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Introduction
This research was conducted in order to obtain a more in-depth understanding into the
needs and experiences of the Black Creative Workforce within the West Midlands, who are
defined here as arts professionals from Black African, Caribbean, Afro-Latinx and AfricanAmerican heritage, including those of mixed-Black heritage who identify as such. This
research was gathered in order to enable cultural leaders across the sector to work
collaboratively to find solutions and make tangible long-term changes with and for the
Black Creative Workforce.
The survey sought to obtain a deeper understanding of the issues facing the Black Creative
Workforce. In addition, the survey strove to recognise opportunities for cultural leaders to
implement and find tangible ways for the sector to learn, challenge and execute the
fundamental changes required for the Black Creative Workforce to thrive within the industry.
This report is for leaders to listen to the Black Creative staff who are sharing their lived
experiences to evidence the extent of the transformation that the sector requires to
improve the wellbeing, opportunities and resilience of the Black Creative Workforce within
the cultural sector.
This report aims to:
Evidence the lived experiences of the Black Creative Workforce.
Provide co-designed recommendations for the cultural sector in relation to the
responses from the survey.
Highlight the current climate of the West Midlands cultural sector.
Offer solutions and next steps for leaders within the sector.
It is important to note that Black artists in the creative workforce should not have
homogenous experiences within the cultural sector; unfortunately, this is not the case.
Across the cultural industries the Black Creative Workforce who are defined as artists,
creatives and professionals in the workforce, share experiences primarily based on
preconceived notions of race, a lack of trust from their colleagues and for their sector, and
therefore limited opportunities to progress within the workforce beyond these barriers.
What is crucial to recognise is that there is a lack of cultural understanding around the
nuanced experiences of Black people within the UK. As a result of this lack of knowledge,
stemming from insufficient coverage of Black histories within education, the systemic
inequality of Black people persists. Black creatives and artists are therefore negatively
impacted within the creative sector.

In terms of accountability, this report will be referencing the Arts Council England Creative
Case for Diversity as a temperature check of how Black creatives are experiencing the sector
and to support the industry in implementing the changes they requested within the
recommendations.
This report aims to open a new dialogue for the Black Creative Workforce in the sector and
evidence the lived experiences described, and ultimately find new opportunities to
collectively build a new industry that recognises their skills and expertise within the
industry.

Methodology
A questionnaire was sent out to Black creatives in the West Midlands, asking them to:
Share lived experiences.
Identify barriers when working in the arts.
Explore roles and ambitions beyond barriers.
Identify definitions of thriving within a working environment.
Identify needs in order to thrive within their field.
This report uses the data and information collected from 50 respondents specifically from
the West Midlands Black Collective (WMBC) and 5 other responses to the survey, one to one
interviews, and three focus groups with a further 90 Black creatives attached to the WMBC
and wider Black creative networks.
The research collected was qualitative, based on free answers to collect as much detail as
possible. The responses were then segmented into categories to create statistics based on
common themes and ideas.

Barriers
This section of the radically listening research explores and highlights four key areas, to
obtain a more in-depth understanding of the barriers the Black Creative Workforce faces
within the cultural sector. It will highlight how this is reflected within early, mid-career, and
professionals in the industry to reflect on and improve the daily experiences of the Black
Creative Workforce and address systemic inequality.
The shared barriers in early, mid-career, and professionals within the creative sector
include:
Lack of visibility and tokenism.
Lack of representation in senior leadership and governance roles.
Lack of cultural awareness.
Lack of trust and confidence shown by the wider cultural workforce.
These factors are having a negative impact on the wellbeing of Black creatives and are
providing fewer opportunities for them to thrive within the sector.
However, this goes beyond wellbeing
within the workforce, according to Ipsos Mori, Attitudes
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to race in the UK report (2020) , “Just four in ten (45% of people) believe there is more racial
tolerance in Britain today than there was 10 years ago”, which highlights the shared
experiences the Black Creative Workforce face within the cultural sector.

Lack of visibility and tokenism
A common barrier faced by the Black Creative Workforce, is a lack of visibility in terms of
recognition and contributions to the workforce.
From the findings of the radical listening research across all levels, over half of the
respondents to the survey highlighted that the only times they were “seen” were for
purposes specifically relating to diversity.
Common examples of this are opportunities to represent organisations on behalf of
"diversity", or within the organisation when asked to speak on behalf of the Black British
community, which is a common mistake organisations make when trying to be inclusive. It
evidences the need to recognise and understand nuances of the Black British community
and the diaspora.
_____
1. Attitudes to race in the UK report 2020, Ipsos Mori

An early career professional highlights:
"I don't know if I can call them barriers as such. During my internship with one of the
major art organisations in Birmingham, I was never made to feel less than others. I'd say
that in terms of the programme on offer at the said organisation, only a small section of
what was on offer felt like it was for people like me. Which is funny considering I was
helping to market said programme. And I noticed the lack of people like me in the office,
bar one member of staff who was mixed-race, but again I'd only see her at certain times
of the year. But all in all, working with that organisation has been a career highlight."
In terms of Black artists and creative freelancers, a common barrier is a lack of visibility
from programming and casting, to front of house and back of house, large scale
performance opportunities and finding avenues to change perceptions based on their
capabilities in order to further contribute in the sector. This in turn, limits the number of
‘opportunities’ with the knock on effect of leaving Black artists and creatives being made to
feel in competition with each other.
A mid career artist highlights:
“I get asked to do jobs immediately after organisations get funding and then being
repeatedly asked to fill out a diversity monitoring form (tick boxing) the same
companies had never worked with me before. Only being seen for roles that depend on
Blackness rather than roles that my white counterparts are able to be seen for. Being put
in the same box as Black women but knowing that Black women would not be able to go
for Black mixed race roles.”
The barriers expressed sit within perceptions, value and tokenism based on racial biases
formed by non-Black colleagues and placed upon the Black Creative Workforce.
Respondents working within the cultural sector in non-creative roles have also shared
similar experiences in being both tokenised, and undervalued by senior leaders and not
taken seriously.

Lack of representation in senior leadership, governance and creative programming
There is a deficit in representation from creative Black professionals in senior leadership
roles, governance and long term careers in the cultural sector. There are structural barriers
placed upon early and mid-career professionals based on a lack of trust. There is also
increased competition for mid-career professionals in middle management roles, financial
inequalities, and blockages in pipelines for career progression into senior management
roles within the sector. According to The Arts Council England’s 2012 - 2015 report, Equality,
Diversity and the Creative Case "just 9% of BME (Black and Minority Ethnic) staff are in
management roles across the country - a clear indication this barrier is on a national level."
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The Arts Council’s National Portfolio 2018-22: Equality Analysis, highlights a low number of
Black and minority ethnic led organisations in the National Portfolio (48) and no Black and
minority ethnic led Major Partner Museums (using the 51 per cent definition).
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From the findings of the survey, when asked “if there were no barriers in the sector, what
roles would you apply for?” The majority of respondents from the survey highlighted
executive, management, or programming roles. Which in turn indicates the ambition within
the sector across all levels. However, a lack of representation and unclear pathways
together with a lack of networks and structural blockages in progression were identified as
common barriers in applying and obtaining those roles.
A mid-career professional highlights:
"I have had a few training opportunities through employed roles; I have had limited fulltime opportunities in the region, low pay, limited opportunities to grow. I worked for a
company doing event marketing for two years for £10 ph I was also delivering comms,
social media strategies and was asked to deliver national leadership talks. As a result, I
was then offered a full-time role to market and communicate two additional
departments for £18k. I am over 30."
According to the Mcgregor Smith review (2017) “BME individuals in work tend to be
overrepresented in lower paid occupations and sectors, and are underrepresented in higher
paid occupations (such as professional and managerial roles).”
4

_____________
2. Equality, Diversity & The Creative Case - A DATA REPORT, 2012-2015
3. National Portfolio 2018-22: Equality Analysis
4. Race in the workplace, Mcgregor-Smith-Review, 2017

The need to build resilience is a common thread for the Black Creative Workforce in order to
progress, from entering the sector and recognising the need for further investment
initiatives to combat the lack of representation and role models.
Lack of cultural awareness and presence of unconscious bias
There is a need for developing cultural understanding surrounding the nuances of the Black
population in Britain and the diaspora from non-Black colleagues, from recognising
concerns surrounding racial bias and microaggressions within the workforce to taking little
to no action when concerns are raised.
Black Lives Matter evidenced the need for unconscious bias training and anti-racism
training within the workforce. There are, however, still no formal bodies for Black colleagues
to evidence their lived experiences, thus leaving the Black Creative Workforce more
vulnerable when addressing their concerns due to doubt and a lack of trust, or the
minimisation of their lived experiences within the sector.
In terms of cultural awareness, respondents from the survey are calling for the higher
education and creative sectors to investigate and interrogate how creative practice is taught
and explore what defines "the correct form". They also call for further education in the
sector to take greater responsibility in incorporating inclusive training practice into all
workforce training.
A professional dancer after training for four years at a UK dance school believes dance is
taught for a specific "type" of body. This evidences the historic racial bias in the training of
future dance professionals, which has a wider impact on the experiences of young Black
dancers within training, retention in career development and fewer professionals within the
sector.
"As a Black dancer my body type tended to be different to those surrounding me, and it
felt like we were only taught one specific way to access technique when the same
technique needs to be taught slightly differently depending on the body types. I believe
all teachers should have knowledge on how to work with more muscular, curvy body
types (not all Black people have that body type either) but it's like the teaching didn't
adapt to that.
If you look at American Black dancers like at Debbie Allen’s studio, there, young ballet
dancers are strong, athletic, but have a high level of technique, a lot of Black dancers in
the UK aren't highly technical, there are the odd exceptions, but I believe there is
something missing in the intuitions when training the few black dancers they have. Also,
the fact that in 2020 I still can't buy skin colour ballet shoes for my skin tone (dark skin
Black girl)."

An early career singer highlights :
“The system is flawed with systematic inequalities, I have been stopped by lack of
opportunity provided for women in music, as a woman and BAME woman identity. I have
been looked at and cast typed and expected to sound like Jill Scott or Lauryn Hill. When
at some festivals and events, when speaking to people often white people about my set
they then reference very generic artists like aunty Jill and say I'm like her just because
she Black and sings and I do too.”
However, the need for more cultural awareness reaches beyond cultural training as the
relationship between a lack of cultural awareness and unconscious bias has a wider impact
on decision making within the cultural sector based on unchallenged perceptions.
For cultural programming and decision-making, this lack of cultural awareness is impacting
on perceived value of artistic work. This has translated to contemporary Western artistic
work being valued and favoured over Afrocentric practice delivered by Black creative
practitioners.
Credibility and value of Afrocentric work has been seen to increase by partnering with
contemporary western organisations or artists, rather than the practitioner delivering being
valued for what they contribute.
Lack of trust and confidence shown by the wider workforce
Across all roles within the sector, 85% respondents to the survey referred to trust as being a
significant barrier which has a direct correlation to gatekeeping as this is based on trust on
services, deliverable outcomes and long-term relationships built within the industry. From
established creative professionals building relationships to early-career staff evidenced
that both their work and time are undervalued, and it had taken both significant reputation
building by working for free in order to gain credibility within the sector.
A mid career professional highlights:
“There is no room for your true self to be a part of the working environment. When you
bring up the fact that you have been patted on the back after a presentation and told
"you speak so well," and no one bats an eyelid, a little bit of that voice you learnt to roar
with goes away. Each pat on the back, each touch of the hair, each time your existence is
made to feel small and unimportant, questions everything you have ever worked on
yourself. And I am doing the work. These organisations can stunt your artistry and
productivity. They leave you unable to express yourself because if you really do - what
will happen? In an instant, being surrounded by whiteness that does not want to even
see what I can do.”

This leaves little opportunities for the Black Creative Workforce to navigate through these
barriers, as in both cases, there is no way to negate the decisions made without challenging
the decision-maker.
Statistics: Barriers facing the Black Creative Workforce from the survey
60% stated that key barriers faced included a need for more visibility and less tokenism
within the workforce.
45% stated that progression within the workforce is a key barrier.
85% of common barriers faced were a lack of cultural understanding and trust within
the workforce.
Recommendations from the Black Creative Workforce:
Active support for the progression and flourishing of Black people in the workforce
(employed and freelance) – from entry level to leadership, including wellbeing support,
visibility, safe spaces, making room at decision-making tables and a commitment to fair
pay.
Audit representation within current Board, leadership and workforce and share this data
openly.
People who are willing to make space for others to drive that change.
Equality of opportunity and access for those who work in and experience arts and
culture.
Transparent and consistent pay rates across all paid opportunities in the cultural sector.
Question the decision-making behind offering unpaid opportunities without a budget in
place.
Closer attention to integrated development and the design of progression pathways
within the sector into senior and leadership roles.
Equality challenges for the cultural sector:
Arts Council England has set temporary equality objectives 2020 which demonstrates that
5
funders are actively shifting their desire for funded cultural organisations to embed
practices that remove barriers across the sector in response to Covid 19 until March 2021.
They highlight:
Ensuring funded organisations and projects improve and can demonstrate meaningful
engagement with Black, Asian and Minority Ethnic workers, audiences and participants.
Challenging racism and embedding anti-racism values across all of the Arts Council's
policy and funding decisions.
_____________
5. https://www.artscouncil.org.uk/covid-19-response-reset/temporary-equality-objectives-2020

Conclusion
There is a considerable need for further education in the understanding of the cultural
experiences of the Black Creative Workforce, and we have only delved into some barriers
that the workforce faces. As a sector, there needs to be more education, active allyship
when working with and for the Black Creative Workforce - as there is no "one size fits all
approach".
Further research highlights that “BME individuals are less able to secure career
opportunities aligned to their skills and qualifications; inequalities in contract types and
6
degrees of job security.” For Black professionals there are ambitions of senior leadership
roles, and further representation within the workforce, beginning with addressing job
security and inequalities in relation to contracts. These are key areas in order to support the
Black Creative Workforce forging long term careers within the cultural sector.
Right now, there is a call for real, tangible, urgent action and solutions, as members of the
Black Creative Workforce are placing trust in the process by sharing their lived experiences,
including traumatic experiences they should not have to share, in order to make a
permanent change.

______________
6. (Race in the workplace, Mcgregor-Smith-Review, 2017)
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/594336/
race-in-workplace-mcgregor-smith-review.pdf

Working Culture
The Black Creative Workforce is calling for a shift in the working culture. This section
explores how the working environment impacts the wellbeing, security and opportunities to
contribute for staff, freelancers and artists. There is a demand for a working culture that
seeks to:
Actively challenge unconscious bias and promote inclusivity from leadership within the
workforce.
Build trust through participating in decision making, sharing lived experiences and
further dialogue involving their expertise to find solutions.
Provide opportunities to progress within the workforce based on skills and contributions
within the workforce.
Access and creating opportunities for collaboration in ideation, leadership and
networking.
In terms of working culture and thriving within the workforce, the Black Creative Workforce
finds there is a pre-existing culture within the workforce that is difficult to navigate.
“Joseph Rowntree Foundation found that BME groups tend to have unequal access to
opportunities for development, often because of a lack of clear information on training
opportunities or progression
routes within their workplaces.” (Race in the workplace: The
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Mcgregor Review, 2017).
This is evidenced within the quotes below from respondents to the survey.
Access and opportunities for collaboration in ideation, leadership and networking.
An early career professional highlights:
"It was difficult getting into the arts. It is so much about who you know and people
mainly work within their friendship groups/networks but then it becomes an exclusive
club. Breaking in was very difficult and it is still a barrier for myself and others I know.
This affected me in many ways including opportunities for work which I was qualified for,
opportunities for progression, questions about my reputation because I didn't have
people to vouch for me at first and having to work so much harder and for free, before
getting a foot on the ladder. This is especially hard for people of colour, younger people,
those from a low socio-economic background as well as other marginalised groups. And
if you finally are granted entry into the exclusive club and you are from a marginalised
group, you are tokenised and not taken seriously."
__________
7.(Race in the workplace: The Mcgregor Review, 2017).

The sector has created a working culture that is exclusive and nepotistic which facilitates an
environment that is difficult to work in and emotionally and mentally unsafe. This behaviour
often leads to insecurity within the workforce and self-doubt which causes individuals,
therefore, to conform to the existing culture in order to gain acceptance. Frustration based
on stereotypical assumptions, cultural misappropriation and fewer opportunities to be
recognised and valued for skills they can contribute ultimately damages the wellbeing of
staff.
There is an extra pressure for the Black Creative Workforce that does not provide a safe
culture of experimentation with room to test and learn without damaging relationships and
reputation. The Black Creative Workforce, therefore, is looking for leaders and allies within
the workforce to question, challenge and to create a sector that is open and inclusive.
Experiences of injustice and the need to actively challenge unconscious bias and promote
inclusivity from leadership within the workforce.
A long term professional highlights:
"I had worked there for 4 years. Mostly though it has been systemic and the internalised
racism and classism that I experienced throughout a 20-year career. The school was bad
enough, but being professional whilst being Black within arts institutions was soulcrushing.”
As a result of this, many respondents also reported that they were not trusted to do their
jobs without fear of persecution, or were being undervalued for their contributions. They felt
that they were intentionally left out of “opportunities offered that are worthy of my abilities
and ambition” and unable to "Bring my authentic self to work without any hesitation". Thus,
there is an increased need for the Black Creative Workforce to "Take up space", which has
been defined as putting effort into being more visible, valued and heard within the
workforce.
A mid-career artist highlights:
“There have been castings where I have been completely embarrassed in front of a room full
of people - I was once asked to take my hair out so the casters could see the length - my
hair was tied back and not in a state where it is out would look good or even give a realistic
idea of its length because it was in an unruly state (very common for my type of afro hair). I
explained this, but they insisted. I have been asked to audition for a role based on a British
monarch who ruled during the golden era, an era built off the back of slavery and
colonialism. They were particularly looking for a non-white actress and they described the
character as being the heroine - I found this to be hugely ignorant.

"I've been asked, in a waiting room full of mostly white women, my dress size despite the
call out stating you must be an 8-12 and to wear shorts. I'm curvy and was the correct
size. I don't believe he would've asked anyone else that question so brazenly.”
The quotes above highlight the barriers in language within the workplace based on a lack of
cultural awareness and historic education. It also shows the need for creative practitioners
and the cultural workforce to research cultural heritage and to question through what lens
they are basing their views on Black people within the sector, and why it is appropriate to
challenge their biases when questioned.
Key questions for cultural leaders:
How can the Black Creative Workforce break through the structural barriers within the
workforce, if Black British history isn’t sufficiently taught within the curriculum?
How will Black creatives and non-Black counterparts know and value the contributions
that Black British people have historically given to the UK, if Black British history isn’t
taught within the curriculum.
How does challenging racism and embedding anti-racist values within the workforce
address the shared barriers facing the Black Creative Workforce?
Will addressing this knowledge gap lead to more racial tolerance within modern Britain
and in the workforce?
The Black creative workforce are seeking:
“People with power who are willing to make room at the table for new talent. This is a
major issue - many decision makers don't want to give up or share the power. “
“Allies and supporters who are willing to give up privilege so that People of colour,
queer, working-class and other marginalised people can take up more space”
“Safe places within the workplace where those marginalised in the sector can talk and
discuss microaggressions”
“Making people in organisations aware of and prepared to tackle issues of unconscious
bias and casual racism so that all Black people in the sector feel able to bring their
authentic self to work without any hesitation.
One respondent highlights:
"A workforce that understands unconscious bias consciously works towards making the
working environment inclusive. Leadership that is democratic and willing to trust the
experience of a diverse group of staff. What is the point of having a wealth of varying
perspectives, but only the leader's way gets the time of day? It's wasted talent and
people will move on at the detriment of the organisation."

Conclusion:
A common narrative for the Black Creative Workforce is that often they are not trusted to
enter the sector to deliver work, followed by microaggressions within the sector based on
assumptions of a homogeneous view of black people. There is then further pressure to
conform to this way of working in order to thrive within the workforce.
The cultural sector needs to incorporate both unconscious bias and anti-racism training
across the workforce in order to recognise such behaviours. It needs to report and take
action by putting policies in place to end injustice within the workforce in order for the
working environment to be a space for all colleagues within the workforce to thrive.

Funding
In terms of obtaining funding, there is a paradox of experiences for the Black Creative
Workforce for those who have had experience in building relationships within the sector
and applying the correct language in writing a funding application to receive funding. Only
22% of respondents said that their experiences of getting funding were positive.
Key funding challenges include:
Access to knowledge in securing public funding
Partnerships with cultural organisations beyond box ticking
Transparency and consistency in paid opportunities across the sector, a demand for a
sector-wide fair pay policy.
The equality analysis of the 2015-18 National Portfolio investment highlighted the decrease
in Black and minority ethnic led organisations from 56 in 2012-15 to 52 in 2015-18. There
were also low numbers of new applications received from Black and minority ethnic led
organisations with only eight new applications, of which seven were unsuccessful.
Often, Black artists and freelancers seek to work with cultural institutions to obtain funding
or to collaborate with cultural institutions but feel left out of vital stages in programme
designs or are offered low paid opportunities to create work for diverse audiences. This
results in "tokenistic approaches to funding diverse work" and being offered opportunities
on the basis of meeting institutional diversity targets.
There are offers for unpaid opportunities classed as work experience for exposure in the
sector, and also demands of unpaid work with no contractual agreements in place. A
common fear among the Black Creative Workforce is feeling powerless. A respondent
highlights this experience as "Not being paid for jobs and not having the power or funds to
fight back in fear of being reprimanded".
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The Arts Council England Creative Case for Diversity requires:
Members from protected characteristic groups are highly involved in the development
and delivery of the artistic or cultural programme.
The work the organisation produces/presents regularly provides high profile platforms
for showing work from diverse artists, practitioners or various led organisations, or
opportunities for their involvement/development, across all areas of the artistic or
cultural programme, including work with collections, where relevant.
__________
8. Appendix 1: Creative Case for Diversity ratings prompts 2018-22
https://www.artscouncil.org.uk/sites/default/files/download-file/ACE_Monitoring_Band_2_18062020_0.pdf

A challenge that was raised during one of the focus groups is how are organisations working
to meet this expectation - if they aren’t using the best methods to reach Black audiences in
a valuable way, is it time for cultural organisations to change their approach which enables
their funding to be redistributed more equitably?
A further provocation was asked - where organisations are not meeting their Creative Case
for Diversity without the evidence of planned action towards change, where does the
funding go?
Organisations aren’t using the appropriate method to meet this requirement, leaving Black
artists over-consulted, unpaid and under-valued, especially when Black artists from specific
communities want to create work for all audiences. However, they are being used to make
work to reach audiences that match their demographic only.
Respondents highlighted that a fundamental barrier to receiving funding was obstacles
created by producers and programmers working within cultural institutions and
undervaluing their work in terms of artistic quality and therefore monetary value.
An artist highlights that:
"I've always been a bit apprehensive and I think communities of colour are often
hesitant to work with cultural organisations because there is a prehistoric 'get
something for nothing' approach to building relationships with work artists”.
Quotes:
“I had a tour funded earlier this year and outside of that a few scholarships private and
institutional - again they come with a feeling of tokenism and elevating one's
responsibilities. I've always been a bit apprehensive, and I think communities of colour
are often hesitant to 'get something for nothing' - however have recently felt qualified
and deserving to receive the same support as others. An artist friend of mine doesn't sell
any of his work because he knows that bringing money into the conversation will change
his process and naturally make it more consumer-driven. I've recently realised that
funding can be a way to unlock the artist from the expectation of their audience in some
ways and to allow them to scope, to create uninhibitedly by the idea of making money
from work. Not fully got to grips with what I think but hearing that 96% (I think) of music
funding from the Arts Council goes to White Classical artists and organisations made me
feel more entitled to that kind of support, especially as that music doesn't generate
much wealth nationally and doesn't connect much with my community.”

25% of respondents from the survey stated that either they had never applied for funding
because writing funding applications is daunting, or the language used in funding
applications is inaccessible.
This traditional model has often led to negative experiences and further barriers because
low paid artists find it "difficult to find space to apply for funding when you're working to
make rent" and for Black artists to partake in the process only once the funding is secured.
"In the initial stages of career having lacked knowledge in how to seek funding."
"It's very annoying when people get funding to do Black projects when Black people
aren't involved or being consulted. Then when an artist is involved, they are paid poorly."

Statistics from survey:
25% early / mid-career members of the Black Creative Workforce stated that funding is
perceived as daunting and more development and access to learning about how to
obtain funding is essential.
22% professional/mid-career stated that they had good experiences obtaining funding
from public funding bodies.
20% faced barriers getting funding due to Producers/arts organisations.
Recommendations:
For this process to be democratic, cultural institutions need to embed a co-creation model
within their process when applying for funding as an alternative to the consultation model.
This requires a commitment to making the necessary resource and time available.
Although there has been a call for more development opportunities in how to make
effective funding applications, including the language used and preparing supporting
documentation, such opportunities need to be more widely publicised.
There also needs to be greater attention paid to the facilitation of building direct
relationships and information sharing between public funding bodies and members of the
Black Creative Workforce, for example through mentoring, so that they may be enabled to
prepare and submit their own applications.

Conclusion:
Often the Black Creative Workforce is caught in a catch 22 when obtaining funding within the
sector. However, the problems they face go far beyond securing funding for a project or
getting a pay rise within the industry. Members commonly have their work associated with
community arts or with developing work that is specifically for Black audiences, and are,
therefore, undervalued in payment and treated as unworthy for larger-scale collaborations.
Black artists and the Black Creative Workforce are fatigued from rejections of their work by
cultural institutions and homogeneous associations and are now seeking to work directly
with funding bodies to break these barriers.

Accountability
In order to develop a cultural sector that is equitable, representative and inclusive there is a
call for cultural organisations to mitigate further risk to the Black Creative Workforce, by
recognising behaviour that historically led to damaging experiences for Black artists and the
Black Creative Workforce and by requiring leaders to take tangible action.
How can leaders ensure opportunities within the workforce are equitable, inclusive and
representative, when there are no opportunities to share experiences directly? And what
happens when things go wrong?
There is a need for leaders to understand how taking little to no action when the Black
Creative Workforce are facing injustice and inequality can lead to a lack of trust within the
cultural sector.
There is a call to transform culture within the sector to ensure that issues are properly
addressed as Black artists and professionals within the sector acurrently are disempowered.
They therefore have limited freedom to thrive within the workforce, unless organisations
hold themselves to account and take action.
Quote:
An example of how microaggressions exist within the sector.
“No jokes about my humanity or body. It’s not humour. I need support and openness
instead of defensiveness. Accountability and the ability to apologise and mean it and
make change”.
This respondent has highlighted the need to review how language is used within the
workforce. It is an experience of a respondent “calling out” inappropriate language, and
then having an experience of gaslighting when addressing the problem.
Though this is perceived as a relatively minor case, key questions need to be asked.
What support is in place to ensure that there is zero tolerance to culture that permits
abusive language within the sector? Why were the feelings of this respondent not taken into
consideration when raising the incident? How often do these experiences happen within the
workforce?

This respondent highlights how ingenuine gestures are without action:
“But most importantly, ACT on the actions you make in your social media statements so
everyone knows it's not performative. I think real accountability comes from sincerity
and actually caring for the cause; if a person or organisation doesn't care, they can tell
their PR and Marketing team to continue releasing statements, but internally nothing
will change! Be completely honest and transparent. Don’t be afraid to own up and say
you've made an error, how you made the error, and what you're going to do to put it
right. Accountability is making a commitment and ensuring that you honour it during
every interaction and decision”.
Currently, there are very few sector-wide responses to reporting racism and injustice within
the workforce. There are no sector-wide zero tolerance policies in place in reporting
incidents. Often there are experiences of colleagues within the Black Creative Workforce
putting themselves at risk in order to call out unjust behaviour without security against
further risk or repercussion to the whistle-blower, leaving Black colleagues unsafe and
therefore further silenced.
There is a call for leaders within cultural institutions to act with care, and to recognise
behaviours within the workforce that lead to further barriers surrounding progression within
the workforce. Behaviours include:
Micromanagement without recognising and valuing work contributed to the workforce.
Leaving staff out of vital conversations, meetings and emails directly relevant to their
roles and responsibilities.
Unequal pay and little documentation surrounding its justification.
Having no Black colleagues in decision-making level roles and making few efforts to
combat this.
Making decisions on behalf of the Black Creative Workforce and colleagues without
consultation and listening.
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In terms of ACE funded NPOs the Monitoring prompts for Band 1 & 2 organisations require:
The organisation actively removes barriers facing members of protected characteristic
groups in participating and engaging with the sector.
The work the organisation produces/presents reflects the diversity of the local
community and/or contemporary England.
If organisations meeting their diversity criteria do not mention board level or senior
management roles, then how can they put measures in place to address progression in the
workforce and programming if they are not required to?
_______
9. Monitoring prompts for Band 1 organisations

Quotes from the Black Creative Workforce regarding accountability:
“Accountability is the WORK. Not just admitting to falling short but being forced to make
the change for the foreseeable future. Apologies are not enough."
"Accountability to me looks like accepting responsibility for actions and in-actions. Part
of that responsibility involves active listening and being aware of a variety of different
perspectives and voices but also having the agency to admit when something lies
outside of your expertise and then acting on that expert knowledge. It is not putting
blame or judgement on others”
“Actually, restructuring organisations and going beyond a 'diversity quota'”.
“Addressing layers of inequality and racism beyond the words of diversity and inclusion.
Long-term strategy to action and change.”
Recommendations:
Safe spaces in the workforce to discuss and report microaggressions, incidences of
racism without fear of repercussion, and a due diligence investigation process.
Provide a whistleblowing policy to ensure organisations are correctly held accountable,
and put a policy in place to withdraw funding from cultural organisations that have
been reported for continuing to allow racism within the workforce.
Take greater responsibility for addressing layers of inequality and injustice beyond the
words of diversity and inclusion through creating a long-term strategy for action and
change.
Conclusion
In terms of accountability, the Black Creative Workforce is seeking ways to feel safe within
their organisations, and for reports on behaviour identified as racism and bias to be valued
and taken as seriously as a safeguarding incident.
Currently, the Black Creative Workforce does not have spaces within the workforce where
they can share their lived experiences, or report behaviour that is racist. Where do artists go
if a member of staff that holds power beyond their abilities within the workforce displays
behaviours that are unjust? What happens when they report their lived experiences and
nothing happens? One respondent highlights “This conversation has been going on for over
20 years within the arts and we are still seeing limited accountability.”
But it’s never too late to change, and the time is now.

Conclusion: Enabling the Black Creative Workforce to
thrive within the cultural sector
This report shines a spotlight on the wide-ranging and often longstanding challenges which
members of today’s Black Creative Workforce face in seeking to pursue a career in the
cultural sector. Drawing on the evidence from the survey and focus groups, it has been
possible to identify both visible and hidden inequalities arising from the culture within the
workforce and from within the cultural sector as a whole. It has, however, also been
possible to find out what changes Black creative practitioners want to see in order to feel
valued and positively recognised. These include being able to work and progress in a
cultural sector which embraces diversity and provides equal opportunities to all and
supportive pathways for progression in their chosen field.
For the Black Creative Workforce, thriving within the cultural sector requires trust,
transparency and further advocacy within the workforce from both peers and leadership
within the industry. The majority of survey respondents pointed out that often they were
granted few opportunities to showcase their talents within the workplace and had limited
access to leadership and even fewer role models within the sector.
The respondents below highlight examples of how this is currently displayed within the
sector.
“I need to be surrounded by progressive creative peers and creative leaders who are not
insecure or fearful of working and collaborating with an independent intelligent creative
Black Female Arts Professional like me. I need the space, power and finance to focus on
my craft and specialist knowledge to create new work while working within this sector.”
“Regular personal development, occasional check-ins to make sure I’m okay (for
instance, during the peak of BLM, I would have appreciated my current employers to
speak about it with me in some way or at least check I'm alright, but they didn’t, and it
made me re-evaluate how much I mean to the company), being considered for the next
steps and career progression (instead of looking for new talent outside of the company,
why not start in-house and see if I’m capable before passing it on), a salary I can
actually live off!”
In the first case, the respondent highlighted the need to be recognised beyond assumptions
based on their race. This respondent in particular referenced a need to be valued for their
contributions to the workforce, yet also felt a need to minimise themselves based on
inflicting fear or intimidation on their colleagues.

This example evidences the barriers to thriving within the workforce due to colleagues
within the sector viewing this respondent from an homogenous perspective. Nevertheless, it
shows the desire to contribute to the sector beyond their racial input and to be seen and
valued as an individual artist.
The second case highlighted the paradox of how their race impacted their experiences
within the workforce and especially the opportunities to progress within the workforce. In
both cases, experiences require a culture that facilitates transparency and open dialogue on
race. In addition to this, both experiences show the need to address the disparity between
the time spent within the workforce and how it equates to the level of financial recognition,
as 40% of respondents also expressed that financial recognition and value contributed to
thriving within the workforce.
In terms of transparency, 32% of respondents called for less hierarchical structures in
relation to discussing issues around race within the workforce and checking in on mental
health of staff in light of the recent protests and wider conversations. A further 25% of the
respondents also highlighted that trust, advocacy and access were vital to thriving within
the sector; it has been identified that artists specifically do not feel trusted to make work of
high quality.
A common experience shared is often having work identified as community produced work
or work that is made for Black audiences. A respondent raised that they wanted to make
“work for everyone”, but felt that, from experiences with venues and producers, their role is
regarded as one aimed at bringing in Black audiences.
There is a demand for more advocates within the sector that can enable more opportunities
for the Black Creative Workforce to get work and progress within the field, as 17% have
referred, identifying training and mentoring opportunities to thrive within the sector,
however, these are mainly in arts administration and off-stage roles.
Working culture statistics:
32% want less hierarchical structures, more transparent and consistent payrates across
the sector. Opportunities to progress, fair pay distributed more fairly.
25% trust in artistic, honesty, advocacy, access, long term partnership working and
investment.
18% that the workforce understands and implements representation, unconscious bias,
consciously works towards making the working environment inclusive.

Based on the evidence of the Survey and Focus group discussions, it is clear that the
cultural sector and the cultural workforce within it need to address the issues raised as a
matter of urgency. In spite of the requirements made by ACE on cultural organisations to
address issues of diversity and inequality in the creative workforce, structural and systemic
inequalities still remain. This Report, therefore, makes the following recommendations on
what kinds of action are needed to achieve positive change and a work culture in which
Black creatives can thrive so that the sector can celebrate the richness of talent present in
the whole workforce.
Black Creative Workforce Recommendations for a thriving work culture:
Less hierarchical structures, more transparent and consistent pay rates across the
sector.
Fair pay.
Networking, mentoring and support in seeking funding.
“People who hold the power, to make room at the table for new talent. This is a major
issue - they don’t want to give up the power.”
“An ear that really listens”
Funding to allow work to be made, commissions.
“The change in the idea that Black and Brown people's achievements, skills and
Passions are not an extraordinary event, it is fetishised. I feel this is why we are lacking
in all areas and levels of the sector as, as a whole, we are not given opportunities or
praise.”
Skills and development, stability, both financial and just the stability of not having to
apply for fixed term contracts, I’m a queer man of colour with no safety net, and that’s
led me to make decisions which aren’t good for my career out of the need for stability
or forced me to be compliant in organisations I don’t agree with.
More castings that suit abilities - combat, fighting etc.
Better access to the creative networks in the West Midlands.
They are looking to build closer relationships with cultural venues and want to collaborate
in supporting the sector but often feel as if there are limited opportunities to do so. The
Black Creative Workforce are seeking to be trusted not only to develop work within the
sector, but to have opportunities to showcase their talents within the workforce. There is a
call to revisit what makes the cultural sector one that works for everyone. From the
workplace to the stage, how can the cultural sector not only celebrate the breadth of talent
within the field but review how this is remunerated? There is a call for leadership across the
sector to implement pay reviews, a reduction in hierarchy and greater transparency across
the sector.

Final Thought

"There is no single approach that all businesses can adopt to
ensure equality and diversity are beneficial. To be effective,
equality and diversity need to be embedded in the business
strategy, not treated as an ad-hoc addition"
(The Business case for Equality and Diversity: a survey of the academic literature)

10

Thank you for making your commitment to be part of real change and radical, needed action
as we work together to make a fairer future – starting now.
Sign up to the More Than a Moment Pledge at www.culturecentral.co.uk/MTAM.

Footnotes:
We have adopted the Black Ticket Project‘s definition of ‘Black’: as of Black African,
Caribbean, Afro-Latinx and African-American heritage, including those of mixed-Black
heritage who identify as such.
The More Than a Moment pledge includes an action to eradicate terms that cause harm
including BAME, BME, people of colour and urban (amongst other terms that are not
specific). These terms have been referenced in this research as direct quotes from
individuals and wider sources.

_______
10. ‘The Business case for Equality and Diversity: a survey of the academic literature
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