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Inclusivity and Equity Policy

1) GOALS
This policy affirms the commitment that Diversité artistique Montréal (DAM) is making
to guarantee a work environment and member services that foster greater diversity,
equity, and accessibility.
This policy aims to define DAM’s definitions and position in order to recognize the
obstacles that may impede the development, representation, and visibility of artists,
professionals, and cultural workers who belong to “so-called” diversity groups.
DAM is committed to adopting measures that foster equal access to its programs and
fair representation among its collaborators.

2) SCOPE
This policy applies to the organization’s entire team (i.e., Board members, senior
management, employees, interns, volunteers, members, etc.) in the following areas
and environments:
► Work environments;
► Common areas;
► Any other area where people might find themselves in the context of their work
(e.g., meetings, training sessions, travel, social activities organized by the employer or partners);
► Communications sent electronically or by any other means.
Senior management will implement the internal procedures necessary to honour the
components of this policy.
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3) DEFINITIONS AND NOTIONS ACCORDING TO
DAM
Volunteer
A person who donates, willingly and
without compensation, their time and
skills to the service of Diversité artistique
Montréal (DAM).

Collaborator
A person who is paid for services tendered to Diversité artistique Montréal.
This includes salaried employees, executives, and independent workers. The term
“DAM team” may also be used.

Activity Locations
All locations where training or work activities take place (e.g., offices, hallways,
parking lots, washrooms, stairs) and any
other area where work-related or training
activities take place (e.g., performances,
conferences, meetings, business trips),
either during or outside of regular business or training hours.

Member
A person who pays an annual membership fee to benefit from DAM’s services
or support the organization as an artist,
cultural worker, or supporting member.
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Affirmative Action
Any action that aims to eliminate past or
current discrimination faced by a group
of people through granting them temporary preferential “advantages” to rebalance power and inequality. DAM prefers
this term over “reverse discrimination.”

Ally
“Being an ally is about disrupting oppressive spaces by educating others on
the realities and histories of marginalized
people,”14 in situations where the oppression does not concern us.
e.g.: An individual of Asian descent may
be an Indigenous ally.
Even if an ally will never feel what a racialized individual feels and must be
aware of that limitation, they may use
their privilege to act and bring the attention back to the concerned individuals.
It’s also important for allies to lighten the
burden of racialized individuals when it
comes to their “duty to inform” by researching the issue themselves. From this
perspective, being an ally is not a status
in and of itself—it’s a position of action.

Montreal Urban Aboriginal Community Strategy Network, Indigenous Ally Toolkit, 2019
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Ageism
A set of stereotypes and discrimination
that people may face due to their age,
outside of the framework established by
law.
This word may not be used if the person
has not reached the legal working age.

Ableism
A system of oppression that targets
people with mental or physical disorders.
Ableist attitudes demean the potential
of those living with disabilities by setting
standards for people who are said to be
“able-bodied.”

Class Discrimination (Classism)
A system of oppression based on whether or not one belongs to a social class.
This class hierarchy encompasses notions
of economic, symbolic, and cultural capital.

► Direct Discrimination: The act of treating a person with equal skills less
favourably than another based on discriminatory criteria (e.g., skin colour,
religion)
► Indirect Discrimination: Occurs when
an apparently neutral practice or
principle is likely to create a particular
disadvantage for certain people and
not for others.
► Reverse Discrimination (see “Affirmation Action”): Any action that aims
to eliminate past or current discrimination faced by a group of people
by temporarily granting them certain
preferential advantages, namely when
it comes to recruitment.
► Systemic Discrimination: This notion
expresses the idea that discrimination is embedded in our society and is
widespread.

Discrimination5

Diversity

In labour law, discrimination is defined as
the unequal and unfavourable treatment
of certain individuals, primarily due to
their background, name, sex or gender,
physical appearance, or their belonging to a philosophical, union, or political
movement. In the ordinary sense, discrimination is defined as “making a choice or
selection.”

The quality of being diverse, varied,
different. Although the literal definition
should concern all people, this term is
often used to designate any person who
is not white. In its policy, DAM prefers the
term “so-called diversity,” which encompasses the following people:

5
CDPDJ. “Les formes de discrimination”. (s.d.). IN FRENCH ONLY. Récupéré 11 février, 2019, de
http://www.cdpdj.qc.ca/fr/formation/accommodement/Pages/html/formes-discrimination.html
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► Short- or long-term migrants
► Individuals who identify as visible minorities (see the Employment Equity
Act)
► Individuals assigned and reduced to a
background, either real or imagined,
because of their skin colour, features,
religion, language, accent, or family
name.
The use of this term puts people with
very different realities in a single homogenized category that fails to recognize
their different backgrounds.

Ethnocentrism
This notion describes the more-or-less
conscious tendency to view the world
or other communities from the sole perspective of one’s own culture or social
group. In our present context, this tendency is informed by colonialism and is
primarily applied by Western societies.
The ethnocentric perspective favours
Western social, cultural, and artistic standards by systematically valuing them or
considering them as superior. In the arts,
ethnocentrism translates into the existing hierarchy between Western arts and
those of “other” cultures.

Équity
Equity is a principle that makes it possible to achieve true equality in an unequal
situation. It is a solution that rebalances
power where it is due in accordance with
the needs and resources of each person.
The Canada Council for the Arts defines
cultural equity as “(…) [A] concept which
affirms that the traditions, aesthetics and
expressions of all cultures have equal
value. Cultural equity seeks to correct the
inequalities experienced by individuals of
different cultures by first identifying historical and current power imbalances between cultural groups and by recognizing
and respecting fundamental characteristics which distinguish these groups from
each other. Marginalized cultures deserve
financial, infrastructural and public policy support comparable to the dominant
culture of a society6.

Anti-Fat Bias
This term describes the overall hostile
attitudes and behaviours that stigmatize
and discriminate against people who are
overweight or obese. It should be noted
that the definition of a “fat” person may
differ from one cultural canon or aesthetic referent to the next.

6
Canada Council for the Arts (2017), Equity Policy, Canada Council for the Arts, [Online], <
https://canadacouncil.ca/-/media/Files/CCA/Corporate/Governance/Policy/CCA/CCAEquityPolicy.pdf >
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Homophobia

Intersectionality

Fear of or hostility towards homosexual
people (or anyone thought to be homosexual) and homosexuality in general.

Coined by Kimberlé Crenshaw in 1989,
this concept aims to show how various
systems of oppression (originally gender,
race, and class) hinge on and strengthen
each other. This definition has gradually
expanded to include all systems of oppression. The equity process must necessarily consider every single aspect of
a person’s identity (i.e., class, gender,
disability, age, ethnic origin, sexual orientation, etc.).

Immigrant
Any individual who was not born in Canada and who underwent the migration
process to be able to stay in this country.
The migration process may also be an
administrative matter.
e.g.: A person with tourist status is not
considered an immigrant, even if they
have been in Canada for several months.

Inclusion
A process that aims to ensure that all
people wishing to contribute or participate in the society in which they live or
have chosen to live shall be fairly valued
and considered regardless of their skin
colour, sex, gender, class, religion, or
abilities, and while respecting each person’s plural identity. Thanks to the inclusion process, all people must have access
to the resources that will enable them to
develop their full cultural potential, for
inclusion is not assimilation, or the act of
making similar.
The act of inclusion is DAM’s responsibility.

Microagression
A statement, action, or incident considered as an example of indirect, subtle, or
unintentional discrimination against individuals of a marginalized group, such as a
racial or sexual minority.

Race
Biological races do not exist. However, DAM acknowledges that categories
created around this concept persist and
are still grounds for exclusion. As such,
the use of this term strictly refers to the
notion of a social construct.

Racism (or systemic racism)
An institutional mechanism that creates
or reinforces the unequal distribution of
resources, leading to discrimination.
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Racism is a tool of domination inherited
from the colonial past that preserves the
power of white people at the top of the
pyramid, over non-white or racialized
individuals at the bottom. This racism
is considered systemic because given
the current configuration, it affects all
aspects of society (health, justice, education, employment, housing, etc.) and
passes through institutional mechanisms
that ensure its perpetuity. DAM believes
that we need to come up with strategies
to fight systemic racism as we encounter it, and these need to be continuously adjusted depending on the various
forms racism may take (i.e., negrophobia,
anti-Semitism, Islamophobia, etc.). By
recognizing the existence of this mechanism, DAM is committed to transforming
its internal mechanisms to reduce such
inequalities.

Sexism
A system of oppression based on sex,
denying the human right to freedom and
equality. Like systemic racism, there is a
power relationship that keeps women at
the bottom of the latter, which leads to
systemic discrimination.

Xenophobia
A form of fear or hostility towards foreigners or individuals who were not born
in Canada. A xenophobic attitude can
also be racist.
e.g.: An immigrant of white descent may
be subject to xenophobia, but not racism.
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Groups Targeted by Inclusivity and Equity
Indigenous Peoples
All of Canada’s Indigenous Peoples, irrespective of their background or identity. They
are the descendants of North America’s original inhabitants. The Canadian Constitution has identified three groups of Indigenous Peoples: First Nations, Métis, and Inuit.
“[T]he Indigenous peoples in Canada advocate self-determination in response to the
massive loss of land, culture, language and spiritual/ontological/cosmological traditions as a result of racist policies and forced assimilation.4”
DAM honours the life stories, worldviews, and rights of Indigenous Peoples as stated
in the 2007 United Nations Declaration on the Rights of Indigenous Peoples.

Women
Especially when women are at the intersection of the different groups cited here.

Individuals Belonging to “So-called” Diversity Groups
Minority* or “racialized” groups, made up of individuals who have been assigned and
reduced to a specific background, imagined or real, because of their skin colour, features, religion, language, accent, or family name.
*Here, the term “minority” is not used to refer to numerical inferiority, but an imbalance of power.

Individuals Identifying as Visible Minorities
The Employment Equity Act defines visible minorities as:
“A person in a visible minority group is someone (other than an Aboriginal person…)
who is non-white in colour/race, regardless of place of birth. The visible minority
group includes: Black, Chinese, Filipino, Japanese, Korean, South Asian-East Indian
(including Indian from India; Bangladeshi; Pakistani; East Indian from Guyana, Trinidad, East Africa; etc.), Southeast Asian (including Burmese; Cambodian; Laotian; Thai;
4
Canada Council for the Arts (2017), Equity Policy, Canada Council for the Arts, [Online], <
https://canadacouncil.ca/-/media/Files/CCA/Corporate/Governance/Policy/CCA/CCAEquityPolicy.pdf >
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Vietnamese; etc.), non-white West Asian, North African or Arab (including Egyptian;
Libyan; Lebanese; etc.), non-white Latin American (including indigenous persons from
Central and South America, etc.), person of mixed origin (with one parent in one of the
visible minority groups listed above), other visible minority group” (under review).
DAM agrees with the 2015–2024 Proclamation of the International Decade for People
of African Descent, recognizing “that people of African descent represent a distinct
group whose human rights must be promoted and protected.”5

Disabled Individuals
People living with a physical or mental impairment, people who are deaf or who have
become deaf, people who are hard of hearing, who have limited vision, or who are
blind.

Individuals Identifying as Members of the LGBTQ2+ Community
Any lesbian, gay, bisexual, trans, queer, Two-Spirit, or questioning person who wishes to express their gender identity or sexual orientation, whatever that may be. This
group also includes any person who may be at the intersection of several of these
groups.

5

https://www.un.org/en/events/africandescentdecade/
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Legislative Framework
All DAM activities are governed by the law and by instruments of human rights.
These include:
The United Nations Declaration on the Rights of Indigenous Peoples, a document
outlining the collective and individual rights of Indigenous Peoples around the world;
The Fribourg Declaration on Cultural Rights (2005), which promotes the protection
of diversity and cultural rights within the human rights system;
The Employment Equity Act (S.C. 1995, c. 44), designed to “achieve equality in the
workplace so that no person shall be denied employment opportunities or benefits
for reasons unrelated to ability and, in the fulfilment of that goal, to correct the conditions of disadvantage in employment experienced by women, Aboriginal peoples,
persons with disabilities and members of visible minorities by giving effect to the
principle that employment equity means more than treating persons in the same way
but also requires special measures and the accommodation of differences.”
The Canadian Human Rights Act (R.S.C., 1985, c. H-6), which aims to extend the laws
in Canada regarding matters of discrimination by stating that “all individuals should
have an opportunity equal with other individuals to make for themselves the lives that
they are able and wish to have and to have their needs accommodated, consistent
with their duties and obligations as members of society, without being hindered in or
prevented from doing so by discriminatory practices based on race, national or ethnic origin, colour, religion, age, sex, sexual orientation, gender identity or expression,
marital status, family status, genetic characteristics, disability or conviction for an
offence for which a pardon has been granted or in respect of which a record suspension has been ordered.”
The Canadian Multiculturalism Act (R.S.C. 1985, c. 24, 4th Supp.), An Act for the
preservation and enhancement of multiculturalism in Canada.
“[Every] individual is equal before and under the law and has the right to the equal
protection and benefit of the law without discrimination and that everyone has the
freedom of conscience, religion, thought, belief, opinion, expression, peaceful assembly and association and guarantees those rights and freedoms equally to male and
female persons; and whereas the Constitution of Canada recognizes the importance
of preserving and enhancing the multicultural heritage of Canadians; and whereas
the Constitution of Canada recognizes rights of the aboriginal peoples of Canada;
and whereas the Constitution of Canada and the Official Languages Act provide that
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English and French are the official languages of Canada and neither abrogates nor
derogates from any rights or privileges acquired or enjoyed with respect to any other
language.”
The Act respecting labour standards:
“[A]ny vexatious behaviour in the form of repeated and hostile or unwanted conduct,
verbal comments, actions or gestures, that affects an employee’s dignity or psychological or physical integrity and that results in a harmful work environment for the
employee. For greater certainty, psychological harassment includes such behaviour in
the form of such verbal comments, actions or gestures of a sexual nature.”
“A single serious incidence of such behaviour that has a lasting harmful effect on an
employee may also constitute psychological harassment.”
Additionally, the definition includes discriminatory harassment on the basis of any
ground set forth in the Quebec Charter of Human Rights and Freedoms: race, colour,
sex, gender identity or expression, pregnancy, sexual orientation, civil status, age
except as provided by law, religion, political convictions, language, ethnic or national
origin, social condition, a handicap or the use of any means to palliate a handicap.
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3) POLICY STATEMENT
A) Inclusivity and Equity
DAM promotes diversity and equity at all levels of the organization.
DAM creates a climate of understanding and mutual respect to ensure everyone feels
that they are an integral part of the team and that they are making a positive contribution to the development of the organization and of the community. DAM promotes
ethnic, cultural, and sexual diversity within the community of artists we serve.
DAM plays an active role in the elimination of racism.
From an intersectional perspective, DAM also opposes all discrimination related to
sexual orientation and gender identity, physical appearance, and all other forms of
discrimination including discrimination due to illness.

B) Cultural Equity
In accordance with the Canada Council of the Arts Equity Policy, DAM recognizes that
all forms of artistic and cultural expression are equal in value.
DAM promotes different artistic aesthetics, without any form of hierarchy in an effort
to contribute to the progressive decolonization of arts and culture.
Minority cultures and artistic expressions could therefore reap the benefits of affirmative action. DAM thinks of equity as a process that can help rebalance existing
inequalities.
This policy aims to help the following individuals access DAM’s services:
► Indigenous Peoples;
► People who belong to “so-called” diversity groups: visible minorities as set forth
in the Employment Equity Act; people likely to be discriminated against because
of their skin colour, accent, family name or religion, and immigrants.
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In addition, the policy targets groups often excluded because of their age, physical
appearance, socioeconomic class, gender, sexual identity, and physical or cognitive
capabilities.
DAM neither tolerates nor allows any form of discriminatory harassment within the
workplace, whether it’s:
►
►
►
►
►

By senior management against salaried employees;
Among colleagues;
By salaried employees against senior management;
By members of the Board of directors against the DAM team;
On the part of anyone associated with the organization, be they a partner, member, provider, client, visitor, intern, or any other DAM employee;
► By any DAM staff member against any person or organization they are associated
with.
Inclusivity and Equity Principles
Specifically, DAM implements strategies that are based on the following aspects:
a) Educating others and raising awareness about the prevention of racism and mechanisms that can be used to fight discrimination and promote ethnocultural diversity
at all levels of the organization (Board of directors, employees, volunteers, and clientele). More specifically, these strategies are carried out by the Cellule iDAM and by
our research unit.
b) Fair hiring practices when it comes to recruiting and promoting collaborators consists in providing equal job opportunities to four designated groups: women, Indigenous Peoples, disabled people, and people who identify as a visible minority (considering the concept of intersectionality).
To this, we add the duty of transparency, which consists in systematically publishing
each job offer. This is then coupled with the concept of “affirmative action,” meaning that an equally qualified individual belonging to one of the four aforementioned
groups will be prioritized.
c) Fairness in accessing opportunities created by DAM.
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DAM does not refer artists and professionals directly. All calls for proposals and work
opportunities are published and accessible on DAM’s many channels of distribution.
d) The creation of selection committees comprised of external individuals who will
choose between candidates, to avoid interfering in the member selection process.
DAM is committed to mentioning this screening process in its job postings.
e) Giving members a professional status. Knowing how difficult it is for artists to gain
recognition as professionals, we only post job offers that will allow our members to
acquire a professional or paid experience.
f) Human resources. To counter all biases, the recruitment processes are entirely led
by at least two people (from the CV selection process to conducting phone or in-person interviews). Point-based evaluation templates are used during each interview.
g) The recruitment of collaborators (on a contractual and/or permanent basis) and
members of the Board of directors that reflect racialized and/or immigrant communities in the Montreal area.
h) Special attention paid to the accessibility of its activities and events for people
living with a physical or mental disability, and offering Quebec sign language interpretation services for people who are deaf or hard of hearing (whenever budgets allow).
i) Choosing collaborators and partners while paying special attention to their actions
regarding matters of inclusion.
j) The use of external resources to better serve members and collaborators who require certain accommodations, be they physical or linguistic in nature.
k) Inclusive writing. DAM recognizes the existence of gender-based discrimination in
some forms of writing. Accordingly, our team is attentive to all forms of gender assignments or stereotypes and works to eliminate such writing in the workplace and in
third-party relationships.
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To encourage DAM collaborators to be more involved in the process, the daily implementation of the Inclusivity and Equity Policy may be achieved by:
Nominating two contact persons in charge of overseeing the application of this policy.
These contact persons are:
► Evanne Souchette, Project Manager
3680, Jeanne-Mance Street, suite 331 / Montreal (QC) Canada
(514) 280-3581 ext. 106
► Fanny Guérin, Communications Director
3680, Jeanne-Mance Street, suite 331 / Montreal (QC) Canada
(514) 280-3581 ext. 102
DAM reserves the right to
► Establish any rule or procedure required to bring this policy into effect.
► Use specialized external services to bring this policy into effect.

4) CONCLUSION
In closing, DAM recognizes the systemic obstacles that people belonging to “socalled” diversity groups may face, and, with this policy, we are committed to adopting fair, inclusive practices. DAM promotes the richness of a society filled with a wide
range of artists and many artistic disciplines in hopes that one day, the “so-called
diversity” category will no longer be necessary.

APPENDIX 1: PERSONS IN CHARGE DESIGNATED
BY THE EMPLOYER
Diversité artistique Montréal:
► Will make sure that the designated persons in charge will be duly trained and equipped with the
tools required to handle and follow through with the policy;
► Will free up its working hours to ensure that the persons in charge will be able to complete the
tasks they have been assigned.
The individuals below have been designated to act as persons in charge of applying the Inclusivity
and Equity Policy at Diversité artistique Montréal:
1)
2)

Evanne Souchette, Project Manager, Cellule iDAM
Fanny Guérin, Communications Director

These designated individuals must primarily:
► Notify staff about the Inclusivity and Equity Policy;
► Make sure that the principles and strategies outlined in this policy are applied;
► Recommend, as needed, the nature of the actions to be taken to ensure an inclusive working
environment.
Commitment of Persons in Charge
I hereby declare my commitment to comply with this policy and ensure that my intervention will remain impartial, respectful, and confidential.

November 4. 2019
Signature, Designated Individual #1			

Date

November 4, 2019
Signature, Designated Individual #2			

Date

ACKNOWLEDGEMENT OF RECEIPT OF THE POLICY

ACKNOWLEDGEMENT OF RECEIPT
Employees, volunteers, members, and Board members must acknowledge receipt of
this policy.
By signing or checking the box on the online membership form, you declare that you
have read, understand, and agree to abide by the policy.

Date :

Name :						Signature :

