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1. Introduction and Statement of Commitment

Gallery 44 is committed to principles of equity and diversity in the workplace and in our programs.
Employment equity is a principle at the core of Gallery 44’s overall mandate as a community leader
and artist-run centre. Gallery 44 is committed to promoting employment equity, as well as equity and
diversity initiatives within our exhibitions, public and education programs and membership, and
ensuring there is opportunity for equitable representation in employment for all current and potential
staff and partners.

Gallery 44 is located in Toronto, on the ancestral and traditional territories of the Mississaugas of the
Credit First Nation, the Haudenosaunee, the Anishinaabe and the Huron-Wendat. Today, the City of
Toronto is one of the most multicultural and multilingual cities in the world. Furthermore, Toronto’s
artistic community is composed of individuals and groups representing a broad range of lived
experiences, impacted by gender identity and expression, race, colour, sexuality, ability/disability, and
economic position.

As these population demographics continue to shift, Gallery 44 recognizes that the changing nature of
our city affects how we deliver and/or provide fair access to our services (e.g. programming, activities,
etc.). We recognize that barriers to services exist for members of many diverse communities,
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particularly for equity-seeking groups. We are committed to acting as a positive force in eliminating
these barriers.

To achieve this, Gallery 44 will:

● Ensure that diverse communities have equitable access to its services, resources and
decision-making.

● Be non-discriminatory and promote the goals of anti-racism, anti-oppression,
access and equity;

● Take reasonable steps to ensure its services, programs and decision-making reflect the
community it serves;

● Welcome feedback and encourage dialogue with members of equity-seeking groups.

In addition, Gallery 44 is committed to a comprehensive strategy to reduce harm, prevent and address
all forms of discrimination and harassment, including sexual and gender-based harassment, racial
harassment, and personal (non-code) harassment. See also: Anti-Harassment Policy.

2. Scope

This policy applies to all activities and services provided by Gallery 44, and all people who represent
the organization.

3. Definitions

Anti-racism: a set of practices and systems designed to eliminate racism. Racism includes racist
ideologies, prejudiced attitudes, discriminatory behaviours, structural arrangements and
institutionalized practices resulting in racial inequality as well as the false notion that discriminatory
relations between groups are morally and scientifically justifiable.

Anti-oppression: refers to strategies, theories, actions and practices that actively challenge systems
of oppression on an ongoing basis in one's daily life and in social justice/change work.
Anti-oppression work seeks to recognize the oppression that exists in our society and attempts to
mitigate its effects and eventually equalize the power imbalance in our communities. Oppression
operates at different levels (from individual to institutional to cultural) and so anti-oppression must as
well.1

Access: the ability to which communities or residents can attain needed services and achieve
full participation in the planning, development, administration and delivery of those services.
Access includes client access and organizational access.

Equity: is both a principle and process that promotes equality of opportunity and fair conditions
for all persons to fully participate in society. Equity recognizes the inherent dignity and equal and2

inalienable rights of all members of the human family, but acknowledges that due to historical and3

ongoing oppression not all persons experience equal access to opportunities and benefits. Equity
acknowledges the unique needs and experiences of individuals and groups in society and
promotes active measures to eliminate barriers and level the playing field so that all persons can

3 Excerpted from the Universal Declaration of Human Rights.
2 Excerpted from the Canada Council for the Arts’ equity definition.
1 Excepted from Simmons University—Beatley Library Anti-Oppression Guide.
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thrive and take full advantage of opportunities and benefits. As a process, equity may require
treating individuals or groups differently in order to achieve fairness.

Equity-seeking groups: Equity-seeking groups are communities that experience significant
collective barriers in participating in society. This could include attitudinal, historic, social and
environmental barriers based on age, ethnicity, disability, economic status, gender, nationality,
race, sexual orientation and transgender status, etc. Equity-seeking groups are those that identify
barriers to equal access, opportunities and resources due to disadvantage and discrimination and
actively seek social justice and reparation.4

For the purposes of this policy, equity-seeking groups include, but are not limited to, Black and
Indigenous people, people of colour, women, people who are d/Deaf or have a disability, racial
minorities, youth, the socio-economically disadvantaged, and 2SLGBTQIAP+ (individuals who
self-identify as lesbian, gay, bisexual, transgender, transsexual, queer, intersex, asexual,
pansexual or two-spirited).

Discrimination: Discrimination is any practice or behaviour, whether intentional or not, which has a
negative impact on an individual or group because of personal characteristics or circumstances
unrelated to the person’s abilities or the employment or service issue in question (e.g., disability, sex,
race, sexual orientation-See: Anti-Harassment Policy, Section 4. Protected grounds).

Discrimination may arise as a result of direct differential treatment or it may result from the unequal
effect of treating individuals and groups in the same way. Either way, if the effect of the behaviour on
the individual is to withhold or limit full, equal and meaningful access to services, facilities,
employment, or contracts available to other members of society, it is discrimination.

Harassment: Harassment means improper comment or conduct that a person knows or ought to
know would be unwelcome, offensive, embarrassing or hurtful. It is a form of discrimination.
Harassment may result from one incident or a series of incidents. Harassment can occur between
co-workers, between management and employees, and between any combination of employees,
members, Board Members, community partners, participants, artists and publics.

4. Policy and Actions on Anti-Racism, Access & Equity

4.1 Governance

Gallery 44 is committed to achieving representation of Toronto's diverse artistic community on its
Board of Directors by ensuring that it has an equitable and transparent nominations process,
which is communicated to all members, and that members are committed to outreach beyond the
current membership to achieve this goal.

To achieve this commitment Gallery 44 will undertake the following:

● The Board will maintain an up to date competency self-assessment that includes a
voluntary self-identification survey to poll representation of equity-seeking groups
that will be used for recruitment.

4 Excerpted from University of British Columbia’s Equity & Inclusion Glossary of Terms.
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● The Board’s Governance and Nominating Committee, with the assistance of other Board and
staff members, will solicit active members to stand for the Board *with the objective of creating
a Board which represents Toronto’s diverse cultural communities and the broad range of lived
experiences reflected in Toronto’s artistic community.

● Distribute nomination forms to all of G44’s members and welcome every member to
nominate other members or to stand for the Board themselves; and

● Seek community Board members from the larger arts and cultural community, to align
with strategic planning, and to redress both competency and representational gaps.

*NOTE: Gallery 44's Board is made up of eleven members. Seven are elected from within the
membership and four from the larger arts and cultural community, in accordance with our Bylaw.
Members nominated for a Board seat have to have been a member for at least one year.

4.2 Employment and Recruiting

Gallery 44 is an equal opportunity employer. We are committed to achieving representation of
equity-seeking groups on our staff by ensuring that members of equity-seeking communities have
equitable access to employment. This includes recruitment, selection, staff development,
performance evaluation, retention and promotion.

To achieve this commitment Gallery 44 will undertake the following:

● Adhere to the equitable treatment of all Gallery 44 staff as outlined in the Human
Resources Policy which reads as follows:

Gallery 44 recognizes that all persons have the right to be treated with respect both as valued
members of their particular communities and of society in general. More specifically, Gallery
44 is willing to do its utmost to ensure that its employees and
members:

• Have their creative pursuits and needs for creative production respected;

• Have the opportunity to be active, contributing members of their communities;

• Are recognized as individuals. each with the ability to make unique and valuable
contributions regardless of race, gender, creed, sexual orientation, age or disability in
accordance with the provisions of the Human Rights Code; and

• Are not discriminated against on the basis of their particular lifestyle choices.

● Ensure that our recruitment reaches a wide range of people in the community by advertising our
job postings widely, through local, regional and national job boards, as well as our own online
and social media platforms.

● Encourage applications from members of equity-seeking groups and link to Accessibility and Equity
Policies in job postings.

● Promote our job postings through paid advertising. Although we wish to purchase more paid
advertising our budget generally allows us to purchase only one ad to promote a job position.
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● Undertake annual staff reviews under the supervision of the Human Resources Committee (a
Board committee) to ensure that staff has a channel to address any concerns they may have
about their jobs, and will engage key stakeholders to provide additional performance feedback
(representatives from the community with whom our staff have working relationships) as a
means of ensuring greater public accountability for our performance as an organization

4.3 Workplace Environment

Gallery 44 is committed to maintaining an environment where all individuals are treated with dignity
and respect and are free from all forms of discriminatory treatment, behaviour or practice.
Discrimination, harassment, violence, and any other form of discriminatory practices will not be
tolerated by Gallery 44. Discrimination does not have to be intentional. It can result from practices
or policies that appear to be neutral but, in reality, have a negative effect on groups or individuals
based on race, religion, gender, and any other additional factors.

Gallery 44 will achieve this commitment by maintaining the goals of anti-discrimination as outlined
in our Human Resources Policy and Anti-Harassment Policy, and will take action to address any
complaints or actions which are deemed discriminatory (as outlined in the Appendix: Complaint
Procedure).

4.4 Services

Gallery 44 is committed to ensuring that its services and programs are accessible to diverse
communities. This involves ongoing reviews of current outreach, communications, program
planning and evaluation, to ensure goals are being met.

Over its extended history, Gallery 44 has sought to be a valuable and effective community
organization, offering services and programs to members of equity-seeking groups including
youth, students, community partners and practicing artists. Current examples of services and
programs that help us achieve this policy are the OUTREACH program, as well as exhibitions,
various mentorship opportunities, and collaborations with community organizations on
exhibitions, educational programs, facilities access.

To achieve this commitment Gallery 44 has undertaken or will undertake the following:
● The Board commits to continuing and expanding programs that serve a broad range of

people in our community. Gallery 44 annually re-assesses strategies for outreach,
community partnerships and resource allocation to ensure equitable practices are being
maintained;

● The Board actively reviews policies, including Gallery 44’s Human Resources Policy and
Accessibility Policy, to ensure that the organization’s governance, administration and
programming practices are equitable, transparent and inclusive; and

● Gallery 44 maintains active committees for each area of programming and governance that
consist of members of Gallery 44 and the larger arts and cultural community to ensure our
programs and internal practices are driven by a diversity of perspectives and community
groups.
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In addition, Gallery 44 will take into consideration provision of services to low-income persons,
families living in poverty and equity-seeking communities.

To support this commitment Gallery 44 undertakes the following:

● Continuing the OUTREACH program which provides free photo-education to youth from
underserved communities working in tandem with diverse community organizations. This
program annually supports 50 youth in assisting to grow their technical, conceptual and
professional skills through access to Gallery 44’s facilities and to dedicated mentors who run
each workshop session.

Past community partners include: Nia Centre for the Arts, The 519, JAYU, Silent Voice
Canada, Beat-the-Street, 7th-Generation Image Makers, SKETCH Working Arts, Regent Park
Community Coalition Against Substance Abuse, Leave Out Violence and many more.

● Making as many of our programs and services barrier-free, free or as low-cost as possible.
This includes free attendance to gallery exhibitions, artist talks and tours. Since 2020, Gallery
44 directs 5% of membership dues collected annually to special member equity programs,
including in-kind financial assistance and mentorship opportunities.

● Keeping our fees low for use of the following services: darkroom production facilities for
member-artists and for non-profit community groups; fees for our paid youth photography
programs and adult educational workshops.

● Continuing to mount the annual non-juried exhibition for Elementary and High School
students entitled CameraLinks.

4.5 Training and Education

Gallery 44 is committed to ensuring that those involved in the delivery of services and programs
have the knowledge, understanding and skills to work with and provide services to members of
diverse communities, particularly equity-seeking communities.

To achieve this commitment Gallery 44 has undertaken the following:

● The Board and staff participate in strategic planning sessions every two to three years. The
outcome of the plan is monitored quarterly. Part of Gallery 44’s strategic plan includes an
environmental scan and risk assessment exercise to ensure Gallery 44’s priorities are
guided by in-depth knowledge of the conditions across the arts sector. The strategic plan
includes a commitment to reviews of equity practices, and an initiative to embed a nuanced
and institutionalized commitment to equity as the foundation for all future planning,
programming etc.

● Staff members receive financial support and flexible schedules from Gallery 44 to attend
training sessions, professional development opportunities, and community events in order to
support anti-racism, anti-oppression, outreach and community-building strategies.
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5. Linked Policies

Bylaws, Anti-Harassment Policy, Accessibility Policy, Human Resources Policy,
Code-of-Conduct and Ethics, Conflict-of-Interest (see Governance Handbook for examples)

6. Policy Review

This Policy shall be reviewed by the Governance Committee every three years. Amendments to
the Policy will be approved by the Board of Directors.

7. History

Effective date: July 18, 2017

Approval dates: 2002, July 18, 2017, December 7, 2021

Next date for review: January 2025
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8. Appendix: Complaint Procedure

Purpose

Providing information and instruction to workers on Gallery 44’s Anti-Harassment Policy, including how to report
incidents of workplace harassment, is an important step to help protect workers.

Gallery 44 must provide employees with information and instruction on what conduct is considered harassment,
including sexual and gender-based harassment. (See Anti-Harassment Policy, Section 5. Key Terms)

Supervisors must also receive specific instruction and information on how to recognize and handle incidents of
workplace harassment so that workplace harassment does not go unaddressed. Workplace harassment that is
not addressed may escalate into workplace violence.

Documentation of the information and instruction provided to workers should be kept by the employer for at
least one year.

Procedure

1. Definitions

Complainant: the individual alleging the discriminatory treatment or behavior.

Respondent: the individual against whom the allegation of discrimination is made.

Employee: for the purpose of this policy, the term employee includes employees, volunteers, contractors and
consultants working with Gallery 44.

2. Right to Complain

Individuals have the right to complain about situations they believe to be discriminatory or harassing in nature.
This policy prohibits reprisals against employees because they have complained or have provided information
regarding a complaint. Alleged reprisals are subject to the same complaints procedures and penalties as
complaints of discrimination.

3. Avenues of Complaint

The following internal procedure is available to individuals to resolve complaints of discrimination. Parties also
have recourse to the Ontario Human Rights Commission (OHRC); however, once a grievance is filed with
OHRC, the internal procedure is not an option.

Complaints will be dealt with by the Executive Director.

Where appropriate, the Executive Director will consult with the Board of Directors. All complaints  in which the
Executive Director has been named as the alleged harasser (directly or indirectly) will be dealt with by the
President of the Board of Directors in consultation with the Board of Directors.

4. Reporting a Complaint

Although individuals may first choose to make a verbal complaint, a written summary of the incident will be
required. Complaints should be reported as soon as possible. If the complaint is delayed beyond three months,
the complainant should outline the reason for the delay in reporting the incident(s).
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A letter of complaint should contain a brief account of the offensive incident(s), when it occurred, the person(s)
involved and the names of witnesses, if any. The letter should be signed and dated by the complainant.

5. Investigation

Within three working days of receiving a complaint, the Executive Director and/or President of the Board of
Directors (investigators) must initiate the investigation process, which includes interviews with complainant/s,
respondent/s and witnesses. As soon as possible after receiving the complaint, the Executive Director will notify
the individual(s) being named in the complaint. All individuals named in the complaint have a right to reply to
the allegations against them.

6. Settlement and Mediation

With the consent of the complainant and the respondent, the investigators may attempt to mediate a settlement
of a complaint at any point prior to or during an investigation. Every effort will be made to reach a settlement
satisfactory to the complainant and the respondent. An external mediator may be included in the process if
necessary.

7. Confidentiality

All individuals involved with a complaint must ensure the matter remains confidential. Identifying information
about any individuals involved, will not be disclosed unless necessary for the purpose of investigating or taking
corrective action or otherwise as required by law. Whenever possible, investigation reports are presented in a
summary format without the names of witnesses.

8. Findings and Recommendations

Once the investigation is complete, the investigators will prepare a written report summarizing investigation
findings. The complainant and respondent, if a worker of the employer, will be informed in writing of the results
of the investigation and any action taken or to be taken as a result of the investigation.9. Final Decision and
Remedy

The individual(s) who filed the complaint and those named in the complaint have the right to review and
comment on the investigation findings with the Executive Director or the President of the Board of Directors.

A response to a founded complaint could include remedial action ranging from:

● requiring the respondent to provide a verbal or written apology;
● giving a verbal or written reprimand with a copy to the respondent's personnel file;
● dismissal of the respondent;
● third party involvement, including police involvement as required by law5

If the findings do not support the complaint, Gallery 44 might:

● make a recommendation for training or better communications; or
● recommend that no further action is necessary. It may be that no action is taken against the

respondent, but there might be a need for some management or systemic activity.

A person who is found to have made a frivolous or vexatious complaint may be subject to disciplinary action.

5 Canada's Criminal Code deals with matters such as assault, sexual assaults, threats of bodily harm and
behaviours such as stalking. NOTE: Police should be contacted immediately when an act of violence has
occurred in the workplace or when someone in the workplace is threatened with violence.
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10. Records

When remedial action requires discipline of an employee, a record of the disciplinary action will be placed in an
individual's personnel file. All other records of the investigation will be kept separate and apart from the
personnel file.
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