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Evaluation of Annual Reports on Cultural Diversity Corporate Plans


	Cultural Diversity Corporate Plan Requirements*
	Evaluation Questions

	Corporate accountability: The Commission has stated in the renewal decisions of various licensees that it considers the elements set out below will help ensure that the corporate culture of each broadcast group supports the reflection of cultural diversity in the programming that it presents.  Accordingly, each licensee/corporate group should:


	(i) senior executive in charge of diversity

“Identify a senior executive who will be accountable for diversity practices and ensuring that management becomes more reflective of Canada's multicultural reality.” 


	(A)
Has a senior executive been identified in the corporate plan?  

Our Corporate Plan identified a number of senior executives with responsibility for cultural diversity initiatives within our organization.  Oversight at the more corporate level was assigned to Rael Merson, President of Rogers Broadcasting Limited, and Michael Gass, Vice President of Human Resources at Rogers Media.  Each of the senior executives within each of our operating groups was also involved with the more operational components of our various cultural diversity initiatives.

(B)
What specific responsibilities have been identified in the corporate plan?

At the Corporate level, a number of specific responsibilities were identified in regards to issues such as:  hiring and recruitment; orientation, training and career development; on-going assessment; and scholarships and scholastic involvement.

(C) 
What has the senior executive responsible for diversity accomplished in this reporting year, particularly with respect to ensuring that management becomes more reflective of Canada’s multicultural reality? 

As will be further discussed below, the Rogers Group of Companies has undertaken an Employment Systems Review with respect to issues of employment equity and diversity.  The new Diversity@Work program has established a broad consultative process, with an advisory committee structure involving a diversity prime person from Rogers Communications, diversity advisors from each operations group (including Rogers Media) and additional diversity coordinators from within each group.  An HR Steering Committee has also been established to provide additional information involving diversity issues.

As part of the Employment Systems Review process, 700 Rogers employees participated in a detailed survey focusing on diversity issues.  The Diversity@Work program will build on that employee consultation with the establishment of a number of Employee Diversity Committees.  Membership in these committees will not only be diverse and representative, but also includes employees from different functions and at different levels.  The Employee Diversity Committees will consult and review diversity initiatives, and provide valuable insight as to the need for future diversity policy developments or improvements.

As a result, although senior executives at Rogers Media will remain focused on diversity issues within our organization, they will also participate in the broader Diversity@Work initiative being implemented across the Rogers Group of Companies.

(D)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

As will be further discussed below, the Employment Systems Review has proposed a number of new initiatives.  With approval of the Diversity@Work program, Rogers employees will be supplied with educational information that will describe the proposed initiatives and then provide them with an opportunity to comment on them.  Through the establishment of a large-scale internal communications plan, the program and the proposed initiatives will be presented to employees.   



	(ii) clear goals for station managers

“Set clear goals for station managers so that their stations reflect the diversity that exists in their communities.”


	(A) 
What goals for station managers have been identified in the corporate plan?

(B) 
In this reporting year, which initiatives to meet those goals have been implemented?

In our Corporate Plan, we identified a number of review processes that would be undertaken to review many of the workplace policies and procedures at Rogers.

· As noted above, Rogers has completed a detailed Employment Systems Review (ESR).  The purpose of the ESR was to examine all elements of the Rogers’ employment systems, from hiring to termination, in order to identify those elements which pose systemic barriers unrelated to merit.  The ESR process was structured to be as inclusive, consultative and participatory as possible.  Part of the data collected for the ESR was taken from a cross-representation of 700 employees that provided responses to a detailed employee survey.  Following such a detailed examination of policies and procedures, the ESR includes a number of specific recommendations.
· Given the participation of Rogers Media employees in the ESR, our own internal Employee Opinion Survey has been postponed slightly.  It will likely be conducted in Q3 or Q4 of 2004, with results ready by the beginning of next year.
· Rogers Media has also launched a new performance planning, review and development (PPRD) employee appraisal process.  The goal of the new PPRD process is designed to foster an effective working relationship between managers and employees in order to promote their future development, growth and learning.  The new PPRD process adopts many of the best practices previously in use across Rogers Media and also reflects best practices from other leading companies.
(C) 
What are the outcomes of those initiatives?

Employment Systems Review

Based on different components, the ESR has provided a number of specific recommendations in an attempt to fill certain gaps or improve certain processes.

· The primary area of concern that creates barriers and contributes to levels of under-representation is attitudinal discrimination or belief systems.  Rogers will conduct a review of past hires and promotions to gain a better understanding of the hiring and promotion decision process.  We will also create a communication strategy that either refutes employee perception or details steps that will be taken to increase the emphasis on merit in hiring or promotions.

· Create a leadership education program for Managers and Supervisors that focuses on Employment Equity compliance issues, and provides for alternate formats to deliver diversity content (e.g. eLearning).  

· Implement a formal policy on employee referrals to establish consistency and reliability, with candidate resumes being processed directly through Human Resources

· New addendum to the formal policy on Accommodation that is broad enough to address the needs of all employees (e.g. flexible work arrangements), not just persons with disabilities.

· Eliminate the use of “preferred candidate” from all postings and recruitment processes.  All jobs are to be posted and if “preferred candidates” exist from succession management / career development paths, they will be considered along with other suitable applicants.

· Ensure that all Managers receive training in the Behavioural Descriptive Interviewing technique and alternative best practice interviewing techniques.  Also consider the pre-orientation for potential candidates who may need reasonable accommodation to attend an interview and have the information needed to improve their success (e.g. review questions and expectations in terms of experience and qualification).

· Establish relationship with internal and external organizations which have established national databases of qualified candidates.

· Establish a large-scale employee communications program to discuss issues and initiatives in the area of diversity.
Performance Planning, Review and Development

The new PPRD process has been designed to enhance employee productivity and commitment, and should serve to build effective working partnerships between employees and their managers.  The PPRD is intended to be an on-going, continuous appraisal process.  It is built on a foundation of providing regular coaching, support and feedback to employees, based on clear work expectations and how well the employees are meeting those expectations. 

The PPRD process evaluates role and specific competencies, based on various employee levels.  Within that context, the manager and the employee:

· review the needs of the business unit;

· set key result areas and work objectives for the coming year;

· identify training and development opportunities; and

· evaluate work from the previous year;

An important back-end component of the PPRD process is a detailed discussion on short term (103 years) and long term (3+ years) career goals.

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

Although no specific timeline has been set for the initiatives set out in the ESR, we expect that many will be implemented throughout the course of this year.  

As noted above, the Rogers Media Employee Opinion Survey will be completed later this year.  

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

A number of initiatives are described above, in response to Question (C). 

An examination of the PPRD process will be made to determine if diversity can be established as a core competency, for managers and employees alike.



	(iii) diversity training for management

“Ensure that all managers receive appropriate training.” 


	(A) 
What specific training initiatives have been identified in the corporate plan?

The Corporate Plan identified a number of diversity training programs available to managers to ensure that they receive appropriate training in this area.  Our Plan also identified a number of initiatives underway to make many of these programs more accessible not only to management, but to all employees as well.  

(B) 
In this reporting year, which training initiatives have 
been implemented?

Earlier this year, Rogers launched an electronic learning project, making training programs available over the Internet.  The project was particularly successful with Rogers Media employees at our radio stations who cannot access corporate training facilities in larger markets.  The pilot project is being expanded, involving more training programs, and making them accessible to all Rogers employees. 

(C)
For those training initiatives that have been implemented, please answer the following questions.  


For those initiatives that have yet to be implemented, please proceed to question (D).


i.
What kind of training has been received? 


ii.
Please indicate which levels of management have participated in this training, and what proportion of management that this represents.


iii.
What have been the benefits of this training? 

Results from the eLearning project have not yet been compiled.

(D)
Please identify the timelines for those training initiatives that have not yet been implemented.   

Not applicable

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

Rogers has developed two new professional educational courses that deal specifically with the issue of diversity.  In fact, two modules are available, looking at it this important issue from the very different perspective of the manager and the employee:  Diversity:  What Managers Should Know and Diversity: What Employees Should Know.



	(iv) staff involvement in plan’s progress

“Ensure that regular opportunities are provided for staff assessment of progress made toward the reflection of diversity, as well as for identification of future challenges.”


	(A) 
What specific initiatives have been identified in the corporate plan?

· Rogers Media Employee Opinion Survey

· Joint editorial meetings

(B) 
In this reporting year, which initiatives have been implemented?

· Employment Systems Review process, and the establishment of Employee Diversity Committees

· Personal Planning, Review and Development employee appraisal process

· Joint editorial meetings 

(C)
For those initiatives that have been implemented, please answer the following questions.  


For those initiatives that have yet to be implemented, please proceed to question (D).

i. In this reporting year, describe the opportunities provided for staff assessment of progress in the area of cultural diversity.

ii. How many staff participated in this assessment?

As noted above, a representative number of Rogers Media employees formed part of the 700 employees which took part in the employee survey that was consulted in the formulation of the Employment Systems Review.

All of the Manager level employees have been trained to properly assess and complete the PPRD review process, and every effort has been made to ensure that all employees are reviewed using this newly-implemented process.

Joint editorial board meetings are conducted on a semi-annual basis.  These meetings provide an opportunity for senior television, radio and publishing editorial staff to discuss a broad range of editorial issues, including cultural diversity.  Other staff and association representatives are also often invited to participate and discuss pertinent issues of concern.  Of note, the meetings have also focused on the development of numerous converged content initiatives.  While all of these initiatives have touched on the issue of cultural diversity, one specifically focused on it (i.e. OMNI Television and Canadian Business survey of diversity in corporate Canada.  [See response to Section (ii) in the News portion of Reflection of Diversity in Programming.] 


iii.
Through these opportunities for staff
assessment, have future challenges been 


identified? 

A number of challenges are described above, in response to Question (ii) (C).  A more over-arching challenge seems to be the communication of diversity issues and diversity compliance.  This in spite that all of the policies, procedures and training materials are all available and accessible (e.g. HR Express company website).  As a result, the Diversity@Work program will focus on the widespread communication of diversity principles and diversity initiatives as part of an upcoming, large-scale internal employee communications plan.    

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

The specific Rogers Media Employee Opinion Survey has been postponed until later this year.

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

A number of proposed initiatives have come about as a result of the Employment Systems Review.  They are outlined above in response to Section (ii) (C).

The joint editorial meetings will continue to focus on cultural diversity issues, amongst others, and build on the increased dialogue that has come about as a result of the OMNI / Canadian Business initiative.  A proposal has been made to develop a similar cross-editorial meeting, but involving more editorial staff, as opposed to limiting it to senior management.

	(v) improving employment practices re visible minorities

“Set out the licensee's plans for hiring and retention of visible minorities, as well as training in this area that it will provide to staff.” 

NOTE: 

This requirement contains two sets of objectives – hiring and retention/training:
	

	Hiring 
	(A) 
What specific hiring initiatives have been identified in the corporate plan?

· Communication of news and information relating to diversity issues

· Employee obligation to review and sign a Business Conduct Guidelines Agreement
· Use of outreach recruitment and development of contact database

· Scholarship and mentorship programs 

(B) 
In this reporting year, which hiring initiatives have been implemented?

(C)
For those initiatives that have been implemented, please describe what has been accomplished.  

All new employees are provided with comprehensive employee orientation materials, including information manuals outlining corporate policies regarding diversity in the workplace.  At each of our operational groups, these materials are reviewed and discussed with all new employee hires as part of their initial orientation session.  All new employees are then asked to review and sign our Business Conduct Guidelines Agreement.  

Rogers Media continues its involvement in the funding of scholarships for students of an ethnocultural or Aboriginal background who have an interest in a broadcasting career.  Since 1987, OMNI (formerly CFMT) has offered three full scholarships for students attending the Radio Television Arts Program at Ryerson University.  Sportsnet has also recently established its QuickStart Program, with scholarships, mentorship and broadcasting seminars available at four different regional university or college programs (i.e. BCIT, NAIT, Ryerson and Concordia).

As is further discussed below, OMNI has also entered into a 12-month cultural alliance with the Aboriginal Peoples Television Network (APTN).  The alliance will focus on a number of different functional and operational elements of television broadcasting, including professional and strategic development. 


For those initiatives that have yet to be implemented, please proceed to question (D).

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

Although many of our media properties have their own, we have not yet developed a cross-functional outreach recruitment database.  One of the initiatives proposed as a result of the Employment Systems Review is the development of an outreach recruitment database. Given our strong ties with local organizations and associations, we will assist in the development of the database In conjunction with other Rogers companies.  

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

A number of proposed initiatives have come about as a result of the Employment Systems Review.  They are outlined above in response to Section (ii) (C).



	Retention/training
	(A) 
What specific initiatives, including training, have been set out to address retention of culturally diverse employees in the corporate plan?

· Communication of news and information relating to diversity issues 

· Personal Planning, Review and Development employee appraisal process

· Multicultural calendar

(B) 
In this reporting year, which initiatives have been implemented?

(C)
For those initiatives that have been implemented, please describe what has been accomplished.  

Rogers has developed a number of internal communications tools to ensure that employees are well aware of diversity issues within our organization.  Rogers News provides daily summaries of important news and events, including policy developments within the organization.  FYI Bulletin will provide a more detailed, in-depth account of a particular issue or initiative within the organization.  HR Express is an internal company website that provides information and access to all employee-related issues.  All three vehicles are used to communicate the importance of cultural diversity initiatives and the availability of professional training programs that relate specifically to diversity issues.  As noted above, many of these programs are now even available on-line, as part of a new eLearning initiative.

As noted above, Rogers Media has developed and implemented a Personal Planning, Review and Development employee appraisal process.  Although the PPRD process uses a standardized evaluation model based on certain role and job specific competencies, it is much more of a consultative approach, allowing each employee to identify key result areas and target future initiatives.   Subsequent employee reviews will assess the results and initiatives that had been discussed in the previous year, while also examining career development goals.  


For those initiatives that have yet to be implemented, please proceed to question (D).

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

We had hoped to develop and maintain a multicultural calendar for all Rogers Media employees.  The purpose of such a calendar was not only to make employees aware of other important social, political or religious holidays affecting some of their fellow employees, but also to act as an information resource in terms of attempting to accommodate around the scheduling of work meetings and projects.  The calendar initiative is now being reviewed within the broader context of the Employment Systems Review.  We have sourced an existing calendar creator and are currently trying to determine if it can form part of the Rogers Outlook e-mail and scheduling program.

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

A number of proposed initiatives have come about as a result of the Employment Systems Review.  They are outlined above in response to Section (ii) (C).


	Cultural Diversity Corporate Plan Requirements*
	Evaluation Questions

	Reflection of diversity in programming: The Commission has also stated in the renewal decisions of various licensees that corporate plans should address the presence of people from diverse backgrounds, both in programming that licensees produce and in programming that licensees acquire. As well, plans should address the way that cultural minority groups including Aboriginal peoples are portrayed in programming. 

	News: More specifically, with respect to news programming, licensees should identify mechanisms to assess progress in the following areas:

	(i)  Diversifying news sources

“The use of people from minority groups as sources regardless of whether the issue being discussed is particularly related to a minority community.” 


	(A) 
What specific initiatives have been identified in the corporate plan?

· Develop of additional newscasts for OMNI.2

· Cross-platform news and information programming to other television services

· Promote the need for increased awareness of cultural diversity and ethnic media

· Develop internal list of contacts and media experts, and make accessible by all Rogers Media properties 

· Continue to focus on under-represented at Sportsnet

(B) 
In this reporting year, which initiatives have been implemented?

(C)
For those initiatives that have been implemented, please describe how each initiative has contributed to diversifying news sources.  

· OMNI Television produces five separate weeknight newscasts in each of five different languages:  Italian, Portuguese, Cantonese, Mandarin and English (South Asian).  Each newscast is produced by a dedicated staff, using news sources and content that attempts to reflect the editorial perspective of the ethnocultural group served.
· A number of OMNI Television programs are also carried by our other services.  For example, an English-language version of a documentary on the life of Dr. Joseph Wong will also be carried on The Biography Channel.  OMNIculture, a show which highlights important news stories affecting Canadian ethnocultural communities, is also carried by MSNBC Canada.
· Joint editorial meetings at Rogers Media are held on a semi-annual basis.  These meetings provide senior editorial management from television, radio and publishing with an opportunity to discuss a number of pertinent issues, including the use of a broader and more representative group of people as news sources.  Within that context, these meetings are also useful for the development of general news and current affairs projects that may have an application across several of our media platforms.  A best example may be the recent survey of the best diversity employers in Canada conducted by OMNI and Canadian Business.  The joint editorial meetings will continue to focus on cultural diversity issues, amongst others, and build on the increased dialogue that has come about as a result of the OMNI / Canadian Business initiative.

· Renato Zane, VP of News at OMNI Television, is the Chair of the Diversity Committee of the Radio and Television News Directors Association.  Rogers Media continues to be a very strong supporter of the Canadian Ethnocultural Journalists and Writers Club.  Madeline Ziniak, VP and GM of OMNI Television, is the co-chair of the CAB’s Cultural Diversity Taskforce.  We believe that involvement in professional news organizations provides a unique opportunity for the advocacy of issues such as cultural diversity   

· The CRTC has completed a renewal of the Sportsnet licence.  As part of that process, we outlined our commitment to under-represented sports programming.  Although some sports such as hockey will transcend all cultures, many of Canada’s ethnocultural communities also have a significant interest in sports that may not be considered mainstreadn for North American audiences.  Sportsnet continues to also focus on under-represented sports such as soccer, rugby and lacrosse, including major world tournaments and events.   We also highlighted our Sportsnet’s commitment to basketball, and the development of programs such as NBAxl.  These programs are of particular interest to Canada’s urban youth, with sports news mixed in with commentary about urban lifestyles, fashion and music.

· Much of the Canadian programming carried by MSNBC Canada has a link to OMNI Television.  MSNBC will carry news and information programs like Multicultural Canada Presents Studio C, In the Black, OMNIculture as well as interstitial segments such as Diversity Dialogues.  

· Although many of our media properties have their own, we have not yet developed a cross-functional news source database.


For those initiatives that have yet to be implemented, please proceed to question (D).


i.
If diversification has not improved in this area, have barriers been identified?  


ii.
If barriers have been identified, are any new initiatives being planned to address those 

barriers?

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

By the end of the year, we hope to have developed an internal database that will provide diverse resources for news analysis and commentary.  The database, emphasizing the availability and diversity of news sources, will be communicated and promoted to all of our other news-based media organizations.

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

OMNI Television has entered into a cultural alliance with APTN.  The purpose of such an alliance is to establish areas in which we can work together and share information about our respective news operations.  The alliance will touch upon a number of different areas (e.g. professional development, sales and marketing and programming production).  However, given the importance of news and current affairs programming to each broadcaster, a significant focus of the alliance will seek to foster an exchange of expertise in the respective specialized areas of journalism.  An exchange of personnel (2-4 weeks) is contemplated where senior news executives from each broadcaster will share their experiences and learn from the practices and procedures established within the other broadcaster’s news group.

Joint editorial meetings will continue to focus on cultural diversity issues, amongst others, and build on the increased dialogue that has come about as a result of the OMNI / Canadian Business initiative.  However, a proposal has been made to develop a similar cross-editorial meeting, but involving more editorial staff from each of our media properties.  The objective is essentially to expand and broaden the experience of the joint editorial meetings at the senior management level.  Although each of our media properties is involved in their own staff news meetings, these cross-editorial meetings would discuss issues, including diversity, faced by all of our news and editorial content production staff.  Much like the current joint editorial board meetings, these meetings would have the benefit of participation and involvement of all our television, radio and publishing news groups.  However, unlike the editorial board, we would prefer that these groups meet on a more consistent basis (e.g. at least quarterly).

	(ii) Diversifying news stories

“Ensuring that stories about ethnic communities do not appear solely within the context of coverage of cultural celebrations or reporting of negative stories.” 


	(A) 
What specific initiatives have been identified in the corporate plan?

· Develop of additional newscasts for OMNI.2

· Cross-platform news and information programming to other television services

· Develop cross-cultural programming

· Launch OMNI funding initiatives

· Promote the need for increased awareness of cultural diversity and ethnic media

(B) 
In this reporting year, which initiatives have been implemented?

(C)
For those initiatives that have been implemented, please describe how each initiative has contributed to diversifying news stories.  

OMNI Television produces five weeknight newscasts, focusing on stories and the editorial perspective that is representative of the ethnocultural community served.  Although not in a newscast format, OMNI also carries a number of news and current affairs programs serving the needs and demands of different groups.  Many of these programs are provided by independent producers in the community itself, often with the direct financial and production assistance of OMNI.  Every month, the combined OMNI television stations carry ethnic programming that serves at least 40 different ethnic groups, in at least 33 different languages.  

As is further discussed below, OMNI programming production is focused on expanded distribution, with a number of different programs produced or available in English.  These productions allow for ethnic programming and ethnic community perspectives to be communicated to broader, more mainstream audiences. 

At Sportsnet, our newscasts focus on the important sports news of the day.  However, with an organizational focus on under-represented sports, our newscasts will also provide significant information about sports that are also of interest to many ethnocultural communities.  For example, Sportsnet carried live coverage and provided news and commentary of the first ever World Lacrosse Championships in 2003.  The final of that tournament involved the Canadian team and a joint team of Aboriginal Canadians and Americans.  Soccer is the premier international sport, and Sportsnet has been a strong support of the sports since its launch in 1998.  In addition to coverage of international games involving our men’ and women’s national sides, at many different levels, Sportsnet produces a dedicated weekly news program entitled Soccercentral and a dedicated kids program called Kicks.  We also carry live coverage of the English Premier Soccer League, and have also this year added live coverage of the Spanish Primera Liga.

As is noted above, Rogers Media promotes the issue of diversity in news programming through organizations such as the RTNDA and the CEJWC. 


For those initiatives that have yet to be implemented, please proceed to question (D).


i.
If diversification has not improved in this area, have barriers been identified?  


ii.
If barriers have been identified, are any new initiatives being planned to address those 

barriers?

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

OMNI funding initiatives will continue over the course of the licence term.  

Editorial board meetings will continue to be held on a semi-annual basis.  Additional joint projects are being considered and will be rolled out in the months to come.  

· We are currently working with the Pharmacy Post on a series of stories about problems experienced by seniors in regards to their medications.  An aspect of these stories will focus on the primary care required by different ethnocultural groups.

 

· Rogers Media has also begun a 6-month polling project with the Pollara polling firm, with OMNI, 680 News and Maclean's collaborating on bi-weekly national surveys.  These surveys will include questions that impact directly on cultural diversity.
(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

As noted above, OMNI Television has recently entered into a cultural alliance with APTN.

The joint editorial board meetings format will be expanded to develop a parallel effort involving more junior news production levels.

	(iii) Diversifying on-air personalities

“Ensuring that on-air personalities reflect the diversity of the community that the station serves.”


	(A) 
What specific initiatives have been identified in the corporate plan?

(B) 
In this reporting year, which initiatives have been implemented?

(C)
For those initiatives that have been implemented, please describe how each initiative has contributed to diversifying on-air personalities.  

No specific initiatives were identified in our Corporate Plan.  

The launch of OMNI.2 has further expanded the diversity of on-air personalities represented.  Both stations now produce more than 160 hours of ethnic programming every week, often serving more that 40 different community groups in at least 33 different languages.

Since its inception, a programming focus at Sportsnet has been to increase the diversity of on-air personalities.  We believe we have done that in a number of different ways.  We have emphasized the need to include develop more women as on-air personalities, especially for our flagship sports news programs.  Although not strictly a cultural diversity issue, this initiative was certainly based on the need to broaden the range of on-air personalities.  Women also brought an additional editorial perspective to our sports news programming production.  In addition to the diverse on-air personalities within our news and live events programming, Sportsnet has also developed and produced specific programs whose goal is to reach a broader, more diverse sports audience.  Programs like NBAxl not only examine sports in general, but also much of the urban lifestyle, fashion and music that often goes along with it. 

Our Plan highlighted a number of scholarship and training initiatives which involve one or more of our stations.  We believe these initiatives are important to generate more interest in the broadcasting field.

· Since 1987, Rogers Media has provided a number of scholarships at Ryerson University for ethnically diverse applicants with a particular interest in ethnic broadcasting.

· Sportsnet has also developed a scholarship, mentorship and education seminar program with four regional institutions.  Of note, the education seminars include significant participation by Sportsnet on-air and production staff, providing a very hands-on approach to sports programming in Canada.


For those initiatives that have yet to be implemented, please proceed to question (D).


i.
If diversification has not improved in this area, have barriers been identified?  


ii.
If barriers have been identified, are any new initiatives being planned to address those 

barriers?

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

Not applicable

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

As noted above, we plan to expand joint editorial board meetings to also include additional junior staff from our television, radio and publishing divisions.  



	(iv) Equitable distribution of news beats

“Ensuring that reporters and journalists from minority communities are not assigned exclusively to covering stories of principal concern to cultural groups.” 


	(A) 
What specific initiatives have been identified in the corporate plan?

Our Corporate Plan highlighted the launch of OMNI.2 and the vast number of newscasts produced by the two OMNI stations.

(B) 
In this reporting year, which initiatives have been implemented?

(C)
For those initiatives that have been implemented, please describe how each initiative has contributed to diversifying news beats.  

With now two ethnic television stations, OMNI Television produces five separate weeknight newscasts in each of five different languages:  Italian, Portuguese, Cantonese, Mandarin and English (South Asian).  Each newscast is produced by a dedicated staff, using news sources and content that attempts to reflect the editorial perspective of the ethnocultural group served.  Although that editorial perspective will include certain news stories that are of particular interest to a given community, it will also focus on issues that are of general interest to the broader community (i.e. politics, international affairs, business or sports). 


For those initiatives that have yet to be implemented, please proceed to question (D).


i.
If diversification has not improved in this area, have barriers been identified?  


ii.
If barriers have been identified, are any new initiatives being planned to address those 

barriers?

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

Not applicable.

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

Joint editorial board meetings at Rogers provide an opportunity for senior editorial management from our television, radio and publishing divisions to examine and discuss important editorial objectives.  In doing so, the meetings have also provided an occasion to discuss converged editorial projects and strategies.  The best example of these initiatives has been the release of Canada’s first ever list of the top workplaces for visible minorities.  This report card on the state of visible minorities in corporate Canada was conducted through a survey conducted by OMNI Television and Canadian Business.  To produce this Minority Report, our researchers took a list of nearly 450 federally regulated companies and ranked them according to recruitment practices, retention of workers and the advancement of visible minorities and aboriginal people.  They reviewed the data from the Canadian government, using a panel of diversity experts, weighing a number of different factors and ranked each company accordingly.  Although promoted and market across all of our media properties, the results were featured in an 11-part series of special reports on OMNI Television and published in a feature article (Why Diversity Pays) of Canadian Business in the March 29, 2004 edition.


	Cultural Diversity Corporate Plan Requirements*
	Evaluation Questions

	Non-news:   The plan should also address how the portrayal and presence of cultural minorities will be incorporated into all stages of the production and acquisition of non-news programming, including decisions about which programs will be broadcast. For instance, the plan should address how the licensee will ensure that:



	(i)  Diversifying casts

“Those responsible for casting make a concerted effort to hire visible minority actors in leading and recurring roles.”


	(A) 
What specific initiatives have been identified in the corporate plan?

No specific initiatives were identified in our Corporate Plan.  Our television properties are mostly limited to the production of news and information programming, whether it be ethnic programming at OMNI or sports programming at Rogers Sportsnet.

(B) 
In this reporting year, which initiatives have been implemented?

(C)
For those initiatives that have been implemented, please describe how each initiative has contributed to diversifying casts.  

That being said, the significant funding available for the production of ethnic programming as a result of the licensing of OMNI.2 has provided OMNI Television with the ability to take ethnic programming to the next level.  We are now funding the production of documentaries which focus on untold stories from Canada’s ethnic communities.  We are now also funding Bang!, a cross-cultural, English-language drama series in production that will tell the story of group of young people reflective of the diversity in Canadian society today.  

A number of new cross-cultural, English-language programs are being produced at OMNI Television (e.g. Multicultural Canada Presents Studio C, OMNIculture and In the Black).  All of these programs use actors from culturally diverse backgrounds, many of whom are visible minority actors in leading and recurring roles.  Being produced or versioned in English, many of these programs are accessible to larger audiences and have been cross-platformed on our other digital Category 1 and Category 2 television services (i.e. The Biography Channel, TechTV and MSNBC Canada).


For those initiatives that have yet to be implemented, please proceed to question (D).


i.
If diversification has not improved in this area, have barriers been identified?  


ii.
If barriers have been identified, are any new initiatives being planned to address those 

barriers?

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

As noted above, our television services are focused on news and information programming, and not the production of Canadian drama programming.  However, through the OMNI funding initiative, we will continue to produce high-quality ethnic programs, which by their very nature require the use of a diverse cast. 



	(ii) Diversifying scripts

“Those persons responsible for script development ensure that minorities are not portrayed in a stereotypical manner.” 


	(A) 
What specific initiatives have been identified in the corporate plans?

As noted below in response to Community Involvement, OMNI has funded the expansion of positive portrayal initiatives with the Canadian Broadcast Standards Council.

As noted above, most of our properties focus on news and information programming.  As a result, there is little in the way of specific script development initiatives.    

The coverage of sports news stories on Sportsnet is usually limited to scores and results.  Moreover, sports news often emphasizes the positive, not the negative.  In essence, Sportsnet will provide details about the successes of competitors and participants in the world of sports.  

(B) 
In this reporting year, which initiatives have been implemented? 

(C)
For those initiatives that have been implemented, please describe how each initiative has contributed to diversifying scripts.  

Funding available from the OMNI.2 initiatives specifically recognized the need to develop more scripts that focused on issues of interest to ethnic communities, or stories as seen from their particular point of view.  The availability of script development funding has provided the impetus for many Canadian independent producers to research and develop projects which were then also ultimately funded as part of the OMNI documentary production initiative.


For those initiatives that have yet to be implemented, please proceed to question (D).


i.
If diversification has not improved in this area, have barriers been identified?  


ii.
If barriers have been identified, are any new initiatives being planned to address those 

barriers?

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

Not applicable

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

As noted above, we intend to expand the editorial board format to foster more cross-functional interaction amongst all our media properties.  Although those meetings will focus on news and editorial content, they will also present a unique opportunity to discuss the development of general content ideas to produce and present across our various media platforms.



	(iii) Diversifying acquisitions 

“Programming from independent producers reflects the presence and accurate portrayal of visible minorities.” 


	(A) 
What specific initiatives have been identified in the corporate plan?

Our corporate plan highlighted a number of different programming initiatives, with specific emphasis on the significant ethnic programming benefits we had proposed as part of our application for OMNI.2.

(B) 
In this reporting year, which initiatives have been implemented?

(C)
For those initiatives that have been implemented, please describe how each initiative has contributed to diversifying acquisitions.  

With OMNI.2, we now have the resources and the schedule time to work with many more independent producers in their development of current affairs programs for their respective communities.  In addition to the resources already provided (e.g. production support and sales training), many independent producers have also received additional financial assistance from the OMNI $3 million pilot grants initiative.  For many producers, this funding may have helped them to develop new ideas or projects.  However, for most others, it has enabled them to actually launch their community program.  As a result, OMNI.1 and OMNI.2 now produce ethnic programming that serves at least 40 different groups, in at least 33 different languages, every month.

OMNI Television has also launched the $48 million in ethnic programming production initiatives.  Of that, a significant portion ($35 million) has been allocated for the independent production of third-language dramas and documentaries.  Being scheduled in prime time, these programs are provided with pride of placement on our OMNI Television stations.  In almost every instance, we have tried to establish a multilingual requirement for project funding.  In essence, we would prefer that these independent productions be versioned in a number of different languages.  While they are produced in the language of origin, other versions in English, French or even another third-language are also made available as part of the production process.  The objective being that these ethnic programs can be provided with broader distribution on other television services, including our own specialty services such as The Biography Channel, and be seen by viewers outside of the respective ethnic communities.

The OMNI funding initiative has also focused our efforts on producing ethnic programming that also has the ability to reach a wider audience.  OMNI has produced a number of ethnic programs with the potential for greater reach and distribution (e.g. Multicultural Canada Presents Studio “C” and In the Black).   As with above, these programs are being carried on other Rogers television services (e.g. Diversity Dialogues on MSNBC Canada and Black History Month PSAs on Biography Channel).
Continuing on the theme of broader distribution, but from a reversed perspective, OMNI has embarked on a large-scale versioning project.  Canada: A People’s History has been versioned into eight different languages.  This important documentary series is now made more accessible to an even broader group of television viewers, many of whom may not have been able to fully appreciate the historical content about their adopted country.   


For those initiatives that have yet to be implemented, please proceed to question (D).


i.
If diversification has not improved in this area, have barriers been identified?  


ii.
If barriers have been identified, are any new initiatives being planned to address those 

barriers?

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

Our OMNI funding commitment will continue for a number of years, until we have produced the number of programs and spend the total funding required by the Commission.  In doing so, we will also continue to look for new ways to cross-platform our ethnic programming to ensure that it reaches as wide an audience as possible.

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

OMNI Television has also begun to enter into international agreements for the production and distribution of third-language programming.  Since last year, OMNI has been producing a Portuguese language program, focusing on issues involving the Portuguese community here in Canada, that is also broadcast in Portugal by Radio-Television Portugal.  OMNI has also developed a relationship with SunWah Media in China for the development and production of Mandarin language programming.  The international production agreements are exciting developments in that they also provide a window to the world as to the context of cultural diversity here in Canada.




	Cultural Diversity Corporate Plan Requirements*
	Evaluation Questions

	Community involvement:



	(i) Community input and feedback

“The plan should set out mechanisms that the licensee will put in place to ensure that it receives effective input and feedback from its community with respect to the reflection of cultural diversity, including Aboriginal cultures, in its programming.”
	(A) 
What specific initiatives have been identified in the corporate plan?

· Positive portrayal initiative with the Canadian Broadcast Standards Council

· Diversity Now website

· Internal Communications (Rogers News / FYI Newsletter / XR Express)

(B) 
In this reporting year, which initiatives have been implemented?

As part of our OMNI.2 funding initiatives, we have specifically allocated $1 million to the Canadian Broadcast Standards Council to assist with issues of positive portrayal.  In its initial stage, this CBSC initiative has focused on the translation of CBSC Codes and Complaint Procedures in a number of third-languages as well as Aboriginal languages.  The objective of this initiative was to make the CBSC complaints procedure more accessible to those listeners or viewers who may prefer discussing these issues in their language of comfort.  One of the next steps in this initiative will be to further make this process accessible by facilitating correspondence and decision-writing in the chosen language of the complainant.

(C)
For those initiatives that have been implemented, please answer the following questions.  For those initiatives that have yet to be implemented, please proceed to question (D).

i. What kind of input and feedback has been solicited?

As we highlighted in our Corporate Plan, our media properties contain multiple contact points for listener or viewer feedback.

· Our listeners and viewers are provided with various opportunities (e.g. talkback lines or e-mails from websites) to comment on our programming. 

· We have established Local Advisory Committees to establish a consistent rapport with local communities, provide input on our programming and operational activities and assist in the development of appropriate policy procedures. 

· We continue to work with our community website entitled Diversity Now.  While the website does provide news and views, its focus is community feedback and dialogue on all matters relating to cultural diversity.  The website is promoted by OMNI Television and our other television services.  


ii.
Please indicate the communities and/or groups from whom input and feedback has been 

received.

Because of the nature of its programming, OMNI Television has received input and feedback from a very large number of different community groups.

At Sportsnet, we often receive more feedback from sports associations or organizations.  For example, we work closely with the Canadian Soccer Association to promote the sports of soccer in Canada, and reflect the interests and demands of Canadian soccer fans as television viewers.

The feedback we get from viewers or listeners is usually limited to a certain aspect of the programming on the station in question.   

iii. Who within the organization reviews this input and feedback?

Employees whose functions include Audience Relations or Community Relations are often responsible for reviewing specific comments about the programming on any of our stations.  They often consult with station managers or other counsel (i.e. Legal or Regulatory), depending on the issues involved.  Specific CRTC or CBSC complaints are handled by the Regulatory department.  

On a broader, more consultative basis, station managers and senior programming staff are also involved with more general programming concerns or complaints.     


iv.
How is the input and feedback being used?  

The input and feedback is being used to provide comment on our programming, including areas of concern or deficiency.  However, it is also used to develop diversity initiatives to further examine and communicate issues of cultural diversity.  Lastly, these consultative processes also allow us to generate new diversity principles and guidelines, or further refine existing ones. 

(D)
Please identify the timelines for those initiatives that have not yet been implemented.   

Not applicable

(E)
If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

OMNI Television has taken community involvement initiatives to the next level by actually producing content made available from cultural diversity communications programs.  We are working with the Association of Canadian Studies on the broadcast of four ACS conferences focused on issues of diversity.  OMNI Television has also become a principle partner in Canadian Diversity, a publication devoted to the discussion and advancement of diversity issues.  The home site for the Canadian Diversity magazine can also be accessed through the Diversity Now website (diversitynow.ca).  A similar program is underway with the Canadian Ethnocultural Congress and their program series on diversity.

	
	


* For the Commission, cultural diversity refers to the ethnic, racial, cultural and Aboriginal diversity of Canada.


