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ABSTRACT
Music festivals have become big business, bringing in $8.79B in global revenue in 2017, and
continuing to grow with projected 2022 revenues of $13.7B. However, these events still function
mostly as “temporary organizations,” with employees coming together for the distinct period of
time that the event takes place in and fulfilling the tasks that need to be accomplished for the
production to be successful. The process of festival production can be stressful, requiring the
implementation of operating procedures and other guidelines to ensure that employees produce
an optimal guest experience. Through a grounded theory study of managers and employees at
three different music festivals and an historic case study, this work seeks to understand how
operating procedures impact workers in temporary organizations. The results reveal a
relationship between operating procedures and employee stress as well as guest experiences that
suggest the more an organization is able to communicate procedures the less likely employees
are to suffer stress. In addition, analysis unveiled the presence of “compensation anxiety” among
festival employees as an occupational stressor not traditionally considered in the occupational
stress or temporary organization literatures.
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CHAPTER 1 – JAMAIS VU
The opposite of déjà vu, meaning “already seen,” is jamais vu, meaning, “never seen,”
and is characterized by the feeling that one is in a place they have never been before, and are not
aware of how to function within the space (Skatssoon, 2006). This condition can be described as,
“I don’t know where I am,” I’ve never been here before,” and “I don’t know who to ask for
help.” This is akin to what happens when a person experiences a breakdown in what Karl Weick
called “sensemaking,” which is “the ongoing retrospective development of plausible images that
rationalize what people are doing” (Weick, Sutcliffe, & Obstfeld, 2005 pp. 409). Within the
world of festival events there are ample opportunities for workers to have such an experience.
Global music events are a huge business, with sales totaling $8.7B in 2017, and projected
to grow to $13.7B by 2022 with annual growth rate of 8.9% (Statistica, ND). While it’s hard to
pin down an exact number, mainly because new festivals are popping up every day, and many
fold up every year, there are roughly 1,200 produced, globally, each year (Music Festival, 2018),
with over 32 Million people in attendance in the United States alone (Lynch, 2015). Festivals can
have from hundreds to hundreds of thousands of participants, staff, talent, and vendors; they are
effectively pop-up cities that function for just a few days and then disappear again (Arik, Penn,
and Capps, 2005).
This research will start with The Altamont Free Concert, which took place in the winter
of 1969, and is generally regarded as the “worst-case-scenario” of festival production and will
conclude with the The Bluegrass Festival which this research points to as the gold standard of
event management. Understanding how many things went wrong at Altamont sets the stage for
viewing future events and will help the reader to view the future cases through an historic lens
that helps to better understand how the future cases sit within the history of festival management.
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These festivals are examples of temporary organizations. These organizations, for which
the critical defining characteristic is time, function differently from permanent firms, which may
even be regarded by those interacting with them as eternal (Lundin & Söderholm, 1995). The
unique characteristics of festivals – temporary, unknown co-workers, unknown managers, high
stress, and susceptibility to extreme volatility – can result in the emergence of crisis scenarios
such as crowd control, breakdowns in logistics leading to food and beverage supply issues,
resulting in chaotic experiences on the ground that require quick responses. These productions
are loosely structured, creating insecurity as a kind of bedrock function of the emotional
connection to the event for workers.
Festivals have a long history of going sideways, and one would think that by now
organizers would have the forethought to not take such events lightly. Failing to treat festivals
seriously is to be highly cavalier with people’s lives. It is critical that all elements of large scale
events are treated seriously, including, but not limited to, crowd control, liquor storage and
control, stage access, rigging, grounds control, transportation, and security. The absence of any
one of these elements can lead to catastrophe.
That festivals involve the assemblage of ad hoc teams and operating procedures make
them an interesting lens through which to view how temporary organizations function,
particularly with regards to stress and operational procedures. Understanding the type of
management control that is going to be used is critical to obtaining favorable results. This is not
unique to festivals, or temporary organizations in general, rather these types of behavioral
controls are common in many industries, and there is no discernable reason why a festival would
be exempt from engaging and well-known management principles, particularly with regards to
how one exercises this control (Muralidharan & Hamilton III, 1999). This work explores
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multiple cases of festivals as temporary organizations and asks questions about the nature of
managerially deployed operating procedures and their relationship to occupational stress,
including how temporary organizations function, specifically with regards to their unique
procedures and organizational behavior.
This paper will look at several music festivals – FunFest, The Altamont Free Concert,
Robert’s Soapbox Derby, and The Bluegrass Festival – in order to understand how differences in
operational procedures impact worker’s and manager’s stress and performance outcomes. A
central example explored in this research is the case of FunFest, a failed music festival that took
place during the summer of 2016. The FunFest event was understaffed, and teams were
assembled hodgepodge from whomever a manager could press into service. This was not ideal,
and yet the event continued on, even after the departure of the chief promoter and the entire
initial management team. In this time of festivals as professional businesses, not the fly-by-night
events of the past, it is hard to imagine an event of FunFest’s size taking place with so little
control, and yet the fact that it did raises many questions.
Festival workers, while temporary, still have certain expectations of how they will
experience the working environment while on site. As Todd Ahrend, a manager of the event,
expressed it, “… usually they're taken care of. You know meals are paid for. You know they can
eat. You know they have some sort of lodging which is all part of the deal you know, and that
they get their pay on the back end.” There are norms that should be adhered to.
In severe situations, such as FunFest and The Altamont Free Concert, which will also be
discussed in this dissertation, the magnitude of the failure to properly organize the event can
result in severe stress to workers resulting in a breakdown of sensemaking. This breakdown can
cause confusion in workers who find it difficult to maintain the plausibility of who they are or
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what they are doing. This work will look at sensemaking as a lens through which we may better
understand how workers at several festival events operate within their environment.
The nature of temporary organizations is different in a fundamental way from those of
permanent firms, and the festival environment provides a unique lens through which one can
illuminate some of those differences. It is important to understand how large events function as
temporary organizations so as to prevent future problems. While no one was injured at FunFest,
it can be dangerous anytime tens of thousands of people are assembled with little to no oversight
or structural controls.
The goal of this work is to understand how operating procedures impact occupational
stress. Using a grounded theory approach with multiple case studies and manager interviews this
work will explore differences between operational procedures and their impacts on occupational
stress of the selected cases. The following chapters will discuss: the existing literature
concerning temporary organizations; outline the method of grounded theory with coded
interviews and participant observation; a deep dive into the events of FunFest; introduction of an
emerging theory; case studies of three other festivals to draw comparisons with refined model;
and finally, discussion, contributions, and next steps.
The findings of this work can lead to better understanding how operating procedures
serve to help workers ground themselves in the space of temporary organizations, such that they
are able to make clear decisions and function at their highest levels. Such understanding could be
generalized to broader applications of temporary organizations such as task forces and projects
within permanent organizations. As the festival industry continues to grow the outcomes of this
research may help promoters to find the balance between lack operational procedures and
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paradigms that are overly restrictive or controlling such that workers find themselves
experiencing stress from the procedures themselves.
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CHAPTER 2 - LITERATURE REVIEW
Sensemaking
On August 5th, 1949 a bolt of lightning struck in the Man Gulch area of Montana, igniting
a forest fire, which required a team of smokejumpers to attempt to handle the blaze. Upon their
arrival things quickly spiraled out of control leading to a complete breakdown in what Karl
Weick called “sensemaking,” and in the end 13 men were dead, lives were ruined, and it was
time for a long, reflexive, look at how organizations build teams, deploy operating procedures,
and handle role systems (1993).
During the Mann Gulch Disaster smokejumpers had experiences that were so vastly
different from their expectations as to cause deep confusion. When they arrived, their leader
relaxed and ate a dinner with another smokejumper, leading them to feel the situation was not as
dangerous as it actually was. When they were instructed to turn around they were not told why,
and since they didn’t know that the fire had jumped a river and was moving towards them, it
seemed as if they were being told to do something that made no sense. As the fire started moving
towards them, and they began moving up a grass covered hill, it was gaining on them, so their
leader instructed them to drop their equipment leading to the deep question of what a firefighter
is without firefighting equipment? When the leader set grass on fire to create a fire break – a
technique that was unknown to the crew – and instructed them to get into the break it seemed he
was telling them to jump into a fire (Weick, 1999)! Nothing made sense within the context of
expectations, and as such their sense of who they were, why they were there, and what they were
supposed to do had completely broken down.
The breakdown described above results from the collection of data over time that helped
the smokejumpers make sense of their environment as it related to who they are and what they
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were there to do. This is consistent with Weick’s concept of sensemaking in that the person
makes sense of their situation through “retrospective development of plausible images that
rationalize what people are doing” (Weick, Sutcliffe, & Obstfeld, 2005 pp 409). The
smokejumpers had made sense of their environment by observing their leader relaxing over
dinner, and they knew they had their equipment with them making them firefighters, and each
could look at the other and understand why they were there. When their boss suddenly told them
to change directions, told them to leave their equipment behind, and seemed to suggest that they
jump into a fire, there was a breakdown in the plausibility of the image they had developed for
where they were, and the rationality of what people were doing no longer held true.
When there are breakdowns in what’s expected, in a scenario where workers are highly
autonomous, this can be experienced as a crisis, which Weick defines as “low probability/high
consequence events that threaten the most fundamental goals of an organization” (Weick, 1988).
Weick suggested that crisis could lead to breakdowns in sensemaking which “…is the process of
social construction that occurs when discrepant cues interrupt individuals’ ongoing activity and
involves the retrospective development of plausible meanings that rationalize what people are
doing” (Maitlis and Sonenshein, 2010).
Sensemaking can be challenged within temporary organizations because it is more
difficult to retrospectively develop “plausible images that rationalize what people are doing,”
when one is not given any opportunity to know what other people are doing. This can be a
function of the loosely coupled personnel dynamic that is intrinsic to temporary work
environments like festivals.
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In Weick’s analysis of smokejumpers he describes sensory events that can be ascribed to
other relationships, like those of music festivals. The principal nature of which is that of being
temporary.
Temporary Organizations
Temporary organizations function in ways that are fundamentally different from
traditional organizations; indeed, managers are often taught to think of firms as permanent
entities. In contrast to this the temporary organization is, by its very nature, the opposite of this
traditional view. Lundin and Söderholm lay out a four-point definition of the characteristics of
the temporary organization that includes Time, Task, Team, and Transition (1995). This marked
difference manifests in different approaches to how employees interact with one another, and
how managers interact with employees, right down to how to recruit, train, and transfer
knowledge within the organization.
Table 1. Lundin and Söderholm characteristics of temporary organizations. (Lundin and Söderholm, 1995)

Time

Time is limited and crucial

Task

Task are limited to one or very few per
person.
Teams form around task, and team members
function like resources.
A transition is expected as a result of the
team’s activities that will be observable.

Team
Transition

The very nature of temporary organizations is formed around the amount of time that the
organization will exist, and everyone within the operations of such organizations is aware that
there is a time when the operation will cease to exist. Whereas permanent organizations may
assign multiple tasks to personnel, that can be worked on over the course of long and short
periods of time, everything within a temporary organization is a short-term goal, and most
employees are limited in the scope of their duties to only one, or very few, tasks. Teams within
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these kinds of organizations form around singular tasks with the goal of completing that task and
that task alone, and the team members are selected based upon the skill they can bring to the
task. As such, team members function much more like resources than in other types of
organizations.
Finally, an observable transition is expected to be achieved by the team, in the short
period of time that the team has to achieve the goal (Lundin and Söderholm, 1995). This is a
critical difference between permanent and temporary organizations: the task must be completed.
Lundin and Soderholm (1995) suggest that the idea of the firm as an “eternal entity,” may
be a result of industrialization, and the resulting effect is that firms are thought of as always
being permanent. The critical difference, they suggest, between permanent and temporary
organizations is time. Feelings of the eternal that are baked into the perception of what the firm
is, may contribute to some of the decisions that people make that lead to why festivals fail: that
at their core they can’t help but think that they have more time to handle issues that arise within
the context of festival daily operations.
Other relevant factors are time, procedures, training, and justice. These factors are
different when viewed through the lens of the temporary organization when compared to that of
the permanent organization.
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Table 2: Differentiating Factors of Permanent and Temporary Organizations

Permanent

Temporary

Time

Eternal

Temporary

Procedures

Tight, secure

Loose, insecure

Training

Long-Term,

Instant, Non-Existent

Comprehensive
Justice

Structured, Procedural Instant, Retributive

As noted above, time is the critical element in defining what a temporary organization is,
in comparison to a permanent organization. While this parameter could be applied to permanent
organizations, it is a defining characteristic of temporary organizations. For example, time, which
is the most obvious of temporary organizational characteristics, has impacts on the operations of
permanent organizations as well, however within the former, time is a defining characteristic,
without which temporary organization cannot be defined, which is not the case of the latter
(Lundin and Söderholm, 1995).
The role of the informal organization is strong within festival and event culture, as each
employee must have a certain amount of autonomy and knowledge to accomplish tasks without
direct supervision, and while individual employees must accept certain aspects of procedural
coordination, along a spectrum of formality and informality they will lean much more towards
Simon’s concept of “Division of Authority,” where tasks are assigned to units with specialization
over specific tasks (1997). This can cause problems if the protocols of one unit are in conflict
with those of another or are in conflict with those of the most senior ranking management team
member.
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When employees fail to meet the expectations of the team, the response is very different
form that of the permanent firm. Where the permanent firm will lean towards structured and
procedural justice, the temporary organization will respond instantly with retributive justice.
Procedural justice is based upon a sense of fairness that was followed to arrive at the
consequence for the action to which justice is sought (Skarlicki & Folger, 1997). While this kind
of response can work well in permanent organizations, and is indeed, expected, temporary
organizations are much more inclined to turn to retributive justice. “Retributive justice is a
system by which offenders are punished in proportion to the moral magnitude of their
intentionally committed harms (Carlsmith & Darley, 2008). In the colloquial this may be
described as the person getting what they deserved. Within festivals it is acceptable to be a
person with limited skills, as there is a great need for grounds crews and the like, but to present
one’s self as something other than what one is, is considered a grave offense.
Within the event industry there are workers who travel from event to event, where
competency must be quickly proven in order for workers to accept their roles. Temporary
organizations are sometimes viewed as disorganized, with no central leadership, which seems to
be the case for the outside observer, however, these organizations are actually highly structured,
and the people involved are quick to trust one another, and have high expectations for how
individuals will execute their roles (Bechky, 2006).
Trust is demonstrated to be a major factor in the fulfillment of personal expectations in
temporary organizations and projects (Muller et al., 2013). While trust is an important factor in
temporary organizations, there are problems that exist with the ability to transfer knowledge
across one or more temporary organizations or projects (Lindner, & Wald, 2011).
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Because of the nature of temporary organizations, the procedures differ from that of
permanent organizations with people readily hired on and let go as they are needed and tasks and
projects are completed. The permanent firm provides the employee with a sense of security,
while temporary workers know they have no long-term security with the firm. Thus, workers
within temporary firms do not enjoy the kind of safety needs as outlined by Maslow (1943).
Training in permanent organizations is a matter of professional development, and the
employee is expected to improve over time, while the temporary worker is hired on for specific
skill sets and is not expected to grow within the time frame of the event’s lifespan, which may be
just a matter of days. In this way the temporary worker does not enjoy the sense of love and
belonging, or even a high degree of esteem as per Maslow (1943).
Vroom’s Expectancy Theory is quite useful for understanding the difference between
permanent and temporary organizations, as it lays out a solution to the tacit understanding that is
the reality of the latter (1982). The workers at temporary organizations have accepted that they
are hired to do a specific job, which they are comfortable that they can accomplish, and that they
will be rewarded in a manner that they accept and expect. It is also understood that should they
fail to accomplish what they declared they were capable of, justice will be swift and retributive,
rather than the procedural justice that is typically found in the permanent organization.
It is not hard to understand that the absence of conditions that meet the expectations of
something as understood as Maslow’s Hierarchy of needs, would create an environment that
would be unknown to most people from other industries.
The functionality of temporary organizations as different from permanent is at the core of
this research. While workers in temporary organizations may be quite comfortable in such
environments, it is not the norm in the United States, and as such it is important to understand the
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difference between the two. The existence of operating procedures can serve to mitigate the lack
of traditional motivational models within temporary organizations.
Operating Procedures
Operating procedures are protocols that help to establish methods of knowledge transfer,
and cultural development, within organizations. These procedures are at the heart of what a firm
does, as they function as part of the firm’s organizational memory mechanism. In this way, they
prevent the loss of organizational memories by codifying behaviors or processes, and help knew
members of the organization to assimilate the firm’s core methods and beliefs.
Operating procedures exist as a function of using organizational memory to build on the
firm’s existing knowledge.
“Organizational memory is the means by which knowledge
from the past is brought to bear on present activities, thus
resulting in higher or lower levels of organizational
effectiveness (Stein, 1995).”
Stein suggests that organizational memory can be codified into procedures which can take the
form of executive directives and contingency plans, where information can be encoded into
paper files for transmission, or through oral traditions where information is passed on over time
to both intended and unintended receivers.
Stein (1995) points to Weick as formulating the idea that firm’s must accept their
memories and that those memories act as a co-producer of firm personality:
If an organization is to learn anything then the distribution
of its memory, the accuracy of that memory, and the
conditions under which that memory is treated as a
constraint become crucial characteristics of organizing. If
knowledge is packaged in the mind of one individual
presumably the organization will unfold in a different
manner than if the memory is housed in a set of committees
with different interests. Furthermore, the organization's
usage of its retained interpretations will also be affected by
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whether that memory is placed in files, rule books, or on
computers and how much of that information the
organization admits to (Weick, 1979 pp 206).
Whether or not an organization intends to learn or not, it will, and as such actively
learning can lead to better outcomes, whereas being passive can lead to the development of
“habits” which may not be positive (Kim, 1997). Herbert Simon (1997) suggests that
organizations learn in three ways: by the direct learning of the people within the firm; by the
introduction of new members of the organization who have new knowledge; and the introduction
of new information through files. Simon further discusses the role of organizational memory and
its importance capturing the memories that exist in the heads of individual members of the
organization, describing the loss of those people through turnover, or other means, as “the great
enemy of long-term organizational memory.” Which is interesting to consider in the context of
the temporary organization, where workers come and go.
Over the years festivals have become more and more complex, and while they may not be
as complex as a space shuttle or a nuclear reactor, they have a similar problem which is that they
cannot rely on trial and error. This is as a result of their primary goal which is less about
efficiency within the labor force, and more about reliability, where trial and error cannot be used
as a reliable means of improving reliability (Weick, 1987).
At the core of operational procedures is knowledge transfer, defined by Argote and
Ingram (2000) as, “Knowledge transfer in organizations is the process through which one unit
(e.g., group, department, or division) is affected by the experience of another.” While this
definition is similar to those found regarding knowledge transfer at the individual level, Argote
and Ingram argue that knowledge transfer transcends the individual to include higher levels of
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analysis such as “group, product line, department, or division.” Such transfer can be measured by
the results in the changes of the “recipient units.”
Where knowledge transfer is difficult, as in situations where trial and error cannot be
used, this can cause workers to suffer from a breakdown in sensemaking as noted earlier. This
breakdown in sensemaking can result in undue worker stress. Because trial and error are not
effective within temporary organizations the use of operational procedures can help to mitigate
potential breakdowns in sensemaking by allowing the employee to garner retrospective rational
understanding of other people’s roles, and to more clearly see how they fit within the
organization.
Occupational Stress
The World Health Organization defines Occupational Stress in three ways:
•

“Work related stress is the response people may have when presented with work demands
and pressures that are not matched to their knowledge and abilities and which challenge
their ability to cope.

•

“Stress occurs in a wide range of work circumstances but is often made worse when
employees feel they have little support from supervisors and colleagues, as well as little
control over the work process.

•

“There is often confusion between pressure or challenge and stress and sometimes it is
used to excuse bad management practice (World Health Organization, N.D.).”
Measuring occupational stress is particularly difficult because of the individual

personality factors that impact on a person’s unique stress reactivity. These include but are not
limited to: Type A Personality; Patience/Impatience; Locus of Control; Personal Influence;
Problem Focus; Life/Work Balance; and Social Support. Methods of measuring occupational
stress have been developed, however Williams and Cooper found that while each instrument was
reliable and plausible, when they were compared to one another they did not consistently identify
people who were suffering from occupational stress (Williams & Cooper, 1998).
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Seminal work on stress response was done by Hans Selye who laid out a theory of
General Adaptation Syndrome (GAS) which identified the three stages of stress: Alarm,
Resistance, and Exhaustion. Through the study of physiological response to stressors Selye’s
theory outlined the body’s response to alarm and the coping methods the body deploys in
response to stress, which defines the resistance stage, and what happens when the stress
continues beyond the body’s ability to cope, which defines the exhaustion stage (Selye, 1946,
1956).
Nash (2011) introduced the Stress Continuum Model in his paper for the United States
Military. This model defines the levels of stress, and the outcomes of such stress. Nash’s
Continuum sets the “Ready” state as that of not being engaged in an activity, and the “Reacting”
states being involved in an activity related to the job of Navy or Marine service. While the
Reacting state is the lowest of actual work engagement, because of the nature of military work
there is already the possibility of adverse impact from stress: anxiousness, irritability, worrying,
cutting corners, poor sleep, poor mental focus, social isolation, and being too loud or
hyperactive. These features of the Stress Continuum model demonstrate that adverse impacts of
stress begin relatively early on the continuum, suggesting that addressing the issues of stress
early is paramount for avoiding problems.
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Table 3: The Stress Continuum Model. (Adapted from Nash, 2011)

Ready

Reacting

Injured

Ill

Definition
• Adaptive
Coping
• Effective
Functioning
• Well-being
Features
• In Control
• Calm and
steady
• Getting the job
done
• Playing
• Sense of humor
• Sleeping
enough
• Ethical and
moral behavior

Definition
• Mild or
transient
distress or loss
of function
Features
• Anxious
• Irritable, angry
• Worrying
• Cutting corners
• Poor sleep
• Poor mental
focus
• Social isolation
• Too loud and
hyperactive

Definition
• More severe
and persistent
distress or loss
of function
Types
• Trauma
• Fatigue
• Grief
• Moral injury
Features
• Loss of control
• Can’t sleep
• Panic or rage
• Apathy
• Shame or guilt

Definition
• Clinical mental
disorders
• Unhealed stress
injuries
Types
• PTSD
• Depression
• Anxiety
• Substance
Abuse
Features
• Symptoms
persist > 60
days after
return from
deployment

Crum, Salovey, and Achor (2013) developed the Stress Mindset Measure (SMM), which
consists of two, eight-question, self-report surveys, which measure general and specific stress in
subjects. The general and specific areas of the instrument can be used across multiple questions,
in particular the specific section, which targets particular stressors identified by the subject.
Exposure to high levels of stress can lead to mental health problems, which can impact
worker’s perception and decision-making abilities (Britt et al., 2016). An individual’s unique
stress reactivity has a great deal to do with how stress affects the worker. Stress reactivity can be
inherited, and some researchers have even posited that it can be a result of maternal care
(Meaney, 2001).
In addition to effects of stress being a function of individual stress reactivity, work
burnout is also a contributor. Burnout, which is related to individuals who do “people work” with
high levels of associated stress, can lead to anger, stubbornness, irritability, and more (Boyas &
Wind, 2010). These affects can be seen on one side of a spectrum that can become significantly
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direr in terms of adverse psychological impact. Some research suggests that increasing levels of
stress can lead to Brief Psychotic Disorder, which can impair the sufferer with delusional
thoughts, and even catatonia. Brief Psychotic Disorder (BPD) is characterized as resulting from
acute stress resulting in the manifestation of a psychotic episode, often as a coping mechanism,
which can positively mitigate negative affect (NA) (Letaster et al., 2013).
Adverse impacts of stress, such that they result in injuries like Brief Psychotic Disorder,
are emblematic of Weick’s breakdown of sensemaking, so much so that the inability to
rationalize roles; create a plausible image of what is happening; and engage in any meaningful
retrospective thought about what one is engaged in (Weick, Sutfliffe, & Obstfeld, 2005 pp 409).
Garbarino et al. (2012, Pg 10) suggest in their paper on Italian riot control police forces
deployed during the 2009 G8 Summit that “…appropriate planning of high risk events…” could
mitigate the adverse impacts of stress on workers in high stress environments (2012).
Of interest to this study is the idea of Illegitimate Tasks as stressors, put forth by Semmer
et al... Expanding the concept of “Stress-As-Offense-To-Self” they determine that tasks that are
deemed illegitimate due to deviation from expected norms of what an employee can expect to be
faced with within the course of their job activities (Semmer et al., 2015; Semmer et al., 2007).
Large events are by their very nature social, and social support both within and outside of
the workplace are essential contributors to mitigating the effects of burnout, stress, and stress
related disorders (Mitani et al., 2006).
While most research on workplace stress focuses on chronic stressors, Sliter, Kale, &
Yuan focused their research on the impacts of humor as a mitigating factor in traumatic stressor
events (2014). Their study found support for their hypothesis that humor could play a mitigating
role in the impacts of stress related disorders like Post Traumatic Stress Disorder. Humor is a
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factor of interpersonal relationships and is an important aspect of protective factors that mitigate
negative mental affect. Van der Velden et al. further supports this in their research of the pre and
post mental states of Dutch search and rescue teams deployed to Haiti in the wake of the
devastating 2010 earthquake (2012). Their research further examined the fact that within that
team there had been no personal threat to life as a mitigating factor in low self-reports of
symptoms of stress related mental health disorders.
Somewhat in contrast to Van der Velden et at. a study looking at a similar demographic –
search and rescue workers following the Chi Chi Earthquake in Taiwan – included a group of
non-professional SaR workers who demonstrated a significantly higher rate of posttraumatic
stress disorder than the professional SaR workers (19.8%:31.8% professionals to nonprofessionals, respectively.) suggesting that training and self-selection process found in
professionals can have a mitigating impact on the prevalence of PTSD and other traumatic stress
disorders (Guo et al., 2004). A study of post-earthquake emergency workers, this one following
the 2008 Wenchuan Earthquake in China collected data from a sample of 210 nurses who were
exposed to the trauma of the event and its after effects and compared them to a control sample of
236 Red Cross nurses who were not exposed. Both groups were sampled within 1 year of the
event and found that disaster relief nurses do experience significant trauma and that early
intervention can help to mitigate the effects (Zhen et al., 2012). This supports the
professionalism and training as mitigating factor on long-term stress seen in the difference
between Van der Velden et al. and the other studies of disaster workers.
A thread that can be pulled from the literature is that of interpersonal relationships, where
we see that social structures and humor serve to mitigate stress and long-term affect (Van der
Velden et al., 2012). What of the inverse: workplace incivility? In the high stress environments
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of festival and event production there is an intense sense of urgency. In this kind of setting it is
easy for workers to treat co-workers with incivility, and mask it as just being in a rush
(Andersson and Pearson, 1999).
Lapine, Podaskoff, and Lapine draw distinctions between different types of stressors,
which they define as, “Stimuli that place demands on the individual,” arguing that there are
Hindrance Stressors, and Challenge Stressors (2005). Their research found that Hindrance
stressor – “role ambiguity, role conflict, hassles, and red tape” – have adverse impacts on job
performance; while Challenge Stressors – “workload, job demands, and job complexity” – have
positive effects on job performance.
The type of leadership that is employed was found to have effects on perceived
occupational stress in hospitality workers. Specifically, Gill, Flaschner, and Shacher (2006)
found that managers who employed transformational leadership styles mitigated the perception
of occupational stress in workers. Their research further found a relationship between perceived
stress and burnout. Burnout, which is described as, “a prolonged response to chronic emotional
and interpersonal stressors on the job, and is defined by the three dimensions of exhaustion,
cynicism, and inefficacy (Maslach, Schaufeli, and Leiter, 2001), has strong effect on turnover
rates (Kim, and Lee, 2009).
Interestingly, particularly with regards to the temporary nature of festival work, there is
an increased correlation between the amount of time a person works at a given job and their
perception of job related danger, where the author posits that this could be as a result of repeated
exposure to previously unknown dangers (Blau, 1981).
Occupational stress can lead to all kinds of adverse events to workers which can
ultimately result in negative performance outcomes for the firm.
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Occupational stress may be mitigated by the addition of codified operating procedures
that clearly help employees to understand, if not institutional memory, institutional intent, which
can serve to reduce stress by allowing workers to make sense of their environment and know
who to turn to should there be a lack of plausible understanding.
There have been numerous festivals that have failed over the years, but the primary and
most well-known of these failures was the Rolling Stone’s concert at Altamont Speedway. The
Altamont Free Concert debacle, which took place on December 6th, 1969, at Altamont Speedway
in northern California, was a free concert which used a well-known outlaw biker gang as security
for their event, which resulted in violence against the audience, up to and including, a homicide
right in front of the stage at the hands of security forces. At the time, it was believed that
Altamont signaled the end of the festival, following only months after the Summer of Love, and
the most famous of all rock and roll festivals, Woodstock (Ethen, 2014). While most concerts are
nowhere near as horrific as the events of Altamont, dealing with large crowds, highly demanding
artists, and large temporary crews, is extremely complicated and can lead to extremely high
levels of stress.
It would be easy to think that the events that took place at Altamont would be a lesson all
in the festival industry would take to heart, there are repeated instances of festivals failing
because organizers were naive in their understanding of what is required to put on a large event.
Less than a year prior to the writing of this paper there was a failure at FunFest in New
Hampshire (Michaelson, 2016), which will be detailed in this study, and even as this paper is
being written Fyre Festival is in the midst of failing in a spectacular way, with a $100 Million
law suit already filled (Wamsley, 2017; Coscarelli & Ryzik, 2017). Indeed, within less than a
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year of the Fyre Festival debacle the organizer of the event had plead guilty to fraud charges in
the Federal District Court of Manhattan (Moynihan, 2018).
Research Question
Temporary organizations, which are characterized by their impermanence and unique
processes, may pose unique stressors on workers as a result of the ways in which workers are
expected to interact and produce, and the swift reactions when one fails to do so. It is possible
that this stress can to exacerbated, or mitigated, by the deployment of operating procedures.
Therefore, the research question for this study is: How does the interplay of operating procedures
and stress within temporary organizations shape the experience of festival workers?
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CHAPTER 3 – MINING MUSIC FESTIVALS FOR THEORETICAL INSIGHT
Because of the lack of research in the area of festivals as temporary organizations, this
study called for an exploratory approach, leading to the choice of grounded theory (Glaser &
Strutzel, 1968). The grounded theory process allows the researcher to develop a theory through
the process of inductive observation and interviews, in the case of this study. The process allows
the researcher to follow threads as they emerge in the process of open coding which allows ideas
to emerge to tell a story that can lead to new theories for further research. This process is
particularly appropriate for this research as festivals are highly organic events that change
throughout the course of a day, or even over the course of an hour. As such, it is important that
the researcher be able to inductively follow events as they unfold, which is a fundamental aspect
of the grounded theory approach. Further, the process of coding interviews, and then using
theoretical memo-ing, allows the researcher to explore themes and thoughts unencumbered by
fear of being wrong, which can lead the researcher to uncover something entirely new that may
have been missed in the process of other methods (Glaser, 2016).
Thus, the research relies on a combination of observation, semi-structured interviews, and
historical accounts, and an historical case study of a failed festival event. In order to insure
validity of the approach, a pilot study was carried out and subsequently reviewed by several
subject matter experts with deep understanding of the grounded theory approach.
Settings
Festivals provide a unique lens through which to view the behavior of temporary
organizations. Workers at such events are often assembled into ad-hoc teams, and in many cases
are brought in with little to no verification of skills. In many cases previous skills are not
required, such as in the case of grounds crews that transport garbage or sweep the grounds
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nightly after the events are over for the day. How these people work with one another, and how
they manage to become a cohesive team, is important to understand because such events are at
differ from other temporary structures such as task forces and special projects within more
permanent firms. This study focused upon three current events, as well as an historical festival,
with the goal of better understanding how these events function with regards to operating
procedures and occupational stress. A brief description of the settings of the events studied
follows.
The Altamont Free Concert
Intended to be an olive branch offered by the rock band The Rolling Stones after charges
of price-gouging had set them at odds with the hippie vibe of the Summer of Love, The Altamont
Free Concert was fraught with disaster from the start. Held in December of 1969 the concert was
viewed by some as a bookend to the previous August’s Woodstock Music and Art Fair – mostly
known as simply, “Woodstock” – and was set to cap off 1969 as an equal event in scope. The
festival, which attracted over 300,000 viewers was marred by violence and the accidental deaths
of three people, and the murder of a fourth, right in front of the stage while The Rolling Stones
performed.
For myriad reasons The Altamont Free Concert can only be described as a failed event,
not the least of which is the death of a concertgoer, but also because of choices of staff and
security teams, the construction of the stage, lack of barriers and controls, poor sound systems,
and access for talent to arrive and depart the event. This led to many bands canceling or leaving
after arrival because they feared for their safety, or as was the parlance of the time, “Didn’t dig
the vibe.” All of this added up to an event that was the complete opposite of what The Rolling
Stones had set out to accomplish.
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FunFest
FunFest took place in June of 2016 concurrently with the longest running motorcycle
rally in North America. The event which anticipated drawing crowds of over 30,000 people,
featured top international talent with a focus on harder rock bands and performers with a very
right-wing political agenda that is in keeping with the ethos of the greater motorcycle event the
festival was built around.
FunFest is best described as a failed event as it was unable to reach its final date, and had
to close early due to numerous mistakes made in the organizational preparation for the event.
Robert’s Soapbox Derby
Set in the small Northeastern town, Robert’s Soapbox Derby represented the 8th annual
execution of the event. The event, which centers around a multi-heat downhill, gravity powered,
self-constructed car, race, attracted around 500 visitors. While the event is mostly about the
soapbox derby cars, it also features local and regional bands, food trucks, local personalities as
guest judges, color commentary of the race and a family atmosphere with children running
around, and parents relaxing on the grassy hillsides of the course.
The event can be described as successful; however, it also serves as a cautionary tale of
how luck can be a primary driver to success.
The Bluegrass Festival
The Museum of Contemporary Art (Museum of Art) is a museum in a small rural town,
which has been operating out of a former mill since 1999. The museum has arguably served to
bring the town back from near collapse and has been expanding since its first days of operations.
The The Bluegrass Festival was held on the weekend of September 15th, 2017 and attracted
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national and international talent mainly focused on bluegrass styles of music, or other
Americanatype sounds.
2017 represented the seventh year of The Bluegrass Festival, and it can best be described
as a successful event. The event is even viewed by local police as a weekend where crime rates
are lowered, and in the event’s history there has only been one arrest made.
Data Collection
The process of data collection involved participant observation and interviews, as well as
an historical case study, with the intent of understanding the perspectives of managers and
employees as well as observed outcomes. To this end, festivals were observed with the goal of
witnessing first-hand how the events functioned. There were significant differences in the
amount of participant observation employed at each of the festivals. In the case of FunFest,
where the author was a member of the management team, and eventually ended up fully in
charge of the event, participant observation was immersive, representing the experiences of an
insider. At the three festivals, where the author was an attendee, the observations were
performed more anonymously, from the perspective of an outsider. The observations were
supported by the collection of field notes which were used in the development of the semistructured interview questions. Details about the observations and interviews are described
below.
Historical Case Study
An historical case study of the events of The Altamont Free Concert, held on December
6th, 1969, is also introduced as a way to view the current studies through the historic lens. The
Altamont concert is looked at through books like Joel Selvin’s “Altamont: The Rolling Stones,
the Hells Angels, and the Inside Story of Rock’s Darkest Day;” journalistic accounts from

27
sources like Rolling Stone Magazine; and academic analysis from sources like The Journal of
Popular Music Studies. The case lays out the events of Altamont and the results of an event that
was demonstrably lacking in organization and operational procedures.
The historical component of this research was built using well known historians of the
event who are recognized as the preeminent contributors to the historical understanding of what
happened at The Altamont Free Concert, and why those things happened. For example, Joel
Selvin is one of the most respected music critics and historians in the field of rock and roll, with
a career dating back to 1969. He is the author of New York Times best-selling books; has
numerous publications as a critic in national and international media publications, including The
New York Times, Rolling Stone, and Melody Maker; and has taught and lectured at a number of
colleges and universities including San Francisco State and The University of California,
Berkeley (SMART ASS, 2018). Other contributors, like Lester Bangs, are regarded as beyond
just historians, and are rather viewed as influential contributors to the events that shaped the rise
of rock and roll as an important musical genre.
The process of analysis for this work included determining the principal contributors to
the historical understanding of the chronicled events, and memoing the events to tease out how
the historic text fit together with one another to paint the picture of the events that took place.
Theoretical memoing is an ideal grounded theory approach to blending the
idiosyncratically disparate fields of history of behavioral science, as it allows the researcher to tie
together the threads that emerge in the mind’s eye during the process of investigating existing
documents. The process of theoretical memoing is one of the most misunderstood in grounded
theory, however this is by design. Memoing can take any form that the researcher chooses and it
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is normative that the memos remain totally private and should not be subjected to critique, thus
allowing the researcher the creative freedom to explore even the wildest ideas.
No less than Barney Glaser has made the case for memoing to be entirely private:
“It is normative for no one to read another person’s memos. I
have never known someone to ask another person to read his
memos or someone to ask another person to read his memos. Thus
memos can take any form. They are normatively and
automatically private. Their style is free. Memos can take any
form, shape or whatever without being critiqued or evaluated.”
(Glaser, 2016)
Still, the idea of using memoing for a section of this work which falls much more into being
viewed thorough the historical lens, allows the author to better understand the historical
relationships between the secondary texts used for evaluation, and the psychological conditions
that may have been experienced on the ground. For example: the secondary texts that were used
for the Altamont section are historical accounts, written by historians, with limited desire to
unpack the psychological conditions on the ground of Altamont, and rather focused on
accounting for the events of the day.
The use of memoing allowed the author to explore ideas of how such conditions would
impact psychological experiences of managers, staff, and concert attendees. The primary text for
the historical section of this study was approached in a similar fashion to how Karl Weick
approached Norman Maclean’s Young Men and Fire, using the historical text inform his research
into Sensemaking as discussed in The Collaps of Sensemaking: The Mann Gulch Disaster, where
we can see Weick’s memos when he shares them with us as a list. Even though Weick’s paper
was written 1993, well after the discovery of grounded theory, it’s worth noting that it is not until
2016 that Glaser takes the time to make the point of the importance of memoing, and describes
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how the process should be as free as the researcher chooses. Weick’s list is an example of
Glaser’s memoing, even if it was entirely unintentional that it is.
“1. The crew expects a 10:00 fire but grows uneasy when this fire
does not act like one.
2. Crewmembers wonder how this fire can be all that serious if
Dodge and Harrison eat supper while they hike toward the river.
3. People are often unclear who is in charge of the crew.
4. The flames on the south side of the gulch look intense, yet one
of the smokejumpers, David Navon is taking pictures, so people
conclude the fire can't be that serious, even though their senses tell
them otherwise.
5. Crewmembers know they are moving toward the river where
they will be safe from the fire, only to see Dodge inexplicably turn
them around, away from the river, and start angling upslope, but
not running straight for the top. Why? (Dodge is the only one who
sees the fire jump the gulch ahead of them.)
6. As the fire gains on them, Dodge says, "Drop your tools," but if
the people in the crew do that, then who are they? Firefighters?
With no tools?
7. The foreman lights a fire that seems to be right in the middle of
the only escape route people can see.
8. The foreman points to the fire he has started and yells, "Join
me," whatever that means. But his second in command sounds like
he's saying, "To hell with that, I'm getting out of here."
9. Each individual faces the dilemma, l must be my own boss yet
follow orders unhesitatingly, but I can't comprehend what the
orders mean, and I'm losing my race with the advancing fire
(Weick, 1993).
It can be seen through this list that Weick is devising thoughts of what the smokejumpers might
have been thinking, even though in many cases there is no way to know since 13 of the
firefighters died in the incident being studied. He asks questions of what it means to be a
firefighter without the tools of a firefighter; what one would think when the foreman burns a fire
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to create a fire break and invites them to join him in it which was a new technique that most
firefighters were unaware of, causing the men to think he was suggesting they burn themselves;
and generally uses these questions as memos to unpack the thoughts of a group of people who’s
thoughts cannot be known. In this way this research used memos to probe questions of what
people could have been thinking on the ground at Altamont.
Memoing allows the researcher to explore and probe what may have transpired in events
where it is hard to know what people were thinking. For example, the Hells Angels are a wellknown group that is super secretive, and although many have spoken about their experiences at
Altamont, no one will ever know the thoughts that were in their minds during the event; how
they felt about being compensated; how they felt about the crowd size; and the experience over
all. In this way, memoing has allowed this research to explore what may have been going on by
relating the historical texts of the incident with behavioral research in order to combine the two
and unpack some of what the Altamont nightmare was.
Observation
The process of observation was carried out by the author attending the specified festivals
and observing employees conducting their job tasks. So that the employees would not alter their
behavior there was no notice given that they were being observed. At each event a senior
member of management was contacted with the request to observe and asked to not let any
member of the team be made aware that such research would be being conducted. During the
process of collecting data the author moved about the grounds with a small note pad and
collected field notes. From the outside the author would have appeared to anyone as a journalist,
with the goal of raising no suspicion of what was actually taking place.
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During the course of observation, the author used a small pad to take quick, thumbnail
style notes, a shorthand of sorts, that allows the author to go back immediately following the
observation and use the notes as guideposts to reconstruct the observations. For example, a note
that reads, “100’s of pounds of ice being moved with new carts,” can invoke the image of where
the author was sitting at the time the note was made. The author can then see in his mind’s eye,
the intersection the three pathways: one extending to his left with food trucks and police
services; one going behind him towards the area of the museum that is clearly for grounds crew;
and to his right where there are 40 porta-potties, misting cooling stations, hand sanitizer stations,
and eventually the main concert area where several thousand people are assembled.
It should be noted that the author has a deep background in music and visual arts, where
he has used the same technique for decades where a single word can be used to trigger the
memory of an entire song’s worth of lyrics, or a small one-inch squared drawing can bring back
the details of an entire landscape. The latter was a deep part of the author’s undergraduate
training as a painter.
The key to the effectiveness of this method is to waste no time in writing up a full sketch
of the events in a long format, such is the formation of the cases presented here, which can be
seen in many ways as extended field notes. Quickly following the process of observation, the
notes were translated into more extensive prose descriptions of the events that were observed.
Three areas of operations were the primary focus: grounds crews, security, and food and
beverage. The activities of these three groups are highly visible on the grounds of all festivals
and can easily be observed without needing to interact with the employees of the various
departments.
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Grounds crews were typically evaluated by the observation of how trash was handled.
Rubbish removal is a serious matter in areas of high population density yet are generally not
thought of by most people. As such, they are a good barometer of festival management at a
micro-level.
Security is one of the most important and visible areas of festivals, where members are
meant to be seen so as to allow participants to know they are both safe, and at the same time
should not get out of hand.
Food and Beverage is not only one of the most important areas of festival operations, it is
also one of the largest profit centers for large events. Some research suggests that not only is
F&B tremendously important to the experience of festival participants, it may even be a primary
driver even greater than the music itself (Bowen, & Daniels, 2005). F&B operations were
typically evaluated on measures of cleanliness, effective placement of outlets, and the
transportation of goods to and from outlets, most specifically, ice. At any large event, thousands
of pounds of ice are used, which must be transported around the festival grounds quickly so as to
prevent melting.
Understanding how festival workers conduct their job tasks gives a rich understanding of
how managerial goals affect the worker’s experience. For example, if a manager employs a
multiple checkpoint gate system in order to gain access to the back stage area, this may seem like
an excellent idea for preventing unauthorized access, however it may prove to be an impediment
to worker’s abilities to complete assigned tasks. This could have an adverse impact on their
expected ability to complete a task in relation to the perceived difficulty of the task, which can in
turn completely change the employee’s perception of the effort-reward relationship as put forth
by Vroom (1982).
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In the case of FunFest, the author’s insider participation and influence on the activities of
the event were not seen to adversely impact the data collected, as the author did not know at the
time that this research would be an outgrowth of the experience. In this case, the author attempts
at all times to regard his participation through the lens of a third-party observer, and mainly
focuses on the interviews of others, rather than personal experiences. Still, the FunFest case is of
deep importance to this research as the experience yielded very rich data, first hand documents
relationships, and observation at a very granular level.
Interviews
Of core interest to this research was the interplay of operating procedures and
occupational stress, bounded by the nature of temporary organizations. As such, the combination
of the event observations and interviews, suggested a relationship between these two variables
with operating procedures as a potential antecedent to occupational stress. The interview guide
(see Appendix B) was developed with the goal of better understanding these relationships. The
questions used in the interview guide, along with the interview style was reviewed by a round
table of peers, as well as consultation with two qualitative research methods experts.
In keeping with the nature of the grounded theory approach, questions were allowed to
evolve through the process of interviewing subjects. For example, the concept of compensation
anxiety was not known prior to the beginning of the interview process, however it emerged as a
theme early on prompting the addition of questions which ask about payment methods and their
effects on employees. As such, when new concepts arose from the interview process, new
questions were brought into future interviews
Interview subjects were identified by working with top managers of the events, who in
turn made their management teams available to the author. In the case of FunFest, the author was
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the top manager of the event, and as such had contact information for all other managers who
were involved. Interview subjects for FunFest were chosen based upon their level of involvement
at the event, as well as deselecting several managers whose involvement in this study may have
endangered them. Some potential subjects expressed fear in being involved in something that
might expose events that had taken place at FunFest, and as those incidents are not the focus of
this work, they were deselected for their own mental well-being. Interview subjects for The
Bluegrass Festival and Robert’s Soapbox Derby were selected by the top management of each of
those events.
In all cases it was made clear to interview subjects that their participation was not
required, and was a purely voluntary act, that they could walk away from at any time should they
so desire. No subject opted to cancel an interview.
In total, eleven managers were interviewed in person, and by phone, with the process
lasting between 45 minutes and 90 minutes. Nine of the interviews were recorded, and two were
interviewed with notes, with each interviewee’s permission. The interview questions were
designed to reveal the subject’s thoughts on temporary organizations, occupational stress, and
operating procedures, with each category being left open to the subject’s desire to speak about
personal experiences and goals. This openness is a leading contributor to the variance of
interview times. There were many instances of the questions straying into other lines of
questioning, and the subjects were allowed to freely explore what each question meant to them
individually. This process allowed for a deep exploration of the “why” of each individual’s
motivations and experiences. Indeed, preventing subjects from straying off the initial question,
and pushing them back would seem too much like leading the question, and as such the author
felt it was best to allow the digressions, which led to interesting new themes to emerge.
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The audio files of the interviews were transcribed using two transcription services. The
first, Rev.com, produced well transcribed results, but was very expensive. Trint.com was used as
a less expensive transcription option, however their output, which is produced by artificial
intelligence software, required a lot of post-transcription clean up. The clean-up process involved
reading the transcriptions along with the original audio file so as to make corrections where
required.
Data Analysis
The process of data analysis was a multi-step process making use of observational data
and semi-structured interviews. The data analysis process was Grounded Theory (GT) data
coding as described by Glaser and Strauss (1967, 1968, 2006) and involved open coding to
develop an understanding of the phenomena under investigation, followed by axial coding in
order to relate these codes to one another, and finally the use of theoretical coding to develop an
inductive pictorial theoretical model (Glaser, 1978). The process included: data coding,
theoretical memo-ing (Glaser 1998, 2016), and theoretical coding. The coding process was done
by uploading interview transcripts into NVivo Pro, a qualitative software package by QSR
International (Jordan, 2018).
Qualitative Data Analysis
Interview transcripts were imported into NVivo and coded for the three themes of
investigation: temporary organizations; occupational stress; and operational procedures. The
complete codebook can be found in Appendix A, and the complete coding tables can be found in
Appendix E. A full count of sources and references can be found in Table 4, which includes the
emergent theme of compensation anxiety.
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Table 4: Sources and References of Open Codes

Sources

References

Occupational Stress

8

43

Operating Procedures

8

67

Temporary Organizations

6

11

Compensation Anxiety

5

23

The initial three codes were the product of observations during the FunFest case and were used
to build the interview guide. As such, it was not a surprise to find that the codes aligned tightly
with that case, but when constantly compared to the other festivals studied, the codes told a story
of positive and negative pressures experienced by workers depending on the organizational
culture or procedures of the various events.
Following the process of open coding, NVivo were used to introduce theoretical memoing, which pushes the researcher towards theoretical codes (Glaser, 1978 pp 85). The memos
were approached as entirely creative and organic thoughts that serve to tease out relationships
between the codes with the goal of allowing for a theoretical code to emerge. The role of
occupational stress allowed for memos that suggested that stress was a product of a lack of
operational procedures, or more generally organizational culture. The memos showed areas
where procedures and culture were strong, and stress was limited, and other areas where they
were nearly non-existent resulting in high levels of stress.
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Figure 1: Diagram of Relationships of Occupational Stress code to Subjects of all Events Studied
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While there were relationships between the code of occupational stress and all events
studied, how the subjects discussed the nature of stress was demonstrably different as seen
through the lens of the memos. This emerged as a consistent theme across the various cases and
helped to identify the positive and negative pressures of the emerging theoretical model.
Temporary organizations, which were the least mentioned code, led to memos that ask if
the very concept of the temporary organization is so intrinsic to the subject’s understanding of
the organizational setting, that the idea itself literarily went without saying.
As subjects were allowed to speak freely and for as long as they wanted, and were feeling
comfortable with the interview process, in some cases they opened up about a concern that they
would not get paid. This was introduced as the code of “compensation anxiety” in order to
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differentiate it from existing research into the area of job insecurity and related subjects that are
not as nuanced as the emerged concept of compensation anxiety. The memos on this code
begged questions of how existing ideas of job insecurity differed from the experiences of festival
workers.
As the process continued memos detailed relationships between the original codes and
allowed for a pictorial theoretical model emerge.
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CHAPTER 4 – GOING DEEP INTO THE DARKNESS
Altamont Free Concert
To discuss festivals is to remember the events that took place on December 6th, 1969 at
the Altamont Free Concert. Discussion of Altamont, as it is commonly called, is rarely done
without the inclusion of the word, “debacle,” which is quite an understatement.
Altamont was produced by The Rolling Stones as was meant to be the West Coast
bookend to the Summer of Love. The Woodstock Music and Art Fair had taken place the
summer before in August, and the Rolling Stones were unable to attend because front man Mick
Jagger had been in Australia shooting a film. Despite Woodstock’s various catastrophes it was
on the whole regarded as one of rock and roll’s most historic moments, and to this day is held in
high esteem.
From the beginning, Altamont was disorganized and struggled to address the main issues
that any promoter should be focused on. In the following month Rolling Stone Magazine tried to
unpack the things that had taken place at Altamont and surmised that the only two things that had
not gone wrong: “mass rioting and the murder of one or more musicians,” and laid out a list of
the things the promotor had done to almost insure that the festival was a disaster:
1. Promise a free concert by a popular rock group which rarely appears in this country.
Announce the site only four days in advance.
2. Change the location 20 hours before the concert.
3. The new concert site should be as close as possible to a giant freeway.
4. Make sure the grounds are barren, treeless, desolate.
5. Don't warn neighboring landowners that hundreds of thousands of people are expected.
Be unaware of their out-front hostility toward long hair and rock music.
6. Provide one-sixtieth the required toilet facilities to insure that people will use nearby
fields, the sides of cars, etc.
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7. The stage should be located in an area likely to be completely surrounded by people and
their vehicles.
8. Build the stage low enough to be easily hurdled. Don't secure a clear area between stage
and audience.
9. Provide an unreliable barely audible low fidelity sound system.
10. Ask the Hell's Angels to act as "security" guards. (Bangs et al., 1970).
Mick Jagger had been under pressure to do something for the fans as their proceeding U.S.
concert was seen by many to have been a money grab, with exorbitant ticket prices and limited
access to true fans, with some referring to the Rolling Stones’ behavior as that of “sleazy
capitalists (Selvin, 2016 pp. 108). When it had been difficult to find a place to host the concert,
Jagger desperately said, “Well, man, we'll play in the streets if we have to," in seeming
desperation to shirk off the stink of being just about money, which was anathema to the hippie
ethos (Bangs et al., 1970).
The myth of Altamont has grown through the years, but it cannot be understated enough
the degree to which the organization was completely disorganized and unplanned. For example,
much is made of the decision to use the Hells Angels for security, and their subsequent behavior,
but it’s rarely mentioned how they were compensated. The Rolling Stones had made an
arrangement with the Angels to compensate them with $500 worth of beer as a “gratuity.” The
fact that the beer was seen as a gratuity suggests one of two possible things: that the Angels
expected to get paid real money, and that the beer was a perk; or that the Angels agreed to
provide security for free (History.com, 2009). If the scenario is the former – that the Angels
expected to be further compensated, beyond just the beer – than it is entirely possible that upon
arrival they would become enraged to discover they would not be paid. If it were the latter – that
they always planned to do the work for free – than it can be surmised that they didn’t take the
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work very seriously to begin with. Either way, drunken Hells Angels, not taking their job
seriously, or being mad about the arrangements made for services, is a recipe for disaster that
anyone who is even remotely familiar with the group’s activities, would have seen a mile away.
From the beginning of the event it was fraught with violence, mostly from the Angels,
but not always. Upon arrival Mick Jagger was randomly punched in the face by a kid who forced
himself through the crowd backstage (Russel, 2009). Later during the set of The Jefferson
Airplane, a member of the Hell’s Angels beat the lead singer, Marty Balin, unconscious, on
stage, in front of everyone (Selvin, 2009 pp. 175). Numerous people reported Angels beating
fans throughout the crowd and Charlie Watts, the venerable Rolling Stones drummer, was quoted
as saying:
“I was talking to a couple of the Angels when the tent flap wobbled and
one of them whacked it with a billiard cue – there was probably some
kid’s head behind it. When it came time for us to go on, the Angels made a
line for us to pass through. I felt very worried as we walked to the stage
(Russell, 2009).”
One can only imagine that if the drummer for the headlining band felt the way Charlie Watts felt,
the mood around the festival grounds must have been explosive. And such was the situation
leading into the Rolling Stones’ set before a crowd of over 300,000 people.
Lacking any creature comforts, many of the crowd had arrived a day before the show and
sat in the cold so as to secure a front row spot, and for many of them, the long wait in the cold,
would leave them with nightmares of memories. For one, it would leave him a lifeless body and
a legacy of being the event that transformed festivals forever.
Meredith Hunter, an 18-year-old black man, at the concert with his girlfriend, were near
the front of the stage when a Hells Angel grabbed Hunter by the ear and hair. A grip Hunter
shook himself away from the Angel and gave him a cold stare, which resulted in the Angel
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punch Hunter in the face. When Hunter fled the Angel gave chase and this time, with more
Angels joining in, continued to beat Hunter, who continued to attempt to escape through the
crowd. Getting a moment to run he also reached for a gun that he had on him and was instantly
taken down by a Hells Angel who stabbed him in the neck with a knife. The Hells Angel, Al
Passaro, who had stabbed Hunter continued to stab him again, four more times, in the back.
Hunter told him he wasn’t going to shoot him, but another Angel questioned why he had a gun
then, which led to a group of the Angels smashing the dying Hunter with a garbage can, and
kicking him, and the one who had started all of this by grabbing his ear and hair, actually
standing on Hunter’s head before walking away as if the whole thing were nothing (Selvin, 2009
pp 215 – 220).
It is simply horrifying to consider that such a thing could take place in front of so many
people, and that the nature of Altamont, but really any large event, allowed it as stopping the
show may have resulted in mass rioting and more death and injury. The Rolling Stones did stop
for a brief moment, and they were horrified as Hunter’s body was lifted on to the stage in an
effort to get him some attention, and Jagger himself turned away in horror at the site (Selvin,
2009 pp. 217).
The lack of organization and operating procedures are an obvious reason for the
breakdown in control at the Altamont Free Concert, but another issue at play was the obvious
lack of remuneration built into the very idea of a free concert. No bands, nor their crews, were
expecting compensation. The security of Hells Angels was paid entirely in beer. Such a method
of compensation, while seemingly humorous, would certainly cause the security team to question
the value of their contributions, which could lead to anxiety resulting from the contradiction of
the expectations of the job versus the compensation structure. Even concert attendees were faced
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with the reality that they were under siege, with little resources, and the knowledge that the exits
were entirely blocked with abandoned cars that clogged all roads in or out. Anyone without
access to a helicopter was in real danger either from violence at the worst, to the simple lack of
supplies at the least. As was noted at the beginning of this section, it was as if the organizers had
laid out a plan for a disaster, and as such it can easily be said that everyone involved with the
event was suffering from massive amounts of stress.
FunFest
FunFest was intended to be an exciting, nine-day music festival, which would run
concurrently with a motorcycle rally in June of 2016. The event was an ambitious undertaking
for a first-year event, and as a result of mismanagement failed to even reach its proposed last
day. In the most ideal of worlds, FunFest – a nine-day music festival aimed to take place
alongside one of the oldest motorcycle rallies in the United States – should have been a
profitable experience, which would also be quite a bit of fun. However, that’s not how things
turned out, the facts of which will be discussed in detail throughout this paper. Using the author’s
experiences as a quasi-member of the top management team of FunFest, but also the literature
surrounding temporary organizations, crisis management, and the psychological implications of
acute stress on management teams, this paper will explore how the procedures of FunFest, and
its management, led to catastrophic failure during the events of Saturday June 11th through
Sunday June 19th.
Time, as has been noted by Lundin and Söderholm (1995) is the defining characteristic of
temporary organizations.
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Figure 2: Timeline of FunFest Events

With limited time, and befuddled human resources, the event was a time bomb waiting to
explode. The magnitude of the crisis, from the beginning could not have been known, but the
impending crisis was felt by all.
In order to fully understand the events that took place at FunFest, one must first take into
account the very definition of a crisis:
“A crisis is a sudden and unexpected event that threatens to
disrupt an organization’s operations and poses both a
financial and a reputational threat.” (Coombs, 2007)
From the FunFest experience the author would extend the definition of crisis beyond just the
financial and reputational, to include psychological as such crisis can provoke severe levels of
stress in both management, workers, and participants.
The FunFest concert series was supposed to take place concurrently with Laconia
Motorcycle Week, and as such there were a lot of jokes about the events that had taken place at
The Altamont Free Concert, and as it turned out the jokes weren’t that funny.
The event was planned to host top talent, drawing up to 36,000 spectators per day, and
would be the largest event taking place on the East Coast during that time period. Because of the
nature of terrorism in today’s day and age the event was designated a Homeland Security Event,
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which meant that the grounds would be patrolled by not just members of the local police, but
also homeland security agents with bomb sniffing dogs and radiation sensors deployed around
the event. This level of security presence should have served to set the tone of the event, but the
security details were not allowed access to the back-stage areas, where much of the trouble
would take place.
The events as they unfolded are detailed in Appendix D, however what transpired over
the days of production were foreshadowed by the initial development of the festival grounds in
the days before the public arrived. When crews began to arrive, from all across the Country, they
were met with failures to prepare for their needs as basic as water and showering facilities. These
things were addressed as emergencies, rather than having been prepared for in advance, and as
such the roles that people had come to play were changed from the second they arrived.
For example, employees who had arrived to provide talent transportation were quickly
foisted into the role of grounds crew, moving equipment, helping to build bars, helping with the
setup of the staging, moving trailers, setting up generators, and more. Todd, one of the prominent
managers was supposed to be in charge of ticketing and the front gate, but he quickly found his
role had shifted to include a lot more in his bailiwick.
“So, I became more overseeing ticketing and kind of
overall festival grounds everything from maintenance to
janitorial to and then also vendors.” Todd, Operations
Manager, FunFest
At this point, had the promoter decided there was still time to bring in extra people. There was
still time to make arrangements for the comfort of workers. It would have been a simple fix to
pay the septic company to pump the toilets in the trailers, which would have cost only $200/day,
but the promoter was more focused on trying to squeeze every dime he could from the
operations, and employee comfort was not a priority.
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“It felt more like let's make money. That's what I got from the top.”
The main manager on site had deep experience in producing concerts but seemed to be
stymied by the main producer of the event who did not arrive on site until just a couple days
before the event was scheduled to begin operations. The result of the main producer’s arrival was
to throw everything into chaos and pandemonium. He arrived with personal security that began
to threaten everyone with bodily harm and demanded that everyone do whatever he told them to
do at a moment’s notice, regardless of their job description.
FunFest was astoundingly dangerous, and yet many workers continued on, attending to
tasks, as if they were oblivious to the obvious danger surrounding them. Before the event had
even begun there had been threats of putting people, “in the woods,” and mention of putting a
person in a, “vat of acid,” and yet workers subscribed to the traditional entertainment adage,
“The show must go on.”
“Angry and it just, just, seemed resentful like deep resent.
It seemed ancestral it didn't seem current. The ancestral
blood in the area. And the trees the trees and the crows. It
was kind of like kind of a dark seeded area. It's really
bizarre really bizarre.”
What people experienced during this festival was not typical and was deeply unexpected.
The principal goal of this research is to gain a better understanding of how temporary
organizations function with particular attention paid to understanding the intersection of the
unique procedures of temporary organizations and the organizational behavior of such
operations.
FunFest demonstrates points where the procedures of the event broke down, and also was
built back up. For example, prior to the arrival of the chief promoter things were working well
under the direction of his next in command. During this time, the experienced lieutenant was
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able to give direction and delegate authority to other members of his management team. When
the chief promoter arrived, things changed dramatically as his management style was ineffective,
combative, and he lacked the ability to delegate duties, and attempted to micro-manage all details
of the event. This caused a fundamental shift in the procedures on the ground, and suddenly
everything changed. People’s stress levels increased; there was a breakdown in communication;
some team members retreated to areas of the grounds where they would not have to interact with
management; and in general, it could be felt that the event was barely holding together.
The leadership styles of the Chief Promoter and his Lieutenant were wildly different
which lead to misunderstandings amongst staff members, and managers who reported to them,
and the Chief Promoter’s new style is at odds with what is typically experienced within festivals
(Bechky, 2006).
Understanding the magnitude of FunFest is best accomplished by viewing the event’s line
up, which included numerous, top, international, stars, who’s booking fees ranged from $50,000,
on the low end, to hundreds of thousands of dollars, on the high end, for single 90-minute
performances. In conjunction with international brand sponsorship, multiple stages, and the
event’s proximity to one of the nation’s largest motorcycle events, it is easy to see that an event
of such size and scope would need to be led by a production team with deep, professional,
experience.
Table 5: Headliners and Top Performers of FunFest

Steven Tyler

Ted Nugent

Bret Michaels

Buckcherry

P.O.D.

Fuel

Warrant

Sevendust

L.A. Guns

Lita Ford

Trixter

Saving Abel

Kore Rozzik

Leaving Eden

Attika7

Think Pink Floyd
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Table 5 provides a glimpse of the star power that had been lined up for FunFest, and that
is only the headliners and top performers. There were many other artists performing each day,
starting at one o’clock and continuing until midnight.
Daily projections for spectators were estimated to as high as 36,000, and as such the
festival was designated as a homeland security event, which meant there would be police, bomb
sniffing dogs, radiation detectors, mobile command centers for police, fire, EMS, and Homeland
Security. Such a profound and visible police presence should have served to set everyone at ease,
however what happened backstage was not part of any state or federal detail’s scope of control.
“Well that's why when I wasn't getting food I got mad.
Because I couldn't sustain life and I was just living on
Monster Energy drink.” Rob, Stage Manager, FunFest
Simple decisions were not made in order to provide for the comfort and safety of workers
at FunFest, which could have served to effect a smoother operational flow. In situations like
workers in disaster zones the stakes are understandably high, but the impacts of stress on workers
in many environments has the capacity to impart negative affect. Linden, Keijsers, Eling, &
Schaijk (2005) explored the cognitive impairment of burned out people who went so far as to
leave the work force, teachers who expressed feelings of burnout, and teachers who did not feel
symptoms of burnout, and found that burnout symptoms were correlated with cognitive failures,
executive control, and attention deficits.
At FunFest teams did not come together as would normally be expected, which is a
fundamental aspect of success. Even though some managers were aware that teams were
important, they were also aware that trust was an integral aspect of teams functioning properly.
“Teams have to trust each other quickly, and if you fail to
do what you said you would, people will be done with you
at the first mistake.” David, Talent and Transportation
Director, FunFest
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In an environment where trust is inherently lacking, it is difficult, if not impossible for teams to
come together in any meaningful way.
This event serves as the impetus for this entire research study, as it described a worst-case
scenario, and field notes allowed for deep understanding of all that took place, combined with
deep primary artifacts which can be incorporated to paint a robust picture of all that took place.
In addition to a participant observer study of the festival, interviews and reviews of primary
documents should serve to tease out an understanding of what happened during those days and
help to identify future areas of research.
FunFest was rife with errors including a complete and total lack of Operating Procedures.
Following the exit of the main production management it could be said that there were no OPs in
place anymore, with the exception of the protocols being used by the stage manager who was
strict about who could be on the stage, and around talent.
“…there wasn't a whole lot of organizational skill involved
in this event.” Todd, Operations Manager, FunFest
Following Lundin and Söderholm (1995) temporary organizations focus on teams and
tasks with a visible transition taking place as a result of efforts. The overall lack of OPs left staff
in positions of confusion creating stress that exceeded what could even remotely be acceptable to
even seasoned festival workers, let alone temporary staff. The primary driver of this was the
festival promoter himself, but along with him was security and their willingness to deploy fear
tactics to motivate anyone who stood in the way of the promotor’s agenda. Of course, when the
promoter left the grounds things became altogether anarchistic with little in the way of
leadership, which might have been mitigated by the use of agreed up on procedures which could

50
have helped the event to maintain some integrity even in the absence of the original management
team.
Further investigation into this will be conducted through the interviewing of managers
who remained after the departure of the promotor and his initial executive team. While the above
history of what took place during the event does not paint a picture of laughter and roses, the
truth is many of the people involved did find humor in their circumstances. Many groups could
be found each night, after the day was over, relaxing with a beer and telling stories of all the
thing that happened during the day. These topics were as often as not met with laughter and good
spirits. In interviewing these subjects, the degree to which individuals were able to accept the
circumstances as humorous will be of interest as relating to their degree of remembered stress. In
cases where the subject was able to maintain a high level of humor and reports lower levels of
stress than others, we would find support for Van de Velden’s (2012) theory that humor can
mitigate occupational stress.
“Like when you get to a stage at six o'clock in the morning
and you see three tractor trailers show up and you realize
there's only four of you, you know you can see the stress.
Just keep things light. Just talk to people with respect and
make it fun. Maybe joke around about it. What else can you
do? You've got to get it down, you might as well just have
fun doing it.”
“I'm telling you fun and enjoyment and playfulness that
would be like, you have just this event. Laconia there was
moments of enjoyment where there were moments of like
bonding where there were moments where people stepped
to the table because shit was falling apart. If people had to
like really become heroes, they did.”
This kind of management in a festival space like FunFest resulted in complete and total
breakdowns of control, with managers, team members, and volunteers alike having no idea what
was expected of them, and where they should go. Within this space there was no sense of
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permanence and all members of the entire crew and management had no long-term intent, and
very few had ever met anyone else on the grounds before. The FunFest results may seem to
follow the warnings of Jo Freeman’s (1972) theory of the tyranny of “structurelessness,” in
which she suggests that in the absence of clearly defined structures, hierarchies are still in
existence and a particular kind of dominance can still be found, which was contrary to the
prevailing thought of the feminist movement of which she was writing. Freeman’s theory has
been widely adopted as applicable to other realms of research and has been pushed back against,
particularly by theorists of anarchy who have argued that the lack of definitional understanding
of the term itself prevents deep understanding of the concept (Havercroft & Prichard, 2017).
Central to understanding how structurelessness impacts within realms of organizational behavior
is Buchanan & Tullock’s (1962) concept of ‘pressure groups,’ which can exercise undue
influence upon the masses, effecting change to their own benefit rather than to the common
good. Buchanan & Tullock’s concept, however, requires time for the pressure groups to grow
and absorb unnatural amounts of power, which does not fit within the case of FunFest. Rather,
the author would submit that in the absence of a locus of control (Rotter, 1966) the FunFest event
functioned more under the terms of Mandeville’s theories of the division of labor (1795), ‘The
Invisible Hand (Smith, 1776 pp. 477), or Hayek’s ‘Spontaneous Order’ (Hayek, 1945 pp. 528),
the central theme of all being, as Smith said, to “… promote an end which was no part of his
intention.” Simply put, the people involved in FunFest, following the departure of the primary
management team, were completely unstructured, with no guidance, and yet no ‘pressure group’
rose up to affect undue authority, nor was a tyranny of structurelessness found to be at play.
Rather, the group self-organized, allowing certain people to operate as directors, but with the full
understanding that should they venture onto a course of self-centeredness, they would be quickly
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removed from such a position and a more appropriate person would be installed. In this way, a
sort of control was re-introduced to the event, which allowed for operations to continue.
The outcomes of this study will help to inform both scholars and managers to better
understand how protocols, which are put into place for specific reasons, actually contribute to the
intended outcomes. Standard Operational Procedures help to codify institutional memory, and as
such are not inherently a bad thing, however too many may result in curvilinear outcomes as
related to OPs and performance:
It is important to avoid such a law of diminishing returns by understanding the impacts of
OPs on workers so that managers can make reasonable and informed decisions about the amount
of types of OPs they put in place.
Scholars
Academic interest in occupational stress is a rich component of understanding
organizational behavior, and through this research the body of knowledge will be expanded to
better understand how previous knowledge can be applied to temporary organizations, and how
known protocols impact on a type of worker that differs from those that were studied before.
Specifically, previous research has been conducted on workers in catastrophic
environments, and fields that are known to be high stress, like firefighters, emergency room
workers in hospitals, police officers in riot conditions, and military personnel. While these
workers are obviously important with regards to occupational stress, there is stress in other
fields, and in the area of festival workers and event staff, the stress can be equally high, and
compounded by the potential trust issues that arise in temporary organizations.
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Further, this research is important in that it can be generalized to many areas of large
groups of people who come together to form temporary working organizations, or even smaller
worker groups like task forces or managed projects within permanent firms.
What we have seen with the FunFest example and experiences of Mr. Smith, is that a lack
of OPs can lead to a total breakdown of sensemaking within the festival operations landscape.
When workers don’t have people or protocols to turn to they are effectively adrift unless they are
extremely entrepreneurial and autonomous, and willing to carve out their own little area to focus
on. This was seen in the example of the worker who focused on the distribution of water, but that
worker was a rare person during the event. More normal in the case of FunFest were workers
who simply didn’t work. They shut down or tried to avoid people who would ask them for
anything at all. The staff members who were willing to step up and go the extra mile were
worked very hard, and in many case were observed to be without direction, or pulled in too many
directions, as Mr. Smith observed. This provides an important area of future research for scholars
to explore by way of incorporating the festival and events into the existing literature stream of
other temporary organizations such as firefighters, crisis workers, and the like.
Managers
Managers of festivals and other large events are in a new era. While large events have
taken place over millennia there is a new professionalism that is being applied to the field with
the rise of grand festivals like the Bonnaroo Music and Arts Festival that function on the level of
national organizations, hosting tens of thousands of people, where deep understanding of the
impacts of operating procedures are needed to better serve event staff, and concertgoers alike
(Arik, Penn and Capps, 2005). This paper will help to elucidate the need for choosing the right
protocols to deploy within these unique settings give the best outcomes.
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Understanding what happened at FunFest will help to serve managers of future events in
understanding how a lack of OPs can lead to breakdowns in the functioning and performance of
crews, particularly as they are ad hoc, or temporary in nature, and as such have little loyalty to
the firm, or commitment to the organization’s goals. Following Vroom’s Expectancy Theory is
critical for managers to understand why workers behave the way they do within festival
environments: if what is expected is not clearly articulated, and how to meet those expectations
not made plain, workers will become grossly uncomfortable in the lack of definitions to guide
them as they work autonomously. Further, without clear expectations it’s difficult for managers
to point our errors and motivate workers to achieve the goals they felt they could accomplish
when they were hired.
Starting with FunFest the research will investigate through direct observation, and
interviews with managers, how OPs are deployed in both successful and unsuccessful ways.
Combined with the historic context of the Altamont Speedway Free Concert, which presents one
of the worst-case scenarios in the history of music festivals, this chapter should paint a rich
portrait of the ways workers come together within the framework of festivals as temporary
organizations.
An Emerging Model
Throughout the interviews managers talked about their desires to provide guests with a
safe and enjoyable experience.
“I think you know I think efficiency of flow was kind of one
of the primaries. How can we move people as easily and as
quickly, so we don't get congestion up at the front and you
know not only are we blocking out other vendors up there
who kind of share the same space but also how can we get
them into the festival as quickly as smoothly as possible so
they'll start consuming alcohol being a part of the show you
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know? And so of course safety is always number one. You
know we try to create a safe environment.”
“My mom knew what was going on and my mom's friends
knew what was going on, but when they came to see Steven
Tyler they said that nobody would have ever known
anything that's going on. It went perfectly smooth and they
were happy and that's the main thing. Keep the crowd
happy.”
Managers have more than the obvious reasons to want to keep safe and maintain a high level of
guest experience. They are also dealing with large crowds, and as such, if something goes wrong,
it can lead to seriously adverse consequences. This leads to the question of how the desire to
keep things safe, and have the crowds enjoy a positive experience, can also act a root cause of
occupational stress when things don’t go as expected?
While Rob, the stage manager expressed pleasure that his mother had a great experience
during the Steven Tyler concert, and that no one would have known what was going on
backstage, he also commented:
“The last thing you want is the crowd starting to get
stressed. That's just going to create a bad situation.”
Manager Todd also expressed concern about upset crowds, while he had previously discussed the
desire to create a safe and enjoyable environment, “There is still serious stress. I mean just it's
just the hours of work, the loud music environment, the chaos created with such large crowds.”
Following these kinds of statements from managers, a model is suggested that demonstrates
safety and guest experience as antecedents of occupational stress.
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Robert’s Soapbox Derby
This annual event is hosted by Steven Robert’s, and is known as “Robert’s Soapbox
Derby,” which is held in high regard by the town and its residents, though that was not always
the case. In its early days the Derby was not registered with the town, and the road it was held on
was not even closed.
“That is to say unsanctioned and basically illegal.” Steven, Event Founder
Robert’s described the early years of the event as being outside the law:
“It should be pointed out that it started as an entirely guerrilla activity.” Steven,
Event Founder
but when the police got wind of what was going on they made it very clear that they would not
tolerate such activities in the future, even going to far as to suggest that even if someone else
hosted such an event they would come for him first. This posed little problem moving forward
though, as Robert’s learned the license for closing the road was only $15, and he began to
register the events. Still, the events are not sanctioned by the national Soapbox Derby
Association, and Robert’s and the participants wouldn’t have it any other way. The reason for the
disregard for the national sanctioning body is that the way official races are conducted wouldn’t
be in keeping with the spirit of the Robert’s Derby. His derby encourages outlandish car designs,
and incorporates and places high value on artistic creations, whereas the official races use stock
car designs and have strict rules about variance from what is acceptable.
It is attended by roughly 500 people each year, and provides food trucks and live music,
in addition to the soapbox derby race itself.
Soapbox derby racing is a popular hobby sport that takes place all over the United States
each year, and while the events do have a sanctioning body, this derby is not within that
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framework. Typical races involve “stock” cars, which have been built to a specific form, but the
Korthguth race encourages racers to build fantastic cars often in the form of spacecraft from
movies, like the Millennium Falcon, or hodgepodges of constructions out of PVC piping, and the
only safety requirement is that the participants must wear helmets.
The event is situated at an industrial park on a Sunday afternoon when there is very little
activity, along a steep road with spectators allowed to sit wherever they please along the race
route. There are hay bales situated along the course, set in strategic places where a derby car
would be most likely to crash, and there is an ambulance with EMS personnel on site. Other than
this, there is little in the way of safety provisions, and the whole thing has a serious feel of the
Old West.
Support staff are all volunteer, some of whom have radios to communicate with the top of
the course, or vice versa, in order to ensure that the course is clear before the next flight of racers
comes down the hill. The race is organized into heats with four cars racing at a time, and a truck
helps to drag the cars back up to the top for each subsequent race.
Interview subjects, including Steven himself, were very casual about the nature of the
event’s organization, suggesting that they gave very little thought to operational procedures, and
that this approach was actually at the heart of the event.
“You’re using the word ‘organization’ lightly when talking
about Robert’s derby.” Rob, Race Director
Even safety issues, at least in the early years of the event, were not treated with any kind
of weight. That has changed somewhat over the ensuing years, but the environment still projects
a feeling that safety is not of paramount interest as an ethos of the event.
“So it's like ... So we started off with that no safety, no
nothing. Not only was there no safety, no nothing, there's
like the opposite of safety like encouraged to be as unsafe
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as possible [be]cause in the first time we did it there's ...
You only have 24 hours to build your vehicle.” Steven,
Event Founder
There is an announcer – usually Steven Robert’s – who “calls” the race and does so in a
very excited manner which keeps the crowd enthusiastic. This is important as there are long
periods of time when nothing is happening, when cars are dragged back up the hill, or in the
event of a crash where detritus must be cleaned off the track.
Because of the small nature of the event, and the connection with the town, which is
small, and everyone seems to know each other, people are generally affable and follow a pattern
of self-policing with some friendly reminders from staff from time to time. There is no alcohol
sold at this event, but many people come with coolers and are obviously drinking beer, although
there are careful to be covert as there is a single police officer who comes around periodically
throughout the course of the event.
The event is free, and open to the public, and entirely self-funded by Steven Robert’s,
who has said this would be the last year he does it as it has become too expensive, and the effort
and expense has been causing him stress.
“So I had to experiment a lot with finding ways of
decreasing my stress because I'm not getting paid either.”
Steven, Event Founder
It is in this spirit that the event takes its whole ethos, and event staff, such as they are, make little
to no effort to prevent spectators from drinking, or wandering onto the course, and it is truly a
wonder that no one has ever been hurt.
Interviews with management and senior staff members reveal that everyone participates
out of the kindness of their heart with no monetary recompense expected. Still, there is a sense of
hierarchical standing within the group, and those with the more senior positions – signified by
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the existence of a radio on their belt – do present an air of leadership, if only in the most
imperceptible of ways.
“Or what are they getting [for] compensation? Hopefully
they’re having fun and like I get that some jobs are less fun
than others.” Steven, Event Founder
Speaking with managers and senior staff following the event there is a sense of the
looseness by which the event is managed. The degree to which staff members received direction
from management is minimal at best, and most were simply given loose instructions and turned
loose on the grounds with the feeling that they would do their level best. For example, in the case
of the bands, the stage manager knew when he would be arriving each day, but he also knew that
when the bands arrived would be luck with regards them being on time.
“There's always one band member late.” Michael, Stage
Manager
There are no outward signs of stress exhibited by the staff members, or management for that
matter, and even the spectators do not seem to have concern for the amount of danger there is
built into such a high-speed sport, with such little safety controls in place. At any given time, a
race car could easily careen into a crowd, which in many cases are populated with very young
children who are running around with little oversight from their parents.
In follow up interviews though, managers did make statements that suggest that they
were experiencing stress, particularly with regards to racer safety.
“And I told them I wanted no part of telling people that
their vehicles are safe because generally they aren't.” Rob,
Race Director
“It's a miracle. There's lots of crashes and few of them are
dire.” Steven, Event Founder
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Follow up interviews did reveal an emerging topic that has been seen across many of the
events studied, that there was a desire for compensation, and if anything caused stress it would
be the fear of being taken advantage of, but with this group it is much less so, and may be more
of an expression of disappointment that the event has not grown to a point where they could
expect to make money.
In some ways, the desire for compensation seems to be almost just a desire to be
recognized. Some people would go above and beyond in their efforts to help the event, with the
goal of promoting their own business, but even that didn’t manifest.
“We're going to be one of the sponsors for the event we're
bringing hay bale. But he ended up not actually promoting
ours. We have a maple syrup and firewood business my dad
and I. So he ended up not actually doing the advertising for
us.” Rob, Race Director
In the case of the hay bales, Rob had to load a truck with enough hay bales for the course, bring
them to the event, all on his own. Once he was at the event location some people would help to
place the bales, and he did receive help loading them back on to the truck after the event, but
once back at home he was again on his own to unload the hay bales. The hay bales are the only
evidence at all during the event of any operational procedure deployed in the name of safety, and
the small compensation offered was not followed through on. It should be noted that Rob felt bad
about racing his own derby car without paying the registration fee of $15, and he did get a free tshirt.
“Yeah well I did get a free T-shirt. I didn't always pay. I
was still somewhat conflicted about whether or not I should
or shouldn't pay the entry fees because I was putting in a
lot of time. But then again, I knew Steven, I think was
losing money every year on the things, so you don't want
him to lose even more money. So, you know I guess I never
really got to see if I officially got a free entry fee but people
didn't ask and I was up at the top of the hill working
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anyways and ended up just sort of skipping that step. I don't
know if that was official or if I stole an entry fee.”
It is stunning, and in many ways a testament to Steven’s compelling personality, that
despite being given the promotional consideration in exchange for the hay bales, and the work
that went into getting them there, Rob was still so concerned about Robert’s financial wellbeing.
The Bluegrass Festival
The Bluegrass Festival, hosted at the Museum of Art museum, is a mature festival that
has grown over the years to now attract over 5,000 concertgoers. The talent that the event attracts
are some of the top, national and international, touring and recording artists, in the field of Blue
Grass Music. The headliner for the 2017 event was Brandi Carlile, a Grammy nominated folk
rock and Americana performer who has a tremendous following.
The event takes place both on the grounds of Museum of Art, and throughout the
museum itself, with spectators enjoying the mixture of multiple days of music, and art, comedy,
lots of food trucks, and the safety of the grounds which provide ample, low-key, security, EMS,
water misting fans, shade tents, and clean, plentiful bathrooms.
John Large, who is the Chief Operating Officer of Museum of Art is mainly in charge of
the event and is the driving force behind Museum of Art’s move to engage in more and more
concert activities over the past decade. He is responsible for establishing the biannual production
of the multi-day Wilco event, “Solid Sound,” and numerous other single day events with
international A-List talent. These events have not only contributed to raising attention for
Museum of Art and all of its events but have raised the profile of North Adams which was on the
precipice of collapse prior to the arrival of Museum of Art. Despite all of its success Museum of
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Art, and John Large, do not seem content rest on their laurels, and are already planning more
event driven activities to increase annual participation.
The Museum of Art campus consists of numerous refurbished, former, mill buildings,
which are connected by strange narrow hallways, enclosed bridges, large steal doors, massive
rooms with ceilings sixty feet high with sections off to the sides that make small little nooks that
can only fit ten people at the most. It feels like around any corner one might find a secret space
no one has ever set foot in before, and whether by design or pure luck, the result is a compelling
space that drives the visitor to seek what fascinating thing might be hiding in the next room.
What makes The Bluegrass Festival – and all the other live music events hosted at
Museum of Art – so unique, is not that it takes place at a museum, it’s that the museum is open
to everyone during the event. Concert events are not uncommon for museums, but they usually
come with a stranglehold on the visitor’s ability to go into the galleries. This is not unreasonable
as drunk people in a festive party mood, mingling around multi-million dollar works of art would
seem to be a bad choice on face value, but Museum of Art accepts the risk and it is a win for
everyone involved.
There are times when the security team forces concertgoers into the galleries, such as
when there is a need for a storm refuge in the event of lightning.
“Hard is when you have a what we call a storm refuge.
And it starts to thunder, and lightning and you have 5000
people on the field. You know you have to get them all
inside under cover. And in doing so you are bringing all
these intoxicating party goers and you putting them inside
the galleries.” Barb, Head of Security
Visitors who come out for Brandi Carlile might slip into an odd building and find
themselves exposed to the monumental works of Anselm Kiefer, and in doing so they may find a
reason to return to Museum of Art outside of their passion for music. Conversely, friends of the

63
museum who visit for their passion for art might decide to take in a concert event and find their
new favorite singer. The decision to allow the mixture of visual and musical arts in such a unique
environment becomes a transcendental experience. One may be inclined to suggest that such a
risk is only worth it until someone destroys a new, one of a kind, Sol Lewitt installation, but the
museum’s track record is rock solid so far.*
According to Large, during events held at the museum there has only been one arrest ever
made, and that was over an incident that took place in the parking lot. The local police reported
to him that on weekends with Museum of Art events, there are less arrests made then on
weekends with no events.
The reason for this success is surely due to Large, and the Museum of Art team’s
attention to detail and thoughtful production of events. The roll of Large on the Museum of Art
operation is a powerful one, and his leadership is felt throughout the teams.
“…it's to make people exposed [to] art and music culture in
a friendly way where it's easy. I think that starts from the
top. Joe Thompson and John Large, that trickles down to the
managers and therefore trickles down to the staff.” Joe,
Director of Grounds Operations
One senses this from the moment they approach the gates to the event. The front gate is wide and
accessible, with plenty of personnel, who are all dressed alike to identify them as members of the
festival staff. There is a security presence, but they are not overbearing and seem to be there in
the unlikely event that they are needed. There is a team feel and everything is well coordinated
with clear lanes for where people should go to present tickets, pickup tickets, or buy tickets. It is
easy to get to the person in charge of Will Call tickets.

*

The author later learned that while most of the museum is open to the public during festival events, there is an
exception made for the Sol LeWitt exhibit, which is closed during any large event.
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“I've got a set of expectations we have procedures that
need to be followed for concert days and everyone who
works those days are aware of it.” Barb, Head of Security
Even though there are thousands of people on the grounds, all eating and drinking, the
place is immaculate. There are grounds crew members circulating everywhere, picking up
garbage, swapping out garbage cans, all working in teams and seemingly happy to be there, even
though they are handling garbage.
“Whether it's Joe Thompson or John Large myself Dave
Tatro my immediate boss or manager we're all not too
proud to grab bag of trash or pick up some vomit or
something that has to be done so everybody feels
comfortable.” Joe, Director of Grounds Operations
“We try to have a family feel here.” John, Chief Operating
Officer
“The managers are never driving anything down anybody's
throat or trying to get you to come on board with us. Yeah
without pulling you on bored. Right? We want you to be
here. We want you to enjoy what you're doing. So that's
what the culture is here. I don't think any of its luck. Joe,
Director of Grounds Operations
Indeed, the amount of staff seems to be in the neighborhood of 10% of the total population, and
again they all appear to be in good spirits and mostly all working in teams of at least two people.
None of the staff members linger and are all constantly moving towards their next goal with
great efficiency, but oddly still presenting a laid back and comfortable feel.
Any event of this size causes a massive demand for ice, and throughout the grounds
teams can be seen transporting hundreds of pounds of bagged ice. The ice is always transported
on large, sturdy, carts, with large wheels that makes the task easy and limit the chances for
injury.
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Most large festival events have a 1:500 or at a minimum 1:1000 ratio of security to
attendees, but The Bluegrass Festival seems to have a much lower security presence. During my
time at the event I only see two uniformed security team members, but it is possible that is just a
coincidence and that other security personnel were there, but I didn’t see them in the large
crowds. There is a local police presence, but they seem very passive and tend to be in teams of
two on the outskirts of the event. This is no doubt the result of years of successful events
demonstrating the crowds attracted to Museum of Art are disinclined to disruption. Later in my
time on site I located the bulk of the police in a large air-conditioned van, and that made sense as
it seemed the event had no need for their presence, but it was good to know they were there if
they suddenly were needed.
Throughout the event space there are cooling stations with water fountains and misting
fans to make sure people are comfortable. Food and beverage is in abundance with everything
from small tables of baked goods, to a laid-out street with numerous food trucks offering
anything one could imagine. This street food area is easily accessible to the main stage concert
area, but not so close as to be disruptive, and the ingress and egress to the area is wide and easily
traversed. The main concert grounds are level and easily accommodate the crowd, but still give
an intimate feel to the audience. Backstage areas are wide open with lots of room for talent to
throw footballs and lounge on blankets with their families. The entire event has an easy going
feel to it, where everyone seems happy and pleased to be there.
Throughout the event space there is a feeling that everything is laid back and easy going,
and at first glance it might even seem that management takes a rather laissez faire approach, but
that is far from the truth. Everything at this event is planned and coordinated, so that everyone
knows what they are supposed to be doing.
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“My idea as a manager of winging it is staying up all night
and planning an itinerary.” Joe, Director of Grounds
Operations
Chief Operating Officer, John Large, is quick to point out that the management team as a whole
takes great pride in working with one another to figure out where they can improve. Following
every event, he gathers the entire management team, for a “post mortem” where everyone is free
to offer critique of how things were managed with the goal of improving.
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CHAPTER 5 – CONCLUSIONS, LIMITATIONS, AND FUTURE RESEARCH
Conclusions
Occupational stress and operational procedures are understood to be critical factors in the
effectiveness of worker job performance, and more importantly safety. These concepts link
directly to Weick’s theory of sensemaking (Weick, K, 1993) and are shown to impact worker’s
abilities to effectively and safely perform their job functions, as was seen in Weick’s study of
smokejumpers in the Mann Gulch Disaster (Weick, K.,1993).
This paper extends the existing literature to include these relationships within the festival
environment as a temporary organization and introduces the new concept of compensation
anxiety. The literature describes theories that are generalizable to the temporary organization
though these kinds of organizations are not as well understood as those of temporary
organizations. The interviews conducted in this study show that managers are much more
interested in creating organizational cultures than deploying specific operational procedures,
with the results being mixed.
The results of this research point to a relationship between operating procedures and
occupational stress where a lack of procedures can cause stress in workers within temporary
organizations.
Lack of structure in the form of operating procedures at FunFest led to an environment
that may fit with Jo Freeman’s (1972) Tyranny of Structurelessness, or Buchanan & Tullock’s
(1962) Pressure Groups, where various actors can step into the vacuum and operate with the goal
of fulfilling their own agendas as the foremost objective. Nevertheless, roles were accepted, and
hierarchies were formed, which offered positive and negative aspects. For example, gangs which
had previously operated on the fringe were now able to move with impunity as their pure power
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was a warning to all to allow them to do as they pleased. On the flip side of the coin was
organization that had not previously been found at the event. This organization brought teams
together, and while there was already a general breakdown in sensemaking, these teams, newly
renewed appreciation for co-workers, and laughter, served to mitigate the previously adverse
impacts of the event’s lack of operating procedures.
The general lack of operational procedures clearly led to increased stress levels, possibly
exacerbated by organically created hierarchical structures allowing for opportunistic behaviors
which could easily have led to workers be unable to make sense of the situation as they saw it.
This breakdown in sensemaking, or exponential increases in stress, created a spiral of
decline which only served to ratchet up stress even more so. Considering the breakdowns, or
general lack of, operational procedures found at FunFest resulting stress can be clearly seen in
the as resultant from existing theory. For example, The World Health Organization’s definition
of stress, “Work related stress is the response people may have when presented with work
demands and pressures that are not matched to their knowledge and abilities and which challenge
their abilities to cope” (World Health Organization, ND). Throughout the FunFest event there
were examples of people being asked to do things that were not within their scope of knowledge,
which often times resulted in frustration, anger, stubbornness, and irritability, (Boyas & Wind,
2010). While the manifestation of various outward demonstrations of stress resultant
complications varied from person to person some types of effect could be observed for just about
everyone on site when compared to Nash’s Stress Continuum (Nash, 2011). This can be seen as a
function of individual stress reactivity which is unique to each person (Meaney, 2001).
One stressor that does not seem to have been previously explored is that of Compensation
Anxiety. While Compensation Anxiety would fit within the literature of Job Insecurity, it
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functions differently because of the unique nature of festivals as temporary organizations. Firstly,
Compensation Anxiety is not purely a matter of monetary remuneration, and rather includes all
aspects of how a person will be compensated for their actions, including those of volunteers. For
many workers on Festivals, they are volunteers and their compensation may be simply that they
are able to see a band that they like very much, however if they are scheduled to work during that
particular performance, they may feel that they have been taken advantage of. For many paid
workers, the pay comes at the end of the event, and throughout the interview process many
subjects expressed that their staff members worried about getting paid at FunFest because the
event did not seem to be successful, causing them to fret that there wouldn’t be any money when
things were all said and done. This is different from Job Insecurity in that these workers know
that in a just a few days this job will be over, and they have no expectation of long term
employment. The full-time worker may worry that they will lose their job, but they do not
typically worry that they will not be compensated for the hours they worked. Job insecurity is
based upon the fear of a “loss of continuity in a job, or some subjectively important feature of the
job,” and is only a function of involuntary loss of the job, where a person experiences
powerlessness to control the job continuity (Greenhalgh, & Rosenblatt, 1984). They know that
even if they are fired the next day, they will be handed a pay check at that time for the work they
did. These festival workers, on the other hand, actively worry throughout the process of
conducting their day-to-day activities, that they will get paid at all. This appears to be a situation
that is unique to this kind of temporary work, however it may be highly important to research of
the current “gig economy.”
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Ultimately, FunFest demonstrates observations of a relationship between a lack of
operational procedures and occupational stress which at its most extreme points can create
downward spiral in sensemaking.
While the author found himself in a unique situation to study the events of FunFest as a
participant, future events will not provide such access. For example, during the case of FunFest,
the author was not only a participant, he was in fact the single person in charge of the entire
event once the original management team had vacated the property. This provided the author
with complete access to any area of the event, and to any files left behind, all staff, managers,
free ability to do anything at any time, which is a rare opportunity, to say the least.
In the coming festivals, even where all access has been provided, the level of entrance to
all the behind the scenes activities was greatly restricted. This is mostly a function of festivals,
and businesses in general, being reluctant to be fully open, particularly with someone they do not
know. In order to best study the activities of the other festivals to be observed the author was
minimally invasive, like a fly on the wall, so to speak.
Workers should not know that they are being observed lest a sort of Schrodinger's Cat
type of effect be caused. The author was present with a small notebook; moved freely about the
grounds within the agreed upon standards of the organization’s management approval; and in
general, seemed more like a journalist than a researcher. Festival workers are comfortable with
journalists being present as they are a common fixture of all events, and it is believed that such
an approach will cause workers to be at ease thinking that the “journalist” is interested in
anything but how they transport trash around the grounds, for example.
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Control Systems
Through the process of observation, followed by interviews with key members of the
management teams of three festivals to discuss their intentions and methods for deploying
various operating procedures, it became clear that in all instances the creation of a culture far
outweighed the manager’s desires to deploy explicit procedures to be followed. Rather, managers
stated that they specifically attempted to attract staff members who had tacit understandings of
festival operations and used implicit instructions through cultural team building. This is
consistent with Muralidharan and Hamilton’s concept of input controls seen in Table 5 (1999). In
some cases, this approach worked very well, such as with The Bluegrass Festival, where there is
a tight feeling of family between management and staff. In the cases of FunFest there seemed to
be little rhyme or reason to why people were placed in the roles they were placed in, other than
just reaching for warm bodies to do what needed to be done, and in the case of Robert’s Soapbox
Derby, the staff seemed to be there as a function of being friends with the founder, or because it
was a community event that they wanted to be involved in.
This idea of choosing fits with Muralidharan and Hamilton’s (1999) three concepts of
control systems: Output, Behavioral, and Input Controls. Output control focuses on the firm’s
outputs such as sales targets, unit growth, cost reductions, returns on investment, and other
performance targets. Behavioral Control is concerned with decision making routines, operating
procedures, and general corporate norms. Finally, Input Controls, which are best used to describe
the management thinking in the festival space, are recruitment, socialization, and general culture
building within the firm.
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Table 6: Muralidharan and Hamilton’s concept of control systems. (Muralidharan, & Hamilton III, 1999)

This seems to be the main method of choosing employees, which each manager interviewed
talking about making sure that the right people were chosen based upon “fit” above almost any
other characteristic of future employees.
Upon arrival to a festival location, most employees, or volunteers, are assigned to teams
responsible for specific tasks such as: grounds crew, responsible for garbage and cleaning of the
grounds; stage crew, responsible for lighting, sound, stage equipment, interfacing with talent;
security, responsible for controlling gates, backstage areas, credentials of VIPs, and handling
attendees who may get out of hand, or worse. The fit within these groups was important to the
members of management, but once they were assigned to a team it seems that the individual was
more or less supposed to assimilate within that team and follow the cultural norms thereof.
This type of leadership, or lack thereof, worked well in the gold standard festival studied
for this research: The Bluegrass Festival. The Bluegrass Festival, being associated with Museum
of Art, draws employees and volunteers who understand that the organization has high standards
of excellence, and temporary workers are embedded within teams that are built of fulltime
employees.
Conversely, this kind of management in a festival space like FunFest resulted in complete
and total breakdowns of control, with managers, team members, and volunteers, alike having no
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idea what was expected of them, and where they should go. Within this space there was no sense
of permanence and all members of the entire crew and management had no long-term intent, and
very few had ever met anyone else on the grounds before.
Within the middle ground, Robert’s Soapbox Derby relied on the same kind of organic
management, which could almost be described as Spontaneous Order, where even the managers
interviewed were not clear on what their roles were, but they were aware of what outcomes were
sought by the promoter and attempted to instill these ideals into their teams. For example, in the
case of Robert’s Soapbox Derby, like all the other festival managers interviewed, two words
were at the top of the list for performance outcomes: safety and guest experience. The Soapbox
Derby enjoys one benefit that helps to keep things running in an orderly fashion: maturity. The
Derby, now in its eighth year, has the same managers year after year, and even though the event
has a ragtag bunch of volunteers helping out, they can sense from the leaders that there are
certain expectations. In fact, even the crowd of the Derby seem to know that there are certain
expectations. With no signage, no procedures, no clearly defined hierarchy, the Derby is a
success every year and while the activities are extremely dangerous, only minor injuries have
been experienced. Where most organizations function by giving all involved clear expectations,
these events eschew such behavior in favor of a very simple model, that Guest Experience and
Overall Safety are the two items that workers are most concerned about, and that those two items
could cause the most stress.
Relationships Between Operational Procedures and Stress
In comparing the three events and the historical case it seems there is a variable
relationship between the use of operational procedures and stress, and that because of the
widespread use of input as the main measure of control, culture plays a mediating role in the
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relationship between the two. Procedures impact the culture of temporary organizations,
particularly in the oft seen case of using input controls as a procedure for selecting employees,
and culture impacts occupational stress, where organizations with cultures that institutionalize
safety and health see the use of input control as working within the firm’s culture as minimizing
occupational stress. This relationship can be seen in Figure 2.
Figure 3: Organizational Culture as Mediator

Organizational culture functions as a mediator to the antecedent of operating procedures
depending on the variance of its importance within the organization. For example, in the case of
The Bluegrass Festival, where organizational culture is strong, the light use of operating
procedures, combined with input as the primary means of control, finds very positive results;
whereas the opposite is found in the case of FunFest where an overall lack of organizational
culture, combined with input as the primary means of control, but still lacking operational
procedures, results in catastrophe. The same effect is observed in the historical case of The
Altamont Free Concert where the organizers were relying on the broader culture of the Summer
of Love, and the general idea that peace would prevail.
This observation is at the core of the question posed by this study, “How does the
interplay of operating procedures and stress within temporary organizations shape the experience
of festival workers?” The managers of the successful event, The Bluegrass Festival, constantly
noted that they were striving to make their employees to feel comfortable – “We try to make the
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crew feel comfortable because it's a long weekend…” – where the managers of the failed
festival, FunFest repeatedly noted that the event was scary, or dangerous – “You see too much
hindrance too much too much kickback and too much like in your face warlike oppositions.”
Understanding how operating procedures affect occupational stress, the role of control
systems, and how culture play within temporary organizations is of significant interest to
managers and scholars alike. This study finds support that the relationships are unique from
permanent organizations, particularly as a function of the firm’s relationship to time, and how
operating procedures are deployed through culture.
There are limitations to these findings as the cases studied were of relatively small
events, or events that failed in their first attempt. Future study should endeavor to reproduce the
findings within the context of much larger and more professional event spaces. The Bluegrass
Festival represents the only event in this study which can be fairly described as a professionally
operated event and is the primary reason for finding support for the relationships described in
these findings. A comparison of several mature, large, events would be particularly beneficial in
understanding the unique relationships at play within these kinds of temporary organizations.
Future research could examine these insights through more direct engagement with
workers, surveys, or an experiment. Direct interaction with the front-line employees was a
limitation of this study, and much deeper insight could be uncovered with deeper understanding
of the day-to-day direct experiences of workers.
Because of the nature of stress and power dynamics, any study that is conducted would
need to be carefully designed so as to avoid any psychological harm that could impact the
subjects.
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Compensation Anxiety
As has been mentioned earlier in this work, existing theories of motivation do not serve
to fully explain why festivals workers show up to the job site. In interviews with managers, a
complaint that was recurrent was based upon issued of compensation. For many employees
monetary remuneration was expected, and for volunteers there were expectations of being able to
see certain bands, or participate in certain events. Failure to pay or failing to schedule
appropriately for volunteers to participate in expected experiences, was at the height of
manager’s concerns on festival grounds.
“We set a schedule I get to with my guys are my people and
we see what works for everybody. We want everybody,
everybody, has got to put long hours in. We want everybody
to feel comfortable and not to overwork” Joe, Director of
Grounds Operations
Looking at the three events and the historical case study revealed a different kind of
environment faced by festival workers, leading to what can best be described as Compensation
Anxiety. This idea is different from existing theories of job insecurity because it involves people
who are currently employed, and do not expect the employment relationship to be long-term.
Still, they expect to be compensated for their efforts, but this study showed that there were
worries about being fairly rewarded for labor. Perhaps because of the nature of permanent firm’s
operational behavior, the literature on employment uncertainty focuses more on job security than
actual pay. Obviously, being paid leads to one’s ability to put food on the table, but people who
are currently employed are not usually concerned with being paid, so long as they remain
employed.
Because most festival workers are paid on the backend of the event, which is to say, after
the event is over, events during the festival run can cause anxiety. For example, if an outdoor
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festival is inundated with torrential rain storms, it is likely that concert goers will not show up,
and even if they had previously bought a ticket their decision to remain at home will decrease
revenues from alcohol and merchandise sales, which may impact the operator’s ability to pay.
Elements of compensation anxiety were seen in all four cases.
Table 7: Examples of Compensation Anxiety by Event

Event
The Altamont Free Concert
FunFest
Robert’s Soapbox Derby
The Bluegrass Festival

Compensation Anxiety
Security Pay = $500 in Beer
Management left the event with all
the money without paying staff
members
Advertising in exchange for hay
bales not honored
Opposite of others in that
employees know the museum will
absolutely pay

While much has been bad of the decision to use the Hells Angels for security at The Altamont
Free Concert, of even more concern is the idea that they would be paid in $500’s worth of beer.
This suggests that the event’s organizers did not place a high value on security, regardless of
who they chose to provide the service. The Hells Angels would have known that $500’s worth of
beer was an outrageously low payment for providing security to an event of 300,000 spectators,
regardless of their methods.
At FunFest the event’s organizers and principal management team left the event, taking
all the money with them, in such a conspicuous manner that the first thoughts staff members had
upon waking up the next morning was how they were going to get paid. From that moment
forward the teams were working under the most serious doubts of ever getting paid in full, but
they could only hope to earn something for their efforts so as to get themselves home.
At Robert’s Soapbox Derby the staff members knew they wouldn’t be getting paid, as
they were all volunteers but even this scenario there were people who felt they had been
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shortchanged. For example: one employee loaded a truck with hay bales to provide safety on
dangerous corners, and did so in exchange for advertising, but the advertising was never
provided.
Finally, The Bluegrass Festival provides the example of what happens when employees
feel comfortable that they will be fairly compensated for their efforts. At The Bluegrass Festival
the employees know the museum that the event is associated with to be fair, responsible, and
kind. As such, there is no demonstrable evidence of compensation anxiety because the
employees are certain that the museum will be sure to take care of them.
All of these fit squarely within Vroom’s expectancy theory (1982) where the employees
have asked themselves if they expect to be fairly compensated for the work they have done.
Vroom is clear that the valence of the relationship is the third fundamental of accepting a
position. In a scenario where the valence shifts mid-stream the antecedents of instrumentality and
expectancy are no longer aligned with the overall model, leading to stress.
Compensation Anxiety appears to be a fundamental factor at play in exacerbating or
mitigating employee stress on festival sites, regardless of the expected compensation, or
employment status – i.e. paid or volunteer. This is particularly interesting because of the nature
of many festival events where workers are paid on the back end of the production. In this case a
worker’s entire remuneration may be entirely dependent on the success of the event and seeing
clear signs of potential failure can lead to anxiety, even as the worker remains technically
employed.
This idea is also interesting when considering the reward structure for volunteer staff,
many of whom work on festival events. For these workers compensation comes in the form of
free tickets to the event, or the ability to see their favorite band play. In some cases, as in the case
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of multi-day events, other forms of compensation are offered, like housing and food. If the
housing is inadequate and food is limited, the worker may continue to work, but is not being
fairly compensated.
Future research on this topic should involve deep interviews with temporary workers who
are employed in environments where total compensation is expected after the event. This theory
fits into the existing literature on job insecurity but is exploring a much more nuanced vein of
inquiry that does not seem to be previously investigated.
Limitations
Gaining access to festivals, especially at the higher levels, is exceedingly difficult, as promoters
are ever leery of people trying to get free passes, or backstage access. Despite efforts to assuage
promoters of such fears this research was nonetheless stymied by promoter’s unwillingness to
grant access. As a result, the data collected for this research was from very small festivals, and
with the exception of The Bluegrass Festival, the subjects were almost entirely nonprofessionals, promoting events as one-off type activities from their regular careers. The
Bluegrass Festival stands alone in contrast to these sample characteristics, and one wonders what
the analysis would look like with the inclusion of other highly professionalized events like
Bonnaroo or Coachella, to which the researcher was denied access for fear of revealing their,
“Secret Sauce.”
Further, due to the nature of the festivals studied, the sample size of the interviewees is
exceedingly small, and as such may represent anomalies as the subjects self-selected themselves
to be participants. Again, this was not true in the case of The Bluegrass Festival, where the
subjects were picked by top management based upon their positions within the organization.
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Contribution and Future Research
This research uncovers a gap in the existing literature, in the form of the idea of Compensation
Anxiety, and shines a light on managerial approaches within the festival space that may need to
be reconsidered.
For academics there is considerable room to explore how compensation anxiety impacts
not just occupational stress, but performance outcomes and organizational alignment. This work
extends previous work in the area of employee motivation and raises questions regarding how
those theories function within temporary organizations. With the notable exception of Vroom’s
Expectancy Theory, other motivational theories do not fit fully within the framework of some
temporary organizations, such as festivals (Vroom, 1982). The author understands fully how
bold of a statement this is to make and hopes the reader will give some indulgence in considering
that such finished ideas may not function as well in the fairly new, and little explored, arena of
festival management.
For managers this research should highlight some assumptions that are made within
festival management and demonstrate that reconsideration should be given to what is considered
to be best practice within the segment. For example, paying workers on the backend is long
accepted practice, however it seems that such practice causes undue stress for workers and
managers alike, and could lead to adverse effects on performance outcomes.
Theories of employee motivation are well trod ground, and as such are mostly
considered, “finished,” however there appears to be something else at play within the festival
environment. Future researchers may wish to explore why people choose to join temporary
organizations. Questions emerge in this research as to whether or not the choice is one of
lifestyle, entertainment, or even desperation?
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Beyond the festival space there is the exploration of how festivals, as temporary
organizations, can be generalized to other temporary organizations, or even temporary work
groups. Is there a relationship between this research and groups within permanent organizations,
like work-groups, project teams, and task forces? Considering that in some instances all of the
above are functionally volunteer assignments, there may be rich information to be uncovered.
This information can inform future researchers of potential gaps in operating “best practices,”
and help to guide research to seek new avenues of research.
The findings of this work can help to contribute to managers and scholars seeking to
better understand how to create more effective, safe, and pleasant, workplaces. It is widely
understood that employees accept compensation in ways that go far beyond just monetary
compensation, but this relationship is usually viewed through a lens of remuneration, but the role
of culture is strong within the space of temporary organizations. No doubt, this role is felt within
permanent organizations as well, and many firms go above and beyond to develop cultural norms
that attract, and retain, the best talent, but within the sphere of festivals as temporary
organizations operating procedures and culture go far beyond just creating a pleasant and
enjoyable environment. Indeed, their behavior is more akin to the overarching rules of the game
for the entire operation, which all involved ascribe to. Operating procedures and culture function
as a means of knowledge transfer, rules, ways in which people negotiate the landscape, and are
all inclusive of almost all activity taking place within the context of the event. This is unique to
festivals and may be generalizable to other forms of temporary organizations, even within
permanent firms.
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Understanding this, and how the unique ways in which festival workers are compensated,
will be uniquely helpful for any manager prior to staging an event, and any scholar in framing a
study.
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APPENDIX A – CODEBOOK
Temporary Organizations
Internals\\Chris_Wocell_32318_2_47_PM Clean - § 1 reference coded [ 0.48% Coverage]
Reference 1 - 0.48% Coverage
mean they’re looking a little bit more beyond like is the company going to stay put now. I
Internals\\Steven Robert’s - 3_1_18, 1.31 PM Cleaned - § 2 references coded [ 0.67%
Coverage]
Reference 1 - 0.19% Coverage
That is to say unsanctioned and basically illegal.
Reference 2 - 0.48% Coverage
So that person was definitely to their own devices of how. And they also have to entertain people
when there’s lags up at the top.
Internals\\Rob_Matt_32218_3_50_PM Cleaned - § 1 reference coded [ 1.85% Coverage]
Reference 1 - 1.85% Coverage
getting music and bands but it’s out of promote it as a party and that in my opinion it didn’t
really work because it made it difficult to do the building work having loud music in the parking
lot. That was fun but they didn’t quite mesh together in my mind.
Internals\\Joe_Bordeau_March_13th_2018_32418_1_49_PM Cleaned - § 2 references coded
[ 2.23% Coverage]
Reference 1 - 1.36% Coverage
it’s to make people expose art and music culture to people in a friendly way where it’s easy to
suck mean and I think that starts from the top. Joe Thompson and John Small wonder that
trickles down to the managers and therefore trickles down to the staff. I have a great staff.
Reference 2 - 0.87% Coverage
Yeah. So when we talk about culture we’re lucky to have the staff we do We’re luck to to have
the management that guides us managers and staff and that that’s what helps the most.
Internals\\Barb_Smith_March_13_2018_33018_9_03_PM (1) Cleaned - § 2 references coded
[ 2.12% Coverage]
Reference 1 - 1.64% Coverage
Because at this point it’d be really difficult to try to because there’s such a learning curve among
the 50 people I have. And I have everything from 19 year olds to 71 year olds
Reference 2 - 0.49% Coverage
In the course of the ten months in between festivals
Internals\\Rob Only - § 3 references coded [ 4.25% Coverage]
Reference 1 - 0.25% Coverage
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with proper staffing you can get a little bit more private time.
Reference 2 - 2.34% Coverage
That’s a tough one. Usually I know the people I’m working with. The only way you can do it
with people that you don’t know is again, by leading by example. Showing them that you’re not
afraid to do what you’re telling them to do and be fair but stern. Make them respect you. You
know, maybe give them a little background of who you are and what you do, when you get on
site and then lead by example and show them that I’m going to pick this piano up with you. I’m
the guy who’s going to do everything that you’re doing and I’m going to lead you in that fight.
And that’s all you can really do when you have a crew that you don’t know.
Reference 3 - 1.66% Coverage
It has to be handled quickly and it has to be handled quietly. It’s got to be a personal thing. You
can’t just blow up on people in front of people because that hurts their egos. You pull them aside,
you talk to them quick and you get it out of the way. You don’t let people smolder, you know a
lot of people just sit there and get more and more angry. You know, you handle situations as they
come immediately, quickly and privately, and move on.
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Operating Procedures
Internals\\Michael_Chesley_32318_11_52_AM Cleaned - § 2 references coded [ 3.81%
Coverage]
Reference 1 - 2.10% Coverage
I would get just like the itinerary for the day and who plays when supposedly the the bands know
to be there half hour early kind of thing right to direct them as they come in.
Reference 2 - 1.71% Coverage
Most bands know that they need to clear the shit out fast get out. If they’re not I’ll unplugged and
AMP and take it off a stand and set it down.
Internals\\Chris_Wocell_32318_2_47_PM Clean - § 4 references coded [ 4.56% Coverage]
Reference 1 - 0.49% Coverage

Well if I recall it was the drops were done every 60 minutes or 90 mins or something like t
Reference 2 - 2.90% Coverage
blished were like I said there were adopted from another industry and then apply here and that
the core message at the beginning when I assumed that role as controller back on that night
Thursday after the prior management took off was full disclosure I’m I’m giving credit here the
drops. Here’s what’s got this will be all this what everyone gets right now I was completely open
about it and I had. Not only in the city of ANYTOWN Police Department there in house but I
also had ATF and FBI they kind of knock on the door every so ofte
Reference 3 - 0.21% Coverage
e or a clear demonstration of a lack of tr
Reference 4 - 0.96% Coverage
ah. OK you know everything has been dehumanized. It’s based on ones and zeros. It’s based on
what your background is. It has nothing to do your handshake doesn’t mean shit anymore. No
Internals\\Steven Robert’s - 3_1_18, 1.31 PM Cleaned - § 11 references coded [ 11.37%
Coverage]
Reference 1 - 2.25% Coverage
During the day of the event I get there early with a bunch of ... I’ve maybe dropped off some
equipment the day before but mostly I’m doing all the set-up day of. So I’m rolling in with a
bunch of people quite early in the morning and we’re setting up the sound system tents, chalk
lines, hay bales going in various places. As vendors come in I’m putting them in different places.
We have road closure but delivery trucks still have to go through so I’m getting in touch with
whoever’s in control of traffic, making sure they know how to use the walkie-talkies. Making
sure the walkie-talkies have batteries.
Reference 2 - 3.11% Coverage
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So, there’s a lot prep work and I could get into more details with that. Once the people start
arriving, well the first people that arrive are the racers, so I make sure they know where they’re
going to park their vehicles, how they’re gonna get their vehicles, their soapbox cars up to the
top of the hill and make sure that they’re registered. And that being that the registration booth is
set-up or the table and ready for them to start registering and the paperwork and the waivers that
they need to sign are all there and there’s someone to take their money. Then the bands might be
showing up as well. So, I’ll put them in the right place and then once the people, once the people
who are in attendance, the spectators start showing up, then I’m sort of in a semi-MC, semipersonality, glad-handing, saying hello like a host of a party.
Reference 3 - 0.35% Coverage
So there’s a lot of communication over walkie-talkie cause you can’t see the top of the hill.
Reference 4 - 0.28% Coverage
It should be pointed out that it started as an entirely guerrilla activity.
Reference 5 - 1.03% Coverage
So it’s like ... So we started off with that no safety, no nothing. Not only was there no safety, no
nothing, there’s like the opposite of safety like encouraged to be as unsafe as possible cause in
the first time we did it there’s ... You only have 24 hours to build your vehicle.
Reference 6 - 0.45% Coverage
So one of the things that we had to get by the third year was people that could work on a walkietalkie for traffic control.
Reference 7 - 0.69% Coverage
That protocol mostly has to do with just using the walkie-talkies intelligently, explaining how to
use the walkie-talkies, so not tying up the walkie-talkie with a bunch of chatter.
Reference 8 - 0.61% Coverage
Well, I mean for us, consumer experience is always the ... Actually ... Probably ... Actually
safety has to be a factor but for both participants and spectators.
Reference 9 - 0.51% Coverage
But ultimately I would put customer experience at the top of the list. I mean that’s what we’re
doing, we’re bringing you an experience.
Reference 10 - 1.51% Coverage
So, in terms of my volunteers, you would obviously sometimes feel the stress and there would be
things like, "Hey man I really want to be ... I’m the guy ... You recruited me to be the starting
gun guy this year but I didn’t get to see any races." So, a lot of times I would be ... Later on I did
develop a couple of things, which were somebody who was such a jack-of-all-trades they could
pop in and relieve people.
Reference 11 - 0.58% Coverage
And I tried to make myself very available and very sensitive over, in like the last three or four
years, to making sure people got to have a good experience.
Internals\\Rob_Matt_32218_3_50_PM Cleaned - § 9 references coded [ 10.43% Coverage]
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Reference 1 - 0.61% Coverage
You’re using the word oganization lightly when talking about Robert’s derby.
Reference 2 - 0.24% Coverage
We tried to have more organized.
Reference 3 - 1.80% Coverage
There were some organization I didn’t deal with it the whole lot but there was getting volunteers
to do traffic so that they would stop vehicles and keep people out of the road when that bread
drop was coming up the hill and not cars down and stuff.
Reference 4 - 0.97% Coverage
I would be the unsafe person so if I saw something that was blatantly unsafe I would tell them
and say hey you know this is unsafe like.
Reference 5 - 0.98% Coverage
I think most of that culture came from Steven, the namesake but we with generally gather at
some sort of bar either McNeil or Nesbit’s
Reference 6 - 2.57% Coverage
Plan what we wanted to do like a couple of years we tried doing a raffle we would try to get
prizes for that. Figure out who’s doing that and then mostly it was how do we get people to
actually build the vehicle and how do we get enough people to do the crappy work directing
traffic because after directing traffic can’t see the cars go down it’s not as fun.
Reference 7 - 1.59% Coverage
you know he was not the the best about about actually letting. People know when the meeting
was he had one tentatively scheduled and then canceled it. And I went to the tentatively schedule
one and I’m the only person
Reference 8 - 1.28% Coverage
because an organizer don’t really care how fast vehicles are or what they look like in general as
long as people show up to race and people show up to watch and nobody gets hurt.
Reference 9 - 0.40% Coverage
Steven’s not the best person about keeping organized
Internals\\Joe_Bordeau_March_13th_2018_32418_1_49_PM Cleaned - § 13 references coded
[ 11.10% Coverage]
Reference 1 - 0.52% Coverage
I try to I try to stagger those start and stopping times so they overlap so were never you know
thin on staff
Reference 2 - 1.01% Coverage
We set a schedule I get to with my guys are my people and we see what works for everybody.
We want everybody, everybody, has got to put long hours in. We want everybody to feel
comfortable and not to overwork
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Reference 3 - 0.55% Coverage
We try to make the crew feel comfortable because it’s a long weekend and then we basically get
a plan for trash.
Reference 4 - 0.70% Coverage
Basically we get together as a group and we talk about our best options depending on where
stages are going to be how many people are going to be
Reference 5 - 2.04% Coverage
keeping in mind our first thing is safety to the patrons not only trying to make them not feel
uncomfortable because they got to get out of the way of a tractor or something but we have a lot
of children here. We have you know a lot of people that are drinking and paying attention to
music we don’t want to run over anybody’s toes or so safety is our first thing we think about and
then we get a plan how we’re going to do it.
Reference 6 - 0.12% Coverage
We like to have a spotter
Reference 7 - 1.16% Coverage
I don’t want nobody driving any vehicles anywhere on the premises with patrons here unless
they have a spoter outside of the vehicle walking with them. Try to be polite and just you know
please can we get through you know scuse me ma’am
Reference 8 - 0.58% Coverage
Dictated right from the top safety everyday safety at Museum of Art no one gets hurt no patrons
got hurt all go home happy.
Reference 9 - 1.92% Coverage
It kind of comes from the top because none of us none of us are too proud to haul trash. Whether
it’s Joe Thompson or John Large myself Dave Tatro my immediate boss or manager we’re all
not too proud to grab bag of trash or pick up some vomit or something that has to be done so
everybody feels comfortable. So it starts from there. Management is really particular about stuff
like that.
Reference 10 - 1.36% Coverage
The managers are never driving anything down anybody’s throat or trying to get you to come on
board with us. Yeah without pulling you on bored. Right. We want you to be here. We want you
to enjoy what you’re doing. So that’s what the culture is here. I don’t think any of its luck.
Reference 11 - 0.41% Coverage
My idea as a manager of winging it is staying up all night and planning an itinerary.
Reference 12 - 0.43% Coverage
Mass MoCA’s great at making their staff feel like patrons when we’re not staff right.
Reference 13 - 0.29% Coverage
So let’s schedule properly that’s big schedule properly
Internals\\Barb_Smith_March_13_2018_33018_9_03_PM (1) Cleaned - § 8 references coded
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[ 25.53% Coverage]
Reference 1 - 1.32% Coverage
I’ve got a set of expectations we have procedures that need to be followed for concert days and
everyone who works those days are aware of it.
Reference 2 - 2.16% Coverage
I say OK so this is what we’re going to do. Here’s my expectations. Here’s the Layout. This is
when the bands are gonna start. This is where a local EMS is gates people can and cannot go out
there so forth and so on. Does that make sense.
Reference 3 - 3.46% Coverage
So there’s there’s some that just want to the museum and there’s some that want to get into
everything that’s security related at Mass MOCA which is great for me is I say ok and I know
what I want you to do it’s what I like I want you to be involved in everything there is it would be
very difficult for me to try to relay all this information to everybody and have them remember it
Reference 4 - 1.15% Coverage
You know there’s a lot of updating depending on if we’ve changed things and we constantly
change the way we do things here.
Reference 5 - 3.80% Coverage
Positive outcome is no altercations. People leaving here with a smile as a drunk person getting
into an argument with one of my guards and I’ve come and defuse that and have them come over
and shake my hand say thank you very much for your time and apologize that’s a positive
outcome. Anything that doesn’t lead to somebody being arrested somebody taken on a stretcher.
You know that’s a positive outcome.
Reference 6 - 2.62% Coverage
So if you need anything this is who you can call there’s just a phone line for lack of a better word
either through the radio or the cell phones who you can contact to get an issue resolved so I’m
not constantly walking back and forth. Like I said 13 acres putting out fires all the time.
Reference 7 - 8.97% Coverage
My Morning Jacket. Yeah. And it was it was a challenge but not one thing got damaged. This is
where we have had Nick Cave in the building 5 So we had all these spinners. And my I couldn’t
be prouder of my team because they got in there and they made sure nobody was ladders the
made sure no one did anything inappropriate and they came and they have their beers me and we
had to tell them we had to take all their glasses outside and everything worked out really really
wow. So in that example right there like I said Dave just makes me feel that we can handle
anything here. you know but it is that that puts a whole different challenge on my team. like you
said we’re outside we’re dealing with festival goers and party goers. They have a couple of beers
and they say oh let’s go check out the art work. And their leaning this way they’re leaning that
way. It’s just something else we have to keep an eye on that’s what we try to do is to try to get in
a direction that they might not
Reference 8 - 2.04% Coverage
I can’t say enough about the security team at Mass MOCA. They just they work so well as a
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team and they work even better under pressure the last fresh grass the outside security company
hired to do bag checks didn’t show.
Internals\\Rob Only - § 8 references coded [ 14.07% Coverage]
Reference 1 - 2.18% Coverage
Okay, I would get there on site, roughly about 5:30 in the morning. I would look at the load-in
sheet and meet tractor trailer with my load in crew to unload a tractor trailer for the stage, for the
bands that were headlining that evening. We would get the stage prepped and set up for sound
checks. We would do a sound check, and then I would go back to my production trailer roughly
around 11 o’clock to try to figure out a schedule for the afternoon that was emailed to me by a
woman in Maine. After that point in time when doors opened at noon, I was stage manager for
two stages.
Reference 2 - 1.48% Coverage
Basically getting bands on and off the stages. Getting bands checked into the backstage area.
Getting equipment moved and loaded on and off the stage for the bands, making sure the
schedule stayed on time and then in the evening time we’d unload the stage back into the tractor
trailer at roughly around one o’clock in the morning. I’d get out of there around 4:00, come back
around 5:30.
Reference 3 - 1.71% Coverage
That number changed throughout the event. The first day I want to say I had roughly 10. But day
three, I had roughly 25 but they didn’t actually work for me, they just came to me for things. The
actual people that worked for me, by the end, I would roughly estimate that as five. People that
were actually stage crew that’s what I was supposed to be running, was a stage crew. But it
started off with about 12 people and then by the end of it there was about 5.
Reference 4 - 1.12% Coverage
And there wasn’t a whole lot of direction for people. The leadership wasn’t quite there. And
people saw someone doing something, which would be myself or you or a couple of other
people, people that were actually doing a job and they just automatically assumed that were the
people to talk to.
Reference 5 - 2.40% Coverage
Well when I got on site, I expected a lot more to be done than was done and there wasn’t really a
whole sense of a lot of structure to it at all. It was just kind of organized chaos, but it wasn’t
even, I couldn’t even call it organized chaos because it wasn’t even organized. There was no
production management, at all. My job title was actually officially stage manager. Also I took
over the job of production manager by day one. There was just no organization at all. There was
not structure to anything. As far as the stage goes, I was given pretty much total control and I am
kind of a control freak and I like things to run on schedule.
Reference 6 - 3.89% Coverage
You know I’ve been in event production, music production, stage production since 1989, so I’ve
seen a lot of things go wrong and I’ve seen a lot of things go right. And the way you make things
work in these situations, either when they get bad is making everybody a team. And if you have a
team that feels comfortable working with you and wants to, they know that you appreciate their
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work, they’ll come and they’ll do the best job they can, even if they’re shorthanded or even if it
is extra hours that they didn’t anticipate and then when things go bad, you keep your crew
together by showing them respect. And leading them by example. And that’s just how you do it.
Things always happen. There’s never an event where something doesn’t happen. Nothing goes
flawless so you just have to be ready for things to go wrong. And if you’ve dealt with enough
events and you’ve dealt with enough things that go wrong, you know, it’s just another event that
something went wrong and you just power through it. You don’t let it get to you.
Reference 7 - 0.39% Coverage
It’s a show that looks like everything’s normal. Nobody needs to know what goes on behind the
scenes.
Reference 8 - 0.90% Coverage
If there’s three or four crew members that are upset, you can handle that on the side or you
handle that at the end of the day. But like you have 12,000 people who have been drinking, it’s
not necessarily a good breeding ground for failure.
Internals\\Todd_Ahrend_Marh_12th_2018_33018_9_09_PM Cleaned - § 12 references coded
[ 10.50% Coverage]
Reference 1 - 0.39% Coverage
And it did definitely said it wasn’t the tone that I would have wanted to set the tone to be the
tone setting entrance culture.
Reference 2 - 1.48% Coverage
No I mean of course it was protocol but it was pretty commonsensical most of it. And then
everybody was working up there had customer service relations experience which was really
beautiful. So it wasn’t like training people ground up. You know it’s really just kind of giving
them more some ideas of how to deal with certain situations. But most of it was you know if you
can’t deal with it you know call management will handle it honestly there really were very few
issues.
Reference 3 - 0.27% Coverage
And you know. And then we put signage up of course so people know where they’re headed.
Reference 4 - 0.24% Coverage
And you know there was no real protocol set up how a deal with this. as you know
Reference 5 - 1.62% Coverage
Well certainly I think you know I think efficiency of flow was kind of one of the primaries. How
can we move people as easily and as quickly. So we don’t get congestion up at the front and you
know not only are we blocking out other vendors up there who kind of share the same space but
also how can we get them into the festival as quickly as smoothly as possible so they’ll start
consuming alcohol being a part of the show you know. And so of course safety is always number
one. You know we we we try to create a safe environment.
Reference 6 - 0.61% Coverage
It was horrible. Last time I started to really realize that my partners were it was really a profit
based situation decision rather than an experiential based decision which were my intentions.
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Reference 7 - 0.94% Coverage
That’s what we’re trying to to imprint impressionable marketability on not only be grounds for
the for the consumer or the actual festival but also for the industry and the brand. We want them
to see. This is the thing to throw your money into because this is the impression upon the
motorcycle market.
Reference 8 - 1.50% Coverage
Well it seems like there’s a circus and a lot of people run the circus and they do create a name for
themselves once they get in yeah yeah there’s always there’s always those guys who are new
they jump in. Yeah I mean there is a strong peer pressure amongst each other and it’s almost like
Also people keep themselves in line. And of course the management has to have the heavy hand
but it seems like you know there’s always guys who have experience who are a helping the guys
out you don’t.
Reference 9 - 1.62% Coverage
You know what. I just hit the core for you’re after every event. I’ve always worked on we were
having fun it was family. It was a family vibration. And I mean that by the way was a
community and people had a same goal even though our job descriptions and our actual output
was vastly different at times and different different levels of the actual ground and different
facilities very different job. We all had the same goal. and that was to throw a good festival that
everyone’s going to have fun and enjoy and be memorable.
Reference 10 - 1.22% Coverage
That’s the whole point we’re doing we’re trying to break the mold we’re trying to like bring
something different and new and show that there is life outside of this you know tent and t-shirt
bullshit that a lot of people sae the vision and support it and a lot of people did allow a
traditionalist did not like it i.e. the mayor of the town who as you know is the editor in chief and
owner of the local
Reference 11 - 0.27% Coverage
But but usually they’re taken care of you know deals are paid for. You know they can eat
Reference 12 - 0.34% Coverage
There were no real agreements. There was nothing on paper for any employee. It was a paperless
arrangement
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Occupational Stress
Internals\\Michael_Chesley_32318_11_52_AM Cleaned - § 2 references coded [ 1.31%
Coverage]
Reference 1 - 0.46% Coverage
There’s always one band member late.
Reference 2 - 0.85% Coverage
You know I have to be there. I’m not parking here parking right there.
Internals\\Chris_Wocell_32318_2_47_PM Clean - § 6 references coded [ 7.17% Coverage]
Reference 1 - 0.23% Coverage
It was the first day was kind of a scramble.
Reference 2 - 0.54% Coverage
fast to minimize any litigation against them in terms of contractual failure or breach contract.
Reference 3 - 2.08% Coverage
.
We never one didn’t have the manpower into there was so much chaos. I was going on inside
and you know the facility that we were in Ed that it was actually almost kind of hard to keep
track of like how much money was coming in on a per door basis because the the individuals are
bringing the money in from the drops you know like Oh I think this was for five years like you
know that sort of thing
Reference 4 - 1.70% Coverage
l I well OK so my theory after talking with some other members is that that it would have been a
real shit show in terms of property damage. Probably most certainly bodily injury area. There
could have been class action suits. Not only from the individuals but also probably from the town
and state or I guess city and state. So
Reference 5 - 2.44% Coverage
ell let me tell you some of the practices they did the procedures the how we established was not
stressful. I’ll tell you what was stressful. It was the constant badgering of the staff that had come
in and give me a fucking please story you know a sob story of like you know what life sucks
sometimes. Hey you know but I’m doing the best that I can. And then it just. But it didn’t happen
in a short brief moments of time. Occasionally it was fucking nonstop.
Reference 6 - 0.18% Coverage
It was a frightening experience ar
Internals\\Steven Robert’s - 3_1_18, 1.31 PM Cleaned - § 6 references coded [ 3.06%
Coverage]
Reference 1 - 0.08% Coverage
No insurance claims.
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Reference 2 - 0.24% Coverage
It’s a miracle. There’s lots of crashes and few of them are dire.
Reference 3 - 0.88% Coverage
So, which seemed fine and fun until ... I live in this community though, so the police were like if
you do anything like this again or anything like this ever occurs, whether you’re involved in it or
not, we’re gonna come looking for you.
Reference 4 - 1.03% Coverage
So it’s like ... So we started off with that no safety, no nothing. Not only was there no safety, no
nothing, there’s like the opposite of safety like encouraged to be as unsafe as possible cause in
the first time we did it there’s ... You only have 24 hours to build your vehicle.
Reference 5 - 0.43% Coverage
So the first year that was really disruptive for them because we didn’t know and they didn’t
know what we were doing.
Reference 6 - 0.40% Coverage
So I had to experiment a lot with finding ways of decreasing my stress because I’m not getting
paid either.
Internals\\Rob_Matt_32218_3_50_PM Cleaned - § 5 references coded [ 9.61% Coverage]
Reference 1 - 0.81% Coverage
And I told them I wanted no part of telling people that their vehicles are safe because generally
they aren’t.
Reference 2 - 0.85% Coverage
I did have my own kind of harrowing experience with having a bad vehicle and almost crashing
into a crowd of people.
Reference 3 - 2.43% Coverage
And that made me worry a little bit more about you know other people’s vehicles. Somebody
crashed into a tree with a couple of things which went wrong not seriously you know like you
said nobody’s died but somebody did go to the hospital and after that first of worry a little bit
more about you know making the event safe but still fun
Reference 4 - 0.67% Coverage
And so I was a little bit concerned about that because again as you know the liability thing
Reference 5 - 4.85% Coverage
Wouldn’t have been out of the question one of the cars was going close to 50 at the bottom of the
hill And so it was and it was being that fast. It was quiet too because if you let the disturbing
would just sneak up on no motor or anything and fly down the hill would sneak right up on you
and run you over. And there is some stress about whether or not you know your own my own
vehicle would work. I sort of towards the end I gave up on going fast and just went for strange
because funny or interesting and slow is fun and it safer and entertained the crowd just as much
and I just as much fun building the thing and I’m less likely to end up in the hospital or
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somebody else hospital.
Internals\\Joe_Bordeau_March_13th_2018_32418_1_49_PM Cleaned - § 2 references coded
[ 1.12% Coverage]
Reference 1 - 0.55% Coverage
We try to make the crew feel comfortable because it’s a long weekend and then we basically get
a plan for trash.
Reference 2 - 0.58% Coverage
You’re not banging a bag off a lady or a person’s wife or somewhere that they barely see go by
your bag and you’re gone.
Internals\\Barb_Smith_March_13_2018_33018_9_03_PM (1) Cleaned - § 3 references coded
[ 7.73% Coverage]
Reference 1 - 2.78% Coverage
Being prepared would be the best thing the more prepared we are, the more prepared we are the
more communication we have less stressful we’re gonna be if that makes sense. I know as a team
I try to keep that communication between me and my teammates going so they don’t get so
anxious about all this. .
Reference 2 - 3.05% Coverage
Hard is when you have a what we call a storm refuge. And it starts to thunder and lightning and
you have 5000 people on the field. You know you have to get them all inside under cover. And
in doing so you are bringing all these intoxicating party goers and you putting them inside the
galleries. Yeah we had this happen last August.
Reference 3 - 1.90% Coverage
And then we had to take everybody from the field who was wet and intoxicated throw them in
some of some our galleries keep them out of where the wedding was keep them out of sol lewitt
and did it rather well.
Internals\\Rob Only - § 9 references coded [ 14.45% Coverage]
Reference 1 - 0.38% Coverage
Which is not good for me because when I get too much Monster Energy drink in me, I get a little
snappy.
Reference 2 - 0.56% Coverage
I was expecting 12 professional union stagehands, and I was given a couple of teenagers and a
[inaudible 00:18:05] guy and a couple of other folks.
Reference 3 - 2.70% Coverage
If it were me, I’m not going to run with, I’m not going to take five guys to try to unload a piano.
Probably we should have had eight guys for that piano. Unfortunately, I had five. And I smashed
a couple of fingers here and there, working a little too fast to try to get things going but the show
went on and nobody knew. That’s the thing. My mom knew what was going on and my mom’s
friends knew what was going on, but when they came to see Steven Tyler they said that nobody
would have ever known anything that’s going on. It went perfectly smooth and they were happy
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and that’s the main thing. Keep the crowd happy. The last thing you want is the crowd staring to
get stressed. That’s just going to create a bad situation.
Reference 4 - 0.80% Coverage
I mean that’s just the first event in the 20 something years, or however many years, what is this
it’s 2018, pushing 30 years of event throwing, first time I’ve ever had to be taken off an event
site for my safety.
Reference 5 - 2.55% Coverage
That happened to me the night of Ted Nugent’s. The night of Ted Nugent’s the spotlight crew,
the union spotlight guys didn’t come in because they hadn’t been paid. So I had to run spotlight
for Ted Nugent, which is the most stressful job in the face of the earth when you’re a 250 pound
dude on a scissor lift running a spotlight.
Rob: By the time that show was over, the scissor lift got stuck in the air. I had to jump from one
scissor lift to another scissor lift, I looked at my phone and it was my brother saying, "You need
to get out of there, now dude. Like you need to go." And we were escorted off property very,
very quickly. And that was the last time I was on that property.
Reference 6 - 2.85% Coverage
I mean, you know the examples of stress would be the lack of people. Like when you get to a
stage at six o’clock in the morning and you see three tractor trailers show up and you realize
there’s only four of you, you know you can see the stress. Just keep things light. Just talk to
people with respect and make it fun. Maybe joke around about it. What else can you do? You’ve
got to get it down, you might as well just have fun doing it. And when things got stressful, go get
a beer. Go have a cigarette. Smoke a joint. Do whatever you need to do, you know what I mean,
we’ve got this. Give people their time, you know what I mean? Like, in the daytime, once we got
the stage a little bit in, I didn’t need these people all day. And one of the modifications I made is
that
Reference 7 - 2.15% Coverage
more efficient and to give people time to rest. And that worked out real well. So you know, the
main stress that they had, and that wasn’t neccesarily the hours, the main stress that they had was
the lack of support, help-wise. That’s a lot of stuff to unload. Especially with a guy like Ted
Nugent, he’s got 17 guitar cabinets with no speakers in them. Just all show. You’ve got to roll
out all these cabinets and you’re looking at the cabinets realizing that they’re not even going to
be plugged in. You’ve got to joke around about it as opposed to getting pissed off.
Reference 8 - 1.95% Coverage
I would say that FunFest was one of the more stressful things I’ve ever done in my life, event
wise or other. Most of the things that I do, some of the stuff that I do doesn’t have the funding
that it needs to do, but I’m working with people that I work with and we pull it together as a
team. This event didn’t have the funding that it needed to run itself properly with people that
didn’t know what they were doing so it definitely created a level of stress. Because you knew,
you didn’t know what was going to happen.
Reference 9 - 0.50% Coverage
So the, yeah the event experience was definitely much more stressful than any other event I’ve
ever been involved in in my career.
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Internals\\Todd_Ahrend_Marh_12th_2018_33018_9_09_PM Cleaned - § 10 references coded
[ 10.74% Coverage]
Reference 1 - 0.31% Coverage
heard stories and I didn’t realize how canned in we were going to be at our entryway like I was
like.
Reference 2 - 4.81% Coverage
Well I mean you know I’ve been involved in many festivals and even festivals that are smooth.
There are still serious stressful. I mean just it’s just the hours of work the loud music
environment the chaos created with such large crowds security usually has involvement in
creating some stress. You know the people who were to force peace a lot of times are the ones
who are the most aggressive and violent potentially you know that there’s a lot of factors
involved and the stress of an event you know even on a smooth event and I’ve worked on huge
events huge events have huge name years running and still you know behind the scenes there’s
going be this just push push push kind of stress to stress that with the stress that we encountered
with ANYTOWNto certain failures and break down the systems of bad management bad
communication and ulterior motives of people being subversive and creating sabotage create a
whole other level of stress for me personally I can’t speak for everybody or I can speak for
myself and probably some other people who I know experienced similar things. But it created a
whole sense of just loss of control and like and that I get like a ship with no rudder you know
that kind of stress is is on a completely different level than a very efficient system that has just
stressed by the type of work was this was like wartime stress almost that was encountered by
myself and other people you know and I’m just really funny. Well you know I’m speaking for
the interview but also you know Dave I know you experience your own.
Reference 3 - 0.95% Coverage
An intimate customer enjoyment equanimous with stress levels of employees you know when
your customers are happy it makes your job easier and so you know I mean all it’s all tied
together there’s unification all these things it might be dismembered by someone who doesn’t
have experience in the field
Reference 4 - 0.33% Coverage
You see too much hinderance too much too much kickback and too much like in your face
warlike oppositions.
Reference 5 - 0.34% Coverage
East coast you know was like you know fuck you I’ll bury you in the woods and you know that
that joke goes around.
Reference 6 - 0.50% Coverage
Yeah I felt a vibe really like a dark and dark thing like an old kind of like lineage kind of that
would be a way to put it in my grandpappy didn’t like your grandpa.
Reference 7 - 0.29% Coverage
Angry and it just just resentful like deep resent i t seemed ancestral it didn’t seem current
Reference 8 - 0.37% Coverage
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And the trees the trees and the crows. It was kind of like kind of a dark seeded area. It’s really
bizarre really bizarre.
Reference 9 - 2.50% Coverage
Yea, they didn’t get paid like they were supposed to and deserve to be paid. But it’s interesting
that so many people start out the whole conversation with. If I don’t get paid I’m going to be
really fucking mad. You know this weird kind of mistrust from the beginning which you know is
an underlying underlying tone of stress you know from the beginning. So it was definitely a
radically different experience for me. You know when it came to dealing with disgruntled
employees. But then you know I don’t want to get picture that that part was of course there was
so much camaraderie those actually related to people stepping up like unbelievable. There were a
lot of individuals who money never was mentioned once they were just loving what they’re
doing it they’re just having a good time. Mike Jarvis
Reference 10 - 0.34% Coverage
There were no real agreements. There was nothing on paper for any employee. It was a paperless
arrangement
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Compensation Anxiety
Compensation Anxiety
Internals\\Chris_Wocell_32318_2_47_PM Clean - § 4 references coded [ 6.01% Coverage]
Reference 1 - 0.48% Coverage
staff members whether they’re volunteers or not they they need to be compensated and
Reference 2 - 0.46% Coverage
. We negotiated with all the staff that we were going to do a quarter pay of what was due
Reference 3 - 0.83% Coverage
it won’t cover all of the to make everyone whole in the past so that’s why behind negotiate you
know with it with people we had to explain to those that listen. E
Reference 4 - 4.24% Coverage
There is a shit ton of anxiety here. You know that means a lot of them and they lose and you
know you know I was expecting this job to create a bunch of money and such so you know the
person you know that promoted the event promised me this that the other I said What was that
person here now. And you know they’re like No and I say well you know what. I’m the one
that’s stepping up to the plate along with a couple of my and my colleagues that are helping you
out. I’m not here to make money. I’m here to help you guys get a little point out of what you
already put into this. So far it’s a call it bashes her as I’m concerned. Right. All right. And so that
brought their level of anger or anxiety down just a touch with some thought that OK I may get 20
dollars a couple hundred whatever the case may be. Right.
Internals\\Steven Robert’s - 3_1_18, 1.31 PM Cleaned - § 3 references coded [ 2.37%
Coverage]
Reference 1 - 0.46% Coverage
Or what are they getting compensation? Hopefully they’re having fun and like I get that some
jobs are less fun than others.
Reference 2 - 0.40% Coverage
So I had to experiment a lot with finding ways of decreasing my stress because I’m not getting
paid either.
Reference 3 - 1.51% Coverage
So, in terms of my volunteers, you would obviously sometimes feel the stress and there would be
things like, "Hey man I really want to be ... I’m the guy ... You recruited me to be the starting
gun guy this year but I didn’t get to see any races." So, a lot of times I would be ... Later on I did
develop a couple of things, which were somebody who was such a jack-of-all-trades they could
pop in and relieve people.
Internals\\Rob_Matt_32218_3_50_PM Cleaned - § 2 references coded [ 6.06% Coverage]
Reference 1 - 4.35% Coverage
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Yeah well I did get a free T-shirt. I didn’t always pay. I was still somewhat conflicted about
whether or not whether I should or shouldn’t pay the entry fees because I was putting in a lot of
time. But then again I knew Steven I think was losing money every year on the things so you
don’t want him to lose even more money. So you know I get I guess I never really got to see if I
officially got a free entry fee but nobody not some years people didn’t ask and I was up at the top
of the hill working anyways and ended up just sort of skipping that step. I don’t know if that was
official or if I stole an entry fee
Reference 2 - 1.71% Coverage
We’re going to be one of the sponsors for the event we’re bringing hay bale. But he ended up not
actually promoting ours. We have a maple syrup and firewood business my dad and I. So he
ended up not actually doing the advertising for us.
Internals\\Rob Only - § 10 references coded [ 11.49% Coverage]
Reference 1 - 0.50% Coverage
Well that’s why when I wasn’t getting food I got mad. Because I couldn’t sustain life and I was
just living on Monster Energy drink.
Reference 2 - 0.55% Coverage
Yeah, I’m a vegetarian and so they told me there’d be food on site for me. You ended up cooking
food for me eventually, I think, for a little while.
Reference 3 - 1.50% Coverage
I think that was people looking for somebody to tell them what to do and somebody to get meal
tickets from. I was given meal tickets by the people who were supposed to be in charge of
getting people their lunch and it was given to me to give everybody their lunch. And I think once
word got out to the other crew people that the guy running the state has the lunch tickets, people
started coming to me.
Reference 4 - 1.18% Coverage
So, I had no problem at all with the control of the stage and the control of the people working the
stage with the exception of the lack of staff that I had working with me. And obviously the lack
of money to keep the secondary stage there. The financials problems were the only ones that
really that we had on stage.
Reference 5 - 0.83% Coverage
And they all did a great job. And just showing them appreciation makes them show up. And they
knew they weren’t getting paid. Everybody knew they weren’t getting paid at one point, you
know, and they still kept coming.
Reference 6 - 0.31% Coverage
And none of those kids got paid. And not a single one of them bitched to me about it.
Reference 7 - 1.16% Coverage
You didn’t know if the band was going to come in and not have their food in the dressing room
or you know, like you didn’t know what was happening with anything. Do I have per diems for
people? Is the sound crew going to walk off, like I usually don’t deal with situations where the
sound crew’s going to leave.
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Reference 8 - 1.26% Coverage
No, the only thing that I would add to it is you know really, the difference between a successful
festival and an unsuccessful festival and what we saw with FunFest and other things that succeed
and where teamwork fell apart and where teamwork didn’t fall apart was all basically due to the
economic stress of the situation.
Reference 9 - 1.78% Coverage
You still get the work done but it’s not as hard line because you know you’re not working with
professional union groups. You know, you can tell a union guy what to do and he’s going to do
it, he’s getting his per diem, he’s getting his pay and you’re his superior. With an event like this,
where it’s mostly donated time with inexperienced people, your best bet is just to make them try
to have the best time they can in the situation that they’re in. And hope that it works.
Reference 10 - 2.42% Coverage
I mean that’s the main reason that besides they’d stayed as long as they did stay because they
were working with me and there was an air of professionalism. And at the point where they just
couldn’t get any money and they knew they weren’t getting any money, they bailed out. Because
the main stage, they already got paid. So they had their money already. But we were so in breach
of contract with these people that he pulled me aside three or four times a day saying, "Hey Rob,
we got to get this shit together or we’re pulling my guys out of here." And just being professional
with a person who is professional, I was able to get them to stay.
Internals\\Todd_Ahrend_Marh_12th_2018_33018_9_09_PM Cleaned - § 4 references coded
[ 5.50% Coverage]
Reference 1 - 0.61% Coverage
When I was talking about their duties. So I did the I thought correctly a lot of stress throughout.
[00:49:07] But you know being paid on the back end which was scary to allot people [5.8] you
know
Reference 2 - 2.05% Coverage
You know they have some sort of lodging which is all part of the deal you know and that they
get their pay on the back end. But I think you know these are larger organizations that I’ve
worked with and there is a credibility to it. They’re not worried about getting paid. I think I think
to them some seem shady where they feel a lot of people started with threats. If I don’t get paid
back and this is like well that’s no way to start off a business arrangement. Why would you
assume you wouldn’t get paid. Why would you go there first. Which is weird because they did
like it. Know they did a lot of you know a lot of people did but not full compensation what was
promised.
Reference 3 - 2.50% Coverage
Yea, they didn’t get paid like they were supposed to and deserve to be paid. But it’s interesting
that so many people start out the whole conversation with. If I don’t get paid I’m going to be
really fucking mad. You know this weird kind of mistrust from the beginning which you know is
an underlying underlying tone of stress you know from the beginning. So it was definitely a
radically different experience for me. You know when it came to dealing with disgruntled
employees. But then you know I don’t want to get picture that that part was of course there was
so much camaraderie those actually related to people stepping up like unbelievable. There were a
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lot of individuals who money never was mentioned once they were just loving what they’re
doing it they’re just having a good time. Mike Jarvis
Reference 4 - 0.34% Coverage
There were no real agreements. There was nothing on paper for any employee. It was a paperless
arrangement
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APPENDIX B – INTERVIEW GUIDE
INTERVIEW GUIDE – SEMI-STRUCTURED (allowance to elaborate to probe deeper
based on conversation)
[Welcome and Introduction – <5 min]
Thank you for participating in this study. We are examining how operating procedures affect
occupational stress in temporary organizations. Please remember that your participation is
completely voluntary, and you may quit at any time by notifying me. You agreed to the
recording of this session within your consent form. While I am recording this session, your
comments will be kept anonymous and the recording will be destroyed when no longer needed.
Please be as open and honest as possible. Honesty will give me the best results for this study.
The results from this study will help me design further research into gaming and its design. Do
you have any questions before we begin the interview?
GRAND TOUR QUESTION 10 – 15 mins
• Please describe for me the activities of your daily, onsite, routine.
DETERMAINING THE SUBJECT’S ROLE IN DEVELOPING OPs and using existing
organizational OPs – 5min
• Does your organization have existing operating procedures in place?
o Do you play a role in developing those OPs?
o Are they required, or just advised?
• To what degree are you free to develop your own operating procedures?
DISCUSSION OF THE USE OF OPs – 10 – 15 mins
• Please describe for me the kinds of operating procedures you require your team to follow.
o Describe the details of the procedure.
o How long have you been using this procedure?
o How does your staff respond to these procedures?
•

What do you expect to gain from the use of these operating procedures?
o Is your primary goal…
§ Safety
§ Consumer Experience
§ Productivity
§ Profit

•

How do you think operating procedures affect occupational stress in your staff?
o If they increase stress, please explain.
o If they decrease stress, please explain.

DISCUSSION OF THE NATURE OF TEMPORARY ORGANIZATIONS – 10-15 min
• How would you describe the relationships between your staff and their coworkers?
o How do they develop such working relationships?
o What happens if a worker fails to perform to expectation?
o How do staff members develop trust for coworkers?

110
o Even though your staff is temporary, do you find the same people returning year
after year, or participating in multiple events produced by your organization?
§ What percentage of your staff is returning or repeating?
§ Does your returning staff have opportunities to gain roles of increasing
responsibility?
DISCUSSION OF OCUPATIONAL STRESS – 5-10 min
• Would you describe the work environment as stressful?
o What kinds of things cause stress in this work environment?
o Is safety a concern for your employees?
•

Is there anything you do as a boss, or that your organization does, specifically to mitigate
the stress your employee’s experience?
o If yes, can you describe the activity or action taken to mitigate stress?
o Do you think there’s anything else that could be done to mitigate stress?

DISCUSSION OF PERFORMANCE OUTCOMES – 10-15 min
• What are the performance outcomes that you seek as a manager within the context of
these productions?
• What are the performance outcomes that the organization seeks within the context of
these productions?
• In deploying OPs is there a goal with regards to the performance outcomes of the
organization?
o Do you find that those goals are realized through the deployment of the OPs you
currently use?
CONCLUSION – 5 mins
• Is there anything else that you would like to add that I may have missed?
[Thank You]
Thank you again for participating in this study. Your input was valuable and helpful. As
mentioned, I am studying the relationship of operating procedures to occupational stress in
temporary organizations. Because festivals are temporary your organization provides a unique
insight into how OPs impact stress and outcomes and will be useful to not just future festival
events, but all temporary organizations. Again, thank you for your willingness to help me in my
study, and I hope you will have a nice day.
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APPENDIX C – COMPLETE PILOT STUDY
Pilot Study and Interview Validation
Because the subject of the interview has a relationship with the author this was a good fit.
Prior to the commencement of the interview Mr. Smith spoke openly about his experiences and
was happy to catch up, leading to a very relaxed and enjoyable interview for both the author and
the informant.
A pilot study was conducted to assess the proposed methodology, by interviewing a
single manager of a festival event. David Smith was interviewed in the spring of 2017 regarding
his involvement with a music festival that is considered to be failed. Mr. Smith has a long history
of working in the festival industry and has worked on many events including some of the largest
festivals in North America. He is a seasoned professional who focuses on logistics and talent
relations. An interview with him was conducted, lasting approximately 90 minutes, and revealed
a serious lack of organization on the part of the organizers of the event that he was questioned
about.
After being asked about his understanding of what a temporary organization is, Mr.
Smith was asked about his use of OPs, and why he used them; what impact he saw OPs having
on Occupational stress and performance outcomes; and how occupational stress impacted
performance outcomes.
With his vast previous experience Mr. Smith was quite aware of the unique nature of
temporary organizations. He was, in fact, able to point out some of the academic findings cited in
the literature review of this paper purely based on personal experience. When asked what the key
element of festivals was he responded, “Teams have to trust each other quickly, and if you fail to
do what you said you would, people will be done with you at the first mistake.” This was almost
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identical to Bechky’s assessment of the nature of temporary organizations, even though he stated
he had no knowledge of that research (2006). Mr. Smith was quite clear in is understanding of
what temporary workers were and stated that the team of the failed festival he worked on very
much fit that definition.
Operating procedures
Mr. Smith has a certain style that he uses when managing teams at festivals, which
includes training his team for two days in advance of an event; holding daily stand-up meetings
to keep everyone on the same page; and a number of OPs that are implemented to help staff
understand how to behave around talent. For example, Mr. Smith is often in charge of logistics
which includes artist travel from area transportation hubs, so drivers are trained to not ask for
autographs or selfies with talent, as that is considered very bad form on the part of a driver, and
Mr. Smith is concerned with the festival’s over all reputation and appearance as negative views
can adversely impact on an artist’s performance.
When asked about his ability to deploy OPs Mr. Smith was quick to point out that not
only was he unable to deploy his usual protocol, there were no OPs in place as guiding principles
of the event in any way, shape, or form. He remarked that the upon arrival he did not have a team
in place, and no one had been hired to work on his staff. This meant, to his utter horror, that
drivers had not been background checked! There was no way for him to know if anyone’s
driver’s license was suspended, or if the potential drivers he might try to grab from the existing
crew had DUI’s or other serious convictions on their driving record. He simply went out to the
existing ground crew – which was busily finishing the construction of bars and other things that
should have been completed days before – and asked if anyone wanted to be a driver. He was
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forced to send people out, with no idea who they were, what their backgrounds were, and wasn’t
even able to train them beforehand.
This brought about a unique situation with Mr. Smith. Being a high-ranking manager of
the event the objective of interviewing him was to assess his use of OPs with his team, but it
turned out that he had suffered occupational stress because of a lack of OPs in general
deployment from the most senior managers.
Occupational stress
Throughout the interview with Mr. Smith he often referred to the amount of stress that he
and his team were under. From the beginning, he was asked to do much more than he was hired
to do, and there was no evidence that he would be rewarded for his extra efforts. This is in direct
contrast to Vroom’s expectancy theory, and it caused him a great deal of stress (1982). Discussed
before was Mr. Smith’s need to find a transportation team from a group of unchecked grounds
workers, but there was more: he was also asked to take on managing talent liaisons and the entire
grounds crew! Mr. Smith’s level of stress was through the roof throughout the festival, and his
teams were having much more difficulty.
His team members were all over the grounds now, conducting many disparate tasks, all
with very little oversight. The ability to work autonomously is a key factor in professional
success in the festival industry, but this was well beyond autonomy, and had passed into the level
mayhem. The team members who were successful were the ones who found a task they could do
and stuck to that one thing. These workers were either disinclined to interface with other workers
or management or had found a task that the festival could not do without. One example Mr.
Smith gave was of a young worker who was a member of the grounds crew. He had been given
no direction but had found that there was a great need for water throughout the festival. He took
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it upon himself to fill the “Water Buffalo,” which is a large trailer that holds hundreds of gallons
of water, pulled by a tractor, and simply went around filling the water tanks in the trailers, VIP
rooms, food vendors, and showers. He was desperately needed, and as such people were grateful
to him and did not impose. In short, he was spared stress because he had something to do and
was able to do it.
Other workers were not so lucky. Some drivers ran into trouble with artists and talent
managers who were angry because they did things Mr. Smith would never had allowed, had he
been able to train them properly, like asking for photographs with the artists. Anyone who has
ever had to ride in a car for a long period of time with other people, who they know despise
them, can relate to the feeling of being yelled at in front of the airport when one asks for a
picture with the artist, and then has to spend three hours driving them to the festival. Early on,
many drivers arrived at the festival having been given a stern talking to by seasoned talent
managers. Some of these road managers have been on the tour circuit with their bands for
decades. Lita Ford is one such example, and her driver had a real hard time with her as her hotel
rooms had been canceled because the festival’s credit card had been canceled! She, her band, and
manager, had spent the previous night in a roach motel and she had only agreed to participate in
the festival at all because fellow performer had asked her to change her mind about canceling by
Bret Michaels at the behest of the author of this paper. Her driver spent three hours in a van with
her and her team, being read the riot act, and he had no training in how to respond. Upon arrival
at the festival he refused to drive again, which was just as well, as one of the vans was
repossessed by the rental company when the credit card was canceled!
Mr. Smith pointed out numerous instances of workers who he found hiding from
managers not because they were trying to get one over on management, but rather because they
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were scared of the security guards – which were made up of outlaw bikers – or because they
simply didn’t know what to do. There were no written daily schedules, and failing to get certain
things done resulted in top managers yelling at crew, threatening to “put them in the woods,” and
in one instance a fairly highly ranked manger was pistol whipped by the top producer of the
event and had a gun pointed at his chest, followed by a round being fired into the ground of the
production trailer! The author of this paper was not present for that event, but the manager in
question appeared to be suffering from severe anxiety following the event.
Mr. Smith’s teams began to avoid the production trailer areas, which made it hard for him
to track down people to accomplish tasks or figure out if tasks had been completed at all.
Within this context it can be seen that certain workers were at different states as per
Nash’s Stress Continuum. The worker who was siloed from stressors by focusing on delivering
water as functioning in the “ready” or the early stages of the “reacting” states where he was still
in control, adaptive, and getting the job done; whereas other workers who were experiencing
more acute stress could be said to be in the later stages of the “reacting,” or even early stages of
the “injured” state, where they were irritable, worrying, or losing control or panicking (Nash,
2011).
Performance Outcomes
As a result of occupational stress felt by workers under Mr. Smith’s management,
performance was severely inhibited. He stated that workers were not doing their jobs, actively
avoiding managers, and many simply walked off the job without even receiving their pay.
Because of this, drivers were limited, talent liaisons were hard to find, and grounds crews were
stretched thin. It’s not hard to see how this could quickly impact the outcome of the festival, and
quickly Mr. Smith saw that his drivers were exhausted – to a point of it being dangerous to send
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them out -, talent was not receiving the treatment they expect, and the grounds were not being
properly maintained, leading to a buildup of garbage and mess everywhere, which in the warm
weather began to attract flies.
From a purely reputational standpoint, the festival looked like a bomb had exploded, and
as much as he tried Mr. Smith just simply didn’t have the resources to get things fixed. He
pushed his crews to their breaking points, and many of them did indeed break. Things were left
undone; talent was upset; ticketholders were offended by the filth; and the reputation of the
festival was so damaged that even if the promoter had not ultimately absconded in the middle of
the week-long event, it is unlikely that the festival would have seen a second year of existence.
Pilot Study Results
The pilot study gives support for the propositions put forward by this paper, and it can be
easily seen that in such a dramatic event the lack of OPs leads to a breakdown of sensemaking
among the managers and workers of the event. Managers and workers alike were unable to see
what they should be doing, and the stress managed to erode what would be a normal sense of
expectations, leading to everyone rewriting the narrative in their heads to accomplish anything
they could think of, regardless of whether or not it was something that was of importance. The
trailers got water, because one person found something important to do, but many others were
simply wandering round without direction, avoiding managers whom they had come to fear, and
in the end, that was good for no one.
While there was very little that could be done about an irrational producer who was prone
to violent threats, the choice to use outlaw bikers as security guards for the event proved to be
toxic and dangerous. While bikers are often members of security personnel, in this case the
festival ran congruent to a motorcycle rally resulting in the few professional security members
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who happened to be bikers, multiplying to many of their fellow club members being backstage,
escalating tensions, and forcing all members of management to start thinking in a manner not
conducive to strong leadership, at least not in a legal way.
The pilot study does suggest that the casual method of collecting data through brief notes,
while it does put the subject at ease, may be too informal, and the use of a recording device
might be more useful in upcoming interviews.
Expected Research Contribution
The outcomes of this study will help to inform both scholars and managers to better
understand how protocols, which are put into place for specific reasons, actually contribute to the
intended outcomes. Standard Operational Procedures help to codify institutional memory, and as
such are not inherently a bad thing, however too many may result in curvilinear outcomes as
related to OPs and performance:
It is important to avoid such a law of diminishing returns by understanding the impacts of
OPs on workers so that managers can make reasonable and informed decisions about the amount
of types of OPs they put in place.
Scholars
Academic interest in occupational stress is a rich component of understanding
organizational behavior, and through this research the body of knowledge will be expanded to
better understand how previous knowledge can be applied to temporary organizations, and how
known protocols impact on a type of worker that differs from those that were studied before.
Specifically, previous research has been conducted on workers in catastrophic
environments, and fields that are known to be high stress, like firefighters, emergency room
workers in hospitals, police officers in riot conditions, and military personnel. While these
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workers are obviously important with regards to occupational stress, there is stress in other
fields, and in the area of festival workers and event staff, the stress can be equally high, and
compounded by the potential trust issues that arise in temporary organizations.
Further, this research is important in that it can be generalized to many areas of large
groups of people who come together to form temporary working organizations, or even smaller
worker groups like task forces or managed projects within permanent firms.
What we have seen with the FunFest example and experiences of Mr. Smith, is that a lack
of OPs can lead to a total breakdown of sensemaking within the festival operations landscape.
When workers don’t have people or protocols to turn to they are effectively adrift unless they are
extremely entrepreneurial and autonomous, and willing to carve out their own little area to focus
on. This was seen in the example of the worker who focused on the distribution of water, but that
worker was a rare person during the event. More normal in the case of FunFest were workers
who simply didn’t work. They shut down or tried to avoid people who would ask them for
anything at all. The staff members who were willing to step up and go the extra mile were
worked very hard, and in many case were observed to be without direction, or pulled in too many
directions, as Mr. Smith observed. This provides an important area of future research for scholars
to explore by way of incorporating the festival and events into the existing literature stream of
other temporary organizations such as firefighters, crisis workers, and the like.
Managers
Managers of festivals and other large events are in a new era. While large events have
taken place over millennia there is a new professionalism that is being applied to the field with
the rise of grand festivals like the Bonnaroo Music and Arts Festival that function on the level of
national organizations, hosting tens of thousands of people, where deep understanding of the
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impacts of operating procedures are needed to better serve event staff, and concertgoers alike
(Arik, Penn and Capps, 2005). This paper will help to elucidate the need for choosing the right
protocols to deploy within these unique settings give the best outcomes.
Understanding what happened at FunFest will help to serve managers of future events in
understanding how a lack of OPs can lead to breakdowns in the functioning and performance of
crews, particularly as they are ad hoc, or temporary in nature, and as such have little loyalty to
the firm, or commitment to the organization’s goals. Following Vroom’s Expectancy Theory is
critical for managers to understand why workers behave the way they do within festival
environments: if what is expected is not clearly articulated, and how to meet those expectations
not made plain, workers will become grossly uncomfortable in the lack of definitions to guide
them as they work autonomously. Further, without clear expectations it’s difficult for managers
to point our errors and motivate workers to achieve the goals they felt they could accomplish
when they were hired.
Starting with FunFest the research will investigate through direct observation, and
interviews with managers, how OPs are deployed in both successful and unsuccessful ways.
Combined with the historic context of the Altamont Speedway Free Concert, which presents one
of the worst-case scenarios in the history of music festivals, this chapter should paint a rich
portrait of the ways workers come together within the framework of festivals as temporary
organizations.
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APPENDIX D – EXTENDED LCAONIAFEST CASE
The following is the complete case study of the events of FunFest that are summarized in the
case studies in the main body of this dissertation.
Pre-Festival, and the First Few Days
FunFest was presented as a nine-day music festival that would run concurrently with the
town of ANYTOWN nearly one-hundred-year-old Motorcycle Week. Founded in 1923,
ANYTOWN Motorcycle Week is an annual event, held in June each year, which attracts over a
hundred thousand visitors, and in the past, has had participation as high as 375,000. While the
event has had outbreaks of violence in the past, the town and motorcycle clubs have had a
“mutual understanding,” over the past several decades (Sargent Detective Kevin Butler, personal
communication, June 16th, 2016). The arrangement grows out of one of the worst riots in
American history, which took place on June 19th, 1965, and involved 10,000 rioters, over 150
people arrested, 70 people treated for injuries, buildings and cars set on fire, which required the
Governor to mobilize the New Hampshire National Guard (Associated Press, 1965).
While participation has been falling in recent years, ANYTOWN’s Motorcycle Week is
still a very popular event, which provided what looked like a great business opportunity to a
group of concert promoters. I became involved when a former student of mine asked if I could
arrange for a New Hampshire business with a liquor license to provide alcohol for the event.
New Hampshire requires a licensee to be in charge of all alcohol sales, and requires a Person in
Charge, to be present whenever alcohol is being sold to the general public (New Hampshire,
Title XIII, 2016). Through a friend, who works as an insurance agent, I was able to enter into a
relationship with the owners of a small ski area. The owners were willing to make their business
the “Catering, Off Site,” company associated with FunFest, in exchange for 5% of the net
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revenues for liquor sales during the course of the event. The full agreement involved my being
paid 2.5% of the net alcohol revenue, and my friend who helped set the arrangement up would
receive a 10% cut as well. In exchange for this, my friend and I agreed to be present at the
festival for the duration of the event.
The headliners for the nine days of music were national A-List acts including, Steven
Tyler, Ted Nugent, Bret Michaels, L.A. Guns, Lita Ford, Warrant, Buckcherry, Sebastian Bach,
Trixter, and many more, but with those names alone, it was clear that the promoter was aiming to
put on a major event. Indeed, the event was projected to be so large that it warranted Department
of Homeland Security monitoring and staffing. This included representatives from Homeland
Security, which bomb-sniffing dogs, patrolling the grounds each day, in addition to radiation and
gas detectors located strategically throughout the grounds. These devices were checked regularly
by members of the Homeland Security team, which monitored them, along with bomb sniffing
dogs throughout the course of the event.
Figure 4: AreaREA Gamma, combination multi-gas and radiation detector, similar to the kind
located throughout the grounds of FUNFEST
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These devices, for many might encourage feelings of safety, did exactly the opposite for
several members of the staff, who expressed fear at working at an event. They were afraid that
there would be a terrorist attack, and wondered how such a device could help them, given that
they were already there.
In addition to homeland security, the event was staffed by local and state law
enforcement, emergency medical services, New Hampshire Liquor Commission officers, and
emergency fire services, all of which had mobile command centers onsite. This emergency
personal staff was to become a major source of friction between festival organizers and the town.
I arrived several days early for the event, in order to ensure that things were set up in
accordance with the state’s requirements. I was surprised, and this should have been an instant
red flag, to learn that no bars had been constructed, and that the VIP Tower – a centerpiece of the
festival’s attractions, was still being built. In addition to the lack of general preparation, I also
discovered that a motorcycle gang had been retained to provide security for the event. Because
this FunFest was running concurrent to Motorcycle Week, I had joked with people about surely
the promoters had heard of the Altamont Free Concert debacle, which was a concert hosted by
rock band The Rolling Stones, which took place on December 6th, 1969, at Altamont Speedway
in northern California. Like FunFest, the Altamont Free Concert organizers also used a biker
gang as security for their event, which resulted in violence against the audience, up to and
including, a homicide right in front of the stage at the hands of security forces. At the time, it was
believed that Altamont signaled the end of the festival, following only months after the Summer
of Love, and the most famous of all rock and roll festivals, Woodstock (Ethen, 2014). The fallout
after Altamont turned out to be nowhere near what was expected, in terms of it’s impact on
festivals, and in fact promoters took notice of the mistakes and moved forward. In many ways
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FunFest was checking off all the right boxes from what was learned from Altamont: the grounds
were well secured; the promoters were working with the police, town, and emergency response
providers; top artists had been paid in full, in advance, which is not typical protocol, but certainly
has the effect of guaranteeing that the artist will perform. There were so many positives, that it
was easy to ignore some of the glaring errors that had been made. Chief among these errors was
the make-up of the top management team.
Upon arrival, it was revealed to me by my former student that she was the person really
running the show, and that the main promoter, PROMOTER #1, differed all authority to her in
his absence. His absence was monumental, as he lives in North Carolina and did not arrive on the
grounds until two days before the festival was to kick off, and even when he did arrive he
remained aloof, coming to the grounds late in the day, and leaving early, which is not typical of
festival promoters who generally work 18-hour days, very visibly, during production. Another
promoter, PROMOTER #2, had been the primary contact point prior to my arrival on site, and he
had been working daily for five months onsite to produce the event, but his authority was quickly
usurped by the arrival of my former student, followed shortly by PROMOTER #1.
Two other producers were present, PROMOTER #3 and PROMOTER #4, both of whom
were treated with great disdain by my former student and PROMOTER #1, even though they
both professed to have previous concert production experience. This, again, should have been a
huge clue to problems that were coming down the pike, like a freight train, but no one seemed to
notice.
From the beginning, the festival was mired by unfortunate, but beyond the control of
management, occurrences. The most noticeable of these was the weather, which turned cold and
nasty, with temperatures in the forties, rain, quarter sized hail, and much of this happened during
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the performances of the first two night’s headlining acts: Buckcherry, and Fuel. This kind of
weather, of course, drove down attendance, a fact the local newspaper, which ran the headline,
“FUNFEST Fails to Draw Crowds” failed to make note of (Kitch, 2016). The article painted a
picture of the festival as completely empty, even running photographs from early in the day
when very few people were present, suggesting that such participation was the norm, even when
headliners were performing. Kitch’s article became an early source of information for other news
outlets reporting on the success, or failure, of FunFest, and attempts to reach him, to set the
record straight, were left unanswered (PROMOTER #4, personal communication, June 14th,
2016).
While participation was certainly under what was expected, headliner Buckcherry drew a
crowd of nearly 4,000, which was less than the projected 7,500, with ticket prices at $25 for that
night’s show, revenue would have been approximately $100,000, before alcohol sales, which
would reasonably have brought in an additional $50,000, more than covering operating costs,
and certainly more than The ANYTOWN Daily Sun’s presentation of the event, seen in Image 2.
Figure 5: Photograph from ANYTOWN Daily Sun article suggesting crowds during headliners
were similarly light to those in the photo.
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Similar crowds turned out for Sunday night’s headliners, a double header featuring Fuel,
and, Saving Abel, leading towards Monday night, which featured former Skid Row front man,
Sebastian Bach. Monday night was again disappointing, with cold and rain, but still crowds of
several thousand were present. When taken as a whole, estimated revenues from the first three
days should have been in the range of a half million dollars.
The stress leading to this point had been increasing daily, and the messages being sent
were ones of violent response. This is important because even at this early stage managers were
demonstrating what could be signs of Brief Psychotic Disorder, in the form of delusional
thoughts, namely in the re-writing of history. When discussing projections for the event,
following the poor turnout of the preceding three days, it was agreed that it was all part of the
plan. Whether or not the acute stress had begun to cause psychotic events, or not, is of question
at this point, but certainly managers, myself included, were creating false memories and rewriting our personal histories. False memories are not uncommon for humans, and in fact are
very easy to create, particularly when the narrative is repeated and asserted with authority (Kida,
2006). Beyond false memories being easy to implant in a person’s thinking, when one is
involved with groups, there is always the chance of Groupthink which lead to illusions of
“invulnerability” (Plous, 1993).
A Moment to Catch One’s Breath?
During this time though, there had been increasing tensions developing between the
PROMOTER #1 and the City Manager of ANYTOWN. There had been an understanding that a
ratio of 1:1000 officers to audience members would be acceptable to the town, a security
presence for which FUNFEST was responsible for footing the bill. Nearly six months in advance
of the festival crowd projections had been developed and presented to the town and police
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department, however the early days of the event were proving to be significantly under those
projections. The town did not alter its allocation of officers to fit the actual crowd sizes, and was
turning out 30 officers a day to staff the event, and PROMOTER #1 was very much displeased
by this. Multiple meetings took place between the town’s officials, the police Captain,
PROMOTER #1, and PROMOTER #2, and an agreement was made to allow the festival to pay
$45,000 to cover the first few days of staffing, and it was understood that additional money
would be owed following the Steven PROMOTER #1 performance, which was expected to draw
large crowds, resulting in significant revenues.
Steven Tyler was slated to perform on Wednesday, and his contract is very complex,
requiring many special arrangements, so Tuesday was programed with small local bands, and
was intended to be an off day for most of the crew to rest before the Wednesday night show.
While many did relax, PROMOTER #1 spent the day trying to control much of the things
that were going wrong with the production. The town was a problem, but it had also come to
light that an agreement with Monster Energy Drinks to provide the festival with $30,000 in
sponsorship money had never come to fruition. This ignited explosive tensions between producer
PROMOTER #3, and PROMOTER #1, which by some reports included PROMOTER #1
literally throttling PROMOTER #3 against the wall of the production trailer.
Violence was a constant presence at FunFest with producers and senior managers
regularly making threats of, “Putting him in the woods.” Indeed, by his workspace, PROMOTER
#1 had a printed poster on the wall stating, “There are lots of mountains and woods around here
to get rid of your body in.” With the motorcycle gang as the security staff, it became clear that
there were some that were not to be trifled with, and as such I did my best to stay out of their
way.
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It should be noted that all members of security were always dressed in yellow shirts
identifying them as security, however they had many friends who were always hanging around
backstage. The motorcycle club members were identified with various insignia on their vest,
which told a story, that once understood, gave me quite a bit of pause.
Many of the motorcycle gang member who were present wore patches on their leather
vests which identified them for being certain levels in the club, or for having done certain deeds.
While it’s to be understood that the Hell’s Angels are not identified in this paper as the
motorcycle club members, or security guards referenced, the “1%” badge is a well-known patch,
and serves as a good example of the type of persons present, and the danger which they posed.
Figure 6: 1% patch of the Hells Angels Motorcycle Club

In Image 3 the 1% is clearly stated, along with the Flying Death Head, which is a symbol of the
organization, along with the abbreviation, “HAMC,” which stands for Hells Angels Motorcycle
Club.
The 1% moniker stems from a statement made by the American Motorcycle Association
in the wake of the 1947 Hollister, California motorcycle riot, which said, “…99% of
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motorcyclists are good, decent, law-abiding citizens.” The Hollister riots had become famous
following an article in Life Magazine, which included a photo of an, “outlaw,” biker, which was
later determined to be staged by photographer Barney Peterson, and strongly objected to by Paul
Brokaw, the editor of Motorcyclist Magazine (Dulaney, 2005).

Sirs:
Words are difficult to express my shock in discovering that motorcyclist picture [see Life July 21,
1947: 31]. It was very obviously arranged and posed by an enterprising and unscrupulous
photographer.
We regretfully acknowledge that there was disorder in Hollister – not the acts of 4,000
motorcyclists, but rather of a small percentage of that number, aided by a much larger group of
non-motorcycling hell-raisers and mercenary-minded barkeepers. We in no manner defend the
culprits – in fact drastic action is under way to avoid recurrences of such antics.
You have, however, in presentation of this obnoxious picture, seared a pitiful brand on the
character of tens of thousands of innocent, clean-cut, respectable, law-abiding young men and
women who are the true representatives of an admirable sport.
Paul Brokaw
Editor, Motorcyclist
Los Angeles, Calf. (Dulaney, 2005)

Figure 7: The staged Darney Peterson photo (Gardiner, N.D.)
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Despite the photo being staged, and Brokaw’s protestations, the photo had rattled the American
people, and the view of motorcyclists began to change. In response to this, and in particular the
AMA’s statement that 99% of motorcyclists were decent people, certain motorcycle clubs
embraced the 1% outlaw status and literarily turned it into a badge of honor (Dulaney, 2005).
Before The Altamont Free Concert, it was somewhat common for festivals to use the
Hell’s Angels as security guards, and that seems to be in keeping with the early days of rock
festivals, and free concerts, which were put on by bands that also had an outlaw sensibility
(Selvin, 2016).
It became clear to me that it would be in my best interest to treat these people very
kindly, and as a result, I was accorded an equal amount of respect. PROMOTER #1’s
aggressions were not just limited to PROMOTER #3, and it was reported to me that another
member of the junior production staff, John Doe, who had been onsite working on the Website
and marketing had a pistol pointed at him by Promoter #1, followed by a shot being fired into the
floor, then pointed back and him and Doe being told that he was, “going in the ground,” if he
didn’t do as he was told (John Doe, personal conversation, June 14th, 2016).
Despite all these tensions taking place, Promoter #1 always treated me with respect, and
began to take me into his inner circle, treating me like legal counsel, asking me to review many
of the contracts that FunFest had entered into. Key in these contracts was the sponsorship
agreement with Monster Energy Drinks, which had agreed to provide $30,000 in exchange for
certain considerations including sole placement as energy drink for the festival, advertising, and
FunFest being announced from the stage as been “Fueled By Monster.” (Marketing Agreement,
2016) Given that Monster had failed to provide the money in advance of the festival, as the
contract required, I advised PROMOTER #1 to sue the company for the $30,000 plus damages,
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given that FunFest was unable to launch a $30,000 advertising campaign, which it could be said
contributed to the lack of crowd participation. I suggested that he should not cash any checks that
come from Monster, given that it could be interpreted as tacit acceptance of the contract. I
informed PROMOTER #1 that I am not a lawyer, but have studied business law, and urged him
to take the matter up with his attorney. He did so, and asked me to speak with his lawyer, who
agreed with my position, except that he felt PROMOTER #1 could take the $30,000 to mitigate
harm in advance of any future lawsuit.
There were other issues cropping up, but the most pressing was that the owners of the
second stage were threatening to break down because they had not been paid. I was presented
with another contract, this time between FunFest and EMP Records. This contract, which was
unsigned by either party, was an agreement for EMP to pay all expenses of the second stage, as
well as also providing two performers: BumbleFoot, and DMC. At this point PROMOTER #1
was really viewing me as legal asset, and I had to keep reminding him that while I’m
comfortable reading contracts, I’m not a lawyer, but he didn’t seem to care, and I was happy to
help as I had been informed that I would be, “taken care of,” for all my support.
Tuesday ended with little fanfare, and we were all looking forward to Steven Tyler the
following night, and anticipating making a lot of money. The mood on the ground was one of
mentally rewriting history, and everyone was in agreement that they all expected the first few
days to be slow, but that is not born out by the numbers that were given to me, which I used to
build projections of alcohol sales against anticipated crowd participation. (Appendix A) This
fracturing of the truth from the new view of how the event had been planned was clearly a giant
mistake, however there is literature to suggest that it was both impossible to control, and actually
mitigated the negative effects of the prior days’ stressors. Lataster et al. (2013) suggest in their
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paper, Increased stress reactivity: a mechanism specifically associated with the positive
symptoms of psychotic disorder, that there are positive benefits to brief psychotic disorders
which act as coping mechanisms for the stresses of day to day life. Brief Psychotic Disorder is
characterized by a, “…sudden onset of psychosis which caused severe impairment, but lasted
less than 1 month, and fully recovered (Long, N.D.). There certainly is a representation of sever
impairment in the form of senior managers seeming delusional in accepting that the severely
disappointing opening days of the festival were all part of their plan, when all the evidence
points to the contrary. Looking further at the actions of top management at FunFest, suggests that
there certainly was delusional behavior, and as the days moved forward more and more of the
symptoms of Brief Psychotic Disorder were observed.
Table 8: A comparison of clinical requirements of Brief Psychotic Disorder, and observed behaviors of top
management at FUNFEST (Long, N.D.)
Clinical Pattern
Occupational-Economic
•
Severe Disruption of Ordinary
Behavior
Critical, Quarrelsome (Low-Agreeableness)
•
Uncooperative due to emotional
turmoil or overwhelming confusion
Justice
•
Majority are non-violent, but
overall, there is an above-average
risk of physical violence
Irrational (Low Intellect)
•
Overwhelming Confusion
•
Sudden Onset of Irrationality (i.e.
at least one psychotic symptom:
delusions, hallucinations,
disorganized speech, grossly
disorganized or catatonic behavior)
•
May or may not be associated with
acute stress
Anxious, Easily Upset (Low Emotional
Stability)
•
Emotional Turmoil
•
Rapid, intense mood swings

FUNFEST Observed Behavior
Rewriting of personal and group memories in a
manner that suggests the brain attempting to
mitigate negative effect.
Blaming other people, threatening, and failure
to work with other members of top
management in a productive way.
While most top managers remained nonviolent, there were documented instances of
violence. Interestingly, there was a great
increase in comfort levels around violence, or
implied future violence.
Delusional acceptance of success of previous
days, despite facts.
Acute stress from pressure, lack of sleep, and
violent atmosphere.

Very low emotional stability, marked by
aggressive behavior.
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As will be seen in future pages, the behavior of the top management of FunFest met many of the
requirements of a Brief Psychotic Disorder diagnosis, but there on that Tuesday, it was only
beginning to manifest, and most were joyfully accepting that it was all part of the plan. Indeed, it
is only with the benefit of hindsight that I am able to truly understand how much I was complicit
in the actual re-writing of the previous days’ history, which was the collective mindset leading
into Wednesday’s big day with Steven Tyler.
Preparations for Steven Tyler’s performance were odious for all involved, as they
required strict adherence to meticulous details. Throughout the day there were frequent
references made to the famous request by the rock band Van Halen during their 1982 tour, which
specified M&M’s in the green room. There was a special detail on the M&M’s however,
specifying, “WARNING: ABSOLUTLY NO BROWN ONES (Schaps & Whitley, 1982.).” This
was a requirement of the hospitality section of their contract rider, which accompanies the
technical rider outlining the details of required equipment, rigging, lighting, and more. This
request has been famously derided as an example of rock star excess, and the band allowed this
perception to continue for decades, despite it having a very logical and reasoned explanation.
The idea behind the brown M&Ms was to allow the band’s tour manager to walk into the
dressing room, quickly look at the M&Ms, and instantly know the level of detail the promoter
would go to in fulfilling the terms of the contract. If the promoter failed to provide the M&Ms, –
which are easily available almost everywhere – or if the brown ones had not been removed, the
tour manager would know to check safety issues like stage rigging, and electrical connections.
Honestly, it’s one of the most brilliant things in the history of contract negotiation, however it
resulted in the band being mocked publicly and privately for decades. Presumably they felt it was
worth it to accept this derision in the name of safety, but concert promoters and workers still
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laugh about it, and use it as an example of excess in rider requirements. Steven Tyler’s rider was
packed with special requirements that were deal breakers and showstoppers:
•

Poached organic salmon with greens.

•

Two 25 lb. dumbbells must be black, but not the shiny kind.

•

One batch of vegan blueberry muffins, served hot upon arrival, and another batch, also
served hot, upon departure. Recipe included.

•

Craft Services was required to keep all labels to prove everything used was organic, and
to present these labels to Steven Tyler’s management.

These types of requirements from artists are not uncommon, however Steven Tyler’s requests
went beyond that of any other artist participating in FunFest, and it put the entire staff and crew
on edge. Further adding to the stress created by his arrival was the tensions being ramped up by
Promoter #1 and other producers who had moved to a point of yelling at all staff, at all times.
Promoter #1 had asked me to review the Monster Energy Drink contract, and one of the
clauses stipulated that the drinks could not be sold for more than $3.50. Due to the low turnout
for the previous shows my former student had decided to allow the bartenders to sell the drinks
for $5, and pocket the difference, in an effort to make up for their low tip percentages. I called
her to ask about it, and was instantly lit into in a furry of rage. “Who wants to know!” she
demanded. I explained that Promoter #1 had asked me to review the contract, and that the $5
price was in violation of the contract, and could cause FunFest to be in breach of contract, at
which point she began to yell, “Keep your fucking nose out of my bars!!! Who the fuck do you
think you are?!!” and then hung up her phone. Seconds later she called back demanding to know
where I was. I informed her that I was in my trailer, to which she said, “Don’t you fucking move!
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We’re gonna have a talk!” During the entirety of the event, this is the only time I called upon
Steve, a former military officer, and Washing D.C. police officer, who was on site for several
reasons, but one thing I viewed him as was my personal security detail. He had many things to
do around the venue, but when I called him, he always came. I sent him a text message that said,
“Please come to my trailer, but be covert. My former student is coming, and I don’t know if she
will be coming alone.” He arrived within seconds, and I could see him through the window
acting like he was working on a generator. I knew that Steve was armed and prepared to defend
me, if need be, but this did not assuage my fears.
My former student arrived and instantly began to yell about staying out of her bars and
minding my own business. This is the former student who seemed very nice in classes, and this
was a side I’d seen come out of her towards others, but never towards me. I remained calm, and
continually asked her why she was yelling at me. She eventually calmed down, but reminded me
to mind my own business, and stay out of “her” bars. I didn’t think it wise to point out that in
fact I was responsible for all bar activity as far as the state was concerned. It had become more
than clear that my presence in the capacity of Person In Charge, with regards to the New
Hampshire Liquor Commission, was purely ceremonial as far as FunFest management was
concerned.
I decided that despite Promoter #1’s urging, it was in my best interest to leave the issue of
Monster Energy Drink prices alone.
At this point, all members of top management, myself included, seemed to have slipped
into states that resemble those that fit the description of Brief Psychotic Disorder. Chris Wocell,
a member of my team involved with liquor sales, said that when his wife asked him why he
stayed, he said, “In hindsight, I just don’t know, but it seemed like what I was supposed to do
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(Chris Wocell, personal communication, June, 2016). There is a wealth of research on stress
reactivity suggesting that individual response is unique and can be a function of personal
development going as far back as a person’s individual treatment as an infant (Meaney, 2001).
Stress reactivity is an individual’s unique response to stress, and does relate to the inherent,
“fight or flight,” decisions that humans have developed over this history of the human race.
Stress reactivity has specific impacts on how the body moves blood around the body, and
fundamentally changes the way a person thinks and behaves (Narvaez, 2012). This individual
variance can span a whole range of responses, up to, and including Brief Psychotic Disorder
(Lataster et al. 2013). So, while it may not have been obvious to everyone involved, to some
degree or another, every member of the management team was experiencing some level of stress
reactivity in response to the acute impacts of various stressors, ranging from disappointment over
low tips, to fear of losing significant investment, to grave bodily harm. The latter of which was
becoming a factor for more and more people on a daily basis, as other’s stress reactivity pushed
them towards violent, psychopathic, behavior.
This is how the team entered into the Steven Tyler evening, and while there were over
6,000 people in attendance, participation was nowhere near the anticipated 32,000, which left
everyone in a state of panic.
The majority of top management left for the evening shortly after Steven Tyler left the
stage, even though there were issues that were yet to be resolved. Somewhere near midnight I
was handed a phone to speak with Lita Ford’s tour manager, and was informed that their hotel
rooms were unavailable because the credit card was not working. Somewhere in the back of my
mind I remembered Promoter #1 telling me something about a credit card being stolen. He also
expressed anger that PROMOTER #4 was spending too much money on her daily runs for artist
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hospitality supplies, and putting these two things together, I reasoned that he had canceled the
cards to stop the bleeding. I explained this to the tour manager and asked them to pay out of
pocket for the rooms, and indicated that we would reimburse them the next day. It turned out that
the rooms were no longer available, but they were able to find rooms at a, “Flea bag dump!” It
was agreed that they would take the rooms at the less than preferable motel, but would be
compensated at the rate of the Hampton Inn rooms, which were originally booked (Lita Ford’s
Tour Manager, personal conversation, June 15th, 2016).
Everything Goes Sideways
For accommodations during the event I was using a small trailer, which was positioned at
the very top of the hill, overlooking all the other trailers, the grounds, production area, and the
main security checkpoint to the backstage. When I woke on the morning of Thursday June 15th, I
was surprised to see very little activity at the bottom of the hill. Normally, even at 7:00 am there
would be security guards stationed at the backstage barricade, but on this morning, they were
absent. In fact, everyone was absent. I walked to the bottom of the hill, and strolled around the
grounds, before looking in on the production trailer where Promoter #1 maintained his office.
Everything was missing, including his desktop Apple computer, which was a real signal that
something was very wrong.
By this time, it was nearing 8:00 am, and I had run into Chris Wocell and PROMOTER
#3, both of whom were surprised by my findings. I went to my trailer to get some things and
when I arrived there was a police officer looking for me. This was strange because most people
at ANYTOWN did not refer anyone to me, but he wanted to talk about a complaint the operators
of the second stage had filed for non-payment. He indicated that he was looking for me because
he’d been told that I “was the person in charge.” I was very quick to let him know that I was not
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an employee of FunFest, and indeed represented the liquor licensee, but that I was willing to help
in any way I could.
I showed him the contract that I had which indicated that EMP Records would be paying
all second stage expenses, but he had another contract between L.A. Music – the second stage
company – and FunFest, with signatures, unlike the one I had.
We walked over to talk to the people from L.A. Music, and as we were he said, “I see the
city is here to shut you down.” He indicated a ANYTOWN car at the bottom of the hill, but it
was just the building inspector who came by each day to check the stage rigging. He said that
PROMOTER #1 and PROMOTER #2 had been in a serious argument with the City Manager
that morning, and that the city would be shutting us down shortly. This had been coming, so I
wasn’t surprised, but I was confused about the time. In order for this to happen, Promoter #1
would have had to be at that meeting before 8:00 if this was the reason he had left the event.
Still, it was clear that we were going to be shut down, and I began to mentally prepare for that
(Sargent Detective Kevin Butler, personal conversation, June 16th, 2016). We spoke with the
second stage company, and they agreed to hold off the tear down for a couple of hours to see if I
could get things straightened out.
From there I proceeded back to the production trailers and met up with Chris,
PROMOTER #3, and PROMOTER #4. We had some serious decisions to make: should we try
to take over the festival; how would the town react; how much money were artists owed; and
most importantly, were we about to get shut down? We decided that, “the show must go on,” and
delegated responsibilities: Chris would handle finances; PROMOTER #4 would handle VIP
talent relations; PROMOTER #3 would handle ticketing, and marketing; and I would handle
operations.
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My first stop was to meet with road manager Pete of the Bret Michael’s Band to discuss
the situation. Upon meeting he asked, “Is everything alright?” “No. Not at all,” was my response,
and we went to my trailer to discuss what was happening with the event. I explained the
departure of the main production staff, that we had no operating capital, and that none of the
employees had been paid. It was important that we understand how much was still owed to the
band, as the typical arrangement in the industry is to pay a retainer fee – usually 50% - and the
remainder is due right before a band takes the stage. My plan was to negotiate for the band to
play a shorter set, pro-rated to the amount that they had been paid in retainer. Pete called the
home office and learned that the band had been paid in full for the evening’s performance, which
was the single greatest news we could have received (Bret Michael’s Stage Manager Pete,
personal conversation, June 16th, 2016). Pete was light hearted about the whole thing, which
really set my mind at ease, because he could have handled this much differently. I had been told
in advance that the entire Bret Michaels organization is known for being very easy going, and
willing to work with people to get a job done, but there was no way for me to know this to be
true until I had experienced it myself.
From there, we went to speak with Bret about the situation, and he was simply amazing.
When he learned what was going on, and most importantly that the employees had not been paid,
he sprang into action. He arranged to meet with all the other bands already on site, and
encouraged them to all play the show, regardless of how much they have been paid. They all
agreed, including some bands that had received no compensation! Pete got on the phone with
Lita Ford’s road manager and got them to turn around and come to the show. Following the
situation with the hotel rooms the night before, coupled with a lack of ground transportation
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waiting for them in the morning, the band had decided to walk away from the concert, but
knowing that Bret was there, and that the show would go on, caused them to turn back.
I had more bad news for Bret. I explained that the second stage was being broken down,
which meant that we now had twice as many acts scheduled to perform on the remaining main
stage. He pondered this briefly and before he could come up with a solution, I dropped the last
bomb I had on him: “The stage manager is one of the people missing.” Bret jumped into action,
and agreed to stage manage himself, along with Bob Poole, his technical director (Bret Michaels,
personal conversation, June 16th, 2016).
This entire episode points to one of the benefits of Brief Psychotic Disorder: that I, who
has zero experience negotiating with A-List rock and roll bands, thought nothing of stepping
onto that bus and hammering out a deal with an organization, which by all rights should have
been packing up and leaving. That is simply demonstrative of delusion, however negative effect
was mitigated by BPD, and the show continued on (Letaster et al., 2013).
Knowing that Bret, and his team saved the show, was a tremendous weight off my back,
but there was more coming.
Down near the production trailers there was a crowd of employees gathering and they
wanted to know what was going on. They had all assembled in the media tent, and were
demanding to know how they were going to get paid. I outlined to them the plan that we all take
over the festival, run it, and divvy up the money in equal shares at the end of the evening, and
that we do this again on Friday and Saturday, with the idea that everyone would get paid some
amount of money, rather than the nothing they had been left with following the promoter’s
departure. Of the nearly one hundred employees, all but five agreed to these terms, and everyone
headed out to their stations.
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The town hadn’t yet shut us down. I asked Sargent Butler about this, and he said he had
no information. PROMOTER #3 and I had a brief meeting and concluded that we couldn’t be
shut down, if we weren’t open, so we advised the gates to open up, and let the public in.
Bret was in the middle of his sound check, and rather than get upset about this, he turned
it into a mini-concert, playing an hour set right in the middle of the early afternoon. This drew
people in, and the grounds started to fill up with nearly a thousand people, which is much more
than we usually had prior to the sun going down.
Bret Played.
Other bands played.
The city never showed up to shut us down.
Things seemed to be running smoothly when Rusty Coones approached me to tell me that
the Saturday headliner, Sevendust, was going to cancel if I didn’t get in touch with their tour
manager (Rusty Coones, Sons of Anarchy, Attika7, personal conversation, June 16th, 2016). The
news was spreading throughout the industry of what was happening at FunFest, and some bands
were getting spooked. I really didn’t want to lose the Saturday headliner, so I called Melanie,
their tour manager. She didn’t answer, but I left the following message, “Hello, this is David
Williamson calling from FunFest. I understand you have some concerns about what’s happening
here, and I’d like to speak with you to address those concerns. I’m sure I can set your mind at
ease. I look forward to hearing from you,” and left my cellular phone number. This happened at
1:00 on June 16th, 2016. She never called back. Hours later, on the phone with Frank, the
booking agent of SevenDust, I was told we had failed to make the 5:00 pm deadline and that they
had turned the equipment truck around, and were canceling the performance. I pleaded with
Frank to reconsider, but he was resolute, even in the face of threatened legal action.
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The cancelation of SevenDust was a massive blow, and it had an impact on everyone
from the bottom to the top. It meant that the Saturday concert would now need to be canceled,
and if there was any doubt about that, within the hour I got word that P.O.D. and Dope, the two
other big bands scheduled for the Saturday show, were pulling out as well. Frank had effectively
destroyed the dream of being able to bring FunFest to a real end. We would no longer be able to
move forward in the possibility that we could at least walk away with our heads held high, and
we also knew that this cancelation would further hurt our abilities to pay all employees, but we
dug in our heals and got ready for the big bands to take the stage for the evening.
Towards the late afternoon/early evening, I began to worry about the town shutting us
down later in the evening. If we were shut down in the middle of the afternoon with a couple of
thousand people present, that would not have been a problem to clear the grounds, but if it
happened in the middle of the headlining bands, we could be looking at a riot as a serious
consequence. Sargent Butler informed me that the city was happy with the way things were
currently being run and had no intentions of shutting the festival down (Detective Sargent Butler,
personal conversation, June 16th, 2016).
The Thursday night performances went off almost without a hitch. The closest thing we
had to trouble was the band L. A. Guns becoming upset that they were going on before Trixter.
They felt they should go on later, and as such they were dragging their heals in the dressing
rooms, which was starting to get the crowed a little upset. I spoke directly to the band with a plea
to please take the stage, and to their credit they went right away.
Every band that night put on an amazing show, and the entire crew was very pleased.
Even Lita Ford, who was so upset that she had previously been threatening to not turn up, played
at the top of her game. Admittedly, she and her band did promptly leave, but not before her tour
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manager let me know that, “In forty years of doing this, this is the single biggest shit show I’ve
ever seen.” (Thom Winch, personal communication, June 16th, 2016).
The amount of stress that was being felt was palpable, and members of the crew were
constantly asking for money, demanding free things in lieu of compensation, and the mood was
generally barely remaining above that of a near riot with certain members of the crew upset that
they were not being handed the money coming from the bars. Of course, everyone wanted to get
paid first, but we were working to pay everyone equally.
We let everyone know that the following morning at 12:00 noon we would disperse funds
in a manner that was fair to all.
On Friday June 17th, the crew was gathered at the media tend at 10:00 already demanding
money. We needed the crew to be working to get Ted Nugent set up for his sound check, and we
had been clear that the disbursement would be done at noon, and the crew went back to their
jobs, but they were not happy.
It was around this time that the assistant fire chief approached me about a complaint he
had received of the Porta Potties being rather malodorous. I explained that we had found that the
occupants of one of the trailer had dumped their black water tank on the ground, and he asked to
inspect it. When I showed him the trailer in question, he noted that another one had the cap off of
its tank as well. As we began to inspect the trailers we learned that the cap had been removed
from every, single, trailer, and some had the black water dumped, some had the grey water
dumped, and some just had the cap off causing no harm, but the damage was significant.
Because of this he again asked about the Porta Potties. I explained that I wasn’t thinking
about them because we had provisioned for crowds of more than 30,000, and the night before we
had only had roughly half that. He agreed but wanted to take a look anyway. We went to the four
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handicapped units at the center of the lot, nearest the main bar, and when we opened the door to
the first one it because clear that I had a problem. There wasn’t any money to pay the company
to come out and clean the units, but what I saw was beyond the realm of comprehension. All four
units were full. Full to the brim! I suggested wrapping them in caution tape, but he was not
receptive knowing that people would just tear it off, and a legitimate biohazard could be released
on the public. I was instructed to have the units cleaned or the concert would be shut down.
In 24 hours, I was faced with two threats of being shut down, crewmembers threatening
violence if they didn’t get paid, and just then I was informed that the ice company had pulled
their truck for non-payment.
I called BloBrothers, the Porta Potty company and spoke with the owner. He agreed to
come and pump the units for $1,500 and was willing to come back during the Ted Nugent show
to pick up the money. The ice company was not as agreeable and demanded payment prior to
returning the truck. All the beverages on site were being cooled by ice, so without those trucks
we’d only have warm beer to sell, and that was not an option, so we paid the ice company
knowing it would lessen the amount of money we would have to pay out at noon to the crew.
At noon the crew again gathered, and we announced that they would each receive one
quarter of their pay, and to my great surprise they accepted the payouts and went back to work.
Next, I had to deal with Ted Nugent, and I just couldn’t do it. Ted is known to be very
difficult, and his contract was packed with all kinds of things that were difficult or impossible to
get on short notice. For example, a certain kind of ginger ale that had to be ordered and shipped
in from Illinois. It just couldn’t be done, and we didn’t have the money to accommodate him, and
someone needed to let him know. Promoter #3 agreed to do the job, and off he went.
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In short time, I got yet another great surprise: Ted Nugent had personally redlined
everything in his contract with the exception of food for 12 and hot tea. He agreed to just eating
“festival food” which is really unheard of for talent of his level, and when we asked if he would
be willing to just use some of the tea left over from other performers, he graciously agreed.
It was now approaching 1:00pm when we would normally be preparing to open the gates,
and I found myself talking to Promoters #3 and #4 about sluggish ticket sales for Ted. It seems
that only around 250 tickets had been sold. This is where I made the most contentious decision of
the event: to drop the Ted Nugent ticket price to $5. We painted signs on wood and dragged
them out front that read, “Tonight Ted Nugent $5” and people really took notice. When the gates
opened many more people came in than had been on the grounds early in the previous days. By
the time the sun was going down people were streaming onto the grounds. When Ted took the
stage, we had our biggest crowd so far. Nearly 20,000 people were in attendance.
Ted, like all the other artists who were involved in FunFest, put on a monster show,
greatly pleasing his fans.
Following Ted’s performance, Producer #3 was coming down the hill from the Green
Room, and he informed me that Producer #4 was receiving death threats in the form of phone
calls. I went to the Green Room to talk to her, and she was as calm as can be, cleaning the
trailers, and I asked, “What are you doing? I heard you were getting death threats?” She
confirmed and I asked why she didn’t leave, to which she told me someone needed to clean the
trailers.
Through conversations with therapist Meredith Kenyon I have learned that such behavior
is not uncommon in people suffering a psychotic event. Such maladaptive behaviors are the
person reverting to what they know best, which is a form of protective behavior, but it most
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certainly was not the right choice at the time. I was unable to convince her to leave. Nothing
could get her to see that she might be in danger, and indeed she welcomed the danger saying, “If
they’re going to come for me, let them come.” Some others took over to try to help her clean
quickly, so she would leave sooner, and I stationed a security guard at the trailer, but there was
little more I could do.
I went to bed.
The next day we made the decision to turn the grounds into a parking lot and opened the
gates charging bikes $5 to park. Through the course of the day we were able to have several
other moments when we could again payout the staff.
I don’t know if it’s the motorcycle world, or just the general tension of the event, but the
stress level was through the roof, and yet I kept thinking that everything was fine. I was
surrounded by people who were very angry, in some cases their anger was directed towards me,
and yet I didn’t see it. It is only in looking back that I can see how much danger I was in.
Eventually, towards the end of the day, we had collected as much money as we possibly
could have, and distributed it to as many employees as we could, and tensions were running high
with people who claimed they had not been paid fairly. A crowd of around 20 had gathered near
the media tent, and I knew they were displeased, and blamed me. Later I would speak to many of
them through social media and they expressed gratitude for my efforts, but at the time it was
clear that they needed someone to place the blame upon, and that person was me.
Nearly six months after the event, I was informed by a gentleman who was referred to
throughout the event as, “Couch Knife,” because he wore two giant Bowie Knives under each
arm, that he had prevented me from being killed by two “prospects,” who were looking to “earn
their patch.” This refers to the newest members of a motorcycle gang who can up their chances
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of becoming full members by doing some deed that demonstrates that they’re the caliber of the
entire gang in terms of willingness to commit crimes. He told me that he had let them know that
they couldn’t do anything to me because I was, “A civilian,” meaning I was not part of outlaw
biker culture.
Sensing the increasing tensions, I made a last pass through the VIP lounge to see if there
was any money. Honestly, I had a hope that I might find a little bit that I could take for myself.
At this point I didn’t even have gas money to get out of there, and I figured there would be at
least $40 from alcohol sales. This was breaking a cardinal rule for me as I try at all costs to never
handle money in situations like this. If you’ve never touched the money, you can’t be blamed for
stealing it, but I needed money to get home, so I checked the till. There was indeed a few
hundred dollars there, so I gathered up the money, and as I was leaving the area a man asked me
about all the remaining liquor. By this point I had gathered up all the cases and unopened bottles
of hard alcohol and locked it all in a shipping container under the VIP area. This man suggested
that I distribute the alcohol to the employees as a form of payment. I said that I wouldn’t do that
because A) the alcohol didn’t belong to me, it belonged to a local ski area, which was
responsible for it, and B) to do so would be a federal crime which could get me in trouble with
the ATF. This was not well received and some others in the lounge became more and more
aggressive asking me to open the container. The man told me that he had previously thought I
was a “good guy,” and that I was doing right by the employees, but now he thought I was a
“piece of shit.” The never ceasing ratcheting up of tension at FunFest was relentless, and this was
just another example. I’m certain if I hadn’t left they would have gotten those keys from me, like
it or not.
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I had already packed my car, so I went to it, and drove down towards a trailer that was
being used by a local radio personality that I had made friends with. I spoke briefly with him
before a young woman came up to me, hugged me, and said, “You’ve got to go!” She pointed to
a guy and said, “That guy wants money, he’s looking for you, and he’s got a hammer.” So, after
all the threats… All the insinuation… All the big talk… At long last someone was actually
coming to really hurt me.
Passing between the man with the hammer and myself was one of the rental vans
surrounded by a group of about a dozen people. The van was moving slowly with Producer #3
talking to people out the window, but it was clear that the van was not stopping, and it left the
property with an angry group of people behind it.
I got into my car and began to exit the grounds as well and was getting close to the back
gate when I received a text message from Producer #3 saying, “Get out now!!! RUN!!”
It seems Producer #3 was up at the Green Room trailers with Producer #4 when a crowd
had begun to bang on the door demanding that Producer #4 come out and pay them. She was still
in their cleaning from the night before, and finally some people had figured out where she was.
The crowd was insistent, and it was clear that they were not really all that interested in money.
Producer #3 snuck Producer #4 out the back window of the trailer, through the woods,
and into a van, which had a carpet in it, under which Producer #4 hid. (It’s not unusual for there
to be carpets laying around, as they were used all over the place for drum risers, in outdoor tents,
in production trailers, and as it turns out, to hide frightened producers running for their lives.)
This was not a movie.
This was real.
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I was scanning every car on the road and wondering if anyone was following me when
my phone rang. It was Producer #2 who wanted to know if I was safe. He had apparently heard
that people on the grounds were after me, and he was calling to tell me to run. This producer had
been missing for days, and he told me he feared for his life, and was in hiding in the woods. He
advised me to take evasive actions on my way home, and to drive down dead-end streets, and
through parking lots, to make sure I was not being followed.
I think of all the things I experienced throughout this event, this was the one that was the
most frightening. It was a wakeup call. A moment of clarity, if you will, that woke me up for a
moment that my actions could have endangered not only myself, but my family as well.
I stopped at the convenience store near my house, when I finally was almost home, and
the cashier looked at me in horror. She asked if I was OK, and said I looked very scared. I kind
of mumbled a little bit about what had happened, the hammer guy, and then I left. She was so
concerned for my safety that she found me on Facebook and sent a message the next day to ask if
I was OK.
I don’t remember much of the following two days, by my wife told me she would find me
in rooms in our house staring off into space in an almost catatonic state. This is very contrary to
my personality, and I very much don’t remember it, but it is one of the signs of Brief Psychotic
Disorder.
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APPENDIX E – CODING TABLES
Table 9: FunFest Coding Table
Code
Temporary
Organization

Qualities
Not knowing people

Examples
“Usually I know the people I’m working with. The only
way you can do it with people that you don’t know is
again, by leading by example.”
“And that’s all you can really do when you have a crew
that you don’t know.”
“there’s always there’s always those guys who are new”

Operating
Procedures

Lack of Formal Agreements

“There were no real agreements. There was nothing on
paper for any employee. It was a paperless arrangement”

Lack of Leadership Roles

“The leadership wasn’t quite there. And people saw
someone doing something, which would be myself or you
or a couple of other people, people that were actually
doing a job and they just automatically assumed that were
the people to talk to.”

Lack of Structure

“…there wasn’t really a whole sense of a lot of structure
to it at all. It was just kind of organized chaos, but it
wasn’t even, I couldn’t even call it organized chaos
because it wasn’t even organized.”
“And you know there was no real protocol set up how a
deal with this”

Occupational
Stress

Fear of Personal Harm

“Probably most certainly bodily injury”
“It was a frightening experience”
“The last thing you want is the crowd staring to get
stressed. That’s just going to create a bad situation.”

Fear of Legal Action

“There could have been class action suits. Not only from
the individuals but also probably from the town and state”

Lack of Support Staff

“I was expecting 12 professional union stagehands, and I
was given a couple of teenagers”
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Table 10: Robert’s Soapbox Derby Coding Table
Code
Temporary
Organization
Operating
Procedures

Qualities
Illegal

Examples
“That is to say unsanctioned and basically illegal.”

Treating the Event Like a Party
Loose Itinerary

“…promote it as a party”
“I would get just like the itinerary for the day and who
plays”

Organic/Disorganized

“Most bands know that they need to clear the shit out fast
get out.”
“You're using the word oganization lightly when talking
about Robert’s derby.”
“he was not the best about actually letting people know
when the meeting was”
“It should be pointed out that it started as an entirely
guerrilla activity.”

Occupational
Stress

Fear of Harm

“That is to say unsanctioned and basically illegal.”
“No insurance claims.”
“It's a miracle. There's lots of crashes and few of them are
dire.”
“And I told them I wanted no part of telling people that
their vehicles are safe because generally they aren't.”
“…the cars were going close to 50 at the bottom of the
hill. It was quiet too… [it] would just sneak up on [you]
no motor or anything and fly down the hill… sneak right
up on you and run you over.”
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Table 11: The Bluegrass Festival Coding Table
Code
Temporary
Organization

Operating
Procedures

Qualities
Variant Workforce

Examples
“Because at this point it'd be really difficult to try to
because there's such a learning curve among the 50
people I have. And I have everything from 19 year olds to
71 year olds”

Can Forget Procedures During
Off Seasons
Family Feel

“In the course of the ten months in between festivals”

From the Top

“It kind of comes from the top because none of us none
of us are too proud to haul trash.”

“We want this to feel like home.”

“Mass MoCA's great at making their staff feel like
patrons when we're not staff right.”
Process Evaluation
Occupational
Stress

Being Prepared

“You know there's a lot of updating depending on if
we've changed things and we constantly change the way
we do things here.”
“Being prepared would be the best thing the more
prepared we are, the more prepared we are the more
communication we have less stressful we're gonna be if
that makes sense.”
“I know as a team I try to keep that communication
between me and my teammates going so they don't get so
anxious about all this.

