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Summary   

Title: Primary prevention of psychosocial aspects – a pilot study : survey on the work experience of 

temporary and contract workers in perfoming arts & music 

Key words: primary prevention of psychosocial aspects, stress & burn-out, engagement, temporary and 

cotract workers, performing arts and music   

In 2018 the National Labor Council worked out a framework for the funding of pilot projects that contribute 

to the primary prevention of psychosocial risks at work and burnout in particular. The Sociaal Fonds 

Podiumkunsten submitted a proposal for a pilot project focussing on the primary prevention of psychosocial 

aspects in an important part of their target group : temporary and contract workers in performing arts & 

music. 

Objectif: the purpose of the survey is multiple.  Given that this is a target group that is often forgotten in 

psychosocial well-being projects, this survey is primarily a way of involving them in the subject. In 

addition, the survey also has a sensitizing purpose. By questioning various aspects such as stress, 

enthusiasm and well-being at work, we make it clear to the target group that these aspects form an important 

part of their work experience. Finally, the survey also aims to be able to convert concrete ideas that live 

within the target group into effective primary prevention actions that contribute to psychosocial well-being. 

Method: In order to achieve the different objectives of the pilot project, it was decided to start the project 

by putting together a working group. This working group, consisting of representatives of the target group 

with a wide diversity of backgrounds, worked on the composition of the survey. Both quantitative and 

qualitative questions were selected to get an insight into the current experience within the target group and 

to obtain the largest possible database of opinions on improving their psychosocial welbeing. 

Results: Despite the lack of coordinates of the target group, which prevented us from inviting them directly 

to participate in the survey, a large number of people took part. Thanks to the participation of 524 people, 

we received a lot of data and suggestions about the psychosocial aspects of this target group. This data is a 

perfect source for further steps towards follow-up actions aimed at this target group in the primary 

prevention of psychosocial well-being and burnout in particular. 
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1. Introduction 

 “The artist is not a Sunday child in life. He has a difficult task to accomplish that often becomes his 

cross. He must know that each of his actions, feelings, thoughts forms the fine, intangible but sturdy 

material from which his work originates and that he is therefore not free in life, but only in art.” 

Wassily Kandinsky  

Introduction 
 

It is currently turbulent within the Flemish culture sector. Just after the formation of the new Flemish 

government in october 2019, was announced by the Flemish Minister-President and minister of culture 

Jan Jambon that savings were required in the sector. 

Around 1,500 activists protested at the Flemish Parliament. A delegation of 35 representatives from 

the cultural sector attended the october session of the Culture Committee where the policy of the new 

Minister was debated. 

A sector that was already experiencing difficulties came under even more pressure. The savings on 

project subsidies in particular put bad blood. Mostly young artist with status as temporary or contract 

worker could be affected by this measure. 

Even before this announcement of the savings, there were already a lot of difficulties for this group. 

The various reports of sexism and inappropriate behavior since the #me too movement and the need 

for change on this subject is very clear.   

The artistic sector is characterized by project-based work, a way of working that differs greatly from 

traditional paid employment and is characterized by a succession of short-term employment contracts 

and participation in various projects. 

International studies indicate that due to low pay, uncertainty and income temporality artists often 

have to supplement their income from the arts with income from other sources, which means that an 

artist's career often looks like a patchwork of seemingly cursing combinations. 

In the fall of 2016 the sociaal fonds podiumkunsten surveyed the work experience in the sector through 

an large-scale survey. A total of 1123 employees from 95 organizations in the sector participated.  Even 

though the target group scored high on pleasure and engagement, more than 47% of employees 

experience a need for recovery. A little more than half of this group indicated that they always 
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experience a need for recovery. Beside this need for recovery, the pace of work, the pay, the emotional 

burden and job insecurity were found to pose serious risks to psychosocial well-being for temporary 

and contract workers in this sector. 

The arts sector is a young and dynamic sector. On the other hand, many employees appear to leave 

the sector over time. Possible reasons for this are: the rather low wages, the often limited career 

opportunities, the many evening and weekend work and the incompatibility of job and family 

(Bresseleers, 2013).  

Studies show that the employment of artists in performing arts & music increasingly exists of freelance 

basis employment, with an growing group of artists working in the condition of temporary 

employment contracts. The labor market of the arts is characterized by project-based work, whereby 

a series of own projects and assignments of generally short duration and with different clients is the 

norm. 

However, it is surprising that it is very unclear who exactly is in this situation. As these people work 

from project to project, they do not fall under the initiatives taken by employers within the sector. 

They are therefore never involved in surveys organized by employers regarding work experience. 

Moreover, there is no database of people who fall under the status of temporary or contract work. 

This target group could, as it were, be seen as a blind spot within the sector. A blind spot that, however, 

represents more and more people. That is precisely why Sociaal Fonds Podiumkunsten wants to 

organize a pilot project to involve this target group in the prevention of psychosocial well-being at 

work. 

By getting a better picture of the perception of this target group and the possible psychosocial risks, 

appropriate measures can be taken. In addition, the project also aims to unite these people, offer them 

a forum and allow them to participate more closely in the prevention of their well-being. 

The pilot project therefore aims to be a first, but not the last contribution to the primary prevention 

of psychosocial well-being and burnout in particular with this target group. 
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2. Pilot project 

Sociaal Fonds Podiumkunsten 

Sociaal Fonds Podiumkunsten is the social security fund of the entertainment company (joint commity 

304), more specifically of the Flemish Community. They are active in two areas, namely training and 

employment, with a special focus on risk groups. 

The latter are all groups that encounter barriers to work in the sector, but also workers in the sector 

whose employment could be threatened. To strengthen their position, the Social Fund for Performing 

Arts uses financial incentives in the form of training and employment premiums. 

In the context of the sectoral covenant with the Flemish Minister for Work, they also work on three 

overarching themes: 

- stimulating competence policy in the sector, including lifelong learning 

- the coordination between education and the (artistic) labor market 

- stimulating proportional labor participation in the sector 

Liantis 

The project is supervised by Liantis. The project is supervised by Liantis. Liantis is a service group that 

provides support to organizations for every step in the entire entrepreneurial process: from the start 

as a self-employed person to the recruitment of employees, the development of an HR and prevention 

policy and protection against business risks, to retirement. 

Liantis assists clients with clear information, meticulous administrative support, targeted advice and 

specific guidance. 

The welbeing codex as framework 

The pilot project focuses on the primary prevention of psychosocial aspects in general and burnout in 

particular. The design of the survey is therefore based on the legal aspects of psychosocial well-being 

described in the well-being codex. 

Psychosocial risks at work are defined in the codex as “the probability that one or more employees will 

suffer psychological damage that may or may not be accompanied by physical damage as a result of 

exposure to the elements of work organization, work content, working conditions  and interpersonal 

relationships at work, on which the employer has an impact and which objectively present a danger. " 
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These aspects organization, work content, working conditions and interpersonal relationships are 

therefore cited in the survey with the question of how important they are to them, how satisfied they 

are about them, which positive elements and negative elements they can describe and what 

suggestions they have to improve the questioned aspect. 
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3. Methodology 

Together with Sociaal Fonds Podiumkunsten, a grant application was designed and submitted between 

1 June and 31 July 2019. 

In addition to the objectives of the project, the application also described the challenges faced within 

the sector. 

1. Objectives of the pilot project 

The purpose of the survey is to refine the insights into the stressors and sources of motivation of flex 

workers within the sector in order to be able to take customized actions. 

The working conditions ensure that stress and burnout are not uncommon in the performing arts and 

music sector. There are various risk factors present that can drive employees to the limit. This can lead 

to beautiful artistic productions, but also has a human downside. 

It is first and foremost often about very committed employees who want to work for a long and long 

time at very different times. In addition, they do not always do this in the best conditions and they do 

not always have sufficient resources. Moreover, for many artists their own body is their instrument, 

think of dance, circus or theater, but also of music. A creation process is also an emotionally intensive 

phase. 

What makes a preventive approach to stress and burnout an extra challenge is that many employees 

are often only temporarily engaged. For artists, who make up more than half of all employees, this 

amounts to an average of 80% of all contracts across all age groups. 

The concern for the personal well-being of this target group is central to this project. It is important to 

know whether certain working conditions or relationships entail additional risks and which factors are 

more protective. 

To achieve these objectives, representatives of the target group are invited to participate in a focus 

group. In this way the survey was able to fit in closely with the needs that were already established in 

practice. 

The survey aims to include all art disciplines and to ensure a representative cross-section of employees 

of small, medium and large organizations. Representativeness was also sought with regard to age, 

origin and gender. 
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Based on the results of the survey, the social partners of the sector will prepare an action plan and see 

which sector organizations (such as the Social Fund Performing Arts, Cultuurloket, Kunstenpunt, trade 

unions, employers' federations, etc.) can adjust or expand their services to better to meet the needs 

of the target group. 

Structurally problematic working conditions and relationships that need to be tackled by policy will be 

discussed with these social partners. 

In order to make the result known and to build support for our survey and the resulting actions, a 

broad awareness-raising campaign will be conducted after this project aimed at flex workers. 

In this project the focus will be on a unique survey, whereby a substantive picture is formed of the 

situation with a broad group of flex workers. This survey was designed in such a way that it is not only 

focused on protective and risk factors, but also provides an impetus for possible solutions for the 

future. 

2. Target group of the pilot project 

The target group of this project are the so-called flex workers. In this project, flex workers are defined 

as employees who work with a contract that deviates from the standard permanent contract of 

indefinite duration. This can be on an interim basis, on an independent basis, on the basis of a fixed-

term contract, etc. 

The majority of these employees are therefore not associated with a unique employer in the long term. 

This temporary employment takes various forms: sometimes in employment (with or without an 

intermediary), sometimes through temporary agency work (eg through Social Agencies for Artists), 

sometimes with a contract for employment (as a self-employed person). Combinations also occur. We 

call this group flex workers. The nature of employment determines the deciding factor, not so much 

their status. 

This means that there are many obstacles with regard to the primary prevention of stress and burnout. 

After all, they cannot (always) rely on the support offered by employers within the sector or they do 

not know that they can make use of it. 

However, a temporary work relationship also means that the relationship with an assignment or 

employer is less strong and that in many cases insufficient attention is paid to the well-being of these 

employees. Due to their specific situation, they also have other training needs. To design customized 

campaigns for this target group, we want to better map the needs of this group and develop an action 

plan based on that. 
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3. Steering group and working group 

At the start of the project, a steering committee was set up, consisting of myself as a project supervisor, 

the sector consultants of the Social Fund for Performing Arts and the coordinator of the Social Fund 

for Performing Arts. 

The various consultation moments had the goal of further refining the objectives and the method to 

achieve the objectives indicated in the project application. Best practices were exchanged and 

extensive consideration was given to the specificity of the sector and the potential pitfalls for the 

success of the project. 

In addition, the steering committee put together a working group in a way that guaranteed 

proportional representation of both employees and clients and of various subsectors and disciplines. 

During the selection of the participants in the working group, the necessary attention was paid to a 

proportionate representation of the target group in terms of discipline, gender, background, ... and to 

the presence of both employer and employee within the working group. Actors, authors, performers, 

costume designers, audiovisual artists, event organizers, dancers, choreographers, theater technicians 

and musicians (pop / rock) were represented. 

The aim of the working group was to design the survey tailored to the sector, based on the participation 

of these various representatives from the performing arts sector. One of the first recommendations of 

this working group was to compile a survey with both quantitative and qualitative questions. 

Subsequently, various meetings took place with this working group. Thanks to this extensive 

consultation, the survey took its current form with regard to the design, preparation and execution of 

the survey (announcement, electronic system design, sending invitation to participate, processing 

data, interpretation and reporting data, participation in the working group, etc.). 

4. Points of attention made by the working group 

Regarding the method, we received some points of attention from the working group. For example, it 

was stated that a survey like this is very new for this target group. After all, in the past there was a lack 

of opportunity for them to participate. There is also a large lack of contact details to reach this target 

group. After all, there is no unique central point or interest association that unites this target group. 

The working group also advised not to ask too specific questions that could cause certain people to 

not feel addressed. Due to the great diversity within the target group, the survey must also be broadly 

oriented. 
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An important conclusion was the need for word of mouth within the sector to reach a large audience 

with the survey. It was also decided to create an open platform where everyone can participate, with 

the risk that non-flex workers would also participate. The objective of reaching the largest possible 

audience was thereby set. 

There was also concern within the working group that the survey would also create expectations for 

support, without the guarantee that this would actually happen. A solution must also be found for the 

feedback of the results, given the wide spread of the target group. The use of the website as a platform 

is an important answer to this. 

5. Online platform 

The survey consisted of both closed and open questions that were prepared in the Limesurvey 

platform. This is a web application for creating online searches. The survey was designed and tested in 

Dutch and English via a web browser. 

Participants could complete the survey by surfing to www.podiumkunsten.be/flexwerkers and clicking 

on the start button. Upon completion of the survey, people returned to this website. The results will 

also be published on this site page at a later stage. 
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Image N°1: online survey platform 

 

6. Parts of the survey 

The survey was compiled on the basis of a few elements from existing quantitative questionnaires, 

supplemented with own qualitative questions. 

The questionnaire consists of 13 sections, each containing several questions: 

1. Background questions 

2. Job profile 

3. Well-being 

4. The organization of work within the sector 

5. Job content 

6. The contractual conditions 
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7. The circumstances 

8. Relations between workers and clients 

9. Relations between workers 

10. Work/Life balance 

11. Training 

12. Impressions throughout a career 

13. Conclusion 

There where 59 questions in the survey. 

This thesis will disregard the questions about work / life balance and training. 

The background questions, the questions in the section ‘job profile’, ‘work/life balance’ and 

‘impressions throughout a career’ were self-created during discussions within the workgroup.  

The well-being questions are based on two questionnaires: 

- Utrecht Work Engagement Scale (UWES) : a 17-item questionnaire developed by Schaufeli and 

Bakker (2004). It measures work engagement as a construct composed of three dimensions, 

namely vigour (six items), dedication (five items), and absorption (six items). 

- Vragenlijst voor werkbaarheid / Questionnaire sur les facultés de travail: questionnaire 

designed at the request of FOD WASO by researchers from the KUL (Hans De Witte en Guy 

Notelaers) in Dutch and in French. Some questions from the psychosocial section were taken 

out of this, including the questions that belong to the item "need for recovery". 

Sections 4 to 9 are based on the causes mentioned in the definition of psychosocial risks as described 

in the welfare codex: 

Psychosocial risks at work are defined as the probability that one or more employees will suffer 

psychological damage, which may or may not be accompanied by physical damage as a result of 

exposure to the elements of work organization, job content, contractual conditions, circumstances and 

interpersonal relationships at work, on which the employer has an impact and which objectively present 

a danger. 

Finally, the questions about training were added by the steering committee, since this theme is an 

important part of the mission of Sociaal Fonds Podiumkunsten.  
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4. Results 

The results are based on a total of 490 selected respondents. A total of 583 people completed the 

survey, but 93 responses were not retained due to an incomplete response. 

1. Background 

Van de 490 respondenten vulden 451 deelnemers de bevraging in het Nederlands. Er waren dus 39 

personen die de Engelstalige versie gebruikten, wat een lager aantal is dan oorspronkelijk gehoopt. 

The distribution between male and female respondents is proportional. Of the total respondents, 

47% are men and 52% are women. 1% responded to the question of gender with the "x" response. 

 

 

 
Chart N°1: Gender  Chart N°2: Age 

   
The age of most respondents is between 25 and 44 years. There is a strikingly low representation of 

the youngest group (younger than 25 years) and the oldest group (older than 55 years), with 4% and 

7% respectively. This could be due to target group characteristics such as long study time and early 

abandonment of the status, but an alternative consideration here is whether this part of the target 

group was sufficiently achieved. 

The other age groups are well represented, with 35% between 25 and 34 years, 34% between 35 and 

44 years and 19% between 45 and 54 years. 
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Chart N°3: Family composition 

 
With regard to the family situation, we find most respondents in the category "single people without 

children" (33%) and people with a partner without children (26%). In total, 59% of the respondents 

therefore have no children. Another large group is that of people with a partner and one child (12%) 

or two children (17%). The number of single people with children is rather in the minority (7%). 

2. Job profile 

Regarding the duration of the participants' careers, there appears to be a reasonably proportionate 

representation of all categories. The largest group has a career in the sector from 10 to 14 years 

(22%), followed by the group with a fledgling career of less than 5 years (21%) and a career between 

5 and 9 years (19%). The group with a career of 20 years or longer is represented to a slightly lesser 

extent (25%). 

 

 

 
Chart N°4: Seniority  Chart N°5: Duration of assignments 
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The distribution within the target group based on the duration of the assignment is striking. The 

largest group of participants works mainly on the basis of day contracts (46%), week contracts (13%) 

or monthly contracts (10%). After all, it was one of the objectives to reach a large number of these 

types of flex workers. 

 
Chart N°6: Job description 

 
The largest group of participants (60%) registered themselves with the artists (artist, designer, director, 

choreographer, producer, etc.). A second large group is this with a technical job (17%). Many people 

do a combination of functions (13%), whereby it is immediately apparent in the comments that the 

majority of them combine an artistic function with a technical one. 

The target groups administration (7%), commercial (2%) and maintenance & logistics (0%) were not 

really achieved. 

The "artist status" as stated in the survey is not a real status but an exception rule in unemployment. 

Every employee must have worked in Belgium for a few days in order to be entitled to benefits, and 

this is not different for artists. One must first make a contribution before benefiting. 

Because artists work irregularly with short assignments, there is a scheme that neutralizes the 

decrease in payment for artists over time when it can be demonstrated that they receive sufficient 

income from artistic activities. 
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Chart N°7: Artist status when unemployed 

 
A large part of the participants (38%) can fall back on this neutralization rule in the event of 

unemployment. An important observation is the fact that this is not the case for the largest group 

(45%). Given the large group of day or week contracts, this is possible because of a low income, which 

means that the unemployment benefit does decrease over time. There is also a substantial group (11%) 

who do not know whether they are eligible. Given the complexity of these regulations, informing this 

target group could be an important action. 

Regarding the contract status of the participants, there is a direct link between themselves and a client 

for the largest group (32%), albeit often for short-term assignments. Only a small part carries out the 

work on a completely independent basis (13%). There is often a combination (23%) such as artistic 

work mixed with a job as a teacher. Interim work also occurs regularly (26%). 

 
Chart N°8: Contract/agreement/status 
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One of the issues raised by the members of the working group as a major risk was the mentality of 

the sector where clients see it as evident that they do a lot of unpaid work. For example, a lot of 

rehearsal time and preparation time would not be reimbursed, but it would be necessary for a good 

performance of the job. 

 

 
Chart N°9: Frequency of unpayed work 

  

It appears to be the reality for the majority of respondents (46%) to be regularly or more not paid for 

part of their work that is necessary. 

The situation of a so called ‘flex worker’ is not a conscious choice for everyone. For a large proportion 

of the respondents (41%) it is rather a reality that they do not consciously choose, but that is part of 

the nature of their work.  
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3. Well-being 

Regarding the overall satisfaction of the respondents in the past six months, a large proportion are 

fairly satisfied (37%) to even very satisfied (10%). However, there is a large dissatisfied group (29%) 

and an equally large group that is neutral (24%) in relation to general satisfaction. 

 
Chart N°10: General satisfaction the last six months 

 
A large proportion of respondents (65%) regularly experience more or more problems with stress. 

There seems to be a strong similarity between the two graphs, but nevertheless there is rather a weak 

negative correlation between the two factors (r = -0.33). So experiencing stress problems does not 

necessarily lead to general dissatisfaction. 

 
Chart N°11: Problems with stress the last six month 
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Regarding the annoyance that people experience in functioning as a result of stress, a large group 

(81%) report that they never or only occasionally experience annoyance due to functioning problems 

due to stress. 

There is a moderate correlation (r = 0.60) between the problems experienced with stress in the last six 

months and the experience of nuisance in the functioning of stress in the last six months. We can 

therefore state that experiencing problems with stress can lead to reduced functioning, but not to a 

large extent. It should be mentioned here, however, that it is about self-reporting about one's own 

functioning. 

 
Chart N°12: Stress affecting work performance 

 
An important finding is the fact that half of the respondents belong to the group that occasionally 

experiences functional problems due to stress. Despite the fact that this is only occasionally, it is still a 

large group that has to contend with negative consequences of the stress level. 

One of the most important welfare factors within this survey is that of work engagement. Work 

engaged employees have a sense of energetic and effective connection with their work activities and 

they see themselves as able to deal well with the demands of their job. 

Engagement is a positive, fulfilling, work-related state of mind that is characterized by vigor, 

dedication, and absorption. Rather than a momentary and specific state, engagement refers to a more 

persistent and pervasive affective-cognitive state that is not focused on any particular object, event, 

individual, or behavior (Schaufeli, Salanova, González-Romá & Bakker, 2001). 
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Schaufeli & Bakker defined burnout and work engagement are two distinct concepts that should be 

assessed independently, but that in practice it is likely that burnout and engagement are substantively 

negatively correlated. (Schaufeli & Bakker, 2001). 

Based on the definition of work engagement, a self-report questionnaire – called the Utrecht Work 

Engagement Scale (UWES) – has been developed that includes the three constituting aspects of work 

engagement: vigor, dedication, and absorption. 

Vigor is characterized by high levels of energy and mental resilience while working, the willingness to 

invest effort in one’s work, and persistence even in the face of difficulties.  

Dedication refers to being strongly involved in one's work and experiencing a sense of significance, 

enthusiasm, inspiration, pride, and challenge.  

Absorption, is characterized by being fully concentrated and happily engrossed in one’s work, whereby 

time passes quickly and one has difficulties with detaching oneself from work. 

In our survey we included the 17 questions of the Utrecht Work Engagement Scale. The score on these 

questions can be reduced to a total work engagement score and a score on the three aspects of work 

engagement. 

 
UWES Survey average Norm 

Vitality 4,19 3,99 

Dedication 4,62 3,91 

Absorption 4,30 3,56 

Total 4,36 3,82 

 
 

Table N°1: Average survey score & norm score UWES 
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Chart N°13: Average survey score & norm score UWES 

 
In relation to the norm scores, there is a high average on the total score and the average scores of 

vitality, dedication and absorption. The high average score of 4.62 out of 6 for dedication is particularly 

striking. 

In addition to averages, scoring percentages can also be compared. To calculate this, the scores were 

recoded as described in the UWES manual. 

The following table gives the score distribution in percentages of UWES in this survey. 

 
UWE
S Vitality 

Dedicatio
n 

Absorption Work engagement 

1 0,6% 0,6% 0,6% 0,6% 

2 1,8% 0,6% 1,4% 1,0% 

3 5,7% 5,3% 6,9% 5,7% 

4 26,5% 16,7% 22,2% 24,5% 

5 43,9% 30,2% 38,4% 38,4% 

6 21,4% 46,5% 30,4% 29,8% 

 
 

Table N°2: Scoring percentages UWES 
 

This table shows that more than 60 percent of the respondents score 5 or 6 on work engagement.  The 

number of persons who scored 6 on work engagement (29,8%) is almost double the norm score 

(15,9%). 

Whereas in the standardization more than half of the employees score an average of 5 or 6 on the 

vitality and dedication scale, this was the case in the survey among more than three out of five of the 

participants. 
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The high number of respondents who score 6 on dedication (46.5%) is also striking. One could argue 

that this high degree of dedication is probably one of the reasons why people continue despite the 

risks associated with the status of temporary or contract worker. 

Another element that was examined in the survey was the aspect of need for recovery as described in 

the QFT (Questionnaire sur les Facultés de Travail), a questionnaire developed by researchers from the 

KUL (Hans De Witte and Guy Notelaers). 

The dimension need for recovery consists of four items of the QFT. They question the experienced 

exhaustion at the end of the workday, the difficulties in relaxing at the end of the workday, whether 

someone needs more than an hour to fully recover after work and the problems of concentration 

experienced during the free hours after work. 

The standards of the QFT speak of an average score of 1,37 on this dimension. The average score 

among the respondents of the survey is 2,37. There is therefore a higher need for recovery in 

comparison with existing standards. 

About half of the respondents indicate that they need at least regularly more than an hour before they 

are fully recovered after work and slightly less than half say they feel at least regularly exhausted at 

the end of the working day. 

 
Chart N°14: Need for recovery 

 
More than half of the respondents reports a level of need for recovery higher then the standard score 

of 1,37. 
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Chart N°15: Difficult to relax on the end of the day 

 
Quite a few respondents indicated that they found it regularly or more difficult to relax at the end of 

the day (46%). 

 
Chart N°16: No longer doing the job as well due to tiredness on the end of the day 

 
Despite the higher need for recovery the participants indicate that it has no effect on the quality of 

their work. On the statement “I sometime find during the last part of the working day I can no longer 

do my job as well due to tiredness” the majority indicated occasionally or less (74%). 
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4. Psychosocial risks 

As indicated earlier, the following part of the survey was created on the basis of the definition of 

psychosocial risks as described in the welfare codex. We make a distinction between 6 factors: 

organization of work within the sector, job content, contractual conditions, circumstances, worker-

client relations and worker-worker relations. 

For each item, the extent of importance and satisfaction was asked. 

 
Chart N°17: Level of importance of the psychosocial risks 

 
 

 
Chart N°18: Level of satisfaction of the psychosocial risks 
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A psychosocial aspect could be a protective factor when both the importance and the satisfaction is 

high. This seems to be the case for worker-worker relations, content and in a lesser level worker-client 

relations. 

The level of urgency to take measures for a psychosocial risk is high when there is a high importance 

and low satisfaction. This seems to be the case for organization. 

4.1. Organisation 

The organization of work within the sector consider points such as having a constant succession of 

temporary assignments, working to deadlines, the alternation between periods of intensive pressure 

and of little or no activity ('all or nothing'), obtaining assignments, repeatedly having to attend job 

interviews or auditions, clients’ work procedures, different types of contracts and administration. 

 

 

 

Chart N°19: Importance of organization  Chart N°20: Satisfaction of organization 
   

Despite the fact that many respondents consider this component to be important, satisfaction with 

the organization of the work is rather low. 

zie 3 organisatie tevreden 

Motivational factors 

Many respondents indicate being able to work in combination for a few organizations as motivating. 

Having a variety of companies to work with offers at the same time a fixed framework  and 

independence. 

In large subsidized organizations there is a structure with trade unions, so that the rights are enforced. 

These organizations are providing good and detailed information in advance, which creates clarity. 

Participants experience freedom and being in charge of their own career as very satisfying.  The young 

participants are happy with the opportunities they get in the field. 
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Other organizational motivational factors are: 

- Organizations such as AMPLO who help with paperwork and questions about pay 

- Flexibility in the own organization of the work 

- Good logistical support 

- Artist status provides some certainty 

- Alternation of work environment, duties and colleagues to work with 

- All parties that fulfill agreements such as compensation, reimbursement of expenses, 

inserting breaks and planning. 

- Alternation between busy and calm periods 

- High level of professionalism in the sector 

Risks factors 

In terms of organization, the problem of dependence plays a major role. Freelancers are so dependent 

on assignments and the income that they do not dare to stand up for their own rights or limits. This 

may cultivate abuse of power, but also the principle of unpaid work such as overtime and rehearsal 

time. 

The way in which the sector is organized creates a constant workload. One must be busy with applying 

for subsidies, one must approach the network to find partners and be visible, there is a lot of 

administration and at the same time one must properly implement the current projects as these are 

the best advertisements for future assignments. 

The sector is so diverse that it is difficult to speak of a unique way of organization. People come into 

contact with many organizations and this contact is usually of very short duration. This makes it difficult 

to master the culture of the organization. 

Working for smaller companies with fewer resources seems to entail many challenges. Coming to an 

agreement can be very time consuming and the agreements are not always clear. There is also a large 

part of the administrative work that ends up on the shoulders of the artist in this situation, because 

the smaller organization does not have the necessary people to do this. In this case, a lot of goodwill 

is needed from the artist. 

The way to get assignments is one that is based on networking, getting in the spotlight and always 

presenting yourself. Auditions are the common thread. Therefore, despite a busy period, people do 

not want to miss an audition, out of fear of being out of work at a certain moment or of being forgotten 

about any subsequent opportunities. 
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Another stressor is the principle of subsidies. In addition to savings on project grants, the entire system 

is also stressful. An application is time-consuming and requires a lot of administrative steps. Since it is 

also a principle of all or nothing, this often means investing a lot of time without results. The granting 

of subsidies seems to be focused primarily on established values, so niche projects have little chance 

of being subsidized. 

The contrast with employees who are permanently employed is also an important topic. It seems 

difficult not being able to claim certain rights that people in permanent employment have (allowances, 

paid vacation, staff party, etc.).  

People with permanent contracts in the sector do not always understand how dependent flex workers 

are on them. Think of contracts that are drawn up too late or documents that are urgently needed that 

are not delivered. 

As a freelancer with an artist's status, despite the hard work they are seen by official bodies as an 

unemployed person. 

Other organizational risk factors are: 

- Administrative problems with organizations such as SBK are time-consuming. 

- Due to the temporary nature of contracts, many risks are created such as unpaid work, unpaid 

overtime, fluctuations between busy periods and silent periods, different types of contracts 

and associated administration. 

- Large differences in privileges between artists 

- Working with subsidy files makes the work difficult and unpredictable: theorizing has become 

important, giving people the feeling that there is no room for creativity and spontaneity. 

- In order to keep it financially viable, people are often forced to let another activity take place, 

such as teaching. 

- For many people there is a lack of well-organized safety net. 

- The feeling that if one stands up for his rights or well-being, the organization will find another 

young artist who will do the work for the same conditions. 

- A lot of concerns about the working of VDAB and the handling of the unemployed person 

between periods, frustration about being called up and having to account for themselves. 

 

 

Advice 
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Good communication with the client is important. An e-mail with detailed conditions can already avoid 

a lot of problems. In addition, the contracts must also be drawn up correctly, so that there is clarity 

about both the content and the practical. 

There is a need for uniform by-laws with more clarity and transparency. In addition, a better 

framework could be organized with a body that represents the interests of the flex worker. The 

organizations that are already partly responsible for this should also become better known to this 

target group. 

There must be a different approach in terms of contracts. Systems such as volunteer contracts or 

poorly drafted agreements undermine the security of the flex worker. In artistic training, more 

attention must also be paid to the principle of wage negotiation, drawing up contracts or 

administration. 

The tax shelter for performing arts offers a solution, but is not realistic for small organizations due to 

the need for pre-financing. An adapted system for these smaller organizations is certainly necessary, 

because borrowing money gives too great a risk. 

In addition, there is also a need for a realistic and predictable award procedure for project grants. It is 

also possible to work with a preselection, so that people know faster if they have any chance of 

resources. 

Another preventive action is the drafting of a charter for cultural institutions and event organizers. This 

charter can be used by artists and interest groups as a condition for working with a partner. This charter 

can avoid issues such as minimum allowances, but also offering opportunities to flex workers. 

Other organisational advise is: 

- Centralization of job vacancies via SBK. 

- Knowledge exchange moments 

- Better distribution of resources between flex workers and large institutions 

- Collective labor agreements, harmonization of the remuneration system (daily allowance, 

commuting allowance, hourly wage) 

- Create awareness among clients about the amount of unpaid work 

- Determine at sector level which assignments carried out are seen as paid or unpaid work 

- Cowork place that you can use as an individual artist. 

- Work with fixed scales that clients must adhere to. 

-  
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4.2. Contractual conditions 

The contractual conditions within the sector consider points such as working arrangements with 

client(s), the type of agreement, contract or employment status, the timetable, working hours, job 

security or insecurity, remuneration, proportion of paid vs unpaid work, financial and other forms of 

appreciation on the part of the employer, timing of payments, training possibilities, performance 

appraisal procedures, etc. 

 

 

 
Chart N°21: Importance of Contractual 

conditions 
 Chart N°22: Satisfaction of contractual 

conditions 
   

There is no doubt about the importance of the contractual conditions. The majority think this is 

important to very important. There is, however, a disagreement about satisfaction with it, given that 

an equally large group is satisfied and dissatisfied with it. 

Motivational factors 

Most employers do what is possible to reach a good agreement. There is also a charter for the 

performing artist that you can refer to get a correct salary and insurance. Often there is also a 

reimbursement for transport costs and a meal is provided during work. 

Fixed theaters register the artist according to seniority, which ensures a decent wage. The larger 

companies have the means to protect their employees and to pay them correctly. The minimum wage 

that is regulated by the CAO is usually respected and is viable. 

People also experience support from civil society organizations who help with payroll administration. 

Other contractual conditions motivational factors are: 

- Large share in decisions about work schedule and working hours 

- Large and positive appreciation from the client 

- Flexibility 
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- Protection by artist status 

- Intrinsic job satisfaction is seen as more important than monetary pay 

- Being able to determine your own price and the possibility to negotiate 

- some assignments entail additional legal benefits 

Risk factors 

There is a great deal of dissatisfaction with the amount of working time that one performs without 

receiving compensation. Many participants indicate that they do not receive compensation for 

overtime, preparation time or rehearsal time. They also sometimes invest in assignments for which 

they do not yet know whether they will be paid. 

There are no clear rules regarding cancellations of orders. The flex-worker reserves time, which means 

that other assignments cannot be planned. However, no compensation is provided for late 

cancellation. 

At different organizations there are different types of payment, which entails a lot of follow-up. The 

amount paid can also vary, which means that negotiations are needed again and again. 

The busy periods sometimes alternate with periods of little work, which means that people are 

sometimes called to account by a service such as the VDAB. They do not understand the situation of 

the flex worker. 

There is a certain degree of hesitation in the sector to talk about compensation, which leaves a lot of 

uncertainty about whether or not people dare to go against the proposed wage. 

Organizations assume that there is a total budget that must cover all costs. In reality, however, the 

reimbursement sometimes only covers the costs, so that you can barely keep a wage. 

The principle of the artist statute is very complex and insufficiently known, but it is also difficult for 

some to meet the criteria. Artist status only applies to very specific contracts, so people who combine 

multiple things or work for specific niche clients are not included. 

Sometimes people are not getting paid in the event of illness during a project, even if it is stated in the 

contracts that this is the case. They do not dare to force this out of fear that they will not be able to 

get started. As a result, people sometimes work sick. 

Other contractual conditions risk factors are: 

- Not knowing whether people are working in the most advantageous way. 
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- Many different types of contracts, in which the employers do not allow the flex worker to 

choose how they will be paid. 

- As a technician, you have to work long days of noon and receive only a normal daily wage. 

- Getting a sense of guilt when asking for reasonable compensation. 

- Irregular hours, weekend hours and night hours 

- Great job insecurity due to lack of clarity about possible future projects 

- Periods of little work that are financially difficult to bridge 

- Not getting a loan from a bank because of the uncertain situation 

- Due to the principle of daily contracts fall back on very low unemployment benefits 

- Budget tightness creates a poverty situation for the artist 

- Missing assignments if you do not want to work for mere expense allowance 

- The complicated administrative career with an abundance of different contracts creates 

problems for both unemployment benefits and pensions. 

Advice 

A lot of people reacted with the slogan that no less, but just more resources should be made available 

for culture. In the current economic situation, where people just want to save in the culture sector, 

this seems rather unlikely. A more realistic advice in this area is raising awareness among the sector to 

distribute the resources available in a more balanced way. A fully-recognized status for the artist and 

the flex worker could contribute to this. 

In order to clarify the payment of the hours worked and the reimbursement of costs, government 

contracts can be used as examples. These contracts have a guideline to list costs separately and impose 

the obligation to compensate everyone in a legal and sufficient manner for the hours worked. 

The payment of these flex workers is very often based on individual negotiation, which is time-

consuming and involves many uncertainties. A reimbursement should rather be based on agreements 

for the entire sector. This could lead to clear employment conditions specifically for the flex worker. 

The target group also seems to need more information about the principles of certain contracts, 

withholding tax and other aspects. A contact point appears to be needed where you can go with all 

kinds of questions about this. 

Better long-term support for flex workers in the situation of temporary unemployment. Instead of 

checking and the starting point that people are trying to take advantage of the safety net, they need 

career guidance. 
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People do not always have sufficient resources to miss a daily wage and attend an education. That is 

why an online platform with useful information about tax and legal matters could be an important 

source of awareness for flex workers. 

Other contractual conditions advice is: 

- A contract template that includes the necessary agreements that a flex worker needs, such as 

annulation fees 

- Include the number of hours of work that are not reimbursed in the invoice as a form of 

sensitization 

- Better enforceable rights for the artists to be reimbursed for official holidays, rehearsals and 

study moments. 

- Stricter rules in terms of day contracts vs. weekly contracts. 
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4.3. Job content 

The job content including what someone actually does, its variation, its intensity, emotional and 

psychological strain, the clarity or lack of clarity of tasks, the predictability of your work, its variety, 

creativity vs administration, etc. 

 

 

 
Chart N°23: Importance of job content  Chart N°24: Satisfaction of job content 

   
It is clear that the job content is a very motivating factor for the participants. Both in terms of 

importance and in terms of satisfaction there is a high score. 

 

Motivational factors 

The term “creativity” is used most frequently. The participants indicate that their work offers a lot of 

challenge. It invites them to be creative, to think critically and to come into contact with many other 

inspiring artists and their work. 

The fact that people can work based on their own expertise is motivating. Developing one's own talent 

apart from a imposed theme is clearly an important argument. The variety of tasks and the contact 

with different organizations and artists presents a lot of challenges. 

The job is seen as variated, adventurous, interesting and enriching. Artists indicate that it is important 

to express themselves through the artistic. The environment inspires to delve into various subjects and 

contributes to one's own artistic work. 

Respondents indicate that they are mainly happy with the artistic side of the work, but sometimes they 

are also interested in the business and organizational part of the work. 

Another motivating factor is the effect that the work has on the viewer. They offer people comfort, 

insight, a critical eye, but also joy and wonder. People feel that they make an important contribution 

to society. 
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Other job content motivational factors are: 

- Give shape to own projects 

- Possibility to develop artistic and personnel 

- Working with different target groups (young, old, experienced and inexperienced, ...) 

- The work makes people richer in their being 

Risk factors 

The participants indicate that the quality of the work they deliver must be constantly defended through 

auditions, questionnaires or draft texts. Sometimes the pressure to deliver quality is so high that it has 

a negative impact on the creative process. 

A frequently stated risk factor is the amount and complexity of the administration that the work 

entails. Writing subsidy files, accounting and other administration takes a lot of time that is not paid. 

This gives the feeling that it is impossible to focus on the art itself. 

The decrease in resources that the government allocates to the sector is seen as a denial of the 

importance of the content of the job. There is a strong feeling that one has to compete with judgments 

by the people who decide on the distribution of resources. This budget constraint also ensures that 

people feel that they cannot fully implement the job content as they feel. 

Another major risk is a risk associated with the high work enthusiasm. The work is considered so 

important that people set very few limits. 

Other job content risk factors are: 

- The feeling that there is no social support for their work 

- Complex planning due to diversity of projects 

- The most interesting assignments go to the happy few 

- the boundary between oneself and the work that fades makes people vulnerable 

- growing expectations and work pressure without compensation 

- endlessly have to repeat the same program 

- the need for other work besides the artistic work 

Advice 
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In addition to the demand for a new government and a cultural policy that is less focused on economic 

motives, other suggestions are also made. Recognition of the workload and the discrepancy with the 

remuneration that one receives for it is clearly an important theme. 

It is stated that the problems experienced on the other psychosocial aspects ensure that people get 

less and less satisfaction from the job content. Finding solutions for the other aspects could therefore 

lead to an improvement of the aspect of job content. 

Other job content advice is: 

- Broaden the activities that give rise to the artist status (teaching, workshops) and also allow 

the independence in secondary occupation to be included in the artist status. 

- Create a label for the sustainable costume designer (ecological, reusable and fair) 

- Training for technicians across cultural centers, art houses and companies. 

- Performance appraisals for flex workers. 

- Training on communication and testing expectations 
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4.4. Circumstances 

The circumstances such as the design of the workplace, the available equipment, ventilation, lighting, 

the possibility of working from home, the presence and quality of changing rooms, a safe and pleasant 

working environment, adequate privacy, etc. 

 

 

 

Chart N°25: Importance of circumstances  Chart N°26: Satisfaction of circumstances 
   

Both satisfaction and importance are quite high. in general this aspect can therefore also be seen as a 

protective factor. 

Motivational factors 

People say they are less dependent on the circumstances, because they can choose which 

environments they are looking for. Despite the need for work, people dare to set limits when it comes 

to unpleasant or even dangerous circumstances. 

The responses show that people have fairly easy access to suitable locations. Even organizations that 

they have worked for in the past are willing to make their space available. New co-working projects 

such as in the city of Mechelen also offer an opportunity to work among other people with a freelance 

status. 

Other circumstances motivational factors are: 

- have a shared and inspiring workplace 

- possibility to enlarge the network when working in residence 

- possibility to work from home 

- cultural centers usually offer good support 

- the workplaces are generally well cared for and provided with all materials 

- food and drinks are almost always provided 

- a good welcome on arrival at a theatre is greatly appreciated 
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- everyone does their best to create the most pleasant working environment possible 

- working from home also implies that you don't have to face heavy traffic or traffic jams 

Risk factors 

The most important risk factor can be found in the target group of the technicians. They worry that 

their long working days entail risks for their safety. For example, there are situations where they still 

have to transport the material at the end of a long working day, unload a truck at night or do something 

up-high without adequate safety equipment. 

Working at home is not always possible when you don't have a rehearsal room or studio. After all, the 

danger is that it will soon be messy at home. There is also not always the possibility of finding a space 

elsewhere in view of the costs that this entails. 

People mainly experience problems when traveling around with performances or during assignments 

for schools such as art academies. Rooms such as a sports hall, or a room with chairs and benches 

pushed aside are not always pleasant. 

Other circumstances risk factors are: 

- own studio without heating 

- must occur outside without changing room and / or in a cold period 

- the small theater halls have a rather poor infrastructure and poor sound system 

- scarcity of rehearsal spaces for music groups 

- For orchestras, there is often no good chair that is adjustable 

- long working days or late hours, which confuses the biorhythm 

Advice 

There is a need for affordable workplaces where flex workers can go to. It is, however, important that 

there is a possibility to leave material. There appear to be some spaces available, but those who need 

it should get a good view of where these places are. 

Awareness about safety in the workplace with companies and theater technicians to point out 

potential dangers. In addition, a better supervision of the safety and well-being within the cultural 

centers and the smaller theater houses is needed. 

Other circumstances advice is: 

- renovation of older theater halls 
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- obligation to provide a decent chair for orchestra musicians 

 

4.5. Worker-client relations = 

Worker-client relations include feedback moments, opportunities to participate in team meetings, the 

style of leadership and management, the sense of mutual engagement, the absence or presence of 

inappropriate behaviour (e.g. harassment, unwanted sexual advances, sexism or racism), etc. 

 

 

 

Chart N°27: Importance of worker-client 
relations 

 Chart N°28: Satisfaction of worker-client relations 

   
The results of the worker - client relations are in line with those of job content: people indicate that 

they are both important and satisfied with it. 

Motivational factors 

Most clients ask someone based on content and quality, so there is mutual respect and trust. A good 

relationship with the client arises when there is mutual involvement and constructive communication. 

One can also consciously choose whether or not to work with certain people. People no longer take 

on jobs from clients who engage in unpleasant behavior, even though they have less work as a result. 

It is motivating when clients take the time to inform the flex worker, to listen to concerns and to comply 

with the agreements correctly. Therefore it is important that clear agreements can be made and 

expectations can be discussed. 

Other worker-client relation motivational factors are: 

- At events there is always a good reception and a clear job description 

- A client who makes efforts with regard to certain assignments 

- In practice, most clients are very respectful and friendly. 
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Risk factors 

Problems seem to arise especially when working for an environment that is unknown or in situations 

in situations where people feel like being quickly replaceable or if people absolutely need the work for 

financial reasons. For example in television or theatre people are convinced you can lose your place 

very quickly, so there is always a certain fear of the client. 

Inappropriate behavior still occurs, especially when you are highly dependent on the income from a 

contract. This is for example the case with a starting career or after a long period of unemployment. 

Power relationships also arise when clients combine different functions such as those of the 

management, but also committee member or jury member. Here there is a danger that this power will 

be misused. 

Other worker-client relation risk factors are: 

- Dissatisfaction with hostess agencies 

- Certain clients are demanding and threaten to stop future cooperation if there is opposition. 

- Maintaining public relations in order to gain a project is sometimes necessary. 

- People receive little to no feedback about work performance or about cooperation in the 

future. 

- Being belittled or sexually approached 

- Clients make the implicit expectation that you do certain things for free, because they also give 

you paid work. 

- Poor collaboration can seriously damage your reputation 

- Due to a good personal relationship, it is sometimes difficult to request an extra salary 

- Underpay 

- Deliberately keep people ignorant 

- Manipulation 

- Discrimination 

- Clients consider certain artists to be inferior because of poor understanding, despite artistic 

talent 

- People also have the feeling that when they stand up too much for a normal work situation, 

they no longer find a job. 
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Advice 

People need an understanding from within the organization that every workplace has its own laws, 

rhythm and culture that the freelance employee must adapt to. There is a need for sensitization about 

the risks experienced by flex workers. For example, one should be aware that even the small internal 

changes can be a problem for the freelancer if he is not aware of this change. 

Flex-workers also need to know who they can address if a cooperation with a client goes wrong. For 

example, an service point or work psychologist can provide support for them if such problems arise. 

It also appears from the responses that the participants are not aware of the procedures at hand in 

the event of conflicts or undesirable behavior at work. 

Other worker-client relation advice is: 

- feedback moments at the end of a collaboration 

- offer the possibility to appeal to a contract negotiator 

- confidential advisors who are not affiliated with an organization 

- a checklist that you should definitely discuss with a client before starting a collaboration 

- a trade union for freelance artists 

4.6. Worker-worker relations 

Worker-worker relations include the method of cooperation, the degree of collegiality, the 

possibilities for turning to co-workers for help if necessary, engagement, inappropriate behaviour, 

etc. 

 

 

 
Chart N°29: Importance of worker-worker 

relations 
 Chart N°30: Satisfaction of worker-worker 

relations 
   

The results of the worker – worker relations show the same tendency: the majority find it very 

important and are fairly or very satisfied. 
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Motivational factors 

A freelancer is constantly working in other places and comes into contact with many different people. 

This aspect is clearly seen as a plus. Colleagues are described as fun, generous and dynamic. There is 

also great solidarity between colleagues. 

For technicians there is a lot of mutual cooperation regarding passing on jobs and indenting each other 

if necessary. 

Because everyone is in the same situation, this immediately creates a bond. People can always go to 

colleagues to talk about their own trajectory and any problems they experience. 

Risk factors 

If problems arise, this is usually with people with whom you have to work less closely, such as 

administrative staff.  

Some like to mix work and private life, creating a lack of distance and professionalism. 

Many reactions concerned jealousy among colleagues, not becoming a real part of a team, risk of 

competition because of the few opportunities and problems with the attitude of colleagues who are 

in permanent employment. 

Advice 

There is a need for moments people can ventilate and share experiences about the precarious situation 

they are in. More times when people meet outside of work to talk about work. 

More activities are also needed where flex workers can meet and enter into a discussion. In this way 

more awareness can arise, but one can also create an ethical code. 
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5. Conclusion 

Many participants indicated that they were very happy with the initiative of the survey. This target 

group remains too much under the radar and therefore they are happy that they are being addressed. 

For example, they indicated that they are happy that they can actually share their opinion and that 

there is interest in their environment. 

Yet this is only a start, because there still appear to be some obstacles to involve the target group. 

Given that the problems are already situated in the area of paid and unpaid work, for example, it is not 

obvious to convince the target group to invest time in answering the questionnaire, let alone to invite 

them to a participatory group in a follow-up process. The lack of addresses and the large spread of the 

group also proved to be a problem. 

Yet the good news is that we got the opinion of 490 participants. It is a start to raise awareness of both 

clients and temporary and contract workers in performing arts & music of the risks that are present 

and the possible preventive steps that can be taken. 

The results show that the greatest risks can be found in the way the sector is organized and the 

difficulties in terms of contractual conditions. 

The flex-worker is in a very complex situation when it comes to finding assignments, drafting contracts, 

their status and the bodies to which they can turn when they experience problems. There is a great 

diversity within the target group, but also a great distance between them. For example, there is no 

association of interests, there is no central point of contact and people do not know where to turn for 

help. 

We can deduct from the survey that many participants daily consider stopping what they do and opting 

for security instead of job content. These people indicate that despite the love for the content of the 

work they experience difficulties because of their complex and financially precarious situation. For 

these people, poverty has a major impact on mental health. 

There is a general feeling that resources are already scarce and that this is only increasing. Because of 

this serious impact, many people are in doubt as to whether they should not put their artistic dreams 

aside. Instead they wonder if a job with sufficient resources and security, despite the less interesting 

content, is a good alternative. 

There is a general feeling among participants that few resources were already available and that this 

will become a growing problem. They argue that the funds available are not distributed fairly. They are 
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also motivated because of their complex status and the way in which the government looks at their 

situation. 

In addition, we also observed a very high degree of enthusiasm. Participants maintain their precarious 

situation because of their passion, their dedication and their search for added value in their lives. On 

the one hand, it is good that this provides the necessary protection for stressors, but it can also be a 

danger. 

Finally, it is important to state that this is only a first and provisional step in improving the psychosocial 

well-being of this target group. I hope that the results of the survey will help to get the parties involved 

moving. 

The next steps are organizing participatory workshops, setting up support groups and presenting the 

results to the representatives of the most important organizations. 

 

 

  



46 
 

6. Survey questions 

survey on the working experience of 
contract workers 

performing arts & music 
 

● What do you think about your working situation?  
● What gives you energy or causes you stress?  
● What makes some assignments great? What makes others less 

than great?  
● What’s it like moving from one temporary assignment to another?  

 
 
With this survey, the Performing Arts Social Fund wants to gather 
information about the working situation of contract workers in the 
performing arts and music sector That means all professionals who are 
engaged on a temporary basis, regardless of their employment status.  
 
We’re therefore counting on you to take part. 
 
We plan to use the results of this survey to carry out further work, coming 
up with actions in focus groups to address issues and reinforce those 
aspects that give people energy. If you would like to be involved in this, 
enter your details at the end of the questionnaire. 
 
It takes about 30 minutes to complete the survey,  and you can do so up to 
and including Sunday 15 December.  It contains questions about your 
working situation and experience. 
 
Help us spread the word! 
Think of three friends, colleagues or acquaintances who are also contract 
workers in the sector and then forward this link to them. The more 
participants, the more accurate the results.  Thanks! 
 
www.podiumkunsten.be/flexwerkers 
 

This survey has been planned for a while. The announced subsidy 
reduction makes the future working experience of contract workers an 
even more important issue. 

 

https://www.podiumkunsten.be/


47 
 

The survey is taking place in the wider context of the National Labour 
Council’s pilot projects on primary psychosocial welfare. The research is 
being conducted by Liantis, an external occupational health and safety 
service. All answers are confidential and will not be traceable to specific 
persons or organisations in any way. 

The questionnaire consists of 13 sections, each containing several 
questions: 

1. Background questions 
2. Your job profile 
3. Well-being 
4. The organisation of work within the sector 
5. Job content: what you do 
6. The contractual conditions under which you work 
7. The circumstances within which you work in the sector 
8. Relations between workers and clients within the sector 
9. Relations among workers within the sector 
10. Work/life balance 
11. Training 
12. Impressions throughout your career 
13. Conclusion 

 

There are 59 questions in this survey 

Background 

1. Background questions 

The answers to these questions will help us to analyse the various 
subgroups within the sector properly. 

[]Are you? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Male  
● Female  
● x  

[]Indicate which age group you belong to. * 

Choose one of the following answers 

https://www.liantis.be/nl
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Choose one of the following options: 

● under 25 years  
● 25 - 34 years  
● 35 - 44 years  
● 45 - 54 years  
● 55 years or older  

[]Indicate what describes your family composition. * 

You may select more than one answer 
 
Select all options: 

● Living alone  
● Living with a partner  
● No children  
● 1 child  
● 2 children  
● 3 children  
● 4 children  
● More than 4 children  

Job 

2. Your job profile 

The following questions are about your job profile. Indicate 
whatever fits your situation most closely. 

[]How long have you been working in the sector? * 

Choose one of the following answers 
 
Choose one of the following options: 

● less than 5 years  
● 5 - 9 years  
● 10 - 14 years  
● 15 - 19 years  
● 20 - 24 years  
● 25 years or more  

[]Which job description fits you best? * 
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Choose one of the following answers 
 
Choose one of the following options: 

● Artistic (artist, designer, director, choreographer, producer, etc.)  
● Technical (stage technician, make-up artist, workshop assistant, 

etc.)  
● Maintenance and logistics (cleaner, driver, canteen worker, etc.)  
● Front-of-house and commercial (reception worker, till and counter 

worker, press and communication worker, etc.)  
● Administration and support (production worker, management 

worker, etc.)  
● Various positions (a combination of the above positions)  
● Other  

Explain your answer here:  

  
Choose the description that is applicable to the majority of your time.  

[]Can you claim artist status when unemployed? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Yes  
● No  
● I don’t know  
● Not applicable  

[]Under what kind of contract/agreement/status do you mainly 
work? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Directly employed under a contract with the employer  
● Through a temporary employment agency or some other 

intermediary or organisation  
● Primarily on a self-employed basis  
● Under a voluntary work contract  
● On an expense reimbursement basis (such as the minor fees 

scheme)  
● A combination of the foregoing  
● Other  
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[]How long do your assignments usually last? * 

Choose one of the following answers 
 
Choose one of the following options: 

● I usually work on daily contracts  
● I usually work on weekly contracts  
● I usually work on monthly contracts  
● I usually work on longer fixed-term contracts  
● I do assignments based on a fixed fee, regardless of their duration  
● Other  

[]How often do you do unpaid work? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Never  
● Occasionally  
● Regularly  
● Often  
● Constantly  

[]Does contract work represent a choice for you? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Yes  
● No  

Explain your answer here:  

  

Well-being 

3. Well-being 

This part of the questionnaire is about various aspects of your 
well-being. Indicate what has applied to you in your working 
situation in the last 6 months. 
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[]How satisfied are you with your working situation? * 

Choose one of the following answers 
 
Choose one of the following options: 

● very dissatisfied  
● fairly dissatisfied  
● neutral  
● fairly satisfied  
● very satisfied  

This question is about your general working experience in the past 6 
months.  

[]Have you experienced problems with stress in your working 
situation during the last 6 months? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Never  
● Occasionally  
● Regularly  
● Often  
● Constantly  

[]Have you experienced such intense problems with stress in your 
working situation during the last 6 months that it has affected 
your work performance? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Never  
● Occasionally  
● Regularly  
● Often  
● Constantly  

[]The following statements relate to ways in which you experience 
your work positively and how you feel at such times. Indicate how 
often each statement applies to you. * 
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Choose the answer that applies to each statement: 

  
Neve

r 
Rarely 

Occa
siona

lly 

Regular
ly 

Freq
uentl

y 

Very 
frequ
ently 

Alwa
ys 

I am full of 
energy at 

work. 
       

I find the work 
that I do 

useful and 
meaningful. 

       

Time flies 
when I’m 
working. 

       

I feel fit and 
strong when 
I’m working. 

       

I’m 
enthusiastic 

about my job. 
       

I forget 
everything 

else around 
me when I’m 

working. 

       

My work 
inspires me.        

When I get up 
in the 

morning, I feel 
like going to 

work. 

       

When I’m 
working very 
intensively, I 
feel happy. 

       

I am proud of 
the work that 

I do. 
       

I get 
completely 
absorbed in 

my work. 

       

I can keep 
going for a 

very long time 
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when I’m 
working. 

My work is a 
challenge for 

me. 
       

I get carried 
away in my 

work. 
       

I have great 
mental 

resilience 
while I’m 
working. 

       

I find it 
difficult to 

detach myself 
from my work. 

       

I always keep 
going at work, 

even when 
things aren’t 
going well. 

       

[]The following statements relate to ways in which you experience 
your work negatively and how you feel at such times. Indicate 
how often each statement applies to you. * 

Choose the answer that applies to each statement: 

  
Neve

r 
Rarely 

Occa
siona

lly 

Regular
ly 

Freq
uentl

y 

Very 
frequ
ently 

Alwa
ys 

I work 
because I 
have to. 

       

I constantly 
have to 

overcome my 
aversion to 
doing my 

work. 

       

I find it hard 
to relax at the 

end of the 
day. 

       

My work or 
working        
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situation 
makes me 
feel fairly 

exhausted at 
the end of a 
working day. 

I have to 
make an 
effort to 

concentrate 
after work 
(e.g. during 
family time, 

leisure 
activities, etc.). 

       

It generally 
takes me 

more than an 
hour to 

completely 
recover after 

work. 

       

I sometimes 
find that 

during the 
last part of 

the working 
day I can no 
longer do my 

job as well 
due to 

tiredness. 

       

Organisation 

4. The organisation of work within the sector 

This section is about how work is organised in the sector and your 
experiences of this in the last 6 months. 

Consider points such as having a constant succession of temporary assignments, 
working to deadlines, the alternation between periods of intensive pressure and of 
little or no activity ('all or nothing'), how you obtain assignments, repeatedly having 
to attend job interviews or auditions, your clients’ work procedures, different types of 
contracts, the administration that this type of work entails, etc. 
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[]How important to you is the way work is organised within the 
sector? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Completely unimportant  
● Fairly unimportant  
● Neutral (neither unimportant nor important)  
● Fairly important  
● Very important  

[]How satisfied are you with the way work is organised within the 
sector? Feel free to explain your choice in the comments box. * 

Choose one of the following answers 
 
Choose one of the following options: 

● Very dissatisfied  
● Fairly dissatisfied  
● Neutral (neither dissatisfied nor satisfied)  
● Fairly satisfied  
● Very satisfied  

Explain your answer here:  

  

[]Describe what you experience as positive aspects of the way 
work is organised.  

Enter your answer here: 

  

[]Describe what you experience as negative aspects of the way 
work is organised.  

Enter your answer here: 

  

[]What concrete actions, initiatives or other factors do you think 
could improve the way the sector is organised?  



56 
 

Enter your answer here: 

  

Content 

5. Job content: what you do 

This section is about your own set of tasks and your experiences in 
this respect in the last 6 months. 

Consider points such as what you actually do, its variation, its intensity, emotional 
and psychological strain, the clarity or lack of clarity of tasks, the predictability of 
your work, its variety, creativity vs administration, etc. 

[]How important to you is the content of your work? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Completely unimportant  
● Fairly unimportant  
● Neutral (neither unimportant nor important)  
● Fairly important  
● Very important  

[]How satisfied are you with the content of your current work? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Very dissatisfied  
● Fairly dissatisfied  
● Neutral (neither dissatisfied nor satisfied)  
● Fairly satisfied  
● Very satisfied  

Explain your answer here:  

  

[]Describe what you experience as positive aspects of the content 
of your work.  

Enter your answer here: 
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[]Describe what you experience as negative aspects of the 
content of your work.  

Enter your answer here: 

  

[]What concrete actions, initiatives or other factors do you think 
could improve the content of your work?  

Enter your answer here: 

  

Contractual conditions 

6. The contractual conditions under which you work 

This section is about the contractual conditions governing your 
work and your experiences of them in the last 6 months. 

Consider points such as working arrangements with your client(s), the type of 
agreement, contract or employment status, the timetable, working hours, job 
security or insecurity, remuneration, proportion of paid vs unpaid work, financial and 
other forms of appreciation on the part of the employer, timing of payments, training 
possibilities, performance appraisal procedures, etc. 

[]How important to you are the contractual conditions in your 
work? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Completely unimportant  
● Fairly unimportant  
● Neutral (neither unimportant nor important)  
● Fairly important  
● Very important  

[]How satisfied are you with the contractual conditions in your 
current working situation? * 

Choose one of the following answers 
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Choose one of the following options: 

● Very dissatisfied  
● Fairly dissatisfied  
● Neutral (neither dissatisfied nor satisfied)  
● Fairly satisfied  
● Very satisfied  

Explain your answer here:  

  

[]Describe what you experience as positive aspects of your 
contractual conditions.  

Enter your answer here: 

  

[]Describe what you experience as negative aspects of your 
contractual conditions.  

Enter your answer here: 

  

[]What concrete actions, initiatives or other factors could improve 
the contractual conditions for you?  

Enter your answer here: 

  

Circumstances 

7. The circumstances within which you work in the sector 

This section is about the setting within which you work and your 
experiences of this in the last 6 months. 

Consider points such as the design of your workplace, the available equipment, 
ventilation, lighting, the possibility of working from home, the presence and quality of 
changing rooms, whether you have a safe and pleasant working environment, 
whether you have adequate privacy, etc. 



59 
 

[]How important to you are the circumstances in which you work? 
* 

Choose one of the following answers 
 
Choose one of the following options: 

● Completely unimportant  
● Fairly unimportant  
● Neutral (neither unimportant nor important)  
● Fairly important  
● Very important  

[]How satisfied are you with the circumstances in which you 
work? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Very dissatisfied  
● Fairly dissatisfied  
● Neutral (neither dissatisfied nor satisfied)  
● Fairly satisfied  
● Very satisfied  

Explain your answer here:  

  

[]Describe what you experience as positive aspects of the 
circumstances in which you work.  

Enter your answer here: 

  

[]Describe what you experience as negative aspects of the 
circumstances in which you work.  

Enter your answer here: 

  

[]What concrete actions, initiatives or other factors could improve 
the circumstantial factors for you?  
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Enter your answer here: 

  

Worker-client relations 

8. Relations between workers and clients within the sector 

This section is about how workers and clients relate to one 
another and your experiences of this in the last 6 months. 

Consider points such as feedback moments, opportunities to participate in team 
meetings, the style of leadership and management, the sense of mutual 
engagement, the absence or presence of inappropriate behaviour (e.g. harassment, 
unwanted sexual advances, sexism or racism), etc. 

[]How important to you is a good relationship with the client? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Completely unimportant  
● Fairly unimportant  
● Neutral (neither unimportant nor important)  
● Fairly important  
● Very important  

[]How satisfied are you with the relationship you have with your 
client(s) in your working situation? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Very dissatisfied  
● Fairly dissatisfied  
● Neutral (neither dissatisfied nor satisfied)  
● Fairly satisfied  
● Very satisfied  

Explain your answer here:  

  

[]Describe what you experience as positive aspects of the 
relationship with your client.  
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Enter your answer here: 

  

[]Describe what you experience as negative aspects of the 
relationship with your client.  

Enter your answer here: 

  

[]What concrete actions, initiatives or other factors could improve 
the relationship with your client for you?  

Enter your answer here: 

  

Worker-worker relations 

9. Relations among workers within the sector 

This section is about relations among workers within the sector 
and your experiences of them in the last 6 months. 

Consider points such as the method of cooperation, the degree of collegiality, the 
possibilities for turning to co-workers for help if necessary, engagement, 
inappropriate behaviour, etc. 

[]How important to you are good relations with co-workers? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Completely unimportant  
● Fairly unimportant  
● Neutral (neither unimportant nor important)  
● Fairly important  
● Very important  

[]How satisfied are you with your relations with co-workers in your 
current working situation? * 

Choose one of the following answers 
 
Choose one of the following options: 
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● Very dissatisfied  
● Fairly dissatisfied  
● Neutral (neither dissatisfied nor satisfied)  
● Fairly satisfied  
● Very satisfied  

Explain your answer here:  

  

[]Describe what you experience as positive aspects of your 
relations with co-workers.  

Enter your answer here: 

  

[]Describe what you experience as negative aspects of your 
relations with co-workers.  

Enter your answer here: 

  

[]What concrete actions, initiatives or other factors do you think 
could improve your relations with co-workers?  

Enter your answer here: 

  

Balance 

10. Work/life balance 

This section is about work/life balance and your experiences of 
this in the last 6 months. 

Consider points such as the impact of work on the family, the impact of the family on 
work, combining work with household tasks, private appointments, friends, time for 
leisure activities, relaxation, personal development. 

[]How important to you is a good work/life balance? * 

Choose one of the following answers 
 
Choose one of the following options: 
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● Completely unimportant  
● Fairly unimportant  
● Neutral (neither unimportant nor important)  
● Fairly important  
● Very important  

[]How satisfied are you with your work/life balance in your current 
working situation? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Very dissatisfied  
● Fairly dissatisfied  
● Neutral (neither dissatisfied nor satisfied)  
● Fairly satisfied  
● Very satisfied  

Explain your answer here:  

  

[]Describe what you experience as positive aspects of your current 
work/life balance.  

Enter your answer here: 

  

[]Describe what you experience as negative aspects of your 
current work/life balance.  

Enter your answer here: 

  

[]What concrete actions, initiatives or other factors do you think 
could improve the work/life balance in your current working 
situation?  

Enter your answer here: 

  

Training 
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11. Training 

This section is about training with a view to performing your work 
and your personal development and your experiences of this in 
the last 6 months. 

[]How important to you is the possibility of attending training in 
your work situation? * 

Choose one of the following answers 
 
Choose one of the following options: 

● Completely unimportant  
● Fairly unimportant  
● Neutral (neither unimportant nor important)  
● Fairly important  
● Very important  

[]Which of these statements about attending training courses 
apply to you? * 

You may select more than one answer 
 
Select all options: 

● I attend training courses regularly  
● There are no obstacles to my attendance of training  
● I don't have time to attend training  
● I have no budget to attend training  
● I can’t find suitable courses in the current training provision  
● I have no interest in attending training  
● Other:  

  

[]What courses would you like to attend for your personal 
development?  

Enter your answer here: 

  

[]There are many organisations to support contract workers in 
their careers. What do you think these organisations should focus 
their efforts on?  
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Enter your answer here: 

  

Career 

12. Your experiences throughout your career 

We would also like to ask about your experiences throughout your 
career. 

Note: unlike the previous questions, which asked about your experiences in the last 6 
months, we now want to consider your experiences during your career as a whole. 

[]What have you experienced as positive throughout your career?  

Enter your answer here: 

  

[]What have you experienced as negative throughout your 
career?  

Enter your answer here: 

  

Conclusion 

13. Conclusion 

We have a few final questions we would like to ask. 

[]Is there anything else you would like to tell us that didn’t come 
up in the earlier questions?  

Enter your answer here: 

  

[]Let us know what subjects you would like to receive updates 
about: * 

You may select more than one answer 
 
Select all options: 
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● further actions in the context of this research (focus groups, 
interviews, etc.)  

● the findings of this research  
● Performing Arts Social Fund initiatives aimed at contract workers 

(training, etc.)  
● I don’t wish to receive any further updates  

[]I wish to receive updates at this email address (optional):  

Enter your answer here: 

  

THANK YOU FOR COMPLETING THE QUESTIONNAIRE!! 

Do you have any questions you would like to discuss with someone after 
completing this questionnaire? 

Do you feel that stress currently has a serious impact on your physical and 
mental health? If so, talk to your doctor. 

Do you have questions about your rights as a contract worker? Or about 
the consequences under employment and social security law of the way 
you work? Contact Cultuurloket or your trade union.  

Do you have questions about the further development of your career? Are 
you no longer satisfied with your job and unsure what to do? Do you want 
more pleasure and satisfaction in your job? Contact one of our 
INTER.MEZZO coaches  

Do you have any questions or comments about this questionnaire and/or 
about Performing Arts Social Fund initiatives? Contact Christa Criel at 
christa@podiumkunsten.be. 

 
 
 
Submit your questionnaire. 
Thank you for taking part in this survey. 
 

 
 

https://www.cultuurloket.be/
https://podiumkunsten.be/loopbaan/loopbaanbegeleiding/intermezzo/319/wat-intermezzo/378

