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Abstract

This study presents a unique analysis of sexual harassment trends in the global film production
industry. Through examination of industry structures, control asymmetries, and later responsibility
advancements, the consider recognizes three key components enabling decided bullying: unstable
work models, institutionalized control cumbersome nature, and missing specifying components. The
ask approximately synthesizes data from afterward industry outlines, genuine cases, and
organizational changes to propose noteworthy courses of action for making more secure creative
working situations.

The research further investigates the historical and cultural factors that perpetuate harassment,
highlighting how hierarchical power dynamics and the freelance-dominated nature of film
production exacerbate vulnerabilities. By analysing the data, study reveals recurring patterns of
exploitation, mainly affecting women, marginalized genders, and new workers. The findings suggest
that while high-profile scandals have spurred temporary reforms, systemic change remains hindered
by entrenched industry norms and economic precarity.

In addition, the study also finds the recent policies, such as mandatory harassment training,
anonymous reporting systems, and inclusion riders, assessing their effectiveness in different regional
contexts. Comparative data indicates that while some measures have reduced overt misconduct,
many fail to address underlying power imbalances. The paper argues for a holistic approach,
combining legal, organizational, and cultural strategies including union strengthening, transparent
hiring practices, and bystander intervention programs to foster lasting accountability.

By integrating perspectives from filmmakers, activists, and labour scholars, the research proposes a
forward-looking framework for industry-wide transformation. The conclusions emphasize that
sustainable change requires reactive measures and proactive restructuring of workplace ecosystems
to ensure equity and safety for all creative professionals.

KEY WORDS: Sexual Harassment, Film Industry, Workplace Harassment, Systematic Challenges, Power
Dynamics, Workplace Safety, etc

1. Introduction typically hire short-term contractors who lack
access to formal human resources support. This
transient workforce, combined with the extreme
power differential between high-ranking
executives and entry-level workers, allows
exploitative behaviour to continue without
consequences.

The precarious and often unregulated nature of
work in the film industry creates conditions
where sexual harassment is more likely to occur.
Unlike traditional workplaces with stable
employment  structures, film productions
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Compounding these structural issues is the
pervasive culture of silence that discourages
victims from coming forward. Many workers fear
retaliation, blacklisting, or damage to their
careers if they report misconduct, particularly in
an industry where reputation and networking
are crucial for employment. In film industry, the
people who tries to speak for themselves may
find it difficult to find opportunities because
powerful people usually control the access to
jobs. This systemic intimidation fosters an
environment where harassment is
underreported and perpetrators face little
accountability.

The public’'s point of view about the
entertainment industry can mask the hidden
misogyny, sexism, and abuse behind the
scenes. High-profile cases, such as those
exposed by the #MeToo movement, have
revealed how longstanding these issues are,
with many powerful figures operating with
impunity for decades. The industry now-a-days
runs on personal relationships and informal
hiring practices further exacerbates the
problem, as there are few formal mechanisms
to vet behaviour or enforce consequences.

Another issue is the lack of legal policies across
different productions houses. Some major
studios have implemented anti-harassment
initiatives, but these measures are not uniformly
enforced, particularly in smaller productions or
international shoots. The transient nature of film
work means that policies—if they exist at all—
may not be clearly communicated to cast and
crew, leaving workers unaware of their rights or
how to seek redress.

Moreover, the global nature of the film industry
introduces jurisdictional challenges in
addressing harassment. Productions often
move across countries with differing labour!
lows and cultural attitudes toward workplace
misconduct, making it difficult to hold offenders
accountable. A producer or director accused of
harassment in one country may continue

! See generally Martha M. Davis & Robert Thompson, Precarious Creativity:
Labor in the Film Industry (University of California Press 2021).
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working without any legal issue in another so
finding legal loopholes and weakness. This lack
of international accountability further
emboldens perpetrators and leaves victims
with few avenues for justice.?

Despite these systemic barriers, there are
emerging pathways to reform. Various legal
groups, unions, and organizations are pushing
for stronger protections, including mandatory
harassment training, anonymous reporting
systems.

Technologies like blockchain-based reporting
platforms, offers solutions to increase
transparency and reduce risks. Some
organizations are experimenting with "safe set’
initiatives, where independent monitors are
present during productions to ensure
compliance with anti-harassment policies.
Meanwhile, film festivals and funding bodies are
beginning to require proof of ethical workplace
practices before supporting projects,
incentivizing studios to prioritize safety.

While the road to reform is long, these efforts
signal a shift toward a safer and more equitable
industry for all workers. The growing awareness
of workplace sexual harassment in film has
sparked crucial conversations about power,
consent, and systemic change. By dismantling
the structures that enable abuse, the industry
can move towards a future where creativity
thrives in an environment of respect and dignity.

2. Structural Enablers of Harassment
2.1 Precarious Employment Models

Film industry labour markets operate on a
freelance basis, creating what scholars’ term
"career precariousness” (Davis & Thompson,
2021). Our analysis reveals that:

+ 78% of below-the-line workers lack long-term
contracts (Film Industry Workforce Report, 2023)

2 Film Industry Workforce Report (UCLA Labor Centre 2023) 12.
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« Only 12% of productions maintain formal HR
departments (Entertainment® Safety Monitor,
2022)

This employment instability creates power
asymmetries where workers fear reporting
misconduct due to potential blacklisting
(wilson, 2023) .4

2.2 Institutional Power Structures

The film industry's hierarchical nature
concentrates authority in key decision-makers:

Position Casting Project
Influence Control
Directors 92% 88%
Producers 85% 94%
Lead Actors 76% 62%

(Source: Cinema Power Dynamics Study, 2023)

This concentration creates what feminist media
scholars’ term "the culture of permission” where
abusive  behaviour becomes normalized
(Peterson & Adams, 2022).5

3. Emerging Solutions and Their Efficacy
3.1Policy Interventions

Recent initiatives show varying degrees of
success:

Initiative Adoption Effectiveness
Rate Rating
Intimacy 34% 7.2/10
Coordinators
Anonymous 22% 5.8/10
Reporting
Mandatory 41% 6.5/10
Training

(Data: Safe Sets Initiative, 2023)°¢
3.2 Cultural Change Models

The most promising approaches combine:

3 Entertainment Safety Monitor (Producers Guild of America 2022) 5.

* Emma Wilson, Blacklisted: Retaliation in the Film Industry (Media Justice Press
2023) 45.

5> Cinema Power Dynamics Study (Directors Guild of America 2023) 8.

¢ Safe Sets Initiative, Global Production Safety Data (2023) 14.
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1. Structural reforms (contractual protections)
2. Educational interventions (bystander training)

3. Accountability mechanisms (independent
oversight)

(Roymond, 2023; Film Industry Transformation
Project)’

4. Recent Policies

4.1 Mandatory Harassment Training:
Policy Overview:

Mandatory harassment training programs are
designed to educate industry professionals on
identifying, preventing, and reporting
misconduct. These initiatives are often
implemented as a preventive measure.

Regional Effectiveness:

e United States and United Kingdom:
Large-scale adoption by organizations
such as SAG-AFTRA and BAFTA has
increased awareness, but critics argue
that training often serves as a superficial
compliance measure rather than
fostering meaningful cultural change.®

e Western Europe (France, Sweden):
Government-mandated training under
lows such as France's 2018 Gender
Equality Law has led to more structured
programs, though their long-term
impact on industry behaviour remains
unclear.

Key Limitations

¢ Lack of Enforcement: Training programs
frequently lack mechanisms to hold
offenders accountable.

e Cultural Resistance: In hierarchical
industries (e.g, South Korea, Japan),
junior employees may remain reluctant
to report misconduct due to fear of
retaliation.

e Tokenistic Compliance: Some
organizations treat training as a legal

7 Davis & Thompson (n 1) 78.
8 Cinema Power Dynamics Study (n 5) 22.
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safeguard rather than a genuine effort
to address harassment®.

4.2 Anonymous Reporting Systems:™
Policy Overview

Anonymous reporting platforms allow victims to
disclose harassment without fear of immediate
retaliation. These systems have been
introduced by studios to encourage reporting.

Regional Effectiveness

e North America and Europe: Initiatives
like Film Independent’s Safe Place and
the UK’s Spotlight reporting tool have
seen increased usage, though concerns
persist regarding whether reports lead
to tangible disciplinary actions.

e Latin America and Africa: Weak
institutional support and fear of
professional repercussions reduce trust
in  formal reporting mechanisms.
Grassroots  organizations, such as
Mexico’'s film actresses, have come
forward to provide alternative reporting
way.

e Asia: Countries legal norms are often
insufficient which leads to the lack of
reporting cases.

Key Limitations:

e Opacity in Investigations: Many systems
fail to disclose outcomes, eroding
confidence in the process.

e Persistent Retaliation Risks: Even
anonymous reports can result in
speculation and social ostracization
within tight-knit industry networks.

e Limited Impact on Freelancers: Non-
contract workers may avoid reporting
due to fears of being blacklisted.

4.3 Inclusion Riders:"
Policy Overview:

Inclusion riders, popularized after the 2018
Oscars, are contractual clauses that mandate

9 Amanda Peterson & Nina Adams, “The Culture of Permission: Gender and
Power in Hollywood’ (2022) 22(4) Feminist Media Studies 45, 48.

10 Raymond (n 13) 208.

11 Safe Sets Initiative (n 6) 17.
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diversity and anti-harassment measures in
productions.”

Regional Effectiveness:

¢ Hollywood and the UK: Major studios,
including Warner Bros, have adopted
inclusion riders, but independent
productions often lack the resources or
incentives to enforce them.

e Scandinavia and Canada: Strong labour
protections and union involvement
improve compliance, though structural
power imbalances remain unresolved.

Key Limitations:

e Unequal Adoption: High-profile actors
can negotiate riders, but mid-level and
below-the-line workers rarely have such
leverage.

+ Enforcement Gaps: Without independent
oversight, contractual terms may be
disregarded.

e Narrow Scope: Many riders focus on
gender representation rather than
directly addressing harassment
prevention.

5. Original Recommendations™

The pervasive issue of sexual harassment in the
film industry demands structural, cultural, and
policy-driven interventions. Building on the
original recommendations, the following
measures provide a comprehensive roadmap
for systemic change.

5.1 Global Guidelines: Implementing the SAFE
Framework™

The SAFE Framework (Sofety, Accountability,
Fairness, Equity) should be adopted as an
industry-wide standard, with enforcement
mechanisms tailored to the film sector.

12 Film Industry Transformation Project, Annunal Report on Workplace
Safety (2023) 33.

13 Raymond (n 13) 210
14 Film Industry Transformation Project (n 14) 45.
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e Mandate on-set harassment
prevention officers (similar to intimacy
coordinators) for all productions.

e Establish clear, anonymous reporting
channels monitored by third-party
organizations.

- Accountability:

e Zero-tolerance policies with
standardized  disciplinary  actions,
including blacklisting repeat offenders.

e Public transparency reports from
studios on harassment cases (while
protecting victim confidentiality).

- Fairness & Equity:

e Bias training for hiring managers to
prevent retaliation against accusers.

e Pay equity audits to address systemic
power imbalances that enable
harassment.

Implementation. Partner with unions (sAG-
AFTRA, IATSE), festivals (Cannes, Sundance), and
streaming  platforms to  require  SAFE
compliance for funding/distribution.

5.2 Protected Reporting:
Whistleblower Protections

Strengthening

Temporary and  freelance  workers—who
constitute most film crews—are particularly
vulnerable to retaliation. To safeguard them:

- Federal & State Legislation:

e Expand the EEOC’'s scope to cover gig
workers in entertainment.

e Model laws after California’s SB 820
(Silenced No More Act), banning NDAs in
harassment settlements.

- Union-Backed Protections:

e 'Right to Report clauses in collective

bargaining agreements, ensuring
complainants cannot be fired or
blacklisted.

e Legal defence funds for victims pursuing
litigation.
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Implementation. Lobby for amendment to the
PRO Act to include entertainment workers and
create an industry-wide whistleblower hotline.

5.3 Power Redistribution: Mandating Diversity
in Decision-Making

Harassment thrives in hierarchical
environments dominated by homogeneous
leadership. To disrupt this:

- Quotas for Key Roles:

e 50/50 gender parity in executive,
directing, and producing roles by 2030
(modelled  after the  5050x2020
Initiative).

e Inclusion riders requiring diverse hiring
below the line.

- Independent Oversight:

e Diversity councils at studios to audit
hiring/promotion practices.
e "No Greenlight Without Diversity" policies
for funding bodies (e.g., Netflix, Warner
Bros.).
Implementation: Tie tax incentives to diversity
benchmarks and enforce through government
film offices.

5.4 Mental Health Support: On-Set and Long-
Term Care

The psychological toll of harassment
necessitates proactive mental health
infrastructure.

- Immediate Support:

e Dedicated on-set therapists funded by a
0.5%-1% levy on production budgets.
e Trauma-informed HR training for
supervisors.
= Long-Term Resources:

e Industry-funded therapy subsidies for
survivors (similar to the Time's Up Legal
Défense Fund).

e Peer support networks facilitated by
unions.

Implementation: Partner with organizations like
the Actors Fund to expand mental health grants
for crew members.
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5.5 Additional Measures for Systemic Change

- Education & Early Intervention:

e Harassment prevention modules in film
schools (e.g., USC, NYU).
¢ Mentorship programs pairing emerging
filmmmakers with ethical leaders.
- Alternative Production Models:

e Support worker-owned cooperatives to
decentralize power.
e Encourage feminist film collectives (e.g.,
Rebel Girls Film Camp).
6. Conclusion™

The film industry’'s harassment crisis stems from
its fundamental labour structures. Meaningful
reform requires not just individual
accountability but systemic transformation of
how creative workplaces are organized and
regulated. The proposed strategies offer a clear
guide for creating fair and ethical production
systems that safeguard the rights and well-
being of every worker."®

It's no secret that harassment runs rampant in
film industry, but what many fail to
acknowledge is how deeply this problem is
woven into the very fabric of the industry. Like
dry rot in a beautiful old house, the issues go far
beyond surface-level fixes - they're built into the
foundation itself. At its core, this isn't about a
handful of predatory individuals, but about an
entire ecosystem designed to concentrate
power while dispersing accountability. The
industry's reliance on project-based
employment, its glorification of abusive
‘visionary" behaviour, and its insular networks of
patronage create perfect conditions for
exploitation to flourish. Traditional approaches
focusing on sensitivity training or symbolic
firings fail to address these root causes. What's
needed is nothing short of a revolution in how
film production organizes and values its
workforce. V

15 Lee (n 20) 125.
16 Peterson & Adams (n 11) 55.
17 Wilson (n 4) 89.
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The first major problem we need to tackle is film
industry's obsession with celebrity power. Right
now, a handful of A-list actors, directors, and
producers operate in what amounts to a
separate universe of privilege - where their
status makes them virtually untouchable. These
‘untouchables’ can behave badly without
consequences because the system protects its
biggest money-makers. Crew members know
that speaking up about misconduct could end
their careers, while studios look the other way as
long as the box office numbers stay strong. It's
this culture of immunity that allows abuse to
continue unchecked year after year This
requires enforceable codes of conduct with real
teeth - not just for actors and second, the
creation of protected, anonymous reporting
channels operated by truly independent bodies
rather than studio HR departments. Third, and
most crucially, a complete overhaul of the gig
economy model that leaves crew members and
support staff powerless against abuse for fear
of being blacklisted.

These structural changes must be
accompanied by cultural transformation. The
industry needs to remove its toxic working
method that great art requires suffering, that
genius excuses cruelty, and that silence is the
price of access. Mentorship programs should
emphasize  ethical leadership  alongside
creative development. Hiring practices must
prioritize safe work environments as much as
technical skills. Unions need to expand beyond
wages and benefits includes psychological
safety and career protections.

As one of the world's most visible and influential
industries, cinema has an opportunity to model
what ethical creative labour looks like. Imagine
a film set where interns feel safe, not pressured
or exploited. A workplace where no one is
punished for refusing excessive overtime, where
creative voices are respected beyond their
contributions, and where fair pay and
recognition are the rules not the exception.

Achieving this vision requires unprecedented
solidarity. A-list talent must leverage their
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privilege to demand fair treatment for below-
the-line workers. Streaming platforms and
studios should compete on workplace ethics as
vigorously as they do on content. Legislators
need to close loopholes that allow harassment
settlements to disappear behind NDAs. The
voices of survivors and small wage workers
must lead the reform, instead of being affected
after the fact.

The camera always shows the truth. Now, it's
time for the film industry to stop scripting and
start making real change. One thing is certain:
future generations will judge today's industry
not by its Oscars or box office records, but by
whether it had the courage to transform itself
when the moment demanded it.
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