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Foreword

It's no secret that the music industry has historically been a boys’ club. There have
been decades of music defined by incredible women dominating the charts, but
behind the scenes women have often been pushed aside and prevented from
reaching the same career heights while typically white, male executives have
profited from our labor.

When | started in the business back in the ‘80s, the A&R reps who came out to
see me were all men. There were very few women in the business, and this was
the norm at the time.

In the late ‘80s, the industry started to change. There was finally a bit of interest
in women artists’ music and experiences. In 1988, when | was finally signed and
my album came out, women were starting to break through the industry wall.
Tracy Chapman, k.d. lang, Toni Childs, and Sinéad O’Connor were writing and
releasing songs, and people finally started paying attention and realizing we had
something to say.

In music—as in life—being a woman comes with its own set of obstacles, both
seen and unseen. Ranging from unequal pay and a diminished sense of autonomy
to the countless cases of sexual harassment and abuse that have come to lightin
recentyears from all corners of the industry. And, these obstacles are compounded
for women of color and gender expansive individuals.

What was the hardest for me was also a blessing. I'was lucky enough to find

steady work in LAs lesbian bars, so when | entered the music industry, it was'
already known that | was gay. It changed the way people responded to me. | didn't
experience the same sexual harassment as straight women did in the industry. & -

Men stood back and didn't know how to deal with me, so in a'way, my queerness
protected me.

F
F

Melissa Etheridge

To me, BE THE CHANGE means that when you try to spend your time and energy
trying to change everyone else — that's a rough road. The best change is to
become what you want to see. You want to see more peace, more inclusiveness
and understanding? Then you need to be more peaceful, inclusive, and
understanding.

I've been around in the music industry for over 40 years now — long enough to see
how far women and gender expansive musicians have come. It's really important
to give thanks for that so that this work doesn’t feel so impossible. It used to be
that people were either straight or gay and now there’s a beautiful rainbow — a
whole sphere of beings and ways of being, and it's important to celebrate that.
The best thing to do is not to make it an issue of us against them. People are
sometimes driven by their own misunderstanding and fear, so if you become the
love you want to see, we hope they will feel that and change.

The history of our industry does not have to be a vision of its future. Studies like
BE THE CHANGE: Gender equity in music educate our peers and help close the
perception gap through storytelling and provide actionable solutions to combat
gender-based discrimination. Through this, we can reshape the face of music. We
can work together to create a more equitable, accessible, and inclusive industry,
where people of all backgrounds, sexualities, abilities, and gender identities are
granted the same opportunities for success. From the stage, to the studio, to the
board room, we each have a part to play to make that vision a reality. It's on all of

us to take action to combat discrimination in all forms. Inclusivity is a necessary
ingredient for our.industry to thrive. We all have to BE THE CHANGE.
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In many ways, women ruled the music industry in 2023. Women swept the

2024 Grammy Awards, winning all the “big four” categories. Taylor Swift

and Beyoncé completed record-breaking tours and, according to the USC
Annenberg Inclusion Initiative', the share of women artists on Billboard’s US Hot
100 year-end chart reached a 12-year high of 35%. Initiatives to drive positive
change are having a real impact. Women in CTRLs Seat at the Table 2024 report
found that women and non-binary individuals occupied 52% of board seats
across 11 UK music industry trade bodies, up from 32% in 2020. More than

650 global music festivals and organizations have now signed the Keychange
pledge to achieve gender equity and diversity through self-determined goals
within their scope of work.

These milestones are cause for celebration. Equally, much work remains to
be done. Inequities persist, especially behind the scenes (e.g., no woman has
yet won the Grammy Award for non-classical producer of the year). Moreover,
cisgender women have fundamentally different experiences to gender
expansive? individuals, and intersecting factors, such as race / ethnicity and
sexual orientation, are also proven to compound inequalities.

1 USC Annenberg Inclusion Initiative, Inclusion in the Recording Studio? Gender & Race/Ethnicity of Art-
ists, Songwriters & Producers across 1,200 Popular Songs from 2012 to 2023.
2 Gender expansive: Refers, in this report, to the segment of survey respondents who indicated that they

identify as nonbinary, agender / neutrois, transgender, or “other.”

BE THE CHANGE

Gender equity in music

The depth of these nuances is demonstrated in the fourth annual edition of

BE THE CHANGE: Gender equity in music. This report takes an intersectional®
approach, mapping the impacts of overlapping forms of discrimination in the
music industry. Our global survey, translated into 14 languages, collates the
views of 4,146 respondents across 133 countries — our largest sample ever. Of
those respondents, 3,461 identified as creators* and 907 as professionals® (some
chose both). We also conducted eight in-depth 1:1 interviews with women and
gender expansive creators in the US, South Africa, France, Mexico, and India,
where we learned about their first-hand experiences navigating the industry.

The results reflect some improvements. For example, 34% of women and
gender expansive individuals say that sexual harassment® has decreased over
the past two years. While 60% of women in music say they have experienced

it, this is a decline from 82% in our 2021 edition of this report. However, 47%

of women and gender expansive respondents view the music industry as
discriminative based on gender and there remains a wide perception gap’
between the 16% of men who say the same. Rather than waiting on the industry
to catch up, many women are simply being the change themselves by learning
new skills, creating support organizations, and launching their own record
labels.

3 Intersectional: The interconnected nature of social categorizations, such as race, class, gender, and age,
and how they create overlapping systems of discrimination or disadvantage.
4 Creators: Refers, in this report, to the segment of survey respondents who indicated that they are music

creators (including soloist, part of a group, songwriter, music producer, studio engineer, mixing / mastering
engineer, and DJ).

5 Professionals: Refers, in this report, to the segment of survey respondents who indicated that they hold
junior-level and higher roles in the music business (e.g., junior marketing manager, CEO).

6 Sexual harassment: Inappropriate, unwelcome remarks or physical advances of a sexual nature.

7 Perception gap: The trend whereby those not adversely affected by discrimination are less likely to be

aware that inequities exist.


https://www.keychange.eu/
https://assets.uscannenberg.org/docs/aii-inclusion-recording-studio-20240130.pdf
https://assets.uscannenberg.org/docs/aii-inclusion-recording-studio-20240130.pdf
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Above all, results pointed to three measures that women and gender expansive
respondents believe would drive the most positive change combatting the

SN SAMPLE BREAKDOWN
e Greater diversity in positions of power
® Pay transparency

e Stronger enforcement of penalties for harassment and assault

‘BE THE CHANGE: Gender equity in music’ collected responses from 4,146
creators and professionals in the music industry through a global online survey

As always, the focus of this report is not only breaking down the inequities that fielded in November and December 2023. Sample composition is as follows:

prevent progress, but recommending actionable strategies to make the industry

a better place for everyone, to share in the benefits of creativity and innovation S Europe ;
that come from diversity, and inspire others beyond music to do the same. 1 Y 30%
To this end, each section closes with specific calls to action, with a full list of B :,/ Y a =
recommendations in the final section. We urge everyone in the music industry US > 4 :
to read this report thoroughly, reflect on its findings, and commit to being the and s - PR RTE % Asia
change, too. Ceridh ' : ¢ Pacific
26% A 26%
. ‘c;ﬁ:'_" L -.
LATAM , Sukiipy NS
and The *u ~Middle East . 94
Caribbean and Africa : .
&% | 12% = ﬁp_gg.
Men
64% SGIQ artist / Songwriter
creator
Women
32%
Industry Part of a
Gender professicnal group
expansive )
6% Music
producer
16-19 20-24 25-34 35-44 45-54 55+
L
-l 6% 12% 22% 16% 16%

Source: MIDiA Research, Believe, TuneCore BE THE CHANGE: Gender equity in music, 12/29, global, n = 4,144
Image source: Australian Bureau of Statistics, GeoNames, Microsoft Open Places, OpenStreetMap, TomTom, Zenrin
Mote: Roles and gender identities are not mutually exclusive; respondents could choose more than one
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Key insights

49% of women and 41% of gender expansive individuals say the music
industry is “generally discriminative” based on gender. This is compared to
just 16% of men, exposing the “perception gap”

Three in five women in music have experienced sexual harassment, and one
in five have experienced sexual assault

More than 70% of women who have these experiences do not report them,
with fear of retaliation and not believing anything would change being the
most common reasons

More than half (56%) of women who reported sexual assault say their claims
were ignored or dismissed, nearly one-third were told to keep quiet about
it, and 12% even saw their employment terminated afterwards

The burden is on women to adapt their behavior to avoid misconduct, rather
than on perpetrators and the wider industry to stop it happening in the first
place

Women and gender expansive individuals are twice as likely as men to
discover they are paid less than colleagues in the same or similar roles (34%,
compared to men at 17%)

|dentity compounds: 49% of women of a marginalized race or ethnicity have
discovered they are paid less than colleagues

Women and gender expansive individuals believe more diversity in positions
of power, pay transparency, and stronger enforcement are most important
for driving positive change

Women and gender expansive individuals lack trust in industry executives
to implement change, so many are being the change themselves

BE THE CHANGE

Gender equity in music

What has changed?
(For women and gender expansive individuals in the last two years)

e While there is clearly more work to be done, one-third saw a decline in
harassment

e Nearly half say their confidence and self-motivation have improved

e Around one third say that opportunities for career progression and
promotion have improved

e 28% say diversity of staff has increased, and 31% say recognition has
increased
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AN UNEVEN
PLAYING FIELD

Women and gender expansive individuals
are more likely than men to experience
career setbacks

ﬁ Male

Had career experience
questioned

ﬁ‘ Female ‘N' Gender expansive

Passed over for key
opportunities

Discovered pay gap

Dismissed or interrupted Excluded from meetings Work judged unfairly or
in meetings and events to a higher standard

Source: MIDiA Research, Believe, TuneCore BE THE CHANGE: Gender equity in music, 12/29, global, n = 4,144

While the base-level challenges of making a music career are shared by all, women
and gender expansive individuals are more likely than men to report experiencing
a range of additional professional setbacks, both subtle and overt.

The pay gap

Perhaps most egregiously, women are twice as likely as men to discover that
they have been paid less than colleagues in the same or similar roles: 35% to
17%, respectively. Of gender expansive individuals, 28% have discovered that
they have been paid less. Survey results reflect that the pay gap? is worse in
the music business realm than in the creative one: 51% of women professionals
discovered it, compared to 27% of women creators. The pay gap is likely even
more widespread than these statistics indicate, as individuals may be subjected
to unequal pay without knowledge of it.

Professionals are more likely to discover
the pay gap than creators

Percentage of those who have discovered they were paid
less than colleagues in the same or similar roles

Men professionals

1, Believe, TuneCore BE THE CHANGE: Gender eg

8 Pay gap (or wage gap): The difference in the average pay / remuneration between two populations (in
this report, men versus women, and men versus gender expansive individuals).
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“Always second-tier”

The pay gap is rooted in a general tendency to undervalue womens’ and gender
expansive individuals' contributions. They are significantly more likely than men
to be excluded from important meetings and events, and to be dismissed or
interrupted when they are included. They are also significantly more likely to have
their career experience questioned, be passed over for key opportunities and
promotions, not receive credit or recognition for their work, and have their work
judged unfairly or to a higher standard than men.

Interviews echoed these sentiments. Francisca Valenzuela, a Chilean singer /
songwriter and founder of the feminist platform Ruidosa, described how women
are “always second-tier to male counterparts [...] It's not enough to have your
merits, your accolades, your history. The fact that the audience is listening to you
and buying your shows is not enough.” New York-based artist Yasmina recalled
how women were repeatedly distrusted to set up studio equipment in one of her
university courses: “They will always ask the men to do it first [...] and if we do it
it's like ‘Can you check to see if that was done correctly?"”

When speed bumps become stop signs

There is only so much one can do to navigate these obstacles, before hitting a
wall. Inevitably, progress begins to depend on others—namely, the men in charge
— acting as gatekeepers. Although men are more likely than women to report
that they are “struggling to progress in their career” (36% and 28%, respectively),
women are more likely than men to report “l have grown in my career, but progress
has slowed down” (28% and 19%, respectively) — the statistical equivalent of the
glass ceiling. One nonbinary’ creator recalled major labels’ reluctance to take
a meeting with them despite having a viral song and selling out their shows.
Meanwhile, their “peers in music who were much newer [were] getting signed,
getting these huge deals,” making them question whether there is a “ceiling” to
how successful nonbinary creators can be.

9 Nonbinary: A person who identifies with a gender identity that is neither entirely male nor entirely fe-
male.

Race and sexual orientation compound inequality

Progression is even harder for women respondents who report additional identity
characteristics. Nearly half (49%) of women from marginalized racial / ethnic groups
say they have discovered that they were paid less than male counterparts, as do
44% of women with disabilities, and 41% of LGBTQIA+ women. By comparison,
31% of women with no additional identity characteristics discovered a pay gap
between themselves and their colleagues.

Parenthood as a barrier

Women who are parents or caregivers are only slightly more likely than all women
to experience career-related challenges. This could mean that parenthood is not
a barrier in the same way it once was. Or, conversely, it could mean there is an
inherent bias all women face by being culturally viewed as primary caregivers.
Moreover, this reflects nothing of the extra work these women are putting in
behind the scenes. One creator attests: “A lot of artists and songwriters hustle
for this sh** and [...] sleep on couches. I've never had that option [...] I've always
had to struggle and hustle to death so that | could have 'a home for my son.”
Men who are parents or caregivers are also slightly more likely than all men to
experience career-related challenges, but not to the same extent. In other words,
it is slightly harder to be a parent in the music industry than not, but harder still
to be a woman parent.™

10 Sample size for gender expansive individuals here is too small to draw meaningful analysis.
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Passion keeps creators going

These challenges add up. One in three women and gender expansive individuals

have considered leaving the industry, compared to one in five men. Of the women

and gender expansive respondents who have considered leaving, half have done

so because of industry culture; with just under half citing lack of opportunities or .
career progression. Despite this, nearly three quarters of those who considered

leaving, across all genders, say that their passion for [their] work is what made them

stay. “I feel like I'm exactly where I'm supposed to be because | love everything

| do, right down to the hard days,” says South African amapiano artist Khanyisa.

Armenian singer-songwriter Rosa Linn affirms: “If you really cannot live without

something you’re doing, nothing can stop you.”

Measuring change

Question asks: “ Thinking about your experience in music over the last
two years, how would you say the following things have changed?”

B Decreased [ Stayed the same Increased

Credit /
recognition
for their work

Opportunities
for career
\ progression

Income /
pay

Diversity
of staff

Has it changed? While around one third of women and gender expansive
individuals say opportunities for career progression, diversity of staff, and credit
and recognition for their work have increased, this is not translating to pay
increases. Only around one fifth of both men and women say their income or
pay has improved over the last two years. Overall, women professionals' are
more likely than women creators to see improvements in these areas.

11

Sample size for gender expansive individuals here is too small to draw meaningful analysis.

12
name or photo) which could influence or bias a hiring decision.

Calls to action:

Everyone: Challenge small behaviors, like women being interrupted during
meetings or assumptions of whether they can do a certain job well. Correct
others when they refer to others incorrectly, be it name pronunciation, gender
assumption, or diminutive language.

Leadership and human resources: Institute blind hiring'? where possible and
introduce pay transparency or guidance in job descriptions. Use clear and
easy-to-understand language in creator contracts. Mandate diversity, equity,
and inclusion training for employees at record labels and other music industry
companies. Sign the Keychange pledge for music industry organizations
(including festivals) to achieve gender equity and diversity by committing to
self-determined goals within their scope of work.

Educational institutions: Treat music students equally from the start and use
programs like Women’s Audio Mission and to encourage
more girls and gender expansive youth to pursue male-dominated fields,
like production and engineering. In the words of classical artist Lise de Salle,
“There’s still this tendency of educational models that men should be that way
and women should be that way [...] If we are good at something, let’s give the
same chances to everyone to express their potential.” More accessible music
business education resources for creators (such as those provided by Music
Ally and Gen Admission) also help creators of all types succeed.

NGOs: Interviewed creators repeatedly urged for unions, advocacy for
freelance and contract worker protections, and industry-wide standards that
would hold everyone accountable, be that in terms of punishing misconduct
or overseeing equal pay. “It's an industry with no rules and no structure,” says
one artist. “It's very easy to get lost, to not know what your rights are, to not
know what your worth is.”

Governments: We urge more governments to pass legislation requiring salary
transparency in job postings, as more than 13 US states have already signed
into law (e.g., New York State Labor Law Section 194-b).

Blind hiring: The process of blocking out personal information about a job candidate (such as their


https://www.keychange.eu/
https://womensaudiomission.org/
https://www.we-make-noise.org/
http://learn.musically.com
http://learn.musically.com
https://www.genadmission.org/
https://dol.ny.gov/system/files/documents/2023/09/p688-pay-transparency-law-for-employee_0.pdf

MIDIA. believe x tunecore

2024 BE THE CHANGE | Gender equity in music

Y
N

Fear of retaliation

SEXUAL HARASSMENT
AND ASSAULT

[ ]
3in5
women in music have

experienced
sexual harassment

72%

did not report it

Why women did not
report their experience™*:

Did not believe 66%
anything would
happen

B Harassment

[ ]
1mIn5
women in music have

experienced
sexual assault

77%

did not report it

What happened when women
did report their experience*:

56%

Claims were ignored
or dismissed

Felt blacklisted 38%
afterwards

Assault

Source: MIDiA Research, Believe, TuneCore BE THE CHANGE: Gender equity in music, 12/29, global, n = 4,144
*Mon-exhaustive list

The sexualization of women is the root of many issues. 79% of women and gender
expansive individuals have felt the pressure to “look good” during their time in
the industry, with just under half experiencing this “frequently.” This pervasive
culture of objectification’ escalates, with a shocking three in five women in music
having experienced sexual harassment, and one in five having experienced
sexual assault™. This is a slight improvement from our 2021 report, when four
in five women said they had experienced sexual harassment. Gender expansive
individuals are slightly less likely than women to experience harassment (52%),
but slightly more likely to experience sexual assault (26%). The vast majority do
not report these experiences, and often suffer the consequences when they do.

Objectification has become so common thatitis dangerously normalized. Roughly
one-third of our eight interviewees recounted incidents of a male manager
or producer professing his love to them, or making sexual advances. Subtler
examples included demanding a classical artist to wear a dress instead of trousers
to perform, and it being common in Bollywood for models to be substituted for
women artists (but not men) in their own music videos. When Yasmina sought to
learn production, she was told that “a woman can only be the face of a record,
but they don’t care what happens behind the scenes.”

Sexual misconduct allegations in the press have become so common that some
worry the music industry is becoming desensitized. “It's scary how somebody can
see a headline and say, ‘oh, yeah, | expected it,” and put [their] phone down,”
Yasmina says. “Somebody harassing somebody should never be a normal thing.”
Enabling and encouraging women and gender expansive individuals to speak up
about misconduct s a priority, but the counterbalance is accountability. If everyone
talks about it, but nothing gets done, then the behavior becomes normalized.

4

13 Objectification: Treating a person as an object or means to an end rather than a fully autonomous indi-
VileVELR
14 Sexual assault: Intentional sexual contact without the other person’s consent, or coercing or physically

forcing a person to engage in a sexual act against their will

18
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Unsafe spaces

Just under one-fifth of women and slightly over one-fifth of gender expansive
individuals who attend live music shows say they feel “generally unsafe” doing
so. Almost one in 10 women™ say they feel generally unsafe at networking
events, in corporate music offices, while performing at live music venues, and in
the recording studio / writer's room, with one in 20 gender expansive individuals
saying the same. Interviews reflected more prevalent misconduct in the recording
studio, an intimate male-dominated environment. “I would always get hit on”
while in the studio, said one creator, like she was merely “there as an ornament.”
Nearly all interviewees brought up instances of unwanted touching in the studio,
such as unsolicited neck massages, or a producer caressing a creator’s knees as
soon as their team left.

A culture of silence

When women are asked why they did not report sexual harassment and assault,
common responses are not believing anything would change, and a fear of
retaliation. Alarmingly, the experiences of women who do report this misconduct
prove those fears are warranted'. Of women who reported experiencing sexual
harassment, 43% say their claims were ignored or dismissed, 23% felt blacklisted"
afterwards, and 10% say their employment was terminated. The statistics are more
damning for women who reported experiencing sexual assault: 56% say their
claims were ignored or dismissed, 38% felt blacklisted, and 12% were terminated
afterwards. Moreover, close to one-third of women who reported sexual assault
said they were told to keep quiet about it.

Individuals who report must feel heard and protected, and perpetrators must
face consequences — or the message is that it is best to stay silent. In an industry
where “everyone is replaceable,” as one creator puts it, we must start by replacing
those who are harassing or assaulting others — not the ones who speak up about
It.

15 Excludes those for whom the setting did not apply.
16 Sample size for gender expansive individuals here is too small to draw meaningful analysis.
17 Blacklist: To deliberately avoid, shun, distrust, or exclude someone due to behaviors or activities that are

deemed unacceptable.

Women face the consequences for
reporting misbehavior

Questions asks: “When you reported your experience,
did any of the following scenarios apply to you?
(Select all that apply)”

Claims were ignored or [ 56%

dismissed 43%

N 38%
i § 23%
I 27

| 18%

Felt blacklisted

Told to keep quiet

I 15%

Felt supported
elt supportec R

B 12%

Was terminated
10%

B 12%
Other | 1 27%
I &%

Was demoted
mc 12% Women who

experienced
B3% sexual assault

1 12% ~ Women who

. 39 & experienced
B 7% sexual harassment

Individual was held accountable

Mone of the above

e BE THE CHANGE
4,146

This fear of retaliation also prevents women from speaking up in the moment. Many
interviewees described feeling pressured to smile along as male collaborators
made unwanted sexual advances, fearing that the man might otherwise get angry,
cancel the project, or blacklist them. This perpetuates the problem, as womens’
assumed complacency can be read by the perpetrator as consent. Many women
are prevented from speaking up at all due to the music industry’s common practice
of non-disclosure agreements (NDAs). Moreover, nearly one third say they simply
did not know how to report it, reflecting a significant downside of the freelance-
style industry where, in the words of one creator, “there is no HR.”
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Professionals are slightly more at risk

Women professionals'™ are both more likely to be victims of harassment than
women creators and more fearful of reporting it. 65% of women professionals
have experienced sexual harassment, compared to 58% of women creators (on
the other hand, rates of sexual assault were near equal). However, one explanation
for this could be that inappropriate behavior is more normalized in creative
environments where the lines between work and play are often blurred, whereas
it is clearer when a line is crossed in office environments. Women professionals
are more likely to hold back from reporting because they do not believe anything
would change and out of fear of retaliation. Unexpectedly, they are also more
likely to say they did not know how to report sexual assault (35%) than women
creators (26%). This reflects gaps for human resources departments to fill when
it comes to instituting reporting resources and educating employees on how to
use them.

Women assume the burden of change

Instead of reporting misconduct, women and gender expansive individuals are
working around it. As one creator describes, “It becomes your problem, how
you deal with it.” Interviewees described wearing sweatpants to the studio to
avoid being objectified, only taking fan photos with women to avoid being
groped, and always having a male family member present to ward off unwanted
sexual advances. Khanyisa even writes choruses with phrases like “move out of
the way” (“suka” in Xhosa) to help women at clubs turn men down in a playful
manner. In other words, the burden is on women and gender expansive people
to change their behavior to protect themselves, rather than perpetrators and the
wider industry putting an end to the behavior. This may create the illusion that
harassment and abuse is declining, when the reality is that women and gender
expansive people are taking drastic measures to avoid it.

When those options run out, they are resorting to leaving the music industry
entirely. Both women and gender expansive identities are around twice as likely
as men to cite industry culture and discrimination or harassment as reasons to
consider quitting altogether.

18 Sample size for gender expansive individuals here is too small to draw meaningful analysis.

A culture of discrimination and harassment drives
women and gender expansive individuals away from
the industry

Question asks: “Why did you consider leaving?"*
Men

[ Women and gender expansive individuals

Pl

LL 70

Industry culture Discrimination or harassment

neCore BE THE CHANGE: Gender equity in music, 1 bal, n = 4,146

Men are discouraged from speaking up

Men are less likely to witness (or at least recognize) misconduct: 37% of men say
they have witnessed sexual harassment happening to others, compared to 67%
of women; and 14% of men have witnessed sexual assault, compared to 30%
of women. Just over half of men did not report what they witnessed, the most
common reason being that they did not feel it was their place to say anything.
Just as women, men also face repercussions for speaking up: 16% of men who
did report were told to keep quiet about it and 16% felt blacklisted afterwards.
The irony is that perpetrators are more likely to be held accountable when a
male witness reports misconduct than when a woman witness does: 36% of mens'’
reports led to accountability, compared to 28% of womens'.

22
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Half of men who witness
misconduct do not report it

53% 23%
of men who witnessed sexual Prefer not

harassment and / or assault to answer
did not report it

Reasons men did not report:

Did not feel it was their place

Other

Did not believe anything would
happen / change

Fear of retaliation

Did not know how

Resources were unavailable
Resources were difficult to access 9%

Felt ashamed / embarassed

Has it changed? The good news is that initiatives like the #MeToo campaign are
having an impact. One-third of women and gender expansive individuals say that
harassment / inappropriate conduct has declined over the last two years, while
only 7% say it has increased. This tracks according to previous years' results: 82%
of women said they had experienced sexual harassment in our 2021 report and
60% in this year's edition. Nevertheless, the majority (58%) of women say the level
of inappropriate conduct has stayed the same.

Measuring change

Question asks: “Thinking about your experience in
music over the last two years, how would you say the
following things have changed?”

Decreased [ Stayed same B Increased

Harassment /
inappropriate
conduct

Gender equity in music,

Calls to action:

e Everyone: Speak up when noticing any kind of misconduct. Keep all sexual

contact, verbal and physical, out of work settings. Sign initiatives like the UK
Musicians’ Union petition and the Safe Spaces Now open letter

Leadership, HR, and NGOs: Develop safe and accessible anonymous
reporting systems, such as hotlines (e.g., American Federation of Musicians'
Local 802 Hotline) and focus on accountability. Ideally, every country would

have an anonymous confidential whistleblowing platform funded by music
stakeholders and managed by a third party

* Venues, studios, etc.: Develop and signpost rules (e.g., We Have Voice

Collective Code of Conduct), and include them in contractual agreements.
Engage with initiatives like Calling All Crows' "Here for the Music’ campaign and
Safe Tour, which provide safety training and resources to create harassment-
free environments at shows. Institute code words for patrons to safely ask staff
for help at shows (e.g., the UK's Ask For Angela campaign). We also encourage
safelisting systems, like France's ACT RIGHT OQuality Label given to music
businesses that uphold prevention and awareness practices around sexual
violence and harassment

Governments: Prohibitthe use of NDAs in sexual harassmentand assault cases.
Include protections for freelancers in laws that prevent sexual harassment at
work


https://www.megaphone.org.uk/petitions/end-sexual-harassment-at-work-for-freelancers-too
https://www.megaphone.org.uk/petitions/end-sexual-harassment-at-work-for-freelancers-too
https://www.unwomenuk.org/safe-spaces-in-music/
https://www.local802afm.org/hotline/
https://www.local802afm.org/hotline/
https://toomanyorg.files.wordpress.com/2018/05/wehavevoice_codeofconduct_color.pdf
https://toomanyorg.files.wordpress.com/2018/05/wehavevoice_codeofconduct_color.pdf
https://www.callingallcrows.org/hftm
https://www.safetour.org/
https://askforangela.co.uk/
https://actright.best/le-label/
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When it comes to gender, the music industry is

generally:
Discriminative NSUtal oo
not know
Men 16% 40%
Gender
expansive 41%
Women 49%

Source: MIDiA Research, Believe, TuneCore BE THE CHANGE: Gender equity in music, 12/29, global, n = 4,144

Roughly half of women and 41% of gender expansive individuals say the music
industry is “generally discriminative” based on gender. In stark contrast, just 16%
of men say the same. This is the perception gap: those not adversely affected by
discrimination are often unaware that inequities exist.

The paradox of perception

Despite being unlikely to call the industry discriminative towards gender, men
are noticing the issues that disproportionately affect women. For example, 62%
of men say they have witnessed the pressure for others to look good during their
time in the music industry, 47% have witnessed microaggressions', and another
46% tokenism?. Because they are not on the receiving end of these challenges
as often, men may be more likely to chalk them up to one-off incidents, and be
hesitant to label the industry as discriminative overall.

Men are less likely to witness the
challenges faced by others

Question asks: “Have you witnessed the following happen

to others in the industry?”
Men Women

47% 379

Pressure to 'look good' Microaggressions Sexual harassment

THE CH r equity in music, 12/29, global, n = 4,146

netimes”

19 Microaggressions: Commonplace verbal, behavioral or environmental slights, whether intentional or
unintentional, that communicate hostile, derogatory or negative attitudes toward stigmatized or culturally mar-
ginalized groups (e.g., sexist or racist jokes, patronizing comments).

20 Tokenism: The practice of making only a perfunctory or symbolic effort to accomplish something, espe-
cially by recruiting a small number of people from underrepresented groups in order to give the appearance of
diversity within a workforce.
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Professionals versus creators

60% of women and gender expansive professionals perceive gender discrimination
in music, 18 points higher than women and gender expansive creators. In
interviews, women creators noted that if they have a bad experience with a male
collaborator, they can choose to never work with them again. But if that person is
a boss, client or coworker, that choice is more difficult. Moreover, the corporate
music world is even more male-dominated than the creative one: USC Annenberg
Initiative’s 2021 study (its most recent study of executives) found that 86% of the
US music industry’s top executives were male (and 86% were white).

Marginalized identities compound

For all forms of discrimination, the individuals directly affected are more likely to
report the industry as discriminative. This includes discrimination based on race /
ethnicity, age, socioeconomic status, disability status, sexual orientation, familial
status, and religion. For example, only 25% of all respondents say they consider
the industry to be generally discriminative towards race / ethnicity. However, this
rose to 54% for those of a marginalized racial or ethnic community. It rose even
further, reaching 66%, for women of a marginalized racial or ethnic community.
ldentity compounds: it is harder to be an artist as a woman, and harder to be an
artist of color, but being a woman artist of color is harder still.

PP

Gender intersects with other
forms of discrimination

Percent of respondents who consider the industry to
be generally discriminative towards...

RACE / ETHNICITY

All respondents m

All of marginalized
race / ethnicity

Women of marginalized
race / ethnicity

All respondents

All aged 45-54

Women aged 45-54

neCore BE THE CHANGE f/‘\
MIDIA.

Gen Z are less likely to perceive discrimination

Interestingly, Gen Z women are less likely to perceive gender discrimination than
older generations, which could reflect improving conditions: 31% of 16-24-year-
old women view the industry as generally discriminative based on gender,
compared to 54% of 25-34s and 42% of 55+'s. Alternatively, it could be that these
women simply have not yet spent enough time in the industry to experience
discrimination.


https://assets.uscannenberg.org/docs/aii-inclusion-music-industry-2021-06-14.pdf

Measuring change

The gap between % of men and % of women who say they witness
issue frequently, 2022 study versus 2024 study

UNEQUAL PARENTAL
EXPECTATIONS:
PERCEPTION GAP
NARROWED

SEXUAL PRESSURE TO
HARASSMENT: LOOK GOOD:
PERCEPTION GAP PERCEPTION GAP

WIDENED STAYED SAME

B 2022

—
r
7
| <
e

Everyone: Read and share research like the

and Join the UK

campaign and download their action kits. Sign the

pledge. Start an allies for gender equity group in your workplace. Encourage
men to become allies and have open conversations in the workplace and social
circles that challenge the culture of silence

Leadership and HR: Adjust hiring policies to consider differentiated
experience, ensure that companies are welcoming to different identities so
as to encourage them to apply, and support new hires through mentorship

and training. Diversity quotas?' can risk becoming performative due to their
focus purely on numbers, but are another useful broad-strokes tool to address
representation at every level. Use databases like and

to source more diverse applicants. Educate employees through
regular required reading, workshops, and discussions that foster empathy.
This is especially important as the industry equalizes, because those who no
longer feel the benefits of preferential treatment may feel that the industry is
becoming unfair towards them

.
|'.
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o
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Has it changed? It depends on the issue. For example, the perception gap
between the share of women and men who witness the pressure to look good
frequently is 20 percentage points, compared to 19 in our 2022 study — indicating
that the perception gap for this issue has stayed the same. Meanwhile, the gap
slightly widened for perception of sexual harassment and narrowed for unequal
parent / caregiver expectations.

e Curators: Commit to diversifying your coverage and / or roster, which
begins with a diverse team of curators. Diversity in these roles trickles down.

17

Journalists, artists and repertoire (A&Rs), promoters, and other curators “like
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“ of a given gender, race / ethnicity or other characteristic.

to see themselves in their artists, and they like to see themselves succeed,” as
one creator put it

Diversity quotas: A requirement that a specified minimum percentage efindividuals in a group must be

Photo: Khanyisa by OK Majozi


https://annenberg.usc.edu/research/aii
https://www.bmacoalition.org/
https://www.heforshe.org/en/resources
https://www.tunecore.com/be-the-change-pledge
https://inpink.com/
https://www.womenwhocreate.org/cwoc
https://www.womenwhocreate.org/cwoc
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DIGITAL DISSONANCE

Respondents feel a mix of curiosity and
unease towards emerging technologies

“How do you feel emerging technologies like Al
will affect the music industry?”

Curious but do not know what to expect
Open up new creative opportunities
Make things more competitive

Further democratize the industry

Do not think this will affect them

Reinforce existing biases
B Men

Women and
gender expansive

More freedom as an artist

Contribute to more diversity / inclusivity

Source: MIDiA Research, Believe, TuneCore BE THE CHANGE: Gender equity in music, 12/29, global, n = 4,145

Creators draw on their past experiences with emerging technology when
anticipating future innovations, particularly artificial intelligence (Al). As a result,
women and gender expansive individuals express greater concern than men
about the potential for Al to heighten competition and to reinforce existing
biases and inequalities. Meanwhile, men are more confident that technologies
like Al will not affect them or will even give them more freedom as creators.

New frontiers bring opportunities and challenges

In the words of Linn, talent “can’t be hidden” in the social media era, which has
catalyzed greater diversity in popular music. Virtual spaces for remote work also
empower women creators to avoid potentially unsafe situations, such as being
invited to a late-night session at a male producer’s private studio, as one creator
recounted: “He wouldn’t send me the songs; he wanted me to come over and
listen to them.”

However, social media can also open the door to toxicity and objectification. 37%
of men have experienced online trolling or bullying, compared to 44% of women
and 57% of gender expansive individuals. Moreover, while only 13% of women
experienced it frequently, for gender expansive individuals this share was 25%.
This trend also appears to correlate with age?, with women aged 35-44 most
likely to experience online trolling / bullying of all the womens' age brackets.

Men are less likely to experience online
harassment

Question asks: “"Have you experienced online trolling /
bullying during your time in the industry?”

T T m— Men Women Gender expansive
/ frequently) .
Mo / do not A4 57% |:
know / not S -
applicable 0
E equity in music, 12729, global, n = 4,144 E
22 Ageism: Bias against, discrimination towards, or bullying of individuals and groups on the basis of their
age.
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Social platforms are increasingly important for music distribution and marketing,
which means catering to what algorithms prefer. This ironically limits diversity in
presentation, even as it promotes diversity in substance. The pressure to package
artists’ identities into palatable, bite-sized social clips can also be damaging.
Spotlighting an artist’s age, sexuality, or gender identity in headlines, posts, and
marketing strategies may drive engagement and inspire others, but can reproduce
existing biases and stereotypes.

As aresult of these experiences, creators, especially women and gender expansive
individuals, are cautious about Al. Men are most likely to say they expect Al to
open up new creative opportunities / capabilities and that they are “curious
but do not know what to expect.” Gender expansive individuals have a more
conflicted view. While they are also most likely to expect Al to drive new creative
opportunities and capabilities, they are equally as likely to say that “it will make
the industry more competitive / harder to progress in,” and twice as likely as men
to think Al will reinforce existing biases. Women are the most cautious, with 36%
stating “I am curious but do not know what to expect” and 29% thinking that it
will make the industry “more competitive / harder to progress in.”

Only 10% of all respondents say Al will help give more visibility to-diverse voices.
Underpinning these concerns is the fact that Al models are trained on broad
datasets that carry along historical biases, including favoring male artists and
mainstream styles and sounds. So, tools developed W|thout thought to nuance
and diversity can blindly replicate existing inequities.

Measuring change

Question asks: “Thinking about your experience in
music over the last two years, how would you say the
following things have changed?”

Decreased [ Stayed same B Increased
?%

Negative online
behavior

rch, Believe, TuneCore BE THE CHANC ender equity in music, 12/29,

a tor women and gender expansive respondents

Has it changed? The majority of women and gender expansive individuals saw
no change in negative, aggressive, or inappropriate audience behavior online in
the past two years — the same as men. Gender expansive individuals are more
likely to say this behavior has increased (27%) than women (18%). Despite women
aged 35-44 being most likely to experience it, women aged 16:24s are most likely
to say this behavior has increased.
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Everyone: Before posting online, stop and consider the potential impact
and whether it may harm the artist. Report cyberbullying / harassment when
you encounter it. Learn to spot deepfakes (

has helpful resources) and consider how you engage
with them, as it might encourage algorithms to promote them

Creator teams: Provide tech-smart support to educate artists and help
them navigate the challenges and opportunities of Al. Relieve the burden of
maintaining a social media presence where possible. Teams should assume
a duty of care to their creators’ mental and physical well-being, including
protecting them from negative content online (e.g., blocking bullies, reporting
inappropriate comments, etc.) and avoiding oversimplifying their identities to
fit algorithmic trends

Al industry: Diversify training data and regularly test machine learning systems
to ensure algorithms mitigate bias. Build new tools with protection of creator
rights in mind

Governments: Ensure creator protections are encapsulated in Al legislation,
particularly around copyright and deepfakes?. Crack down on illegitimate or
harmful use of image and intellectual property

Educational institutions: In addition to educating students about the negative «

impacts of cyberbullying, educate them on technologies like Al'and how to
use them ethically

Deepfake: A type of generative Al used to create audio, imagery, or video content hoaxes.

Photo: Yasmina by Jadah Sanders


https://www.media.mit.edu/projects/detect-fakes/overview/
https://www.media.mit.edu/projects/detect-fakes/overview/
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MENTAL HEALTH

Confidence and motivation improved for
nearly half of women and gender
expansive respondents

~ Worsened in last two years [l Stayed the same [l Improved in last two years

Confidence

Motivation

ovios _

outlook

Stre

Source: MIDIA Research, Believe, TuneCore BE THE CHANGE: Gender equity in music, 12/29, global, n = 4,144

Navigating the industry can take a mental toll, to the point where some creators
feel “this career is more mental than physical,” as Khanyisa puts it. The challenges
leveled unevenly at women and gender expansive individuals contribute to them
bearing a greater mental health burden than men.

Confidence and motivation are growing

First, some positive news. For both women and gender-expansive respondents,
nearly half say their confidence and self-motivation improved in the last two
years — only four percentage points less than men (51%). This is heartening, given
that all of our interviewees cited low self-esteem among their biggest hurdles
early-on and a growth in confidence among the main reasons they persevered.
Women (39%) and gender expansive individuals (40%) are also more likely to say
that mental health counseling is available to them than men (24%), regardless of
whether they use it. Expressing confidence can be complicated for women, as
some interviewees said their self-assertion was met with pushback. “If I was firm,
and | was trying to pursue what was agreed, there was an issue that | was annoying,
hysterical, undesirable, that | should keep quiet,” Valenzuela says. However, Linn
describes learning that “The way you walk into the room dictates how people will
treat you... | presented myself like, ‘oh my god, thank you so.much for doing this
for me,” as if I'm not anual collaborator in the room.” A
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Stress and outlook have worsened for many

Nearly half of women (44%) and gender expansive respondents (47%) say stress
worsened in last two years, compared to 27% of men. Another 30% of women
and 34% of gender expansive respondents say their positive outlook worsened,
comparedto 18% of men. Creators we interviewed describedhow a “programmed
sense of never enough” had prolonged effects on their mental health — in some
instances even leading to panic attacks and the need to take breaks from their
careers. Again, identity compounds: Stress worsened for more than half (56%) of
LGBTQIA+ women, and 46% of women from marginalized racial / ethnic groups.
Professionals were also more likely to see worsening stress levels than creators,
with 53% of women professionals saying their stress worsened, compared to 44%
of gender expansive creators and 39% of women creators.

Professionals are more likely to discover
the pay gap than creators

Percentage of those who have discovered they were paid
less than colleagues in the same or similar roles

Has it changed? \What to make of confidence and motivation growing, yet stress
and outlook worsening? There are likely wider factors at play, such as the cost-of-
living crisis. Confidence and motivation are largely internal factors, whereas stress
and outlook may be more tied to external factors beyond one’s control. Moreover,
rapid changes in the music industry can both broaden a creators’ skillset and
hopes of success, while making the path to that success uncertain. The stresses
of a hyper-competitive streaming- and social-driven music industry are likely at
play here as well. Many of our interviewees cited concerns that the “shelf life” of
new releases is shortening and that the demands of social content creation leave
them less time to make music.

Calls to action:

e Creator teams: Use organizations like to connect creators to
mental health counseling, and tap resources like Musicians’ Union Wellbeing
Guidance Pack. Complete the Mental Health First Aid course to learn how to
identify, understand, and respond to signs of mental illness and substance
abuse disorders. Make accommodations for creators to rest and take time off
from work. Do whatever possible to lessen their burden of keeping up a social
media presence. Address discrimination and wider factors as the root causes
of poor mental health

e Labels, DSPs, and industry leaders: Stress and negative outlook are closely
tied to the low remuneration and increasingly competitive state of a streaming-
and social-driven music industry. Ensuring creators have clear paths to income
and stability will help them feel a more positive outlook and alleviate their
stress (in addition to opening pathways for more women and gender expansive
creators to succeed)

* Educational institutions: Build students’ confidence early by assessing
everyone's work fairly, regardless of gender, and empowering them to learn
skills like production and engineering (organizations such as Women's Audio
Mission and We Make Noise provide practical resources for this)

40


https://backline.care/
https://musiciansunion.org.uk/career-development/career-guides/musicians-wellbeing-guidance-pack
https://musiciansunion.org.uk/career-development/career-guides/musicians-wellbeing-guidance-pack
https://www.mentalhealthfirstaid.org/about/
https://womensaudiomission.org/
https://womensaudiomission.org/
https://www.we-make-noise.org/
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For women and gender expansive
individuals, these calls to action come first:

T = 4

Diversity in Pay Stronger
positions of power transparency enforcement
(45%) (38%) (36%)

But there is a lack of trust in industry
executives to implement them

Which leaders do you trust most to make changes in the industry for the better?

Individual creators / artists 38%
Nonprofit orgs 16%
None of the above 13%
Major label execs 11%
So, they are
Independent label execs 10% . .

carving their

Government bodies 7%
own paths.

Music festival execs 5%

Source: MIDIiA Research, Believe, TuneCore BE THE CHANGE: Gender equity in music, 12/29, global, n = 4,144
Note: Mon-exhaustive; most popular three initiatives shown

More diversity in positions of power, pay transparency, and stronger enforcement
of penalties for harassment and inappropriate behavior top the list of initiatives
thatwomen and gender expansive respondents believe will drive the most positive
impacts on the industry. These priorities are shared by creators and professionals,
with professionals over-indexing for more diversity in positions of power (61%).

The perception gap holds back needed change

With most men lacking a deep understanding of the full spectrum and depth of
gender-related challenges, they also have different ideas regarding solutions. For
example, 29% of male respondents choose better recognition, making it their
second most common choice (behind pay transparency at 34%). In contrast, 25%
of women and gender expansive individuals choose better recognition, making it
their fifth choice. Revealingly, men were also much less likely to choose diversity
in positions of power (28%).

Being the change

While women and gender expansive respondents may broadly agree on the
changes needed, they have a shared lack of trust in leaders, such as label
executives and government bodies, to implement them. Instead, 38% place their
trust in individual creators and artists, as do 39% of men — making this a broader
trend throughout the industry. Many creators are choosing to be the change,
whether that means creating their own organizations (such as Valenzuela’s
Ruidosa), learning new skills (such as Yasmina learning to produce music), signing
with a label that actively supports underserved groups (for Linn, Nvak Collective),
or even launching their own label, as creators such as AlunaGeorge (Noir Fever)
have done.
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Question asks: “What initiatives
do you think are most likely to
drive the most positive impacts on
the music industry moving
forward? (Select up to three)”

Diversity in positions of power 45%

Pay transparency 38%

Stronger enforcement of penalties
for misconduct

35%

More organizations 25%

Better recognition for under-
represented groups (e.g., awards)

25%
Mental health support 23%
Quotas and inclusion riders 16%
Industry-wide pledges 15% Women and

gender

s 14% gxpaﬁﬂve
training individuals

Sexual harassment prevention

Diversity sensitivity training 12%
Other 6%

None of the above 5%

eCore BE THE CHANGE: q
e 1as MIDIA.

Several of the women and gender expansive creators we interviewed said they
concluded that they simply could not flourish in the major label system. “This
album is the most important one in my career. | have to be understood, and they
don’t really understand me — they never really did,” Valenzuela said. “We’re not
renewing the contract, we're not going to be on a major label anymore.” For
incumbent music industry leaders, there is a business and ethical imperative to
correct gender imbalances. If incumbents do not get their act together when it
comes to gender equity, they risk alienating the next generation of creators. The
message is simple: make the change happen, or have the change happen to you.

Pai
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alls to action

Solutions begin with a mindset shift. Instead of focusing on what women
and gender expansive individuals can do to avoid and navigate problem:s,
like discrimination and harassment, everyone should ask what they can do to
eliminate these issues.

Most importantly, we urge the music industry to focus on three initiatives:
e Diversity in positions of power
e Pay transparency

e Stronger enforcement of penalties for harassment and assault

Achieving diversity in the upper ranks is the fastest path to a more equitable
industry. It prevents the perception gap from impeding progress, allows
inclusivity to trickle down, and gives aspiring creators and professionals of all
backgrounds role models to look up to. Pay transparency is a necessary step
to ensuring individuals are respected and compensated for their work as well
as progress far enough to be considered for positions of power in the first
place. Everyone must be educated on the systems that exist to report sexual
harassment and assault, and be assured that action will be taken. Without
enforcement of penalties, behavior becomes normalized and victims feel more
helpless.

Below are recommendations for more specific measures the entire industry can
take that are supported by creators, professionals, and diversity and inclusion
experts in our research.

BE THE CHANGE

Gender equity in music

Everyone

e Reflect on the insights in this report, share them widely, and discuss them
with others

e Speak up when witnessing or experiencing misconduct

e Commit to working only with partners that are diversely staffed and / or have
pledged commitments to gender equality (e.g., Keychange)

e Sign the BE THE CHANGE in Music pledge and encourage others to do the
same

Creators

e Use industry databases (like INPINK and Women \Who Create) to hire more
women and gender expansive collaborators

e Commit to working only with partners that are diversely staffed and / or have
pledged commitments to gender equality (e.g., Keychange)

e Join trade associations, like the UK Musicians Union and American
Federation of Musicians

e Use hotlines, like New York’s Local 802, to report misconduct

® Recognize the power imbalances that can dissuade women from speaking
up for themselves and keep all sexual contact, verbal and physical, out of
work settings


https://www.keychange.eu/
https://www.tunecore.com/be-the-change-pledge
https://inpink.com/
https://www.womenwhocreate.org/cwoc
https://www.keychange.eu/
http://musiciansunion.org.uk
https://www.afm.org/
https://www.afm.org/
https://www.local802afm.org/hotline/
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Creator teams

Assume a duty of care for protecting creators’ mental and physical well-
being. Initiatives include providing access to therapy / counseling, screening
social media interactions for harassment and bullying, working breaks into
creators’ schedules, and instituting buddy systems in the recording studio

Understand that creators will have different challenges and preferences
depending on their context and background, and be willing to adapt
accordingly — especially for parents and caregivers

Curators

(E.g., A&Rs, journalists, promoters, awards committees)

Commit to diversifying your coverage and / or roster, which begins with a
diverse team of curators

Institute best practice guides and standards, such as avoiding using a
creator’s age, gender or sexual orientation as a focus angle in headlines and
marketing materials, unless expressly urged and / or agreed upon by the
creator

Venues

(E.g., Recording studios, live performance venues, conference venues)

Develop, signpost, and enforce rules prohibiting misconduct, include
those rules in contractual agreements, and be proactive about terminating
contracts with individuals who violate them

Commit to ensuring a diversity of acts and lineups

Offer confidential support for anyone who experiences misconduct at your
venue (e.g., the Ask For Angela campaign in the UK)

Governments

Develop legislation prohibiting the use of NDAs in sexual harassment and
assault cases, as well as those related to discrimination based on a protected
characteristic

Loosen union restrictions (where applicable) to allow creators to organize
and protect themselves

Pass legislation requiring employers to list salary ranges in job postings

HR / leadership

Implement anonymous confidential systems for reporting misbehavior that
protect whistleblowers from retaliation and hold perpetrators accountable

Diversify hiring committees and institute blind hiring where possible
Appoint diverse teams to lead on making policies to address inequity

Use clear and easy-to-understand language in contracts to combat lack of
transparency

Include salary ranges in all job descriptions

Consult resources like the Association of Performing Arts Professionals’
guidance on ethical and equitable partnerships in the performing arts, for
example, to improve policies

Regularly publish statistics on the diversity of your staff and / or creative
roster, utilizing official guidance, like the Gender Equality Index

Institute mandatory annual educational sessions to inform staff about
intersecting forms of discrimination in the industry, answer their questions,
and discuss the company’s role in making the industry a better place for all

Non-profit organizations

Develop and disseminate accessible music business education resources
(e.g., Gen Admission)

Publish guidance for creators and executives to understand their legal
workplace protections

Advocate for freelance and contract worker protections

Spearhead the development of accessible crowd-sourced online guides for
the range of pay that creators should expect for certain gigs and events

Organize grants for young women and gender expansive artists (e.g., PRS
Foundation’s \Women Make Music) and consider measures like conditional
subsidies or grants for businesses that uphold diversity, equity, and inclusion

Develop allyship campaigns and encourage men to participate in events


https://www.met.police.uk/police-forces/metropolitan-police/areas/about-us/about-the-met/campaigns/ask-for-angela/
https://apap365.org/programs/building-ethical-and-equitable-partnerships/
https://apap365.org/programs/building-ethical-and-equitable-partnerships/
https://eige.europa.eu/gender-equality-index/2023/FR
https://www.genadmission.org/
https://prsfoundation.com/funding-support/funding-music-creators/all-career-levels/women-make-music-2/
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. Asia Pacific

1086 respondents

O 7% Perception of gender discrimination in Top three initiatives for change:

the music industry:
) 30%
®Women globally = 'Women of APAC Pay transparency _ 37%
O 8% 49%
37% 40%
24% 27% 23% Stronger penalty enforcement 34%

r’ﬁﬁ 17% axacutives for misconduct 5

, Generally Not sure / Generally R »

. B8% creators inclusive  neutral opinion discriminative ChAEEN 6y 114 P RS £ foenss 31% %
Women in APAC are less likely than the all-women average more accessible here than in other countries, but women £
to experience career challenges, such as opportunity are more likely to fear retaliation for using them. o
gatekeeping. The exception was parental expectations, K
which emerged as a bigger barrier for APAC women. A unique situation in APAC, especially India, is the close [

relationship between the film and music industries. Models .
They are near-equally as likely as the average to experience often represent female (but not male) singers in videos, <
sexual harassment or assault, and less likely to report the forcing them to take a “backstage” role in their own music. QA

latter. Their reasons reflect that reporting resources are
g source: MIDiA Research, Believe, Tunelore BE THE CHANGE: Gender exquity in music, 12/29, global, n = 4,144 E
*Roles and gender identities are not mutually exclusive; respondents could choose mare than one
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. Europe

L 61%* Perception of gender discrimination in Top three initiatives for change:
. the music industry:

mWomen globally = Women of Europe More diversity in positions

of power a1

a9% 0%

24% 179 27%  23% Stronger penalty

f 27% executives e B s enforcement for misconduct 41%
Generally Not sure / Generally
£3% astary inclusive neutral opinion discriminative

Pay transparency 35%

Women in Europe are more likely to view the industry as Women and gender-expansive individuals in Europe report

discriminative based on gender — as well as familial status, poorer mental health overall and are less likely to say that %
age, and diSEblllt}F e ESFIIEI:iH"}F in the business realm. The tharapjr is available to them. Thgyr are naar—aqua"y 35 |||;E|yr 'i
perception gap between men and women who view the as the average to experience sexual harassment and Q
industry as gender-discriminative widens here: 42 assault. <
percentage points in Europe, compared to 33 for the all- -
country average. =

Source: MIDiA Research, Believe, TuneCore BE THE CHANGE: Gender equity in music, 12/2%9, global, n = 4,144 E
Mote: Roles and gender identities are not mutually exclusive; respondents could choose more than one
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. Latin America and The Caribbean

(" 56%* Perception of gender discrimination in Top three initiatives for change:
the music industry:

245 respondents

) 40%
i

: m Women globally mWomen of LATAM More diversity in positions of

O 7% 3%
7% power
7% 49%
ol 24
2 40% executives ad i Pay transparency
Generally Mot sure / Generally
70% creators inclusive neutral opinion discriminative Stronger penalty enforcement 41%
for misconduct

Women in LATAM are more likely to experience career Survey findings and interviews also reveal an information 2

progression and financial stability. However, they also and communication gap, with gatekeepers at higher levels %

experience higher than average rates of pressure to look and a lack of transparency. This could also lend itself to 0

good, microaggressions, and harassment — indicating a difficulty reporting and addressing misconduct. However, =

culture of objectification is a larger issue. interviewees noted this gap narrowing over time. "

asource: MIDiA Research, Believe, Tunelore BE THE CHANGE: Gender equity in music, 124/29, global, n = 4,144 E
Mote: Roles and gender identities are not mutually exclusive; respondents could choose more than one
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O 87%* Perception of gender discrimination in

- the music industry:

- 15%

: m Women globally = Women of MEA
B =N 49%
38% 41%
24% 27% 299,

(@)~ 8% executives

‘1 95% creators {?Emr?ﬂr o Ty f .G?m.ra"}f

. inclusive neutral opinion discriminative

Across all genders, the struggle to progress is the primary
challenge for MEA creators. While women are less likely to
say the industry is discriminative towards gender, they do

note slightly higher rates of tokenism than the global
average.

. Middle East and Africa

Top three initiatives for change:

Better recognition in the form

of awards, job boards, ete %

More diversity in positions of

38%
power

More organizations for

underserved groups 38%

MEA. is the only region where better recognition and more
organizations emerged in womens' top three initiatives for
change, reflecting that women here are still seeking basic
levels of support. MEA women are the most likely of all
regions to trust major label executives to drive positive
change, twice the global average.

493 respondents

IDIA. believe.

source: MIDiA Research, Believe, Tunelore BE THE CHANGE: Gender equity in music, 12/29, global, n = 4,146 E
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Mote: Roles and gender identities are not mutually exclusive; respondents could choose more than one
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North America

1090 respondents
O 57%* Perception of gender discrimination in Top three initiatives for change:
the music industry:
- 37%
® Women globally m Women of North America More diversity in positions of
8% power >3%
AR50
24% 27% 22
st erocuives e [N O Al - s
Generally Not sure / Generally Stronger penalty enforcement
83% creators inclusive neutral opinion discriminative for haraﬁﬁanm?inappmpriate - 349%
behaviour
E
Respondents from North America are most likely to report a 65% of women in North America frequently experienced 0
wider variety of discrimination against other identity pressure to look good, the highest of all regions - in 2
characteristics in addition to gender, including race, age, addition to higher rates of other pressures, like tokenism, 2
disability, and family status. This points to a likelihood of microaggressions, and stereotyping. This also lends to a |
extremely varied levels of difficulty for individuals of multifaceted set of challenges for people of different <
different identities. identities. o

Source: MIDiA Research, Believe, TuneCore BE THE CHANGE: Gender equity in music, 12/29, global, n = 4,144 E
Mote: Roles and gender identities are not mutually exclusive; respondents could choose more than one
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Glossary

Ageism: Bias against, discrimination towards, or bullying of individuals and
groups on the basis of their age.

Agender / neutrois: A person who does not identify with the concept of
gender and views themself as genderless.

Blaclkdist: To deliberately avoid, shun, distrust, or exclude someone due to
behaviors or activities that are deemed unacceptable.

Blind hiring: The process of blocking out personal information about a job
candidate (such as their name or photo) which could influence or bias a hiring
decision.

Creator: Refers, in this report, to the segment of survey respondents who
indicated that they are music creators (including soloist, part of a group,

songwriter, music producer, studio engineer, mixing / mastering engineer, and
DJ).

Diversity quota: A requirement that a specified minimum percentage of
individuals in a group must be of a given gender, race / ethnicity, or other
characteristic.

Gender expansive: Refers, in this report, to the segment of survey respondents
who indicated that they identify as nonbinary, agender / neutrois, transgender,
or “other.”

Intersectionality: The interconnected nature of social categorizations, such
as race, class, gender, and age, and how they create overlapping systems of
discrimination or disadvantage.

BE THE CHANGE

Gender equity in music

LGBTQIA+: Individuals who identify as lesbian, gay, bisexual, transgender,
queer and / or questioning, intersex, or asexual / aromantic / agender.

Microaggression: Commonplace verbal, behavioral or environmental slights,
whether intentional or unintentional, that communicate hostile, derogatory, or
negative attitudes toward stigmatized or culturally marginalized groups (e.g.,
sexist or racist jokes, patronizing comments).

Nonbinary: A person who identifies with a gender identity that is neither
entirely male nor entirely female.

Objectify: Treating a person as an object or means to an end rather than a fully
autonomous individual.

Pay gap (or wage gap): The difference in the average pay / remuneration
between two populations (in this report, men versus women, and men versus
gender expansive individuals).

Perception gap: The trend whereby those not adversely affected by
discrimination are less likely to be aware that inequities exist.

Professionals: Refers in this report to the segment of survey respondents who
indicated that they hold junior-level and higher roles in the music business (e.g.,
junior marketing manager, CEO).

Sexual assault: Intentional sexual contact without the other person’s consent,
or coercing or physically forcing a person to engage in a sexual act against their
will.



Sexual harassment: Inappropriate, unwelcome remarks or physical advances of
a sexual nature.

Transgender: A person whose gender identity is different from their assigned
sex at birth.

Tokenism: The practice of making only a perfunctory or symbolic effort to

accomplish something, especially by recruiting a small number of people from
underrepresented groups in order to give the appearance of diversity within a
workforce.

)iA) believe x tunecoRE Miarch 2024
tesy of Emilie Moysson and Naive

Photo: Lise de la Salle
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Organizations
She Is The Music

Women In Music

Amplify Her Voice

Femme It Forward

SheSaid.So

Black Music Action Coalition

Mamas in Music

Women in CTRL

Color of Music Collective
We Are Moving the Needle

Creator databases
INPINK
The Photo Ladies

Book More Women

Mental health
Backline

Musicians’ Union Wellbeing
Guidance Pack

Mental Health First Aid

Resources

Education & career mentorship

Gen Admission
Sound Thinking NYC

The Digilogue

Gender Amplified
Music Production for Women

Women's Audio Mission

Fem the Future

Well Dunn Foundation

Beats by Girlz

Femme House

Music Forward

Gender Amplified
SoundGirls
Grammy U

SITM Connect TogetHER
Girl Connected

Girls Who Listen

Grants & opportunities

Live Nation Women Fund

Diversify The Stage Apprenticeship

Live Nation Next Gen

BE THE CHANGE

Gender equity in music

Harassment prevention &
reporting

Safe Tour

Calling All Crows
Safe Gigs For Women
Local 802 AFM

We Have Voice's Collective
Code of Conduct

Our Music My Body
Ask for Angela

Girls Against



https://sheisthemusic.org/
https://www.womeninmusic.org/
https://www.amplifyhervoice.org/
https://www.femmeitforward.com/
https://www.shesaid.so/
https://www.bmacoalition.org/
https://www.mamasinmusic.org/
https://womeninctrl.com/
https://www.colorofmusiccollective.com/
https://www.wearemovingtheneedle.org/
https://inpink.com/
https://www.thephotoladies.com/
https://www.bookmorewomen.com/
https://backline.care/
https://musiciansunion.org.uk/career-development/career-guides/musicians-wellbeing-guidance-pack
https://musiciansunion.org.uk/career-development/career-guides/musicians-wellbeing-guidance-pack
https://www.mentalhealthfirstaid.org/about/
https://www.genadmission.org/
https://creativeartsteam.org/programs/sound-thinking-nyc
https://www.thedigilogue.com/
https://genderamplified.org/
https://musicproductionforwomen.com/front-page
https://womensaudiomission.org/
https://www.femthefuture.org/
https://welldunn.org/
https://www.beatsbygirlz.org/
https://www.thisisfemmehouse.com/about
https://musicforwardfoundation.org/
https://www.genderamplified.org/
https://soundgirls.org/
https://www.recordingacademy.com/membership/grammy-u
https://sheisthemusic.org/mentorship/
https://www.beagirlconnected.com/
https://www.girlswholisten.org/
https://livenationwomenfund.livenation.com/
https://www.diversifythestage.org/dtsprogram
https://www.thesolafoundation.org/livenation
https://www.safetour.org/
https://www.callingallcrows.org/
https://sgfw.org.uk/
https://www.local802afm.org/
https://too-many.org/code-of-conduct/
https://too-many.org/code-of-conduct/
https://www.ourmusicmybody.org/
https://www.met.police.uk/police-forces/metropolitan-police/areas/about-us/about-the-met/campaigns/ask-for-angela/
https://www.girlsagainst.co.uk/

