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Best Practices Summary

In December 2003, the Federal Communications Commission (“FCC”) Advisory Committee on Diversity for Communications in the Digital Age’s (“Diversity Committee”) Subcommittee on Career Advancement (“Career Advancement Subcommittee” or “Subcommittee”) requested information from a broad range of industry trade associations and foundations (“organizations”) across the country.  

The intention of the request was to compile input illuminating the experiences of such organizations and/or their member companies in order to identify workforce diversity “best practices” that would be worthy of widespread acceptance throughout the broadcast, telecommunications (wireless and wireline), cable, satellite, Internet and broadband industries.

Specifically, the Career Advancement Subcommittee sought information regarding diversity efforts, programs and policies in the following categories:  

(1)  Employment diversity; 

(2)  Diverse contracting initiatives; 

(3)  Evaluation procedures and incentives; 

(4)  The role of the CEO in promoting diversity; and 

(5)  The role of the Diversity Committee in promoting diversity.

An overview of the responses to the subcommittee’s letter request received to date is attached. 

General Overview of Best Practices Request Responses

Requests for information on best practices were sent to a total of 30 trade associations and 4foundations.   

The full list of organizations is listed in Exhibit A, and an example of the letters submitted to trade associations and foundations are shown in Exhibits B and C, respectively. 

Six (6) responses were received from the following organizations, most of which are cable-oriented:

· American Cable Association (“ACA”)

· Emma L. Bowen Foundation for Minority Interests in Media

· National Association for Multi-ethnicity in Communications (“NAMIC”)

·  National Cable & Telecommunications Association (“NCTA”)

· United States Telecom Association (“USTA”)

· Women in Cable & Telecommunications and the WICT Foundation  (collectively “WICT”)

Additionally, AWRT responded to our request.  However, the subcommittee has not had the opportunity to review, but will do so for subsequent reports.

The American Cable Association responded in support of the Subcommittee’s initiative but was unable to supply the required information in the timeframe requested.

The USTA supplied only very limited information, noting that the FCC Diversity Committee’s inquiry would be better directed to larger telecommunication companies, some of which are their members.

The remaining four (4) organizations who responded, the Emma L. Bowen Foundation, NAMIC, NCTA, and WICT, all supplied relevant information that will be summarized in the following pages.

The responses from the Emma L. Bowen Foundation and NAMIC provide an insight into diversity practices on the non-profit level, from foundations that provide recruitment and training support for their respective industries.  The information provided by the WICT Foundation highlights the best companies for women in cable as measured by the number of women and women of color, managers and executives, compensation and pay equity, advancement opportunities and resources for work/life support.  The information supplied by NCTA offers a general summary of cable industry practices.  The NCTA response was the most comprehensive, addressing Employment Diversity, Diverse Contracting Opportunities, Evaluation Procedures and Incentives, Role of the CEO in Promoting Diversity, and Role of the Diversity Committee in Promoting Diversity.  

However, more data is urgently needed.  It would be highly valuable if the separate telecommunication companies themselves would provide input on specific practices in their own organizations for use in ultimately compiling a comprehensive best practices document.  

Companies in the various FCC-regulated industries should be encouraged to share their particular experiences to enhance the credibility, effectiveness and influence of this project survey by the FCC’s Diversity Committee.

The Subcommittee intends to proceed with a follow-up to its best practices request within the corporate sector.

Attached is a summary of the responses provided by the organizations listed above. 

Next Steps

 1. Subcommittee will be reaching out to corporate sector directly, and via trade organizations, to gather additional information on best practices programs within their respective companies.  Companies’ findings and subcommittee’s recommendations on the ‘best of’ the best practices will be presented to full committee, and subsequently to the Commission.


2. Timelines is as follows:

Second round of letters will go out week of February 9, 2004;

Responses requested by March 9, 2004;

Draft summary will be distributed to full committee by April 12, 2004;

Subcommittee will present draft set of best practices during full committee meeting in May 2004 at FCC headquarters;

This draft set will be a ‘living’ document as we gather field learnings during planned FACA ‘road show’ in summer 2004.

EMPLOYMENT DIVERSITY

Background

The workforces of many media and telecom industry sectors are shrinking as a result of technological advances, ownership consolidation and job outsourcing.  Consequently, the traditional “EEO” focus on job recruitment appears unlikely, by itself, to ensure the diversity of our industries in the years ahead. Because of the rapid growth of media market and the burgeoning buying power of our consumer base, these companies are more aware of the value of diversity as a business imperative.  In other words, Diversity is good business.

It would be beneficial to know organizations’ experiences with several areas critical to career advancement.

Information Received


EMMA L. BOWEN FOUNDATION

This organization prepares minority youth for careers in the media industry.  The Emma L. Bowen Foundation primarily supplied information concerning their efforts to grow and enhance the Foundation’s work/study program, in order to prepare qualified, diverse new talent for the media industry.

Recruitment

The Emma L. Bowen Foundation maintains a work/study program to prepare minority youth for careers in the media industry.  To participate in the program, minority students are recruited as rising high school seniors and work each summer with their corporate partners until college graduation.  During that five-year period, students have an opportunity to learn industry-specific skills and manage increasing levels of responsibility while working in one or more functional areas of a company.

Mentoring

Corporations have an opportunity to train and mentor students during the five year assignment. Professional development workshops, an annual Student Congress, a community service program and a mentoring program are also provided to further enhance the student’s knowledge and experience.  Emma L. Bowen Foundation graduates ultimately participate as mentees in the organization’s Link Mentoring Initiative, which was designed to unite students preparing for careers in the media industry with managers willing to share their insights on corporate life and professional development.  

Post-hiring Job Placement

Corporations have the option of offering participants permanent placement upon completion of their college degrees.  Also, the Emma L. Bowen Foundation also maintains a talent bank, and has placed minority professionals in mid-level management positions in the media industry.  In 2003, nine professionals were placed with media companies.

Compensation and Benefits

Students participating in the Emma L. Bowen Foundation work/study program earn an hourly salary and matching scholarship dollars.  Sponsoring companies pay approximately $4,000-$5,000 per student, per summer for salary and matching funds.  Corporate partners also contribute $10,000 annually for Foundation operations.

Performance Evaluation

The results of the Emma L. Bowen Foundation work/study program can be determined by the success of the participants after college.  Approximately 70% of the participants do accept permanent positions in the media industry after college.  Many graduates who have worked in media for at least three years have earned promotions.

NAMIC

This organization focuses on pioneering ethnic diversity strategies that enable its members to flourish in their careers –and to help individual industry companies to prosper in an increasingly multicultural marketplace.  NAMIC primarily supplied information relating to its four signature programs, each of which impacts the category of Employment Diversity:

Recruitment

NAMIC maintains an online job bank, which provides members with listings of available industry jobs and allows them to post resumes for perusal by prospective employers.

Mentoring

The L. Patrick Mellon Mentorship Program pairs NAMIC members with senior-level industry executives (including CEO’s) for a 9-month formal mentoring relationship.  The program is designed to assist NAMIC members with strategizing on their careers, and to promote greater cross-cultural understanding.  The program’s online component facilitates “e-mentoring” for NAMIC members in outlying geographic areas.

Management Training

The NAMIC Executive Leadership Development Program (ELDP) aims to improve the representation of people of color in the executive suites of the cable industry by helping its members develop their potential.  Its central goal is to help the cable industry develop a pipeline of leaders of color who will be prepared to take the next steps up the executive ladder.  The ELDP targets upper-middle managers of color in the telecommunications industry who are seeking senior-level positions and whose senior managers believe that they possess the performance and potential for future promotions to the executive levels of their organizations.  The four session, 11 day ELDP stresses critical business skills executives must master, as well as examining the unique challenges faced by many executives of color.

Performance Evaluation

More than 300 NAMIC members have participated in the L. Patrick Mellon Mentorship Program and many of them have sustained relationships with industry executives beyond the formal mentoring period.  Approximately 33% of the ELDP alumni have received job promotions concurrent with, or subsequent to, their participation in the program.  


Access to Informal Networks of Communication

NAMIC provides employment research to its members surveying industry companies on the numbers of people of color employed in the industry, and also surveys members on their attitudes and perceptions about diversity in the industry.  These surveys were done in 1999 and 2002, and will be undertaken again in Spring 2004.  

Technology

NAMIC’s Digital Bridge project was designed to communicate the importance of computer literacy and Internet access to disenfranchised communities and people of color.  The program features cross-channel spots aired by cable networks and operators to educate adults about the importance of ensuring that their children become computer literate if they are to compete effectively at school and in the job market.  NAMIC has also partnered with cable and technology companies to open neighborhood technology centers and has partnered with the William Jefferson Clinton Foundation to provide computers to small businesses in Harlem.

NCTA

The NCTA, which is a nationwide association of cable and telecommunications companies, provided a letter detailing aspects of the cable industry’s commitment to diversity.  According to NCTA, cable operators and programmers are taking affirmative steps to diversify their workforces.  

Recruitment

Cable operators undertake recruitment initiatives in conjunction with diversity-focused local and national recruitment organizations.  Most major cable operators also centrally oversee selection criteria, with the belief that an individual at the company’s headquarters ultimately responsible for hiring will encourage diversity efforts throughout the organization.  Company hiring processes generally include input from human resources personnel and hiring managers, initial screening of applicants by human resources personnel, and interviews with the hiring manager.  Cable companies also generally post formal job descriptions to attract a diverse group of candidates.

Mentoring

Cable operators and programmers support the Walter Kaitz Foundation’s placement of minority fellows in yearlong fellowships with cable industry companies.  The NCTA has also underwritten NAMIC’s L. Patrick Mellon mentoring program for the past four years.

Management Training

NCTA member cable companies nominate prominent individuals in their organizations to participate in NAMIC’s ELDP and provide support for women to attend WICT’s Betsy Magness Leadership Institute.  The Society of Cable Telecommunications Engineers (“SCTE”), a NCTA member organization, offers a unique workplace diversity and development program, Operacion Espanol, targeted to potential and current SCTE members, who are Spanish-speaking.  This program aims to expand and accelerate professional development and promotion opportunities for Spanish-speaking installers, technicians and engineers.

Performance Evaluation

Cable operators and programmers’ support of the Walter Kaitz Foundation’s placement of minority fellows in cable industry fellowships has exposed more than 470 diverse candidates to the cable industry.  Many of these individuals remain active today as executives in cable and telecommunications.

Task Forces

Several cable companies have established diversity councils comprising of employees from different job levels and company departments, including minority and non-minority employees.  These councils promote diversity initiatives within the company, assist company leaders as they encourage diversity at all levels of business operations, and develop and design the business case for diversity throughout the company.  In addition, many cable operators and programmers support the Walter Kaitz Foundation, which promotes diversity within the industry through a job bank and awarding grants.

Favorable Working Conditions

The NCTA notes that cable operators and programmers communicate their commitment to employment diversity by encouraging a corporate culture that values employees from diverse backgrounds.  The values NCTA lists as crucial to creating such favorable working conditions are accountability, teamwork, communication, ethical conduct, integrity, respect for divergent ideas and opinions respect for others, and recognition.

USTA

In its response letter to the Diversity Committee, The USTA reiterated its support of the Committee’s initiatives.  It supplied only limited information, regarding Employment Diversity.

Recruitment

This nonprofit trade association noted that it has a demonstrable record of promoting diversity in its hiring and promotions.  As an example, USTA cited its second-in-command who is a woman, 3 out of 11 Vice Presidents who are women or minorities, 8 of 11 internal Directors who are women or minorities, and its Corporate Counsel.  The USTA notes that it encourages diversity in hiring and promotion, and encourages its members to implement such practices as well.  It does not, however, monitor its members' efforts in these areas.

WICT 
Employment Diversity

The WICT Foundation has developed the PAR Initiative (Pay Equity, Advancement Opportunities, and Resources for Work/Life Support), an advocacy program designed to measure and support the advancement of women in the cable and telecommunications industry.  Best practices as defined by WICT are Pay Equity (gender pay equity policies), Advancement Opportunities (leadership training, mentoring, and measuring results of these programs), and Resources for Work/Life Support (backup dependent care, telecommuting and flex time options).  WICT believes that the PAR Initiative will help strengthen companies’ competitive position.  It notes that organizations that put the PAR Initiative standards into practice will be better equipped to attract and retain the best people, and to compete more effectively for women consumers.  

WICT notes that the current practice where minority-owned and operated channels represent an entry portal for their own members to enter the industry, and subsequently rotate to positions at mainstream channels, places a tough burden on minority-oriented channels and complicates their attempts to retain homegrown talent.  

The PAR Initiative study includes a focus on Women of Color, and lists programs that may offer fresh ways to widen the door of cable companies to them, including: developing year-round relationships with student chapters of professional groups; partnering with professors to get to know women of color before they leave college, consistent sponsorship of professional organization events geared for women of color; cultivating relationships with job placement offices of colleges, technical schools and social service agencies; and matching women of color with mentors during internships.

Mentoring
WICT notes that programs that support and promote women’s advancement are offered at a majority of cable companies who responded to the PAR Initiative survey, including informal mentoring.

Management Training

WICT notes that many PAR Initiative respondent companies offer leadership training and participation in external women’s development programs.

WICT developed the Betsy Magness Leadership Institute (BMLI) to create women leaders to address the need for more women and women of color in executive leadership positions.  The program is designed to help women leaders in the cable and telecommunications industry enhance their personal style in order to effect change in their professional and personal communities.  

Compensation and Benefits

WICT notes that the cable industry does not proactively monitor gender pay equity.  It remarks that although cable companies in the survey believe their pay is equitable, few formally review salaries to back up that claim.

DIVERSE CONTRACTING OPPORTUNITIES

Background

In industries whose workforces are shrinking, opportunities to own businesses in allied fields can help retain a diverse talent pool in the media and telecom sphere as well as assist licensees and service providers in their operations.  

It would be useful to know organizations’ best practices in developing supplier relationships with minority- and women-owned businesses in allied fields.

Information Received

NCTA

The NCTA notes that reaching out to firms owned by minorities and women is an important, hard dollar component of the cable industry’s commitment to diversity.  

Supplier diversity is showcased at the “Supplier & Employment Diversity Connection,” a program designed to enhance diversity in business operations that has been held the last four years at NCTA’s Annual Convention, and supported by cable operators and programmers.  The number of supplier diversity participants has increased from 30 in 2000 to 180 in 2003.  Company executives present information on potential business opportunities and how to do business in the cable industry.  Supplier participants also have an opportunity to network with cable decision makers.  Positive results have been yielded so far, and the NCTA reports that in some cases, formal contracts have been signed between supplier participants and cable companies.

USTA


The USTA encourages diversity in contracting, and encourages its members to implement such practices as well.  It does not, however, monitor its members’ efforts in these areas.

EVALUATION PROCEDURES AND INCENTIVES

Background

As former Boeing CEO Phil Condit has pointed out, “what gets measured, gets done.”  

It would be helpful to know how organizations evaluate their progress in promoting diversity.

Information Received

NCTA

The NCTA notes that most cable companies collect data on the demographics of their own workforce and share that information with their management teams.  This self-analysis identifies diversity gaps in a company’s workforce.  Data can then be used to analyze opportunities to hire and promote diverse candidates.  Cable companies also conduct exit interviews to determine the reason behind staff departures.  This process can suggest gaps in the company’s culture and illuminate how opportunities for advancement are perceived by departing employees.

WICT

WICT’s PAR Initiative Study designed to measure and support the advancement of women in the cable and telecommunications industries highlighted the percentage of companies that measure the results of their leadership programs and individual companies that conduct pay equity surveys and correct any inequities.  Overall, it appears that the companies that participated in the PAR Initiative study conducted a review of their diversity efforts in regards to women and women of color.  

NAMIC

According to NAMIC's 2002 survey, "A Look Towards Advancement: Minority Employment in Cable II", representation of people of color in the cable industry, overall, is at parity with their representation in the general population (30%).  Despite this achievement, minority representation in the uppermost management categories--senior vice president to CEO--is  

only at 7%.

THE ROLE OF THE CEO IN PROMOTING DIVERSITY

Background

It is imperative to know the nature and extent of the role of the CEO in diversity initiatives.

Information Received

NAMIC

In its 2002 survey, "A Look Towards Advancement: Minority Employment in Cable II," NAMIC members were asked to rate the degree of commitment

that their company has to diversity.  Using a five-point scale in which

1 means not committed at all and 5 means very committed, respondents

rated both senior management and their own department's management.

Overall, respondents felt that the management within their own

departments had a greater commitment to diversity than the senior

management at their companies. Among total respondents, 46% (42% of

minorities) say that their own department's management is committed to

diversity, compared to only 37% (32% of minorities) who say that their

senior management is committed to diversity.

NCTA

According to the NCTA, the role of the CEO is vital to a company’s commitment to diversity.  CEO’s are uniquely positioned to convey the importance of employment and supplier diversity in business operations and to impart to managers their responsibility and accountability for diversity.

NCTA maintains a Diversity Committee, which comprises CEOs and other senior industry executives.  The CEO-led Committee meets with representatives of outside organizations committed to diversity promotion, tracks cable industry-specific diversity initiatives, and explores ways for the industry to continue to improve its diversity practices.  

Several CEOs who serve on the Committee have indicated that the executive who is functionally accountable for diversity practices within their organization reports directly to them, and that they as CEOs work to extend their influence to efforts and decisions that bear on diversity in their company’s workforce.  Many CEOs mandate a focus on diversity in the company’s hiring process, and are often directly involved in hiring decisions at senior levels of their companies to ensure this focus.  They also include diversity issues on agendas at annual general manager meetings.  

In some organizations, the annual budget process, chaired by the CEO, incorporates workplace diversity.  The process asks whether the workforce matches the needs and goals of the company – including shaping the workforce into a more diverse one.  As personnel constitutes a significant part of the company’s budget, the annual process weaves outreach efforts, talent management systems, and staffing needs with an eye towards a diverse workforce.


THE ROLE OF THE DIVERSITY COMMITTEE IN PROMOTING DIVERSITY

Background

We requested input on how the Diversity Committee can play an effective and appropriate role in encouraging diversity efforts.

Diversity and inclusion in the various FCC-regulated industries are urgently needed.  A diverse workforce will advance the competitiveness of all industry sectors.  We encourage all companies to develop effective diversity programs.

Information Received

NCTA

The NCTA notes that the cable industry fully supports the FCC Diversity Committee’s intention to widely disseminate a universal set of best practices and commits to doing so throughout the cable industry.  At the same time, the NCTA recognizes that adoption of diversity best practices by the Committee should not be viewed as a substitute for development of best practices by individual industries that take account of their particular circumstances.

The NCTA notes that the FCC Diversity Committee can become the focal point for gathering the best diversity-promoting practices in the communications industries, and thereby facilitate consideration by other sectors of these practices.  The NCTA remarks that the cable industry – through NCTA and its member companies – looks forward to working with the Committee in its coming endeavors.
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