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Our Commitment to Diversity
The Score Television Network Ltd. (“The Score”) is committed to reflecting the diverse communities it serves and to practising cooperation, respect and openness with its employees, suppliers and viewers.  The Score values a diverse workplace and has endeavoured to create collaborative partnerships with employees, the community and its viewers.  The Score’s definition of diversity includes persons with disabilities.

The general principles and the specific initiatives that follow outline The Score’s philosophy and commitment to cultural diversity.

Statement of General Principles
It is a corporate objective of The Score to:

· foster a corporate climate that recognizes the importance of cultural diversity.  If our service does not reflect the diversity of the constituency that we broadcast to, we are potentially alienating segments of our audience and are not fulfilling our role as a broadcaster;

· ensure that the use of on-air talent; promotional IDs, PSAs etc., is reflective of the communities we serve; and

· develop and nurture an extensive network system within the community that acts as both a resource for the service about events in the community and provides feedback to the service.

Corporate accountability:

(i)
senior executive in charge of diversity

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

Yes.  The Manager of Human Resources is responsible to the Senior Vice-President and General Manager for overseeing The Score’s Diversity Plan.

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

Our Manager of Human Resources, (the “Manager”) is responsible for the implementation and coordination of diversity initiatives internally and with the targeted communities.  Our Manager oversees the program and acts as an information conduit, educator, proponent and facilitator both internally for the Score’s management and staff and externally to professional organizations, support groups, community groups and viewers.

(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?

Our Senior Vice-President and General Manager has openly embraced our culture of promotion from within by ensuring that all job opportunities beyond the entry-level are made available to our current staff.  Succession planning and training opportunities ensure that upper-level positions will ultimately be filled by individuals among our present workforce.  Hence, our continued efforts to employ a culturally diverse employee base through targeted recruitment, standard interview processes and bias-free selection will ensure that the future of our company will include management that is reflective of Canada’s multicultural reality.
(D) If applicable, please describe any new initiatives, including those that might have resulted from work in this area.

Our Mentorship Program, formalized in 2005, allows any employee with at least one year of service to express interest in any position at The Score and be provided with the opportunity to train in that area.  Mentorships allow individuals to broaden their experience in television and pursue further training in particular areas where they see potential for advancement.  Our station is committed to rewarding hard work and initiative among our employees and our continued commitment to internal advancement ensures that our increasingly diverse workforce will be represented at all levels in the company.

(ii)   clear goals for station managers

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

Participation in awareness programs and dialogues with cultural communities and communities of persons with disabilities to determine specific needs and barriers currently affecting a diverse workforce were the main goals in 2005.

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

Our Manager initiated a dialogue with Lisa Small of the Canadian Association of Black Journalists (CABJ) in April 2005, which led to The Score’s participation in the CABJ Mentor of Choice program, providing post secondary students interested in the media an opportunity to tour our facilities and work with a reporter for a day in the field or in the newsroom.

In May 2005 our Manager attended a presentation on Indigenous Culture and Media Innovations (ICMI) during which the Executive Director of ICMI, Monique Manatch, provided information on the organization.  ICMI is a First Nations non-profit digital broadcast training and education organization based on Six Nations of the Grand River Territory.  The presentation made The Score aware of ICMI and connected us as a resource in the First Nations community.

Our Manager also attended the Innoversity Creative Summit held in September 2005.  The summit was inspiring and informative, showcasing best practices and new diversity initiatives.  Case studies and panel discussions provided insights into current trends and ideas for improving diversity in the future.

Furthermore, our Manager participated in Closing the Gap: Connecting Employers, a project aimed at improving the participation of persons with disabilities in the workforce.  The Score was among fifty employers in the Toronto Region to participate in this project, coordinated by Stuart-O’Hara Inc., Knowledge Management Services.  Our Manager provided feedback during a one-on-one interview with Michele Chandler, a research associate for the project.   The interview focused on finding creative approaches and innovative solutions to improve the participation of persons with disabilities within the workforce.  The project included a follow-up roundtable of employers and other community partners held at the Ontario Bar Association Conference Centre over the course of a day.  The Employers Forum was designed to improve workforce participation of persons with disabilities and included an advisory panel with representation by the Ministry of Labour, The City of Toronto, Human Resources and Skills Development Canada (HRSDC) and the Coalition for Persons with Disabilities.  The roundtable covered effective recruitment practices as well as providing valuable information on how to sustain the employment experience for persons with disabilities.

(C) What are the outcomes of those initiatives?

Our Manager brought ideas and information back to our monthly supervisor meetings to keep individuals in decision-making positions up-to-date on trends in cultural diversity and to impress upon them the importance of embracing a diverse workforce going forward.  The Score’s internship program was expanded to include the Mentor of Choice (MOC) program offered by the Canadian Association of Black Journalists (CABJ) and the CABJ as well as ICMI were added to the list of groups targeted during our recruitment process for all entry-level and on-air positions.

(D) Please identify the timelines for those initiatives that have not year been implemented?

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

(iii) diversity training for management

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

Diversity training initiatives include educating hiring selection committees and managers on bias-free interview techniques and highlighting the kinds of non-job related factors that can influence interview outcomes.  Our Management Education Program provides managers with ongoing information regarding cultural barriers, disability barriers and feedback from the community.  

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

Management training occurs on an on-going basis.  Hiring managers and selection committees are provided with information from the Canadian Human Rights Commission (CHRC) on the Do’s and Don’ts of the Interview Process before every round of hiring.  All hiring managers and selection committees are also instructed to complete all interviews in pairs, (or teams) and to use the same set of interview questions for all candidates applying for the same position.

In March 2005 our Manager completed and circulated a standardized Supervisor Manual outlining recruitment, selection and hiring processes at The Score.

In September 2005 our monthly supervisor meeting focused specifically on consistency in the selection process including a formal review of bias-free interview techniques and a review of the CHRC guidelines for employment interviews.

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

i. What kind of training has been received?

One-on-one training has been received by all hiring managers from our Manager.  Our Manager also conducted formal training and information sessions for all hiring managers at monthly supervisor meetings.

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

All middle managers making hiring decisions have received training, (100%) and two of our Vice Presidents representing roughly 20% of our Executive have also received training.

iii. What have been the benefits of this training?

Benefits include a broader understanding and acceptance of the processes we have in place to ensure and protect cultural diversity in the workplace.  Open dialogue and continued improvement in the removal of bias and barriers have also been a result.

(D) Please identify the timelines for those training 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.

We plan to have Sensitivity Training provided to our managerial staff by Trevor Hitner of Hitner Starr Associates in 2006.

(iv)
staff involvement in plan’s progress

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

Exit interviews and formal opportunities for ongoing staff feedback are identified as specific initiatives on our corporate plan.

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

We continue to conduct thorough Exit Interviews with departing employees to assess our progress in the area of diversity and to gather information related to the work environment and diversity issues.  

Our Diversity Committee currently consists of 50% non-management employees who generate ideas to improve cultural diversity at The Score.  All employees are invited to attend the annual meeting where a formal opportunity for staff feedback is provided and topics such as recruitment, disability barriers in the workplace and specific internship opportunities for persons with disabilities are discussed.

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

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

Exit interviews were conducted and a Cultural Diversity Committee Meeting took place.

ii. How many staff participated in this assessment?

We conducted ten exit interviews in 2005 in order to better understand the climate of The Score to ensure retention of visible minorities, persons with disabilities and all of The Score’s employees.

In December 2005 The Score held its annual Cultural Diversity Committee Meeting.  All employees were invited to join the committee and to attend the meeting.  Five employees responded with interest and four attended the meeting and provided thoughtful ideas for improving opportunities specifically for persons with disabilities in the workplace.

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

Yes.  We will improve recruitment in the areas of persons with disabilities in our workplace and we will make our workplace more accessible and more attractive to applicants and employees who require accommodation.

(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?

We plan to elicit more feedback from a broader spectrum of our current staff through an anonymous staff survey in 2006.  The survey will include questions on cultural diversity and accessibility for persons with disabilities and how both can be improved at The Score.

We also plan to embark on a grass roots campaign to recruit individuals from colleges and universities within the GTA for the express purpose of providing more relevant opportunities to persons with disabilities in broadcasting in particular beginning in April 2006.

(iv) improving employment practices re: visible minorities and person with disabilities

Hiring

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

Hiring initiatives identified in the corporate plan include the development of a Community Outreach Program that initiates dialogue and partnerships between our company and the support groups and organizations that represent the multicultural and disabled communities.  Through these partnerships we will develop relationships that foster understanding of differences.  Establishing and maintaining a database for our expanded recruitment program is part of our effort to increase representation of diverse groups on staff in all areas.

The Score’s Internship Program provides individuals, including those from diverse cultural backgrounds and those with disabilities, who have an interest in developing a career in broadcasting with information about the broadcasting work environment, career support, and hands-on experience.  Suitable candidates are recruited and selected to join the Internship Program at The Score.  They are exposed to the television broadcasting environment and assigned appropriate internship supervisors who mentor and guide them.

In addition to the initiatives previously outlined, efforts to expose targeted groups to information about careers in the broadcasting industry are facilitated through additional means such as, but no limited to:

· Tours of The Score’s facilities;

· Presentations on the breakdown of departments and their functions within a television station, information on educational programs and career guidance.  This may involve visits to various institutions from our on-air personalities to talk about their experience in television; and

· Practicum/job shadowing

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

The Score’s Community Outreach Program includes a database with contact information for reaching members of the following organizations:  Miziwe Biik, (an aboriginal employment and training centre) The Canadian Association of Black Journalists, Indigenous Culture and Media Innovations, The Canadian Paraplegic Association and Strategic Employment Solutions, (an advocacy group for the employment of persons with disabilities).  Furthermore, The Score publishes an annual advertisement with the Canadian First Nations Business Directory.  All employment opportunities currently go through our outreach database.

Our Internship Program allows interested individuals the opportunity to perform a four-month internship at The Score.  Through our Internship Program, individuals gain invaluable practical experience in the real world of television broadcasting, furthering their experience and skills.  Many of our current employees began their careers as interns at The Score.

To ensure consistency and fairness in our hiring practices, we have published a Supervisor Manual for reference purposes for all of our hiring managers.  Furthermore, we consistently review and update our recruitment and selection practices to ensure that selection of staff is based on merit and assessed in a bias-free way.

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

In 2005, The Score developed excellent relationships with each of the organizations in our outreach database through regular communication and consistent job postings.

Our Internship Program provided first opportunities to over twenty-five individuals in 2005 and we continue to provide first opportunities to a culturally diverse cross section of interns and persons with disabilities.  Our new partnership with the Canadian Association of Black Journalists and the Mentor of Choice program will also provide opportunities specifically to members of CABJ.

We also developed consistency in our hiring practices by standardizing recruitment and selection procedures for all hiring managers and by providing formalized information and feedback sessions to answer any questions or concerns.

(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.

In 2006 we plan to embark on a grass roots campaign to recruit individuals from colleges and universities within the GTA for the express purpose of providing more relevant opportunities to persons with disabilities in broadcasting in particular.

Retention/training

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

Our Management Education Program provides managers with an understanding of the scope of The Score’s Diversity Plan.

The Program allows us to:

· Provide an overview of cultural barriers adversely affecting individuals of diverse multicultural backgrounds and barriers adversely affecting individuals with disabilities in obtaining employment within a television environment, (i.e. review of non-job related factors that can influence an interview outcome);

· Facilitate a dialogue about what is currently being done at The Score and provide an opportunity for brainstorming on future initiatives;

· Provide information regarding cultural and disability barriers and feedback received;

· Review recruitment and selection practices to ensure consistency; and

· Develop standard interviewing and selection criteria and processes.

The Management Education Program helps managers understand the needs and accommodations necessary for the retention of culturally diverse employees and employees with disabilities.

Our Mentorship Program provides several development and training opportunities for existing employees.  Senior staff members at The Score provide mentoring opportunities to newer employees interested in strengthening or expanding their skills.  The Score also supports and encourages its staff to pursue outside training and development programs that will enhance their skills and abilities.

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

Our Management Education Program is an on-going effort to broaden the understanding and awareness of diversity issues among our management team, in order to enhance our ability to have a supportive and respectful corporate culture.  In 2005, our Manager conducted monthly meetings with all hiring managers, in part to provide recent and relevant information on cultural diversity and disability awareness.  The objective of our Management Education Program is to create a greater sensitivity to cultural barriers and barriers encountered by persons with disabilities.  Our Manager regularly conducts one-on-one information sessions with hiring managers to discuss specific cases and provide information, support and feedback.

Our Mentorship Program provides our current staff opportunities for advancement through training in a supportive environment.  Accommodation is made wherever possible to allow for the training and advancement of persons with disabilities.  Specifically, we provide on-air training opportunities to individuals who show a particular interest in reporting at The Score.  Our Supervising Reporter demonstrates sound judgment, patience and understanding in his continuous support of our Mentorship Program in providing real on-air training opportunities to anyone serious about his or her future in broadcasting on-air.

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

Our Management Education Program has resulted in a greater understanding and acceptance of our Cultural Diversity Plan.  Our policies and procedures as they relate to the areas of cultural diversity and persons with disabilities have been embraced and applied by our managers, thus making the program practical in its application.

In 2005 we trained and promoted an individual who self-identified as a person with a disability in a full-time producer role at The Score.  As we continuously become more diverse our training opportunities are made available to a wider range of candidates and our policy of promotion from within will allow culturally diverse candidates and persons with disabilities to continue to move into more fulfilling roles at the company.

Furthermore, The Score compensates employees up to one thousand dollars for approved training programs per employee each year, contributing up to one hundred dollars for materials needed to complete specific courses.  In many cases, The Score contributes much more to training and development in the areas of Information Technology, Creative Services and Editing, where upgraded skills contribute directly and immediately to the improvement of facilities and the visual on-air product.

(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.

The Score will continue to support and expand on our Management Education Program and we will continue to provide training opportunities to our current staff through our Mentorship Program to demonstrate our commitment to our current staff and our desire to retain and promote our employees.

Reflection of Diversity in Programming

(i) diversifying news sources

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

The Score is committed to reflecting diversity in our on-air product.  We strive to ensure unbiased reporting and the inclusion of culturally diverse perspectives in our sports newscasts.  

Our objective is to integrate diverse cultural perspectives (including perspectives of persons with disabilities) into our newscasts by utilizing the contacts and knowledge base of our multicultural staff on all levels in a consistent and ongoing manner.

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

While most of our content is driven by the games of the day, we ensure that culturally diverse perspectives are continuously integrated into our newscasts.  Viewers are exposed to different cultures when they watch our station.  Our news is culturally sensitive in reporting practices, culturally aware in its decision making and connected to an ‘extended family’ of mainstream information sources.

We cover a variety of sports beyond the four main North American professional leagues (National Football League (NFL), National Hockey League (NHL), National Basketball Association (NBA) and Major League Baseball (MLB).  Our coverage is extended to include less well-known leagues such as the National Lacrosse League (NLL), English Premiership League (EPL) and Canadian Inter-university Sports (CIS).

Cultural diversity is reflected in our broadcasts any time our reporters enter a locker room for a post-game report or introduces a live press conference.  We need not strive to seek out culturally diverse new sources – they present themselves in the coaches and players we interview continuously as part of our mandate to provide up-to-the minute sports news and information to our viewers.  The very nature of professional sports is to embrace true athleticism at its highest level and cultural diversity among teams, players and coaches is the natural result of an arena that does not discriminate.

Our VP of Programming continuously strives to provide perspectives from a culturally diverse cross-section of analysts and commentators in all of our coverage.  Our ‘Sportsworld’ program provides daily reports on international sports such as rugby, soccer and cricket and our analysts represent a variety of cultural backgrounds.  Our program entitled: ‘CFL Snap’ profiles expert analysts who provide weekly coverage during the CFL season and they, too, provide culturally diverse perspectives.

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

Please see previous section.

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

We plan to continue in our efforts to provide culturally diverse perspectives in our programming and to profile culturally diverse athletes, coaches and teams in our daily broadcasts.

(ii) diversifying news stories

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

Our news coverage includes topics, events, and issues of a diverse cultural nature on a regular basis.

We follow the news in sports and most of our coverage is games driven, however, we do have the opportunity to produce general interest news stories on a regular basis.  

The Score is particularly sensitive to the need for accurate reflection of ethnic Canadians and persons with disabilities in its sports news and information programming.  It has been a policy and belief of The Score that a diverse staff makes for a better sports newsroom and better television.  A diverse staff essentially provides the service with in-house “experts” and better access to community contacts.  While a reporter’s ethnicity can provide more meaningful depth and perspective to a particular story, it is The Score’s policy to utilize the ethnicity of staff in all areas of reporting.  The Score’s employees from diverse backgrounds bring forward story ideas, contacts and sports news tips at the grassroots community level.

In this way, we are careful to focus on stories that highlight the positive activities of teams and athletes, such as charity tournaments and fund-raising efforts, as well as the negative news stories.  All editors dealing with programming material and script development are familiar with The Score’s Diversity Plan and use all efforts to ensure that:

· there are no unjustifiable and/or uncalled for ethno-cultural, disabled person, and/or sex-role stereotypes;

· minorities are not portrayed in a stereotypical manner; and

· there is no material which would be deemed to be hatred inciting.
(B) In this reporting year, which initiatives have been implemented?

Our VP of Programming ensures that our newsroom, edit suites and bureaus produce a wide range of reports and programs that reflect the multicultural reality in Canada.  Furthermore, we take every opportunity to highlight stories that are relevant to persons with disabilities in sport.

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

Our segment entitled ‘Sidelines’ generated several general interest stories in 2005 that focused on persons with disabilities in sport.  Most notably, we profiled a speed skater named Kevin Frost who had lost most of his hearing and vision to Usher’s Syndrome.  Kevin’s story focused on his goal to be the first Deafblind speed skater to achieve a winning medal at the Olympic Games.  

The Score also produced a story on Lou Gehrig’s Disease, or Amyotrophic Lateral Sclerosis (ALS), that aired during our hour-long daily magazine show entitled, ‘To The Point’.  The story garnered a great deal of attention from the ALS community and accolades from many viewers who were familiar with the fatal neuromuscular disease.

The Score also produced a report on our support of McHappy Day at a local McDonald’s restaurant where Adnan Virk, Martine Gaillard, Tim Micallef and Cabral Richards participated to raise money for a local children’s charity.

Our Ottawa bureau produced a story on an Inuit Community in Kuujjuaq, Nunavik, (northern Quebec) where Inuit children were provided with a full set of hockey equipment and coaching from real NHL players through an NHL Players’ Association program known as ‘Goals and Dreams’.  The story played in two parts on our network and our bureau reporter, Lisa Hillary, spent more than a week in the Inuit Community with the families of these children, learning about the people and culture and relaying that information to our viewers.

Our Vancouver bureau produced a similar general interest story on Jim Sandusky, former CFL player for the B.C. Lions and Edmonton Eskimos.  The story focused on Sandusky’s contribution to the football team at Lummi Nation High School in Ferndale, WA.  The native school had no football program before Sandusky donated part of his private property for a field and his time and energy as coach, athletic director and trainer for the team.
Finally, our segment entitled ‘Cabbie on the Street’ continues to provide our host Cabral Richards with the opportunity to travel across Canada to interview a diverse cross-section of individuals and athletes regarding sport-related issues.  “Cabbie” is very thorough about reflecting Canada’s multicultural reality in the subjects he solicits for interviews to be aired on our network.  
Of all of our segments, ‘Cabbie on The Street’ which airs several times each day, does the best job of reflecting the diversity of Canadians across the country on our network

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.

We plan to continue to reflect Canada’s multicultural reality and to profile persons with disabilities in sport in our news stories, general interest stories and segments on a regular basis in support of diversity on our network.

(iii) diversifying on-air personalities

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

Specific initiatives to promote the diversification of on-air personalities include the development of consistency in our recruitment and selection practices and the development of standard interviewing and selection criteria and processes.

Our Community Outreach Program creates a greater awareness of The Score within culturally diverse communities and among culturally diverse individuals who aspire to work in an on-air capacity at a sports television network.

Our Internship Program provides first opportunities to individuals interested in sports television broadcasting, including those from diverse cultural backgrounds and those with disabilities.

Our Mentorship Program fosters a culture of promotion from within among our culturally diverse staff.

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

Recruitment, selection and hiring processes have all been standardized to ensure bias-free decision-making.  

Our Community Outreach Program, our Internship Program and our Mentorship Program all operate effectively to promote The Score as an attractive workplace to all individuals, including those from culturally diverse backgrounds and persons with disabilities.

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

Of our current on-air hosts, one third have culturally diverse backgrounds.

One of our current culturally diverse on-air hosts began at The Score as an intern and worked his way toward his present role.  

Our Mentorship Program continues to provide our current staff with the opportunity to move into on-air positions.  Our Supervising Reporter continuously accepts interested individuals to mentor in the reporting suites to practise preparing scripts and voicing highlights.

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.

The Score will continue to provide development opportunities to interns and current staff in an effort to promote individuals, including culturally diverse individuals and persons with disabilities, to on-air positions.

(iv) equitable distribution of news beats

*Sports news and information n/a

(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 news beats.

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.

Non-news

(i)
diversifying casts

*Sports news and information n/a

(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 casts.

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.

(ii)
diversifying scripts

*Sports news and information n/a

(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 scripts.

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.

(iii) 
diversifying acquisitions

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

As a general rule, The Score screens and analyzes acquired programs before they are purchased in order to ensure suitability.  Where possible, all programs are screened again prior to going on air, at which time scheduling decisions and necessary edits are made.

Program acquisition decisions are carefully considered with regard to the commitments outlined in The Score’s Diversity Plan.  The Score pays particular attention to acquiring programming, to the extent practicable, that fairly and accurately reflects the multicultural and multiracial audiences of the communities that The Score serves as well as the disabled community.  The Score also consults with and informs independent producers about its Diversity Plan and objectives.

Recognizing that promotion of diverse programs acquired and licensed by The Score is an important component of their success, The Score will promote such programs equitably with the other Canadian content programming in its schedule.

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

We have acquired various suitable live and taped programs that reflect the multicultural audiences of the communities we serve.

Most notably, we have provided live-game coverage of under-exposed sports such as Lacrosse, (NLL) and Soccer, (EPL) the latter of which has particular appeal to a wide range of culturally diverse groups in Canada.

Our continued support and coverage of the AND1 street ball series confirms our commitment to our young and culturally diverse audience, providing them with programming that reflects the multicultural reality of present-day street ball greats.

Our live coverage of NBA basketball included over fifty (50) games in 2005, highlighting the skills and abilities of some of the finest culturally diverse athletes in the world.

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



Please see above.

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.

Our VP of Programming will continue to be selective about our program acquisitions and we will continue to cater to our diverse audience.
Community involvement:

(i)
community input and feedback

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

Initiatives include:

· Implementing a Research and Awareness Program that opens a dialogue with community organizations to determine the specific needs and barriers currently affecting the successful employment of a diverse workforce.

· Creating a Website Diversity Survey for multicultural groups, disability groups and the general public to provide feedback on The Score’s diversity initiatives.

· Facilitating access to The Score staff and on-air personalities for external speaking engagements and presentations about different career avenues in broadcasting.
· Ensuring that The Score’s managers and personalities continue to participate in local community organization and events.
(B) In this reporting year, which initiatives have been implemented?

Our Research and Awareness Program opened up a dialogue between The Score and several community organizations in 2005, including the following:
· Canadian Association of Black Journalists (CABJ)

· Indigenous Culture and Media Innovations (ICMI)

· Strategic Employment Solutions, (an advocacy group for persons with disabilities)

Our Website Diversity Survey is currently posted at: www.thescore.ca to gather feedback from multicultural groups, disability groups and the general public on our diversity initiatives.  Our website received roughly 150,000 unique visitors per month in 2005.
Our hosts continuously invite viewers to send us feedback during our programming.  Viewers can send us an email directly from our website or by using the following email address: feedback@thescore.ca.

Our Manager of Human Resources maintains close contact with all of the Colleges and Universities with journalism, broadcasting and/or radio and television arts programs within the GTA, as well as with many high schools with co-op programs, providing information and work placement opportunities to countless individuals every year.  Our Manager’s contact information, including phone number, is posted on our website in our ‘Work @ The Score’ section at: www.thescore.ca.  We post all available entry-level job opportunities on our website.
Our News Director attended Ryerson University in 2005 to provide students with insights and information about working in the sports television broadcasting industry.  Our News Director followed up his information session with an invitation to those same students to attend a tour of The Score facilities.  The students took a tour of the station and were provided with answers to their questions and information about our facilities and how we operate.
Our hosts attend speaking engagements on a regular basis in support of various charities and community events.  They also attend many charity tournaments to which we donate significantly.  In many cases we further support these events by producing and airing related stories.  The following list includes a sample of the charities and events we attended, sponsored and/or promoted in 2005:
· Theo Fleury Crohn’s and Colitis Charity Golf Tournament (attended by our host Deb Matejicka)

· Les Allen & Trifon Chaitas’ 3rd Annual Charity Golf Tournament for the Canadian Cancer Society and the Heart & Stroke Foundation

· The Toronto Superwalk for the Parkinson Society Canada (attended by our host Ryan Paton)
· Terry Fox Run for Cancer Research

· City of Toronto United Way Campaign

· McHappy Day (attended by our hosts Adnan Virk, Martine Gaillard, Tim Micallef and Cabral Richards)

· Zaranu, (a charity to help disabled and mentally ill children)

· Hincks-Dellcrest Charity Golf Tournament (a charity to promote mental health for infants, children and youth)

· Canadian Syringomyelia Network (CSN) for Spinal Cord Research at the Toronto Western Hospital

In addition, The Score’s Martine Gaillard promoted Toronto’s Walk for ALS after hosting a segment on Lou Gehrig’s Disease, (also known as ALS) that aired on our network.  Donations were solicited from employees of our network and The Score matched every dollar donated by our employees with an additional five dollars to help raise funds for ALS research and support services.
(C) For those initiatives that have been implemented, please

answer the following questions. 

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

Please see above (B).

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

Input and feedback is continuously received from our viewers via our Website Diversity Survey and our feedback@thescore.ca address.  We also receive feedback from administrators and students at Colleges and Universities that offer journalism, broadcasting and radio and television arts programs in the GTA.
iii. Who within the organization reviews this input and 
feedback?

Our Manager of Human Resources reviews and sorts all of our viewer feedback to assess attitudes toward our company and to answer any questions related to job opportunities, internships, cultural diversity and our company policies.  Our VP of Programming reviews feedback to assess the impact of our programming on our viewers.
iv. How is the input and feedback being used?

Viewer feedback directly affects our programming decisions.  We must listen to our audience in an effort to serve them better.  We also use feedback to help shape our internship and co-op programs.
(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.

The Score will continue to measure and report on the progress and success of its diversity strategies based on community feedback received via the mechanisms outlined earlier.  For example, The Score will monitor how reporters are used in the newsroom and how stories of cultural interest, as well as persons with disabilities, are reported and featured in its sports news and information programming.  Through its extensive community involvement, The Score management and personnel will continue to solicit the opinions of multicultural organizations and organizations representing persons with disabilities.

Ultimately, the result of these strategies will be that the station reflects the changing and diverse make up of the communities we serve, in a seamless fashion.

