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1. Executive Summary:
Following the murder of George Floyd in the U.S. and joining a chorus of arts industry organizations taking
action to address anti-Black racism, in August 2020 the Society of Composers and Publishers of Canada
(SOCAN) invited Cultural Pluralism in the Arts Movement Ontario (CPAMO) to work with it to develop an
Equity, Diversity, Inclusion and Anti-racism (EDI-AR) initiative with goals to:
1. Address racial, gender, identity, age, and economic inequities and disparities in the music
industry;
2. Provide for a safe and healthy environment for all SOCAN staff; and
3. Ensure SOCAN is an employer of choice by nurturing a workplace environment committed to
diversity, equity and inclusion in all aspects of its operation (i.e., Board governance and
representation, personnel policies and practices, career advancement and opportunities,
programs and services, etc.)
SOCAN is Canada’s largest rights management organization with more than four million
creators worldwide and more than a quarter-million businesses and individuals in Canada
alone, including:
✓ more than 150,000 songwriters, composers and music publishers who are direct
members;
✓ more than 100,000 organizations which are licensed to play music across Canada;
✓ issuing licenses for the performance and reproduction of music; and
✓ being a leader in the global transformation of music rights, tracking billions of online
micro-transactions every few days with its ownership of rights -tech companies Audiam
and a strategic partnership with Audible Magic that will create long-term advantages for SOCAN
members through their acquired company MediaNet.
With headquarters in Toronto, and branch offices located in Montréal, Vancouver, Los Angeles
as well as subsidiary offices in New York and Seattle, SOCAN:
✓ works to provide its members with the support that they need so that they can continue
to create and publish great and valuable art; and
✓ serves and champions music creators and publishers, by advocating for them, defending
and protecting their rights, so that they can be compensated for their hard work .
Since 2009, CPAMO has been leading diversity, equity and anti-racism reviews to support arts
organizations comprehensive organizational change programs. During that time, CPAMO has led
numerous organization-wide equity initiatives; and while there were common threads, each initiative was
uniquely tailored to the respective organization’s specific needs and aligned with its intent, goals and
approach to the organization’s work.1
Through its initiatives, CPAMO has identified several challenges that are impacting the broader goal of
equity and pluralism in the arts. CPAMO has convened numerous workshops, Town Halls, conducted
research and issued reports on these matters. Several of these can be viewed on CPAMO’s website
(https://cpamo.wordpress.com) which has documented these sessions, many of which have been
conducted with CPAMO members as workshop resources and performers. CPAMO has also included art
services organizations and major funders in the planning and implementation of these activities.

1

Among others, we have worked with the Shaw Festival, the National Ballet of Canada, the National Ballet School, The Writers Union of
Canada, Randolph College, Luminato, Fall for Dance North, Dusk Dances, and the Royal Conservatory of Music Arts Educators.
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CPAMO is supported by Indigenous and racialized artists, including music creators. These artists and
music creators are members of CPAMO’s Roundtable and include representatives of Sampradaya Dance,
Native Earth Performing Arts, Diaspora Dialogues, Nathaniel Dett Chorale, Little Pear Garden Collective,
b-current, why not theatre, urban arts and backforward collective, Culture Days, Obsidian Theatre, the
Collective of Black Artists, CanAsian Dance and others. With the involvement of these organizations,
CPAMO is working with several arts organizations to build relationships, capacities, cultural competencies
and understanding of pluralism in the arts so that these organizations engage from Indigenous and
racialized artists and music creators and, thereby, enable audiences to access these creators’ expressions
from diverse communities on a regular basis.
CPAMO strongly believes that its efforts will create an environment in which artists from Indigenous and
racialized communities will be better understood by presenters for music, dance, theatre, interdisciplinary
practices, visual arts and literary publishers. At the same time, CPAMO thinks it important that these artists
and music creators have an understanding of the milieu in which presenters and service organizations
operate. It is CPAMO’s intent that such sharing and understanding will enhance opportunities for
Indigenous and racialized artists and music creators who, in turn, will have a better understanding of the
presenting and industry ecology. CPAMO Roundtable members are at the forefront of artistic/music
creation across Canada, connecting to the histories and contemporary expressions of music creators from
Aboriginal, Asian, South Asian, African descent, and Latino. Combined, these artists/music creators are
the vanguard of Canadian art to come.
Together, SOCAN and CPAMO have engaged in activities to address the three goals noted above. This
has been done:
1. based on the data gathered through a review of SOCAN documents (e.g, policies, bylaws,
procedures, programs);
2. a series of interviews with SOCAN Executive staff and key Board members;
3. the development and implementation of a survey of all-staff;
4. regular meetings with SOCAN’s EDI-AR Advisory Committee which has reviewed all aspects of
this initiative;
5. focus Groups with employees from across the organization and a meeting with Francophone staff
based in Montreal to hear their unique perspective and thoughts; and
6. information on demographic changes as well as the significant growth of Indigenous, Black, People
of Colour (IBPOC), the Deaf and disabled artists and music creators and their implications to the
music industry.
Following discussions of key issues that surfaced during this process, this report and its recommendations
include a series of action plans to guide SOCAN in implementing comprehensive organizational change
work within an order of priorities aligned with the SOCAN’s strategic plan and with measurable
deliverables.
In this context, to be successful in implementing EDI-AR SOCAN will require organizational and Board
commitment. SOCAN’s Executive and Leadership will need to invest in developing and implementing
formal and informal synergies, including reporting relationships, in order to enhance SOCAN’s efforts in
governance, membership services and recruitment, outreach, public awareness and communications,
marketing, and coordinating revenue generation.
This will require coordination between the CEO, executive and Board leadership as well as external
expertise to address the development of organizational synergies. It should also be one of the items on
the agenda of SOCAN’s Advisory Committee and reported on to SOCAN’s Board regularly by the CEO
and other members of SOCAN’s Executive.

5

This SOCAN initiative sets out to implement strategies embedding EDI-AR in key areas. The following
planning framework articulates general goals and actions to support implementation and a process to
evaluate results over a specified time.
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2. Methodology
To undertake this EDI-AR review, the following actions were taken:
✓ An internal Advisory Committee was formed to provide cross-departmental perspectives and
input on all processes involved in this initiative, including identifying and flagging potential
issues early on and acting as ambassadors in promoting this project;
✓ Data Collection through an online survey to identify related issues and perspectives from
staff, Board, Executive, and members; and provide opportunities for those engaged to bring
forward ideas and actions based on DEI criteria to support SOCAN’s development on this
issue.
✓ Document Review and analysis to assess will include: policies/procedures related to Human
Resources, (e.g., recruitment and selection of staff, workplace harassment and conflict
resolution, sample of job descriptions), governance (e.g., bylaws, board and staff
relationships, board roles/responsibilities) as well as services and programs; organizational
structure and reporting relationships; strategic planning documents; and other projects or
activities that SOCAN considers to be relevant to this project:
✓ Interviews and Focus Groups involving SOCAN’s Executive and Board.
✓ Review of environmental issues, e.g., demographic changes and their implications to the
music industry.
Based on this review, an analysis is provided that identifies SOCAN’s current support to EDI-AR,
challenges in its efforts on this and areas it will need to address to implement a comprehensive EDI-AR
policy and actions.

3. SUMMARY OF FINDINGS
3.1

Survey Results

To provide opportunities for all SOCAN staff to contribute to the findings for this report, a survey was
distributed in March and April in both English and French. The response rate was 82% which is a
significant return. The survey provided questions addressing:
i.
ii.
iii.
iv.

Representation of IBPOC and other marginalized peoples within SOCAN staff, Board and
members;
Perceptions of EDI-AR as it relates to internal human resources (e.g., employment
opportunities, professional development and corporate culture);
Awareness of SOCAN EDI-AR policies and procedures; and
Individual experiences related to self-identification and sense of acceptance and safety in
SOCAN’s work environment.

Similar survey questions were posed to those who were interviewed and/or in focus groups. As such, the
comments provided reflect those included in the survey as well as those shared in the interviews and focus
groups.
3.1.1 Representation
To contextualize these findings, it’s useful to start with how SOCAN employees self-identified in the context
of EDI-AR. This is addressed as follows:2
2

English responses were 194 and French were 19 throughout the survey unless otherwise. The total number of responses were
213 out of a possible 270 for a 78.8% response rate.
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42. Please indicate if you identify as one of the following:
English

French

Merged

Based on this overall information, the following identifies responses based on IBPOC and other equity
identities, i.e., gender, LGBQT2+ and persons who are Deaf or disabled.

8

40. Please select your gender identity
English

French

Merged

41. Please indicate your age group
English

French

Merged

43. Please indicate if you identify as belonging to a group within the LGBQT2+ community.
English

French

9

44. Please indicate if you are living with a disability.
English

French

Merged

45. Is your first language English or French or are you fully bilingual (English/ French)?

Merged:

10

46. Do you speak another language other than English and/or French in the home?
English

French

Merged:

Q46 Continue: If so what language: 71 Responses in English only

This indicates a very diverse group of employees which, in an EDI-AR initiative, presents a good foundation
upon which to build. This will be critically important given that 37% of SOCAN staff indicated they are
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between 51 and 65 which suggests recruitment and advancement may be a significant issue for SOCAN
in the years ahead.
At the same time, SOCAN staff have a wide range of language capacities and a fair percentage of
employees are from racialized peoples (36.63%) with another 10% responding ‘Other’ while White
respondents were at 53.05% of SOCAN staff and women comprising 60% of staff.
3. Are those who are Indigenous, Black, other persons of colour currently equally represented among
employees at SOCAN?
English

French

Merged:

4. Are those who are LGBQT2+ currently equally represented among employees at SOCAN?
English

French

12

Merged:

5. Are those who are hearing impaired, Deaf or living with a disability (physical or mental) currently equally represented
among employees at SOCAN?
English

French

Merged:

6. Are those who are Indigenous, Black or other persons of colour currently equally represented among
Board of Directors at SOCAN?
English
French

13

Merged:

7. Are those who are LGBQT2+ currently equally represented among Board of Directors at SOCAN?
English

French

Merged:

14

8. Are those who are hearing impaired, Deaf or living with a disability (physical or mental) currently equally represented
among Board of Directors at SOCAN?
English

French

Merged:

13. When people enter SOCAN’s offices, will they see diverse peoples based on race, LGBQT2+ status, the
Deaf and persons living with disabilities?
English

French

(1-Strongly disagree, 2-Disagree, 3-Neutral, 4-Agree, 5-Strongly agree)

15

Merged:

This information indicates that SOCAN’s staff are rather reflective of the community. However, there is a
very low response indicating Indigenous peoples and those from the LGBQT2+ community and, for the
latter, there is a significant ‘Prefer Not To Answer’ response.
As for representation across all levels of employment, while 47% responded in the affirmative on this, 53%
had varying views from those who responded in the negative (23%) and those who responded that they
didn’t know (22%). Regarding LGBQT2+, 68% indicated they did not know and for the Deaf and disabled
64% indicated they did not know.
Regarding representation on SOCAN’s Board and amongst its members, 53% and 55% respectively
indicated they didn’t know if there was equitable representation. Responses to this varied by IBPOC,
LGBQT2+ and the Deaf and disabled.
On the other hand, there is an interesting contrast between the percentages noted above about SOCAN
staff representation and what SOCAN staff indicated in terms of ‘what people who enter SOCAN’s offices
will see in terms of diverse representation with 56.7% indicating in the range of a neutral response (39.7%)
and negative responses (17%)
At the same time, there is apparently little shared knowledge about the IBPOC representation of SOCAN
membership with significant percentages in both surveys indicating either knowledge or ignorance (54%).
9. Are those who are Indigenous, Black or other persons of colour currently equally represented among
members of SOCAN?
English

French

16

Merged:

3.1.2

Perceptions of SOCAN’s Corporate Culture:

There is a strong sense amongst respondents that SOCAN has an organizational culture that supports
equal opportunities for advancement (65.73%); however, other responses ranges from neutral (24.11%)
to disagree (5.63%) and strongly disagree (4.23%). The results are fairly similar for the question regarding
opportunities for professional development with 63.38% in agreement and the balance range between
neutral (25.5%) and disagree (6.10%).
At the same time, 83.57% indicate that SOCAN’s leadership takes EDI-AR issues seriously; 79.35%
indicate that this is important in the workplace and 83.5% see this as important in the music industry. As
for SOCAN’s corporate and human resources leadership on EDI-AR, 65% view the former positively with
16% contrary and 10% preferring not to answer; and the latter is viewed as 57% positively but a significant
19% in the negative and 10% preferring not to answer.
There were several positive comments in the survey which might best be summed by these statements:
At least in terms of race/multiculturalism, SOCAN has (for at least the last 20 years) a staff with a
sizable number of people of colour and from different ethnic groups, including in middle
management and supervisory positions, though I don't know if our numbers fall short or more or
less corresponds with Toronto demographics.
After the killing of George Floyd last May, our interim CEO and other management committed to
finding ways to better connect with the Black community in Toronto (a new position, "Rap/Hip Hop
A&R rep" was created a few months later as a result). Also, SOCAN has for a long time tried to
make sure that its promotion of musicians (in its magazine and other communication initiatives and
award ceremonies) covers groups that traditionally have been marginalized in the music industry
(especially women, people of colour, Indigenous people).
These statements demonstrate committed corporate leadership; however, there were several cautionary
statements such as:
While leadership makes a show of support, it is not reflected by who gets promoted to leadership
positions, nor in the attitude of certain employees.
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Certain word choices while speaking to all staff sometimes alienate people without intent.
Addressing all staff as the "men and women" who work for SOCAN may not work for some people.
(Same with using "he or she" instead of simply "they").
Some members of the leadership team definitely contribute to a culture of inclusion, or at least
demonstrate through words that they care about the subject. However, that is not the case for the
leadership team as a whole, and some members of the leadership team particularly give the
impression that such a culture does not matter to them, exhibit unconscious biases, and are "tone
deaf"/insensitive to the certain EDI issues (including casually misogynistic comments and
comments that display their white, male privilege). I'd strongly suggest EDI sensitivity training (on
an ongoing basis) for all staff members who are in a management position at SOCAN. Such training
would also be useful for all staff generally.
This is a tough question, and the four options above don't necessarily allow for much nuance.
SOCAN has done a good job on soft/easy inclusion activities, see Diversity day, email banners for
Pride, anti-hate social media posts. I think we pay good lip service, but I'm not sure how far that
would extend into tangible actions to support employees. Aside from the recently launched equity
committee, I have not seen corporate leadership proactively encourage inclusion. It doesn't mean
it is discouraged, but just not vocal.
I think the corporate leadership encourages people being themselves, but at the lower levels of the
organization we see that crumble. It's a lot of talk at the top, but near the bottom we have people
fearful of saying they have a same-sex partner in case people on their own team will treat them
different. Or, for example, there is inherent racism towards the IT department because of the
cultural breakdown and abundance of POC.
Leadership that is present and puts SOCAN's best interest first versus their own interest. Having
more data based performance reviews to reduce or eliminate subjectivity or bias. The same goes
for promotions, justifying promotions in the form of announcements that explains to the business
the promoted employees accomplishments etc. will hold decision makers more accountable for the
decisions that they make.
Mandatory training isn't enough - what leaders learn should then be brought back to employees
and discussed as a group. We need to see leaders talk about these issues confidently but
vulnerably - so that they can prove to us that they are learning.
14. How important do you feel racial and cultural diversity is for SOCAN as a workplace?
(1-Not important, 2-Low importance , 3-Neutral, 4-Somewhat important, 5-Very Important)
English

French

(1-Not important, 2-Low importance , 3-Neutral, 4-Somewhat important, 5-Very important)
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Merged:

15. How important do you feel racial and cultural diversity within the organization is for SOCAN’s work music community,
e.g., members and other music organizations?
English
(1-Not important, 2-Low importance , 3-Neutral, 4-Somewhat important, 5-Very Important)

Merged:
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16. (A) Do you feel that SOCAN’s corporate leadership contributes to a culture of inclusion where all employees feel
supported and comfortable being themselves, irrespective of race, culture, sexual orientation, or disability?
English

French

Merged:

17. (A) Do you feel that SOCAN’s Human Resources leadership contributes to a culture of inclusion where all employees
feel supported and comfortable being themselves, irrespective of race, culture, sexual orientation, or disability?
English

French

20

Merged:

11. At SOCAN, people of all backgrounds have equal opportunities for professional development.
English
(1-Strongly disagree, 2-Disagree, 3-Neutral, 4-Agree, 5-Strongly agree)

Merged:

10. At SOCAN, people of all backgrounds have equal opportunities for advancement.
(1-Strongly disagree, 2-Disagree, 3-Neutral, 4-Agree, 5-Strongly agree)
English

French

(1-Strongly disagree, 2-Disagree, 3-Neutral, 4-Agree, 5-Strongly agree)
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Merged:

I feel like there is a lot of favoritism between staff. More value is placed on how well you talk but
not how hard you work. I think some of our leadership has poor people judgment. They are very
gullible to smoke and mirror. In my experience, I feel men are more respected in our workplace,
even when you are in a more senior position or more qualified than the man. For example there
was a time I was eligible for something after someone left and then I was told that I should ask my
colleague first (a man) if he would like it. However, others before me didn't have to do that.
I am sometimes recognized for accomplishments but this is an area of weakness for SOCAN. At
times, I have been the subject of public ridicule meant as jest. These incidences have been very
hurtful but generally came from a couple of people no longer employed by SOCAN.
Lack of resources and budget creates a feeling of being overworked and under acknowledged. no
real engagement or activities about our daily lives and who we are as individuals outside of our
deliverables.
Mental health is said to be a priority - Yet they refuse to add resources where people are burning
out - Its been nearly a year and my work load is killing me slowly - C-19 Lockdown is taking care
of the rest.
From my peers and manager, yes, from an executive level or management in other areas, I do not
believe they wish to know of my accomplishments per se or strategic contribution daily to the
organization. My inability to "grow" and develop here is proof of that.
I have proven that I am capable and strategic in my job and I am a high performer always receiving
excellent reviews. But have seen many people around me with less accountably being promoted
or considered for salary increases. Not sure if it's because I am a women or because I am too
scared to advocate for myself. I have in the past and it worked against me so I don't say anything
anymore.
It takes years for you to get promoted, especially since you are of colour. Most of the
Management/Executives in some departments are not of colour. Currently, it seems there is Black
representation but not enough of visible minority representation. Due to culture difference, people
of colour tend to avoid raising their voice, for fear of being tagged as trouble. As a result, they are
left behind in the advancement and someone who is not of colour, who stood for their rights, moved
ahead, despite not having all the qualifications to do so.
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Gender neutral bathrooms that aren't just the one stall on the first floor gym, tucked away from
everything else. Some people are non-binary or in the early stages of medical transition, or may
decide to come out as trans after working at the company for some years, and may not feel
comfortable using/switching gendered bathrooms. The 4th floor in particular has 2 full women's
bathrooms and one tiny men's room. Why not convert one of the women's bathroom to a men's
room (especially now that there are more men on the 4th floor), and have the small bathroom be
gender-neutral?
I would recommend reaching out to The 519, the LGBTQ community centre at 519 Church Street
in Toronto for ideas on targeted recruitment (there are transgender-specific job fairs that
occasionally take place in the city, and they would definitely be in the know about these and
others like it). They should also have documentation on how to educate staff, or at least know of
resources the company could use.
Education. Some words are regularly being used by staff that are no longer okay to use, and
other words were never really okay to use (e.g. ableist slurs, or slurs in general). People need to
be educated about these words, why they're not okay to use, and why it's about respect and not
people being too sensitive. The "People are too sensitive these days!" attitude is still rampant
among many employees, and that attitude needs to change if the workplace is to be more
inclusive.
Listening more. If an employee needs special accommodations due to a physical or mental
condition, and an "expert" suggests something, but the employee disagrees... listen to the
employee. They know more about their own condition than any expert could.
More inclusive language from management and executives, to prevent accidental "othering" of
certain employees. (this includes refraining from referring to all staff as "men and women", and
also rewording some HR policies that still make it sound as though spouses and same-sex
spouses are two separate groups of people).
Pronouns on email signatures for all staff

3.1.3 Awareness of EDI-AR Policies and Procedures:
As for awareness of SOCAN internal policies and procedures related to EDI-AR, it is interesting to note
how many perceived SOCAN has these in place, i.e., 55%. On the other hand, staff are unaware if SOCAN
has external policies and procedures related to EDI-AR with 66% responding in this way. The stated level
of awareness of SOCAN internal EDI-AR policies and procedures is somewhat concerning in that, outside
of non-discrimination and harassment, SOCAN has no explicit EDI-AR policies or procedures.
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1. Does SOCAN have an INTERNAL diversity and inclusion statement?
English

French

Merged:

2. Does SOCAN have an EXTERNAL/public diversity and inclusion statement?
English

French

Merged:
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12. SOCAN has a clear process for employees to file complaints or report incidents of harassment or
discrimination.
English
French
(1-Strongly disagree, 2-Disagree, 3-Neutral, 4-Agree, 5-Strongly agree)

Merged:

Regarding non-harassment and discrimination, it is concerning that 38.50% submitted ‘neutral’ to this
question while 15.02% disagreed and 7.98% strongly disagreed that SOCAN has a clear process for staff
to file complaints on harassment and discrimination.
Not sure if SOCAN has the appropriate policies and support (e.g. training) to assist my Manager in
handling such incidents.
No. In some cases, I was even yelled at in front of another VP in another department by a junior
male colleague (the VP was male and didn’t do anything and clearly I was upset) and then another
time by another male colleague who felt I did something wrong (ego took over the situation and he
was standing over me yelling at me) . I reported it and nothing was done to him and I was made to
feel like I did something wrong. That’s the name of the game at SOCAN.
I think that much of diversity in the work place has to do with perceptions. Do we have 'enough'
diversity to shout that we support diversity. But have we done the work to understand why the
workplace wasn't diverse in the first place. While hiring more diverse staff into the company is
important, understanding why they weren't there in the first place - ie addressing biases, is how
you keep from having to constantly be 'counting' your diverse staff.
I think mandatory training could be implemented for staff at all levels. I think that SOCAN really
needs to consider more diverse upper management. Further, existing upper management needs
to make a concerted effort to be more approachable and considerate of others in lower positions.
Even as recently as the town hall meeting, it was suggested that if employees who need new office
equipment for working from home should use the money in their health care spending account (to
buy a $300 chair). That is possible for some, however this small amount of money is often relied
upon by those who have no other health plan (no spousal health plan), complex health needs
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requiring medication/specialists, and especially by those at lower incomes in the company who are
trying to support their families. It was very insensitive coming from someone whose salary isn't
disclosed because it's beyond the pay scale. The power dynamic is real. SOCAN has made good
efforts at having women in top roles, which is very appreciated and they have noted.
I would like to see SOCAN look at our rules and regulations to see if there is any unconscious bias
or harm against diverse groups. For example, we have Distribution Rules regarding the credits
given to certain songwriters or publishers based on the use of their works. Diverse songwriters and
publishers may write or perform their music in a different way - does this affect their earnings based
on the credit system we have?
Ensure all management is properly trained on diversity, equity, inclusion and anti-racism and that
they foster an attitude of inclusion.
Get leadership into leadership workshops offered by established by outside institutions. Not
specific to diversity that is too targeted and has become somewhat of marketing tool to milk
companies. There are global fundamentals to dealing with conflict management, people and
culture. How to ask the right questions the right way. Not tell people what they should say or think
- That is simply counter-productive in the long run.
I think just more sensitivity training is needed, especially from those in upper management. Perhaps
there has been a lack of obvious effort because these are complex and sensitive issues that can
be difficult to address. Make DEI part of the regular conversation, try to get people comfortable
with the idea of talking about DEI in a constructive manner.
I'd strongly suggest EDI sensitivity training (on an ongoing basis) for all staff members who are in
a management position at SOCAN. Such training would also be useful for all staff generally. One
cannot be an ally when they don't understand the lived experiences of others or are not aware of
EDI-related issues (including their own unconscious biases and assumptions) and struggles that
are beyond their own experience. And while it's incumbent on all of us to educate ourselves and
avoid misinformation, SOCAN can assist staff in this regard by mandating periodic and ongoing
sensitivity programs/trainings and continuously identifying educational materials. On a positive
note, I like seeing the EDI-related posts on Tempo (SOCAN's intranet news) - they are very
educational - would like to see that continue
3.1.4

Individual Experiences:

In terms of support in navigating one’s career at SOCAN, 45.54% had a positive response on this while
the remaining 54.46% of responses ranged between ‘neutral’ (36.15%) and ‘disagree’ (11.74%). Further,
many respondents felt discomfort in voicing contrary opinions in key meetings with 48.35% indicating
comfort but the balance ranging between ‘neutral’ (31.46%) and uncomfortable (20.18%) for a total of
51.64%. Similar percentages are evident in responses to speaking up if having witnessed troubling
behaviours with 47.89% indicating willingness while 52.11% ranged between ‘neutral’ (31.93%) and
disagreement (20.19%).
In terms of having witnessed what respondents perceived as unacceptable behaviours, while 67%
indicated they had not, 26% indicated that they had and 7% preferred not to answer.
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English

French

Do you feel that you have had support in navigating your career at SOCAN?
(1-Strongly disagree, 2-Disagree, 3-Neutral, 4-Agree, 5-Strongly agree)

Merged

24. How would you rate your level of comfort in voicing a contrary opinion in a key meeting?
English

French

(1-Very Uncomfortable, 2-Uncomfortable, 3-Neutral, 4- Comfortable, 5-Very comfortable)

27

Merged:

25. How would you rate your level of comfort in speaking up/speaking out if you observed issues indicating non-inclusive
behaviours ?
English
French
(1-Very Uncomfortable, 2-Uncomfortable, 3-Neutral, 4- Comfortable, 5-Very comfortable)

Merged:

29. Have you experienced or witnessed any bias or other discriminatory practices within SOCAN (e.g., inappropriate
behavior, comments on equity and unintentional bias)?
English

French

28

Merged:

30. Have you experienced or witnessed any bias or discriminatory practices based on equity, race, gender and disability
related to performance evaluation and promotion?
English

French

Merged:

Several years ago, a Director who is no longer with the company said some very shocking and
inappropriate things about employees' personal lives that touched on sexual orientation and
religion (one of these incidents involved me, so it's not just hearsay.) It didn't result in any action
being taken - ie, the employees involved were not denied promotions or treated differently in terms
of their work - but it contributed to some discomfort in the workplace.
Lots of comments from older white males that are not appropriate. Thankfully, being home has
drastically reduced the quantity of these. I even heard that someone has been reported multiple
times to HR but nothing has been done.
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Over the years I have heard many small comments and micro-aggressions from various staff
members regarding LGBTQ people, people with mental illnesses or disorders, and people from
different ethnic backgrounds. Typically they are said when the people are not around, or when they
assume the people they are talking to does not belong to said groups. People's gender identities
(and the possibility that someone on staff may be transgender) have been treated as work gossip.
I have observed inappropriate comments made by executives about gender, witnessed
management being rude and short with older employees, and have been met with resistance at
attempts to make the "Diversity Day" event about more than food and performances (tried to
implement diversity training for staff, but was met with no leadership from upper management about
direction for this event). Some on the committee thought having a fun dress-up station of cultural
clothing might be a good idea, and didn't understand how this might be insensitive. Several
members of the social committee asked for more leadership from upper human resources for this
specific event and we were met with a lot of nonchalance. They did not seem to care for the event
to evolve into a more meaningful opportunity for cultural sensitivity awareness.
I have seen an entire male dominated department alienate an employee because of things outside
of their control. They suffered from chronic illness and the other people in the department would
speak a different language together all day and pass commentary right in front of said employee.
The excuse given from HR was that culturally these men did not appreciate being told what to do
by a woman and that was apparently a reasonable explanation.
Since we have a fairly older staff at SOCAN overall, I've seen a lot of slip-ups that I would expect
from my parents, etc. We often have things labeled as "Christmas" parties instead of Holiday
parties. We often had Easter basket giveaways, but turn a blind eye to Passover or Ramadan, etc.
People are good-meaning. But it's a bit of a mess of Christian white culture gone rampant, even
though I would bet that 50% of staff or more are not Christian or white.
With one worker who is very particular; he berated me in front of the majority of the office - my boss
(works in another city) was quick to check on me and to find solutions together- we moved my
desk. But the worker, because they 'absolutely' needed him (IT), I'm not sure he was ever
reprimanded for his actions or given a warning but his level of anger was out of control!
A staff member in a team I previously belonged to would routinely get picked on and yelled at by a
manager in front of other people, and while it was never explicit I always got the sense it was at
least partly due to the person's anxious nature and cultural background. This person was once
written up and had to sign a letter that was added to their HR file, when the error that had been
made absolutely did not warrant such an extreme measure.
Adoption of an equity policy around hiring and promotions, support of an equity committee with
participation from all levels of staff, equity/inclusion training for staff.
Invest and equip staff with knowledge and skills so they are cognizant that everyone has a
responsibility when it comes to diversity and inclusion. Look around and share good practice both
inside and external to the organization.
Stop with the favouritism. Reward hard workers. Look beyond the smoke and mirror. Apply policies
consistently for better pay equity. Promote people not because of the relationships you have with
them but because they work hard and are reliable. Ensure same standards are applied across the
board (pay, opportunities, treatment, etc.). too much imbalance in how people are promoted and
paid and treated.
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I am open to learning and identifying any opportunities for growth but I do not feel equipped to
handle this on my own. It can be very confusing as someone who is not a member of one of the
identified groups to figure out how to act and it sometimes feels like there's no right way and every
action or inaction has the potential to create problems. When witnessing someone in one of the
identified groups being treated unfairly, speaking up means you're speaking for a group you're not
a part of and taking away their voice but staying silent means you're complicit. Asking questions of
people in one of the identified groups means you're making others do the work of explaining
systemic problems, but failing to ask those questions means you're not interested in hearing their
point of view. Using gifs of people who don't look like you is "digital blackface" or otherwise
appropriating but using only people who look like you is narrow-minded and prejudiced. I think most
(white, cis, straight, non-disabled) people are well-intentioned and want to do the right thing but
nobody knows what that is and the fear of getting it wrong paralyzes a lot of people into doing
nothing at all.
Take a course, learn about mental illness, improve hiring practices, understand the different socioeconomic background your employees come from (stop hiring people who know people who know
those people) some managers at SOCAN don't know how to hire the right people because they are
not the right people to make those decisions. Stop hiring leadership just within the organization
branch out, bring new perspectives, change makers that bring good change to SOCAN. Same
people will not bring change. they are important but branch out.
Given these troubling comments, it is concerning that so few situations have been reported as noted in
the data below.
English 70 Responses

French 5 respones

Merged: 75 Responses
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3.2 Policy Review
In order to develop and implement EDI-AR initiatives, SOCAN will need to set out a strong commitment to
these values that should be reflected in all policies and by-laws, and all documents related to positioning,
strategy, employment, communication platforms, professional development membership, governance,
contractors and education.
CPAMO conducted an in-depth document review to identify potential omissions, problematic use of EDIAR terms/concepts, and issues with consistency. CPAMO was able to identify issues in the use of terms
such as anti-racism, equity, diversity and inclusion as well as pluralism, as described in detail in this
section. We were also able to identify policies and procedures SOCAN should put in place to guide its
EDI-AR implementation.
Overall, there are several areas of opportunity for SOCAN to address issues related to systemic racism,
create an EDI-AR Strategy, and make a long-term EDI-AR implementation plan an integral part of its
annual planning and reporting process. All policies provided by SOCAN were reviewed, however only the
ones that required further clarification and suggested changes are listed below.
3.2.1 SOCAN’s Vision, Mission, Mandate:
SOCAN’s Vision states:
“We’re proud of our hiring, charitable and environmental practices and policies. Our staff is as
diverse as our business and we work to give back to the communities in which we operate. We’re
committed to being socially, environmentally, and economically conscious, while promoting the
diversity of our nearly 350 employees across North America, who are integral to our efforts to
champion creator rights and fair licensing.
“Diversity is key to all facets of our organization's success and growth, and we nurture a positive,
equality-based culture of inclusion, while upholding policies that respect diversity and accessibility
in
everything
we
do,
and
in
the
business
decisions
that
we
make.”3
There are a number of issues concerning this Vision Statement:
✓ This review discovered no evidence on how SOCAN gives back to the community;
✓ There is no definition of ‘diversity’ and the use of this term as well as ‘equality-based culture of
inclusion’ are not consistent with the significance of equity and anti-racism as the former do not
require systemic changes whereas the latter do in order to have representation at all levels of the
organization, particularly in decision-making, by intent;
✓ The Visuals on home page and “About” page do not reflect any degree of racial representation
(Apr 2021);
✓ SOCAN’s business is not diverse as it does one thing – protect and promote the rights of music
creators.
3.2.2

By-laws

There were some issues in SOCAN’s by-laws related to membership that may benefit if stated more
simply. Currently, the following by-laws on membership states:
“6.The Society shall make fair and equitable distributions of the royalties collected.
3

http://www.socan.com/about-socan/ . Accessed 5 Apr2021.

32

“7. The Society shall ensure that all of its Members are treated equally irrespective of the idiom,
genre or style of music
“8. The Society shall ensure that it is open, accessible to its Members and that it will keep its
membership informed as to its rules, policies and activities.”
“Section 3.03 Eligibility of Members:
“(a)The applicant has written or co-written at least one (1) musical work or the lyrics of at least one
(1) musical work that is published by a person or company that carries on business as a music
publisher.
“(b) The applicant has written or co-written at least one (1) musical work or the lyrics of at least one
(1) musical work that was recorded by a person or company that carries on business as a record
company.
“(c) The applicant has written or co-written at least one (1) musical work or the lyrics of at least one
(1) musical work that was or will be performed and that performance was or will be a performance
that is licensed by the Society.”
Indigeneity and race are not mentioned within the by-laws nor is “diversity” as the focus is on equal
treatment based on genre of music- which may or may not translate into race; e.g. traditional Indigenous
music. Further, while “6” mentions “equitable distribution of royalties collected”, royalties are distributed
based on how often individual works are played or used so equity doesn’t apply here. As well, regarding
“7”, SOCAN treats its high earning members differently than ones who don’t earn very much. While
distinctions aren’t made specifically on idiom, genre or style, members aren’t treated equally.
Section 3.03 can be stated more simply by referring only to item (c) as potential members, e.g., those
involved in ‘doing it themselves’, may feel disadvantaged - particularly the younger generation where
racialized writers/composers would be represented much more than in previous generations. Also, while
this Section does allow any applicant who is an active music creator, it does not reference that it only
licenses lyricists who employ the Romance alphabet. This is a systemic barrier to Indigenous, Asian,
Arabic and other languages that have other alphabets and whose song-writers use that in their lyrics.

3.2.3

Human Resources Policies:

There are several items in SOCAN’s human resources policies and procedures that require attention.
These are the: Code of Conduct; Wellbeing in the Workplace; AODA; Career Planning; Employee
Relations; Workplace Harassment/Discrimination; Training/Education; and Policies Needed.
3.2.3.1

Code of Conduct

This document is very brief, rather non-specific and does not include any reference to EDI-AR or Human
Rights terminology. As well:
✓ While unacceptable conduct could result in disciplinary action up to and including termination
without notice or pay in lieu thereof, the Procedure section does not include any information on
what the procedures are if an employee does not adhere to the code of conduct;
✓ Inappropriate conduct is noted as including ”Horseplay and throwing objects” while unintentional
or intentionally racist utterances or behaviours are not mentioned. Further, appropriate conduct is
defined loosely as what is “normally accepted as standard in a business environment”, including
“courtesy to and respect for” colleagues, customers and vendors but no disciplinary measures
against inappropriate conduct are listed;
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✓ Unacceptable conduct is noted as having weapons or drugs at work, neglect of equipment, bribery,
fighting and indecency. Again, no mention of racist, homophobic or misogynist language or
behaviours;
✓ There is a lack of clarity of what is meant by “Solicitation of other employees, for any reason, during
working hours, unless approved in advance by the Department Manager” mean.
.
3.2.3.2

Wellbeing in the workplace HR 6.02

This program lists several responsibilities:
✓ Employee is responsible for (i) taking “care of their own well-being, including mental and physical
health” and (ii) “take reasonable care that their actions do not affect the health and safety of other
people in the workplace”, how is the annual amount the Employee and Family Assistance Program
cover annually?
✓ Those experiencing health symptoms related to workplace stress are instructed to seek support
from their manager or a Well-Being Ambassador, or Employee and Family Assistance Program,
(EFAP) through their 24-hour counselling service;
✓ While the program includes the disclaimer that no employee will be discriminated against based
on these difficulties however, SOCAN has to “…balance the rights and support needs of employees
with health difficulties with the overall duty to care for all employees and its efficiency.”
A well-intentioned program to support employees who may be experiencing mental health challenges, this
program has a limited scope with its primary focus on mental health and it is unclear what is offered. For
example:
✓ who are Well-Being Ambassadors and what is their scope of work?
✓ how does an employee gain access to professional assistance?
✓ is this program in compliance with relevant Occupation Health and Safety laws as well as applicable
best practices, guidelines and voluntary standards affecting workplace mental health, which include
psychological health and safety will be strongly adhered?
It is also noted on SOCAN’s Section 4.18 Employee Assistance Program (Benefits) with the focus on
company needs: “SOCAN subscribes to the belief that employees will be more satisfied and engaged in
their work and personal lives if they are not distracted by such issues.” 4
SOCAN’s efforts to support its employees on such matters was commented on with some significance in
the all-staff survey. This indicates its importance to employee well-being in the workplace and, given the
impact of Covid-19, this may increase in importance as staff return to the workplace.
3.2.3.3

Career Planning - HR 2.55:

This program is not designed to increase diversity in candidates or hiring patterns as there is no mention
of equal opportunities or an equitable system of hiring/promoting/retaining. In this context, SOCAN
employees are primarily responsible for managing their own careers as “Career development assistance”
is defined as support for the activities that are designed to help prepare an individual to achieve career
objectives and can include self-study courses, job enlargement/enrichment, mentoring, rotational
assignments etc.
SOCAN subscribes to a policy of staffing from within to fill most vacancies, where qualified and interested
candidates are available within the company. Given the age range of its staff, SOCAN may find it useful
4

(Orig. Sep 1998; update: Jul 2011)
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to enhance and build on its support to employees’ career planning and skill development their skills to
enable them to perform at a higher level in their current roles and to prepare to assume higher levels of
responsibility in future within the organization.
3.2.3.4

Employee Relations Principles - HR 5.01

In order to create a high-performing culture, SOCAN aims to employ the best people available and to
maintain a high-quality working relationship with all our employees, based upon the principles of mutual
trust, respect, courtesy and inclusion.
Specifically, SOCAN aims to:
– provide a work environment which is free of discrimination and/or harassment;
– offer equal opportunity for personal development, career growth and advancement based on
individual ability and demonstrated job performance;
– provide healthy and safe working conditions for all employees;
– provide a work environment that encourages self-motivation and initiative;
– provide fair rewards for sustained job performance; and
– encourage open and frank dialogue about work and/or business issues.
While this document includes reference to non-discrimination and inclusion principles, these are cited in
general terms and not focused on equity-seeking staff. There is no mention of EDI-AR terminology as the
term ‘equality’ is referenced, and there is no clear definition of what exactly falls under discrimination or
harassment (e.g. referring to the OHRC terminology or federal law on criminal harassment); nor is it clear
how discrimination or harassment would be addressed.

3.2.3.5

Workplace Harassment Policy - HR 5.03:

SOCAN has such a policy and provides some definitions of the grounds it covers. For example:
✓ Harassment is defined as engaging in a course of vexatious comment or conduct that is known, or
ought reasonably to be known, to be unwelcome. lt may include unwelcome, unwanted, offensive,
or objectionable conduct that may have the effect of creating an intimidating, hostile or offensive
work environment; remarks, jokes, taunts or suggestions about a person's physical or mental
disabilities; attire, or on other prohibited grounds of discrimination; interfering with an
individual's work performance; adversely affecting an individual's employment relationship; and/or
denying an individual dignity and respect. Harassment may result from one incident or a series of
incidents. lt may be directed at specific individuals or groups.
✓ Sexual harassment is defined as unsolicited conduct, comment, or physical contact of a sexual
nature that is unwelcome by the recipient. lt includes, but is not limited to, any unwelcome sexual
advances (oral, written or physical), requests for sexual favours, sexual and sexist jokes, racial,
homophobic, sexist or ethnic slurs; written or verbal abuse or threats; unwelcome remarks,
jokes, taunts, or suggestions about a person's body; unnecessary physical contact such as patting,
touching, pinching or hitting; patronizing or condescending behaviour; displays of degrading,
offensive or derogatory material such as graffiti or pictures; physical or sexual assault.
In reviewing this policy, there were a number of concerns:
✓ Definitions problematic: The definition of harassment does not refer to terminology used in human
rights laws or federal law on criminal harassment. There is no definition of “other prohibited
grounds of discrimination” and racial or ethnic slurs are included under sexual harassment but not
general harassment.
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✓ Missing a clear incident reporting process ( which is in more detail provided in the “equal
employment opportunities policy” from 2020; 5.11; should be here as well (or instead). Employees
who have a complaint or require management intervention in relation to a work-related conflict and
wish to initiate the formal conflict resolution process must prepare written documentation, with
supporting details, of the conflict situation or complaint, and submit it to their supervisor.
✓ Documentation procedures must be specified – e.g., “the employee/ respondent must sign to
confirm receipt and may submit any comments, including agreement or disagreement with findings
and resolution. All relevant documentation shall be included in the employee’s personnel file.”
✓ The steps of enforcement end with “Complaint” – actions that constitute a crime should include
involvement of law enforcement.
✓ Complaint process apparently ends with internal investigation as the “manager in concert with HR
shall investigate the incident and prepare a written report” with recommendations within 14 days.
It is not identified whether both complainant and responder need to sign off and how this would be
documented in HR files.
✓ SOCAN might find it beneficial to be open to alternative methods of conflict resolution if all parties
involved agree to the format and process, e.g., mediation by an objective third party;
✓ There are no references to additional recourses identified, e.g., external investigation, mediations
services, etc) and would benefit from an additional paragraph expressing that the provisions of this
policy and procedure do not affect the right of the employee to exercise their rights under the
provincial Human Rights Code, within the time limits specified by that legislation.
It is concerning that this policy requires such attention and, as well, needs to be brought in line with
what is included in the Human Resources’ document on recruitment and selection noted further on and
which contains many of the details that should be included in a Workplace Harassment/Violence
Prevention Policy.
As noted earlier on, there were significant concerns reported in the all-staff survey on the need for this
policy and its procedures to be clear, consistent and contemporary.

3.2.3.6

Training and Education:

The following provides information regarding education and training on EDI-AR at SOCAN.
•
•
•

AODA was mandatory for all employees and is part of onboarding of new staff;5
“Respect in the workplace” was a 3.5-hour webinar; 6
Sensitivity training for the executive team provided a 3-hour training session on bias, false
diversity related assumptions, discrimination and harassment and strategies for building
respectful relationships in the work place.7

No other materials were provided on this issue so it would appear that there has been no training specific
on EDI-AR specifically to date, however, there has been (limited) training on respect in the workplace and
sensitivity. Further, outside of mandatory AODA education/training for all staff, the education and training
noted has been provided to the executive team only and infrequently.

5

Provided through the Ontario Human Rights Commission online learning.

6

Provided by EAP provider Morneau Shepell
Provider: https://www.sensitivitytrainingcanada.com/sensitivity-training

7
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As well, there was very little communications across SOCAN about the importance of EDI-AR and how
staff might improve their knowledge and skills in this area. For example:
✓ Before 2020 there were only 3 internal communications (one in 2012, two in 2018)
and only 4 external communications on related EDI-AR issues and these were around gender
parity on board and the SOCAN Foundation’s “mentorship program for gender-diverse producers”
✓ Since June 2020 there have been internal messages of commitment, list of anti-racism resources,
updates on Equity Task force while externally there was the announcement of the inaugural
program Black Canadian Music awards and the Foundation’s racially diverse winners of 2020
Young Canadian Songwriters Award.
The survey results provide strong suggestions for mandatory education and training across the
organization on EDI-AR issues. Specifically a clear need was indicated for such programs to address antiracism, human rights/harassment, workplace violence, micro-aggressions and conflict resolution. The
survey results also pointed to the need for manager training to address:
✓ Assessing and selecting talent more efficiently;
✓ Minimizing bias / unconscious in assessment and selection;
✓ Reviewing types of interviewing to ensure consistency with EDI-AR.
It was also expressed that SOCAN needs to communicate more frequently about the importance of EDIAR education and that those contracted to provide services for SOCAN need to have the same education
and training.

3.2.3.7

Recruitment Strategy 2020

SOCAN identifies itself as committed to providing an inclusive workplace environment that meets the
accessibility needs of employees with disabilities. SOCAN states it is an Equal Opportunity Employer and
that hiring and other employment decisions at SOCAN are made without regard to race, colour, religion,
sex, ancestry, national origin, ethnic origin, age, disability, citizenship, veteran status, sexual orientation,
record of offences, marital status, family status, or any other characteristic protected by federal, provincial,
or local law, regulation, or ordinance.
SOCAN complies with all applicable laws, rules and regulations preventing discrimination against job
applicants based on: race, ethnicity, religious beliefs, gender, gender identity, age, veteran status, marital
status, physical challenges, or any other relevant factor. While SOCAN indicates that equal opportunity is
for everyone, equity and anti-racism mainly concerns members of underrepresented groups as they are
the ones who are traditionally disadvantaged in the workplace.
In addition to recruitment and hiring practices, SOCAN indicates that this policy requires affirmative action
in the following areas: performance, promotions, transfers, pay rates and termination. However, there
seems to be a misunderstanding of affirmative action which requires targeted hiring of designated groups
and is not consistent with an equity which sets out goals and timetables and note fixed targets. It will also
be useful to know how affirmative action principles are applied to performance, unless this means
performance evaluation, which should then be spelled out.
Further, there is no documented evidence demonstrating SOCAN’s strategy and results on affirmative
action. This prompts several concerns:
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While this Strategy includes an anti-discrimination clause and “affirmative action” terminology,
these are vaguely worded with a disclaimer;8
✓ SOCAN uses only general language for discrimination, i.e.,“because of their protected category”,
but does not specifically name IBPOC, LGBQT+, the Deaf and disabled which are not emphasized
at all.9;
✓ Although issues around racism and representation spelled out in SOCAN’s own blog, no remedial
action is reflected in job descriptions:
✓ No mention of e.g., encouraging candidates from racialized backgrounds to apply and it is unclear
what channels/platforms are currently being leveraged to attract IBPOC talent
✓

In reviewing this document, it was odd to find much detail around non-harassment/discrimination which
were not included in SOCAN’s Workplace Harassment policy. While description of the procedures for
reporting and investigation are now included along with definitions of the responsibilities of employees,
managers and executive on ensuring compliance, encouraging
reporting, maintaining strict
documentation, and importantly stipulating that failure to report an incident of harassing or discriminatory
conduct is itself a violation of this policy.
Aside from the odd placement of these sections on workplace harassment, there were other concerning
issues on this policy and its procedures:
✓ Regarding the reporting procedure and investigation process “[...]While the process may vary
from case to case depending on the circumstances, typically, the investigation will involve
interviews of the complainant, the respondent and any witnesses named by either. Qualified
personnel will conduct the investigation. SOCAN will keep reasonable documentation regarding,
and track the progress of, each complaint and ensuing investigation. All parties contacted in the
course of such investigation will be notified that SOCAN will not tolerate retaliation in any form
against any employee who believes in good faith that discrimination or harassment has occurred
and reports such conduct, or who truthfully cooperates in an investigation of alleged discrimination
or harassment. All employees are expected to cooperate with any internal investigation of sexual
harassment.”
✓ While this limited information is clear, it places responsibility of managers to conduct
investigations. This is a dangerous situation since, as noted earlier, there has been no
education/training on workplace harassment for all staff and, more notably, no training for
managers on how to conduct an investigation. Also, while this addresses internal mechanisms,
it does not note the right of complainants to take their complaint to an external body nor does it
clarify what the workforce as a whole or units related to the issues will know of the investigation;
✓ SOCAN states it will reach a reasonable conclusion based on the evidence collected, and will
promptly notify the complainant and respondent of the final determination. The complainant and
the respondent(s) in the investigation will be provided with a written summary of the results of the
investigation and any corrective action that is taken as a result. While this is clear, it is
“It [the music scene in Canada] is a scene that might arguably be the most problematic, when it comes to dealing with issues
around
race,
representation,
colonization,
and
other
questionable
employment
practices.”
https://www.socanblog.ca/en/tag/record-industry/
9 Definition: Harassment “unprofessional conduct based on any of the protected categories listed above”.
Does not spell out racist, homophobic etc. Does not include online harassment. Does not spell out where legal line to criminal
harassment is.
Definition: Discrimination; “Discrimination may include, but is not necessarily limited to: hostile or demeaning behavior
towards applicants or employees because of their protected category; allowing the applicant’s or employee’s protected category
to be a factor in hiring, promotion, compensation or other employment related decisions unless otherwise permitted by
applicable law, and providing unwarranted assistance or withholding work-related assistance, cooperation, and/or information
to applicants or employees because of their protected category.”
8
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questionable if the complainant has a right to be informed about the specific remedy and/or
penalty the respondent(s) may have levied against them. Further, there is no timeline identified
and no information on the storage of the investigation and there is no comment regarding the
importance of inviting the complainant and respondent to sign off or not on any final investigation
report;
✓ As well, there is no information provided on alternative methods of resolution, e.g., mediation,
conflict resolution.

3.2.3.8

Policies Needed:

Currently, SOCAN has only one policy that, as it must, addresses EDI-AR issues, i.e., its Workplace
Harassment/Non-Discrimination Policy. While there are elements of related issues in the Employee
Handbook and the Recruitment Strategy, there are no direct references to naming IBPOC peoples and
other marginalized individuals within them. These policy inclusions may be fitting for an organization that
wishes to pursue formal equality, i.e., treating everyone the same, but that approach is contradictory to an
EDI-AR regime which requires specific naming and focused goals, objectives, actions, timeframes and
accountability mechanisms that make clear SOCAN’s intent and commitment to managing EDI-AR
change.
As for specific policies, to build on its interest in embedding EDI-AR as core corporate values
encompassing all part of the organization, SOCAN will need to develop the following policies:
✓ Anti-Racism. Such a policy commits the organization to take strategic actions to identify, eliminate
and remedy the effects of racism in all aspects of the organization, e.g., its hiring, promotions,
contracting, board representation, remuneration/royalties and advocacy on behalf of music
creators who may face barriers of historical and/or contemporary racism;
✓ Workplace Harassment/Non-Discrimination. While various elements of this policy exist in
different SOCAN documents, it would be prudent to combine them into one comprehensive,
detailed and clear framework that addresses the issues noted earlier;
✓ Contractors. These are individuals and businesses that do work for SOCAN and, thereby, SOCAN
is responsible for their conduct. In this context, SOCAN has an obligation to ensure they comply
with Occupational Health and Safety as well as Human Rights laws as there are issues of vicarious
liability that can impact SOCAN even though the service provider is not a SOCAN employee.
Further, SOCAN can be an effective advocate for IBPOC and marginalized peoples by rewarding
contractors who comply with SOCAN’s policies.
✓ Official Bilingualism. As an organization that operates in both official languages, it is important
for SOCAN to ensure its programs and services can be delivered across its offices in this way.

4. Demographic Changes and Their Implications
To the Music Industry
At the time of the 2006 Census, Canada had a population of 31,612,897. A key part of Canada’s population
growth has been the increased levels of immigration and the rapid growth of Indigenous communities and
other key factors within Canada’s population.
As part of these demographic changes, it is evident that in 2006:
▪

persons identifying as disabled comprised in 2006 14.3% of the Canadian population for all ages and
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16.6% of those 15 years of age and older;10
▪

47% of Canadian citizens have an ethnic origin that is other than Anglo or French;

▪

immigration accounts for more than 50% of Canada’s population growth and that immigrants represent
100% of the growth of the net labour force in Canada;

▪

16.2% of Canadians self-identified as racialized (i.e., visible minority);11

▪

Individuals identifying as Indigenous comprise 1,172,790 of the Canadian population for an increase of
45% between 1996 and 2006, almost 6 times more than other communities;

▪

the population identifying as Indigenous has experienced significant growth in Ontario (68%); and 54% of
people identifying as Indigenous live in urban areas, an increase of 50% from 1996;

▪

the Métis are the most rapidly growing Indigenous group in Canada increasing by 91% since 1996, in
2006 they totalled 389,785.12

Resulting from changes to selection criteria, recent immigrants to Canada are highly educated, skilled and
have significant economic capacities. For example, the Conference Board of Canada suggests immigrants
account for 33% of Canada’s economic growth in the past ten years and by 2011 will account for all labour
force growth. This report further suggests that racialized peoples currently account for 16% of those in the
labour force and that this will increase to close to 18% by 2016.13
Most population estimates suggest these changes will only accelerate over time and the proportion of
Indigenous and racialized communities will continue to increase at rates faster than their European
counterparts.14 For example:
▪

in 2017, racialized peoples will likely be between 19% and 23% of the Canadian population and
that racialized communities in the country’s largest urban centres (e.g., the Greater Toronto Area,
Vancouver and Richmond B.C.) will be more than 50% of the population. Further, Indigenous
peoples are likely to comprise 4.1% of the Canadian population;15

▪

racialized peoples will likely comprise between 29-32% of the Canadian population by 2021 or
between 11.4 to 14.4 million people. This population will also have more youth under the age of
15 (36%) and South Asians and East Asians will be the largest of all racialized groups;

▪

Arabs and West Asians are projected to grow the fastest between 2006 and 2031, increasing from
806,000 to 1.1 million Arabs and 457,000 to 592,000 for West Asians between 2006 and 2031;

10

See Participation and Activity Limitation Survey 2006: Analytical Report, Statistics Canada 2006 p. 9.
Visible
minority
population,
by
age
group
(2006
Census)
Statistics
Canada
http://www40.statcan.gc.ca/l01/cst01/demo50a-eng.htm. Note: While Statistics Canada census data refers to racialized
groups as visible minorities, there has been strong distaste amongst critical race scholars about the imprecision of this term.
12
See Indigenous Peoples in Canada in 2006: Inuit, Metis and First Nations, 2006 Census p. 6-7. Note: See legislative changes,
for example Bill C-31 in 1985 and Bill C-3 in 2011.
13
See Making a Visible Difference: The Contribution of Visible Minorities to Canadian Economic Growth, 2004 p. 3-5.
14
See Alain Belanger and Eric Caron Malenfant Ethnocultural Diversity in Canada: Prospects for 2017, and, Krishna Pendakur
Visible Minorities in Canada’s Workplaces: A Perspective on the 2017 Projection.
15
See Arts Fact Sheet Series: Cultural Diversity – Our Regenerative Strength in the 21st Century, Sharon Fernandez, May
2006, unpaginated, from “Study: Canada's visible minority population in 2017” from 2005.
http://www.statcan.gc.ca/daily-quotidien/050322/dq050322b-eng.htm
11
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▪

Muslims are anticipated to increase being 50% of those who self-identify as non-Christian;

▪

those whose Mother Tongue is neither English or French will increase to between 29% and 32%
by 2031, up from 10% in 1981;

▪

96% of racialized peoples would live in urban areas in 2031; with 72% of these residing in Toronto,
Vancouver and Montreal;
55% of those living in urban centres are anticipated to be immigrants in 2031; with Toronto and
Vancouver expected to reach 78% and 70%, respectively.16

In addition to the growth of Indigenous peoples in Canada, the impact of globalization and the mobility of
peoples through immigration have made Canada home to an international community. These communities
are fairly spread across the country and it is anticipated that the size of these communities will increase
dramatically over the next decade.
At the same time, notions of normative cultural values are facing challenges prompted by doctrines of postmodernism and its challenge to metanarratives and constructs of cultural dominance based on a
Eurocentric value system of universality that derives its origins from industrialization and the Age of the
Enlightenment17. These same values of dominance are also being challenged by critical theories based
on race, gender, sexual orientation and post-colonialism which commonly assert that there is a subjective,
rather than universal, relationship to naming and establishing cultural values and regimes of truth18 in terms
of race, gender, sexual orientation and Eurocentric paradigms.
As these contests are taking place, there continues to be a significant growth in the artistic expressions of
racialized artists in Canada today. For example,
✓ racialized artists combined for 8.9% of all Canadian artists and immigrants combined for 20% of all
Canadian artists;
✓ corresponding with increases in immigrant settlement, racialized and immigrant artists grew ‘strongly’
between 1991 and 2001 by 74% and 31% respectively19;
✓ the most common disciplines for racialized artists include musicians and singers, producers, directors,
choreographers, writers and actors20;
✓ the largest number of immigrant artists arrived in Canada between 1991 and 2001 with the most common
areas of creative expression in musicians and singers (20%), writers (20%), and producers, directors and
choreographers (19%) with actors amongst this group more than doubling21.

16

Projections of the Diversity of the Canadian Population, 2006 to 2031, Statistics Canada 2010 p. 1-2
For example, see Jean Francois Lyotard The Postmodern Condition: A Report on Knowledge (Manchester University Press),
Frederic Jameson Postmodernism and Consumer Society (in Film Theory: Critical Concepts in Media and Cultural Studies Philip
Simpson et al eds.), Edward W. Said Culture and Imperialism (Vintage Press), Maurice Berger How Art Becomes History (Icon
Editions), and, homi k. bhabha the location of culture (Routledge)
18 See Michel Foucault Discipline and Punish (Harmondsworth:Penguin)
19 Ibid 4
20 Full report 3
21 Ibid 16
17
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Recent Statistics Canada demographic projections indicate that22:
I)

Immigrant and second-generation populations

✔

Based on the projection scenarios used, immigrants would represent between 24.5% and 30.0%
of Canada’s population in 2036, compared with 20.7% in 2011. These would be the highest
proportions since 1871.
✔ In 2036, between 55.7% and 57.9% of Canada’s immigrant population could have been born in
Asia, up from 44.8% estimated in 2011, while between 15.4% and 17.8% could have been born in
Europe, down from 31.6% in 2011.
✔ The proportion of the second-generation population, i.e., non-immigrants with at least one parent
born abroad, within the total Canadian population would also increase. In 2036, nearly one in five
people would be of second generation, compared with 17.5% in 2011.
✔ Together, immigrants and second-generation individuals could represent nearly one person in two
(between 44.2% and 49.7%) in 2036, up from 2011 (38.2%).
II) Languages
✔

According to all scenarios used for these projections, the population whose mother tongue is
neither English nor French would be up and could account for between 26.1% and 30.6% of
Canada’s population in 2036, versus 20.0% in 2011.
✔ As in 2011, immigrants would make up the majority—close to 70% in all scenarios—of the
population whose mother tongue is neither English nor French. However, close to 40% of these
other-mother-tongue immigrants would have adopted English or French as the language spoken
most often at home, either alone or with other languages.
III) Racialized Peoples
✔

According to the results of these projections, in 2036, among the working-age population (15 to
64 years), of special interest for the application of the Employment Equity Act, between 34.7% and
39.9% could belong to a visible minority group, compared with 19.6% in 2011.
✔ In all the projection scenarios, South Asian would still be the main visible minority group in 2036,
followed by the Chinese. However, the most rapidly growing groups would be the Arab, Filipino
and West Asian groups, given that they represent a higher proportion in the immigrant population
than in the population as a whole.
Regarding Indigenous artists by occupation, Hill Strategies notes that “The most common occupations
differ considerably between Indigenous and non-Indigenous artists, as shown in Table 6. … (with) much
lower percentages of Indigenous than non-Indigenous artists are musicians … producers, directors, and
choreographers (a list that includes the two highest-income arts occupations: authors and producers,
directors, and choreographers).”

22

See Immigration and Diversity: Population Projections for Canada and its Regions, 2011 to 2036 at
https://www150.statcan.gc.ca/n1/pub/91-551-x/91-551-x2017001-eng.htm
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The following charts indicate these concerns:
Table 6: Indigenous and non-Indigenous artists by occupation

Occupation

% of Indigenous
artists

% of non-Indigenous artists

Musicians & singers

13%

22%

Producers, directors, choreographers
& related occupations

13%

18%

Conductors, composers & arrangers

2%

3%

Source: 2016 census custom data request

Table 7: Median income by occupation for Indigenous and non-Indigenous artists

Occupation

Indigenous artists

Non-Indigenous
artists

Cents on the
dollar

Musicians & singers

$15,300

$17,900

85¢

Producers, directors,
choreographers & related

$38,700

$49,500

78¢

Conductors, composers &
arrangers

$34,000

$29,600

$1.15

All artists

$16,600

$24,600

68¢

Source: 2016 census custom data request. Income figures relate to the 2015 calendar year.

Regarding racialized and non-racialized artists, Hill Strategies notes that:
Table 9: Racialized and non-racialized artists by occupation

Occupation

% of racialized
artists

% of non-racialized artists

Musicians & singers

25%

22%
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Producers, directors, choreographers
& related occupations

15%

18%

Conductors, composers & arrangers

2%

3%

Source: 2016 census custom data request

Table 10: Median income by arts occupation for racialized and non-racialized people

Occupation

Racialized artists

Non-racialized
artists

Cents on the
dollar

Musicians & singers

$14,300

$18,700

76¢

Producers, directors,
choreographers & related

$32,300

$51,700

63¢

Conductors, composers &
arrangers

$19,500

$31,300

62¢

All artists

$18,200

$25,400

72¢

Source: 2016 census custom data request. Income figures relate to the 2015 calendar year.
The aforementioned demographic data provides opportunities for SOCAN to reflect on its business as an
employer, a contractor and an organization delivering vital programs and services in the music industry.
As an employer, it is clear that there is a wide range of potentially eligible employees who may come from
IBPOC and other marginalized communities. As a contractor of services, SOCAN can influence the
employment options for those business from whom it purchases goods and services by requiring them to
inform on their EDI-AR initiatives as part of any request for proposal.
In terms of supporting music creators, the Hill Strategies provides ample evidence noting disparities in
income and, combined with demographic data, this may pose systemic barriers to IBPOC music creators.
For example:
✓ SOCAN licenses music composers who work with the Romance alphabet. This may not be the
choice or possibility for Indigenous and non-Western music creators who would not be eligible for
SOCAN membership;
✓ Music distribution has changed dramatically in the digital age with many artists releasing their work
through online platforms, e.g., Spotify, Youtube, Instagram, Vimeo, Soundcloud. Royalties based
on these platforms is less than other platforms, e.g., popular radio and TV, even though the online
platforms might have more engagement than traditional means.
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5. Summary Analysis:
The issues noted above from all sources tend to indicate that:
✓ While SOCAN has a fairly representative workforce, there are many concerns about issues in
the workplace that are based on human rights grounds;
✓ Many SOCAN policies and their procedures are either poorly defined, articulated, outdated and
do not reference EDI-AR;
✓ Many staff were unaware of whether SOCAN has an internal and/or external policy on EDI-AR,
including non-harassment/discrimination;
✓ SOCAN’s terminology use on these issues supports notions of ‘equality’ and/or ‘diversity’ which
are markedly different and not necessarily consistent with the terms equity and anti-racism’;
✓ Many of the comments in both the survey and focus group acknowledged it would be imperative
for SOCAN to engage in education and training across the organization on EDI-AR, particularly
as it relates to micro-aggressions and harassment/discrimination and understanding EDI-AR;
✓ SOCAN’s commitments to EDI-AR are all-encompassing and adherence to its policies and
procedures are required by all staff, Board, and suppliers of goods and services, e.g.,
contractors;
✓ SOCAN operates in both of Canada’s official languages; however, this does not necessarily
mean that each office has language capacities in French and this, in turn, has resulted in an
over-reliance on the Montreal office staff to take on interpretation and translation functions that
are not part of their job.
✓ There are many advantages that the current staff diversity can provide to support SOCAN in
its efforts to be anti-racist, equitable and inclusive, e.g., racialized staff from various
communities, staff who speak languages other than English and French;
✓ While the Board has been successful in promoting gender representation, it needs to address
gaps pertaining to EDI-AR communities in the music industry;
✓ The rating systems used to provide royalties to music creators needs to be revisited to address
the increasing number of platforms to disseminate music, e.g., SoundCloud, Instagram,
Youtube, Vimeo;
✓ There is need at the Board level to engage IBPOC music creators in advisory roles to support
the implementation of the EDI-AR initiatives and to provide constructive input to this process of
transformative change
As for terminology that portrays EDI-AR, SOCAN will need to ensure all of its policies and programs
adhere to the following terms and their definitions:
1. Anti-racism: is an active and conscious choice that can be taken by anyone to challenge
ideological, individual and systemic/institutional racism. It translates into resisting and fighting all
forms of oppression against racialized people, (Zine 2004) and move forward in action toward an
egalitarian society that is free of ideological, systemic/institutional and individual racism.
2. Equity: is the process of being fair to everyone, which often needs designing particular measures
to compensate for historical and social disadvantages that keep different groups at different levels.
Equity acknowledges the fact that equal treatment for everyone does not always yield equal results
for everyone. (Zine 2004). Equity refers to the rights of individuals and groups to an equitable
share of the resources and influence in society. Equity means equitable access and outcomes.
Equity work challenges unfair systems and practices and works towards the creation of equitable
outcomes. (Dancing on Live Embers, Tina Lopes and Barb Thomas, 2006)
3. Decoloniality. For Mignolo, decoloniality is a complementary mode or even perhaps a successor
to political decolonization. Whereas decolonization refers to the transfer of political power and
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sovereignty from a colonizing society to an indigenous one, decoloniality names a more thorough
and complex transformation of knowledge and its institutions. Decolonization movements aim to
overturn a system of colonial rule decoloniality, by contrast, is an ongoing praxis that unmakes and
reinvents techniques, institutions, and logics. As a result, while decolonization can be
accomplished at least nominally through political revolution, decolonial delinking cannot be done
all at once but shall focus on specific domains, levels and flows of the colonial matrix of power.
Decoloniality is not a metaphor for decolonization but a more distributed and tactical version of it,
which may attack coloniality via cultural institutions like museums and universities, as in the call to
Decolonize This Place or via extractive infrastructure such as oil pipelines, as in the Canadian
movement Idle No More and the protests at Standing Rock. The call to decolonize universities
comes at all levels, from research methods to curriculum and fees. Such movements tackle the
colonial legacy of the university while also reclaiming it as a site of struggle. 23
4. Pluralism: First, pluralism is not diversity alone, but the energetic engagement with diversity.
Diversity can and has meant the creation of … ghettoes with little traffic between or among them…
diversity is a given, but pluralism is not a given; it is an achievement. Mere diversity without real
encounter and relationship will yield increasing tensions. Second, pluralism is not just tolerance,
but the active seeking of understanding across lines of difference. […] Tolerance is too thin a
foundation ... It does nothing to remove our ignorance of one another. Third, pluralism is not
relativism, but the encounter of commitments. Pluralism is a process of […] nurturing of
constructive dialogue, revealing both myths and real differences.24
5. Diverse/Diversity: means a variety. The term diversity alone does not necessarily refer to a
framework to examine unequal power and its effects such as racism, sexism, and other forms of
oppression. It is used commonly and inaccurately, as a synonym for people of colour. It should not
be used to refer to communities of People of Colour alone.25
6. Equality: means that every person enjoys the same status, and thus everyone should be treated
the same way so that everyone can realize their full human rights and potential in contributing to
social development, and then benefit from the results. (Zine 2004).26
Close scrutiny of these terms quickly indicates their qualitative differences clearly indicating that the terms
‘diversity’ and ‘equality’ are not appropriate as lead terms within an EDI-AR initiative.
This is critically important for SOCAN as other music industry organizations are more directly addressing
EDI-AR and, even further, naming specific communities, i.e., Indigenous, Black, People of Colour. This
is being done by:
✓ Music Canada, in collaboration with the Diversity Institute at Ryerson University’s Ted Rogers
School of Management, has launched a new research study on Diversity and Inclusion in Canada’s
Music Industry. This survey intends to gain a deeper understanding of how sustained action in
support of the values of equity, diversity and inclusion can better serve the music community by
identifying diversity and inclusion gaps.”27

23

See Ben Spatz: Notes for Decolonizing Embodiment, Journal of Dramatic Theory and Criticism, Volume 33, Number 2,
Spring 2019, @16
24

See Diana L. Eck, The Pluralism Project. Harvard University, 2006

25

See Health Equity and Diversity Glossary, 2015 at 5. (on file with CPAMO)
Ibid at 6.
27https://musiccanada.com/diversity-inclusionsurvey2021/?fbclid=IwAR1bR7c0UKFflVbzv8PbSD2fZYI_PNdqs9JnQWWGHRmW4jkHoh1dkJXNtGI
26
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✓ The Canadian Live Music Association (CLMA) and its partners are conducting a national
research study to quantify the impact and representation of Black, Indigenous, and People of
Colour (BIPOC) live music workers in Canada. The study seeks to examine the demographic
representation of live music workers by role and explore the challenges and barriers that impede
BIPOC participation within the industry. The final report will include recommendations for the live
and broader music community, industry, public, and government regarding the implementation of
more inclusive practices moving forward.28
✓ ADVANCE is currently working in partnership with Canadian Independent Music Association
and Breaking Down Racial Barriers the BDRB Declaration: To End Anti-Black Racism in the
Canadian Music Industry. The BDRB declaration came out of a qualitative study completed last
year, when 60 Black professionals in the music industry were interviewed, in the Breaking Down
Racial Barriers.series This live to broadcast was viewed by over 22,000 people and
motivated real change within company leaders. SOCAN has signed the declaration which requires
signatories to undertake specific actions addressing anti-racism, equity and inclusion in the music
industry. The details of this are attached as an appendix () to this report. 29
✓ SongWriters Association of Canada (SAC) has embarked on an anti-racism, equity and
inclusion audit that will be completed by end of summer 2021. SAC has representation on
SOCAN’s Board.
✓ The Alliance for Equity in the Music Industry (AEMI) 30 calls for a Canadian music industry
to provide development, opportunity, representation, governance, funding and support, on an
equitable basis, for all musicians, entrepreneurs, organizations and music industry workers
regardless of race, Indigeneity, ability, ethnicity, gender identity or sexual orientation. They
call on the Canadian music industry to:
▪

Recognize that many musicians, entrepreneurs, organizations and workers are
systemically excluded from the industry on the basis of one or more prohibited
grounds of discrimination, and that this is neither just nor economically sensible;

▪

Act in solidarity with racialized and other marginalized artists;

▪

Ally with musicians, entrepreneurs, organizations and workers to build an
equitable industry;

▪

Support mentorship, training and capacity-building for marginalized artists and
entrepreneurs; and

▪

Hold each other accountable.

These perspectives clearly indicate a significant shift in the music industry related to EDI-AR, a matter
SOCAN cannot ignore but, rather, must embrace, take a lead in and develop partnerships with those
actively engaged in developing approaches and strategies to implement EDI-AR initiatives in a meaningful
and comprehensive manner across the music industry.

28

https://canadianlivemusic.ca/research/request-for-proposals-closing-the-gap-impact-and-representation-of-bipoc-live-musicworkers-in-canada/
29 See https://www.bdrb.ca/declaration
30

https://www.allianceforequity.ca
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6. FRAMEWORK FOR CHANGE WORK:
Based on the framework noted at the outset of this report, to guide SOCAN in the final development and
implementation of EDI-AR initiatives, the following series of action plans are proposed. In proposing these
actions, it is critical to understand that:
1) each department will need to take action to ensure consistency in implementation;
2) this will require a team effort in implementing the action plans and reporting on actions and
achievements in each area, e.g., education/training, performance appraisal and development;
3) the advisory committee assembled for this issue and the board can play a key role in the
implementation.

6.1 Developing Organizational Leadership
Goal: SOCAN has a sustainable framework enabling implementation of EDI-AR actions in all of its
governance and operations
Objective: To establish policies and implementation plans that ensure SOCAN is an inclusive
organization representative of diverse communities, particularly IBPOC, LGBQT2+, the Deaf and disabled,
and other marginalized peoples
Actions:
1. Develop an EDI-AR policy that is clear and promoted across the SOCAN and to the public and
included in the SOCAN’s mission/mandate/vision statements;
2. Develop and use Land Acknowledgements for each Indigenous territory SOCAN performs in;
3. Develop an Official Languages policy and resources to ensure all offices are capable of operating
in them for both internal and external purposes;
4. Ensure effective internal and external communications on the process and progress of the
SOCAN’s EDI-AR plan development and implementation, including print and social media;
5. Review and update all SOCAN policies, specifically those regarding human resources and member
selection criteria to ensure they are aligned with the SOCAN EDI-AR policy;
6. Establish subcommittees to address actions needed to implement the SOCAN EDI-AR policy and
involve the SOCAN EDI-AR Advisory Committee in these committees. Such committees include:
Communications, Community Engagement, Membership, and Human Resources;
7. Develop and engage two external advisory committees – one representative of Indigenous peoples
and the other of racialized, Deaf and disabled peoples. These advisory committees should meet at
least 2x per year to review progress and provide input into the implementation of the SOCAN EDIAR action plans;
8. Engage the Board of Directors in specific actions to support EDI-AR policy implementation:
a. Provide the Board with education and training on EDI-AR issues annually;
b. Conduct a census of current Board members to assess how representative they are of
diverse communities;
c. Develop and implement an outreach strategy to attract new Board members from underrepresented communities; and
d. Develop relationships with IBPOC music associations, e.g., Association for Native
Development in the Performing and Visual Arts, Batuki Music, Small World Music, Music
Africa, Native Women and the Arts, etc.
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Projected Outcomes:
1. SOCAN will have a clear EDI-AR policy for internal and external communications of its
commitment. This policy will guide the SOCAN’s implementation of these action plans as they
relate to governance and operations;
2. In collaboration with the Advisory Committee, SOCAN’s Communications will provide periodic
updates on the implementation of these action plans for both internal and external consumption;
3. SOCAN will have revised internal/external policies to ensure they all are consistent with the
SOCAN EDI-AR Policy and action plans;
4. SOCAN will have specific internal committees to address EDI-AR actions related to
Communications, Community Engagement, Membership and Human Resources.
These
subcommittees will have representatives of the Advisory Committee;
5. SOCAN will have two external advisory committees to support its implementation of its EDI-AR
Action Plans;
6. SOCAN’s CEO and Board Chair will involve all Board members to guide them in supporting
implementation of action plans;
7. SOCAN’s Board of Directors will receive EDI-AR education and training annually.
6.1.1 Vision, Mission, Mandate
GOAL: SOCAN’S Vision, Mission and Mandate embed EDI-AR to ensure actions are taken in its
governance and operations.
OBJECTIVE: To ensure all aspects of SOCAN have EDI-AR as core to their development and
implementation, e.g., Board and member recruitment/selection, awards, programs and practices
ACTIONS:
1. A policy statement on EDI-AR is developed involving a team of Board and executive staff.
2. A draft policy will be reviewed for input by the SOCAN Advisory Committee.
3. A draft policy will be reviewed for input through external focus groups with members and key
stakeholders.
4. Based on the EDI-AR policy, SOCAN’s Vision, Mission, Mandate will be revised
5. A communications strategy to inform all employees, members and external stakeholders will be
developed and implemented.
6.1.2 By-Laws
GOAL: SOCAN’S By-Laws embed EDI-AR to ensure appropriate actions are taken in its governance and
operations.
OBJECTIVE: To ensure SOCAN By-Laws have EDI-AR as core to their development and implementation,
e.g., Board and member recruitment/selection, awards, programs and practices, royalties to members and
member eligibility
ACTIONS:
1. A team of Board and executive staff will review and revise the By-Laws based on the EDI-AR policy,
SOCAN’s Vision, Mission, Mandate. This will include a particular focus on membership criteria for
both SOCAN’s Board and membership.
2. A draft will be reviewed for input by the SOCAN Advisory Committee.
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3. A draft will be reviewed for input through external focus groups with members and key
stakeholders.
4. A communications strategy to inform all employees, members and external stakeholders will be
developed and implemented.
6.1.3 Code of Conduct
GOAL: SOCAN’S Code of Conduct embeds EDI-AR ensures appropriate actions are taken in its
governance and operations.
OBJECTIVE: To ensure SOCAN’s Code of Conduct has EDI-AR as core to its values and parameters in
terms of its relation to its Board, employees, members, contractors etc.
ACTIONS:
1. A team of executive staff and Advisory Committee members will review and revise the Code of
Conduct based on the EDI-AR policy, SOCAN’s Vision, Mission, Mandate.
2. A draft will be reviewed for input by the SOCAN Advisory Committee.
3. A draft will be reviewed for input through external focus groups with members and key
stakeholders.
4. A communications strategy to inform all employees, members and external stakeholders will be
developed and implemented.
6.1.4 Accessibility for Persons with Disabilities
GOAL: SOCAN is accessible to persons with disabilities, i.e., Board members, employees, contractors
and visitors.
OBJECTIVE: SOCAN will ensure it is up-to-date with its compliance on AODA and provides the necessary
support to do so for both accessible facilities and accommodations for Board, employees, members and
contractors.
ACTIONS:
1. An accommodations policy and procedures will be drafted and shared for comment with the
Advisory Committee. Once finalized, focused education/training
2. Education/training on AODA will be provided to all new employees and up-to-date information and
education/training provided as required. This component will also include an intersectional
perspective
3. All employees, Board, members, contractors and visitors will be informed about SOCAN’s
initiatives on AODA.
4. SOCAN will inform all Board, employees, contractors and visitors about its policies and procedures
on accommodations, ensuring due diligence and confidentiality.
6.1.5 Policies to Develop
GOAL: SOCAN has specific policies and procedures that address EDI-AR specifically and within other
core policies and procedures.
OBJECTIVE: SOCAN will ensure all of its efforts are guided by its EDI-AR policy and will use this
framework to update and develop new policies and procedures.
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ACTIONS:
1.
2.
3.
4.
5.
6.
7.

Anti-racism (example attached)
Language Barriers to Potential Membership
Contractor’ Responsibilities
Diversity on Board of Directors
External Input and Advisory
Royalties in the Digital Age
Celebrating/Commemorating Days of Significance

6.2 Diversifying Staff and Board:
Goal: SOCAN is reflective of and welcoming to diverse communities in its governance and operations,
particularly Indigenous, racialized, the Deaf and disabled, and other marginalized peoples.
Objective: To ensure SOCAN is a leader in attracting and sustaining both an operational and music
creators’ workforce that is reflective of diverse communities, particularly Indigenous, racialized, the Deaf
and disabled.
Actions:
1. Provide all staff education/training on the following issues:
a. EDI-AR Values, Principles Actions and Language;
b. Human Rights (Intake, Mediation, Investigation);
c. Demographic Changes and Issues in the Music Industry;
d. Staff Census: Education and Implementation;
e. Print and images in order to better reflect diversity in SOCAN’s print and online material
and to ensure sensitivity to diverse communities;
2. Develop an educational program, communications and data base and conduct a workplace census
to assess the composition of all SOCAN staff. This will be done to identify gaps and, based on
this, an outreach and recruitment campaign for positions requiring recruitment at all levels. This will
also include assessing workforce availability regarding SOCAN staff positions and Indigenous and
racialized peoples who have the competence/experience/knowledge to fill available positions;
3. Review Job Descriptions so that they are consistent with the SOCAN’s EDI-AR policy and action
plans embedding cultural competencies for staff positions as they relate to EDI-AR and
hire/support/promote staff who have the cultural competencies and working knowledge of
communities, particularly staff involved in programming, front-of-house and other areas that require
direct working relationships with the public;
4. Ensure EDI-AR values and clear content are included in Recruitment/Retention/ Professional
Development/Appraisal for all staff.
Projected Outcomes:
1. All SOCAN staff will receive education on:
a. EDI-AR Values, Principles Actions and Language;
b. Demographic Changes and Issues in the Music Industry.
c. Staff Census: Education and Implementation.
d. Print and online images in order to better reflect diversity in SOCAN’s print material and to
ensure sensitivity to diverse communities.
2. Human Resources staff will have Human Rights education on Intake, Mediation, Investigation;
3. An employee census educational campaign and survey will be conducted;
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4. Human Resources will review all job descriptions to build appropriate EDI-AR values and cultural
competencies across all staff and job families;
5. Human Resources will ensure all job postings note the importance of EDI-AR and cultural
competencies for all positions under recruitment;
6.2.1 Human Resources Policies/Procedures:
GOAL: SOCAN’s human resources functions are leaders in providing support and guidance on policies,
procedures and programs on anti-racism, equity and diversity
OBJECTIVE: SOCAN’s policies and procedures on Employee Relations, Workplace
Harassment/Discrimination, Recruitment/Selection, Equal Employment Opportunities will be updated to
embed the principles of anti-racism, equity and diversity.
ACTIONS:
1.
2.
3.
4.
5.

Revise/update Employee Relations Principles
Update Workplace Harassment and Discrimination Policy and Procedures
Revise Equal Employment Opportunities Policy
Conduct Employee Census
Provide Education/Training on: anti-racism, non-harassment/discrimination, micro-aggression,
employee census, conflict resolution, respectful workplaces
6. Manager training
a) Assessing and selecting talent more efficiently
b) Minimize bias / unconscious in assessment and selection
c) Defining the EVP
d) Types of interviewing
6.2.2 Well-being in the Workplace:
GOAL: SOCAN ensures employees’ psychological, physical and mental health and well-being is
supported.
OBJECTIVE: To build employee comfort and confidence in a confidential internal support system and
access to external resources.
ACTIONS:
1. Review and reconstruct the Wellbeing in the Workplace Program, clearly defining access and
addressing potential concerns about confidentiality.
2. Recruit a diverse group of Wellbeing Ambassadors and provide them with education/training to
support their role/responsibilities, with particular focus on issues of anti-racism, micro-aggressions,
harassment/discrimination.
3. Re-engage with external resources to support staff as needed and provide a benefits program that
supports employee access to these resources and ensure these resources include Indigenous,
racialized peoples as well as persons with disabilities and those from the LGBQT2+ communities.
4. Communicate the program and services to all employees
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6.2.3 Career Planning:
GOAL: SOCAN supports and retains highly talented, knowledgeable and reputable employees who reflect
diverse communities, particularly Indigenous and racialized peoples.
OBJECTIVE: As an employer of choice, SOCAN will support its employees by providing opportunities for
professional development and advancement to contribute to its goals, objectives and actions on antiracism, equity and diversity.
ACTIONS:
1. A career planning project will be drafted for consultation with the Advisory Committee and all
employees.
2. A final plan will be developed and implemented
3. The final plan will be communicated to all employees

6.3 External Marketing, Communications, And Events:
Goal: SOCAN’s public events engages diverse music creators in ways that are accessible to diverse
communities, particularly IBPOC, the Deaf and disabled.
Objective: SOCAN will sustain and increase the diversity of its IBPOC performers at all levels and provide
programming in more local and accessible community venues.
Actions:
1. Diversify the music creators performed and the venue in which they are performed;
2. Review event criteria to enhance access to all of SOCAN’s events. All events will examine issues
related to standards (quality), representation (diversity of stories, music creators and images) and
genres;
3. Explore SOCAN’s capacities to support music creators in communities within Canada that are not
significantly represented in SOCAN’s events; and
4. Connect with IBPOC, Deaf and disabled music creators to discuss SOCAN initiatives and
opportunities for collaboration.
Projected Outcomes:
1. SOCAN will convene events in various venues across Canada, including those in IBPOC, the Deaf
and disability communities; and
2. SOCAN will have relationships with IBPOC, Deaf and disabled music creators and arts
organizations to support by including them in events.
6.4 Developing Working Relationships with IBPOC/Marginalized Music Creators:
Goal: SOCAN develops and sustains working relationships with IBPOC, Deaf and disabled music creators
and Music organizations.
Objective: To engage Indigenous, racialized, the Deaf and disabled, and those from low-income
neighbourhoods in SOCAN activities in activities that promote music from these communities
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Actions:
1. Build and sustain relationships with IBPOC music organizations, e.g., Native Women in the Arts,
the Association for Native Development in the Performing and Visual Arts, ADVANCE, Batuki
Music, Music Africa, Small World Music, Tangled Arts, the Deaf Cultural Centre etc.
2. Provide support to local music programs that engage IBPOC, Deaf and disabled music creators
and arts organizations. This can be done through scholarships, sponsorship of music events.
3. Work with industry and service organizations, (e.g., CIMA, Advance, Songwriters Association of
Canada) to identify/support IBPOC music creators and music organizations through songwriters
camps, residencies, events.
4. Engage the media (print and online) to promote the SOCAN actions.
Projected Outcomes:
1. SOCAN will have close working relationships with IBPOC, Deaf and disabled music and service
organizations and provides ongoing support to these individuals, organizations and group, e.g.,
awards, partnerships, performance opportunities; SOCAN will work with IBPOC, Deaf and disabled
music and service to engage Indigenous, racialized and other marginalized individuals and
communities in learning more about and becoming more engaged in music
2. SOCAN will involve print and online media to promote its initiatives.
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SOCAN EDI-ANTI-RACISM ACTION PLAN
FRAMEWORK FOR IMPLEMENTATION
2022
1. Introduction: As a follow-up to the CPAMO report and identification of strategic areas (20222025), SOCAN has identified its priorities for implementation to the end of 2022. These are on the
following items: Policy Development; Education/Training; Review of Job Descriptions; Workforce
Census; Job Posting Support; Advisory Committees; and Communications.
A process to address these issues in 2022 is outlined below. The impact of implementing these
actions will assist in guiding SOCAN in addressing the outstanding issues in the CPAMO report for
attention in 2023-25.
I.

Policies: These are all at various stages of development/discussion. SOCAN’s approach
would be to continue to draft with input from Equity Task Force and CPAMO to review and
assist with core concepts.
a.
b.
c.
d.
e.
f.
g.
h.
i.
j.
k.

II.
III.
IV.
V.
VI.
VII.

EDI-AR policy that is part of SOCAN’s mission/vision and purpose
Workplace Harassment and Discrimination
Land Acknowledgements
Official Languages
Anti-racism
Language Barriers to Potential Membership
Contractor’ Responsibilities
Diversity on Board of Directors
External Input and Advisory
Royalties in the Digital Age
Celebrating/Commemorating Days of Significance

Training: In person training is important for all people leaders and employees with CPAMO
review videos that HR has access to for any follow-up and reminder training;
Workforce Census: To be done in 3rd/4th quarter of 2022;
Review Job Description: Guidance to ensure job descriptions appropriately include EDI-AR
requirements/assets;
Job Posting: Guidance to make sure job postings and approach to postings is more inclusive;
Advisory Committees: Work with management to establish objectives for the advisory
committees and then seek out possible candidates;
Communications: Provide monthly updates internal/external for progress on implementation
of actions.

2. Action Steps: These are based on the items noted above as follows:
i.

Policy Development: The policies will be developed involving representatives of SOCAN/s
Executive, Senior Managers and members of the EDI-AR Task Group. There are 11 policies
noted above. To develop these:
a. SOCAN will form 4 teams with each team drafting 3 policies. November 2021;
b. CPAMO will provide initial support to all teams as they start their work. This will be done
through working sessions with these teams, i.e., knowledge-sharing involving all teams in
2 full day sessions which can be divided into 2-3 parts. These sessions will focus on
terminology, exploring personal experience/knowledge, policy parameters and providing
examples of policies as reference. December 2021;
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ii.

iii.

iv.
v.

vi.

vii.

3.

c. SOCAN teams will finalize drafts for review by CPAMO. February 2022.
d. Total days required from CPAMO: 4 -6 days.
Education/Training. This will be designed and delivered by CPAMO as follows:
a. EDI-AR Values, Principles Actions and Language. Timeframe and Resources Required:
CPAMO leads with Human Resources for 264 staff. This will be done in 1 half-day
session prep and 1 half-day session delivery with 25 persons per session for 12
sessions requiring 6 days for CPAMO. March 2022;
b. Human Rights (Intake, Mediation, Investigation) Timeframe and Resources Required:
CPAMO leads with Human Resources for 264 staff. This will be done in 1 half-day
session prep and 1 half-day session delivery with 25 persons per session for 12
sessions requiring 6 days for CPAMO. May 2022;
c. Demographic Changes and Issues in the Music Industry. Timeframe and Resources
Required: CPAMO leads with Human Resources for 264 staff. This will be done in 1
half-day session prep and 1 half-day session delivery with 25 persons per session
for 12 sessions requiring 6 days for CPAMO. June 2022;
d. Review HR Education/Training Videos: Timeframe: To be determined once the number
and length of videos has been assessed. Estimate 3-4 days.
Workforce Census: Education and Implementation. Developing an educational program,
communications and data base and conduct a workplace census to assess the composition of
all SOCAN staff will be done to identify gaps and, based on this, an outreach and recruitment
campaign for positions requiring recruitment at all levels. This will also include assessing
workforce availability regarding SOCAN staff positions and Indigenous and racialized peoples
who have the competence/experience/knowledge to fill available positions. Timeframe and
Resources Required: CPAMO leads with Human Resources for 264 staff. This will be
done in 4 days prep of educational materials and 1 half-day session with 25 persons per
session for 12 sessions requiring CPAMO. Given the sensitivity of this issue, there may
be a need to engage staff throughout the year through a communications campaign that
will address the purpose of this, its methodology, examples of organizations that have
done this and providing information about confidentiality/privacy and access for 4-6
days of CPAMO time. June – October 2022.
CPAMO time is for developing
communications materials, design/delivery of education and design/deployment of the
census for a total of 16 days;
Review Job Description: CPAMO will provide guidance to HR to ensure sure job descriptions
include appropriate reference to EDI-AR.
Job Postings: CPAMO will provide guidance to HR and communications to ensure sure job
postings and approach to postings is more inclusive. This will be ongoing with estimate of
3-4 days of CPAMO time required.
Advisory Committees: Work with management to establish objectives for the advisory
committees and then seek out possible candidates. This will require 6-8 days of CPAMO
time.
Communications on Implementation: Print and images in order to better reflect diversity in
SOCAN’s print and online material and to ensure sensitivity to diverse communities.
Timeframe and Resources Required: Communications with CPAMO support .5 days per
month for 6 days total.
Preparing for 2023: SOCAN and CPAMO will meet in the 3rd/4th quarter 2022 to assess results
and determine implementation of all items included in the CPAMO report and draft DEI
Implementation calendar.
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