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“The system is broken. We should be addressing ways to rebuild it from the 
ground up. Returning to the systems the way they existed, after being given time 
to reassess and work on them, would be a huge mistake. We need to think about 
business models, hiring practices, gatekeeping, staffing, pay structures, training 

programs, scholarships and grants, etc.”

— SDC Member and Next Stage Study Participant





Welcome from Stage Directors and Choreographers Society (SDC) 
+ Stage Directors and Choreographers Foundation (SDCF) Leadership ............................ 11

Prelude from SDC Executive Director ................................................................................. 13

Acknowledgements and Thanks ........................................................................................... 17

A Note on Terminology ....................................................................................................... 19

Project Description ............................................................................................................... 21 

Phase I: Evaluating the State of the Field, Fall 2019 ............................................................ 22

Phase II: Response to the Pandemic and Calls for Racial Justice, Summer 2020 ................. 24

Phase III: A Deep Dive into SDC Hiring Statistics ............................................................ 26

Key Findings ........................................................................................................................ 29

Recommendations and Commitments ................................................................................. 35
        Recommendations to the Field
        Commitments from SDC
        Commitments from SDCF

Conclusion ........................................................................................................................... 41





Appendix A: Phase I Slide Presentation ............................................................................... 43
 
Appendix B: Phase II Slide Presentation ............................................................................. 85
 
Appendix C: Phase III: Analysis of SDC Hiring Statistics by Jurisdictions ........................ 114

Appendix D: NCAP Phase I Report of Findings................................................................. 167 
Prepared for Mayor’s Office of Media and Entertainment
 
Appendix E: Phase I Survey ................................................................................................. 193

Appendix F: Phase II Survey ................................................................................................ 216

Appendix G: Convening Attendees ..................................................................................... 227
 
Appendix H: Definitions of Career Stages ........................................................................... 230
 
Appendix I: Definitions of Professional Development Programs ......................................... 232

Appendix J: Project Team Bios ............................................................................................. 234

Appendix K: SDC Executive Board and Staff ...................................................................... 237

Appendix L: SDCF Board of Trustees and Staff .................................................................. 240



WELCOME FROM 
SDC+SDCF LEADERSHIP



     Welcome     -     11

The Next Stage project was created and spearheaded by Stage Directors and Choreographers 
Society (SDC), in partnership with Stage Directors and Choreographers Foundation (SDCF), to 
investigate, articulate, and enhance the lives of directors and choreographers.

In the project’s first two phases, SDC has worked with the Network for Culture & Arts Policy 
(NCAP) to survey our Members nationwide and learn how they sustain themselves both artistically 
and financially. Our most recent survey was conducted during events that have shaken our world: a 
deadly global pandemic, our industry shutdown, and an outcry for racial justice throughout society, 
including in the theatre.
 
At this moment, the struggles to survive the impact of COVID-19 and to effect lasting change in 
our field are very real. This report seeks to clarify the world that directors and choreographers live in 
now. The stories revealed by this data are those of retooled artistic aspirations and urgent financial 
insecurities.
  
Phase I and Phase II, as summarized in the pages to follow, rely on quantitative and qualitative 
research, which gives context and texture to the data. Phase III concludes this study with a report 
on hiring statistics. In its totality, Next Stage reveals glimmers of progress for artists of color and 
women. These glimmers are threaded throughout the study and come into focus in the hiring 
statistics, where we see meaningful changes in some areas and some change in almost all jurisdictions, 
with one notable exception.
 
As you read this report, remember that it is about directors and choreographers. We have great 
respect for our colleagues and collaborators—employers, writers, actors, designers, dramaturgs, 
stage managers, and stagehands. But this study is about directors and choreographers: our particular 
present—and, most importantly, our particular future. 
 
We also want to note some of the language in this document, as we recognize that this is a moment 
of reckoning with language itself. The terms we are using in this report—"Members of color” within 
our narrative, and BIPOC [Black, Indigenous, and People of Color] for our charts and graphs—
may in short order evolve or change. We take seriously our responsibilities in a world that is in 
flux. We recognize that, as the conversation around language continues, not everyone will see these 
themselves in these phrases. We have chosen to use these words in a best effort to reflect the 
breadth of diversity in our Membership.
 
As your Union, we hope that this report furthers your cause, your community, and, of course, your 
careers. 

Evan Yionoulis 
SDC President

Mark Brokaw
SDCF President

Pam MacKinnon  
SDC President, 
2016-2019  

Sheldon Epps
SDCF President,  
2018-2020



PRELUDE



With Next Stage, SDC and SDCF welcome many of you into a conversation we have been 
having internally for years. To those who are new to this study, we hope this will be the first 
of many conversations as we try to understand the realities and address the needs of directors 
and choreographers. To those of you who have been on this journey yourself, either with us or 
within your own organization, we hope this report will support your work and bring into sharp 
focus many of the critical issues facing directors and choreographers. 

Because of these artists’ central role in the theatre and because of our inherent 
interdependence, we believe many of the issues herein are relevant to the entire 
field.

In a moment of near panic, I was once given advice by a mentor to “separate my anxieties,” advice 
that had been given to him by Bill Ball, founder of San Francisco’s American Conservatory 
Theater.  With all due respect to Bill Ball, it is impossible today to separate my anxieties, and I 
am not sure any of us should. In this field, where so many arrived out of a calling or a passion, it is 
often impossible—even in the best of times—to untangle the personal and the professional. The 
collision of the pandemic and the 21st-century civil 
rights movement has set in motion a need for deep 
reflection, requiring from us all a clear commitment 
to action as the injustices in the United States have 
been laid bare.
 
Prior to March 2020, we lived in a world where the 
theatre was merely under tremendous stress in the 
deeply undercapitalized, nonprofit arts sector and 
the volatile, high-risk, rarefied proposition that is 
the commercial arena, where, even as the grosses grew exponentially, too few benefited. Today, 
political and societal forces are challenging the very nature of our civil society, wreaking havoc on 
our lives while simultaneously offering glimmers of hope. To quote Zelda Fichandler, another 
of our founders, “It has always been hard.” I can’t help but wonder what she would say to us 
today if given the chance.

TO QUOTE ZELDA 
FICHANDLER, ANOTHER 
OF OUR FOUNDERS, 
“IT HAS ALWAYS BEEN 
HARD.” I CAN’T HELP 
BUT WONDER WHAT SHE 
WOULD SAY TO US TODAY 
IF GIVEN THE CHANCE.
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No one is working, and we don’t know when we will be together again in dark theatres and 
crowded backstage hallways. No one is working, and we don’t know what our work will look like 
when we are back or who will be there watching. No one is working, and we don’t know which  
of our treasured colleagues will be by our sides, how many we will have lost to COVID-19, 
and how many will be elsewhere, having been forced to find another way to pay the bills. No 
one is working, and we don’t know where we will sit on the impossibly long lists of ills the 
philanthropic world is being called upon to solve. No one is working—and we have never 
worked harder in our lives.
 
And while no one works, a transfer of influence continues, having begun in fits 
and starts in years past. 

We are reckoning with a life in the 
theatre that has for too long been 
the exclusive purview of a select 
few—and not just a field where jobs 
have been dominated by a single 
demographic, but a craft whose very 
expression has been too often limited 
to a single cultural perspective. 
Artists of color are no longer willing 

to accept a career that will mean primarily working on smaller stages, on projects limited to 
their own race or ethnicity, with little, if any, access to the commercial arena.  Women demand 
the same. These artists are determined to change the career trajectory for themselves and for 
others who have also been underrepresented in an industry where jobs are scarce across all 
jurisdictions and especially at the highest levels.

Some 80 years into the nonprofit regional theatre movement, many of our well-established 
companies embrace new values for a new century and yet lack the agility to evolve fast enough. 
Impatience is good. It can drive overdue change. At the same time, can we support their evolutions 
so that they can become new versions of themselves, vibrant homes for a new generation of 
theatre makers?  Simultaneously, our culture is demanding that we all be held accountable for 
our actions and behavior. This recalibration coincided with the #MeToo movement and grows 
stronger every day, fueled by the call for a just and civil society that is free from all forms of 
harassment and discrimination.  One result of these movements is that, creatively, directors and 
choreographers are being asked to evaluate and adjust practices, to reconsider the work they 
make and the way in which they make it, and to reassess their relationships to one another and 
their collaborators in that light.

Within that daunting context, this study asks you to consider why an investigation and 

THESE ARTISTS ARE DETERMINED TO 
CHANGE THE CAREER TRAJECTORY 

FOR THEMSELVES AND FOR 
OTHERS WHO HAVE ALSO BEEN 

UNDERREPRESENTED IN AN INDUSTRY 
WHERE JOBS ARE SCARCE ACROSS ALL 

JURISDICTIONS AND ESPECIALLY  
AT THE HIGHEST LEVELS.
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articulation into the lives of directors and choreographers has meaning in this moment; not 
simply for the world of these artists individually and collectively, but for our theatres, and our 
communities here in New York State, NYC, and across the country. This is a data-driven study, 
where we stop making assumptions based on anecdotal information and, instead, look at expert 
quantitative and qualitative research. 

In the 2018/19 season, the one featured in much of the Next Stage report, the American theatre 
saw record attendance. According to the Broadway League, Broadway played for an audience 
of 14.77 million, making it the best attended season in recorded history, while touring shows 
played for an audience of 18.5 million. Attendance records were high for the previous season, 
2017/18, as well. According to Theatre Communications Group’s Theatre Facts 2018, nearly 39 
million citizens attended productions at nonprofit theatres across the country that season. There 
were immeasurable college and university productions on the boards in  every city and town. 
Each production had a director or a director and choreographer at the helm. Each director and 
choreographer spent countless hours prepping, rehearsing, tech-ing, and maintaining plays and 
musicals, new and old, or theatrical events that defy a tidy definition.

Before the pandemic, these leading artists were at risk, balanced on the edge. Too many were 
driven by ambition and hope while living a fragile and unstable financial existence. They put 
their lives together with mixed income from other artistic and, too often, non-artistic work with 
no opportunities for reflection or renewal. Many in the center of their creative lives were tired, 
artistic energy depleted from the hustle needed to stay afloat, or the cry to break through, or 
the lack of opportunities to rest. Artists whose influence and leadership once gave rise to the 
regional theatre movement began to find themselves struggling to take any and all contracts 
offered in order to make ends meet. They were increasingly 
responding to the request—real or perceived—that they 
come in, do a good job, stay on budget, and leave. These 
artists also have seen new models for nonprofit leadership, 
where producing directors are filling roles once held by 
central artists and managing leaders. This move away from the founding model is leading to 
fewer jobs for directors, seemingly without consideration for how we might support directors 
in new ways. 

When the industry shuttered in March, 2020, the fall was precipitous. Seventy percent of SDC 
Members report a loss of income following the shutdown. The familiar stress associated with 
the instability of health coverage has already begun to turn into something much darker—a 
kind of terror on the horizon. 

What if the life of a freelance director wasn’t a life lived on the edge?

BUT LET’S REMEMBER: 
RIGHT NOW, NO ONE 
IS WORKING. 
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A clarion bell is ringing. The question is: will we answer it? How will we emerge?  The country 
answered that call during the Great Depression, and then again after the devastation of World 
War II, with ideas and new structures to solve a slew of problems. 

We must bring this same ingenuity and boldness to reimagining and creating 
a vibrant future for directors and choreographers--the conductors of the 
performing arts who seek to enable us to live a healthier, more examined, joyful 
and prosperous life. 

We put forth some of the ideas in this report for what is needed urgently. But more than 
anything, we invite you to join with us to curate, produce, and amplify solutions to this clarion 
bell. Let’s not just remember the “good old days” for the theatre. Rather, ensure that the best 
is yet to come. But it will not happen without courage. Time is not on our side. But our talent, 
connections, determination, and willingness to stay laser focused on changing the predicted 
outcome can be enough if we decide together to respond quickly with openness, flexibility, and 
refusal to fail. 

ON BEHALF OF SDC, SDCF, AND THOUSANDS OF STAGE 
DIRECTORS AND CHOREOGRAPHERS, THANK YOU. 

Laura Penn
Executive Director, SDC
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To Project Manager Rosey Strub, mere words are not enough. Without her leadership and 
patience, Next Stage would not be. She embraced a nascent idea and day-by-day, month-by-
month, through periods of great uncertainty, she made it manifest. She is a force and through the 
disciplined and ambitious process she laid out for us, she found NCAP, Network for Cultural & 
Arts Policy. NCAP is an agency of cross-disciplinary consultants dedicated to maximizing the 
benefits of arts and culture enterprises and the NCAP Next Stage team of Theresa Ahrens, Tony 
Cleasby, Jeffrey Patrick Colgan, and Jorge Gonzalez Hermoso, deftly guided us with humor, 
even as they were uncompromising in their rigorous scientific methodology. 

LAST, AND MOST IMPORTANT, HUNDREDS OF SDC MEMBERS 
TOOK THE TWO SURVEYS RESULTING IN THE MAJORITY OF 
DATA INCLUDED IN THIS STUDY. WE SEND YOU OUR SINCEREST 
APPRECIATION AND HOPE THIS WORK AND ITS NEXT 
ITERATIONS SUPPORT ALL YOUR FUTURE CREATIVE ENDEAVORS.
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In this report, we use the terms “artists of color” within our narrative, and BIPOC [Black, 
Indigenous, and People of Color] for our charts and graphs. 
  
Of the active SDC Membership, 53.36% have self-identified race and ethnicity and 99.69% 
have self-identified gender. SDC began requesting self-identification of race and ethnicity 
on its Membership application in 2013. The options of gender neutral and transgender were 
added to the gender categories on the Membership application in 2017. It is not required that 
Members self-identify.

The third phase of the project, an analysis of SDC’s hiring statistics across jurisdictions, examines 
the number of SDC contracts filed and compensation paid under those contracts by race and 
ethnicity and gender. In the third phase, SDC has utilized the phrase “artists of color” when 
reporting on all races and ethnicities except white. 

SDC acknowledges the evolution of language regarding identification and self-identification, 
and will continue to evaluate our terminology as the project progresses. We have begun to 
evaluate the options made available in our database to ensure they are inclusive, equitable, and 
reflective of the current and future SDC Membership. 

A NOTE ON TERMINOLOGY 



PROJECT 
DESCRIPTION



The seeds of Next Stage were planted more than five years ago, when SDC began hearing an 
increasing number of worrisome stories from SDC Members about how difficult it was to 
sustain a career as a director or choreographer. Over and over, the Union heard from Members 
who were struggling to survive financially and whose creative impulses were muted, even when 
they were signing multiple contracts a year. Highly acclaimed and incredibly talented artists 
were nevertheless leaving the field altogether, since they found their opportunities limited and 
their compensation woeful.

As a dynamic, growing labor union, SDC has been successful in increasing minimum terms 
and conditions, expanding jurisdictions, and representing more directors and choreographers. 
Conversations with employers about inequities in hiring and wage gaps appeared to be having 
an impact. Even so, it was clear that a significant change had to occur to help these artists 
sustain a lifetime in the field. After all, directing and choreographing are highly skilled crafts; 
it takes decades to become an expert. But if artists are being pushed out of the theatre because 
the money and the artistic outlets they need to keep going simply are not there—then the 
entire industry suffers. The loss of talent, of training, and of mentorship for future generations 
is immeasurable.

But as powerful as they were, the Members’ personal stories couldn’t 
say everything. 

As critical as cyclical negotiations were, a course correction was called for. 
There had to be data that captured what it’s like to be a director 
or choreographer in the United States. 

That’s when Next Stage was born.

PROJECT ORIGIN
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    PHASE I: EVALUATING THE STATE OF THE FIELD, FALL 2019 
 
Phase I of Next Stage began with a nationwide survey of SDC's Members, conducted by 
the research firm NCAP (Network for Culture & Arts Policy). The survey asked detailed 
questions about Members’ professional projects, career trajectories, income sources, financial 
responsibilities, and educational backgrounds.

683 Members completed the survey, 
or 33% of the Membership. This is an 
extremely high response rate, especially 
given the length and depth of the survey, 
and it created a robust knowledge base. 
Of the respondents, 37% identified as 
women and 32% identified as artists 
of color. Information was also captured 

regarding respondents’ ability status and age, and a future study will investigate the role these 
demographics play in the development of a career.
 
Additionally, NCAP conducted one-on-one in-depth qualitative interviews with a representative 
sample of respondents, which allowed for an even deeper investigation of their careers and lives. 
(Based on results from the surveys, the selection of Phase I qualitative interviewees is largely 
representative of the overall Membership.) Of these respondents, 42% identified as women, 
42% identified as people of color, and 67% were early or mid-career. 

NCAP analyzed the survey results in collaboration with SDC and SDCF leadership and the 
core Next Stage team. Subsequent analysis further compared the results to SDC’s own internal 
data about Member’s contracts, earnings, and career experience.
 
The findings were striking, especially regarding women, 
artists of color, and “mid-career” artists with 15-30 years 
of experience. SDC and SDCF shared this data with 
65 leaders from across the theatre industry—including 
directors, choreographers, artistic directors, artistic 
leaders, public officials, and arts funders—at a convening 
at Signature Theatre in New York on February 3, 2020.
 
Laura Penn, Executive Director of SDC, summarized the day’s purpose in her opening remarks, 
which included this question: With better support for directors and choreographers, could we 
more effectively use the full measure of their experience to build and better the field as a whole?
 

683 MEMBERS COMPLETED 
THE SURVEY, OR 33% OF THE 

MEMBERSHIP. THIS IS AN EXTREMELY 
HIGH RESPONSE RATE, ESPECIALLY 

GIVEN THE LENGTH AND DEPTH 
OF THE SURVEY, AND IT CREATED A 

ROBUST KNOWLEDGE BASE.

THE FINDINGS WERE 
STRIKING, ESPECIALLY 
REGARDING WOMEN, 
ARTISTS OF COLOR, AND 
“MID-CAREER” ARTISTS 
WITH 15-30 YEARS OF 
EXPERIENCE. 
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The convening was facilitated by Gwen Cochran Hadden, president of Cochran Hadden 
Royston Associates, and included a presentation by four members of the NCAP team with 
a range of findings based on extensive data collection and analysis. (See Appendix A.) The 
team’s initial analysis of the data suggested that a critical focus area should be "the mid-career 
dilemma," as the data indicates this period is particularly acute for directors and choreographers. 
(See Appendix H for the Definitions of Career Stages, as defined for the purposes of this study.) 
 
In short, mid-career directors with 15-30 years of experience often lack both the 
financial security and creative opportunities they need to stay in the profession. 
Additional analysis of the data revealed that 
mid-career women and mid-career artists of 
color are repeatedly hired, but rarely given 
access to commercial or other high-profile 
projects. “The nonprofit [sector] would not 
identify need on your part because they see you 
as successful,” explained a survey respondent. 
“But the Broadway production doesn’t see 
you as successful enough, so they’re not going 
to take a risk on you for a bigger production.” 
The recent and promising influx of women and 
people of color into the early-career phase may have little long-term impact if these artists 
cannot be sustained throughout their professional lives.
 
More than 70% of mid-career directors and choreographers make less than $70,000 per year, 
which includes income from all sources, not just SDC contracts. In fact, the average mid-career 
Member only earns $17,000 from contracts. Yet health care and debt costs alone are often more 
than $17,000 per year for the average mid-career Member. 

“I think that it is exceedingly difficult to survive on income solely from directing,” 
one survey participant noted. “It means that you have to direct at least five to eight projects 
annually in order to make enough to live.” Stated another survey respondent, “Every other 
year I made poverty wages because the work didn’t come. Then the next I would have so many 
jobs, working back to back. And then, boom, nothing. The instability was the hardest thing to 
manage.” 
 
This stark financial picture contributes to “the hustle”—the sense that mid-career artists must 
work constantly in order to make ends meet. That can mean taking so many contracts that 
there's scant opportunity to do deep artistic work, since the next job and the one after that are 
always demanding attention. There also can be pressure to take any job that's offered, even those 

THE RECENT AND PROMISING 
INFLUX OF WOMEN AND 
PEOPLE OF COLOR INTO THE 
EARLY-CAREER PHASE MAY 
HAVE LITTLE LONG-TERM 
IMPACT IF THESE ARTISTS 
CANNOT BE SUSTAINED 
THROUGHOUT THEIR 
PROFESSIONAL LIVES. 
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With counsel from attendees at the February convening, SDC and SDCF prepared to host 
a few focused convenings that would dive deeper into key areas of the study. We planned to 
focus primarily (but not exclusively) on the impact of debt, passive income, and education, with 
increased attention to underrepresented artists. 

Six weeks following the successful roll out of Next Stage’s preliminary findings 
however, the theatre community found itself in a freefall brought on by the 
COVID-19 pandemic. In early March, theatres across the country began to plan for their 
seasons to be interrupted. On March 12th, Broadway shut down, and within days the entire 

industry shuttered. As SDC began 
to consider the implications, 
performing triage and establishing 
priorities, the follow-up for Next 
Stage necessarily was set to the 
side. We determined there would 
be time for this in the future, as 
there were more immediate needs.

By mid-June it was clear that COVID-19 was not a short-term crisis. As of August 31st, 
750 SDC contracts had been canceled or postponed since March 12th due to the pandemic. 
Additionally, the civil unrest following the murder of George Floyd in May had escalated and 
brought forth a powerful call for racial justice. The collision of the pandemic and this 21st-
century civil rights movement set in motion the need for deep reflection and a clear commitment 
to action and consideration on how Next Stage might serve the moment. 

This surge in calls for racial justice clarified that more information was needed. It was obvious 
that Next Stage’s follow-up research had to understand more deeply the reality facing directors 

that require working many weeks outside the paid schedule of a contract and/or those that don’t 
allow for creative or professional growth. 
 
This poorly compensated and exhausting lifestyle is inhospitable for almost everyone, and for 
those without passive income, it can be untenable. An incalculable amount of value is lost if the 
pressures of the work push mid-career artists out of the field. These artists have built substantive 
relationships with writers, actors, designers, and production staff. Many who were hired again 
and again have connected in meaningful ways with Board members and civic leaders. SDC 
Members have learned the strengths and limitations of theatre spaces and the sensibilities of 
the communities where they have created work. This acquired knowledge is costly to replace.

PHASE II: RESPONSE TO THE PANDEMIC AND CALLS FOR RACIAL 
JUSTICE, SUMMER 2020

IT WAS OBVIOUS THAT NEXT STAGE’S 
FOLLOW-UP RESEARCH HAD TO 

UNDERSTAND MORE DEEPLY THE 
REALITY FACING DIRECTORS AND 

CHOREOGRAPHERS OF COLOR AND 
IDENTIFY TANGIBLE WAYS THE INDUSTRY, 

SDC, AND SDCF MIGHT RESPOND.
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and choreographers of color and identify tangible ways the industry, SDC, and SDCF might 
respond. Though under-represented artists were a focal point of the initial survey, it was clear 
that future research would allow for an even richer analysis of what artists of color experience.
 
Phase I of Next Stage provided a robust foundation of research from which to build and understand 
the impact of COVID-19 and shine a light on the hard realities of artists of color. SDC and 
SDCF also knew that directors and choreographers carry with them skills and influence that 
will be needed to advance the cause for racial justice and emerge from this pandemic stronger 
and forever changed.
 
Reuniting with NCAP, the Next Stage core team decided to send another survey to the 
Membership, and to place that data in conversation with SDC’s own hiring and earning 
statistics. (See Appendix C.) 

Once again designed and developed by the NCAP team, the second survey was deployed in June 
2020, with questions exploring the financial and emotional impact of the pandemic, the field’s 
response to the demands for racial justice, and the resources needed to reopen the industry in 
an equitable, just, and sustainable way. This would become Next Stage’s Phase II. 
 
The response to the second survey was even higher than the first. This time, there 
were 791 completed surveys, up from 683 (or 38% of the overall Membership, up from 33%).
 

• 48% of respondents lived in New York state, up significantly from 31% in Phase I.  
More analysis is needed to account for this increase.

• 37% of respondents to the Phase II survey identified as artists of color, up from 32% in 
Phase I.

• 38% of respondents identified as women.
• 43% of respondents were mid-career artists.

 
NCAP’s analysis of the Phase II data, as well as a comparative analysis with the Phase I data, 
presents a sobering picture of the impact of COVID-19 on the professional lives of SDC 
Members. Seventy percent of directors and choreographers report an overall income decline 
due to COVID-19 (22% higher than the national average) and healthcare is a critical issue: 
only 72% of respondents expect to have their current healthcare coverage six months from now.
 
Artists of color have pursued supplemental income at a higher rate during the pandemic than 
their white counterparts. They have also engaged in more theatre work and filed a greater number 
of SDC contracts than their white counterparts. Following the COVID-19 shutdown, SDC 
developed a Remote Work Contract under which compensation is negotiable and benefits are 
paid as a flat rate for each day worked with actors. 
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Under this contract, artists of color—while filing contracts at a higher rate—have 
earned an average of $77.57 per day and white artists have earned an average 
of $102.13 per day.

Women reported a decrease in income during the pandemic at a higher rate than their male 
counterparts. They were more likely than men to report that they were not sure about returning 
to work in the theatre.

The qualitative and quantitative data of Next Stage makes clear that, in the wake of the shutdown, 
SDC Members have taken time to reflect on the resources they need to revitalize the field. 

“The system is broken,” one survey participant noted. 

“We should be addressing ways to rebuild it from the ground up. Returning to 
the systems they way they existed, after being given time to reassess and work 
on them, would be a huge mistake. 

“We need to think about business models, hiring practices, gatekeeping, staffing, 
pay structures, training programs, scholarships and grants, etc.” 

“As a result of this pandemic,” another survey participant said, “hopefully we will reassess theatre 
as a commodity and strip it back down to its roots as an artistic expression of a community and 
a culture.” 

Another survey respondent wrote, “I hope we look back at this moment and see it as a catalyst 
for an entire new model for theatre outside of New York City. The entire industry has relied 
on its makers to operate in poverty, supplemented by other jobs and external financial support 
systems. We will not change if we cannot find a way to create actual middle-class jobs.” 

As the call for racial justice and transparency for reporting hiring practices in the theatre 
grew, SDC embarked on what would become Phase III. For the past decade, the Union has 
collected and analyzed employment statistics, engaging with employers during collective 
bargaining to increase pay equity and encouraging employers to offer expanded opportunities 
to underrepresented artists. As part of its commitment to share these hiring statistics more 
broadly and to complement NCAP’s findings in Phase I and Phase II above, SDC analyzed 
the race and ethnicity and gender demographics of the Membership in the SDC database in 
connection with the SDC contracts filed across jurisdictions. The purpose of this analysis is to 
illustrate employment patterns by race and ethnicity and gender, and the progress, if any, over 
a five-year period.

PHASE III: A DEEP DIVE INTO SDC HIRING STATISTICS
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This robust phase of Next Stage reinforces Phases I and II. In addition, Phase III demonstrates 
that increases in the hiring of artists of color are happening at a faster pace in jurisdictions where 
SDC has a collective bargaining relationship and engages regularly in dialogue with employers 
on the need for equity, save for Broadway and Stock. Off-Broadway Not-For-Profit Theatres saw 
the largest increase, with a difference of 29% between the 2013/2014 and 2018/2019 seasons. 
Off-Broadway Commercial Producers followed closely behind at 27%. Where SDC does not 
have ongoing formal relationships with employers, there is less significant advancement. 

The most notable increase in the hiring of women was under the promulgated Development 
Contract, with a difference of 25% between the seasons analyzed. ANTC, LORT, and Off-
Broadway Commercial Producers saw the next largest increase with a difference of 14% each. It 
is worth mentioning that while the Off-Broadway Not-For-Profit Theatres only saw a difference 
of 11%, they were ahead of the previous three jurisdictions in the 2013/2014 season with 36% 
of total contracts being filed for women. 

Without exception, the more material advancements in the hiring of artists of color and female 
artists were more often in jurisdictions with more limited budgets, or in the lower categories 
financially within a jurisdiction. Conversely, the jurisdiction with the lowest hiring rate for both 
women and artists of color and therefore the highest hiring rate for white men, has the largest 
budgets, highest minimum compensation terms, and is the most high-profile in the theatre 
industry. 

While Phase III does report advances in many areas, it is important to note that 
this phase is quantitative only and does not reflect the experiences of artists 
working in theatres across the country, who oftentimes break barriers and carry 
the weight of representing their race, ethnicity, and/or gender in an environment 
that is not always prepared to embrace their needs.  

For the full report on SDC’s hiring statistics by jurisdictions, please see Appendix C.



KEY FINDINGS
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PHASE I

YOU CAN’T MAKE A LIVING FROM DIRECTING OR CHOREOGRAPHING.

Most SDC Members report earning $50,000 - $75,000 per year, and on average only 25% of 
that income derives from practicing their craft. That number drops to 17% for mid-career artists. 

WHEN EXAMINING AVERAGE COMPENSATION 
PER JOB, NOT INCLUDING ROYALTIES, WOMEN 
ARE PAID $0.81 ON THE DOLLAR COMPARED TO 
MEN, A WAGE GAP OF $0.19.
 
This nearly aligns with the national wage gap of $0.18. 

RESPONDENTS OF COLOR FILE MORE SDC CONTRACTS COMPARED TO 
WHITE RESPONDENTS, HOWEVER WHITE RESPONDENTS REPORT HIGHER 
INCOMES COMPARED TO RESPONDENTS OF COLOR. 

NEARLY 90% OF SDC MEMBERS HAVE COLLEGE DEGREES, 
AND MORE THAN 45% HAVE ADVANCED DEGREES. 

Those with advanced degrees have a slightly higher earning potential and are 
more likely to have student loan debt. Even so 48% of Members with a Master’s 
degree make less than $75,000 per year. It is mostly directors who study at this 
level, as there are few programs for choreographers.

25% OF MEMBERS HAVE SOME KIND OF PASSIVE INCOME (INCLUDING 
EARNINGS FROM STOCKS, BONDS, AND INTEREST PAYMENTS.)

THE STUDY REVEALED A HIGH LEVEL OF PARTICIPATION BY DIRECTORS IN 
PROFESSIONAL PROGRAMS, and the data suggests that may correlate with an increase in 
career opportunities, though further research is needed to confirm this. Women and people of 
color participate in these programs at a disproportionately higher rate. 

However, few programs exist for choreographers.
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MOST MEMBERS BELIEVE THAT WORKING IN NEW 
YORK STATE AND NEW YORK CITY PROVIDES AN 
IMPORTANT IMPRIMATUR FOR THEIR CAREERS.  

This perception is undoubtedly supported by the fact that SDC 
Members living in New York file, on average, 33% more contracts 
than SDC Members not living in New York.

DESPITE THE FINANCIAL PRESSURES AND 
EMPLOYMENT BARRIERS THAT SDC MEMBERS FACE, 
OVER 75% PERCENT OF RESPONDENTS SAID THEY 
VALUE ARTISTIC SATISFACTION OVER FINANCIAL 
COMPENSATION.
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PHASE II

70% OF DIRECTORS AND 
CHOREOGRAPHERS REPORT AN 
OVERALL INCOME DECLINE DUE 
TO COVID-19. 

This is 22 percentage points higher 
than the national average.

While the discrepancy between expected and actual income during the COVID-19 pandemic is 
similar for white artists and artists of color, the average reported income for white respondents, 
as was the case in Phase I, continues to be significantly higher than for artists of color.
Artists of color have pursued supplemental income at a higher rate during the pandemic than 
their white counterparts. They have also engaged in more theatre work and filed a greater number 
of SDC contracts than their white counterparts.

Under SDC’s new Remote Work Contract, which 
was developed following the COVID-19 shutdown, 
artists of color have earned an average of $77.57 
per day. White artists have earned an average of 
$102.13 per day. Under the Remote Work Contract, 
compensation is negotiable and benefits are paid as a 
flat rate for each day worked with actors.

ARTISTS  
OF COLOR

WHITE ARTISTS

ECHOING PHASE I, THE FINDINGS IN PHASE II HIGHLIGHT THE CRITICAL 
NEED FOR CONSISTENT HEALTHCARE. 97% of respondents reported currently having 
health insurance, but only 72% of respondents expect to have the same coverage in the months 
to come.

Artists of color are almost twice as likely not to have health insurance coverage. However, 
those artists of color who do state having health insurance report SDC as the source of their 
coverage more often than their white counterparts. 

Though women were the most likely demographic group to have health insurance, they were 
much more likely to be unsure about their future healthcare coverage status.

24% of respondents have been tested for COVID-19, which is double the national average.
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DURING THE PANDEMIC, WOMEN 
REPORTED A DECREASE IN INCOME 
AT A HIGHER RATE THAN THEIR MALE 
COUNTERPARTS. 

They also reported they were looking for supplemental income at a lower rate than male 
respondents, and they were more likely than men to report that they were not sure about 
returning to work in the theatre.

MEMBERS OF COLOR ARE UNABLE TO MEET STUDENT LOAN 
PAYMENTS AND RENT PAYMENTS AT A HIGHER RATE THAN 
WHITE MEN AND WOMEN. 

MID-CAREER ARTISTS ARE ON AVERAGE APPLYING FOR 
UNEMPLOYMENT SUPPORT AT HIGHER RATES THAN THEIR MORE 
EXPERIENCED PEERS. 

Respondents overwhelmingly identified COMMISSIONS AND RESIDENCIES 
as the resources that would be most useful to them as they return to work in the field.  
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PHASE III

IT IS IMPORTANT TO KEEP IN MIND THAT SDC’S HIRING STATISTICS ARE 
QUANTITATIVE ONLY, NUMBERS IN ISOLATION. While  there have been advances 
in the hiring of artists of color and female artists in certain jurisdictions, some modest and 
others material, the figures presented do not reflect the qualitative and cultural realities of our 
Members’ experiences in the workplace. If not already in place, systems of support need to be 
developed in order to sustain these artists as more equitable hiring practices continue.

OFF-BROADWAY NOT-FOR-PROFIT THEATRES CONTRACTED ARTISTS OF 
COLOR AT THE HIGHEST RATE OF ALL JURISDICTIONS IN THE 2018/2019 
SEASON AT 48%. 

In comparison, Broadway and Stock Theatres contracted artists of color at the lowest rate that 
season, both at just 11%. 

OFF-BROADWAY NOT-FOR-PROFIT THEATRE

BROADWAY AND STOCK THEATRES

THE ASSOCIATION OF NON-PROFIT THEATRE COMPANIES (ANTC) 
CONTRACTED WOMEN DIRECTORS AND CHOREOGRAPHERS AT THE 
HIGHEST RATE OF ALL COLLECTIVELY BARGAINED JURISDICTIONS IN THE 
2018/2019 SEASON AT 49%. 

In comparison, Broadway contracted women directors and choreographers at the lowest rate 
that season at just 11%. 

ANTC

BROADWAY

THE 2018/19 LORT SEASON INCLUDED ZERO CONTRACTS FOR 
ARTISTS OF COLOR OR WOMEN ON LORT A+ STAGES (TONY-
ELIGIBLE STAGES), WHILE ADVANCES WERE MADE IN EVERY OTHER 
CATEGORY WHEN COMPARED TO THE 2013/14 SEASON.
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In jurisdictions where royalties are paid, the majority of royalty income in any given year is 
mostly attributable to long-running productions.  Given past patterns of employment, 
this income is most often paid to white men.  

The number of jobs available in the Broadway jurisdiction can vary widely from season to 
season based on how many new productions can come in and how many long-running shows 
continue with performances. It is clear however, that women and artists of color are 
not gaining a foothold in this jurisdiction.

Anecdotally, SDC is aware that academic theatre programs are prioritizing the recruitment 
of artists of color and women as students. However, according to the SDC hiring 
statistics, the hiring of these same artists to direct and choreograph in these 
programs has only made modest gains in the last five years. 

SDC’s expansion in jurisdiction and coverage of associate/resident directors 
and choreographers on Broadway and on tours has offered increased 
employment opportunities which appear to be benefiting artists of color and 
female artists. Artists of color held 26% of the SDC Associate/Resident contracts in the 
2018/2019 season; more than double the percentage of Broadway director and choreographer 
contracts filed by artists of color. Women held 33% of the SDC Associate/Resident contracts 
in the 2018/2019 season; almost triple the percentage of Broadway contracts filed by 
women. However, as in other jurisdictions compensation lags more significantly for artists 
of color who earned 14.55% of total income under SDC Associate/Resident contracts in the 
2018/2019 season.

Stock theatres’ hiring of artists of color remains virtually unchanged with less 
than 5% difference in percentage of contracts filed between 2014 and 2019. 
Women fared only slightly better with a difference of 9% between the two 
seasons analyzed. 

Artists of color did not hold the majority of contracts nor receive the majority 
of compensation in any jurisdiction. Women did hold the majority of contracts 
in just one jurisdiction, albeit by a margin of just 1%, and the majority of 
compensation in two jurisdictions, by less than 1% in each. 



RECOMMENDATIONS AND COMMITMENTS 

RECOMMENDATIONS TO THE FIELD
Investment, Opportunity, Support

On average, 75% of a freelance director or choreographer's income comes from sources other 
than making theatre, with mid-career SDC Members making on average $17k annually from 
practicing their craft. The field risks an incalculable loss if these highly skilled artists cannot sustain 
themselves across a career, and the early signs that artists of color and women may be making 
ground, may be lost if we don’t act now. Theatres and funders can make investments in these artists 
that can not only make a full life in the theatre sustainable but will also benefit the entire industry.   

Next Stage set out to investigate the lives of directors and choreographers and to articulate the 
findings of that investigation so that we might find ways to enrich the lives of these central 
artists while they are working in the American theatre. In 2019, there was no way of anticipating 
the devastation of COVID-19, nor did we as a Union foresee the long overdue  reckoning with 
the field’s long-practiced policies of inequity and discrimination. And yet here we are with 
recommendations and commitments that can have a positive impact on the entire field because: 

• Directors and Choreographers are the leaders and collaborators who work 
with everyone in the process of making theatre.   

• Their decision making, and their influence on decision making, uniquely 
positions them to advance some of the most critical issues of our time. The 
issues we face in the American theatre mirror our societal challenges: equity, diversity, the 
fraying social fabric, and the need for an informed citizenry. 

• When the leaders in the room are under-resourced, when their resiliency is weak, 
and when the realities of their lives distract even the most accomplished among them—
and we believe this study will demonstrate all of these scenarios are real—then we all 
have a problem. 
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CREATE OPPORTUNITIES SUCH AS... 

COMMISSIONS.
Directors and choreographers, deprived of the opportunity, space, and resource to renew their 
craft, are underutilized resources for the industry. Directors and choreographers drive the 
creative process and move the field and industry forward, and they must be recognized and 
nurtured as generative, interpretive, and creative artists. In this moment, where innovative ways 

of making work safely for artists and 
audiences is paramount, commissioning 
directors and choreographers can help 
chart a path while providing critical 
financial support to artists forced out 
of work by the pandemic. Commissions 
provide theatres and producers with 
a path to invest in artists and to 
build a commitment over time, and 

commissions provide artists with time for research and development. Commissions can be a 
lifeline, a mortgage payment, health insurance. Including directors and choreographers in this 
vibrant industry practice will expand the range of voices being given a platform in our field. 
The interests of the field and the needs of directors and choreographers align. Commit to 
untapped voices. Commit to commissioning directors and choreographers. 

RESIDENT POSITIONS.
The last 20 years have seen a significant reduction in the number of associate artistic directors 
at nonprofit theatres across the country. Where they do exist they are often filled today by non-
practicing artists. The past decade has seen regional theatres also develop new models for artistic 
leadership. While this shift has taken place, the field has not addressed the loss of full-time 
jobs for directors who now join the ranks of the freelance world—the unstable, stress-ridden 
freelance world. Nor have we collectively considered the leadership development that these 
positions once offered and the field at large benefited from, sometimes long after the artist left 
the theatre. Health insurance was reliable, as was the time to develop as an artist in conversation 
with a community. 

Simultaneously, institutions are no longer enriched by the contributions these central artistic 
leaders have to give. As we look to rebuild in the wake of COVID-19 and respond to the call for 
racial justice, resident director positions would address a vital need. As stated by Liz Diamond, 
Chair of Directing at Yale School of Drama and Resident Director at Yale Repertory Theatre, 
“For a young director right out of school, the adventure of traveling around the country to 
work in different theatres—if they are lucky enough to be offered these opportunities—can 
be deeply rewarding. But the opportunity costs—personal, professional, and financial—soon 

DIRECTORS AND CHOREOGRAPHERS 
DRIVE THE CREATIVE PROCESS AND 

MOVE THE FIELD AND INDUSTRY 
FORWARD, AND THEY MUST BE 

RECOGNIZED AND NURTURED AS 
GENERATIVE, INTERPRETIVE, AND 

CREATIVE ARTISTS.
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become insanely high. Quite ordinary ambitions—to live and work in a community where you 
contribute over time to its development as an artist, citizen, and volunteer; to have a partner; 
to have and raise a child—are impossible dreams for the average American theatre director.” 
Commit to a new model for resident directors and choreographers.  
 
SALARY EQUITY.  
Directors and choreographers of color and women continue to be underrepresented. Even 
where some progress has been made, pay equity remains out of reach. COVID-19 reveals that 
artists of color are pursuing work at a higher rate than their white counterparts but earning less 
and feeling the loss of income more acutely. Women, both white women and women of color, 
are considering not returning to the theatre at all.  Even as employment opportunities increased 
over previous years, and these artists find themselves hired repeatedly, indicating a mastery or 
developing mastery, they are unable to obtain the higher-earning jobs. Commit to access to 
the larger stages and the commercial sector.  Commit to salary equity.      

BROADWAY ACCESS.  
Even with a plethora of dynamic work happening across the country, on average there are only 
50 new jobs per year on Broadway. While aspirations vary from artist to artist, it is true that 
there is limited opportunity on Broadway by nature of the number of jobs available.  Even so, 
women and people of color are overwhelmingly denied opportunities to work on the highest-
paid and highest-profile projects, with the most egregious example being women of color—
fewer than five hired on Broadway in the past 10 years. Commit to access on Broadway. 
Commit to scale. Commit to salary equity. 

RETURN ON INVESTMENT. 
This is the moment. Artists of color and 
women are gaining ground in the development 
of new work. The racial, ethnic, and gender 
makeup of the associate/resident directors and 
choreographers is more diverse than current 
Broadway directors and choreographers. The talents and the experience of those already in 
our midst cannot be underestimated. The investment must be made right now, and the return 
on that investment will be manifold. Commit to investing. Commit to advancing the 
careers of those who are already working for you.

COMMIT TO FUNDING AN AWARD.  
This is an industry crowded with awards. Recognition is great and can lead to doors opening—but 
fund an award.  Authors most frequently, but actors as well, have awards with cash prizes, often 
unrestricted and significant. With support from foundations and individual philanthropists, 
these awards often make the difference for an artist being able to build a career or being able to 

THE INVESTMENT MUST BE 
MADE RIGHT NOW, AND THE 
RETURN ON THAT INVESTMENT 
WILL BE MANIFOLD. 
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sustain a career through the unrelenting pressure of finding the next job. Commit to making 
a difference. Commit and fund an award. 

MENTORS AND MENTORSHIP.  
Directors and choreographers build their craft over many years. Practice builds muscles. 
Time makes way for maturity. Experimentation paves the  way to success. Without diverting 
attention to those who are ready right now, who 
have earned the right to equal pay, redouble efforts 
to support mentorship and with it, mentors. Support 
the pipeline ecosystem. Mid-career artists of color 
and women are most in demand as mentors, and they rarely say no to younger artists, even as 
they are barely making due. Pay mentors for their time. Commit to mentorship. Commit 
to mentors. 
 
INTRODUCTIONS.  
In a field where jobs are scarce in the best of times, consider where there are opportunities to 
introduce a director or choreographer to a peer or colleague in other mediums. It is a remarkable 
time; television, gaming, and cross-media projects are industries seeking talent. Talent to shape 
stories. Commit to opening doors.    

SDC’S COMMITMENTS

SDC commits to remaining at the forefront of leading directors and choreographers through 
the pandemic, helping Members navigate the devastating economic and artistic impact, and 
remaining knowledgeable about the science of COVID-19 in order to safely transition directors 
and choreographers back to work after a long period of unemployment.

SDC commits to using its influence to end racist policies and practices in the field. Even as 
we find ourselves in the midst of a health and economic crisis, we, the Union collectively and 
Members individually, will work together to build a just and equitable future by examining our 
own practices and calling on our collaborators to do the same. 

SDC commits to an annual analysis of hiring stats (by jurisdiction) and continued quantitative 
and qualitative research every 3-5 years. We further commit to critically examine our research and 
reporting methodology while also executing with consistency to ensure our ability to measure 
successes and shortfalls. We will further analyze Next Stage data, working with employers to 
better understand: 

 

SUPPORT THE PIPELINE 
ECOSYSTEM. PAY MENTORS 
FOR THEIR TIME.
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1. The impact of age.
2. The impact of ability.
3. The impact of gender identification.
4. The measure of salary inequities between genders and races and ethnicities.
5. Hiring across all races and ethnicities to identify increases or disproportionate decreases 

for specific racial and ethnic identities.  
6. Employment patterns for female artists of color or male artists of color compared to 

their white counterparts.
7. Employment patterns for directors and choreographers by race and ethnicity and gender 

across all jurisdictions.

SDC commits to reevaluating the categories available for self-identification for both race and 
ethnicity and gender to ensure the most equitable and inclusive options are available to the 
SDC Membership and to encourage the Membership to self-identify to ensure full analysis and 
measurement of progress and shortfalls.

SDC commits to identifying opportunities to better support Members while working with 
employers to address lifestyle, family support, and safety issues, including childcare, work 
schedule allowances, with particular attention to the freelancer, the very distinct needs of artists 
working in cities across the country.

SDC commits to developing opportunities to introduce producers and agents to mid-career 
directors, understanding that creative relationships are often based on more than what is 
manifest on stage. New relationships built in various contexts, exploring ways to create the 
investments, resources, and influence are necessary to build and better the field. 

SDC commits to finding and sharing the answers to questions stakeholders asked at the Next 
Stage convening with a genuine interest in understanding and a desire to support these central 
artists.  What is the impact of education and measure of student debt over time?  What is the 
impact of passive income, or the lack of passive income on mid-career and established artists, 
on artists of color?  What is the impact of professional development programs? 

SDCF’S COMMITMENTS

SDCF commits to re-evaluating all existing programs with regards to access. For many of 
our programs, this will mean significantly increasing the accompanying financial stipend. 
We recognize that the comparatively small stipends previously available for our programs, 
particularly Observerships and Fellowships, have been a deterrent for potential applicants.
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Our commitment to increasing stipends also reflects our investment in an equitable industry. 
With increased compensation, we hope to better support all artists in achieving their career 
goals by offering more realistic opportunities. In addition to raising associated stipends, SDCF 
also commits to examining the publicity strategies, application processes, and evaluation 
procedures for all programs to ensure the widest access possible to our professional development 
opportunities.

SDCF commits to creating new programs that better serve mid-career directors and 
choreographers. In August, SDCF announced the Lloyd Richards New Futures Residency, a 
year-long residency for mid-career directors and choreographers of color. We hope this program 
is one step towards better supporting mid-career directors and choreographers in their career 
paths. We pledge to strengthen and grow this program in hopes of, over time, developing a 
cohort of supported leaders in the field.

Sheldon Epps, former President of SDCF, has stated: “As theatres all over the country rightly 
seek to engage artists of color in leadership positions it will be increasingly important that 
directors and choreographers are well set up for success. It is vital for them to have the skills 
and experience required to meet the ever-growing challenges of these important positions. The 
Lloyd Richards New Futures Residency will provide extraordinary access and participation in 
ways that will benefit the theatres, and also provide invaluable onsite training for those to aspire 
to be future leaders.” Building from this example, SDCF will continue to expand its offering 
for mid-career directors and choreographers, particularly in regards to exploring institutional 
leadership as a viable and accessible career path. Many SDC Members seek additional 
training and education in the nuances of institutional leadership, both to support their own 
career trajectories and to ensure artistic leadership positions in the field continue to be held by 
practicing artists. SDCF will create new programs and revive past programs to address this need 
in an effort to create space for mid-career artists to rest and renew, research and develop as they 
move continually along their chosen path.

SDCF commits to leading the field by serving as a central source of conversation and 
communion for our community and by sharing and promoting information about professional 
development opportunities. Perhaps never more so than now, as we all grapple with feelings of 
isolation during the pandemic, SDCF serves as a common touchpoint for artists nationwide. 
SDCF is committed to convening public conversations about the inner workings of our field, 
for artists to discuss and examine issues of craft, and support each other to learn and grow—
providing a place of open exchange between colleagues. We will also consistently inform our 
constituency about programs, opportunities, important news, and academic programs that may 
expand their thinking about the field, provide employment, or otherwise propel them on their 
professional journeys. SDCF will persistently work to both connect artists to each other and to 
the opportunities that can make a difference in their careers.



CONCLUSION

Before March 2020, few directors and choreographers were able to rely solely on their earnings 
in the field to put a roof over their head or food on their table. Wages and opportunities were 
not fairly available, especially for artists of color and women. Because the top-line revenues of 
some artists were at record levels, we may not have paid enough attention to the glowing red 
warning signs. 

The results of Next Stage tell us as much.

Today, the often-fragile existence of a director or choreographer has been suddenly halted, 
and we see the profession, the power of telling stories together and in person, at risk. SDC 
has a responsibility to make good use of its platform and influence and we know this is a  
challenging call to action in the best of times. And yet we are making it, right now, while no one 
is working—and working harder than ever. 

This report requires us to begin so that directors and choreographers are able to lead the 
reemergence of the professional theatre. 

Next Stage charts a path compelling us to move forward.  
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I. Introduction and Methodology
 
For Phase III of this study, SDC gathered hiring statistics from various sources and cross analyzed 
for accuracy. Directors and choreographers working under SDC contracts have the opportunity 
to self-identify gender and race and ethnicity in SDC’s database. Given it is not required that 
directors and choreographers self-identify, the statistics presented here are different than strictly 
research-based studies. Currently, 53.36% of the active SDC Membership have self-identified 
race and ethnicity and 99.69% have self-identified gender. SDC has not identified any possible 
bias for those who have chosen not to self-identify these demographics. Therefore, for the 
purposes of these statistics, the percentages above are considered a large enough sample to be 
representative and from which, we can draw conclusions. 

In addition, the Union also has employer reporting requirements in some jurisdictions. Those 
requirements involve a hiring survey that is completed at the close of each season and includes 
the number of directors and choreographers hired by race and ethnicity, gender, age, and ability. 
The following analysis reports on race and ethnicity and gender using demographic information 
available in the Union’s database layered with employer reporting where available. A report on 
age and ability will be incorporated into the next Next Stage.  

Using the demographic information available in the Union’s database, layered with employer 
reporting where available, SDC concludes that the following report provides an accurate picture 
of the hiring practices of directors and choreographers in the theatrical industry.

Regarding race and ethnicity, SDC began requesting self-identification on the Membership 
Application in 2013.  Regarding gender, the options of gender neutral and transgender were 
added to the Membership Application in 2017. The Union periodically surveys the Membership 
encouraging Members to update their records. Below are the current categories for self-
identification for both race and ethnicity and gender. SDC recognizes that these labels are 
imperfect and evolving. The Union commits to further exploring the options made available 
in our database, to ensure they are inclusive, equitable, and reflective of the current and future 
SDC Membership. 

Race and Ethnicity
African American
Arab American
Asian Pacific American
Caribbean Black
Caucasian
Latino/Hispanic

Gender
Female
Gender Neutral
Male
Transgender

Native American/American Indian 
or Alaska Native
Persian American
South Asian
Other
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For additional reference, below is the breakdown of the active SDC Membership by the 
individual categories above, including a category of “Not Identified” for those who have not 
self-identified these demographics:
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In the statistics presented, SDC has compared the hiring statistics from the 2018/2019 
season with those from five years previous, the 2013/2014 season, in the following employer 
jurisdictions:

A. Association of Non-Profit Theatre Companies NYC (ANTC)
B. League of Resident Theatres (LORT)
C. Off-Broadway Commercial Producers
D. Off-Broadway Not-For-Profit Theatres (OBNFP)
E. Stock Theatres - Outdoor Musical Stock (OMS) / Regional Musical Theatre (RMT) 

/ Council of Resident Stock Theatre (CORST) / Traditional Summer Stock (TSS)
F. Broadway Directors & Choreographers
G. Broadway Associate/Resident Directors & Choreographers
H. Promulgated Tier Contract
I. Promulgated Development Contract

Notes

• Since certain jurisdictions have particularly defined seasons, the exact date range of 
data included varies between jurisdictions. The specific date range analyzed for each 
jurisdiction will be noted.

• In certain jurisdictions, only some of the gender and race and ethnicity categories are 
included as percentages. This indicates that 0% of contracts filed in those jurisdictions 
were filed by directors and choreographers who identified as the genders and races and 
ethnicities not included.

• The statistics are often broken down by activity or category within a jurisdiction. For 
the purposes of this study, we have grouped certain activity together under the heading 
“Development and Other Activity.” This group will include readings, workshops, short-
term choreography, as well as contracts for activity outside of standard productions such 
as benefits, concerts, or activity not exclusively covered in the applicable Collectively 
Bargained Agreement (CBA).

• SDC has expanded jurisdiction in several CBAs over the last ten years which has 
impacted employment statistics:

 
 a. Development Work:
  i. LORT 2012
  ii. Off-Broadway 2014
  iii. ANTC 2015
  iv. Broadway 2015
 
 b. Associate/Resident Directors and Choreographers
  i. RMT 2013
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  ii. Elective coverage available on Broadway & 1st Class Tours 2015
  iii. OMS 2019
 
 c. Fight Choreographers
  i. LORT 2017
  ii. CORST 2019
  iii. ANTC 2019
  iv. Off-Broadway 2019

II. Hiring Statistics by Jurisdiction and Key Takeaways
 
A. Association of Non-Profit Theatre Companies NYC (ANTC)

SDC covers directors and choreographers working in not-for-profit theatres ranging between 
100 and 499 seats with annual operating budgets of $4.25 million or less within the five 
boroughs of New York City under the SDC/Association of Non-Profit Theatre Companies. 
The statistics presented include contracts filed by signatories to the SDC/ANTC Agreement 
in the 2013/2014 and 2018/2019 seasons:

Ars Nova Theatre
Classic Stage Company
Irish Repertory Theatre
LAByrinth Theater Company
MCC Theater*
Primary Stages Company
The New Group*
Vineyard Theatre Company
WP Theater 
York Theatre Company

*In 2019, MCC and The New Group moved to the SDC/Off-Broadway Agreement. Red Bull 
Theatre became a signatory to the SDC/ANTC Agreement and therefore is not included in the 
statistics below.
 
Data Criteria:
2013/2014 Season
Date Range: July 1, 2013 - June 30, 2014 based on first rehearsal date
Total Contracts Filed: 40
 
2018/2019 Season
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Date Range: July 1, 2018 - June 30, 2019 based on first rehearsal date
Total Contracts Filed: 49
 
Please note: Minimum fees are based on category. Theatres are categorized annually based on 
the average gross weekly box office receipts. The current average weekly box office gross ranges 
for categorization are as follows:  

CATEGORY GROSS WEEKLY BOX OFFICE RANGE  
2019-2023

MINIMUM FEE:  
DIRECTOR

MINIMUM FEE:  
CHOREOGRAPHER

1

2

3

4

5

6

$0-$8,030

$8,031-$12,620

$12,621-$20,651

$20,652-$26,389

$26,390-$32,125

$32,126 +

$6,901

$7,210

$7,880

$8,807

$9,193

$9,632

$5,176

$5,408

$5,910

$6,605

$6,895

$7,224



Phase III: Analysis of SDC Hiring Statistics by Jurisdictions     -     121



122     -     ON THE EDGE: THE LIVES AND LIVELIHOODS OF STAGE DIRECTORS AND CHOREOGRAPHERS



Phase III: Analysis of SDC Hiring Statistics by Jurisdictions     -     123



124     -     ON THE EDGE: THE LIVES AND LIVELIHOODS OF STAGE DIRECTORS AND CHOREOGRAPHERS

ANTC - Key Takeaways

• Total hiring of artists of color increased from 14.29% of total contracts in 2013/2014 to 
23.53% of total contracts in 2018/2019, representing an increase for those who identify as 
Native American/American Indian or Alaska Native, Asian Pacific American, and Other; 
and a decrease for those who identify as African American and Latino/Hispanic. While 
this represents an increase, white artists still held 76.47% of the contracts filed in the 
2018/2019 season. 

• Artists of color are more regularly hired in specific categories, smaller stages, particularly 
in Category 2, in both 2013/2014 and 2018/2019 seasons.

• In 2018/2019, fees paid to artists of color were 29.01% of total fees paid, which outpaced 
their percentage of total contracts filed which was 23.53%. The vast majority of fees paid 
went to white artists at 70.99%.

• In the 2013/2014 season, all royalties paid under this agreement were paid to white 
artists. In 2018/2019, 13.46% of royalties paid were paid to artists of color under the 
ANTC agreement. While this indicates some progress, 86.54% of all royalties were paid 
to white artists in 2018/2019.

• Hiring of female artists increased from 35% of total contracts across all categories in 
2013/2014 to 48.89% in 2018/2019, making ANTC the jurisdiction with the highest 
percentage of total contracts filed by female artists across all collectively bargained 
jurisdictions.

• While the percentage of fees paid to female artists outpaced their percentage of contracts, 
50.82% to 48.89%, their percentage of royalties paid fell behind at 44.81%. It is notable 
that the percentage of royalties paid to male artists decreased from 91.26% in 2013/2014 
to 55.19% in 2018/2019.
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B. League of Resident Theatres (LORT) 

SDC covers directors and choreographers in not-for-profit professional regional theatres 
throughout the country under the SDC/League of Resident Theatres Agreement. The statistics 
presented include contracts filed by the current signatories to the SDC/LORT Agreement:
5th Avenue Theatre
A Contemporary Theatre
Actors Theatre of Louisville
Alabama Shakespeare Festival
Alley Theatre
Alliance Theatre Company
American Conservatory Theater
American Repertory Theater
Arden Theatre Company
Arena Stage
Arizona Theatre Company
Artists Repertory Theatre
Asolo Theatre Company
Baltimore Center Stage
Barter Theatre
Berkeley Repertory Theater
Capital Repertory Theatre
Center Theatre Group
Cincinnati Playhouse in the Park
City Theatre Company
Clarence Brown Theatre Company
Cleveland Play House
Court Theatre
Dallas Theater Center
Delaware Theatre Company
Denver Center Theatre Company
Florida Studio Theatre
Ford's Theatre
Geffen Playhouse
George Street Playhouse
Geva Theatre
Goodman Theatre
Goodspeed Opera House
Great Lakes Theater Festival
Guthrie Theater
Hartford Stage Company
Huntington Theatre Company
Indiana Repertory Theatre

Kansas City Repertory Theater
La Jolla Playhouse
Laguna Playhouse
Lincoln Center Theater
Long Wharf Theatre
Maltz Jupiter Theatre, Inc.
Manhattan Theatre Club
Marin Theatre Company
McCarter Theatre
Merrimack Repertory Theater
Milwaukee Repertory Theater
Northern Stage Company
Northlight Theatre
Old Globe Theatre Company
Pasadena Playhouse
People's Light and Theatre Company
Philadelphia Theatre Company
Pittsburgh Public Theater
Playmakers Repertory Company
Portland Center Stage
Portland Stage Company
Repertory Theatre of St. Louis
Round House Theatre
Roundabout Theater Company
Seattle Repertory Theatre
Second Stage
Shakespeare Theatre Company
Signature Theatre
South Coast Repertory Theatre
Syracuse Stage
Theatre for a New Audience
TheatreWorks Silicon Valley
Trinity Repertory Company
Two River Theatre Company
Westport Country Playhouse
Wilma Theatre
Yale Repertory Theatre
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Data Criteria:
2013/2014 Season
Date Range: July 1, 2013 - June 30, 2014 based on first rehearsal date
Total Contracts Filed: 729
 
2018/2019 Season
Date Range: July 1, 2018 - June 30, 2019 based on first rehearsal date
Total Contracts Filed: 853
 
Please note: Minimum fees are determined by category. The designation of “A+”, “A”, “B+”, 
“B”, “C” and “D” category stages under this Agreement are based on certified weekly box office 
receipts. The “C” category stages are further subdivided by seating capacity as follows: “C-1” - 
450 seats or over; “C-2” - under 450 seats. While LORT A+ categories stages are Tony eligible 
and considered by many to be Broadway houses, they are included here as they are governed by 
SDC/LORT Agreements and not SDC/League Agreement covering commercial Broadway 
productions. For reference, the current 2020/2021 minimum fees are included below:

CATEGORY MINIMUM FEE:  
DIRECTOR

MINIMUM FEE:  
CHOREOGRAPHER

A+

A

B+

B

C-1

C-2

$32,609

$25,590

$21,209

$17,582

$14,460

$9,567

$24,457

$19,193

$15,907

$13,187

$10,845

$7,175

D $7,732 $5,799
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LORT - Key Takeaways  

• Hiring of artists of color increased from 20.24% of total contracts in the 2013/2014 
season to 37.89% of total contracts in the 2018/2019 season, with consistent hiring or 
growth in hiring across all race and ethnicity classifications. 

• Hiring of artists of color increased in all categories except Category A+ where these 
statistics show 0% were hired in both seasons. (Anecdotally, SDC is aware that there was 
one Category A+ contract filed by an artist of color in 2013/2014, however that Member 
has not self-identified their race and ethnicity with SDC.) 

• Fees paid to artists of color also increased from 18.2% of total fees to 36.39%, which was 
slightly behind their percentage of contracts filed at 37.89%. Conversely, percentage of 
total fees paid to white artists slightly outpaced percentage of contracts filed, 63.61% to 
62.11%. Given the small margin of difference for each group, there is an indication that 
even though artists of color are hired less often, their compensation per job is not less 
than their white counterparts.

• Hiring of female artists increased from 31% of total contracts in the 2013/2014 season 
to 45.09% of total contracts in the 2018/2019 season. Advances were made across all 
categories except Category A+ where hiring of female artists decreased from 16.67% 
(which accounts for one contract) in 2013/2014 to 0% in 2018/2019. Percentage of total 
fees paid to female artists also increased from 29% to 43.56% over the five-year period. 
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• Male artists held the majority of contracts filed at 54.06% and fees paid at 55.66% in the 
2018/2019 season representing decreases from the 2013/2014 season’s percentages: 69% 
and 71% respectively.
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C. Off-Broadway Commercial Producers

SDC covers directors and choreographers working for commercial producers operating 
separately and independently within the five boroughs of New York City in theatres ranging 
between 100 and 499 seats under the SDC/Off-Broadway Agreement. The statistics below 
include commercial producers who are members of the Off-Broadway League as well as other 
commercial producers that were required to utilize this agreement. 

Data Criteria:
2013/2014 Season
Date Range: July 1, 2013 - June 30, 2014 based on first rehearsal date
Total Contracts Filed: 40
 
2018/2019 Season
Date Range: July 1, 2018 - June 30, 2019 based on first rehearsal date
Total Contracts Filed: 41

Please note: Minimum compensation is determined by category. Productions are categorized 
based on seating capacity. The categories included in the statistics below were based on seating 
capacity as follows and for reference, the 2018/2019 minimum compensation (fees plus advances 
against royalties) are included:

CATEGORY SEATING 
CAPACITY

MINIMUM COMPENSATION:  
DIRECTOR

MINIMUM COMPENSATION:  
CHOREOGRAPHER

A*

B

C

D

400-499

300-399

200-299

100-199

$19,441

$15,797

$13,363

$10,935

$15,551

$12,634

$10,692

$7,507
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OFF-BROADWAY COMMERCIAL PRODUCERS - Key Takeaways  

• Hiring of artists of color increased from zero contracts in the 2013/2014 season to 
27.27% of all contracts in the 2018/2019 season, demonstrating an increase in hiring 
for African American, Asian Pacific American, Latino/Hispanic, and Other artists. This 
growth was across Categories B, C, and D as well as Development & Other Activity, and 
an increase in fees followed suit. In 2008/19, Category A contracts were filed by Members 
who had not identified their race and ethnicity with SDC so the change in hiring, if any, 
could not be detailed in this analysis. White artists held 72.73% of all contracts filed, 
71.45% of total fees paid, and 84.25% of total royalties paid in the 2018/2019 season.

• Hiring of female artists increased from 30% of total contracts in the 2013/2014 season 
to 43.9% of total contracts in the 2018/2019 season. This growth was across all categories 
and fees followed suit, increasing from 27.9% of total fees paid in 2013/2014 to 50.38% 
in 2018/2019. Male artists held 51.6% of total contracts in the 2018/2019 season but 
were paid only 49.62% of fees. Male artists however, received the vast majority of royalties 
paid in that season, at 91%.

• It is notable that in the 2018/2019 season, female and male artists held an equal 
percentage of total contracts in Categories A, B, and C. Male artists were hired more 
often in Category D and for Development & Other Activity.
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D. Off-Broadway Not-For-Profit Theatres (OBNFP)

SDC covers directors and choreographers working for not-for-profit theatres operating 
separately and independently within the five boroughs of New York City in theatres ranging 
between 100 and 499 seats with operating budgets of more than $4.25 million. (Not-for-profits 
with houses of 100-499 seats and operating budgets of $4.25 million or less, fall under the 
SDC/ANTC Agreement.) The statistics below include contracts filed by institutional not-for-
profit theatres who are members of the Off-Broadway League as well as other not-for-profits 
that were required to utilize this agreement:

Atlantic Theater Company
Cherry Lane Theatre
MCC Theater
New York Shakespeare Festival/The Public Theater
New York Theatre Workshop
Playwrights Horizons
Primary Stages Company
Second Stage
Signature Theatre Company
 
Data Criteria:
2013/2014 Season
Date Range: July 1, 2013 - June 30, 2014 based on first rehearsal date
Total Contracts Filed: 66
 
2018/2019 Season
Date Range: July 1, 2018 - June 30, 2019 based on first rehearsal date
Total Contracts Filed: 133*
 
*SDC secured coverage of development work of 14 days or less starting the 2014/2015 season which 
accounts for the significant increase in number of contracts in 2018/2019 when compared to 2013/2014. 
Prior to the 2014/2015 season, SDC did have coverage of development work of 15 days or more.

Please note: Minimum fees are determined by category. Prior to July 1, 2019, and as reflected 
in the statistics that follow, productions were categorized based on seating capacity. The 
categorization is as follows and for reference, the 2018/2019 minimum fees are also included:
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CATEGORY SEATING 
CAPACITY

MINIMUM FEE:  
DIRECTOR

MINIMUM FEE:  
CHOREOGRAPHER

A*

B

C

D

400-499

300-399

200-299

100-199

$17,001

$13,775

$11,706

$9,437

$13,601

$11,020

$9,365

$7,551

*There was no activity in Category A in the years being analyzed.
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OBNFP - Key Takeaways

• OBNFP had the highest percentage of artists of color hired compared to all other 
jurisdictions at 47.83% of total contracts in the 2018/2019 season. This was an increase 
from 19.23% of total contracts in the 2013/2014 season. This percentage represents an 
increase in hiring for African American, Asian Pacific American, Latino/Hispanic, Other, 
and Persian American artists and a decrease in hiring for Caribbean Black artists. Fees 
followed suit, increasing from 17.26% of total compensation to 46.76%. 

• Significant movement was seen over the period analyzed, narrowing the gap between the 
hiring of artists of color and their white counterparts (47.83% and 52.17% respectively) and 
in the fees they were paid (46.76% and 53.24% respectively), but a significant discrepancy 
continues with royalties where artists of color received only 11.47% in the 2018/2019.  This 
is likely due to past practice where the vast majority of contracts went to white artists in this 
jurisdiction. It should be expected that if current hiring patterns continue, artists of color 
will increasingly benefit from royalty income.   

• Hiring of artists of color increased in two categories: Category D increased from 25% to 
61.9% and development activity from 16.67% to 47.5%. It must be noted however that these 
two categories have the lowest compensation minimums. Category B saw no advancement 
for artists of color, with all white artists being hired in both the 2013/2014 and 2018/2019 
seasons. Category C also saw no progress with just 14.29% of total contracts being filed for 
artists of color in both seasons.

• Hiring of female artists increased from 36.36% of total contracts in the 2013/2014 season 
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to 47.33% of total contracts in the 2018/2019 season. Increased hiring occurred across all 
categories. While hiring of female artists increased to 47.33% of total contracts filed, their 
percentage of fees did not keep pace with only 42.52% of total fees being paid to female 
artists.

• While progress is notable as hiring nears 50/50 for male and female artists in this jurisdiction, 
male artists were paid the majority of fees and royalties at 57.48% and 61.37% respectively.
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E. Stock Theatres

SDC covers directors and choreographers working at stock theatres across the country under 
the following agreements:

The SDC/Council of Resident Stock Theatres Agreement covers member stock theatres 
operating separately and independently and subdivided into four classifications based on seating 
capacity and certified weekly box office receipts. The statistics presented include contracts filed 
by signatories to the SDC/CORST Agreement in 2014 and 2019.

The Barnstormers Theatre
Flat Rock Playhouse
Maine State Music Theatre
Mountain Playhouse
New Hope Productions

The SDC/Outdoor Musical Stock Agreement traditionally covered large outdoor 
amphitheaters but now also includes some larger indoor theatres. The SDC/OMS Agreement 
also covers Associate/Resident Directors and Choreographers as of 2019. The statistics presented 
include contracts filed by the following signatories to the SDC/OMS Agreement for directors 
and choreographers in both the 2014 and 2019 seasons, as well as associate/resident directors 
and choreographers in the 2019 season:

Dallas Summer Musicals
Kansas City Starlight
MUNY of St. Louis

The SDC/Regional Musical Theatre Agreement covers professional theatres across the country 
whose primary focus is producing musical theatre. The SDC/RMT Agreement began covering 
associate directors and choreographers in 2012. The statistics presented include contracts filed 
by the following signatories to the SDC/RMT Agreement in 2014 and 2019 for directors, 
choreographers, and associate directors and choreographers:

Broadway Sacramento
Pittsburgh Civic Light Opera
Theatre Under the Stars 
                             
The SDC/Traditional Summer Stock Agreement primarily covers theatres that are operational 
for four months or less during the year. The statistics presented include contracts filed by both 
signatories to the SDC/TSS Agreement in 2014 and 2019:

Peninsula Players Theatre
Peterborough Players
Totem Pole Playhouse
Williamstown Theatre Festival
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Cape Playhouse
Ogunquit Playhouse  

Data Criteria:
2014 Season
Date Range: January 1, 2014 - December 31, 2014 based on first rehearsal date
Total Contracts Filed: 90
 
2019 Season
Date Range: January 1, 2019 - December 31, 2019 based on first rehearsal date
Total Contracts Filed: 125

Please note: All of the agreements above also include a flat weekly royalty for each week of 
performances. In addition, this data set will not include a breakdown of activity by race and 
ethnicity and gender since all of the agreements except CORST operate under one category 
regarding financials for directors and choreographers.
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STOCK  THEATRES - Key Takeaways

• The hiring of artists of color increased from 6.52% of total contracts in 2014 to 11.27% 
of total contracts in 2019 which represents an increase in hiring for African American, 
Caribbean Black, and Other artists and a decrease in hiring for Latino/Hispanic and 
Asian Pacific American artists. White artists held 88.73% of all contracts filed in this 
jurisdiction in 2019.

• The difference in percentage of fees and royalties paid and percentage of contracts filed 
was less than 1.5% for both white artists and artists of color. This is an indication that 
even while artists of color are being hired at a drastically lower rate in this jurisdiction, 
their compensation per job is on par with that of their white counterparts. In fact, fees 
and royalties paid to artists of color slightly outpaced their percentage of contracts filed in 
2019: 

• White artists- 87.47% of fees and 87.56% of royalties compared to 88.73% of 
contracts

• Artists of color- 12.53% of fees and 12.44% of royalties compared to 11.27% of 
contracts
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• The hiring of female artists at Stock Theatres increased from 18.89% of total contracts in 
2014 to 27.50% of total contracts in 2019. Male artists held nearly ¾ of all contracts filed 
at 72.5%.

• Percentage of compensation to female artists however outpaced their percentage of 
contracts filed, 34.15% compared to 27.5%. The same held true for royalties as well, but by 
a smaller margin of just 3.38%, with 30.88% of total royalties being paid to female artists. 
Male artists were paid the majority of both compensation and royalties at 65.85% and 
69.12% respectively.

• While hiring increased for both artists of color and female artists, this jurisdiction still 
falls behind most others in the hiring rate of these artists.
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F. Broadway Directors & Choreographers

SDC covers directors and choreographers working on first-class commercial productions on 
Broadway as well as development activity produced by members of the Broadway League 
under the SDC/Broadway League Agreement. (LORT A+ productions which are produced 
by not-for-profit theatres, but are also Tony eligible, are included in the LORT hiring statistics 
analysis.)
 
Please note: Using the same methodology to report hiring statistics on Broadway as SDC has 
used in other jurisdictions is problematic.  Some of the complicating factors include the elongated 
development processes, varying royalty payment structures, imports, and the combination of 
long-running productions, new productions, and limited engagements in any given season. 
These variables become magnified when the total employment numbers are considered. 
 
In the years from the 2013/2014 season to the 2018/2019 season, on average there have been 29 
jobs for directors, 16 for choreographers, and 3 for director/choreographers on new productions 
each season. Long-running productions account for the majority of the royalty income in any 
given year, and with rare exception, those productions are helmed by men, and no artists of color.
 
In order to provide the clearest picture of this jurisdiction, our methodology has been adjusted 
and our reporting narrowed. The Broadway analysis is divided into two main sections: 
productions and development activity, with each of these sections being further broken down 
into the following:

• Analysis by gender using the self-identifications from the SDC database: Analysis will 
include percentage of contracts filed, percentage of fees paid by gender, and a breakdown 
of position type (i.e., director, choreographer, director/choreographer), all by gender for 
new productions in both the 2013/2014 season and the 2018/2019 season. Also included 
is the percentage of royalties paid by gender, which includes amounts paid on both new 
and long-running productions in the dates being analyzed. Note: Percentage of royalties 
is not included for development activity as it is not applicable.

• Analysis of race and ethnicity using external sources for demographic information: 
External sources other than the SDC database were used in this jurisdiction because 
of the relatively small size of the employment group. While 46.5% of directors and 
choreographers hired in the combined 2013/2014 and 2018/2019 seasons have 
self-identified their race and ethnicity, which is more than enough to constitute a 
representative sample, given the high-profile nature of the directors and choreographers 
hired in this jurisdiction, there were some obvious absences. Analysis will include 
the percentage of contracts filed as well as a breakdown of position type (director, 
choreographer, and director/choreographer), both by race and ethnicity. The race and 
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ethnicity designations used in the Broadway analysis are not as specific as the 10 
designations available for self-identification in the SDC database. This analysis includes 
two designations: Caucasian and Artist of Color.

1. Productions 

Data Criteria:
2013/2014 Season
Date Range: April 1, 2013 - March 31, 2014 based on first rehearsal date
Total Contracts Filed: 52
 
2018/2019 Season
Date Range: April 1, 2018 - March 31, 2019 based on first rehearsal date
Total Contracts Filed: 36

Compensation: For Directors and Choreographers, minimum fees, advances, and weekly 
guarantees are tied to a production’s classification as a musical or a play. These rates increase 
annually as negotiated under the SDC/Broadway League Agreement.
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2. Development Activity 

Data Criteria:
2018/2019 Season
Date Range: April 1, 2018 - March 31, 2019 based on first rehearsal date
Total Contracts Filed: 16

Please note: SDC secured coverage of development activity in the Broadway jurisdiction in 
2015, so development contracts are only included for the 2018/2019 season. Compensation for 
development work is negotiable.
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BROADWAY - Key Takeaways

• White artists held the vast majority of Broadway contracts in 2018/2019 at 88.89%. 
Hiring of artists of color for productions increased from 7.69% of total contracts in 
2013/2014 to just 11.11% of total contracts in 2018/2019. 

• Within the hiring of artists of color there were measurable differences in positions with 
directors increasing from 9.09% in 2013/2014 to 13.64% in 2018/2019, choreographers 
from 0% to 8.33%, and director/choreographers decreasing from 25% to 0%. White artists 
significantly outpaced artists of color in all positions in the 2018/2019 season: 86.36% of 
directors, 91.67% of choreographers, and 100% of director/choreographers.

• Hiring of female artists for productions decreased from 19.23% of total contracts in 
2013/2014 to 11.43% in 2018/2019. In comparison, male artists held 88.57% of all 
contracts in 2018/2019. 

• Male artists were paid 92.73% of total fees and 93.73% of total royalties in the 2018/2019 
season. Compensation paid to female artists for productions decreased with 20.23% 
of total fees paid to female artists in 2013/2014 compared to 7.27% of total fees in 
2018/2019; and 10.72% of total royalties paid to female artists in 2013/2014 compared to 
6.21% of total royalties in 2018/2019. 

• Within the hiring of female artists there was a slight increase in the hiring of directors 
from 12.12% in 2013/2014 to 13.64% in 2018/2019, but a decrease in the hiring of 
choreographers from 33.33% to 9.09% and director/choreographers from 25% to 0%. 
Male artists significantly outpaced female artists in all positions: 86.36% of directors, 
90.91% of choreographers, and 100% of director/choreographers.

• Female artists and artists of color fared better percentagewise in development activity 
in the Broadway arena. Please note that development activity has no set minimum 
compensation terms. 

• Female artists held 37.5% of total contracts and accounted for 40.02% of total 
fees for readings or workshops in the 2018/2019 season. While by a smaller 
margin than productions, male artists held the majority of development contracts 
and were paid the majority of fees under these agreements at 62.5% and 59.98% 
respectively. 

• Artists of color held 25% of the contracts for development activity.
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G. Broadway Associate/Resident Directors & Choreographers

SDC covers associate/resident directors and choreographers on Broadway and first-class tours 
under the promulgated SDC Associate/Resident Contract. This contract was established in 
2015 and is an elective contract available to SDC Members working in the associate or resident 
capacity on Broadway or first-class tours. The data presented includes the 2018/2019 season. 
Since its inception, SDC has received over 75 SDC Associate/Resident Contracts for Broadway 
and first-class tour activity.

Data Criteria:
2018/2019 Season
Date Range: April 1, 2018 - March 31, 2019
Total Contracts Filed: 33

Please note: The contract and activity statistics below are for new productions only with a 
first rehearsal in the date range being analyzed. The compensation statistics include both new 
and long-running productions. The SDC Associate/Resident Contract has flexibility regarding 
compensation structure, and associate/resident directors and choreographers are most often 
paid on a weekly salary basis.
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Broadway Associate/Resident Directors and Choreographers - Key Takeaways

• Artists of color and female artists account for higher percentages of total Associate/
Resident Contracts filed in 2018/2019 when compared to the percentages of 
total contracts filed for artists of color and female artists working as directors and 
choreographers in that same season:

• Artists of Color: Associates/Residents = 26.09% of total contracts filed in 
2018/2019; Directors/Choreographers = 11.11% of total contracts filed in 
2018/2019. 

• Female Artists: Associates/Residents = 33.33% of total contracts filed in 
2018/2019; Directors/Choreographers = 11.43% of total contracts filed in 
2018/2019. 

• White artists held the majority of contracts filed at 73.91%, as did male artists at 66.67%.
• Percentage of compensation paid to artists of color, just 14.55% did not keep pace with 

their percentage of contracts filed, 26.09%. In comparison, white artists’ percentage of 
total compensation, 85.45%, outpaced their percentage of contracts, 73.91%, by more 
than a 10% margin. This indicates white artists were paid more per job and/or worked 
longer running contracts in the 2018/2019 season.

• Percentage of compensation paid to female artists, 29.64%, also did not keep pace 
with percentage of contracts filed, 33.33%, but by a smaller margin of just 3.69%.  In 
comparison, male artists’ percentage of total compensation, 70.36%, outpaced their 
percentage of contracts, 66.67%, indicating they were paid more per job and/or worked 
longer running contracts in the 2018/2019 season.
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H. Promulgated Tier Contract

SDC covers directors and choreographers working at not-for-profit theatres that are not 
covered by or referenced to a collectively bargained agreement under the promulgated SDC Tier 
Contract. The Tier Contract also covers directors and choreographers working on commercial 
productions in theatres with 99 seats or less that are not referenced to a collectively bargained 
agreement. This contract only applies to productions that are not subject to the Off-Broadway, 
ANTC, or Regional Commercial Agreements.
  
Data Criteria:
2013/2014 Season
Date Range: July 1, 2013 - June 30, 2014  
based on first rehearsal date
Total Contracts Filed: 1164

Please note: A production’s tier level is calculated on a production-by-production basis. The tier 
level is based on the following three criteria: seating capacity, top ticket price, and number of 
performances. Minimum fees are based on the tier level and typically increase every two years 
as promulgated by SDC. Academic Tier contracts have negotiable compensation. For reference, 
the criteria by which the correct tier is calculated and the current 2020 minimum fees are as 
follows:

1

2

3

4

5

6

TIER SEATING 
CAPACITY

TOP TICKET 
PRICE

# OF
PERFORMANCES

MINIMUM FEE:
DIRECTOR

MINIMUM FEE:
CHOREOGRAPHER

7

99 or less

100-150

151-199

200-299

300-399

400-499

500+

$20 or less

$21-25

$26-29

$30-39

$40-49

$50-59

$60+

10 or less

11-20

21-24

25-29

30-34

35-39

40+

$400

$1325

$2000

$3100

$4300

$5800

$7350

$400

$1060

$1600

$2500

$3500

$4670

$5875

Academic A

Academic B

Covers work at non-accredited higher educational institu-
tions like community colleges or certificate programs, or any 
K-12 school

Covers work at fully accredited colleges or universities

N/A

N/A

N/A

N/A

2018/2019 Season
Date Range: July 1, 2018 - June 30, 
2019 based on first rehearsal date
Total Contracts Filed: 1102
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TIER - Key Takeaways

• Hiring of artists of color increased from 13.18% of total contracts in the 2013/2014 
season to 21.19% in the 2018/2019 season, with consistent hiring or growth in hiring 
across all race and ethnicity classifications. White artists held the vast majority of Tier 
contracts in the 2018/2019 season.

• Hiring of artists of color increased across all Tier levels in the 5-year span between the 
2013/2014 and 2018/2019 seasons, although the hiring of white artists far outpaced these 
modest advances. Tier 1, the lowest tier level, had the highest percentage of contracts filed 
for artists of color in 2018/2019 at 35.48%, followed by Academic B at 31.82%.

• Hiring of female artists increased from 32% of total contracts in the 2013/2014 season 
to 38.75% of total contracts in the 2018/2019 season. Male artists held the majority of 
contracts at 60.98% in the 2018/2019 season.

• Hiring of female artists increased across all Tier levels in the period analyzed, except 
Academic A, where hiring of female artists decreased from 50% to 20%. 

• Female artists held a slightly higher percentage of contracts in Tier 1 (51.72%), and a 
near equal percentage compared to male artists in Tier 2 (47.24%) in the 2018/2019 
season. These however are the two lowest levels of the Tier Contract financially, both in 
terms of minimum compensation amounts and potential gross box office criteria. In the 
higher tier levels, male artists held the majority of contracts by larger margins in the same 
season.
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I. Promulgated Development Contract

SDC covers directors and choreographers working on readings, workshops, labs, and other 
development projects produced by employers that are not covered under or referenced to a 
collectively bargained agreement that includes terms for development work. The applicable 
contract for this activity is the promulgated SDC Development Contract.
 
Data Criteria:
2014 Season
Date Range: January 1, 2014 - December 31, 2014 based on first rehearsal date 
(Note: Established in April of 2014)
Total Contracts Filed: 50

2018/2019 Season
Date Range: January 1, 2019 - December 31, 2019 based on first rehearsal date
Total Contracts Filed: 133

Please note: This contract is specifically for work with actors, whether “around the table” or “on 
its feet,” that has no box office income, is not open to the press, and the rehearsal period does 
not exceed three consecutive calendar weeks. Compensation is negotiable under this contract, 
but daily health and pension contributions are required for each day worked with actors. SDC 
established this agreement in April 2014, which accounts for the lower number of contracts 
filed in 2014 as compared to 2019.
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DEVELOPMENT - Key Takeaways

• Hiring of artists of color increased from 18.75% of total contracts in 2014 to 27.97% of 
total contracts in 2019 representing an increase in hiring for African American, Asian 
Pacific American, Caribbean Black, Latino/Hispanic, Native American/American Indian 
or Alaska Native and South Asian artists, and a decrease for Other artists. Increases 
occurred across all categories, but compensation increased just slightly from 24.54% to 
25.95% of total compensation paid. 

• White artists held the majority of all development contracts and received the majority 
of fees paid in 2019 at 72.03% and 74.05%, respectively. Artists of color were hired more 
often in a single category however, holding 66.67% of development contracts for Labs in 
2019.

• Hiring of female artists increased by the greatest margin in this jurisdiction, from 26% of 
total contracts in 2014 to 51.14% of contracts in 2019, the highest percentage of contracts 
for female artists across all jurisdictions. Increases occurred across all categories except 
Labs. In fact, this is the only jurisdiction where female artists hold a larger percentage of 
contracts than their male counterparts in 2019. 

• It is notable however that male artists’ percentage of fees paid far outpaced that of female 
artists, 61.6% compared to 38.12%, even though female artists held more contracts. This 
indicates that female artists were paid less per job and/or they were hired for smaller 
budget projects or projects of shorter duration. 
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APPENDIX D

NCAP Phase I Report of Findings 

Prepared for Mayor’s Office of Media and Entertainment and the 
New York State Council on the Arts, with the support of 

Governor Andrew Cuomo and the New York State Legislature.
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APPENDIX E

Phase I Survey

The following represents a reproduction of questions originally 
sent to SDC Members utilizing an online survey platform.
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APPENDIX F

Phase II Survey
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APPENDIX G

Convening Attendees
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SDC MEMBERS
Michael Barakiva
Pam Berlin
Mark Brokaw
Linda Chapman 
Rachel Chavkin
Liz Diamond
Kyle Donnelly
Will Frears
Wendy Goldberg
Anne Kauffman
Dan Knechtges
Davis McCallum
Jonathan McCroy
Paige Price
Jenn Rose
Seret Scott
Leigh Silverman
Casey Stangl
Seema Sueko
Daniella Topol

CIVIC AND INDUSTRY LEADERS
Thomas Cote   Artistic Director, Workshop Theatre
Kate Chisholm   SDC Journal
Jill Harrison    Founder/ Executive Director, Directors Gathering
Barbara Janowitz   Arts Consultant
Amy Rosey Marsh   Senior Director of Acquisitions and Artistic Development,
    Concord Theatricals
Susie Medak    Executive Director, Berkeley Rep
Rob Mooney   Director of Development, Eugene O’Neill Theater Center
Jim Nicola    Artistic Director, New York Theatre Workshop
Gabriel Stelian-Shanks  Artistic Director, Drama League
Abbie Van Nostrand  Vice President of Client Relations and Community Engagement,
    Samuel French, Inc., Concord Theatricals
Michael Walkup   Artistic Director, Page 73
Harold Wolpert   Executive Director, Signature Theatre
Amanda Woods   Board President, Page 73
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FUNDERS
David Andersson   Bloomberg Associates
Laure Bender   Coordinator, Theatre Program and Ny Office, Sundance Institute
Elizabeth    Bennett Executive Director, Staten Island Arts
Arian Blanco   Program Director, NYSCA
Sandy Block    VP/ Producer, Scott Sanders Productions
Anna Campbell   Senior Program Officer, Howard Gilman Foundation
Barbara Davis   Chief Operating Officer, The Actors Fund
Anne Del Castillo   Commissioner, Mayor’s Office of Media and Entertainment
Amy Dorfman Wine  Program Director, The Shubert Foundation
Hannah Durack   Senior Program Associate, Andrew W. Mellon Foundation
Carla Hoke Miller   Theatre Director of Strategic Partnerships,
    Mayor’s Office of Media and Entertainment
Kathi Hughes   Acting Cultural Affairs Commissioner,
    NYC Department of Cultural Affairs
Diana Kemppainen   Program Director, Princess Grace Foundation
Maurine Knighton   Program Director, Doris Duke Charitable Foundation
Nate Koch    Founder, ENVEEKAY
Deborah Lim   Program Director, NYSCA
Ginny Louloudes   Executive Director, ART/New York
Kathleen Masterson  Director of Literature and Theatre Programs, NYSCA
Margaret Morton   Director of the Creativity and Free Expression team,
    Ford Foundation
Vanessa Reyes   Miranda Family Fund
David Shane    Senior Manager of Programs, A.R.T./New York
David Snider   Executive and Artistic Director, Hubbard Hall New York
Emily Sproch   Program Officer, Howard Gilman Foundation
Brandi Stewart   Program Officer, Doris Duke Charitable Foundation
Eileen Wiseman   Director of Strategic Initiatives, Tow Foundation
Corinne Woods   Director of Programs, A.R.T./New York
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APPENDIX H

Definitions of Career Stages
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EMERGING
Recently graduated from an undergraduate or graduate program and has begun to direct and/
or choreograph outside of an academic setting, or has accomplishments and real-life experience 
outside of academia. Generally works on a volunteer basis, for small stipends, or self-produces 
in improvised spaces. Supports directing and/or choreographic work with other non-artistic 
sources of income. Might also work as an assistant to a director or choreographer. May join 
SDC, likely as an Associate Member.

EARLY-CAREER
Begins to be compensated to direct and/or choreograph. Smaller not-for-profits begin to be 
included as employers. Begins to build a community of collaborators, and may begin to explore 
work as an associate director and/or choreographer. Augments directing and/or choreographic 
work with other non-artistic sources of income. May be a Member of SDC.

MID-CAREER
Is consistently paid for directing and/or choreographic work. Employed more frequently by 
institutional not-for-profits and early-career commercial producers. Supplemental income may 
include teaching positions, artistic leadership, and commercial associate level work. At times, 
considers other options for future stability as lifestyle choices mature. May consider apprentice 
work in film and television. If not already an SDC Member, will become one at this stage.

ESTABLISHED
A consistent portion of income comes from SDC contracts. Employed primarily by well-
established institutional not-for-profits and/or commercial producers. Has an established, 
strong community of collaborators. Supplemental work includes teaching positions and artistic 
leadership, and may often include film and television work. Life choices require a consistent 
income stream. SDC Member.

RETIRED
No longer actively working as a director and/or choreographer, but may take on occasional 
projects. Collects pension from SDC. Emeritus Member or on Honorable Withdrawal.
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Definitions of Professional 
Development Programs
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AWARD – an honor bestowed upon a director or choreographer by an institution for a piece 
of work (ie one specific production) or a body of work that meets specific criteria for excellence 
as defined by the institution and/or voted upon by a selection committee. The award may or 
may not come with a financial gift; this is not a qualifying characteristic of an award. Awards 
recognize work that was completed independently from the institution granting the award. 
In distinction to fellowships, internships, and residencies, awards do not imply either past or 
present work paid for by the institution.

COMMISSION – refers to a fee paid by an institution to a director or choreographer in 
exchange for the first look at a specific project to be developed or created by the commissioned 
artist. A commission involves a legal contract for a project to be produced on a timeline specified 
by agreement between the artist and institution. A commission does not entail ongoing physical 
access to the institution, whereas a residency would.

FELLOWSHIP – A short-term, paid opportunity for an early-career director or 
choreographer to work at or for an institution. Fellowships entail responsibilities more complex 
than an internship, may be longer in duration, and are for early-career artists, whereas internships 
are generally for emerging-career artists.

INTERNSHIP – A short-term, paid opportunity for an emerging-career director or 
choreographer to work at or for an institution. Internships are generally considered learning 
opportunities for those who don’t yet have the professional skills and experience to gain 
employment in the area of work the internship entails.

RESIDENCY – an engagement longer than a typical fellowship or internship. A residency 
entails an agreement between an artist and an institution for the artist to remain attached to 
the organization for a significant amount of time at work on the creation or development of 
an artistic product. While the residency may include financial payment or an offer to give the 
institution the first look at the artistic product, the defining characteristic of the residency is the 
artist’s physical access to the institution.

MENTORSHIP PROGRAM – An agreement between an institution and an artist for 
the institution to provide formal mentorship to the artist. In these programs, the artists are not 
required to complete work assignments for the institution – as in a fellowship or internship – 
and they are not commissioned to develop or create an artistic product. These programs are, 
instead, meant to impart guidance and career advice to artists, as well as foster connection 
within the field.



234     -     ON THE EDGE: THE LIVES AND LIVELIHOODS OF STAGE DIRECTORS AND CHOREOGRAPHERS

APPENDIX J

Project Team Bios



Project Team Bios     -     235

GWEN COCHRAN HADDEN (FACILITATOR)
Gwen Cochran Hadden has consulted to performing arts organizations, colleges/universities, 
public and private organizations, and national/international corporations for over 25 years. 
She has successfully provided conference development and facilitation, cultural assessment, 
strategic planning, trainings in equity, diversity and inclusion, and change management/culture 
merge strategizing. Within New York, her arts consultancies have included Broadway League, 
Theatre Communications Group, Theatre Development Fund, Roundabout Theatre Company 
and Manhattan Theatre Club. Outside of New York she has worked with League of Resident 
Theatres, Boston Children’s Museum and the American Conservatory Theater, San Francisco.

ROSEY STRUB (PROJECT MANAGER)
Rosey has worked in stage production, marketing, development and project management for a 
range of organizations including the Stage Directors and Choreographers Society, Ars Nova, 
National Theatre Workshop for the Handicapped, Summer Play Festival (SPF), Soho Rep, 
and Yale University. She is the Director of Programming for the Thornton Wilder Estate, and 
serves as Manager for playwrights Ken Ludwig and Paula Vogel. She has produced the Kurdish 
Film Festival at NYU's Kevorkian Center and an international human rights and arts festival 
with Peru’s Grupo Cultural Yuyachkani and Yale Repertory Theatre. Rosey holds a BFA in 
Drama and Theatre Studies from University of Kent at Canterbury, UK and an MFA in Theatre 
Management from Yale School of Drama.

MARK BLANKENSHIP (EDITORIAL DIRECTOR)
As a journalist, researcher, and host, Mark focuses on making space for people to be heard. 
He joins Next Stage after working as a chief collaborator on Theatre Development Fund 
and Theatre Bay Area’s Triple Play project, and while at TDF, he also created and edited the 
online magazine TDF Stages. Additionally, he has written for The New York Times, New York 
magazine, Variety, American Theatre, and many others, and he currently hosts the Showtune 
Countdown for iHeartRadio Broadway. Mark is a graduate of Emory University and the Yale 
School of Drama.

NCAP (RESEARCH FIRM)
NCAP supports organizations and individuals that advance cultural and social initiatives, 
programs and enterprises through evidence-based analysis combined with effective marketing 
and communications services. Examining cultural and social activities, trends, policies and 
practices that aid in shaping our lived experiences, NCAP conducts original mixed methods 
research and collaborates with a range of cross-sector partners to substantively communicate 
how the arts and socially responsible enterprises offer economic and creative benefits to 
enrich communities at both the local and national levels. With a home base in Brooklyn, New 
York and members located across the U.S., NCAP has spent the last several years focused on 
demonstrating the quantifiable and qualitative value of active social and cultural engagement 



236     -     ON THE EDGE: THE LIVES AND LIVELIHOODS OF STAGE DIRECTORS AND CHOREOGRAPHERS

between urban-based organizations and their constituencies. This includes, among other areas 
of inquiry, in-depth investigation into the efficacy of arts programming, audience interests in a 
changing media landscape, and the state of cultural workers as economic contributors. NCAP 
looks forward to serving existing and future partners invested in these and similar research and 
strategic planning efforts.

THE MAYOR’S OFFICE OF MEDIA AND ENTERTAINMENT (MOME) works to support New 
York City’s thriving creative economy and make it accessible to all. The agency comprises four 
divisions: the Office of Film, Theatre and Broadcasting which coordinates film and television 
production throughout the five boroughs; NYC Media, the largest municipal television and radio 
broadcasting entity in the country with a reach of 18 million viewers within a 50-mile radius; 
workforce and educational initiatives in film, television, theater, music, publishing, advertising 
and digital content to support the development of NYC’s creative industries, which account 
for over 305,000 jobs, and an economic output of $104 billion; and the office of Nightlife, 
supporting the sustainable development of New York City’s nightlife industry which accounts 
for close to 300,000 jobs and an economic output of $35.1 billion.

THE NEW YORK STATE COUNCIL ON THE ARTS preserves and advances the arts and culture 
that make New York State an exceptional place to live, work and visit. NYSCA upholds the 
right of all New Yorkers to experience the vital contributions the arts make to our communities, 
education, economic development and quality of life. Through its core grantmaking activity, 
NYSCA awarded $51M in FY2019 to 2,400 organizations statewide through direct grants 
and regrants in our 15 programs, the Regional Economic Development Council (REDC) 
initiative and the Mid-Size Capital Project Fund. NYSCA funding supports the visual, literary, 
media and performing arts and includes dedicated support for arts education and underserved 
communities. NYSCA further advances New York’s creative culture by convening leaders 
in the field and providing organizational and professional development opportunities and 
informational resources. Created by Governor Nelson Rockefeller in 1960, and continued 
and expanded to the present day with the support of Governor Andrew M. Cuomo and the 
New York State Legislature, NYSCA is an agency of the Executive Branch of the New York 
State Government. For more information on NYSCA, please visit www.arts.ny.gov, and follow 
NYSCA’s Facebook page, Twitter @NYSCArts and Instagram @NYSCouncilontheArts.
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SDC MISSION STATEMENT
SDC is the theatrical union that unites, empowers, and protects professional Stage Directors and 
Choreographers throughout the United States. Our mission is to foster a national community of 
professional stage Directors and Choreographers by protecting the rights, health, and livelihoods 
of all our Members; to facilitate the exchange of ideas, information, and opportunities while 
educating the current and future generations about the role of Directors and Choreographers; 
and to provide effective administrative, negotiating, and contractual support.

SDC EXECUTIVE BOARD
Evan Yionoulis, President
John Rando, Executive Vice President
Michael John Garcés, First Vice President
Michael Wilson, Treasurer
Melia Bensussen, Secretary, Northeast Rep.
Seret Scott, Second Vice President
Leigh Silverman, Third Vice President

Saheem Ali
Christopher Ashley
Anne Bogart
Jo Bonney
Mark Brokaw
Rachel Chavkin
Desdemona Chiang
Liz Diamond
Sheldon Epps
Lydia Fort, Southeast Rep.
Leah C. Gardiner
Liza Gennaro
Joseph Haj
Linda Hartzell, Northwest Rep.

Anne Kauffman
Dan Knechtges
Mark Lamos
Kathleen Marshall
Pam MacKinnon
D. Lynn Meyers, Central Rep.
Lisa Portes
Lonny Price
Ruben Santiago-Hudson
Bartlett Sher
Casey Stangl, Western Rep.
Seema Sueko
Eric Ting
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SDC STAFF
Randy Anderson, Director of Contract Affairs
Stephanie Coen, Director of Artistic Affairs & Community Engagement
Kristy Cummings, Contract Affairs Representative
Maureen Fox, Executive Assistant & Special Projects Manager
Michele Holmes, Senior Business Associate
Cole Jordan, Director of Finance & Administration
Adam Levi, Contract Affairs Representative
Marisa Levy, Associate Director of Member Services & Communications
Maegan Morris, Contract Affairs Representative
Laura Penn, Executive Director
Gina Scalia, Senior Royalty Analyst
Barbara Wolkoff, Director of Member Services and Communications
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SDCF MISSION STATEMENT
Founded in 1965, SDCF exists to foster, promote, and develop the craft and creativity of stage 
directors and choreographers. SDCF’s goals are to provide opportunities to practice the crafts 
of directing and choreography, to gather and disseminate craft and career information, to 
promote the profession to emerging talent, to provide opportunities for exchange of knowledge 
among directors and choreographers, to increase the awareness of the value of directors’ and 
choreographers’ work, and to convene around issues affecting theatre artists.

SDCF mentorship programs, community forums, and public events develop and promote the 
creativity and craft of directors and choreographers and foster a cross-generational, national 
theatre community.

SDCF BOARD OF TRUSTEES 
Mark Brokaw, President
Anne Kauffman, Vice President + Secretary
Ethan McSweeny, Treasurer
Sheldon Epps
Linda Hartzell
Dan Knechtges
Laura Penn
Victoria Traube

SDCF STAFF
Rebecca Hewett, Executive Director
Dani Cattan, Program Associate





The seeds of Next Stage were planted more than five years ago, when SDC began hearing 
an increasing number of worrisome stories from SDC Members about how difficult it 
was to sustain a career as a director or choreographer. Over and over, the Union heard 
from Members who were struggling to survive financially and whose creative impulses 
were muted, even when they were signing multiple contracts a year. Highly acclaimed 
and incredibly talented artists were nevertheless leaving the field altogether, since they 
found their opportunities limited and their compensation woeful.

As a dynamic, growing labor union, SDC has been successful in increasing minimum 
terms and conditions, expanding jurisdictions, and representing more directors and 
choreographers. Conversations with employers about inequities in hiring and wage 
gaps appeared to be having an impact. Even so, it was clear that a significant change 
had to occur to help these artists sustain a lifetime in the field. After all, directing and 
choreographing are highly skilled crafts; it takes decades to become an expert. But if 
artists are being pushed out of the theatre because the money and the artistic outlets 
they need to keep going simply are not there—then the entire industry suffers. The loss 
of talent, of training, and of mentorship for future generations is immeasurable.

But as powerful as they were, the Members’ personal stories couldn’t say 
everything. 

As critical as cyclical negotiations were, a course correction was called 
for. There had to be data that captured what it’s like to be a director or 
choreographer in the United States. 

That’s when Next Stage was born.

STAGE
DIRECTORSAND
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