal
financial information in a voluntary online survey), it does not, on its own, meet all of the needs
of this engagement. For that reason, Nordicity performed two additional lines of research to fill
gaps in the census data and develop a nuanced understanding of the challenges facing
organizations and workers in the culture sector. First, Nordicity administered a survey of
workers and organizations (which focused on attributes that are unavailable in census data,
such as employment benefits, job satisfaction, training needs and their future outlook). Second,
Nordicity facilitated a series of roundtables in different communities across the province (to
learn about regional differences and help develop a narrative reflecting issues faced by the
culture sector.

1.3.1 Defining the Culture Sector

In this report, the Culture Sector includes four main subsectors: 1) Arts; 2) Cultural Industries; 3)
Museums and Heritage and 4) Libraries. In turn, each subsector includes various
specializations or disciplines, as shown in the following table:

Culture Sector Subsectors and Specializations

Subsector Arts The Cultural Libraries Museums &
Industries Heritage
Specializations  Visual Arts & Digital Media Libraries Museums
Crafts Design & Archives
Dance, Music, Advertising
Theatre Film & Television
Literary Arts Book & Magazine
Publishing
Music Recording &
Publishing

In this report, the culture “sector” is understood to be broader than a traditional “industry” (i.e.,
as having a discrete value chain producing a specific class of products). The culture “sector,”
as represented in this report is perhaps better understood using terminology from the CFCS
(i.e., “"domains”), which carries the implicit acknowledgement that cultural/creative workers are
integral parts of the value chain in many/all industries.

The term “domain” invokes the more flexible contribution that cultural/creative
outputs/products (intellectual property [IP] and derivative products, whether physical or
licensed) make as intermediate inputs to the value chain in cultural and non-cultural industries.
All this to say, the use of the terms “sector/subsector/specialization” in this report are perhaps
more fluid than one would typically assume because the nature of cultural/creative
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outputs/products are not easy to reconcile with the traditional categorization of industries (i.e.,
North American Industry Classification System or NAICS).

To provide an example of a value chain that crosses traditional industries, consider the
example of the music recording and publishing subsector. The CFCS defines a creative [value]
chain as a “series of steps by which a culture good or service is created, developed, perhaps
manufactured, and distributed or made available to end-users.”' The following diagram

provides a simplified summary of NAICS classifications that may be included (in whole or in

part) in each step of this subsector’s value chain.

Figure 2: Simplified summary of the music recording and publishing value chain to illustrate the

contribution of multiple NAICS industry classifications to a single subsector

Creation Development Manufacturing Distribution
—— —— — ——
+ NAICS 7111 » NAICS 5122 - NAICS 3346 + NAICS 4539
Performing arts Sound recording Manufacturing Other
companies industries and reproducing miscellaneous
« NAICS 7115 - NAICS 7114 magnetic and store retailers
Independent Agents and optical media - NAICS 5191
artists, writers managers for Other
and performers artists, athletes, information
entertainers and services
other public
figures
— — —

While the preceding diagram provides a clear illustration of a subsector (“domain”) which
crosses traditional industrial classifications, note that a subsector may also include secondary
value chains which feed into intermediate steps of the main value chain. For example, in the
music recording and publishing subsector (as depicted above), the manufacturing of sound
recording equipment (which would supply the ‘development’ step of the value chain) or
production of music notation and recording software (which would supply ‘creation’ and
‘development’ steps respectively) are both considered part of the subsector; as such, they have
been included in the analysis to the extent that statistical classification systems permit.

Due to the limitations of statistical occupation and industry classification systems, the census
data analysis also produced an extra segment of “workers employed across subsectors,” which
could not be associated with a particular subsector and/or specialization. Likewise, multi-
disciplinary artists needed to select a primary field on the survey in order to be included.

1.3.2 Integrating Quantitative Data Sources

The quantitative results of this research are based on analysis of two data sources:
1. A survey of workers in the culture sector; and,

2. A custom tabulation of data extracted from Statistics Canada’s 2016 Census of
Population.

! Canadian Framework for Culture Statistics, https://www150.statcan.gc.ca/n1/pub/13-607-
x/2016001/1247-eng.htm
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Though each analysis relies on a separate and distinct methodology, each line of research
contributes to a broader understanding of workers in the culture sector in Ontario. As an
analogy, each data source is like a different window into the same room, each of which offers

complementary perspectives on the same contents.

It was then necessary to confirm that the workforce visible by way of each data source did, in
fact, represent the same population of workers. To that end, Nordicity relied on a comparison of
salary data from each source. To extend the “two windows into a room” analogy, salary data
was an unambiguous feature of the room that was visible from both windows. The following
Venn diagram illustrates the data points that were collected through each data source.

Figure 3: Venn diagram illustrating data coverage of quantitative data sources*

Survey

Salary trends (distribution,
growth, portion from cultural
activities)

Culture

Benefits (sought by employees, subsector

and offered by employers)

Gender
Satisfaction with career progress

Age

Issues and challenges Income

Skills (need, modes of learning,
employer support)

Size of
jurisdiction

HR practices

Diversity policies

Census

Culture subsector &
specializations (based on
statistical classifications of
occupation & industry)

Occupational function (based
on classification of occupation)

Size of urban centre

Educational attainment

Diversity (language most often
spoken at home, year of immigration,
visible minority(ies), Aboriginal
identity(ies))

Mode of work (employee/

self-employed, part/full-
time, part/full-year)

*Throughout this report, when drawing on Census data, we use the term “Aboriginal” or “Aboriginal Identity(ies)” — as in
the visual above - to be consistent with the 2016 Census of Population terminology.

In order to test if these two data sources could be viewed together, Nordicity performed an
analysis of a common reference population by adjusting for known differences between the
two data sources and comparing the variables that were included in both data sets (i.e., the
variables listed in the overlapping portion of the Venn diagram above). Due to specific
analytical limitations of each data set, adjustments were performed on each data source to
develop a set of statistics that represented a reference population that was possible to identify
and isolate in both sources for each of the comparative statistics. The following table

summarizes the results of this analysis.
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Table 2: Comparison of common reference population from survey data and census data

Culture subsector Entire survey sample: Adjusted to match survey sample:
breakdown Response rates are described in This data includes Arts, Libraries,
detail in the following subsection. and Museums and Heritage in full,

and Cultural Industries were
weighted in proportion to survey
response rates (such that it
represents 10.7% of the reference

population).

Gender (% female) 74% 61%
Average age 41 years old 42 years old
Average income $45,000 $42,500

>500k 62% of sample 72% of reference population
Size of 100k- 24% of sample 16% of reference population
jurisdiction =~ 500k

<100k 14% of sample 12% of reference population

As the above table illustrates, the survey and census data accord very well in terms of both
average age and income. On the other hand, the survey data over-represents women and people
working outside of major urban centres (e.g., the Greater Toronto Area, Ottawa, etc.). Research
suggests that those two population groups (e.g., rural residents and women) would be most
interested in, and likely to fill out a survey about human resource issues and the labour market
because they are among those that face the greatest HR-related challenges (e.g., slower pace
of career advancement/promotion, lack of access to training and recruitment opportunities,
lower incomes/rates of pay). As a result, this bias is not wholly unexpected and the survey
response sample, while not perfect, is perceived to be valid.

1.3.3 Methodological Limitations

Readers should bear in mind two important limitations in the classification of occupations and
industries which constrain the ability to definitively associate certain workers with a particular

cultural subsector. The following points address the two most significant high-level challenges
encountered in this analysis.

=  The information drawn from census data relies on workers’ primary occupation and
industry as reported in the census. As such, the results of census data analysis may
underrepresent workers in portions of the industry where casual employment is most
prevalent and/or where culture work is a secondary source of income or employment. That
said, this limitation may represent a strength to the extent that the analysis focuses on
workers whose main productive contribution to the economy is related to (and primary
source of income is derived from) their work in the culture sector - that is to say, career
culture workers. We may learn more about those casual or secondary employment culture
workers (and likely also fans and audiences for arts and culture) on another occasion with
a different approach.

= Industrial classifications in census data are only available at the four-digit level of NAICS
codes (out of six total digits in the taxonomy). As such, it was not possible to achieve the
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full level of granularity set out in CFCS - inclusions of occupational and industrial codes at
the margin of the culture sector relied on Nordicity’'s professional judgement to establish
consistent thresholds. This limitation occurs at two levels of the analysis:

o Identifying the overall culture sector: One of the most significant examples of this
limitation is that NAICS classifications at the four-digit level provide information
about NAICS 5112 “Software publishers,” but do not distinguish video game
publishers until the six-digit level of the hierarchy (NAICS 511212 “Video game
publishers”). Because the occupational roles of game and other software
publishers are quite similar, this methodology necessarily includes the broader
software publishing industry as part of the Digital Media specialization.

o Classifying workers within the culture sector: In some cases, it was possible to
establish that workers in a certain occupation and industry are part of the overall
culture sector, but not to assign those workers to a particular subsector. As a
result, such workers were collected into an “Employed across subsectors”
classification and excluded from subsector-level analysis.

= To cite a specific example, there are 590 workers in the NOC occupation
“1123 - Professional occupations in advertising, marketing and public
relations” and the NAICS industry “77114 - Agents and managers for artists,
athletes, entertainers and other public figures”.

= Forthe purposes of this research, these workers are considered culture
sector workers for two reasons — first, as an advertising-related job, the
professional occupations in NOC 1123 perform a managerial function
consistent with the Design and Advertising specialization of the cultural
subsector Cultural Industries; second, the scope of the industry
classification indicates that at least a portion of these workers are part of
the value chain contributing to the output of the Arts and Cultural Industries
subsectors (in addition to several non-cultural industries).

= |nthese circumstances, it would be preferable to identify the portion of
these advertising professionals who are part of the value chain in the
culture subsectors Arts or Cultural Industries (i.e., those who represent
artists, dancers, musicians, stage actors, screen actors, newscasters, etc.
who are included in specific cultural subsectors), and then classify any
remaining workers (i.e., those who represent athletes and other public
figures) into the Design and Advertising subsector.

o Inthis case (and many other similar situations that arose during this analysis), the
occupational and industrial classifications did not provide sufficiently granular
information to make this judgement, and as a result, all 590 of these workers were
simply included in the Employed across subsectors classification.

1.3.4 Census Data Profile

This section describes the analytical techniques used to identify, isolate and classify workers in
the culture sector based on a custom tabulation of data from Statistics Canada’s 2016 Census
of Population. This section performs a parallel function to the following section (the survey
response profile) by describing the types of workers that are represented in findings drawn
from census data.
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Summary of Census Analysis Methodology

In order to extract information about workers in the culture sector, this analysis relies on
statistical classifications of occupations (National Occupational Classifications, or NOCs) and
industries (NAICS). Moreover, this work focuses on the set of occupations and industries that
are identified as being part of the culture sector in the CFCS. This approach differs from
Statistics Canada’s Culture Satellite Account (CSA), which primarily relies on product and
industry classifications. As such, it is important to note that although both approaches are
based on the same conceptual framework, the criteria used to isolate employment in the
culture sector are fundamentally different.

The CFCS uses a taxonomy of ‘domains’ and ‘subdomains’ to break the culture sector down by
the nature of cultural activity. While NAICS industrial classifications are intended to perform
that purpose for most of the economy, it has been observed that cultural value chains do not
always fit neatly into the industrial definitions set out in NAICS. A good example illustrating this
issue is the case of craft practitioners - craft workers produce artisanal products (baskets,
textiles, furniture, etc.), which may be classified within a variety of industries based on the
definitions set out in NAICS. As a result, there is no simple way to distinguish the production of
an artisanal wicker lawn chair from a similar item mass produced in a factory solely based on a
NAICS classification. To address this issue, the CFCS employed new terminology (i.e., domains
and subdomains) to mark a break from established industrial classifications, acknowledging
that the culture sector’s value chain transcends the categories used in existing classifications
and, importantly, represents a departure from established notions of where (and how) the lines
have traditionally been drawn to distinguish industries.

For the practical purposes of this report (i.e., learning about Ontario’s culture sector workforce),
this analysis parallels techniques that would be familiar to readers who have previously read
Nesta’s A Dynamic Mapping of the UK's Creative Industries. In that work, researchers identified
creative professions and applied an ‘intensity model’ to analyze the degree to which creative
workers participate in major industries across the economy according to census data. In so
doing, Nesta's analysis confirmed their hypothesis that cultural industries tended to have a high
creative intensity (i.e., a high concentration of creative job functions in comparison to other
industries). Similarly, Nordicity used CFCS’ definitions of occupations and industries to identify
the culture sector in custom tabulations of census data specially ordered through Statistics
Canada.

Although, like Nesta, Nordicity uses CFCS definitions to report on the creative intensity within
culture subsectors, the main reason for undertaking this approach (of filtering census data by
occupations and industries) was to perform the additional step of extracting demographic and
income information about culture sector workers.

= Returning to the example of craft practitioners, the approach used in this study (i.e.,
applying culture sector definitions from CFCS to census data broken down by occupation
and industry) allowed Nordicity to infer that workers classified as NOC 5244, “Artisans and
craftspersons” working in industries such as NAICS 316 “Leather and allied product
manufacturing” or NAICS 337 “Furniture and related product manufacturing” are more likely
to be skilled artisanal craftspeople — and moreover, employed in a creative capacity — than
they are to be factory workers assembling mass-produced leather or furniture products. As
such, these workers are included in the visual arts subsector, as defined in this report.
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Though CFCS was used as a key source of information to inform this methodology, Nordicity’'s
subsectors and specializations do not correspond exactly to domains and subdomains in
CFCS. For a detailed description of precisely how Nordicity mapped NAICS and NOCs codes for
each culture subsector and extracted the census data presented in this report, please see:

= Appendix D for more details on the analytical approach; and

= Appendices E and F for the full lists of the NAICS and NOCs codes which are associated
with each subsector and specialization, as presented in this report.

1.3.5 Survey Response Profile

As explained above, a portion of the data represented in this report was gathered through an
online survey. The survey collected data from individual artists, arts/heritage companies and
organizations, libraries, archives, and people working at these institutions, and was open from
August through October of 2018. The questionnaire was made open to all potential
respondents and was distributed via a variety of means including partner organizations’ mailing
lists, social media, and personal invitations. In the end, the survey collected completed
questionnaires from a total of 1087 respondents. The following chart illustrates the breakdown
of those respondents by type.

Figure 4: Survey Response by type of respondent

Arts organization, Independent artist,
company, or freelancer, or
institution creator
11% 29%

1087

Respondents

Culture Sector
Worker
60%

Source: MakingltWork Survey 2018

While the survey captured them in different categories, the independent artists and culture
sector workers are analyzed together in this report as “culture sector workers.”

Across all three types of respondent, the largest share came from the Arts sub-sector, as
illustrated below:

MakingltWork: Pathways Toward Sustainable Cultural Careers 21 of 102



Making!tWz:rk

.
"

Figure 5: Survey response distribution by respondent type and sub-sector
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Source: MakingltWork Survey 2018

While the responses from the Arts, Heritage and Museums, and Libraries sub-sector were
roughly proportional to the overall industry, representation from the Cultural Industries was
significantly less than proportional. As such, readers should keep that limitation in mind when
interpreting the survey results. Also, where survey data is directly compared to Census data,
the analysis excludes the creative industries, making for more reliable analysis.

Given that the survey collected data from over 500 individual respondents in the Arts sub-
sector, it is possible to break down the respondents by artistic discipline.

Figure 6: Individual arts respondents by artistic discipline

All of the Above
Other 15%
Interdisciplinary & 9o,
Emerging Arts
2%

Dance, Music,
Theatre
43%
Media Arts
5%

535 Artists &

Literary Arts Workers

6%

Visual Arts & Craft
27%

Source: MakingltWork Survey 2018
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As illustrated above, the plurality of arts respondents came from the performing arts (i.e.,
dance, music, and/or theatre). At the same time, 15% of respondents were active in all the
listed artistic disciplines.

The 124 responding arts organizations, companies, and institutions (henceforth referred to as
“organizations”) ranged from the very small (with annual operating budgets of less than
$100,000) to organizations with annual operating budgets between $30 million and $40 million.
The following chart illustrates the distribution of these responses:

Figure 7: Organization respondents by annual budget

40%

35 35% Median Annual Operating
Budget: $250,000
30%
0 23%
25% 21%

20% 18%

15%

10%
5% 2%
0% [

Under $100k $100k to $400k $400kto $S1TM  $1M to $10M Over $10M

Source: MakingltWork Survey 2018

At the same time, the responding organizations were, on average, established organizations,
having operated on average for 39 years. As well, most (53%) of the responding organizations
were established more than 30 years ago, as depicted below:

Figure 8: Organizations by years in operation (by group)

Less than 10

years
14%
More than 30 10 to 20 years
years 22%
53%

4

21 to 30 years
11%

Source: MakingltWork Survey 2018
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Finally, across all sub-sectors the majority (86%) of organizations responding to the survey
identified themselves as being not-for-profit entities, as illustrated in the following figure.

Figure 9: % of responding organizations as not-for-profit entities

100% 95.2% 96.2%
90% 85.0% 85.5%
80%
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%
50%
40%
30%
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Arts Cultural Heritage and Libraries All organizations
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Source: MakingltWork Survey 2018

At 58.8%, this proportion of not-for-profits is likely high for the cultural industries. Readers are
reminded that the cultural industries as a whole are under-represented in the survey data.

1.3.6 Roundtable Consultations

The qualitative results of this research are based primarily on the discussion content from 10
roundtables which were facilitated across Ontario. Regional project ambassadors were
identified by WorkInCulture in the first phase of the project. These ambassadors comprised
leaders from relevant industry associations and arts councils across the province.
Ambassadors were relied on to provide support with hosting roundtables and promoting the
online survey. Ambassadors attended a kick-off session in the first month of the project in
order to learn about its goals and planned activities and support a preliminary identification of
the key issues facing the culture sector.

The cross-sectoral roundtables were held in nine regions across Ontario, with two taking place
in Toronto. Total roundtable participation reached 127 people across the province. Both
Nordicity and WorkInCulture acknowledge that greater diversity in consultations is an ongoing
goal.

Table 3 MakingltWork Roundtable Communities

Population <100,000 100,000 - 500,000 >500,000
Communities = Owen Sound London Toronto (x 2)
Sudbury Ottawa
Thunder Bay Hamilton
Kingston Kitchener-
Waterloo
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In each facilitated roundtable, the discussion was equally weighted towards a) individual
workers and artists; b) workplaces and organizations and c) diversity, equity and inclusion.?
Discussions were broad-ranging within these subject areas but many common themes and
needs emerged, for example:

= Day-to-day, year-to-year survival and sustainability was the main preoccupation for many
artists and arts organizations;

= Partnerships and networks were often well-developed within sub-sectors, but participants
expressed the desire for greater links and connectivity between cultural hubs around the
province;

= |n some communities, the culture sector exists in the shadow of other larger sectors
(technology, finance, healthcare, mining) which can make recruitment and retention
challenging;

= Participants expressed a widespread need for guidance on how to partner, engage and
support Indigenous artists and culture workers as well as other equity-seeking groups.

When it came to solutions, participants were encouraged to focus on issues that they as
stakeholders, as well as WorkInCulture, could address, e.g., through developing new programs
and partnerships and/or accessing existing programs.

A note to readers regarding the terminology used in this report

Throughout this report, when drawing on data from Statistics Canada’s 2016 Census of
Population, we use the terminology and labels that are consistent with its nomenclature.
In some cases, however, this terminology feels outdated. For example, when we draw on
census data, we describe “members of visible minorities” instead of “persons of colour”
and “Aboriginal Identity(ies)” instead of “Indigenous People.” For clarity, we believe it is
important to be consistent with the language used by Statistics Canada in its surveys
and reporting. Throughout the report we have referred to relevant data sources for
definitions and descriptions of how Statistics Canada segments the population.

2 In the context of MakingltWork, the following definitions were presented based on guidance from DI
experts: 1) Diversity is the presence of different peoples within a group or society e.g., people of different
races, ethnicities, genders or gender expressions, sexual orientations, physical or psychosocial abilities,
religions; 2) Inclusion is when diverse members of a society are fully-represented, engaged and
empowered and varying perspectives, cultures, life experiences and views are respected, valued and
embraced and 3) Equity is a principle and process that promotes equality of opportunity and fair
conditions for all persons to fully participate in society.
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2. Ontario’s Culture Sector’'s Workers and Artists

This section describes who is working in Ontario’s culture sector in terms of their subsector or
their specialization, the size of the community in terms of population and demographics such
as age, language, educational attainment and visible minority status. This section goes on to
outline the ways in which the people in the culture sector in Ontario are working, whether full-
time or part-time, with what salary level and benefits, as well as issues and challenges
encountered along the way.

Skills and training needs, while touched upon in this section, are further discussed in Section 4.
The results presented here were drawn mainly from the Statistics Canada 2016 Census of
Population as well as the 2018 MakingltWork survey data analysis and roundtables.

2.1 Subsectors, Specializations and Occupational Functions

Based on an analysis of a custom data tabulation from Statistics Canada’s 2016 Census,
Nordicity estimates that there are 274,220 individual workers employed in Ontario’s Culture
Sector.

For the purposes of this report, employment is exclusively measured using headcounts. This
approach differs from the use of full-time equivalents to measure employment in Statistics
Canada’s Provincial and Territorial Culture Indicators (PTCI), as well as much of Nordicity’s
published industry and economic research. The following breakout box provides a discussion
to highlight the differences between headcounts and full-time equivalents.
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Measuring Employment: Headcount vs. Full-time Equivalents
(FTEs)

When interpreting employment statistics, it is important to distinguish between the two
common approaches to measuring workforces. The most intuitive method (headcount)
is to simply count the number of individual workers. Labour economists, on the other
hand, typically take a more abstract approach, preferring units that express the quantity
of labour applied to produce goods and services (full-time equivalents). Each of these
approaches is described in more detail below.

Headcount is the simplest measure of employment and offers an intuitive metric for
many types of analyses. For example, individual attributes of the workforce, such as
sociocultural diversity, education, financial wellbeing, job satisfaction, and mode of
employment are best expressed using a measurement approach that counts each
worker as an individual person. Moreover, unlike FTEs, data focusing on individual
workers is more easily linked to other demographic data such as household-level
statistics.

Full-time equivalents (FTEs), on the other hand, are a standard economic unit typically
used to measure labour inputs. Specifically, an FTE is one person-year of productive
labour, which provides a common unit to quantify and directly compare workers that
may have a variety of modes of employment (e.g., full-time, part-time, temporary, etc.).
For example, one FTE could represent: one full-time, full year worker; two part-time
workers working an average of 2.5 full days per week for the full year; or three interns
working full-time for 4 months.

FTEs are calculated by dividing total labour income (i.e., companies and organizations’
total expenditures on payroll and benefits) by the annual average earnings per FTE in the
relevant industry. In order to incorporate varied modes of employment into a single
annual average earnings per FTE calculation, the annual earnings of each mode of
employment are weighted into the average in proportion to the average weekly hours
worked over a full year.
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The following table presents top-line worker headcounts broken out by subsector (i.e., Arts,
Cultural Industries, Libraries, and Museums and Heritage), and the specializations (i.e., the
artistic disciplines, industries, and/or types of institutions) within those subsectors.

Table 4: Worker headcount by subsector and specialization

Subsectors and specializations Worker headcount

Arts 55,435
Visual Arts & Crafts 21,765
Dance, Music, Theatre 25,770
Literary Arts 7,900

The Cultural Industries 191,795
Digital Media 66,805
Design 64,455
Film & Television 38,320
Book and Magazine Publishing 19,335
Music Recording and Publishing 2,880

Libraries 14,575

Museums and Heritage 3,490
Museums 2,375
Archives 1,115

Employed across subsectors 8,925

Total 274,220
Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

As described in Section 1.3.4, occupational and industrial classifications are the basis used to
define the subsectors and specializations outlined above. In a nutshell, each culture-related
occupation and industry combination observed in the census data was mapped to a
specialization with the best fit. Some of these classifications are quite simple — for example, all
workers classified as NOC 5133 “Musicians and singers” and NOC 5134 “Dancers” in the
culture sector are included in the Dance, Music, Theatre specialization. To cite a more nuanced
example, workers classified as NOC 5131 “Producers, directors, choreographers and related
occupations” may also be classified in Dance, Music, Theatre, or a number of other
specializations (including Digital Media, Music Recording and Publishing, or Film & Television)
depending on the industry in which these workers are employed.

For more detailed information about what was included in each subsector and specialization,
see:

= Appendix B to review all census data broken out at the specialization level (i.e., the
unshaded rows in Table 2), including workers employed across subsectors.

= Appendix D for a full description of the analytical approach; and,

= Appendices E and F for full lists of the NAICS and NOCs codes which were associated with
each subsector and specialization.

Also note that section 1.3.3 provides some specific examples relating to limitations of this
methodology.
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The balance of this report focuses on

the subsectors (depicted in shaded rows s »
above), excluding the 8,925 workers Note regardlng overall A5 LS

employed across subsectors>. for the culture sector as

Each of the subsectors outlined in the presented in this report

table above comprises a functionally For the most part, the results in this report
diverse workforce - from the technical present findings for each sub-sector as well
workers involved in television as an overall culture sector average. Of
broadcasting (e.g., camera operators course, the subsectors which employ the
and audio technicians) to the creative largest portion of the workforce contribute
(e.g., curatorial) staff at a museum, there more strongly to this overall average. In this
are a wide range of occupational case, the largest subsector is the cultural
functions employed in the culture sector. industries which represents 70% of the

The following chart illustrates the overall culture sector workforce. Therefore,
distribution of creative, technical, the cultural industries exert a

managerial, and other (which includes correspondingly large influence on the
educational, governance and overall averages presented in this report
manufacturing support roles) functions e.g., income, geography/location etc. and so
within each subsector. At a glance, the in some cases the overall average is not
distribution of occupational functions is necessarily a good proxy for the arts sub-
consistent with the types of production sector average.

in which each subsector engages.

Figure 10: Culture sector workers, distribution of headcount by occupational function and subsector
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

3 Due to limitations of statistical occupation and industry classification systems, “workers employed
across subsectors” could not be associated with a particular subsector and/or specialization. An example
of these workers is described in a breakout box in section 1.3.4.
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The arts subsector employs the largest share (84%) of creative workers of any subsector.
Creative workers in the arts are largely comprised of practitioners such as visual artists (e.g.,
painters, photographers, illustrators, sculptors, etc.), authors, and performers, that is to say,
people personally involved in the development and production of creative products and
services. The arts exhibit a modest need for technical support, particularly in the performing
arts, however, these occupations do not contribute significantly to the overall workforce in the
arts. Managerial roles are most prominent in promoters of performing arts events, managers of
performing arts companies, and managers of exhibiting organizations in the visual arts.

Differences in the composition of occupational functions within the cultural industries and the
arts largely reflect features of each subsector’'s dominant modes of production and
distribution. Whereas the arts tend to exhibit a labour-intensive use of creative workers to
produce and disseminate products and services, the cultural industries typically produce and
distribute scalable analogues to these products and services. For example: recorded/broadcast
media replaces performances; mass-production and publishing (e.g., of books, music, etc.)
overshadows hand-made and individual distribution; and artisanal creation (e.g., painting,
sculpture, craft, fashion, etc.) gives way to the large-scale planning role played by designers and
architects. As such, the cultural industries rely more heavily on technology and tend to employ
more supporting roles (technical and manufacturing workers) than the arts. Similarly, because
such organizations tend to encompass a more complex value chain requiring taller
organizational structures, managers tend to make up a larger share of the overall workforce.*

There is little difference between the composition of museums and heritage and libraries in
terms of occupational function as shown in Figure 10. Overall, each of these subsectors draws
a quarter to a third (26 to 32%) of its workforce from creative workers (largely librarians and
archivists), and the balance of the workforce provides technical support to these creative
workers. Note that the statistical occupational and industrial classification systems used to
perform this analysis do not provide enough granularity to identify managerial roles employed
in the libraries and museums and heritage subsectors.

2.2 Demographics

The information presented in the previous subsection provides insight into the nature of work in
each subsector; this subsection focuses on demographic characteristics of the workers
themselves.

4 The generalizations presented here are intended to provide a framework to better understand the
differences observed across subsectors. As with any generalization, it should be noted that there are likely
many exceptions. For example, organizations and individual artists in the visual and performing arts can,
in a sense, scale by means other than technology. Specifically, artists of renown can sell their work for
significantly higher prices than the average artist, and acclaimed performers and performing arts
organizations can reach audiences at a scale rivaling organizations in the creative industries. In a sense,
this conceptual model simply recognizes that the cultural industries are characterized by distinct modes
of production and distribution that are organized to systematically and efficiently commercialize scalable
products derived from intellectual property, whereas the arts tend to trade in products that connect with
buyers and/or audiences at smaller scale — local, up-close, in-person, and/or hands-on.
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In order to learn about the geography of the culture sector, Nordicity developed classifications
for the size of the Census Metropolitan Areas (CMAs) or Census Agglomerations (CAs) in
which respondents reside. CMAs and CAs were broken out into those with a population:

=  Greater than 500,000, which includes Toronto, Ottawa, Hamilton, and Kitchener-Cambridge-
Waterloo;

= Between 100,000 and 500,000, which corresponds to metropolitan centres such as
Belleville, Peterborough and Thunder Bay at the low end, to St. Catherines-Niagara and
London on the upper end; and,

= Fewer than 100,000, which includes Chatham-Kent, Sarnia and Sault Ste. Marie at the
upper bound, extending down to rural areas.

In taking this approach to geography, this analysis focuses on the industry make-up of like-
sized communities, rather than specific locations in Ontario. This approach has the benefit of
breaking down the entire provincial population into three simple and relatable categories.
Moreover, each category of “size of urban centre” addressed in the analysis is supported by a
large sample in the census, which sidesteps the sampling limitations that might otherwise
occur in an analysis of the most sparsely populated regions/municipalities in Ontario. Although
this approach allows for a concise high-level description of the geography of culture sector
workers in Ontario, this classification does not necessarily capture the unique regional
differences that may exist within each geographical category or region.

The following chart illustrates the distribution of cultural workers by the size of urban centre in
which they reside.

Figure 11: Culture sector workers, distribution of headcount by size of urban centre and subsector

el /2% | v ] 12% |

Cultural Industries I 77 27 veA

Museums and Heritage IR 107 2 T

Libraries I 2072 27

Oy /8% | kY [ 8%]

Ontario (all sectors) I 20720 V7
0% 20% 40% 60% 80% 100%

m>500K = 100K-500K m<100K

Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

Overall, the culture sector is much more concentrated in large urban centres than the overall
workforce in Ontario. Specifically, 78% of the culture sector is employed in urban centres with
over 500,000 residents, in contrast to only 63% of the workforce in Ontario overall. Note,
however, that culture workers are not uniformly clustered in urban centres in each subsector.
Workers in museums and heritage, and libraries are largely consistent with the provincial
average. On the other hand, workers in the cultural industries are the most concentrated in
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large urban centres, with over four in five workers residing in centres with a population over
500,000.

The following chart illustrates the distribution of workers by age within each subsector.

Figure 12: Culture sector workers, distribution of headcount by age and subsector
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

Overall, the workforce in the culture sector appears to attract high levels of participation from
the 25-34 (green) and 35-44 (purple) age groups. All other age groups are underrepresented
relative to the overall age distribution of the Ontario workforce. In particular, high levels of
participation in the 25-34 (green) and 35-44 (purple) age groups are most prominent in the
cultural industries, followed by the arts. In contrast to other subsectors, libraries have a notably
higher participation among workers in the 55-64 age group (light blue), which appears to offset
notably low levels of participation in the 25-34 and 35-44 groups. Museums and heritage are
notable for having high rates of participation in the 15-34-year-old age groups (blue and green),
which makes them slightly younger than the arts and cultural industries.

In order to provide another perspective on the data presented above, the following chart
illustrates the estimated average age in each subsector.®* As a whole, the culture sector is
slightly younger than the overall workforce in Ontario. Although this representation of age is a
comparatively blunt tool, this approach does provide some useful perspective to the narrative
presented above.

> Average ages in each subsector were calculated by taking an average of the middle age in each age
bracket and weighting that value by the number of workers represented in each age group. As such, the
exact value may not be perfectly accurate, but this approach provides a single indicator that can be simply
and meaningfully compared across subsectors.
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Figure 13: Culture sector workers, estimated average age by subsector
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

The arts, though notable for its high levels of youth participation, also includes a large share of
workers in the oldest two age brackets. As this chart shows, the arts are second only to
libraries in terms of average age, but the distribution of workers in this subsector is clustered at
the extremes of the age range. In contrast, the culture sector yields a lower average age, but
most of the workforce is clustered around the average value. Museums and heritage yield the
lowest average age, which is consistent with having the highest participation from young
workers, and the comparatively high participation among 45 to 64-year-olds in libraries
contributes to it having the highest overall average age of all the culture subsectors.

The following chart breaks out the sex of workers in each subsector.®

¢ According to Statistics Canada, “For the 2016 Census of Population, transgender, transsexual and
intersex Canadians were asked to indicate the sex (male or female) with which they most associated
themselves. Respondents who could not select one category... had the option of leaving the question
blank and indicating in the Comments section, the reason(s) for which they had chosen to leave this
question unanswered.” In this context, respondents may have answered based on gender rather than birth
or biological sex. In any case, we are limited to reporting as a binary - 2016 Census of Population: Age and
sex release https://www12.statcan.gc.ca/census-recensement/2016/ref/98-501/98-501-x2016002-
eng.cfm
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Figure 14: Culture sector workers, distribution of headcount by sex and subsector
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

Overall, women are slightly less prevalent in the culture sector workforce (44%) than in
Ontario’s workforce overall (48%). While every subsector except cultural industries employs an
above-average share of women, the sheer size of the workforce in the cultural industries
contributes an outsized effect on the overall average for the culture sector. The workforce for
libraries comprises 84% women.

The following chart provides an illustration of how sex is distributed in the culture sector by
occupational function.

Figure 15: Culture sector workers, distribution of headcount by sex and occupational function
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

Although women are underrepresented in the workforce relative to the provincial average, it is
worth noting that women are somewhat overrepresented in managerial occupations relative to
the culture workforce overall. Conversely, women exhibit the lowest representation in creative
roles, which may suggest that female workers face barriers to becoming established in these
types of professions.

The chart below illustrates the highest level of educational attainment of the culture sector
workforce by subsector.
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Figure 16: Culture sector workers, distribution of headcount by highest level of educational attainment
and subsector
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

Overall, the culture sector workforce holds a significantly higher level of formal education than
the average worker in Ontario. In fact, over four in five (81%) workers hold at least some kind of
post-secondary credential (including certificates, diplomas, trades, etc.) compared to less than
two in three (65%) workers in Ontario overall. Moreover, 53% of culture sector workers hold at
least a bachelor’'s degree, compared with 32% in all sectors in Ontario.

Of the culture subsectors, museums and heritage, and libraries have the highest level of
educational attainment, with 28% and 30% of workers holding graduate degrees, respectively.
Museums and heritage also hold the distinction of having the highest percentage of workers
with at least a bachelor’'s degree, at 61% of workers in that subsector.

The following chart breaks out the culture workforce by immigration status. For the purposes of
this research, ‘newcomers’ were defined as immigrants who arrived in Canada in or after 2012.
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Figure 17: Culture sector workers, distribution of headcount by immigration status (newcomers) and
subsector
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

Overall, the culture workforce has 38% more newcomers than Ontario overall (5.4% compared
to 3.9% in Ontario overall). Although newcomers are slightly overrepresented, the overall
presence of immigrants is almost exactly in line with the overall average for Ontario. At the
subsector level, newcomers and immigrants are underrepresented in all culture subsectors
except the cultural industries. The lowest level of newcomer employment is in libraries,
followed by museums and heritage, which also exhibited the lowest level of participation by
immigrants overall.

The following figure shows the occupational function and immigration status for cultural
workers:
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Figure 18: Culture sector workers, distribution of headcount by immigration status (newcomers) and
occupational function
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

As illustrated in the figure above, newcomers and immigrants in the culture sector are most
likely to hold creative occupations, followed by managerial and technical roles. This finding
holds true across each culture subsector, with the sole exception of museums and heritage -
immigrants (that arrived in Canada in or before 2011) are slightly less prevalent in creative roles
in museums and heritage, although newcomers (since 2012) are slightly overrepresented in
creative occupations in that subsector. There may be several reasons for this distribution, but
to suggest these reasons here would be speculation, as further analysis is out of scope.

Immigration status is one indicator of the cultural and experiential diversity of the culture
sector workforce, as well as its inclusiveness toward a potentially underprivileged group. The
analysis of census data that follows looks at a variety of dimensions of diversity.’

The following chart shows the presence of visible minorities? in the culture sector.

7 Unfortunately, the scope of data available for this study did not allow Nordicity to examine the
employment of people with disabilities. As societal understanding of disability broadens, Statistics
Canada has been challenged to reliably identify, define and collect data on the prevalence of disabilities.
While the agency does collect information about disability through a census variable, the variable is not
published due to ongoing growth in the prevailing perception of what constitutes a disability. Although the
employment of people with disabilities is an immensely important feature of the culture sector, it was not
possible within the scope of this study and based on the census data we have access to at this time. For
more information please consult: “The evolution of disability data in Canada: Keeping in step with a more
inclusive Canada” https://www150.statcan.gc.ca/n1/pub/89-654-x/89-654-x2018003-eng.htm

8 “The Employment Equity Act defines visible minorities as 'persons, other than Aboriginal peoples, who
are non-Caucasian in race or non-white in colour.' Categories in the visible minority variable include South
Asian, Chinese, Black, Filipino, Latin American, Arab, Southeast Asian, West Asian, Korean, Japanese,
Visible minority, n.i.e. ('n.i.e." means 'not included elsewhere'), Multiple visible minorities and Not a visible
minority.” Sourced from Statistics Canada “Definitions and Concepts” Sourced from:
https://www12.statcan.gc.ca/census-recensement/2016/ref/guides/006/98-500-x2016006-eng.cfm
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Figure 19: Culture sector workers, distribution of headcount by visible minority status and subsector
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

While the previous chart shows that the share of immigrants in the culture sector slightly
exceeds the overall average in Ontario, at 26%, members of visible minorities slightly lag the
provincial average. At a subsector level, this data, as shown above, exhibits a similar trend as
that observed among immigrants, with the highest rates of participation in the cultural
industries, and the lowest overall participation in museums and heritage.

The following chart illustrates the language most often spoken at home among workers in the
culture sector.
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Figure 20: Culture sector workers, distribution of headcount by language most often spoken at home®
and subsector
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

Overall, English is more prevalent among workers in the culture sector than workers in Ontario
in all sectors. Note, however that there are some linguistic differences at the subsector level.
Although English is much more prevalent in museums and heritage and libraries, the
percentage of workers who speak French (or English and French) most often at home occur at
rates higher than the provincial average. Conversely, French-speaking workers are least
prevalent in the cultural industries; however, the cultural industries subsector is close to the
provincial average in terms of workers who exclusively speak languages other than English or
French most often at home.

As illustrated in the following chart, the culture sector has a lower level of participation of
people who identify as Aboriginal than the Ontario workforce overall.

° The “English”, “English and French”, and “French” categories include workers that speak other languages
in addition to English and/or French. As such, the “Neither English nor French” category represents
workers that speak one or more languages most often at home, none of which is either English or French.
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Figure 21: Culture sector workers, distribution of headcount by Aboriginal identity(ies)'® and subsector
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Note that the scale on this chart has been limited to 10% to make the relatively small numerical values
more legible. This presentation of data differs from that used in all other charts in this section.
Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

In contrast to the earlier findings noting the low rates of participation among immigrants and
visible minorities, museums and heritage has a significantly higher representation of people
who identify as Aboriginal. While arts and libraries are slightly below the provincial average in
terms of Aboriginal participation, cultural industries have less than half the share observed in
the overall Ontario workforce.

2.3 Mode of Work

The following chart shows that 72% of the culture sector workforce work as employees; the
remaining 28% are self-employed.

19 Statistics Canada’s Dictionary, Census of Population, 2016 states that “Aboriginal identity' refers to
whether the person identified with the Aboriginal peoples of Canada. This includes those who are First
Nations (North American Indian), Métis or Inuk (Inuit) and/or those who are Registered or Treaty Indians
(that is, registered under the Indian Act of Canada), and/or those who have membership in a First Nation
or Indian band. Aboriginal peoples of Canada are defined in the Constitution Act, 1982, Section 35 (2) as
including the Indian, Inuit and Métis peoples of Canada.” https://www12.statcan.gc.ca/census-
recensement/2016/ref/dict/pop001-eng.cfm
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Figure 22: Culture sector workers, distribution of headcount by employee/self-employed workers
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.
The following chart breaks out employees and self-employed workers by subsector.

Figure 23: Culture sector workers, distribution of headcount by employee/self-employed workers and
subsector
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

Across the cultural sector, workers in the arts are the most likely to be self-employed, with
nearly half (47%) self-employed in their primary job. Self-employment drops to about one in five
workers (22%) in the cultural industries, with only 1% of workers self-employed in museums and
heritage and libraries. Overall, the culture sector’s rate of self-employment (28%) is more than
double the average across all sectors in Ontario (12%). As one survey respondent pointed out,
the culture sector can defy typical employee/employer classifications. Freelance artists and
creative industry workers are self-employed, and creators are also often themselves employers
of, for example, contract services. In this context, there is an evident demand for supports (e.g.,
financial planning, training, services) that meet the needs of a sector with a proportionately
large share of self-employed individuals. With the gig economy becoming more pervasive
across all sectors, the culture sector may indeed benefit from financial and other institutions’
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adapting to better address or understand this mode of work. Levels of volunteerism, board
memberships and internships were not possible to extract from this data, and contract labour
in institutional spaces (e.g., security or seasonal labour) are unlikely to be captured in this
analysis.

The following chart shows modes of employment by subsector.

Figure 24: Culture sector workers, distribution of headcount by mode of employment and subsector
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Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

The culture sector is notable for its similarity to the rest of the Ontario economy in this realm.
Although the sector averages out to match all sectors, bear in mind that the cultural industries
are the largest segment and tend to contribute most heavily to the culture sector average. The
rate of full-time employment (which includes both the blue and green segments) is highest in
the cultural industries (88%), which is the only subsector that exceeds the overall average in
Ontario (79%), enjoying robust full-year, full-time demand. The lowest rates of full-time
employment are seen in the libraries and arts subsectors, with only 56% and 64% of the
workforce employed full-time, respectively.

Overall, 57% of the culture sector workforce is employed full-time for the full year. The
remaining 43% of the workforce (approximately 118,725 workers) is engaged in a mode of
employment that likely requires other types of work outside of the culture sector to supplement
their income. This observation is consistent with modes of employment for all workers in
Ontario, of which 58% worked full-time for the full year.

At this point, the analysis transitions from an emphasis on census data to survey data. The
following chart illustrates the types of work that workers reported performing outside of their
employment in the culture sector.
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Figure 25: Work outside of the culture sector
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Note: the survey question was “check all that apply” so responses do not sum to 100

The most prevalent responses to this question indicated that workers do different kinds of
work depending on what is available, or mostly freelance jobs. The other notable aspect of
these results is that about one in six workers (16%) reported that they have their own business
on the side, suggesting that entrepreneurialism is prevalent among workers in the culture
sector.

As far as unionization, 25% of respondents in the sample reported belonging to a union. It is
important to note, however, that the underrepresentation of the cultural industries in the survey
sample will have had an impact on that proportion. The cultural industries in Ontario (e.g., film
and television workers) are more likely to be unionized than artists.

2.4 Income and Benefits

The following sub-sections draw on the Census and survey data to provide a snapshot of
culture sector workers’ income by the source of income, job function, as well as their outlook
on future income growth. The section ends with a discussion of benefits provided to and
desired by culture sector survey respondents. Note that in Section 3.4, such income data will
emerge as the most in-demand area of labour market information sought by the cultural sector.

2.4.1 Income from the Arts

By one measure - i.e., the incomes provided by the census data - the average annual income
from all sources for workers in the culture sector is $58,400. However, this figure is a
somewhat misleading one given what we know of the sector, how it works, and the variability
between each sub-sector and specialization. In this context, given that survey respondents

MakingltWork: Pathways Toward Sustainable Cultural Careers 43 of 102



Making!tWz:rk

mainly work in the arts, heritage and library sub-sectors, Nordicity adjusted the results of the
census analysis to better represent the mix of subsectors in the survey sample. As such, based
on the 2016 Census data, the average annual income is $42,500'" from all sources for a
population of “like workers” who responded to the survey. This result is consistent with the
survey results, which yielded a $45,000 average annual income from all sources. Note that the
average incomes for each subsector are broken out in the following section (2.4.2 Income by
Function).

It should be pointed out that this figure overstates the average income of culture workers by
virtue of the fact that these workers do not (on average) make all their income from culture-
related activities. So, although the $42,500 figure represents the overall annual income of arts
workers, the average annual income from arts-related activities was $34,200, i.e., 80.3% of
income from all sources. Again, this figure excludes workers in the cultural industries subsector.
The upshot is that in the arts, many cultural workers seek to supplement their culture-related
earnings with additional sources of income. When asked to specify other sources of income,
survey respondents named sources such as:

= Teaching and/or substitute teaching;

= Pensions and/or other investment income;
= Participating in research studies; and,

= Rental property ownership.

Moreover, to pursue their cultural practices, workers often must balance the time spent on that
practice with time spent on their other sources of income. To illustrate this balancing act, the
following chart illustrates the portion of a 40-hour work week that workers spend on their
cultural practices, broken out by the portion of their annual income generated from the culture
sector.

" This adjustment weighs the cultural industries subsector at 10.7% instead of 70.0% to match the
statistical data to the response rate observed in the survey sample. This approach was taken because the
sample of workers in the cultural industries was not large enough for it to be considered statistically
representative of the culture industries as a whole; since the survey data could not be adjusted upward,
the census data was adjusted downward to make a “like-to-like” comparison.
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Figure 26: Weekly hours spent on artistic practice (by % of income earned from culture)
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Source: MakingltWork Survey, 2018 (n=963)

As the chart shows, on average respondents spend 93% (37 hours) of a typical 40-hour work
week pursuing their cultural practices, which largely reflects the experience of full-time workers
employed by arts organizations/institutions. However, as one moves to cultural workers that
earn 50% or less of their income from cultural activities, they still spend more than half of their
week (24 hours) on their cultural practice. Those earning more than three quarters of their
income from culture spend, on average, more than 40 hours per week working.

The following chart illustrates how income from all sources are distributed among culture
sector workers.

Figure 27: Income distribution (from all sources)
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Source: MakingltWork Survey, 2018 (n= 963)

The curve depicted above indicates the majority of culture workers are clustered earning
between $10,000 and $60,000 per year.
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2.4.2 Income by Function

following table breaks out average income from all sources by creative and non-creative

occupational functions in each subsector. The range of income levels is immediately striking.

Tabl

e 5: Culture sector workers, average income from all sources by subsector and occupational

function'?

Average Annual Income (8 from all sources), by Function

Creative Workers Technical, Managerial,
and Other

Arts 30,000 65,000 35,900
The Cultural Industries 61,200 73,900 66,400
Libraries 68,500 41,600 48,700
Museums and Heritage 51,800 37,700 42,300
Empl. across subsectors 43,700 50,000 47,400

Overall | 52500 67,800 58,400

Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

Above we can see that:

The range spans from $30,000 for creative workers in the arts, to $73,900 for technical
roles in the cultural industries (likely driven upward by the inclusion of some software
developers).

On average, non-creative workers (including technical, managerial, manufacturing and
educational functions) earn 29% more per year from all sources than creative workers.

The income of creative workers varies significantly between culture subsectors, both in
dollar terms and as compared to non-creative job functions.

The most striking feature of this data is that creative workers tend to earn less than their
non-creative counterparts in the two largest subsectors: the arts and the cultural
industries, whereas libraries and museums and heritage show the opposite trend.

A number of issues or realities likely underpin the broad income range observed above. For
example:

Scalability or lack thereof: Although both subsectors focus on entertainment-based
products, workers in the cultural industries enjoy an average income from all sources that
is 52% higher than workers in the arts. In the arts, much of the sector’s output is labour
intensive — i.e., hand-produced products and/or live performances. As a result, products
derived from the arts have limited scalability, and compensation tends to be low for
creative workers ($31,500), such as artists, writers, and performers, relative to technical
workers and managers ($67,800) in these fields. As in the arts, non-creative occupations in
the cultural industries earn a 22% higher income than creative workers, however, creative
workers earn nearly twice the average annual income of creative workers in the arts, so the

12 Refer to Appendix C for more detailed breakouts of average salaries.
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income gap between creative and non-creative workers is less extreme in the cultural
industries.™

= Institutional/organizational identities: Libraries and museums and heritage exhibit a
different dynamic than that observed in arts and the creative industries. In libraries, creative
workers are, on average, the best compensated occupational function - $68,500. This figure
represents nearly twice the average annual earnings of technical, managerial and other
workers in libraries ($36,800). The reason for this dynamic is that librarian is the only
occupation classed as creative in the library subsector and these workers tend to be very
highly-educated (with 71% holding a graduate degree). On the other hand, junior and less
skilled roles (library assistants and clerks, and library technicians) comprise a significant
portion of the ‘technical, managerial, and other’ functions, in contrast to other subsectors
which tend to include a more substantive management presence among non-creative
workers.

o A similar trend is evident in museums, in which highly educated creative workers
such as conservators, curators, and archivists hold most of the creative jobs, in
contrast to most non-creative jobs held by markedly less educated technical
workers. Note that statistical occupational and industrial classification systems do
not provide enough granularity to reliably identify managerial roles specific to
libraries and museums and heritage.

Another way that the census data can provide insight into average incomes is by the size of
urban centre, as illustrated in the following table.

Table 6: Culture sector workers, average income from all sources by subsector and size of urban centre

Average Income (from all sources), by Size of Urban Centre
<100K 100K-500K >500K | Overall |

Arts 25,400 22,000 36,300 35,900
The Cultural Industries 44,400 52,600 68,600 66,400
Libraries 40,600 45,600 51,400 48,700
Museums and Heritage 35,800 29,300 45,400 42,300
Empl. across subsectors 12,600 32,700 48,800 47,400

Overall | 37,400 43,700 61,000 58,400

Source: Statistics Canada, 2016 Census of Population, Custom tabulation.

The overall trend shown above is that incomes are higher in the larger centres. In part, this likely
reflects differences in the composition of occupational functions — for example, highly paid

'3 Drawing from Nordicity's broad experience researching the cultural industries, it is important to note
that the income data obtained through the census will include only workers whose primary source of work
is in the culture sector, as noted in section 1.3.4. As such, the average incomes presented for creative
workers may exclude certain workers that one would associate with the archetypical ‘struggling artist’
who primarily works in non-cultural occupations to support themselves. For example, this data would
exclude an actor who has been working at a restaurant for the last five years to make ends meet while
they actively audition for acting work, even though they might typically secure three significant acting gigs
per year. In this example, the actor’s primary occupation would be classified as their long-standing job in
the restaurant industry. As such, this analysis may be biased toward overstating average incomes of
certain segments of the culture sector workforce, particularly with respect to creative occupations that are
subject to intermittent gig work.
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managerial roles are likely to be more clustered in the larger centres. In reviewing the data
above, it is also worth noting that the high percentage of workers in large centres means that
the higher incomes in the >500K category tend to make the greatest contribution to the overall
average for Ontario.

2.4.3 Income Growth

Emerging professionals, based on survey respondents with fewer than five years’ experience in
the culture sector, earn about $35,500 per year, i.e., 20% less than the overall average for the
culture sector. On average, workers in the culture sector reported an average income increase
of 4% from 2015 to 2016. Note, however, that there was a great deal of variation experienced at
the individual level. The following chart shows the distribution of survey responses about
workers’ change in income.

Figure 28: Percentage income change from 2015
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Source: MakingltWork Survey, 2018 (n=963)

Slightly fewer than one in six workers (15%) experienced a decrease in their income over the
previous year compared with about two in three (66%) who experienced at least a small
increase. One in six workers (17%) reported an increase of more than 20%, roughly the same
proportion (19%) that reported no change.

2.4.4 Benefits Held and Preferred
The following chart illustrates the availability or prevalence of employee benefits among

workers in the culture sector. ‘Core benefits’ (illustrated in the green boxes below) were seen to
be the trio of paid leave, medical/dental plans, and mental health days (including sick days).
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Figure 29: Availability (or lack thereof) of employee benefits
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Overall, the core benefits are each held by over 60% of workers (note that survey respondents
were asked about each benefit separately, so a larger than 60% share of the workforce has
some combination of one or more of these benefits). After core benefits, nearly two thirds
(65%) of workers have access to professional development and just over half (52%) of workers
have employer pension/retirement plan contributions, with markedly lower shares reporting
that they have other types of benefits. “Perks” relate to such miscellaneous benefits as
employee discounts and gym memberships.

The following chart breaks out responses from workers who do not receive each type of benefit
(e.g., the 30% of workers who do not have paid leave in the first bar above) to assess demand
for each type of benefit. Note that the following chart uses the same sorting order as the
preceding chart to facilitate side-by-side comparison.
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Figure 30: Need/want for benefits among non-recipients (reported by respondents that “don’t have it” on
the previous chart)
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Overall, the preceding chart shows that the core benefits noted in relation to the previous chart
are also the most desirable types of benefits among workers that do not already have them.
The exception is Pension/Retirement Plan Contributions which are more highly needed and
wanted than Access to Professional Development. Medical/dental plans, followed by mental
health days, are the most desirable benefits for workers that do not already have those types of
benefits.

As far as other benefits or supports, survey respondents frequently mentioned a desire for
access to or support with:

=  Networking opportunities

= Employee Assistance Programs (i.e. programs assisting employees with personal and/or
work-related issues that may impact their job performance, health, mental and emotional
well-being)

= Sabbaticals and other professional development/motivational support

= Secondments (i.e., when an employee is assigned to another part of an organization - or
another organization - for a temporary period to share experience).
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2.5 Issues and Challenges Facing Culture Sector Artists and
Workers

This section draws mainly on survey responses and the regional roundtables to provide a
snapshot of the issues and challenges faced by individuals navigating their careers and/or
developing their practice in the culture sector. A later section will look at these issues from the
perspective of culture sector organizations and employers.

The first two clusters of bars in the following chart illustrate workers’ opinions about their
career progress to date and their outlook for the future.

Figure 31: Satisfaction with career progress, potential, and development
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Source: MakingltWork Survey, 2018 (n= 963)

In the preceding chart, a comparison across the values represented by each bar shows a more
pessimistic future outlook: workers who look forward to ‘ideal’ and/or ‘good’ career growth are
fewer than the number that have experienced ‘ideal’ and/or ‘good’ career growth to date;
whereas, the opposite trend is evident with respect to responses indicating ‘not very good’ and
‘terrible’. Overall, workers in the culture sector are relatively pessimistic about their prospects
for career advancement.

This sentiment, particularly regarding a lack of upward mobility in the sector, was echoed again
and again during regional roundtables. Participants in the early or middle portion of their
careers described frustration with a lack of advancement opportunities, explaining that career
pathways for artists, culture workers, entrepreneurs, and arts administrators were not obvious
locally and certainly not stable. Some regions described a top-heavy sector comprising
executive directors at established institutions supported with junior staff and thus few
opportunities for mid or senior management. Individuals in these regions find themselves faced
with a) looking at other sectors locally or b) looking at larger culture hubs in the province in
order to advance their careers, leading to local sector losses.

Although professional development is not the only route to career development in the culture
sector, it is striking that workers’ access to professional development - as illustrated in the third
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cluster in the preceding chart - correlates strongly to their outlook for future career growth. In
contrast to workers' relative satisfaction with their career progress to date, this finding
suggests that access to professional development may represent a significant barrier for
workers in the culture sector to achieve satisfactory levels of growth in their careers.

The following figure shows the top three occupational issues reported by survey respondents.

Figure 32: Top 3 issues for cultural industry workers and artists (% of respondents)

Salary, rate of Work/life Employment
pay, & cash flow balance stability
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Source: MakingltWork Survey, 2018 (n=963)

The two most critical issues cited by survey respondents were related to low incomes (salary,
rate of pay and cash flow) and poor work/life balance, while the third was lack of employment
stability. Again, that these issues are critical was reinforced during the roundtable discussions.
Burnout was described as “rampant” across the sector owing in part to an increasing demand
to be available 24 hours a day, 7 days a week. Participants knew of few accessible resources
for self-care. Importantly, this sense of burnout was described both by emerging and
established culture sector workers and artists. The underlying context of job precarity and
income instability were cited as major factors in the lack of work/life balance — demonstrating
the inextricable nature of the top three issues facing individuals in the culture sector.

A fourth issue, “Awareness of the value of cultural and artistic products and services” was also
highlighted in nearly every roundtable discussion around the province. In many communities,
participants described a core challenge of communicating the value of cultural products and
experiences as something “worth paying for.” Whether to audiences and funders, or to
governments and partners in other sectors, cultural sector workers and artists experienced a
lack of recognition for their time, effort and expertise. At best it was a sense of being taken for
granted, at worst a fear of being taken advantage of. The value gap was perceived to underpin
many of the challenges and issues faced by the sector and is vital context for the issues
discussed throughout this report.

2.6 Summary of Findings — Ontario’s Culture Sector Workers

Based on an analysis of a custom data tabulation from Statistics Canada’s 2016 Census,
Nordicity estimates that there are 274,220 individual workers working full or part time in
Ontario’s Culture Sector. In combination with the survey responses received from artists and
culture sector workers, we can observe that the sector is:

=  Younger (slightly) and more concentrated in large urban centres than the overall
workforce in Ontario.
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Populated by slightly more men than women: Women are slightly less prevalent in the
culture sector workforce (44%) than in Ontario overall (48%). A sector exception is in
libraries where some 84% of the workforce are women.

Highly-educated: Four in five (81%) culture sector workers hold at least some kind of post-
secondary credential compared to about two in three (65%) workers in Ontario overall.

Relatively inclusive of newcomers to Canada, but not especially diverse: Overall, the
culture workforce has 38% more newcomers than Ontario overall but of a very small base
(5.4% compared to 3.9% in Ontario overall). Importantly the culture sector is not any more
diverse than the province’s workforce: participation of persons of colour/members of
visible minorities as well as people who identify as Indigenous slightly lag the provincial
average. Culture sector workers are more likely to speak English at home than workers in
Ontario in all sectors.

Earnings range widely and arts workers need to supplement their income: When cultural
industries are excluded, arts workers earned an average of $34,200 per year from arts-
related activities. Their overall average income is $42,500, but only 80% of it is from arts-
related activities. Creative workers tend to earn less than their non-creative counterparts in
the two largest subsectors: the arts and the cultural industries. However, workers in
libraries and museums and heritage show the opposite trend. They earn more than those
classified with lower rung jobs in those institutions.

Time spent on artistic practice is consistently high: On average, culture sector workers
spend a significant amount of time working on their artistic practices versus other income-
producing employment. For example, workers earning 25% or less of their total income
from the culture sector still spend the equivalent of 61% of a 40-hour work-week on their
artistic practice.

Seeking sustainability: The three most critical issues facing culture sector workers, as
cited by survey respondents, were 1) salary/low income; 2) lack of work/life balance; and 3)
lack of employment stability. Organizations similarly ranked keeping pace with salary
expectations and work/life balance among the top issues they face.

The ‘core benefits’ of paid leave, medical/dental plans, and mental health days are
granted to over 60% of culture sector workers. According to survey respondents, nearly
two thirds (65%) of workers have access to professional development and about half (52%)
of culture sector workers receive employer retirement/pension plan contributions.

Finally, “Awareness of the value of cultural and artistic products and services” was an oft-cited

challenge across the province. Whether to audiences and funders, or to governments and
partners in other sectors, cultural sector workers and artists experienced a lack of recognition
for their time, effort and expertise. The challenge of how to communicate the value of cultural
products and experiences as something “worth paying for” weighed heavily on roundtable
participants. Recognizing this value gap was perceived to be vital context for the issues and
recommendations in this report.
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3. Ontario’s Culture Sector Organizations and Workplaces

This section draws on culture-sector company survey responses to explore an organizational
perspective on the culture sector labour market. It covers topics ranging from organizational
capacity, approaches to managing human resources, and benefits of access to labour market
information.

3.1 Organizational Capacity

The following chart illustrates the distribution of average headcounts for organizations based
on their annual operating budget.

Figure 33: Average headcount by annual operating budget
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Source: MakingltWork Survey, 2018 (n= 124)

The most striking feature of this data is that the average headcount tends to have a positive
correlation with the average operating budget for organizations with a budget of over $100,000
per year, but organizations with a budget of less than $100,000 have a large number of
employees. This finding suggests that the very smallest organizations are more likely to hire a
greater number of part-time or temporary workers (or sub-contractors) to meet their staffing
and/or business needs (e.g., accounting).

The following chart illustrates how organizations administer their human resource-related
tasks.
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Figure 34: HR practices
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The majority of organizations (59%) in the culture sector, according to our survey, assign HR
tasks to senior management or senior executives. Just 13% have a dedicated HR department or
resource in-house (coupled with 3% that outsource HR). Some 16%, or about one in seven
organizations have no formalized system or approach to managing HR-related activities. The
assumption is that organizations increasingly professionalize their HR practices as they
accumulate a larger workforce, first shifting informal practices to senior management, and then
moving those responsibilities to a formal HR department.

3.2 Benefits Provided

The following chart provides employers’ perspective on benefits, which parallels a similar
question asked of workers in Section 2.4.3 (Figures 29 and 30).

Figure 35: Benefits typically offered employees
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admission to events, accommodation for travelling artists, and professional association fees.
Source: MakingltWork Survey, 2018 (n= 124)
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Overall, the results are quite similar to those
provided by employees, with ‘core benefits’ of
mental health days, medical/dental plans and
paid leave ranking highest among the

“Despite the extraordinary, imaginative, and
powerful work they create, it's not easy being an
arts organization these days. [They] face
significant challenges: inadequate and

benefits provided. The largest discrepancy unpredictable funding, fatigued and under-
between workers an