


Figure 13 
Thinking about your current or most recent work in the industry, were you made aware 
of any of the following?

Base: all Looking Glass 2024 survey respondents (permanent employees:  
1,088; freelancers: 3,256)
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A Production/Company Wellbeing Plan

Permanent
employees

Freelancers

of the resources or types of support 
presented, compared with 23% of 
permanent employees. Almost a quarter 
of freelancers (23%) recalled being 
made aware of a production or company 
wellbeing plan, compared with 41% of 
permanent workers. Though there was 
a large disparity in favour of permanent 
workers who were aware of access to an 
individual or employee assistance, it is 
interesting that it was still only a minority 
(47%) of permanent workers who were 
aware of having access to this type  
of programme.

Another form of good practice that 
respondents were asked about was 
whether in their current or most recent 
job they were invited to disclose any 
mental health conditions or issues 
related to wellbeing that they might 
have, and asked about any reasonable 
adjustments they might need relating 
to their mental health or wellbeing. 
This practice can help to destigmatise 
discussion about mental health and 
signal to workers that the employer 

takes their wellbeing seriously. Only 15% 
of respondents recalled being invited 
to share information about any mental 
health or wellbeing issues they have 
(25% among permanent workers and 12% 
among freelancers). A similar proportion 
(14%) recalled being asked about any 
reasonable adjustments related to 
mental health and wellbeing (23%  
among permanent workers and 11% 
among freelancers).

Many of the practices and procedures 
discussed above form part of the 
Film and TV Charity’s Whole Picture 
Toolkit. Though we cannot draw a firm 
conclusion about causality, responses 
to Looking Glass 2024 provide some 
evidence to support the efficacy of 
the Toolkit. Among respondents who 
said they had definitely worked on a 
production using the Toolkit, a higher 
proportion considered the industry to  
be a mentally healthy place to work (25% 
compared with 12% of everyone), and 
fewer rated their mental health as poor 
(23% compared with 35% of everyone).
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Figure 14  
Mental health indicators for freelancers and permanent workers

Base sizes: freelancers (3,256); permanent employees (1,088)
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Score 8-9 on the UCLA loneliness scale
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Self-rating of mental health: poor or very poor

Freelancers

Permanent
employees

In reading this chapter it should be noted 
that the average industry worker is at a 
heightened risk of poor mental health 
compared to the wider UK population. 
However, the purpose of this chapter is 
to highlight groups of workers who are 
at even greater risk of suffering from 
poor mental health and/or experiencing 
adverse conditions and behaviours such 
as worklessness and bullying, harassment 
and discrimination. 

The identified groups are:

• Freelancers35

• Workers with a disability or  
long-term health condition

• Neurodivergent workers

• LGBTQ+ workers

• Black and Global Majority workers

• Carers of adult dependents

• Carers of children with disabilities  
or special needs

• Women

• Younger workers

We recognise that at the individual level 
some of these groups will intersect, 
which may further compound the risks 
highlighted for each group. Where 
possible and appropriate we refer to 
some of these intersections in this 
chapter (e.g. when looking ethnicity 
crossed by gender). However, we 
have not systematically crossed each 
characteristic by the other as the number 
of responses becomes too small once 
multiple crosscuts of the data are 
applied, even despite the large overall 
response received to the 2024 survey.
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FREELANCERS

5. WORKERS AT GREATER RISK

This section takes a closer look at the prevalence of indicators of poor 
mental health across different population groups. Specifically, we 
have looked at groups across various identity-related characteristics, 
employment status and – covered later in chapter 6 – professional 
identities in terms of industry area and job roles.

Freelancers are often described as the 
lifeblood of the film and TV industry. 
Businesses of all sizes across the sector 
rely on them and though definitively 
sizing the overall population of 
freelancers is difficult and yet to be done 
in a robust way, it is generally accepted 
that a majority of the workforce in the 
industry is freelance.36 They accounted 
for 74% of responses to the Looking  
Glass survey.  

A surprising finding in the 2019 Looking 
Glass report was that experiences of 

mental health problems and levels of 
mental wellbeing did not significantly 
differ between freelancers and 
permanent employees. Responses to the 
2024 survey reveal a different picture. 
As shown in Figure 14, a significantly 
greater proportion of freelancers 
reported having poor mental health, had 
experienced suicidal thoughts over the 
past 12 months, and were scoring very 
highly on the UCLA loneliness scale. This 
aligns with research conducted by Bectu 
in 2023 which described a crisis among 
freelancers in the industry.37

35 Note that the term ‘freelancers’ used in this report is taken to include: those who are self-employed (sole trader), those trading through a limited 
liability company but without employees, and those on temporary employment contracts (PAYE) – i.e. so-called ‘PAYE freelancers’.
36 One of the difficulties is that freelancers employed on temporary PAYE contracts – so called PAYE freelancers – often appear as ‘employees’ in 
many of the comprehensive, country-wide datasets, such as those created by the Office for National Statistics, which are usually relied on for this 
data in most sectors. 
37 https://bectu.org.uk/news/bectu-calls-for-government-intervention-as-new-research-shows-uk-film-and-tv-industry-in-crisis

Whilst these differences were not observed 
in 2019, the first Looking Glass report did, 
however, identify that freelancers had greater 
exposure to work-related risk factors for their 
mental health and wellbeing. These risk factors 
included pervasive job and financial insecurity, 
increased likelihood of experiencing bullying and 
harassment, and a lack of access to workplace 
support. The 2024 Looking Glass report shows 
that these risk factors are still at play for 
freelancers and, amid a production downturn and 
cost-of-living crisis, risk factors such as job and 
financial insecurity are particularly relevant.

As noted earlier in this report, the proportion of 
freelancers considered ‘workless’ – that is, not in 
work in the week prior to the survey and having 
worked for fewer than three months over the 
past 12 – was much higher than compared with 
permanent employees (19% and 3% respectively). 
Perceptions of job insecurity were also much 
higher among freelancers, with only 8% feeling 
that their job is secure, compared to 37% of 
permanent employees.

Alongside this pervasive sense of job insecurity, 
freelancers also experience heightened financial 
worries. The vast majority of freelancers (85%) 
had experienced financial worries in the last 

12 months, compared with 61% of permanent 
employees. This aligns with our Money Matters 
report which showed that a higher proportion of 
freelancers were struggling to manage financially 
compared to permanent workers.38

Freelancers were more likely to have suffer  
from bullying, harassment or discrimination  
in the workplace, with over two fifths (43%)  
having experienced this over the past  
12 months compared with a third (33%)  
of permanent employees. 
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38 https://filmtvcharity.org.uk/research-impact/reports/money-matters-report

As a freelancer I feel very 
nervous about disclosing 
anything about my mental 
health to anyone at work, 
for fear of losing future 
work and prejudicing 
my line manager (most 
probably unconsciously) 
against me.
Looking Glass 2024 respondent

https://bectu.org.uk/news/bectu-calls-for-government-intervention-as-new-research-shows-uk-film-and-tv-industry-in-crisis
https://filmtvcharity.org.uk/research-impact/reports/money-matters-report


Figure 15  
Mental health indicators for respondents with a disability or long-term health 
condition compared to those without a disability or long-term health condition

Base sizes: respondents with a disability or long-term health condition (1,127);  
without (3,249)
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Self-rating of mental health: poor or very poor
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long-term health
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Figure 16  
Mental health indicators for neurodivergent respondents compared to neurotypical respondents

Base sizes: neurodivergent (1,167); neurotypical (2,995)
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Just over a quarter (26%) of respondents 
in Looking Glass 2024 disclosed having 
a disability or long-term health condition 
that impacts their day-to-day life. For 
context, 23% of working-age adults in 
the UK are classed as Disabled.39 The 
latest release of the Creative Diversity 
Network’s Diamond data reported that 
8% of off-screen contributors  
are Disabled.40

In line with previous Looking Glass 
reports, the latest survey highlights 
worrying findings regarding the 
experience of industry workers with a 
disability or long-term health condition.

A much higher proportion rated their 
mental health as ‘poor’ or ‘very poor’ 
(53%) compared to non-Disabled 
respondents (29%). They were also more 
than twice as likely to have experienced 
suicidal thoughts over the past 12 months 
compared to non-Disabled workers (50% 
compared with 23% respectively). 

Loneliness was also a more prevalent 
issue among respondents with a 
disability, with 62% agreeing that they are 
often lonely at work (compared with 48% 
of non-Disabled respondents), and 41% 
scoring 8-9 on the UCLA loneliness scale, 
compared with 26% of non-Disabled 
respondents.

Further exploring experiences at work, 
approaching half (45%) of respondents 
with a disability do not feel valued at 
work, compared with just over a third 
(35%) of non-Disabled respondents. 

Experiencing bullying, harassment or 
discrimination was also much more 
common among respondents with a 
disability, with 51% having had such 
experiences over the past 12 months, 
compared with 37% of non-Disabled 
respondents.

Given these findings, it is perhaps 
unsurprising that a much higher 
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WORKERS WITH A DISABILITY OR  
LONG-TERM HEALTH CONDITION

39 https://www.gov.uk/government/statistics/the-employment-of-disabled-people-2023/employment-of-disabled-people-2023#labour-market-status 
40 Creative Diversity Network (2024): Diamond – the seventh cut report.

proportion of respondents with a disability or 
long-term health condition had considered leaving 
the industry over the past year due to concerns 
about their mental health (80% compared with 

59% of non-disabled respondents) and had taken 
‘firm’ actions towards leaving the industry (41% 
compared to 29%).
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NEURODIVERGENT WORKERS

41 https://my.clevelandclinic.org/health/symptoms/23154-neurodivergent 
42 Doyle N. (2020). Neurodiversity at work: a biopsychosocial model and the impact on working adults. Br Med Bull. https://pmc.ncbi.nlm.nih.gov/articles/PMC7732033/
43 In the survey respondents were asked “do you have any of the following neurocognitive conditions? These might be conditions for which you’ve received a formal diagnosis, 
conditions where you’re in the diagnosis process, or conditions you’re confident you have.” The response options included: a learning disability (e.g. Down’s syndrome), a learning 
difficulty (e.g. dyslexia or dyscalculia), a condition affecting coordination (e.g. dyspraxia), autism, ADHS (or other conditions affecting concentration).
44 Many of the stats presented in this subsection broadly mirror those presented in discussion about experiences of workers with a disability or long-term health condition. For 
avoidance of doubt, it should be noted that these are two relatively distinct groups as less than half (47%) of respondents considered neurodivergent also disclosed having a disability 
of long-term health condition.  

Neurodiversity refers to the range of natural 
differences in human brain function and 
behavioural traits. The term ‘neurotypical’ 
describes people whose neurocognitive functions 
fall within societal norms and expectations. 
On the other hand, the term ‘neurodivergent’ 
describes people whose brains and nervous 
systems work differently from neurotypical people. 
This can include differences in how they learn, 
communicate, perceive the environment,  
or have social preferences.41 

In the wider UK workforce, it has been 
estimated that around 15-20% of people may be 
neurodivergent in some way.42 In Looking Glass 
2024, 27% of respondents said they had one or 
more neurocognitive conditions and are described 
in this report as being neurodivergent.43

Looking Glass data shows that the experiences 
of, and outcomes for, the substantial minority of 
workers who are neurodivergent are significantly 
worse than those of workers who can be 
considered neurotypical.44 

A much higher proportion of neurodivergent 
respondents rated their mental health as ‘poor’ 
or ‘very poor’ (46%) compared to neurotypical 
respondents (30%). A significantly higher 
proportion of neurodivergent workers had 
experienced suicidal thoughts over the past 12 
months compared to neurotypical respondents 
(43% compared with 24% respectively). 

Loneliness was also a more prevalent issue among 
neurodivergent respondents, with 60% agreeing 
that they are often lonely at work (compared 
with 48% of neurotypical respondents), and 
40% scoring 8-9 on the UCLA loneliness scale, 
compared with 24% of neurotypical respondents.

https://www.gov.uk/government/statistics/the-employment-of-disabled-people-2023/employment-of-disabled-people-2023#labour-market-status
https://my.clevelandclinic.org/health/symptoms/23154-neurodivergent
https://pmc.ncbi.nlm.nih.gov/articles/PMC7732033/


Figure 17  
Mental health indicators for LGBTQ+ respondents compared to heterosexual respondents

Base sizes: LGBTQ+ (872); neurotypical (3,504)
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A fifth (20%) of respondents to the 
2024 Looking Glass survey identified 
as LGBTQ+. This includes 1.3% who are 
transgender. These proportions are 
slightly above (but broadly similar to) the 
latest Diamond data from the Creative 
Diversity Network, which reported  
that 17% of off-screen contributors are 
lesbian, gay or bisexual, and 0.5%  
are transgender.46 

Responses to the Looking Glass 2024 
survey show that a higher proportion of 
LGTBQ+ respondents rated their current 
mental health as ‘poor’ or ‘very poor’ 
(40%) than did heterosexual respondents 
(34%). Experience of suicidal thoughts 
over the past 12 months were higher  

(39% compared to 28% among 
heterosexual respondents), and at any 
point in life (61% compared to 42%). This 
sadly aligns with other national studies 
which have shown that the prevalence 
of common mental health problems and 
suicidal thoughts are higher among  
LGBTQ+ people.47 

Loneliness was also a slightly  
more prevalent issue among LGBTQ+ 
respondents, with 57% agreeing that they 
are often lonely at work (compared to 
51% of heterosexual respondents), and 
33% scoring 8-9 on the UCLA loneliness 
scale, compared to 29% of heterosexual 
respondents.

45 CIPD (2024). Neuroinclusion at work report 2024.
46 Creative Diversity Network (2024): Diamond – the seventh cut report.
47 Stonewall (2018). LGBT in Britain – Health (2018).

LGBTQ+ WORKERS

Experiencing bullying, harassment or 
discrimination was also much more 
common among neurodivergent 
respondents, with 51% having had such 
experiences over the past 12 months, 
compared with 36% of neurotypical 
respondents. Though the survey did 
not capture whether the bullying, 
harassment or discrimination was 
because of their neurodivergence, other 
research has suggested that this can 
be a relatively common experience for 
neurodivergent workers. For instance, 
research by the CIPD reported that 
20% of neurodivergent workers they 
surveyed had experience harassment or 
discrimination at work because of  
their neurodivergence.45 

The CIPD’s research also points to 
there being a strong business case for 
neuroinclusive workplaces, noting that 
EDI initiatives have often highlighted the 
importance of ‘diversity of thought’ and 
that when talking about neurodiversity 
we are talking about the fact that 
people literally think differently. It is 
worrying, therefore, that a much higher 
proportion of neurodivergent workers 
had considered leaving the film and 
TV industry over the past year due to 
concerns about their mental health  
(76% compared with 59% of neurotypical 
respondents) and had taken ‘firm’  
actions towards leaving the industry  
(42% compared to 28%).

Experience of bullying, harassment or 
discrimination was also higher among  
LGBTQ+ respondents, with 46% having had  
such experiences over the past 12 months, 
compared to 40% of heterosexual respondents.

Given these findings, it is perhaps unsurprising 
that a higher proportion of LGTBQ+ respondents 
had considered leaving the industry over the 
past year due to concerns about their mental 
health (70% compared with 63% of heterosexual 
respondents) and had taken ‘firm’ actions towards 
leaving the industry (38% compared to 31%).

17% of respondents to the 2024 Looking Glass 
survey were from Black and Global Majority ethnic 
backgrounds. This proportion is slightly higher 
than (but broadly similar to) the latest Diamond 
data from the Creative Diversity Network, which 
reported that 13% of off-screen contributors were 
Black and Global Majority.48 

There are indications in the Looking Glass 2024 
responses that the mental health of Black and 
Global Majority workers is worse compared to 
workers from white ethnic backgrounds. Though 
not statistically significant at the 95% level of 
confidence, the proportion of Black and Global 
majority respondents reporting ‘poor’ or ‘very 
poor’ mental health (38%) was higher than among 
respondents from white ethnic backgrounds 

(34%).49 Figure 18 shows that the proportion 
reporting poor mental health was particularly 
high for respondents of Middle Eastern ethnicities 
(56%) and those from Mixed or Multiple ethnic 
groups (41%).50 

We also see statistically significant differences 
by ethnicity in the proportion of respondents 
reporting suicidal thoughts over the past 12 
months. Just over a third (34%) of Black and 
Global Majority respondents had suicidal thoughts 
over the past 12 months, compared to 29% of 
respondents from white ethnic backgrounds. 
This difference was largely driven by a greater 
proportion of Black and Global Majority women 
reporting suicidal thoughts (33%) compared to 
women from white ethnic backgrounds (26%), 

37

BLACK AND GLOBAL MAJORITY WORKERS

48 Creative Diversity Network (2024): Diamond – the seventh cut report.
49 This difference is only significant at an 89% level of confidence (p=0.11).
50 The poor mental health among those of Middle Eastern ethnic backgrounds – though based on a relatively low number of responses (32) – may somewhat be influenced the 
current geopolitical context in the Middle East region. Though it should be noted that in the Film and TV Charity’s survey among Jewish, Arab and Muslim workers, Arab and 
Muslim workers reported significantly worse experiences even prior to October 7th 2023, so there may be more underlying reasons for the poor mental health being reported by 
those groups.

https://www.cipd.org/uk/knowledge/reports/neuroinclusion-at-work/
https://creativediversitynetwork.com/diamond/diamond-reports/diamond-the-seventh-cut/
https://www.stonewall.org.uk/resources/lgbt-britain-health-2018
https://creativediversitynetwork.com/diamond/diamond-reports/diamond-the-seventh-cut/


Figure 18  
Self-rating of mental health, by ethnic group51

Base sizes: Asian or Asian British (179), Black, Black British, Caribbean or African (146), 
Jewish (97), Middle Eastern (32), Mixed or Multiple (263), white (3,509)
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Figure 19  
UCLA loneliness scores of 8-9, by ethnic group

Base sizes: Asian or Asian British (179), Black, Black British, Caribbean or African (146),  
Jewish (97), Middle Eastern (32), Mixed or Multiple (263), white (3,509)
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Figure 20  
Experience of bullying, harassment or discrimination over the past 12 months, by ethnic group

Base sizes: Asian or Asian British (179), Black, Black British, Caribbean or African (146),  
Jewish (97), Middle Eastern (32), Mixed or Multiple (263), white (3,509)
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whereas for men the proportions did not 
significantly differ by ethnicity.

Reported levels of loneliness were, in 
some cases, higher for workers from the 
Black and Global Majority. As shown in 
Figure 19 the proportion of respondents 
scoring 8-9 on the UCLA loneliness scale 
was as high as 47% among respondents 
of Middle Eastern ethnicities, and next 
highest among respondents from Asian 
and Black ethnic backgrounds.

There were also stark differences when 
it comes to experiencing bullying, 
harassment or discrimination. Almost 
half (49%) of Black and Global majority 
respondents had experienced such 

behaviour over the past 12 months, 
compared to 39% of white respondents. 
As shown in Figure 20, experiences of 
bullying, harassment or discrimination 
were particularly high among 
respondents of Middle Eastern  
ethnicities (63%).

Given the experiences outlined above, 
it is perhaps unsurprising that a higher 
proportion of Black and Global Majority 
respondents had taken ‘firm’ action 
towards leaving the industry over the 
past 12 months (35% compared to 
31% of respondents from white ethnic 
backgrounds). As shown in Figure 21, this 
was particularly high among respondents 
of Middle Eastern ethnicities.
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51 For a contextual analysis of the wellbeing of industry workers who identify as Jewish or of Middle-Eastern ethnicities, please see our report on the 
Results of a survey of Arab, Jewish and Muslim members of the UK Film and TV workforce on their experiences relating to the conflict in Israel and 
Gaza on and after 7th October 2023.

 This report identifies the profound and adverse effects experienced in professional contexts in the wake of the conflict by members of all 
communities involved, and also sheds more nuanced light on the wider wellbeing of these groups in their professional lives.

https://filmtvcharity.org.uk/stories-events/news/jewish-arab-and-muslim-workers-in-film-and-tv-call-for-action-as-film-and-tv-charity-survey-identifies-serious-decline-to-their-mental-health/
https://filmtvcharity.org.uk/stories-events/news/jewish-arab-and-muslim-workers-in-film-and-tv-call-for-action-as-film-and-tv-charity-survey-identifies-serious-decline-to-their-mental-health/


Figure 21  
Taking 'firm' action towards leaving the industry over the past 12 months due to 
concerns about mental health, by ethnic group

Base sizes: Asian or Asian British (179), Black, Black British, Caribbean or African (146), 
Jewish (97), Middle Eastern (32), Mixed or Multiple (263), white (3,509)
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6% of respondents to Looking Glass 2024 
had caring responsibilities for at least 
one dependent adult. By comparison, 
ONS Census 2021 data suggests that 9% 
of the workforce in England and Wales 
are juggling employment with caring 
responsibilities, though other research 
suggests that the proportion could be 
closer to 14%.52 

As was identified in the 2019 Looking 
Glass report, isolation and feelings of 
loneliness can be an issue for carers, 
and this was evident in the 2024 survey 
too. Over a third (35%) of carers of 
adult dependents scored 8-9 on the 
UCLA loneliness scale, compared 
with 24% of those caring for children 
and 30% of those without any caring 
responsibilities.53 This sense of loneliness 
applies specifically to the workplace 
too, as 27% of those caring for adult 
dependents strongly agreed with the 

statement “I often feel lonely at work” 
compared with 20% of those caring for 
children and 21% of those without any 
caring responsibilities.

Ratings of mental health and thoughts 
and actions towards leaving the industry 
were broadly consistent irrespective 
of caring responsibilities. However, the 
incidence of suicidal thoughts among 
those caring for adult dependents 
was higher (with 35% having had such 
thoughts over the past 12 months) 
than among those caring for children 
(25%) and those without any caring 
responsibilities (31%). 

In our Money Matters report in 2024 
we reported that carers of adult 
dependents were finding it particular 
difficult to manage financially.54 This 
is a finding which emerged from the 
Looking Glass survey too, as a slight but 

WORKERS CARING FOR DEPENDENT ADULTS

52 https://www.employersforcarers.org/resources/facts-and-figures/
53 Whilst ‘only’ 24% of those caring for dependent children scored 8-9 on the UCLA loneliness scale, it should be remembered that this proportion is still 
substantially higher than national average of adults in England (8%). 
54 https://filmtvcharity.org.uk/research-impact/reports/money-matters-report/

for children and 16% of those without any  
caring responsibilities.

A quarter (25%) of respondents to the Looking 
Glass 2024 survey had caring responsibilities for 
at least one dependent child. Among this group, a 
fifth (21%) were caring for at least one child with a 
disability or special educational needs (equating 
to 5% of the total response).

Across the key measures of mental health and 
wellbeing in the survey, responses among 
respondents with caring responsibilities for 
children were broadly in line with the overall 
average or norm among all respondents.

However, there are marked and worrying 
differences when we look at responses among 
those caring for children with disabilities or 
special educational needs. Among this group 37% 
rated their mental health as poor or very poor 
compared to 30% among all carers of children.

Loneliness also appears to be an issue among this 
group. Specifically, 30% scored 8-9 on the UCLA 
loneliness scale compared with 24% among all 
carers of children. This sense of loneliness applies 
specifically to the workplace too, as 24% of those 
caring for children with disabilities or special 
educational needs strongly agreed with the 
statement “I often feel lonely at work” compared 
with 20% among all carers of children.
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WORKERS CARING FOR DEPENDENT CHILDREN

significantly higher proportion of those caring 
for adult dependents have experienced financial 
worries (83%) compared with 79% of those 
caring for children and 78% of those without any 

caring responsibilities. We also see that a higher 
proportion of those caring for adult dependents 
fall into our definition of ‘workless’ (22%), 
compared with 12% of those caring  

I’ve moved back home to help with caring 
responsibilities, but the majority of work is 
still in London which means I commute every 
week. This is something I accept but having 
managers who don't understand the amount  
of extra time I do because of commuting is 
really frustrating. Also requests at 5pm to  
'be in the office tomorrow' when it isn't a  
prior agreed day is stressful. Trying to  
explain this to a manager makes me feel  
guilty and like they wouldn't re-hire me.
Looking Glass 2024 respondent

https://www.employersforcarers.org/resources/facts-and-figures/
https://filmtvcharity.org.uk/research-impact/reports/money-matters-report/


Figure 22  
Experience of bullying, harassment or discrimination over the past 12 months,  
by gender and age

Base sizes: female 16-29 (494); male 16-29 (212); female 30-39 (846); male 30-39 (460); 
female 40-49 (683); male 40-49 (445); female 50-59 (442);  

male 50-59 (338); female 60+ (125); male 60+ (140)
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Figure 23  
Self-ratings of mental health, by age

Base sizes: 16-29 (749), 30-39 (1,337), 40-49 (1,151), 50-59 (792), 60+ (267)
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WOMEN

We did not observe significant 
differences by gender across most of 
the overall measures of mental health 
and wellbeing in the survey (including 
self-ratings of mental health and 
loneliness), and this lack of gender 
difference holds even when taking  
age into consideration.55 

However, one of the main differences 
in wellbeing experiences for women 
overall was an increased likelihood of 
experiencing bullying, harassment or 
discrimination over the prior 12 months.  
In particular, nearly half (45%) of women 
who responded to our survey had 

experienced bullying, harassment or 
discrimination over the past 12 months 
compared to a third (33%) of men. 
As shown in Figure 22, this gender 
difference was evident across all  
age groups.

Another difference, potentially reflecting 
these experiences of adverse behaviour, 
was that the proportion of respondents 
considering leaving the industry over 
concerns about their mental health was 
higher among women (66%) compared 
to men (61%), with 33% of women having 
taken ‘firm’ action towards leaving 
compared to 30% of men.  

55 The intersection of gender and age is an important one to explore given that they interact and shape experiences – for example there is usually an 
age-related concentration of caring responsibilities among women which can affect how women experience the workplace.

As shown in Figure 23, the proportion of 
respondents reporting poor mental health was 
highest among younger age groups (40% among 
both the 16-29 and 30-39 age bands), decreasing 
to 19% among those aged 60 and above. Similar 
differences by age have been reported elsewhere, 
including a 2021 report by the Resolution 
Foundation which showed that younger people 
were the most likely to have a mental health 
problem– a reverse of the position two decades 
earlier when younger age groups were the least 
likely to have such problems.56

Worryingly, the responses we received also show 
that having had suicidal thoughts over the past 
12 months is more common among younger age 
groups, ranging from a high of 54% among those 
aged 16-29 to a low of 32% among 60 and above. 
Despite this age-related difference, it should be 
noted that the proportion of film and TV workers 
experiencing suicidal thoughts is higher relative  
to national averages for all age groups.57

Interestingly, unlike the other vulnerable groups 
presented in this chapter, there are no clear 
differences in the components of the 3 ‘C’s that  
help to explain these indicators of poorer 
mental health among younger workers. For 
instance, there are no significant or notable 
age differences in the proportions reporting 
loneliness, experiencing bullying, harassment 
or discrimination, hours worked, levels of 
worklessness or perceived job security. The only 
major difference was the experience of financial 
worries being more common among those aged 
16-29 (81%) and 30-39 (83%) compared with 
those aged 50-59 (74%) and 60+ (63%). With the 
exception of financial worries, the lack of age 
differences across the 3 'C'c implies that the 
poorer mental health indicators among younger 
workers may not be primarily work-related  
and may stem from extraneous personal/ 
societal factors. 
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YOUNGER WORKERS

56 https://www.resolutionfoundation.org/publications/double-trouble/ 
57 NHS Digital: Adult Psychiatric Morbidity Survey: Survey of Mental Health and Wellbeing, England, 2014.

https://www.resolutionfoundation.org/publications/double-trouble/
https://webarchive.nationalarchives.gov.uk/ukgwa/20180328140249/http:/digital.nhs.uk/catalogue/PUB21748


Figure 24  
Taking firm action towards leaving the industry over the past 12 months due to 
concerns over mental health, by age

Base sizes: 16-29 (749), 30-39 (1,337), 40-49 (1,151), 50-59 (792), 60+ (267)
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Whatever the causes of the adverse 
mental health reported by younger 
people in our survey, the proportion of 
younger workers who have taken firm 
actions towards leaving the industry 
over the past 12 months due to concerns 
about their mental health is alarming. 
Figure 24 shows that as many as two 
fifths (40%) of those aged 16-29 have 
taken action towards leaving the industry, 
a figure which falls to 14% among those 
aged 60+.

We do not know from the survey whether 
people were intending to leave the 
industry permanently. Regardless, any 
exodus of talent is of concern and young 
talent, in particular, who would otherwise 
be set to become the next generation 
of skilled and experienced workers to 
replace those who retire as it potentially 
signals future workforce challenges that 
have been identified in other sectors.58 
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58 https://ilcuk.org.uk/wp-content/uploads/2018/10/Avoiding-the-demographic-crunch-labour-supply-and-the-ageing-workforce.pdf

• Film

• TV

• Post-production

• Animation and VFX

• Cinema, exhibition and film festivals

• Sales, distribution, marketing and publicity

This analysis focuses on seven key indicators, 
including: self-rated mental health; loneliness  
at work; industry perceptions; action towards 
leaving the industry; worklessness; work intensity; 
and experiences of bullying, harassment  
and discrimination.

It is important to note that this analysis is only 
intended to illustrate the general prevalence of 
different indicators of mental health in the various 
subsectors. It does not control for respondent 
characteristics (such as the demographics 
presented in the previous chapter) within 
individual sectors. This is due to the number  
of responses becoming too small once multiple 
crosscuts of the data are applied, even despite  
the large overall response received to the  
2024 survey. 
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OVERVIEW OF INDUSTRY AREA COMPARISONS

6. VARIATION IN EXPERIENCES BY INDUSTRY AREA

This section takes a closer look at the prevalence of poor mental health indicators and 
different aspects of working conditions, culture and capability across various subsectors 
within the film and TV industry, including:

As shown in Table 5, there were some notable 
differences in the key measures by subsector. 
In summary the table shows that many of the 
measures are worse than average in film and TV 
relative to the other sub sectors. It also shows 
that all of the measures were better than average 
within cinema, exhibition and film festivals, and, 
to a lesser extent, among those working in sales, 
distribution, marketing and publicity.	

Focusing on these measures in a bit more detail:

Poor self-ratings of mental health 
• The proportion of respondents rating their 
mental health as poor was notably higher than 
average among those working in animation and 
VFX (42%), and lower than average among those 
working in cinema, exhibition and film festivals 
(28%) and sales, distribution, marketing and 
publicity (26%).

Often lonely at work 
• The proportion of respondents saying they 
are often lonely at work was highest in sales, 
distribution, marketing and publicity (62%) and 
above average in post-production (56%).

Industry is a mentally healthy place to work 
• Perceptions of the industry being a mentally 
healthy place to work were in line with the overall 
average in film, TV, animation and VFX, and 
post-production. They were better than average 

in cinema, exhibition and film festivals (35%) 
and sales, distribution, marketing and publicity 
(20%), though it still represents a minority of 
workers in these sub sectors viewing it as a 
mentally healthy place to work. 

Firm action towards leaving the industry 
• The proportion of respondents taking firm 
action towards leaving the industry was in line 
with the overall average in film and TV, but  
was notably lower among those working in 
cinema, exhibition and film festivals (19%),  
post-production (23%), animation and VFX  
(24%) and sales, distribution, marketing  
and publicity (24%).

Worklessness 
• Levels of worklessness – defined in this report 
as not working at the time of the survey and 
having worked for fewer than 3 months out of 
the last 12 – was highest among those working in 
film (25%), and lower than average among those 
working in post-production (10%) and, most 
notably, those working in sales, distribution, 
marketing and publicity (4%) and cinema, 
exhibition and film festivals (3%).

Working 50+ hours 
• Whilst the level of worklessness was highest 
in film, working excessive hours was also most 
common in film (25%), higher than the average 

The pool of people is shrinking in this 
business and the younger generation 
do not want this type of life. Make 
the job more attractive to the new 
generation...  something better than 
working 14 hour days constantly, 
travel times that are ridiculous and 
night after night away from home.
Looking Glass 2024 respondent

https://ilcuk.org.uk/wp-content/uploads/2018/10/Avoiding-the-demographic-crunch-labour-supply-and-the-ageing-workforce.pdf


Table 5 Summary of key measures by sub-sector 
Note: green highlights figures that are better than average by 5 or more  

percentage points and red worse than average by 5 or more percentage points.
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Base (no. of responses) 2,877 607 125 296 156 70 4,376

Poor self-rating of mental health 34% 39% 42% 38% 28% 26% 35%

Often lonely at work 51% 53% 54% 56% 42% 64% 52%

Industry is a mentally healthy  
place to work

11% 12% 14% 13% 35% 20% 12%

Firm action towards leaving  
the industry

34% 33% 24% 23% 19% 24% 32%

Worklessness 15% 25% 13% 10% 3% 4% 15%

Worked 50+ hours in past week 19% 25% 10% 11% 6% 10% 18%

Experienced bullying,  
harassment or discrimination

42% 48% 27% 33% 26% 31% 41%

Table 6 Summary of key measures by sub-sectors within film 
Note: green highlights figures that are better than average by 5 or more  

percentage points and red worse than average by 5 or more percentage points.

Higher budget 
films (£30m  

or more)

Mid budget 
films (£3m up  

to £30m)

Low-to-micro 
budget films 

(less than £3m) 
and/or shorts

All film

Base (no. of responses) 204 164 212 607

Poor self-rating of  
mental health

38% 41% 40% 39%

Often lonely at work 53% 45% 59% 53%

Industry is a mentally  
healthy place to work

13% 8% 11% 12%

Firm action towards  
leaving the industry

35% 29% 35% 33%

Worklessness 20% 28% 27% 25%

Worked 50+ hours  
in past week

36% 27% 15% 25%

Experienced bullying, 
harassment or discrimination

53% 49% 44% 48%

of 18% across all respondents. It was 
lower than average in post-production 
(11%), animation and VFX (10%), sales, 
distribution, marketing and publicity 
(10%) and cinema, exhibition and film 
festivals (6%). 

Bullying, harassment and discrimination 
• Almost half (48%) of respondents 
working in film had experienced 
bullying, harassment or discrimination 
in the past 12 months, higher than the 
average of 41% across all respondents. 
It was lower than average in post-
production (33%), sales, distribution, 

marketing and publicity (31%), animation 
and VFX (27%), and cinema, exhibition 
and film festivals (26%).

Some of these subsectors, such as ‘film’ 
and ‘TV’, are fairly broad and so it is 
useful to explore these in more detail. 
Thanks to the large sample size achieved 
for Looking Glass 2024 we are able to 
split these sub-sectors even further 
to explore, for example, differences 
between to those working on films of 
differing budget levels and, within TV, 
those working on unscripted productions 
compared to scripted.59
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FILM

As detailed in the previous section, the 
situation in film appears to be worse 
across a number of key measures in the 
survey compared to other areas of the 

wider industry. In this section we explore 
whether there are differences based 
on the types of films (based on budget 
levels) that respondents usually work on.  

59 Whilst a relatively large number of post-production responses were achieved overall, when splitting these into sub-sectors the majority were in  
edit suite (173 out of 296). The other divisions of post-production – grade and online suite, sound studios, dubbing, graphics and central technical  
area � achieved a relatively low base size ranging from 4 to 29. It is therefore not possible to meaningfully analyse and compare specific areas of  
post-production.

Of the 607 survey respondents who work in 
film, there was a relatively even three-way split 
between those working on higher budget films 
(£30m or more), mid-budget (£3m up to £30m), 
and low-to-micro budget films (less than £3m) 
and/or shorts.

As detailed in Table 6, across the key measures 
there were few notable differences between the 
three different categories of film, including the 
levels of self-rated poor mental health. One of the 
few differences was higher levels of workplace 
loneliness among those working on low-to-micro 
budget films and/or shorts. This may be due to 
such productions typically having much smaller 
crews than on larger projects, with small or even 
single-person departments being common. It 
may also reflect how brief principal photography 
typically is on such projects and therefore how 
comparatively little time is spent in direct contact 
with colleagues.

Other differences included the levels of 
worklessness being lower among those working 
on higher budget films (20%), compared with 
mid- and lower-budget films (28% and 27% 
respectively). Instead, working excessive hours 
was more common among those working on 
higher budget films (36% had worked 50 or 

more hours in the past week) compared with 
mid-budget (27%) and lower budget films  
and/or shorts (15%). 

Experiencing bullying, harassment and 
discrimination was also more common among 
those working on higher budget films with over 
half (53%) having experienced such behaviours in 
the past 12 months. Though it was still worryingly 
high among those working on mid-budget films 
(49%) and lower budget films (44%).

As well as looking at differences in the budget 
level of films that people usually work on, we 
have also conducted analysis to explore if there 
are differences among those working in film in 
creative development and business leadership 
roles (so called ‘above the line’ roles) compared 
with those working on day-to-day production 
(‘below the line’ roles). Conducting this analysis 
surprisingly revealed relatively few differences 
in the key measures, with similar proportions 
reporting poor mental health and similarly 
low proportions agreeing that the industry is 
a mentally healthy place to work. There were, 
however, differences in loneliness, experiencing 
of bullying, harassment and discrimination and 
working excessive hours:
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Table 7 Summary of key measures by sub-sectors and genres within TV 
Note: green highlights figures that are better than average by 5 or more  

percentage points and red worse than average by 5 or more percentage points.
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Base (no. of responses) 576 271 254 849 583 70 121 47 2,877

Poor self-rating of mental health 34% 40% 34% 34% 38% 23% 25% 36% 34%

Often lonely at work 47% 56% 48% 53% 52% 49% 55% 66% 51%

Industry is a mentally healthy  
place to work

8% 12% 12% 11% 9% 9% 14% 13% 11%

Firm action towards leaving  
the industry

27% 38% 38% 35% 45% 29% 17% 23% 34%

Worklessness 15% 25% 15% 14% 16% 10% 2% 0% 15%

Worked 50+ hours in past week 31% 19% 15% 12% 15% 9% 23% 50% 19%

Experienced bullying,  
harassment or discrimination

46% 51% 41% 40% 41% 41% 44% 43% 42%

• 60% of respondents working above the 
line in film reported often feeling lonely 
at work compared with 51% among 
those working  
below the line.

• Half (50%) of respondents working 
below the line had experienced bullying, 
harassment or discrimination over the 

past 12 months, compared with 42% 
among those working above the line.

• Working excessive hours (50 or more 
hours in the past week) was higher 
among those working below the line in 
film compared to those working above 
the line (28% vs. 17%).
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TV

The level of response among 
professionals working in TV allows us 
to explore the situation in TV in further 
detail by looking at, for example, the 
differences between scripted and 
unscripted TV.

As detailed in Table 7, the proportion of 
respondents rating their mental health 
as poor was higher among those working 
in scripted dramas with budgets of less 
than £1m per hour (40%), compared with 
higher budget scripted dramas (34%) and 
the average across all genres of TV (34%).  
There were two areas of TV – news and 
current affairs and sports and outside 
broadcast – where self-ratings of mental 
health were better than average, though 
it should be noted that it is still around a 
quarter of respondents in both who rated 
their mental health as poor.

Looking ‘down’ the columns of the  
Table 7, it is noticeable that a number 
of key measures are highlighted red for 

lower budget scripted drama, indicating a 
worse situation compared to the average 
across all TV. Alongside the higher 
proportion rating their mental health 
as poor noted above, the proportion 
reporting loneliness at work was higher 
than average in lower budget scripted 
drama (56%), as well as higher levels of 
worklessness (25%), and over half (51%) 
experienced bullying, harassment or 
discrimination in the past 12 months.

As well as looking at differences in TV 
genres, we have also conducted analysis 
to explore if there are differences 
among those working in TV in creative 
development and business leadership 
roles (so called above the line’ roles) 
compared with those working on 
day-to-day production (‘below the 
line’ roles). Interestingly, there were 
no significant or notable differences 
across the key measures between those 
working ‘above the line’ and those ‘below 
the line’. This includes when separately 
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looking at above and below the line differences 
within scripted and unscripted TV, albeit with the 
exception of worklessness being higher among 

those working above the line in unscripted TV 
compared with below the line in unscripted TV 
(17% and 12% respectively).
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The findings from the 2024 Looking Glass 
survey paint a bleak picture of the state 
of mental health and wellbeing among 
professionals working behind the scenes 
in the UK film and TV industry. Around 
one in every three workers we surveyed 
described their mental health as ‘poor’ 
or ‘very poor’. This is the worst result for 
self-rating of mental health we have seen 
in the five-year history of the Looking 
Glass survey.

Our latest findings continue to show  
that key indicators such as self-ratings  
of mental health and wellbeing, feelings 
of loneliness, as well as the prevalence  
of suicidal thoughts, are far worse  
among film and TV workers relative  
to national averages. 

There is little doubt that challenges to 
the mental health and wellbeing of the 
film and TV workforce will have been 
exacerbated by recent macro-level 
challenges within the industry and 
compounded by the wider socio-
economic environment. These factors 
include a prolonged production 
downturn, contributing to financial 
worries and a heightened sense of 
precarity. However, the report indicates 
that at least some causes of poor 
mental health among respondents are 
attributable to factors that the industry 
and its leaders could influence. 

We know that over the past five years 
there have been concerted efforts by 
various players in the industry to try to 
improve the situation. Five years ago, 
our inaugural Looking Glass survey first 
highlighted what The Work Foundation 
termed a ‘Mental Health Crisis’ in our 
industry and provided a wake-up call and 
rallying cry to come together to tackle 
this crisis.  That research allowed us to 
shape targeted action through our Whole 
Picture Programme, our work combatting 
bullying, harassment and discrimination, 
and our ongoing efforts towards 
enabling Mentally Healthy Productions. 

It persuaded a comprehensive range of 
leading industry organisations to  
join with us and share their time and 
expertise through our Mental Health 
Taskforce. Several initiatives have also 
been developed by others to tackle a 
range of threats to wellbeing and to  
allow reporting of poor behaviours  
in the industry. 

While the overall findings might be  
bleak and convey the impression that 
little progress has been made, we believe 
that this would be the wrong conclusion 
to draw.

Important progress has been made 
in specific areas, for example in a 
significant decline in those reporting 
experiences of bullying, harassment 
and discrimination, in a reduction in the 
prevalence of extreme working hours, 
and in the significantly better levels 
of mental health reported by people 
who had worked on productions which 
used our Toolkit for Mentally Healthy 
Productions. It is vital not to lose sight 
of such progress, especially because 
the wider climate is so challenging and 
advances are inevitably likely to be in 
jeopardy as a result. This is not just about 
protecting morale for its own sake, but 
because spiralling demoralisation may 
itself become a barrier to protecting the 
wellbeing of the industry’s workforce. 
(While not a positive point, it is striking 
that although rates of sustained 
worklessness have increased significantly 
since the last Looking Glass survey in 
2022, the fear of worklessness may be 
just as strong a driver of poor mental 
health. Among people who contributed 
personal comments in their responses 
to the survey, many of them referred to 
anxiety about the prospect of being out 
of work.) 

The fact that almost half of all respondents sensed 
a positive change in culture and behaviours 
towards mental health and wellbeing in the 
industry is another encouraging sign. 

Nevertheless, whilst culture change is often 
a slow and incremental process, the latest 
findings should act as a rallying call for those in 
positions of power to redouble their commitment 
to securing progress that has been made and 
to go further and faster in addressing aspects 
of the industry’s working practices and culture 
that remain detrimental to the mental health and 
wellbeing of its workforce. 

to develop and agree a comprehensive set of 
pan-industry standards to ensure that support 
for mental health is positively and routinely 
embedded in the workplace. Our commitment 
to supporting the mental health and wellbeing of 
that workforce is permanent, and our belief in the 
possibility of positive change is not just a matter 
of principle, but is also based on evidence.  
We call on the industry to renew and deepen  
their support for such targeted and evidence-
based interventions.

At a time when we are all navigating profound 
challenges largely beyond our individual control it 
is vital that we remember that progress is possible 
and seize the opportunity to do what is within our 
control. It is a truism that the industry changes 
constantly and rapidly. A production boom 
which seemed a few years ago to be limitless of 
course ended. And similarly, the downturn which 
currently feels interminable will surely also end. 
What emerges will be a different industry – in ways 
that we cannot anticipate – but it will remain true 
that the health of the industry will still depend on 
the wellbeing of its workforce. 

Whilst culture change can take time, it must not 
be ignored that the latest Looking Glass findings 
show that there are many people in the industry 
who are in desperate need of support with their 
mental health and wellbeing now. The high 
proportion of Looking Glass respondents who 
were not only thinking of leaving the industry but 
taking firm steps to do so because of the state of 
their mental health suggests that the ethical case 
for support is mirrored by a strong commercial 
one. The business model and creative future of 
the industry is at stake precisely because the 
wellbeing of its workforce is in jeopardy. This 
is why the Charity is committed to providing 
in-the-moment support for anyone in the industry 
who is experiencing poor mental health, financial 
hardship, or is affected by bullying, harassment 
and discrimination. The industry’s support of this 
work has never been more vital. The findings of 
this report set out the scale of the challenge in 
stark terms and are why we will be reviewing how 
we can grow and improve our support offerings 
to achieve maximum impact. We call on everyone 
with influence in the industry to rise to the 
challenge and to do the same.

Action required includes,  
but is not limited to: 

1.	 Going further in creating safe and 
responsive environments for dealing  
with cases of unacceptable behaviour. 

2.	 Taking account of the different contexts 
and needs of individuals who are at 
greater risk of poor mental health, as well 
as the subsectors of the industry in which 
poor practices are particularly prevalent. 

3.	 Ensuring managers are adequately  
trained to support the wellbeing of 
workers for whom they are responsible. 

4.	 Improving communications around 
recruitment and addressing the  
habit of “ghosting”. 

5.	 Not turning a a blind eye to practical but 
vital threats to wellbeing, such as long 
commutes on top of extreme hours, 
worked in pursuit of overly tight deadlines.

Promoting mental health and wellbeing is at the 
heart of the Film and TV Charity’s mission and 
we are committed to playing our role in helping 
the industry to improve its working conditions, 
culture, and support capabilities which shape 
the mental health of the workforce. We are 
encouraged in particular by findings showing 
that people who have worked on productions 
that use the Charity’s Whole Picture Toolkit report 
better mental health and have better perceptions 
of the industry. It is why the Charity is working 
closely with key stakeholders across the industry 

CONCLUSION
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We would like to thank everyone who took the time to participate in  
the research. It is an in-depth survey and many of you took the time to 
recount difficult experiences. Your contribution is so important to mobilising 
change – we thank you for entrusting us with your responses. We hope you 
can see that your experiences and those of your colleagues are reflected 
in this report and that it gives you some comfort that you are not alone and 
that the Film and TV Charity will continue to shine a spotlight on policies, 
practices and overall cultures in the industry that need to improve.

We would also like to thank members of the Charity’s Mental Health 
Taskforce for supporting this important work, including your input into  
the questionnaire design and promoting the survey in your organisations.

Thanks also to Amy Turton for your valuable support in reviewing the  
2022 survey and advising on new question areas to include in 2024.

Finally, we are extremely grateful to the many industry partners and 
stakeholders, as well as members of the trade press, who helped 
disseminate and promote the survey to your contacts. Without this  
support we would not have achieved such a large response to the survey – 
thank you. Without this support we would not have achieved such  
a large response to the survey – thank you.

The content of this report was prepared by Mark Tweddle, Research and 
Insight Manager, with input from colleagues across the Film and TV Charity.

RESPONDENT DEMOGRAPHICS

The following tables provide a breakdown of responses from different demographics 
groups and industry subsectors for the 4,376 survey responses received.

No. of responses  
received

As percentage of the total 
responses received

Usual employment type
Freelance 3,256 74%
Permanent 1,088 25%
Sector
Film 607 14%
TV 2,877 66%
Post-production 296 7%
Animation and VFX 125 3%
Cinema, exhibition and film festivals 156 4%
Sales, distribution, marketing, publicity 70 2%
Gender
Female 2,629 60%
Male 1,614 37%
Non-binary / prefer to self-describe 57 1%
Age
16-29 749 17%
30-39 1,337 31%
40-49 1,151 26%
50-59 792 18%
60+ 267 6%
Ethnicity
Black, Asian and Global Majority 739 17%
White 3,509 80%
Sexuality / sexual orientation
LGBTQ+ 872 20%
Heterosexual 3,504 80%
Region
England - East Midlands 59 1%
England - East of England 120 3%
England - London 1,896 43%
England - North East 67 2%
England - North West 307 7%
England - South East 602 14%
England - South West 415 9%
England - West Midlands 119 3%
England - Yorkshire and the Humber 136 3%
Northern Ireland 48 1%
Scotland 309 7%
Wales 172 4%
Disability or long-term health condition (LTC)
With disability or LTC 1,127 26%
No disability or LTC 3,249 74%
Neurodiversity
Neurodivergent 1,167 27%
Neurotypical 2,995 68%
Caring responsibilities
Adult caring responsibilities 312 7%
Child caring responsibilities 1,080 25%
No caring responsibilities 2,857 65%
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