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NOTE:

These guidelines use the singular “they” in an effort to respect
and include the diverse identities of all the workers in the film
and audiovisual industries, while facilitating the reading of
the text. By doing so, we recognize every identity, gender, and
sexual orientation known or yet to be known.

In an effort to be much more specific and detailed with the
cases and the research, this publication focuses particularly
on violence against women.
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1.

A
Turning
Point




A Turning Point

“What is the Matrix?
It is the world that has been pulled

over your eyes to blind you from the truth.”

The Matrix
(Year: 1999 - Dir. Lana Wachowski and Lilly Wachowski)

Among our top favorite movies, we all have captivating
stories of heroes whose lives are transformed when they
realize that they have been living a lie, that what they
considered real was not.

Douglas Quaid (Arnold Schwarzenegger) stops being
a construction worker when he discovers that he is
actually a secret agent who has been implanted with
false memories (Total Recall, 1990); until he realizes that
he is starring in a reality show (The Truman Show, 1998),
Truman Burbank (Jim Carrey) suspects that his life is
too perfect to be true; and Guy (Ryan Reynolds) escapes
the dullness of his life when he discovers that he is a
character in a video game (Free Guy, 2021).

What do these stories have in common? They all
highlight freedom of choice as a fundamental
value that was stolen from our heroes without them
noticing. Bombarded with information by a system
designed to prevent them from questioning anything
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and surrounded by a culture that normalizes any
noticeable anomaly, they seem condemned to live
under deception.

This science fiction scenario is as disturbing as
possible and we have all been there, in one way or
another. One day we discover that Santa Clause is not
real. The next, that the food industry is poisoning us,
or that our clicks on social media are not the result
of our free will but, in fact, of behavioral manipulation.
Bonding with these heroes is inevitable. We recognize
in them the lifting of a veil. We know how it feels to
reach a turning point after which nothing will ever be
the same again.

Perhaps that is why so few have remained indifferent
to the real-life turning point the Me Too movement
presented. It all started in 2006, when African
American activist Tarana Burke, tired of the rampant
sexual violence in her community, wrote “Me Too” on
a piece of paper and began designing a movement
based on empathy among survivors of harassment
with the aim of generating the trust needed for victims
to unite and create their own healing processes. That
was the initial spark. After eleven years giving visibility
to issues like the fact that one in every four girls and
one in every six boys are victims of sexual abuse and
carry that burden throughout their adult lives,' the
movement became a phenomenon. In 2017, after
more than 80 accusations of sexual abuse against the

1Tarana Burke, Me Too is a Movement, Not a Moment. TED Talk. January 4, 2019.
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film producer Harvey Weinstein were made public, the
hashtag #MeToo went viral and was used by millions
of women worldwide to talk about their experiences of
abuse and harassment.

And, so, a collective hero was born, one made mostly of
women, whose lives were transformed as they came to
understand that the sexual aggression which had been
normalized for centuries, did not have to be part of their
lives; that aggression occurred in many forms and on
many scales; and that calling it out made it possible to
dismantle a system of power abuse that violates women
of all backgrounds, particularly those most vulnerable
because of their race, ethnicity, sexual orientation, or
gender identity. 84% of trans women are victims of
sexual assault every year, indigenous women are 3.5
times more likely to suffer sexual assault, and 60% of
black women become victims of sexual assault before
the age of 18.?

Such insights began to draw massive attention when
millions of people gained access to these facts,
forcing even the media system which is designed
to dodge questions of this nature to yield to the
evidence. A whole new way of looking at reality began
to permeate everything.

Although the “gender gap” concept first appeared in
1980 to measure the disparities between men and
women in terms of access to opportunities, rights,

2 Idem.
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power, influence, and so on, the topic had never been
so prominently on the public agenda. Studies, statistics,
surveys, and analysis that for decades interested almost
exclusively feminists, has become of common interest
and are now sources of basic information for anyone
seeking the support of women—who comprise 49% of
the world’s population—or for the critical mass of people
aware of the importance of closing gender gaps.

Five years after the media success of the #MeToo
movement and fifteenyears after Tarana Burke creatediit,
resistance remains significant, as is often the case in the
face of major change. However, questions about gender
violence now occupy the same position and importance
that the status quo once had, and the conversation
takes place under some basic agreements. The need to
understand concepts and expressions such as “consent,’
“rape culture,” and “micromachismo” (small-scale male
chauvinism) is increasingly clear (see chapter. 7 - Glossary)

Advertising, cinema, universities, medical services,
science, the arts, sports, politics, the family, and
business—each and every one of the spaces in
which men, women, and people with diverse gender
orientations and identities coexist—have had to
begin identifying the power dynamics present within
their structures. This is necessary for understanding
whether they contribute to and reproduce
asymmetries and injustices that, based on the idea
that the feminine is inferior to the masculine, have
strengthened the gender gaps that fuel and normalize
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a wide spectrum of violence.

We are experiencing a time of intense cultural
transformation and it is important to understand—if we
can—how to be part of this change in the best possible
way. Fortunately, there is an increasing number of tools
available to those who decide to use them.

Nothing will ever be the same after #MeToo. And, while

13
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A New Movie

“—You awake?

—Guess you could call it that, my eyes are open.
—Me too. | feel awake! Wide awake. | don’t
remember ever feeling this awake. You know
what | mean? Everything looks different.”

Thelma & Louise
(Year: 1991 - Dir. Ridley Scott)

it is true that nothing changes completely overnight, it
is also true that every day people are making decisions
that seek to transform gender relations across the globe.

Key to these decisions is the C190 Convention of the
International Labour Organization (ILO), which for the
first time established international parameters to
define “violence and sexual harassment in the world
of work,” as well as measures to prevent and address
it, and who should implement them.

As a legally binding international treaty, the ILO
member states that ratify it are obliged to apply it in
law and practice, and will have to report to the ILO on
its implementation on a regular basis.

A
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Through its most relevant provisions, C190:

¥ Compels governments to require employers to develop
policies against violence and harassment.

3 Establishes standard procedures for reporting, follow
up, implementation control, and support for victims of
violence and harassment.

¥ Establishes protections not only in the physical
workspace but also in the commute to and from
work, in work-related events outside the workspace,
and in relation to third parties.

3 Applies to both the public and private sectors, as well
as to formal and informal work.

3 Provides protection to workers, interns, apprentices,
laid-off workers, volunteers, and job applicants.

C190 explicitly acknowledges that gender-based
violence disproportionately affects women and girls,
and that efforts to end it must be gender-sensitive.

The elements stated above, as well as C190’s detailed
approach, make it a solid basis for the development of
new regulations to prevent and eliminate harassment
and sexual violence in work environments, both by
ratifying states and by anyone interested in being part
of the change.

So far, the treaty has been ratified by nine countries
(not including Colombia) and the ILO is campaigning



A New Movie 17

for trade unions, feminist organizations, and human
rights defenders in other countries to pressure their
respective governments to ratify it.

This means the C190 has great challenges ahead.
However,itsexistenceindicatesthatagreatmechanism
has been set in motion and is already producing new
standards for labor relations, particularly in the film
and audiovisual industries.

To get an idea of the developments, the following
pages present some initiatives from the United States
and several Latin American countries:

THE UNITED STATES

In April 2021, the Screen Actors Guild-American
Federation of Television and Radio Artists (SAG-AFTRA)
launched a platform to report sexual harassment, as well
as an accreditation for Intimacy Coordinator training
programs and a registry for intimacy coordinators. The
purpose of this new position in audiovisual productions
is to ensure the physical and emotional well-being of
those involved in intimate scenes. Even though the role
has existed since 2016, it only became a key part of
production teams at Netflix, Amazon, and HBO after the
allegations made against Harvey Weinstein. Now that it
is possible to obtain a guild-approved certification, this
position is likely to become permanent, just like extras
coordinators and special effects coordinators.?

3 Intimacy Professionals Association - www.intimacyprofessionalsassociation.com


http://www.intimacyprofessionalsassociation.com
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Furthermore, many companies have started to
consider abuse as an occupational hazard and they
now include good-practice discussions as part of the
pre-production process, as well as contract clauses
aimed at minimizing the possibility of gender-based
violence on and off set.

MEXICO

In September 2020, #YaEsHora (“it’s time”),* an
initiative created in 2019 by a group of women from
the film industry, launched a Comprehensive Protocol
Against Harassment and Bullying in Audiovisual
Productions in collaboration with The Boston Center
for Latin America. In December of the same year, the
Trust for the Promotion and Development of Mexican
Cinema in Mexico City from Mexico City’s Secretariat
of Culture, published its Protocol for the Prevention
of Gender Violence Within Mexico City’s Audiovisual
Community.

Both protocols are designed to be applied at all
stages of audiovisual production and emphasize
the advisory and preventive nature of the measures
suggested—which include, for example, training for
the production teams. However, #YaEsHora highlights
the importance of implementing these measures
beyond the workplace and in non-working hours; that
is, whenever current or potential collaborators of the
organization interact with each other. Their protocol

4 YA ES HORA - www.yaeshoramx.org
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provides detailed procedures and mechanisms for
conflict resolution, ways of providing support and
follow-up, and disciplinary and restorative measures. It
also includes conciliation mechanisms for labor cases
and suggests the creation of an internal committee
to take charge of implementing the protocol,
investigating, and settling complaints.

The Trust’s document, on the other hand, states the
need to create a commission to follow up on prevention
activities with a representative of Procine, the Culture
Secretariat of Mexico City, the Mexican Film Institute
(IMCINE), the Mexican Academy of Motion Picture Arts
and Sciences AMACC, and the various collectives of
the audiovisual community, as well as representatives
of different sectors of the film industry.
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It all began in August 2019, with a survey by the
National Audiovisual Development Plan (PANDA)
and the Audiovisual Artists Association of Ecuador
(UNIARTES) which revealed the extremely high level
of violence affecting women in the sector. A year later,
the Audiovisual Woman Protocol was produced as the
result of a joint effort of the Association of Film and
Audiovisual Creators of Indigenous, Afro-Ecuadorian
and Montubio Peoples and Nationalities (ACAPANA),
the Association of Documentary Filmmakers (ADEC),
the Ecuadorian Association of Cinematographic
Technicians (AETC), and the Women Action Collective
(CAM).

Like the Mexican protocols, this document highlights
the need to create an institution responsible for
developing implementation mechanisms. These
should include a confidential complaint filing system
supported by invested agencies, such as UN Women,
in order to avoid revictimization during the filing of
complaints and collecting of testimonies.

According to PANDA’s survey, the most common
victims of harassment are actresses and models.
Therefore, the protocol focuses on measures related
to the spaces in which these groups are the most
vulnerable. The measures include that: ®

5 Protocolo contra la violencia a la mujer en el audiovisual ecuatoriano. Originally

published on Primicias.ec: www.primicias.ec/noticias/cultura/audiovisual-protoco-
lo-contra-violencia-mujer
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3 Rehearsals and castings must be held in suitable
locations. Models and actresses may go in
accompanied.

3 In the case of travel, audiovisual productions should
implement measures to avoid violence in shared
lodgings.

3 Audiovisual productions should monitor power
relations to avoid abuse and give confidence to female
participants.

¥ When filming intimate scenes, mobile phones, obscene
comments, unprofessional behavior, and sharing
images of actresses without their consent must be
prohibited.

CHILE

Between 2019 and 2020, the Gender, Equality, and
Non-Discrimination Commission of the Union of
Actors, Actresses, and Workers of the Performing
Arts (SIDARTE), drafted the Guidelines for the
Prevention of Gender Violence and Discrimination in
the Audiovisual and Performing Arts. The guidelines
highlight the importance of the body in the performing
arts and the way this has encouraged unregulated
situations that increase the risk of gender violence
and discrimination, such as castings and rehearsals.
Therefore, the guidelines were written in collaboration
with psychologists from the Corporation for the
Development of Women La Morada.
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In turn, the Film and Television Producers Association
(APCT) presented the Protocol of Good Labor
Practices Against Discrimination, Labor Harassment,
and Sexual Harassment in August 2019, and the
Ministry of Cultures, Arts, and Patrimony presented its
recommendations for Work Environments Free From
Gender Violence in July 2021.

PERU

The Union of Audiovisual und Film Workers (SINCA)
published the Protocol of Good Labor Practices in the
Film and Audiovisual Fields in March 2021. The protocol
recommends that unions and organizations send the
document to anyone who works for or provides services
to a production company when they join the company
or participate in one of its projects.

The protocol provides definitions, information about
prohibited and suggested behavior, and guidance on
reporting,investigating,and sanctioning conduct classified
as discrimination, mistreatment in the workplace, bullying,
or sexual harassment. It also suggests someone in human
resources—or in a similar role—should be in charge of
receiving complaints and taking action.

As with all the protocols mentioned so far, SINCA
states the need to create an Intervention Committee
promoted by unions and organizations, and made of an
equal number of employer and workers representatives
to guarantee parity.
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ARGENTINA

In 2019, the Argentinian Film Industry Union (SICA)
formalized its gender division—created in 2014—
under the name Gender Commission. The commission
advocated for the ratification of C190 in the country and
has also been responsible for the implementation of the
Convention’s provisions, promoting parity in access to
jobs, and guaranteeing living wages. Along the same
lines, it created an internal protocol and a reporting
channel that protects the complaint’s anonymity.

In turn, the National Institute of Film and Audiovisual
Arts (INCAA) created its Diversity and Gender Division
in January 2020 and published its Decalogue of
Good Labor Practices in the Audiovisual Industry in
November 2021. The latter is a simple publication that
outlines ten basic principles to guarantee working
environments free of gender-based violence in the
film and audiovisual industries.

23
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In our country, in addition to various institutional
initiatives, the Bogota Film Commission, a program of
the Department of Audiovisual ArtsatIdartes,createda
Manual of Good Practices for Audiovisual Production
in Bogota, which contains general recommendations
for behavior on and off set. Since 2020, it has also
held awareness-raising workshops on gender violence
prevention aimed at professionals, technicians, and
artists working in the audiovisual field in Bogota.

In turn, professional organizations have initiated several
awareness and prevention processes (See Chapter 6:
“LET’S SAY IT TOGETHER! Industry Assessment), including
two large associative initiatives: MUSA (Movement of
Women in the Audiovisual Sector) and RecSisters.

MUSA is the coming together of eight organizations
from the audiovisual sector that, after joining forces
to evaluate steps taken on the issue of unsafe
working environments, decided to get organized
as an autonomous, transversal, and plural women’s
movement. They seek to vindicate women’s rights as
citizens, work to transform stereotypical narratives
about women, counteract gender violence at work
in the audiovisual sector, and promote equality
through management and by participating in
public policy. The project gathers representatives
from the Colombian Actors Association (ACA), the
Colombian Academy of Cinematographic Arts and
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Sciences (Academia Colombiana de Artes y Ciencias
Cinematograficas), the Colombian Corporation
of Documentary Filmmakers (ALADOS), Cimarron
Producciones, Daupara-Indigenous Film and Video
Showcase, Woman Is Audiovisual Foundation, Killary
Cinelab, and RecSisters.

MUSA issues newsletters on gender-related topics,
such as statistics on audiovisual competitions won by
women, information regarding new conferences and
film awards aimed specifically at women, as well as
studies and surveys on women’s participation in the
audiovisual sector. On the latter, it is worth highlighting
Killary CineLab’s comparative tracking of women’s
participation in Colombian cinema by role. According to
the survey, in 60 years of Colombian, cinema, only 28%
of producers, 23% of editors, 17% of scriptwriters, 10%
of sound engineers, 6% of directors of photography, and
13% of directors have been women.

RecSisters, on the other hand, is a collective of
camerawomen and female producers and technicians,
who in mid-2019, got together to talk about their
experiences with bullying and harassment in the sector.
Afteridentifying commonissues,they decidedto conduct
a survey among 147 women, which yielded alarming
results: all women had suffered, to a greater or lesser
extent, some kind of sexual violence in the workplace.

The collective was officially formed in March 2020
with the publication of the results. These came among

25
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a series of announcements in which the RecSisters
declaredtheirintention ofofferingaspaceforreporting,
representation, and reparations for the victims of
gender-based violence, which would also encourage
conversations with men working in the sector with the
purpose of building bridges for dialogue.

In September 2020, RecSisters was part of a joint
effort by 23 organizations and the Ministry of Culture
to write and circulate a Decalogue of Good Practices,
which outlines 10 basic principles to create safe,
dignified, and respectful workplaces within the film
and audiovisual industries.

Currently, RecSisters works as a foundation and offers
psychological and legal assistance for women who
report gender-based violence through an alliance with
the Feminist Legal Network (Red Juridica Feminista).
In November 2021, they launched the RecSisters’
Manual of Good Practices for the Prevention of
Discrimination, Labor and/or Sexual Harassment, in
partnership with the Medellin Film Commission.

The manual begins with a statement of principles, a
starting point to reach agreements among those who
adopt it in their audiovisual, creative, or educational
productions. In the same vein, it describes what
it considers to be good labor practices, as well as
inappropriate labor and sexual practices when forming
work teams, hiring, assigning tasks, and during pre-
production, production, and post-production.
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The manual’s final chapter provides a valuable reflection
on the current regulatory framework in Colombia
regardingtheseissues,whichwascreatedafterconsulting
national and international regulatory frameworks on
labor and sexual abuse and discrimination.

27
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Exercise




Tramas posibles: ejercicio practico

“l stand upon my desk
to remind myself that we must

constantly look at things in a different way.”

Dead Poets Society
(Year: 1989 - Dir. Peter Weir)

The twelve hypothetical cases in this exercise aim
to generate awareness about our everyday relation
to the issues discussed previously and to question
how normal or reprehensible a situation might be in
audiovisual sector work environments. We suggest
doing them individually or in groups and sharing
the answers with a friend or with colleagues. It is
through collective reflection that we can generate
the collective awareness that will help us identify
and prevent the different forms of violence we face
and establish agreements about how to interpret
and react to each situation.

In addition, we invite you to make copies of this
section and share them with others.

A
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WHEN SHARING YOUR ANSWERS,
WE SUGGEST YOU:

Share your general mood in an open and unguarded
way, and consciously avoiding judging the other person.

Create the possibility of sharing experiences. If

any of the participants has experienced any of the
situations described in the exercises or something
similar, they could share what happened and
comment on their reflections about it, if they wished
to do so.

Compare responses. Determine which reactions
provoke agreement and which disagreement.
Make a list.

Choose a reaction on which there is disagreement,
discuss it, and try to reach an agreement.
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Case1

You attend a job interview at a television production
company. The person conducting the interview invites you
to meet later at a coffee shop to discuss the details of the
job and asks for your social network information.

You find this...
a. Normal. b. Uncomfortable but manageable.
c. Clearly reprehensible.  d. Disturbing. | don’t know
what to do.
Why?

Do you think your answer would change if you
were conducting the interview? Why?

What would you do?
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Case 2

You are an assistant on the art team. After the wrap party,
the art director, a woman, messages you on WhatsApp to
thank you for your job and invite you for a beer.

You find this...
a. Normal. b. Uncomfortable but manageable.
c. Clearly reprehensible.  d. Disturbing. | don’t know
what to do.
Why?

{What would you do?
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Case 3

Felipe, the second cameraman, needs to get a tool from
one of the camera cases and Claudia, the video assistant,
is blocking the way. You notice that he grabs her arm and
moves her out of the way.

You find this...
a. Normal. b.Depends on previousinteractions
c. Disrespectful, between them.
reprehensible. d. It is none of my business.
Why?

Do you think your answer would change if you were Claudia?
Why?

What would you do?
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Case 4

While participating in a film festival, you realize that a sales
agent with whom you would like to work will be attending an
event you are also interested in. When you contact him, he
suggests meeting at his hotel to discuss your CV.

You find this...
a. Normal. b. Uncomfortable but manageable.
c. Clearly reprehensible.  d. Disturbing. | don’t know
what to do.
Why?

Do you think your answer would be different if you were
the sales agent? Why?

What would you do?
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Case b

You are the editor in a movie and attend the wrap party.
Lucia, the director, flirts with you. You reject her advances.
Next time you work together she questions your work
excessively.

You find this...

a. Normal. b. Clearly reprehensible.

¢. Uncomfortable d. Disturbing. | don’t know
but manageable. what to do.
Why?

What would you do?
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Case 6

After the second week of shooting, the team takes a
group picture on the set and you notice that Carlos, the
director of photography, grabs Eugenia, the art assistant
by the waist.

You find this...
a. Normal. b.Depends on previousinteractions
c. Disrespectful, between them.
reprehensible. d. It is none of my business.
Why?

Do you think your answer would change if you were Eugenia?
Why?

What would you do?

37
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Case 7

You see Jorge, the wardrobe director, asking Camilo, the
assistant director, to take an actor to a wardrobe change.
Camilo replies: “but ask like a man.”

You find this...

a. Normal. b. Something you need to know

c. Disrespectful, how to handle.
reprehensible. d. Itis none of my business.
Why?

Do you think your answer would change if you were Jorge?
Why?

What would you do?
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Case 8

As a sound engineer, you ask an actor to pass you the lapel
microphone next to him. He replies: “what will you give me
in return?”

You find this...
a. Normal. b. Uncomfortable but manageable.
c. Clearly reprehensible.  d. Disturbing. | don’t know
what to do.
Why?

What would you do?
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Case 9
Daniela is the field producer for an advertisement campaign.

Before the shoot, she is introduced to the crew. She does not
know anyone. During the shooting, Sergio, the client, keeps
calling her “baby.” He never calls her by her name.

You find this...

a. Normal. b. Something you need to know

c. Disrespectful, how to handle.
reprehensible. d. Itis none of my business.

Why?
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Case 10

A couple who work together on set attend a job interview for
a shoot in the jungle. She is asked whether she is willing to
leave their three-year-old alone for a month of filming or if
she will have to return home at any time. The boy’s father is
not asked the same question.

You find this...
a. Normal. b. Something you need to know how
c. Disrespectful, to handle.
reprehensible. d. Disturbing. | don’t know what to do.

Why?
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Case 11

You are about to leave on a trip with your crew for several
days when a colleague comes over and says: “Did you see
the make-up girl? | would do her if she let me.”

You find this...
a. Normal. b. Something you need to know how
c. Disrespectful, to handle.
reprehensible. d. Disturbing. | don’'t know what to do.

Why?
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Case 12

Amandais an assistant director. Julia, the second assistant
director, gives her the call sheet for the following day with
mistakes. Amanda reprimands her by yelling at her in front
of the crew: “if you don’t know how to do your job, you
better let me know.”

You find this...
a. Normal. b. Something you need to know how
c. Disrespectful, to handle.

reprehensible.

Why?
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GRITEMOS jCORTE! Ver, entender, detener

“Understanding is the first step

to acceptance,

and only with acceptance can
there be recovery.”.

Harry Potter and the Goblet of Fire
(Year: 2005 - Dir. Mike Newell)

The outpouring of accusations of sexual harassment has
not only revealed the abundance of cases across the world,
but also the fact that, for decades, silence, indifference, and
omission prevailed despite a complete awareness of the
problem.

It is now clear that the first step towards transforming
the sector and guaranteeing spaces free of gender-
based violence, is to ensure that all participants can see,
understand, and stop what is happening.

The following are key insights taken from the suggestions
listed in the aforementioned protocols and from other
pedagogic materials.

. N



48 GRITEMOS jCORTE!

ON BULLYING AND HARASSMENT IN THE FILM AND
AUDIOVISUAL INDUSTRIES

According to ILO C190 “‘violence and harassment’ in
the world of work refers to a range of unacceptable
behaviors and practices, or threats thereof, whether a
single occurrence or repeated, that aim at, resultin, or
are likely to result in physical, psychological, sexual or
economic harm, and includes gender-based violence
and harassment. This covers, for example, physical
abuse and verbal abuse, bullying and mobbing, sexual
harassment, threats and stalking, as well as abusive
work practices giving rise to psychosocial risks and
hazards.”®

In addition to this definition, familiarity with some
characteristics of the film and audiovisual sector is useful for
understanding why this environment tends to be particularly
vulnerable to behavior like bullying and sexual harassment.

These characteristics include the following:

e The film and audiovisual industries have historically
been led by men, and the work dynamics are still shaped
by the idea that the feminine must be subordinated
to the masculine. Consequently, women and people
with diverse gender orientations and identities are
still a minority and those present usually work in areas
considered to be “women’s work,” such as makeup,
wardrobe, or catering. Women and people with diverse
orientations and identities who occupy roles considered
“men’s work” end up assuming a double burden: doing
their work well and dealing with an environment that
questions or invalidates their talents.

6 ITUC - FAQs on Convention 190 & Recommendation 206.
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® The sector’s unstable and hierarchical nature and its
subcontracting practices favor dynamics in which
abusing power becomes a way to reach stability or
continuity of employment.

® Intense workdays, which often involve shared travel,
lodging, and socializing outside the workplace, favor
the development of socio-affective bonds that blur
professional boundaries.

@ The central role of the body in performance work, together
with the widespread objectification of women, exposes
women and girls to dehumanizing treatment.

ON BULLYING’

e Bullying is defined as persistent efforts by a person in a
position of power to discredit, humiliate, or intimidate a
person without power. It is a premeditated act in which the
bully believes that they have the right to exert power over
the victim whose body they consider an object.

® When a person’s rejection of or submission to such
behavior is used explicitly or implicitly as the basis for a
decision affecting any domain of that person’s life, the
ensuing asymmetrical relationship constitutes coercion.

® Any kind of unwanted or humiliating interaction (pulling
someone’s skirt, making sexual comments or remarks
about a person’s image, unrequited sexual advances) is a
form of bullying.

7 Instituto Nacional de las Mujeres, INMUJERES. Protocolo de intervencion para casos de
hostigamiento y acoso sexual. México, 2009
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e No one, under any circumstances, provokes bullying or
sexual harassment. The responsibility lies always with the
person who engages in this conduct.

® Harassment and bullying create an intimidating, hostile, and
humiliating environment not only for the recipient but also for
those who witness it and do not know how to react.

ON (SUBTLE) BEHAVIORS THAT
QUALIFY AS HARASSMENT 8

Any kind of unwanted sexual behavior, whether physical,
verbal, or written, can be considered sexual harassment,
especially if the person on the receiving end feels
intimidated or humiliated. Here are five ways of recognizing
subtle sexual harassment:

1. Sexist behavior. Includes jokes about getting a
promotion only because of your gender, lectures or
“reflections” on how a given gender is not “cut out” for
certain jobs, and/or comments about someone being
disqualified or passed over for employment because of
your gender.

2. Unwanted and one-sided flirtation. When flirtation
makes the receptor uncomfortable, upset, or offended.
Flirting makes us feel good. If it does not and the conduct
continues after you have expressed discomfort, you have
entered the realm of harassment.

3. Intimidation by means of seniority or position. It
is known as “quid pro quo sexual harassment” and

8 Yeremian Law, sexual harassment lawyers in Glendale and Los Angeles www.yeremian-
law.com, “56 signs that you are being sexual harassed.”
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manifests in lines like “are you sure you don’t want

to spend time with your boss this Friday?” These
comments seek to display a position of power from
which the aggressor suggests the victim should do
something they do not want to do in order to get access
to something they have said they want.

4.Inappropriate online behavior. “Accidental” messages,
inappropriate pictures, emails not related to work, or
persistent attempts to communicate on social media
could constitute sexual harassment.

5. Sharing of unsolicited (or unnecessary) intimate
information. When someone discloses intimate
information in work-related situations without prior
request or indication of interest, this might be a subtle
form of harassment.

ON AGGRESSORS AND VICTIMS?®

® Tools to recognize, understand, and care for our emotions
are given little importance in our culture. Aggressors base
their self-esteem on the power they exert over others,
while victims base theirs on their ability to adjust to the
needs of those in positions of power.

We know very little about the basic emotions of survival
e that arise in situations of self-protection. In the relation

between victim and aggressor, healthy expressions

of anger, pain, and fear are impaired. The aggressor

unloads frustration and anger on a victim perceived as

helpless, and the victim, instead of using anger and fear

9 Pilar Jiménez Aragonés, Materiales didacticos para la prevencion de la violencia de
género. Educacion para Personas Adultas. Consejeria de Educacion y Ciencia. Junta de
Andalucia, 1999.
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for self-preservation, suppresses these feelings and
adapts to the aggressor.

Bullying and harassment lead to psychological issues
such as self-doubt, depression, anxiety, low self-esteem,
and limited personal relationships. They may also cause
physical conditions, such as stomachache, headache,
and disturbed sleep, as well as work-related problems,
such as low job satisfaction, stress, and absenteeism.

Victims lose coping skills. Their nervous system overflows
with traumatic images and emotions like anxiety, fear,
anger, and guilt. To avoid triggering their trauma, they
reduce their productivity and restrict their emotional life.

ON THE WORK ENVIRONMENT

® We have normalized abuse of power as a masculine trait

and submission as a feminine trait. This makes it easier
for bullying to go unnoticed by those who witness it and if
noticed, it is considered normal or tolerable.

Because this use of power is normalized, people who
witness bullying or harassment tend to adopt submissive
behaviors. The aggressor is not perceived as the cause of a
problem and instead, the victim is criticized and questioned.

Our culture is yet to normalize the idea that intervening in
situations of bullying and harassment is fair and desirable
behavior. Indolence and indifference persist.

LHistorically, the validity of women'’s voices has been
undermined, and this continues to be the case. Those
who speak up risk being questioned, ridiculed, or removed
from their jobs.



GRITEMOS jCORTE! Ver, entender, detener 53

ON HOW TO FIGHT BULLYING AND HARASSMENT

Since this is a process of cultural transformation, it

is important to constantly undertake prevention and
attention activities, and to raise awareness among all
team members.

Institutions that endorse and implement policies against
bullying and sexual harassment stop being complicit.
Institutional co-responsibility among team members is key.

Providing spaces for reflection, where people can express
their feelings, doubts, and confusion—and thus realize
together whether they have experienced or witnessed
victim-aggressor relationships—helps disrupt the
reproduction of such relationships.

Work on the proper management of emotions like fear
and anger, enhances self-esteem, and develops a sensory
and emotional language adequate for healthy working
relationships.

Safe working environments must eliminate attitudes
based on victim-aggressor relationships that are informed
by gender relationships. In societies that have been
hierarchical for centuries, such as patriarchal societies,

all relations are based on this social unit from which the
hierarchical structure arises. The most enduring and
widespread hierarchy has been gender hierarchy.
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GRITEMOS jACCION! ¢Qué puedo hacer?

“Quite an experience to live
in fear, isn’t it?
That’s what it is to be a slave.”

Blade Runner
(Year: 1983 - Dir. Ridley Scott)

After reviewing different publications and initiatives
seeking to prevent, address, and eliminate various
forms of gender-based violence from the film and
audiovisual industries, it has become clear that they
are all part of a process of cultural transformation
that must be approached from many different angles.
Thus, there are no perfect manuals, protocols, or
policies for preventing gender-based violence yet.
However, it is also clear that to engage every member
of the sector in this process of change, it is necessary
to implement one or all of these guidelines.

A
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IF YOU EXPERIENCE HARASSMENT™

»

»

»

»

»

»

You can confront your harasser directly if you feel capable
of doing so. If you do, indicate clearly and firmly which
specific behaviors cannot occur again.

Regardless of the outcome of this exchange, talk to your
superior or the person in charge.

Examine the incident or behavior as soon as possible and
take note of information like dates, locations, withesses,
and people aware of the issue.

Gather evidence. Save every email and text message you
receive.

Do not keep harassment a secret. Even if it is difficult, find
someone with whom you can talk in confidence about
what happened. Seek support.

Try to find out if other people have experienced
harassment in the same environment.

10 Guia de prevencion y deteccion del acoso sexual, acoso sexista y acoso por orientacion
sexual e identidad o expresion de género. Universidad Complutense de Madrid.
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SI ERES TESTIGO O CONOCEDOR DE
UNA SITUACION DE ACOSO:

» When faced with a case of harassment—whether by a
superior, by a subordinate, or between colleagues—we
all have a responsibility to act. Regardless of the type of
harassment, it is important for everyone to take action.

» If you witness harassment, be supportive with the
victim and offer to stay with them if the person so
wishes.

» Address the harasser and tell them to end their
behavior.

» Keep a close eye on a situation if you suspect
harassment.

» Report the situation to a designated person or to
the harasser’s superior, so that the harasser can be

reprimanded.

» Reject harassment forcefully in any of its forms.
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IF SOMEONE COMES TO YOU TO TALK
ABOUT A CASE OF HARASSMENT

»

»

»

»

»

»

Listen respectfully without passing judgement or
blaming the person telling you about their experience.

Together with the person sharing their experience,
decide whether they want to talk about it with someone
else or file a complaint, or whether they prefer not to.

Keep the information you have received absolutely
confidential.

Learn about possible courses of action and share
them with the person who has entrusted you with their
experience (see Chapter 8 - Helplines).

Get information about groups or institutions that
provide psychosocial support with a gender perspective
and share this information with the person who shared
their experience with you.

Whatever the person decides, let them know that they
can count on you. Let them know you believe them and
they are not alone.
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LET’S SAY IT
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LET’S SAY “CUT!”




Let’s Say It Together! Industry Assessment

“Toto, I've a feeling we’re not
in Kansas anymore.”

The Wizard of Oz
(Year: 1939 - Dir. Victor Fleming)

The Colombianaudiovisual sectorischanging.Across
all teams, there is an increasing level of awareness
regarding the challenges and commitments that
each of its members must assume to contribute
to eliminating the gender gap both on and off set.
However, the implementation of effective measures
depends on the level of organization achieved by
each profession which in the case of Colombia,
varies greatly. In an effort to provide a general
overview, the following pages present the efforts
and perceptions of associations that are already
well-established and could have an important role in
defining guidelines for behavior both on and off set.

A
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ACA,
Colombian Actors’
Association

SPOKESPERSON:

Pilar Alvarez,

Head of the Gender
Commiission until
December 2021

“ACA’'s Women and Gender
Department was created

in August of 2020. After
conducting a survey, we
discovered some interesting
data. The departments most
singled out for harassment,
for example, were direction,
lighting, photography, and
acting, in that order. And one of
the moments when actresses
felt the most vulnerable was
during castings.”

“One of the things we have
understood is that it is not
only about dealing with
someone who wants to
touch you, but also about
the vulnerability to which we
are constantly exposed as
actors. Our work must start
in the acting schools, so that
people arrive at a casting
knowing when to say yes and
when to say no, so that if your
agent says ‘don’t worry, hike
up your skirt, you say no.”



Let’s Say It Together! Industry Assessment

“We made an agreement
with the Konrad Lorenz
University for medical,
legal, and organizational
counseling. We gave

them information from
surveys that we conducted
in theaters, television
networks, and cinema,

and the university made a
diagnosis that helped us
develop pedagogical tools.
As a result, we were able to
identify the profiles of the
perpetrators and the victims.
The agreement also includes
psychological assistance for
those who come forward.
When an associate reports
what happened to them, they
have access to affordable
therapy sessions at the
University’s healthcare
institution.”

“We are developing an
internal protocol based on
the need to have clarity
about how to interact with
your surroundings on set,
and how to handle sex
scenes. The idea is that hiring
an intimacy coordinator
becomes the norm.”

“The biggest challenge

we face is to ensure that
there is dialogue, because
in theory we work with
production companies
that are required by law to
have a conflict resolution
body, but that is not

often observed. If there

is no dialogue when we

try to communicate with
networks or the production
companies, that’s as far as

the process goes.”

“We have learned that

complaints only go as

far as the accuser wants
them to go, because it is
a very long and complex
process. So, what we did
was to create alliances;
one of them was with the
RecSisters, who have

a lot of information.”
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ACDF,
Colombian
Association of
Directors of
Photography

SPOKESPERSON:
Adriana Bernal,
President until
December 2021

“We created a mixed gender
commission because we
believe that including male
directors of photography is
the only way to build a future
in which women don't feel
under siege.”

“I think it is key to open
more spaces for women in
photography because there
is an underlying sexism
that leaves us with fewer
opportunities. They trust us
less for big projects or they
do not even consider us.”

“We believe that we must
initiate an education
process that is based

on the leadership of the
directors of photography
within the visual team and
has a particular impact on
the technicians, so that

we can create a kinder
environment for women in
this and other departments.”

“Creating increasingly
open spaces where women
can lead teams is a big
challenge because itis a
fundamental part of the
problem. In departments
like direction, direction of
photography, or even sound
departments, there have
been very few spaces for
women.”
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ASCAD.
Colombian
Association
of Assistant
Directors

SPOKESPERSON:
Paula Murcia,
member of the
Board of Directors

“Within the association,

in the last two general
assemblies, one of the
topics discussed was the
responsibility of assistant
directors regarding the
environment on the set,
which they influence by
accepting or rejecting
certain attitudes, words, or
actions. We believe that if
a crew member is allowed
to make an inappropriate
comment on the set, this
opens the door to other
disrespectful behavior”

“Several members of the
board of directors are
going to take a workshop
on intimacy coordination
because we believe that this

goes hand in hand with what
happens on the set during
these scenes, which we still
don’t have a very clear idea of
how to handle”

“In the studies we have
carried out on this matter,
everything is very much
related to wages. It should

be made clear that we are a
union and, as such, our main
concern is to achieve labor
rights. We used to think, for
example, that the salary issue
was not a problem in the
sector, but it turns out that
within the same production
company wages are very
different for men and women.”

“One major issue is that, as we
work for different production
companies and under different
contractual schemes, we

are very vulnerable. That’s

why we need a protocol that
can be implemented by all
production companies, or

that each company has its
own protocol and promotes

its own complaint system.
This is beginning to happen
in projects with Netflix or
Amazon, who have protocols,

65



66 LET’S SAY “CUT!”

do workshops, and send daily

emails to remind people what

is not allowed or include this
in the call sheet.”

“The great challenge is to
know what to do if you hear
about harassment or are

the victim of harassment.
We think the way forward

is through education and
prevention. To invite each
other to make our voices
heard, both when we say
‘yes’ and when we say ‘no. To
understand that if something
bothers you, you should stop
it immediately, that you don’t
have to wait until the end of a
shoot, but should be able to
say on the spot ‘this makes

”

me uncomfortable’.

ASOCINDE.
Colombian
Association of
Independent Film
Producers

SPOKESPERSONS:
Diana Camargo,
Ximena Sotomayor,
members of the
Board of Directors
and Federico Duran,
Vice President.

“In 2020, the association
included a chapter about
gender policy in its Best
Practices Manual. Two
members of the Board of
Directors participated in
working groups led by the
Ministry of Culture and
RecSisters. Many meetings
and conversations were
held to reach agreements
on the manual. We have
also participated in public
discussions on the subject
promoted by the Ministry
of Culture and the Film
Commissions.”
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“Our training committee
partnered with the Bogota
Chamber of Commerce

to hold a workshop
from a sociological

and anthropologic
perspective with the aim

of understanding the
history and the deep-rooted

nature of harassment
culture and gender-based
violence; but also from a
legal perspective, since it
explained which aspects
of these behaviors are
regulated and which not”

“To this day, many companies
have incorporated our Best
Practices Manual into their
own protocols, and there is

a general tendency towards
gender equality, both within
the companies and in
shooting’”

“When making a diagnosis
of the main problems in the
industry, we must keep in
mind that, as an association
of production companies,
which hire external

staff for most services,
ASOCINDE depends on the
training, awareness, and

capacitation of this external
personnel,because we are
not talking about something
that can be achieved by
making contractors read and
sign a protocol. Therefore,
we will continue to look for
allies to raise awareness
throughout the industry

so that there is a profound
change towards preventing
harassment and gender-
based violence in the
audiovisual sector.”
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Glossary
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Glossary

“And you know what’s so good

about the truth?
Everyone knows what it is however long
they’ve lived without it.Nadie olvida qué

No one forgets the truth..”

Revolutionary Road
(Year: 1008 - Dir. Sam Mendes)

When we talk about bullying and sexual harassment,
we are talking about a wider context, a culture, a way of
understanding gender relations, which makes gender-
based violence possible. Therefore, the first step towards
change is to recognize and name every aspect relating
to this problem. Language is the basis for building
agreements and initiating transformation processes.

Here are some concepts that we should understand:
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Sexual harassment:

Any kind of non-reciprocal
sexual conduct that is
perceived as unwelcome,
irrational, or offensive to
the recipient constitutes
harassment. ITIS NOT
FLIRTING. Flirting is mutual
and stops if one of the
parties does not want it to.

Consent:

Consent is freely given,
informed, and reversible.
Freely given because it
cannot result from pressure
or deception. It is informed
because only those who
know all the facts can give
consent. And it is reversible
because the person who
gave consent can change
their mind at any time during
the interaction and has every
right to do so. Therefore,

the person seeking consent
must make sure to receive an
active “yes” "

11 UN MUJERES “When it comes to
consent, there are no blurred lines”
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Objectification

(of women):

Refers to the normalization
of actions that represent

and treat women as things
instead of people. Using
women to give awards and
kisses to male winners on
sports podiums is a simple
way to illustrate the meaning
of the term. The message
conveyed by these actions is
that a woman is not a person
with the same capabilities
and rights as a man, but

merely an embellishing figure.

Objectification is part of what
is known as rape culture.

Rape culture:

This is an expression

used to describe the ways

in which rape, despite

being considered a social
and cultural problem, is
normalized by attitudes and
behaviors such as making
jokes that trivialize the
emotional and psychological
harm experienced by rape
victims, telling stories of rape
in a morbid way, and doubting
the victims’ testimonies or
blaming them.”

Femicide:

Femicide has been defined as
“the violent death of women
because they are women”

or “the murder of women for
gender-based reasons.” The
expression “violent death”
stresses the role of violence

as a determinant of death,
which from a legal perspective
would include deaths resulting
from crimes such as homicide,
aggravated homicide (murder
or aggravated murder), or
parricide in countries where
this category still exists.®

12 Marisa Kohan, “Diccionario feminista
para miembros atonitos del patriarcado
(hombres y mujeres)”, publico.es.


http://www.publico.es 
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Gender:

Gender refers to the roles,
behaviors, activities, and
attributes that a given
society at a given time
considers appropriate for
men and women. In addition
to social attributes and the
opportunities associated
with being a man or a
woman, gender refers to
the relationships between
women and men—and girls
and boys—as well as to

the relationships between
women and between men.

These attributes,
opportunities, and
relationships are socially
constructed and are learned
through the socialization
process. They are context/
period specific and shifting.
Gender determines what is
expected, what is allowed,
and what is valued in a
woman or a man in a
particular context.*

13 ONU MUJERES Guatemala.
Profundicemos en términos. Guia de
teminologia y uso de lenguaje no sexista
para periodistas, comunicadoras y
comunicadores, 2016.

14 Idem

Gender identity:

Gender identity refers to a
person’s innate, deeply felt,
and individual experience
of gender, which may or
may not correspond to

the person’s physiology or
designated sex at birth.

It includes both the personal
sense of the body—which
may involve, if chosen,
modifications of bodily
appearance or function by
surgical, medical, or other
means—as well as other
expressions of gender,
including dress, speech,
and mannerisms.®

Machismo:

Machismo is the
normalization and
perpetuation of the
privileges culturally given
to men, whose underlying
principle is the idea that the
female must be subjected
to the masculine. According
to the RAE dictionary,
“machismo is the arrogant
attitude of men towards
women or a form of sexism
characterized by the
prevalence of men.” 6

15 idem
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Micromachismo:

A term that encompasses
a series of inherited, subtle,
and even unconscious
every-day macho attitudes
that have been normalized
by society. "

Sexo:

Sex refers to the biological
characteristics that define
humans as female or male.
These two sets of biological
traits are not mutually
exclusive, as they overlap in
some individuals, but they
tend to differentiate humans
as male or female. '8

16 Diccionario feminista para miembros
atonitos del patriarcado (hombres y
mujeres). www.publico.es

17 Idem.

18 ONU MUJERES Guatemala.
Profundicemos en términos. Guia de
terminologia y uso de lenguaje no sexista
para periodistas, comunicadoras y
comunicadores, 2016.

Violencia de género:
Physical or psychological
violence against any
person or group of people
on the basis of their sex or
gender, and with the aim

to negatively impact their
identity and well-being.
According to the UN, the
term is used “to distinguish
common violence from that
which targets individuals or
groups on the basis of their
gender which constitutes a
violation of human rights.”
Gender-based violence
occurs in contexts of
inequality and does not
refer exclusively to women
but can also be experienced
by men and people with
other gender identities.”®

19 Diccionario feminista para miembros
atonitos del patriarcado (hombres y
mujeres). www.publico.es
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8.
Gender-
Based
Violence
Helplines




Helplines

% LINEA PURPURA (PURPLE LINE)
Toll-free line operated 24/7 in Bogota.

Telephone: 018000112137
WhatsApp: 300 755 1846
Email: Ipurpura@sdmujer.gov.co

Operated by a team of female psychologists, social workers,
and nurses, this helpline is aimed at women aged 18 years and
older who identify their living situation as violent. Citizens who
know of a person going through a violent situation can also
contact the helpline. It is not an emergency hotline nor a line
to file complaints.

# LINEA155:
National toll-free line operated 24/7.

Dial 155 directly

This staff is specialized in offering clear, comprehensi-
ve information on women'’s rights, as well as guidance
on how to file a complaint, what forms of violence can
affect women, and procedures for obtaining legal assis-
tance and health care.
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% LINEA CALMA (CALM LINE):
Toll-free line that operates every day of the week.

Telephone (Bogota): 018000423614

Created to provide psychoeducational counseling to men
aged 18 years and older who live in Bogota and need help
to process their own emotions, or to overcome emotional
conflict with others such as partners, families, or friends.

# RED JURIDICA FEMINISTA
(FEMINIST LEGAL NETWORK)

Telephone: 319 7817007
Email: redjuridicafeministacol@gmail.com
Website: www.redjuridicafeminista.com

The Feminist Legal Network is a self-managed space that was
born in the cultural house La Morada. It aims at thinking about
the law from a feminist point of view and provides support and
legal advice with a feminist approach.

#* LINEA122:
Dial 122 directly
Line provided by the Office of the Attorney General for filing

complaints of domestic violence, gender-based violence, and
sexual violence.
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% PORQUE QUIERO ESTAR BIEN
(BECAUSE | WANT TO BE WELL)

Telephone [ WhatsApp: 333 033 3588
Website: www.porquequieroestarbien.com

Online support platform which can be accessed by all
Colombians from their homes. It offers orientation, online
counseling, and information on four areas: physical or
psychological violence, relationships and emotional well-
being, self-care, and sexuality and reproduction.
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To share these guidelines with more people and continue
to raise awareness within the audiovisual sector, please
visit our website:

www.filmingbogota.gov.co



Bogota Film Commission is a program
from the Mayor’s Office of Bogota and led
by the Department of Audiovisual Arts of
the District Institute for the Arts (Idartes).
It seeks to strengthen Bogotd’s film and
audiovisual industries, position the city
as a filming destination, and guide and
facilitate filming in public spaces through
the Unified Permit for Audiovisual Filming
(PUFA).

Given the importance of promoting
good labor practices within the film and
audiovisual industries, this publication
is part of Bogota Film Commission’s
strategy to prevent gender-based
violence and work towards a
discrimination-free, respectful, and safe
environment for professionals in the
sector. LET'S SAY “CUTF presents the
results of an inquiry on what has been
done on this issue in different countries
of the Americas, particularly in Colombia.
In addition, it offers a practical exercise
that readers can do freely which wille
help ghem recognize and reflect upon
behaviors normalized to them that may
be violent to others, thus contributing to
change in the sector.



