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Staying Safe in
Entertainment Workplaces
TIME’S UP was born in Hollywood, when actresses, producers, directors, and screen professionals
from across the industry started calling out the rampant sexism, violence, and double standards
that workers in entertainment endure.

By speaking up, speaking out and speaking together,
we regain [our] power. And we hopefully ensure
that this kind of rampant predatory behaviour as an
accepted feature of our industry dies here and now.
— Lupita Nyong’o
In response, TIME’S UP UK have worked in collaboration with TIME’S UP Entertainment in the US
to create this guide, a resource for those in the entertainment industry who find themselves
experiencing or witnessing workplace misconduct. This includes harassment, discrimination,
unwanted touching, sexual assault, and rape. The TIME’S UP UK Guide to Working in Entertainment
covers auditions, nude and simulated sex scenes, information about reporting misconduct,
and more.
No matter your situation, you have options. We’re here to help by connecting you with resources
and information so you can determine your best path forward. In the meantime, trust yourself.
If something doesn’t feel right, it probably isn’t. If it seems like a red flag, it probably is. It’s okay to
say “no”, to speak up, and to leave situations that make you uncomfortable. No role, job, or
relationship is worth compromising your physical or emotional safety.
And if something happened to you, we believe you. You are not alone, and we are here to help.
If you have feedback to help us improve this guide, we welcome it.
Please contact us at info@timesupuk.org.
In solidarity,
TIME’S UP UK
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The information provided does not, and is not intended to, constitute legal advice; instead, all information,
content, and materials are for general informational purposes only. Information provided may not constitute the
most up-to-date legal or other information. This publication contains links to other third-party websites. Such links
are only for the convenience of the reader, user or browser; TIME’S UP UK and its partners do not recommend or
endorse the contents of the third-party sites. No reader, user, or browser should act or refrain from acting on the
basis of information herein without first seeking legal advice. All liability with respect to actions taken or not taken
based on this publication are hereby expressly disclaimed. The content on this posting is provided “as is” no
representations are made that the content is error-free.
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Resources at a Glance
Acas

Acas gives employees and employers free, impartial advice on workplace rights, rules and best
practice. It also offers training and help to resolve disputes.
Call the free confidential helpline: 0300 123 1100 Website www.acas.org.uk/bullying

Actors’ Benevolent Fund

The Actors’ Benevolent Fund has two grant programmes open to professional actors, actresses
and stage managers.
‣ Support for those who are unwell, injured or unable to work because of their age
‣ One-off grants for those who are experiencing financial hardship owing to coronavirus

Bectu

Bectu represents employees, contract and freelance workers across the media and
entertainment industries. Its members are supporting artistes or those who work in
non-performing roles in broadcasting; film and cinema; digital media; independent production;
leisure: live events; theatre and the arts. It is committed to making workplaces safe and free
from bullying and harassment. You can access its sexual harassment resources here.
If you need any advice or support and are already a Bectu member, or want to become a
member, contact by email membership@bectu.org.uk or call 020 7346 0900

BFI Bullying, harassment and racism prevention
for the screen industries

Full details of the principles and guidance for tackling and preventing bullying, harassment and
racism in the screen industries, commissioned by the BFI and supported by organisations
across the UK, can be accessed here.

Casting Directors Association

An alliance and support system of professional UK casting directors dedicated to upholding
professional standards within the industry.
Website: www.castingdirectorsassociation.com
Advice: advice@castingdirectorsassociation.com

Your Right to Report Sexual Misconduct and Harassment

4

Casting Directors’ Guild

The Guild is a professional organisation of casting directors in the film, television, theatre and
commercials communities in the UK and Ireland, who have joined together to further their
common interests in establishing a recognised standard of professionalism in the industry,
enhancing the stature of the profession, providing a free exchange of information and ideas,
honouring the achievements of members and standardisation of working practices within the
industry.
The Casting Directors Guild website is here: www.thecdg.co.uk
The Casting Directors Guild Complaints portal can be accessed here:
www.thecdg.co.uk/complaints

Citizens Advice Bureau

It might be against the law if you’re being treated unfairly or differently at work because of who
you are, such as being disabled or being a woman. If it is, you can complain to your employer or
take them to an employment tribunal. The main law that covers discrimination at work is the
Equality Act 2010 – part 5 covers work. For guidance you can contact an adviser through the
Citizens Advice Bureau national phone service:
‣
‣
‣
‣
‣

Adviceline (England): 0800 144 8848
Adviceline (Wales): 0800 702 2020
Advice (Scotland): 0800 028 1456
Advice (Northern Ireland): www.citizensadvice.org.uk/about-us/northern-ireland/
Relay UK – if you can’t hear or speak on the phone, you can type what you want to say:
18001 then 0800 144 8884
‣ You can use Relay UK with an app or a textphone. There’s no extra charge to use it.
Find out how to use Relay UK on the Relay UK website.

The Adviceline is available from 9am to 5pm, Monday to Friday. It’s usually busiest at the
beginning and end of the day. It’s not available on public holidays. Calls to Adviceline are free
from mobiles and landlines. You can see more about our call charges.

Equality and Human Rights Commission

If you need expert information, advice and support on discrimination and human rights issues,
contact the Equality & Support Service (EASS) on:
Phone: 0808 800 0082 Textphone: 0808 800 0084
You can email using the contact form on the EASS website. Also available through the website
are BSL interpretation, web chat services and a contact us form.
Post: FREEPOST, EASS HELPLINE, PN6 521
Opening hours:
‣ 9am to 7pm Monday to Friday
‣ 10am to 2pm Saturday
‣ closed on Sundays and public holidays
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Equity

Equity is committed to helping those who have endured bullying, threats or attacks; changing
our industry’s culture to stop perpetrators and to let them know that they will be held
accountable for their actions.
Members can report incidents to the Bullying and Harassment Helpline (020 7670 0268)
and receive advice on what to do in their situation.
They can also email on harassment@equity.org.uk.
Members can also call the mental health and wellbeing helpline on 0800 917 6470
(they must have their Equity number to hand).

Other useful links:
Agenda for Change
Safe Spaces
Being Stalked Resource
Bullying and Harassment

Intimacy Coordinator Companies
‣
‣
‣
‣
‣
‣
‣

Centaury Co.: www.centaury.co/
Intimacy Coordinators of Colour: www.intimacycoordinatorsofcolor.com
Intimacy Directors and Coordinators: www.idcprofessionals.com
Intimacy for Stage and Screen: www.intimacyforstageandscreen.com
Intimacy on Set: www.intimacyonset.com
Intimacy Professionals Association: www.intimacyprofessionalsassociation.com
Moving Body Arts: www.movingbodyarts.com

Old Vic Guardians Programme

The Old Vic Guardians are a group of trained staff who offer a confidential outlet for colleagues
to share concerns about behaviour or the culture at work. The Guardians Programme is an Old
Vic innovation, designed to help any organisation go further in its commitment to creating a
safe and secure working environment for all. The information pack about how to create a
Guardians Programme is available for download here.
Additionally, a Guardians Network has been formed to bring together the group of
organisations from all sectors (not just the arts) who have implemented the principles of a
Guardians Programme. It has created a practical guide so there is no barrier to implementation,
no matter what size the organisation or the level of its resource. And, through the Network,
organisations can access pro bono legal training for their Guardians three times a year from
Lewis Silkin, share best practice within the group on anonymised trends and learnings, and
centralise resources. Each organisation, each industry, will have experiences and solutions with
universal application that, through this open collaboration of resources and ideas, will benefit
and strengthen us all.
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PMA

The PMA is a membership organisation for agents who represent actors, writers and directors
working in film, television, theatre and radio. It was set up over 70 years ago with the intention
of encouraging good practice among agents, by encouraging better communication between
agents; and better communication from agents to the industry.
Find out more here: thepma.com/

Rape Crisis England & Wales

Rape Crisis England & Wales (RCEW) is a feminist organisation that supports the work of Rape
Crisis Centres across England and Wales. It also raises awareness and understanding of sexual
violence and abuse in all its forms.
Find your local rape crisis centre here:
rapecrisis.org.uk/get-help/find-a-rape-crisis-centre/

Rape Crisis Northern Ireland

Rape Crisis Northern Ireland is a non-governmental organisation and support service for
anyone who is 18 and over and has experienced serious sexual assault and/or rape in
adulthood.
Phone: 0800 0246 991
Information and Support Line: Mondays and Thursdays, 6pm to 8pm
Email: support@rapecrisisni.org.uk or rapecrisisni.org.uk/get-help-now/

Rape Crisis Scotland

Access support every day between 6pm and midnight – the helpline offers free and confidential
support and information by phone, email and text. It offers support to anyone aged 13 and over,
of any gender, affected by any form of sexual violence, no matter when or how it happened. It
supports survivors, as well as family, friends and supporters. It can also put you in touch with
local rape crisis centres or other services if you need longer-term support. It can arrange for
free language interpreters, including British Sign Language, to access support if your first
language is not English.
Phone: 08088 01 03 02
Email: support@rapecrisisscotland.org.uk
Text: 07537 410 027 – for initial contact, information and signposting
(standard network charges apply)
If you contact us by text and we can’t answer straightaway, let us know when it will be a safe
time to contact you. When you contact the helpline by text message, your number is visible to
us.
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Rights of Women

Rights of Women is a women’s charity working in a number of ways to help women through the
law. Its services aim to provide women with the legal advice and information they need to
understand and use the law and their legal rights. It also works to improve the law for women
and increase women’s access to justice. It gives free employment legal advice to women in
England and Wales experiencing sexual harassment at work, including:
‣
‣
‣
‣
‣

Identifying sexual harassment
How to bring a complaint against your employer
Advice about grievances and investigations
The employment tribunal procedure
Settlement agreements and non-disclosure agreements

Call: 020 7490 0152 – opening hours: Mondays, Tuesdays and Wednesdays, 3pm to 5pm and
6pm to 8pm. The advice line is closed on public holidays.
www.rightsofwomen.org.uk

Sexual Assault Referral Centre

Contact a local Sexual Assault Referral Centre (SARC), or one of the Havens in London, for
immediate medical and emotional support after rape or assault. Visit The Survivors Trust for
more information. For support, advice and information call 0808 801 0818.
Find the nearest SARC here.

Spotlight

Spotlight connects performers with roles in theatre, television and film productions. They
have compiled a handy list of resources for their agent and casting members. This list
includes guidelines on language and inclusivity, codes of conduct, child employment
resources and more: www.spotlight.com/help-and-faqs/links-for-professionals-on-spotlight/
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Reporting Harassment,
Discrimination
or Other Abuse
Occurring at Work
The decision of whether to report workplace misconduct is personal and rests with the person
who was harmed. If you were sexually harassed or discriminated against, or a survivor of
workplace abuse and want to report what happened to you, we can guide you through the
process. If you’ve witnessed harassment and want to help, you may be feeling out of your depth
as to how to proceed. It is our hope that this guide helps you navigate these delicate situations.
Have you experienced workplace harassment, discrimination, or unwanted touching? Or, did
you see it happen and aren’t sure what to do next? This guide will help you understand:
‣ Your options for reporting if something happened to you or if you witnessed something
‣ How to prepare if you decide to report
‣ How to help a colleague decide whether or not to report, and give emotional support
‣ Some of the various services that exist to empower and support you.
If you are in imminent danger now or at any time, call 999 immediately.

What counts as harassment?
Certain behaviours are illegal in the workplace under UK Criminal Law. Other behaviour may not
be illegal, but still violates your employer’s policies or union protections. In other words, even if
what happened to you isn’t illegal harassment, you still might be able to report it.
Before we discuss illegal harassment, we want you to know that YOU do not have to figure out
whether what’s happening to you is illegal or not. You are not alone, and you have options. You
can call your local police and they will help you determine if you have an actionable case. Or, if
you are being harassed based on your sex or gender and need help figuring out whether you
can take legal action for what’s happening to you, there are organisations that can help.

If you’re a member of a trade union
Contact your local representative or check your trade union’s website for how to get in touch.
They’ll help you decide what to do and might be able to come to meetings with your employer
to support you.
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Contact Citizens Advice
Contact your nearest Citizens Advice - they can help with your discrimination problem and any
other problems you have. For example, if you were unfairly dismissed you can get advice about
money problems you might have if you’re not working.

Look for free legal help
You might be able to get free legal help as part of your home insurance, or through legal aid or a
law centre. Check how to get free legal help.

Contact Acas
If you can’t get help from Citizens Advice or free legal help, contact Acas. They’re an impartial
organisation that aims to help people solve problems at work. They can be helpful if
discrimination isn’t your only problem, for example if you’re being discriminated against and
also being paid late.
Telephone: 0300 123 1100
Text relay: 18001 0300 123 1100
Calls usually cost up to 40p a minute from mobiles and up to 10p a minute from landlines. It
should be free from your mobile if you have a contract that includes calls to landlines - check
with your supplier if you’re not sure. If you’re not comfortable speaking English, you can say
which language you prefer when you call.

Contact the EASS helpline
You can also contact the Equality Advisory and Support Service (EASS) with discrimination
problems - they can help you find a way forward but can’t give legal advice.
Telephone: 0808 800 0082
Text relay: 0808 800 0084
Monday to Friday, 9am to 7pm
Saturday, 10am to 2pm
Calls to these numbers are free.
You can also contact the EASS helpline by filling in an online form or chatting online with an
adviser. Check the EASS contact page for how to get in touch.
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If you prefer to write a letter, use this address:
Freepost
EASS Helpline
FPN6521
Don’t send any documents when you write to them - they’ll ask for anything they need when
they reply. You can contact EASS using British Sign Language (BSL)
- check how to use the BSL service.
Whether harassment qualifies as illegal depends on several factors, including the type of
behaviour. For example, petty slights, annoyances, and isolated incidents (i.e. a hand on your
arm, a comment about your clothing) may be inappropriate, but are not necessarily illegal.
However, a hand on your breast, inappropriate jokes, or threats are more likely illegal.

If you're being harassed or bullied at work
This advice applies to England
Harassment is where someone creates an atmosphere that makes you feel uncomfortable this could be because you feel offended, intimidated or humiliated.
If you’re being bullied, your situation might also be harassment under the Equality Act 2010.
If it is, you can take action under that law.
If the bullying isn't harassment under the Equality Act you might be able to deal with the
problem another way.
It might be harassment if someone has:
‣
‣
‣
‣
‣
‣

verbally abused you
asked very personal questions, for example about your disability or religion
put up posters that make you feel uncomfortable
made rude physical gestures or facial expressions towards you
told you jokes of a sexual nature
made comments you find offensive, for example on social media

If your colleagues say the behaviour was just friendly banter, it might still be harassment if it
meets the definition of harassment in the Equality Act.
If the harassment is very serious, it might also be a crime. For example, it’s a crime if someone
has sexually assaulted you or made physical threats. Contact the police if you’re worried about
your safety.
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Check what's harassment under discrimination law
For all types of harassment, the behaviour you’re reporting has to be something you didn’t want.
The law calls this ‘unwanted conduct’.
You also always need to show that the person who harassed you meant to make you feel a
certain way, or that you felt that way even though it wasn’t their intention. This is called ‘purpose
or effect’. If the person didn’t mean to make you feel this way, it also has to be 'reasonable’ that
you felt that way.
You need to show that the purpose or effect of the conduct was that it violated your dignity or
created an environment that:
‣
‣
‣
‣
‣

humiliates you
offends you
intimidates you
is hostile
is degrading

You also have to show that your situation is covered by one of the three types of harassment in
discrimination law.
1. The first type is where the unwanted conduct is related to a relevant 'protected
characteristic' like gender or race.
2. The second type is where the unwanted conduct is of a sexual nature.
3. The third type is where you’re treated worse because of rejecting or submitting to
unwanted sexual behaviour or behaviour related to gender reassignment or sex.
This is called ‘being treated less favourably’.
It doesn't matter if the behaviour is directed at you or not - for example, if you overhear your
colleagues making racist jokes or comments to each other.
Harassment is covered by Section 26 of the Equality Act 2010.
Age is defined in section 5 of the Equality Act 2010
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Check if it's related to a 'protected characteristic'
The Equality Act protects you against harassment related to 'protected characteristics' like
religion or being disabled. If your harassment is related to pregnancy or maternity, you should
take action under harassment relating to your sex. The protected characteristics covered in
sections 5 to 12 of the Equality Act are:

Age

The law covers you for discrimination about being:
‣ young or old
‣ in a particular age group - like 15-18 or under 60
‣ of a specific age - like 40-year-olds

Disability

You're covered for a disability you have now and any you've now recovered from. A disability
could be physical or mental - you could be covered even if you don't consider yourself disabled.
You should check if your disability is covered by the Equality Act.
Disability is defined in section 6 of the Equality Act 2010.

Gender reassignment

The law covers ‘gender reassignment’ - this means if you’re transgender.
You're covered if you:
‣ are planning to transition - you don't need to have had any medical treatment
‣ are in the process of transitioning
‣ have already transitioned
If you identify as non-binary but you aren’t transitioning, you might be covered but the law is
complicated. You’ll need to get specialist advice before you go any further. Gender
reassignment is defined in section 7 of the Equality Act 2010.

Race

This includes your:
‣
‣
‣
‣

colour - for example if you're black or white
nationality
ethnic origin - for example if you're a Romany Gypsy
national origin - this could be different from your nationality,
for example if your family is from India but you have a British passport.

If you’re not sure what race means you can read a more detailed description in the EHRC Code
of Practice on Employment, chapter 2.
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Religion or belief
This includes:

‣ belonging to an organised religion, for example if you're Jewish
‣ having a religious belief, for example you need to pray at certain times

Sex

This is whether you're a man or a woman.
If you identify as non-binary you might be covered but the law is complicated. You’ll need to get
specialist advice before you go any further. Sex is defined in section 11 of the Equality Act
2010.Race is defined in section 9 of the Equality Act 2010.

Sexual orientation

You’re covered if you’re gay, a lesbian, straight or bisexual.
Sexual orientation is defined in section 12 of the Equality Act 2010.
So harassment is unlawful discrimination under the Equality Act 2010 if it’s because of or
connected to one of these things:
‣
‣
‣
‣

age
disability
gender reassignment
race

‣ religion or belief
‣ sex
‣ sexual orientation

Harassment because of one of these characteristics is called harassment related to a
protected characteristic.

Harassment because you’re pregnant or you’ve recently given birth

If you experience harassment because you’re pregnant, breastfeeding or you’ve recently given
birth, this could be harassment related to sex.

What’s the effect of or the intention behind the harassment?

The Equality Act says its harassment where the behaviour is meant to or has the effect of
either:
‣ violating your dignity
‣ creating an intimidating, hostile, degrading, humiliating or offensive environment
This means its harassment even if the person harassing you didn’t mean to offend or
intimidate you, as long as the harassment has one of the above effects. If you go to court, the
judge may have to decide if it’s harassment or not. They will look at how the behaviour made
you feel and whether it’s reasonable for you to feel this way.

Examples of harassment related to a protected characteristic

The harassment may be directed at you, but it can also be directed at someone else or even at
no-one in particular. It may have to do with your or someone else’s protected characteristic. It
may not have anything to do with you, but you still find it offensive. As long as it’s related to a
protected characteristic, it can be harassment.
Your Right to Report Sexual Misconduct and Harassment
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Sexual harassment
If someone behaves in a way which makes you feel distressed, intimidated or offended and the
behaviour is of a sexual nature, this is called sexual harassment.
For more information about unlawful harassment under UK law,
please visit: www.equalityhumanrights.com

Did something just happen to you?
If you have experienced unwanted touching, sexual assault, or sexual abuse in any context,
including in your workplace or another professional setting, there are many ways to get support
and information. Immediately following a sexual assault or unwanted touching, you have a lot
of decisions to make - some of which are time-sensitive. For example, important evidence can
sometimes be collected from your body or clothing.
For information about your rights, options, and resources following sexual assault,
visit Rape and Sexual Assault Referral Centres.
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Deciding Whether to
Report to Your Employer
When considering how to deal with workplace harassment or misconduct, first consider
whether you believe you can safely tell the harasser you want the behaviour to stop. If not, or if
that doesn’t work, consider whether you feel comfortable reporting it to your employer.
Before deciding whether to make a report to your employer, it is important to understand how
your report will be handled.
Every company handles harassment reporting differently. First, figure out if your employer has a
harassment policy, code of conduct, or employee handbook. These documents may have
instructions about how to report harassment or misconduct in the workplace.
Whether or not workplaces have harassment policies and how well they are enforced vary
greatly. You may have the option of reporting in a variety of ways and to a variety of people, or
your options may be very limited. This could be especially true if you work for a small company
or for an independent production.
Once you figure out how to report, who to report to, and what your employer prohibits, consider
whether you feel comfortable reporting to those people and through those systems. Only you
can decide if reporting to your employer is the right course of action. However, it is important to
know that not using the employer’s procedures, including its reporting mechanism, may make it
difficult for you to win a case against your employer about the misconduct if you later decide to
take legal action.

If you work for a company, production, or studio
If they exist and you can find them, check your employer’s policies about your options for
reporting. You may want to request clarification from Human Resources (HR) if you work for a
company, production or studio with an HR department or representative.
If you are working for a company, production, or studio, you may have the option of reporting
through methods other than an HR employee, such as going to a supervisor or ombudsperson
(an impartial, confidential options counsellor), using a hotline or helpline, or using an app or
online reporting platform. Some employers may also offer confidential or anonymous reporting
platforms. The end result may be the same, but you may find you are more comfortable with
one of these options as opposed to reporting to HR.

If you work on an independent and/or small production
If you are working on an independent production, especially a small production, you may not
have access to a human resources department or representative. Your only reporting option
may be going to your producers or a direct supervisor.
If you are having trouble figuring out where and how to report, you can ask your supervisor.
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If you are a union member, your union may also be able to help you figure out how and where to
report. Consider this option if your supervisor is the person you are trying to report.
If you need a lawyer, you can contact Rights of Women, who may be able to facilitate a free
legal consultation through its legal network:
Call: 020 7490 0152 Opening hours: Mondays, Tuesdays and Wednesdays: 3pm – 5pm and 6 – 8pm.

Preserve the Facts
No matter what you decide to do, we highly recommend writing everything down, saving all
proof, and keeping a copy of the information for yourself. Include as much detail as you can. If
you don’t remember something exactly, write down what you do remember.
Important details:
‣ The date, time, location, details about where you were, all people present, and what was
said and done by whom. If you can’t remember a location, but remember the way it
looked or smelled, add those details
‣ A description of how you were treated differently because of race, colour, religion, sex
(including pregnancy status, sexual orientation and gender identity), national origin, age
(40 or older), disability, genetic information, or other characteristics protected by
applicable law
‣ Comments made about your protected characteristic(s), when and by whom those
comments were made, whether there were any witnesses to the comments, and any
other relevant details
‣ A description of how you felt about the behaviour
‣ The names of people you tell/told about the incident(s)
‣ All pictures, voicemails, texts, notes, emails, and any other evidence you may have
We created an Incident Report Template you can use as a guide for saving important
information. Find it on our website at www.timesupuk.org.
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Considerations before reporting to your employer

If you decide to report harassment to your employer, it’s important to follow the procedure your
employer lays out for reporting, if such procedures are provided. If you later decide to take legal
action, the employer can use the fact that you did not comply with its procedures as a defence
against your case if you:
‣ Decide not to report through your employer’s reporting mechanism
‣ Provide insufficient information to allow the employer to investigate; or
‣ Otherwise, do not comply with the employer’s reporting procedures
In other words, not using your employer’s procedures (including its reporting mechanism) may
make it difficult for you to win a case later.
Before making your report, write a detailed summary of the circumstances surrounding your
report. Try to include all dates, times, places, conversations, witnesses, relevant documents
(such as emails or text messages), and any other details that might aid the investigation. We
created an Incident Report Template you can use as a guide for saving important information.
Find it on our website at www.timesupuk.org.

Below are some factors to carefully consider before reporting.

Advantages of reporting to your employer
‣ You are putting your employer on notice of behaviour that you believe is inappropriate or
unlawful.
‣ You may be helping others who are experiencing similar issues.
‣ Your employer may resolve your concerns quickly and take appropriate corrective
action, if necessary.
‣ It is illegal for your employer to retaliate against you for reporting sexual harassment,
so it is beneficial to report before your employer takes an adverse employment action
against you.
‣ In some cases, there are rules about having to let your employer know about what
happened, so the employer has a chance to fix it. If you don’t, it can hurt your legal case.
If you have legal questions, such as whether declining to report will hurt your case, you can
reach out to Rights of Women, a grantee of the TIME’S UP UK Justice and Equality Fund. If your
situation involves workplace sexual harassment, Rights of Women will provide you with free
legal advice and guidance.

Disadvantages of reporting to your employer
‣ You may receive an unsympathetic response from the person to whom you report.
Some employees are trained to remain neutral when receiving reports of workplace
misconduct.
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‣ You may not be able to control what human resources does after you report.
Human resources have a legal obligation to act on certain types of claims, such as
sexual harassment, even if you ask them not to.
‣ Companies and their human resources departments differ in how they investigate and
assess a claim of misconduct, harassment and discrimination and fashion a response.
An investigation may include interviewing other people in the company about what
happened.
‣ The human resources employee you speak with might have a different perspective than
you do. They may not agree that what happened constitutes harassment, or they may
feel the behaviour is more concerning than you think it is.

Additional considerations about reporting to your employer
‣ You may be allowed to have someone with you for support if you report in person
‣ Your report may go in your personnel file
‣ Human resources should keep your report confidential to the extent possible, however, it
cannot promise absolute confidentiality
‣ It may benefit you if you make your report within a certain period of time after the
harassment or inappropriate conduct happens. There are a variety of reasons for this,
including how it will be perceived in court
‣ If you need legal advice about the situation or are not comfortable with your employer’s
response, you can contact Rights of Women who maybe be able to offer a free
consultation through its network.

Additional Resources for Harassment at Work

Below are descriptions of alternative reporting options or resources provided by third-party
organisations.
Also, if you are a member of a guild, professional association or trade union, you can ask them
to support you in this process and find out if they will act as a trusted intermediary on your
behalf. Where victims may want to remain anonymous, a trusted intermediary can help to bring
a complaint to the attention of employers, especially where they become aware of multiple
complaints about the same individual.
Gov.uk website on Workplace Bullying & Harassment
www.gov.uk/workplace-bullying-and-harassment
NHS Choices Live Well - Bullying at Work
www.nhs.uk/Livewell/workplacehealth/Pages/bullyingatwork.aspx
MIND
www.mind.org.uk
BBC Respect at Work Review
www.bbc.co.uk/corporate2/insidethebbc/howwework/reports/respectatwork.html
BECTU Respect at Work
www.bectu.org.uk/news/2775
Film and TV Charity Support Line
www.filmtvcharity.org.uk/we-can-help/support-line/
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Reporting to the police
If you have experienced sexual harassment, discrimination, abuse, or other unwelcome
physical contact or emotional harm in the workplace, one option you may have is filing a claim
against your employer or abuser with local police. For information about your other options,
such as reporting to your employer, union, or seeking legal assistance, please refer to those
sections in this guide.
Generally, job applicants and employees (including actors and crew) are protected from illegal
sexual harassment and discrimination under UK and employment laws.

If you’re protected by the Equality Act
Your next step is to decide what to do about discrimination at work.
The harassment might also count as a ‘hate crime’
- check if you can report a hate crime to the police.

If you aren't protected by the Equality Act
There are still things you can do to make the harassment stop. You can:
‣ try to solve the problem by talking to your employer
‣ check if you can take action using different harassment laws

Further help
Rights of Women sexual harassment at work helpline
If you're a woman experiencing sexual harassment at work, you can get free employment legal
advice from the Rights of Women helpline: 020 7490 0152
Opening times:
‣ Monday 6pm to 8pm (closed bank holidays)
‣ Tuesday 5pm to 7pm
‣ Wednesday 5pm to 6.30pm

If you identify any inaccuracies in this guide or additional entertainment industry
workplace issues you would like to see addressed in it, please send your comments
to info@timesupuk.org.
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Our Gratitude to Our Collaborators
Thank you to the silence breakers who bravely, and often at great personal expense, speak
publicly about the abuses inflicted upon you at work. We dedicate this guide to you and others
like you who are willing to sacrifice privacy and, in some cases, security for justice and
progress.
The TIME’S UP Guide to Safety for Performers series would not have been possible without the
generous help and continued dedication of the following individuals and organisations:
Alysia Reiner
Alyssa Milano
America Ferrera
Brie Larson
Caitlin Dulany
Carrie Liao
Christa Peters
Dana Belcastro
Debra Bergman
Georgia Clark

Dominique Huett
Jennifer Esposito
Johnathon Schaech
Lena Waithe
Leslie Silva
Lili Bernard
Marisa Shipley
Michelle Hurd
Mira Sorvino

Ade Rawcliffe (ITV)
Alicia Rodis
(Intimacy Directors International)
Amanda Blumenthal
(Intimacy Professionals Association)
Barbara Broccoli (EON Productions)
Caroline Hemmington (BECTU)
Cathy Repola (Motion Picture Editors Guild)
Deeba Syed (Rights of Women)
Dipanwita Deb Amar (Arnold & Porter)
Genevieve Winters (Women In Film) Helen
Hodge (The Old Vic)
Ita O’Brien (Intimacy On Set)
Ivy Kagan Bierman and Dimitry Krol,
Lauren Williams (Loeb & Loeb LLP)
Jamie Ramsay (Spotlight)

Naomi Despres
Natalie Portman
Nithya Raman
Pamela Guest
Sara Fisher
Sarah Ann Masse
Sarah Scott
Sydney Sharp
Yolanda T. Cochran

Jen Smith (BFI)
Jenne Casarotto
(Casarotto Ramsay & Associates Ltd)
Jessica Barth (Voices In Action)
Jessica Glaisher (BECTU)
Jessica Ladd (Callisto)
Jill Greenfield (FieldFisher)
Kate Buckley-Sharma (42)
Kate Varah (The Old Vic)
Kirsten Schaffer (Women In Film)
Lisa Gelobter (tEQuitable)
Louise Godbold (Echo Training)
Philippa Childs (BECTU)
Sophie Hallett (The Casting Directors’ Guild)
Susan Sprung (Producers Guild of America)
Yasmin Dunn (The Hollywood Commission)

In addition, thank you to the hundreds of actors, producers, crew and other entertainment
industry workers who shared their experiences, observations and ideas with us. Though you
are not named here individually, collectively your insights have shaped this work. We look
forward to future conversations with and opportunities to learn from you.
Dame Heather Rabbatts, Chair, TIME’S UP UK and Rebecca Ladbury, Communications, TIME’S
UP UK adapted this guide for the UK context, which was initially authored by Mara Nasatir,
Director of Initiatives for TIME’S UP Entertainment. TIME’S UP staff Amanda Harrington, Angie
Jean-Marie, Ankita Kanakadandila, Devan King, Emily Koh, Jen Klein, Ngoc Nguyen, Rakeen
Mabud, and Rebecca Goldman all contributed to the project.
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