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This year’s survey marks the tenth anniversary of the WICT PAR Initiative. 

Since 2003, the WICT PAR Initiative has measured the status of women 

employees in the cable industry. With an overarching goal of achieving 

stronger gender diversity in the industry, the initiative helps companies 

set goals, institutionalize policies, measure progress, and achieve results. 

This year’s survey results provide a picture of the current state of gender 

diversity in the cable telecommunications industry and offer insights into 

how the diversity of the industry has changed over the past ten years. The 

accompanying list of Best Companies for Women in Cable was derived 

from a scoring methodology consisting of a mix of quantitative and qual-

itative survey responses provided by survey participants. The case studies 

showcase the practices these companies are using to achieve stronger 

gender diversity.

According to a recent study, cable programmers, Multi-System Operators 

(MSOs), and related businesses directly employ 381,300 people in the 

United States.1 The twenty-five companies that responded to the survey 

represent approximately 225,000 U.S. full-time and part-time employ-

ees, or roughly 59% of this workforce, suggesting that the survey results 

are representative of the cable telecommunications industry. Nine of the 

twenty-five participating organizations are MSOs, thirteen are program-

mers, and three are either industry suppliers or nonprofit organizations.

In addition to capturing information on diversity at the highest leadership 

levels within the industry, as has been done in past surveys, this year’s 

survey captures information that enabled the creation of industry-wide 

Internal Labor Market (ILM) maps showing the workforce dynamics—i.e., 

hire rates, promotion rates, and exit rates—of women in the industry. 

Moreover, this information was used to generate projections of how 

representation of women at executive and management levels can be 

expected to change over the next five years. Each survey participant 

received ILM maps and projections reflecting its own organization’s work-

force dynamics. 

Furthermore, information from the Equal Employment Opportunity 

Commission’s (EEOC) Job Patterns for Minorities and Women in Private 

Industry database was used to generate four national representation 

benchmarks: (1) all industries in the U.S., (2) the Information sector, 

(3) the Broadcasting industry and (4) the Telecommunications industry. 

Each survey participant received custom representation benchmarks 

reflective of the organization’s largest work locations.

While the survey was conducted in 2013, survey respondents were asked 

to report on 2012 workforce demographics, by gender and race/ethnic-

ity, for a variety of job categories. Therefore, much of the data included 

in this report are labeled as 2013 data. This is consistent with how the 

PAR Initiative surveys have historically been conducted.

Women in Cable Telecommunications (WICT) and The National Association for Multi-Ethnicity in Communications 
(NAMIC) teamed up once again to combine their research surveys—PAR (Pay Equity, Advancement Opportunities and 
Resources for Work/Life Integration) Initiative and AIM (Advancement Investment Measurement)—for the 2013 NAMIC 
and WICT Cable Telecommunications Industry Diversity Survey. The survey was conducted by Mercer as the NAMIC 
and WICT third-party expert. The Walter Kaitz Foundation funded this project. The PAR Initiative is supported by all of 
WICT’s local chapters and underwritten by the Walter Kaitz Foundation.

ABOUT THIS REPORT

1Bortz Media & Sports Group, Inc. (2013). Cable Across America: An Economic Impact Report 2012. Retrieved from http://www.ncta.com.
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1

REPRESENTATION OF WOMEN

The results from the 2013 PAR Initiative sur-
vey show that the proportion of women who 
are full-time employees in the cable telecom-
munications industry is lower today than ten 
years ago (see Figure 1). In 2003, 39% of full-
time employees were women.2 The current fig-
ure stands at 34%; a decline of five percentage 
points. This figure is also lower than the four 
national benchmarks, which have represen-
tation of women ranging from 38% to 48%. 
Moreover, representation of women is lower for 
both MSOs and programmers (see Figure 2). In 
2003, 38% of MSO employees were women; the 
figure is 32% in 2013. The current representa-
tion of women among programmers is 45%, a 
decline of three percentage points from 2003. 

On the other hand, the percentage of execu-
tives and senior-level managers in the cable 
telecommunications industry that are women 
is higher than ten years ago. Currently, 28% 

of executives and senior-level managers are 
women, which is a one percentage point increase 
from 2003. This figure is comparable to the 
national cross-industry benchmark (29%), the 
Information sector benchmark (27%), and the 
Broadcasting industry benchmark (29%), while 
notably higher than the Telecommunications 
industry benchmark (20%). Female represen-
tation among executives and senior-level man-
agers at MSOs increased over the past ten years 
from 19% in 2003 to 25% in 2013 (see Figure 
3). Programmers experienced a five percentage 
point decline from 38% in 2003 to 33% in 2013.

Representation of women among entry- and 
mid-level managers currently stands at 37%.3 
This figure is close to the national benchmarks, 
which are all 38%. Looking at MSOs, 33% 
of first/mid-level officials and managers are 
women, which is five percentage points below 
the national benchmarks. The representation 

 2Throughout this report, figures for the historical representation of women in the cable telecommunications industry are from prior PAR Initiative reports.
 3Comparisons for entry- and mid-level managers to 2003 are not possible due to different management categories used in the 2003 PAR Initiative survey.
 4Alliance for Board Diversity. (2012). Missing Pieces: Women and Minorities on Fortune 500 Boards – 2012 Alliance for Board Diversity Census. Retrieved from http://theabd.org/Reports.html

of women among first/mid-level officials and 
managers among programmers is 49% in 2013, 
which exceeds the national benchmarks by 11 
percentage points.

Looking at the boards of directors of cable 
telecommunication companies, 15% of board 
members at MSOs are women and 16% of board 
members at programmers are women. These 
figures are comparable to the percentage of 
women on boards of directors at Fortune 500 
companies (16.6%), but lower than the percent-
age of women on boards of directors at Fortune 
100 companies (19.8%).4

EXECUTIVE SUMMARY
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Percentages have been rounded to the nearest whole number.

MULTI-SYSTEM OPERATORS
PROGRAMMERS

2003

FIGURE 2.
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60%
PERCENTAGE OF FULL-TIME EMPLOYEES THAT ARE WOMEN, 2003-2013

Percentages have been rounded to the nearest whole number.
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FIGURE 1.            PERCENTAGE OF EMPLOYEES THAT ARE WOMEN, 2003 VS. 2013
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Percentages have been rounded to the nearest whole number.

Percentages have been rounded to the nearest whole number.

MULTI-SYSTEM OPERATORS
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PERCENTAGE OF EXECUTIVES/SR. MANAGERS THAT ARE WOMEN OF COLOR, 2003 V. 2013
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REPRESENTATION OF WOMEN OF COLOR

Although women of color are a small percent-
age of executives and senior-level managers, 
there has been improvement over the past ten 
years (see Figure 4). The results from the 2013 
PAR survey show that women of color currently 
constitute 5% of executives and senior-level 
managers at cable telecommunications com-
panies. This is a two percentage point increase 
from ten years ago. Moreover, MSOs and pro-
grammers have both seen improvements over 
the past ten years. The percentage of executives 
and senior-level managers that are women of 
color at MSOs is 4%, compared to 1% in 2003. 
For programmers, the percentage of executives 
and senior-level managers that are women of 
color is 7%, while it was 5% in 2003. The repre-
sentation of women of color among executives 
and senior-level managers in the cable telecom-
munications industry overall and for MSOs is 
comparable to the national benchmarks, which 
range from 3%-5%, and higher than the bench-
marks for programmers.

Among entry- and mid-level managers, cur-
rently 12% are women of color. This figure 
matches the Broadcasting industry bench-
mark, but is higher than the other three bench-
marks, which range from 9%-11%. For MSOs, 
10% of first/mid-level officials and managers 
are women of color; for programmers, 15% 
of first/mid-level officials and managers are 
women of color.

Examining women of color on boards of direc-
tors, women of color constitute 3.2% of board 
directors at Fortune 500 companies and 3.9% 
of board directors at Fortune 100 companies.5 
Comparing these figures to board membership 
at cable telecommunication companies, 2% of 
board members at MSOs are women of color 
and 3% of board members at programmers are 
women of color. 

5 Ibid.
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WOMEN IN KEY CABLE 

TELECOMMUNICATIONS JOBS

Like the 2011 WICT PAR Initiative survey, 
the 2013 survey captured the prevalence of 
women in key cable telecommunications 
jobs for participating organizations. See 
the table “Representation of Women in Key 
Cable Telecommunications Jobs” and the 
table “Representation of Women of Color in 
Key Cable Telecommunications Jobs” sec-
tion for complete results. Among the nine key 
jobs examined, women are most prevalent in 
advertising sales, where they constitute 56% of 
advertising sales employees in the cable tele-
communications industry. This is two percent-
age points lower than the 2011 survey results. 
Women are also well-represented in call cen-
ter/customer support jobs, both management 
(50%) and non-management (56%). While the 
current representation of women in non-man-
agement call center/customer support jobs is 
the same as 2011, the representation of women 
in call center/customer support management 
jobs is four percentage points higher than in 
2011. Women are also prevalent in creative 
and/or content development jobs (43%), in 

enterprise/mid-market, business-to-business 
sales and support jobs (40%), and in regional 
management jobs (38%). 

WOMEN IN TECHNOLOGY

While the representation of women in tech-
nology jobs in the cable telecommunications 
industry continues to lag behind the represen-
tation of women in other key cable telecommu-
nications jobs, there have been some improve-
ments since the 2011 PAR Initiative survey. 
Currently, a third of digital media employees 
in the cable telecommunications industry are 
women, which represents a two percentage 
point increase from the 2011 survey results. 
Moreover, representation of women in digital 
media positions at MSOs increased substan-
tially between 2011 and 2013 (from 21% in 2011 
to 37% in 2013), although it declined for pro-
grammers (from 40% in 2011 to 32% in 2013). 
In technology jobs more broadly, women are 
far less prevalent. Women constitute only 14% 
of employees in technology non-management 
jobs. Representation of women in technology 

non-management jobs is lower for MSOs (11%) 
than for programmers (23%). Interestingly, 
women are more common in technology 
management jobs, where they make up 19% 
of employees in these jobs. This is a two per-
centage point drop from 2011. This drop in 
representation in technology management 
jobs was caused by a drop in representation 
from MSOs (from 23% in 2011 to 14% in 2013). 
Programmers, on the other hand, experienced 
an increase in female representation in tech-
nology management jobs, from 20% in 2011 to 
25% in 2013.
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Advertising Sales

Call Center/Customer Support

Call Center/Customer Support Management

Creative and/or Content Development

Digital Media

Enterprise/Mid-Market, Business-to-Business Sales and Support

Regional Management

56% 53% 59%

56% 56% 26%

50% 51% 0%

43% 33% 45%

33% 37% 32%

40% 37% 55%

38% 36% 44%

REPRESENTATION OF WOMEN IN KEY CABLE TELECOMMUNICATIONS JOBS
2013 

INDUSTRY
2013 

OPERATORS
2013 

PROGRAMMERS

Note: Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, non-profits).

Technology Management 19% 14% 25%

Technology Non-Management 14% 11% 23%

Advertising Sales

Call Center/Customer Support

Call Center/Customer Support Management

Creative and/or Content Development

Digital Media

Enterprise/Mid-Market, Business-to-Business Sales and Support

Regional Management

13% 8% 19%

33% 33% 6%

23% 23% 0%

14% 8% 15%

12% 7% 13%

13% 12% 17%

11% 9% 15%

REPRESENTATION OF WOMEN OF COLOR IN KEY CABLE 
TELECOMMUNICATIONS JOBS

Note: Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, non-profits).

Technology Management 7% 3% 11%

Technology Non-Management 6% 5% 11%

2013 
INDUSTRY

2013 
OPERATORS

2013 
PROGRAMMERS
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INTERNAL LABOR MARKET 

MAPS AND PROJECTIONS

Every company has an internal labor market—
either by design or default. People are selected 
in and they advance, perform, stay, or leave 
in response to an organization’s unique mix 
of workforce management practices. Internal 
labor market dynamics constantly shape an 
organization’s workforce.6

An Internal Labor Market (ILM) map is one 
way an organization can visualize its internal 
labor market. ILM maps are “system-at-a-
glance” descriptive summaries of key aspects 
of an organization’s workforce dynamics. The 
maps display where employees reside and how 
they move according to career levels inside the 
organization. Career levels represent major 
points of career advancement within the orga-
nization. Each career level has a different level 
of responsibility, authority, job scope, and pay. 
The ILM map depicts headcount at each career 
level, entry into career levels from the outside 
(via hiring) versus from below (via promo-
tions), and departures from the organization. 

6For a more detailed look at managing internal labor markets, see Nalbantian, H., Guzzo, R., Kieffer, D., & Doherty, J. (2004). Play to Your Strengths: Managing Your Internal Labor Markets for 
 Lasting Competitive Advantage. New York, NY: McGraw Hill. 
7 The ILM map reflects 24 organizations that provided the information needed to create the map.
8The Blue Collar career level has been excluded from the ILM map. 
9Headcount is the average of the number of full-time employees on December 31, 2011 and December 31, 2012. 
10Promotion rate is the number of promotions from one level to the next, divided by the headcount in the originating level. 

11Hire rate is the number of hires into a level, divided by the average active headcount at that level. 
 12Exit rate is the number of exits at each level, divided by the headcount at that level. 

13The ILM map by gender reflects 24 organizations that provided the information needed to create the map.

The ILM map in Figure 5 depicts the flow of tal-
ent in 2012 throughout the organizations that 
participated in the 2013 PAR Initiative survery 
and paints a picture of the workforce dynamics 
in the cable telecommunications industry.7 The 
ILM map has four career levels—executives/sr. 
managers; managers; professionals; and staff.8 
The horizontal bars in the center of the map rep-
resent the 2012 headcount at each career level.9 
The longer is the bar is, the more people at a 
career level. The shape of the ILM map shows 
that the bulk of employees in the cable telecom-
munications industry are located at the staff 
level (~57%), with considerably fewer people at 
the professional and manager levels (about 20% 
in each level), and even fewer at the executive/
sr. manager level (~2.7%). 

In terms of promotion rates,10 there is limited 
upward mobility out of the staff level (4.3% 
promotion rate), more robust movement from 
the professional level to the manager level (12% 
promotion rate), and very limited movement 
into the executive/sr. manager level (1.5% pro-
motion rate). With regard to hire rates at each 

career level,11 they are higher at lower levels, sug-
gesting that the primary ports of entry into the 
industry are at the staff and professional levels. 
Finally, the map indicates the 2012 exit rate at 
each career level.12 Like hire rates, exit rates are 
higher at lower levels of the career hierarchy. 

The ILM map in Figure 6 depicts the flow of 
women and men in 2012 throughout the cable 
telecommunications industry.13 The red portion 
of the bar represents the number of women in 
each career level, while the mustard portion 
represents the number of men. The represen-
tation of women declines as the career level 
increases. The map also depicts promotion 
rates from one career level to the next for men 
versus women. At each career level, the pro-
motion rate for women is below that of men. 
Looking at hire rates, across the four career 
levels, the female hire rate is higher than the 
male higher rate, indicating industry efforts to 
improve female representation at all career lev-
els. As for exits, with the exception of the exec-
utive/sr. manager level, exit rates are higher for 
women than for men.
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HIRE RATE

EXEC/SR. MGRS

MANAGERS

PROFESSIONALS

STAFF

# OF EMPLOYEES EXIT RATEPROMOTION RATE

FIGURE 5.       INTERNAL LABOR MARKET MAP FOR THE CABLE TELECOMMUNICATIONS INDUSTRY

The ILM map reflects 24 organizations that provided the information needed to create the map. The map excludes blue collar workers.

# OF EMPLOYEES6.9%

9.1%

16.7%

26.8%

1.5%

12.0%

4.3%

4,765

37,250

35,472

10.1%

10.6%

14.8%

27.1%

HIRE RATE

EXEC/SR. MGRS

MANAGERS

PROFESSIONALS

STAFF

# OF EMPLOYEES EXIT RATEPROMOTION RATE

FIGURE 6.        INTERNAL LABOR MARKET MAP FOR THE CABLE TELECOMMUNICATIONS INDUSTRY BY GENDER

The ILM map reflects 24 organizations that provided the information needed to create the map. The map excludes blue collar workers.

FEMALE

MALE

7.4%

9.7%

17.3%

28.1%

6.7%

8.8%

16.3%

25.8%

1.3%

11.4%

3.7%

1.6%

12.3%

4.9%

1,497

46,642

13,056

14,048

3,268

22,416

23,202

54,662

10.0%

12.0%

16.3%

30.0%

10.1%

9.7%

13.8%

24.7%

101,304
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2012

FIGURE 7.

2013 2014 2015 2016 2017

38%

37%

36%

35%

34%

30%

39%

PROJECTED REPRESENTATION OF WOMEN AT EXECUTIVE AND MANAGEMENT LEVELS OVER THE NEXT FIVE YEARS

31%

32%

33%

40%
PERCENT OF EXECUTIVES AND MANAGERS THAT ARE WOMEN 

WITH SIMULTANEOUS ADJUSTMENTS

WITH ADJUSTED PROMOTIONS

WITH ADJUSTED TURNOVER

BASELINE

baseline). If the promotion rate for women 
at each level is brought up to the promotion 
rate for men, representation of women at 
executive and manager levels is expected to 
remain steady over the next five years (see 
purple adjusted promotions line). If the exit 
rates for women at the staff, professional, and 
manager career levels are reduced to match 
the exit rates of men at these levels, represen-
tation of women at executive and manager 
levels is expected to increase over the next 
five years to about 37% (see mustard adjusted 

turnover line). Lastly, if both the promotion 
rates and turnover rates of women, where 
they are not on par with their males counter-
parts, are brought into alignment, represen-
tation of women at executive and manager 
levels is expected to increase over the next 
five years to more than 38% (see red simulta-
neous adjustments line). 

Figure 7 shows how the representation of 
women at executive and management levels 
is projected to change over the next five years 
under different scenarios regarding future 
workforce dynamics in the cable telecommu-
nications industry. Assuming the workforce 
dynamics experienced in 2012—i.e., hire 
rates, promotion rates, and exit rates—con-
tinue over the next five years, representation 
of women at executive and manager levels is 
expected to decline over the next five years 
from approximately 36% to 35% (see white 
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WITHOUT ADJUSTMENT 
THE REPRESENTATION 
OF WOMEN AT EXECUTIVE 
AND MANAGER LEVELS IS 
EXPECTED TO DECLINE TO 

 35%
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REPRESENTATION OF WOMEN IN 
CABLE TELECOMMUNICATIONS

All Employees

Professionals

First/Mid-Level Officials and Managers

Executive/Senior-Level Officials and Managers

Board of Directors

2013 INDUSTRY SCORECARD

2013 
Industry

2013 
Operators

2013 
Programmers

48%

54%

38%

29%

17%/20%

43%

37%

38%

20%

—

38%

40%

38%

29%

—

Note: A dash (-) indicates data were not available. Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, 
non-profits). With the exception of Board of Directors, national benchmarks are from the Equal Employment Opportunity Commission’s (EEOC) Job Patterns for Minorities and Women in 
Private Industry database. For Board of Directors, the national benchmarks are from the Alliance for Board Diversity’s Missing Pieces: Women and Minorities on Fortune 500 Boards – 2012 
Alliance for Board Diversity Census. The first number denotes the representation of women on the boards of Fortune 500 companies. The second number denotes the representation of 
women on the boards of Fortune 100 companies. 

2013 National 
Benchmark 

All Industries

2013 National 
Benchmark 
Information 

Sector

2013 National 
Benchmark 

Telecomm 
Industry

2013 National 
Benchmark 

Broadcasting 
Industry

43%

38%

38%

27%

—

45%

43%

49%

33%

16%

32%

33%

33%

25%

15%

34%

38%

37%

28%

29%

REPRESENTATION OF WOMEN OF COLOR 
IN CABLE TELECOMMUNICATIONS

Professionals

First/Mid-Level Officials and Managers

Executive/Senior-Level Officials and Managers

Board of Directors

2013 
Industry

2013 
Operators

2013 
Programmers

14%

9%

4%

3%/4%

13%

11%

3%

—

13%

12%

5%

—

Note: A dash (-) indicates data were not available. Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, 
non-profits). With the exception of Board of Directors, national benchmarks are from the Equal Employment Opportunity Commission’s (EEOC) Job Patterns for Minorities and Women in 
Private Industry database. For Board of Directors, the national benchmarks are from the Alliance for Board Diversity’s Missing Pieces: Women and Minorities on Fortune 500 Boards – 2012 
Alliance for Board Diversity Census. The first number denotes the representation of women on the boards of Fortune 500 companies. The second number denotes the representation of 
women on the boards of Fortune 100 companies. 

2013 National 
Benchmark 

All Industries

2013 National 
Benchmark 
Information 

Sector

2013 National 
Benchmark 

Telecomm 
Industry

2013 National 
Benchmark 

Broadcasting 
Industry

11%

10%

5%

—

17%

15%

7%

3%

12%

10%

4%

2%

14%

12%

5%

6%
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PERCENT OF ORGANIZATIONS ENGAGING IN KEY DIVERSITY PRACTICES

The organization develops strategies to ensure diversity in its suppliers, con-
tractors, etc.

Targeted leadership development opportunities are designed to increase diversity in 
higher-level positions within the organization (e.g., mentoring, coaching, etc.)

Retention strategies are designed to help retain a diverse workforce

Mentoring programs for women and minorities

Diversity awareness is celebrated in the form of different cultural events (e.g., 
Black history month, Hispanic heritage month, etc.)

70%

61%

57%

57%

57%

89%

78%

78%

56%

56%

55%

64%

45%

73%

64%

Organization’s employee attitude/satisfaction/engagement survey includes 
items that relate to organizational diversity

People managers are held accountable for diversity-related tasks or out-
comes in the performance management process

Leadership development opportunities are specifically tailored for diverse employees

Sponsorship programs for women and minorities

Employee affinity groups/ERGs exist in the organization (e.g., employee resource 
networks, which are groups formed around an aspect of diversity)

Bonus/incentive pay for management is linked to the achievement of 
organizational diversity goals

52% 67% 55%

43% 78% 18%

43% 56% 45%

39% 67% 27%

30% 33% 36%

22% 11% 36%

26% 22% 27%

Note: Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, non-profits).

Recruiting strategies are designed to help increase diversity within the organization

The organization collects measurements/metrics on diversity-related practices

Community outreach is related to diversity (e.g., links between organization and 
educational institutions, government, etc.)

96%

74%

74%

89%

89%

89%

100%

82%

82%

The organization aligns diversity with business goals and objectives 70% 89% 64%

Programs with a focus on global/international diversity exist in the organization

2013 
INDUSTRY

2013 
OPERATORS

2013 
PROGRAMMERS13
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Flextime

Telecommuting on a full-time basis

Telecommuting on a part-time basis

Shift flexibility

Compressed work weeks

Job sharing

On-ramping for elder care givers or parents re-entering workforce

81% 100% 60%

76% 88% 60%

71% 75% 60%

60% 100% 40%

52% 75% 50%

35% 14% 60%

26% 14% 33%

PERCENT OF ORGANIZATIONS WITH FLEXIBLE WORKING BENEFITS

Note: Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, non-profits).

Ensures the corporate vision statement incorporates diversity

Has diversity related personal quote on the corporate website

Takes responsibility for signing off on diversity metrics and programs

Regularly meets with various employee resource groups / affinity groups

Assigns individuals to be members of the diversity council

Formally heads up the diversity council

Takes responsibility for signing off on executive compensation targets tied to diversity

77% 100% 82%

55% 75% 45%

45% 50% 45%

36% 50% 27%

32% 38% 27%

23% 38% 18%

18% 25% 9%

WAYS IN WHICH CEOS DEMONSTRATE SUPPORT FOR DIVERSITY INITIATIVES

Note: Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, non-profits).

Takes responsibility for signing off on supplier diversity goals 18% 38% 0%

2013 
INDUSTRY

2013 
OPERATORS

2013 
PROGRAMMERS

2013 
INDUSTRY

2013 
OPERATORS

2013 
PROGRAMMERS
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Executive/Senior-Level Officials and Managers

First/Mid-Level Officials and Managers

Entry-Level Employees

59% 44% 67%

41% 56% 33%

0% 0% 0%

65% 56% 67%

35% 44% 33%

0% 0% 0%

59% 56% 50%

PERCENT OF ORGANIZATIONS OFFERING DIVERSITY TRAINING

Note: Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, non-profits).

Mandatory

Voluntary

No Training

Mandatory

Voluntary

No Training

Mandatory

Voluntary

No Training

41% 44% 50%

0% 0% 0%

Organization has staff dedicated exclusively to diversity

Organization has an internal group that focuses on diversity

If organization has an internal group, Senior Executive, CEO and/or direct report is 
a member of the group

43% 56% 45%

59% 67% 50%

92% 100% 80%

DIVERSITY-RELATED STAFF AND INTERNAL GROUPS

Note: Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, non-profits).

2013 
INDUSTRY

2013 
OPERATORS

2013 
PROGRAMMERS

2013 
INDUSTRY

2013 
OPERATORS

2013 
PROGRAMMERS
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The nine MSOs that participated in the 2013 
PAR Initiative survey employ more than 
185,000 people. The proportion of full-time 
employees at MSOs that are women is lower 
today than ten years ago. Currently, 32% of 
employees are women; the figure was 38% in 
2013. This figure is also lower than the four 
national benchmarks. At the executive- and 
senior-level manager level, however, female 
representation at operators increased six per-
centage points over the past ten years (from 
19% in 2003 to 25% in 2013), although the 

current representation is generally lower than 
the national benchmarks. Among entry- and 
mid-level managers, representation of women 
at MSOs is 33%, which is lower than the 
national benchmarks. Looking at the boards 
of directors of MSOs, 15% of board members 
are women, which is less than the percent of 
women on boards of directors at Fortune 500 
companies (16.6%) and Fortune 100 compa-
nies (19.8%). 

KEY FINDINGS FOR OPERATORS

AT THE EXECUTIVE/
SENIOR LEVEL, FEMALE 
REPRESENTATION 
HAS INCREASED FROM 
19% TO 

 25% 
SINCE 2003
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Looking at women of color at operators, the per-
centage of executives and senior-level managers 
that are women of color is 4%, which is three 
percentage points higher than the figure in 2003. 
The current representation is comparable to the 
national benchmarks. For entry- and mid-level 
managers, 10% are women of color, with the 
benchmarks ranging from 9%-12%. Examining 
boards of directors at MSOs, women of color con-
stitute 2% of board members, which is lower than 
at Fortune 500 companies (3.2%) and Fortune 
100 companies (3.9%). 

For each of the employee groups discussed 
above, representation of women is lower for 
MSOs than for programmers. In terms of diver-
sity practices, however, MSOs are more likely 
than programmers to engage in many of the key 
diversity practices examined in the survey. For 
example, 78% of MSOs reported that managers 
are held accountable for diversity-related tasks 
or outcomes in the performance management 
process. This figure is 18% for programmers. 
Moreover, 67% of MSOs have sponsorship pro-
grams for women and minorities, compared to 

27% of programmers. MSOs are also more likely 
than programmers to have many of the flexible 
working benefits included in the survey. Most 
notably, all of the responding MSOs have flex-
time and shift flexibility. The comparable figures 
for programmers are 60% and 40%, respectively. 

HIRE RATE

EXEC/SR. MGRS

MANAGERS

PROFESSIONALS

STAFF

# OF EMPLOYEES EXIT RATEPROMOTION RATE

FIGURE 8.              INTERNAL LABOR MARKET MAP FOR MULTI-SYSTEM OPERATORS

The ILM map reflects 8 organizations that provided the information needed to create the map. The map excludes blue collar workers.

9.1%

8.3%

18.8%

27.6%

1.0%

15.8%

3.5%

10.9%

10.7%

16.7%

28.3%

1,802

94,004

25,888

21,542

# OF EMPLOYEES
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exception of the hire rate at the executive/sr. 
manager level, hire rates are modestly higher for 
women as compared to men. Across all levels, 
exit rates are higher for women than for men. 

Figure 10 shows that if the workforce dynamics 
experienced by MSOs in 2012 continues over 
the next five years, representation of women at 
executive and manager levels can be expected 
to decline over the next five years from approx-
imately 32% to less than 30%. However, if the 
promotion and turnover rates of women, where 
they are not commensurate with their male 
counterparts, are brought into alignment, rep-
resentation of women at executive and man-
ager levels can be expected to increase over the 
next five years to more than 34%.

WITHOUT CHANGE, THE 
PERCENTAGE OF WOMEN 
AT EXECUTIVE AND 
MANAGER LEVELS IS 
EXPECTED TO DECLINE 
FROM 32% TO

 30%

The ILM map in Figure 8 shows the flow of 
talent in 2012 throughout the participating 
MSOs.14 The majority of employees are located 
at the staff level (~66%). About 15% are at the 
professional level and 18% are at the manager 
level. A modest 1.3% of employees are at the 
executive/sr. manager level. As we saw with the 
overall ILM map for the cable telecommunica-
tions industry, upward mobility out of the staff 
level at multi-system operators is limited (3.5% 
promotion rate), with considerably more move-
ment from the professional level to the man-
ager level (15.8% promotion rate). Moves into 
the executive/sr. manager level are rare (1% 
promotion rate). Hire rates and exit rates are 
higher at lower levels of the career hierarchy.

The ILM map in Figure 9 depicts the flow of 
women and men in 2012 for MSOs. The map 
shows that representation of women is lower at 
higher career levels. Moreover, at each career 
level, the promotion rate for women is lower 
than the promotion rate for men. With the 

 14The ILM map reflects 8 multi-system operators that provided the information needed to create the map. The Blue Collar career level has been excluded from the ILM map. 
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HIRE RATE

EXEC/SR. MGRS

MANAGERS

PROFESSIONALS

STAFF

8.9%

8.6%

18.8%

28.9%

# OF EMPLOYEES EXIT RATEPROMOTION RATE

0.8%

14.2%

2.6%

11.3%

12.4%

18.7%

31.3%

470

42,896

8,516

7,342

FIGURE 9.        INTERNAL LABOR MARKET MAP FOR MULTI-SYSTEM OPERATORS BY GENDER

9.2%

8.2%

18.8%

26.5%

1.1%

16.6%

4.2%

1,332

17,372

14,200

51,108

10.7%

9.9%

15.7%

25.8%

The ILM map reflects 8 organizations that provided the information needed to create the map. The map excludes blue collar workers.

FEMALE

MALE

2012

FIGURE 10.

2013 2014 2015 2016 2017

33%

32%

31%

30%

29%

25%

34%

PROJECTED REPRESENTATION OF WOMEN AT EXECUTIVE AND MANAGEMENT LEVELS OVER 
THE NEXT FIVE YEARS FOR MULTI-SYSTEM OPERATORS

26%

27%

28%

35%
PERCENT OF EXECUTIVES AND MANAGERS THAT ARE WOMEN 

WITH SIMULTANEOUS ADJUSTMENTS

WITH ADJUSTED PROMOTIONS

WITH ADJUSTED TURNOVER

BASELINE
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 15The ILM map reflects 13 programmers that provided the information needed to create the map. 
 The Blue Collar career level has been excluded from the ILM map.

Collectively, the thirteen programmers that 
participated in the 2013 WICT PAR Initiative 
survey employ more than 35,000 people. The 
survey results show that the proportion of full-
time employees that are women is lower today 
than in 2003. Specifically, the representation of 
women across programmers was 48% in 2003; 
the current representation is 45%. Despite this 
decline, the current figure exceeds three out 
of the four national benchmarks. Similarly, 
the percentage of executives and senior-level 
managers that are women is lower than ten 
years ago (38% in 2003 versus 33% in 2013), 
although the current figure exceeds the four 
national benchmarks. Among entry- and mid-
level managers, the current representation of 
women at programmers is 49%, which also 
exceeds all four of the national benchmarks. 
Sixteen percent of board members at program-
mers are women. This figure is similar to the 
representation of women on boards of directors 
at Fortune 500 companies (16.6%), but lower 
than the representation of women on boards of 
directors at Fortune 100 companies (19.8%).

The survey results show that across the partici-
pating programmers, women of color currently 
constitute 7% of executives and senior-level 
managers, which is a two percentage point 
increase from 2003. Moreover, 15% of first/mid-
level officials and managers are women of color. 
Both of these figures exceed the four national 
benchmarks. Across programmers, 3% of board 
members are women of color. This figure is com-
parable to that of Fortune 500 companies (3.2%) 
and Fortune 100 companies (3.9%). 

In terms of female representation, program-
mers outperform MSOs. That said, of the 
diversity practices examined in the survey, 
programmers are generally less likely to 
engage in these practices. One notable excep-
tion is that all of the responding programmers 
report having recruiting strategies that are 
designed to help increase diversity within the 
organization (as compared to 89% of MSOs). 
Moreover, programmers are more likely to 
have mentoring programs for women and 
minorities (73% of programmers versus 56% 

KEY FINDINGS FOR PROGRAMMERS

of MSOs). With the exception of job sharing 
and on-ramping for elder care givers or par-
ents re-entering workforce, programmers are 
also less likely than MSOs to offer flexible 
working benefits. 

The ILM map in Figure 11 shows the flow of 
talent in 2012 throughout the participating 
programming organizations.15 Unlike the 
ILM map for the cable telecommunications 
industry overall and the ILM map for MSOs, 
the largest career level for programmers is 
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the professional level (45%), followed by the 
manager level (27%). Only 20% of employees 
are at the staff level, with the remaining 8% 
at the executive/sr. manager level. Moreover, 
unlike the overall ILM map and the multi-sys-
tem operator ILM map, the movement rate out 
of the staff level into the professional level is a 
robust 15.7%. Furthermore, as seen in a more 
traditional career hierarchy, promotion rates 
decline moving up the hierarchy. The hire 
rates show that the primary points of entry 
into these organizations are at the lower career 

levels, although hires occur at all levels. Lastly, 
exit rates are notably lower at the professional 
and staff levels for programmers (11.9% and 
12.6%, respectively) as compared to the exit 
rates at these levels for MSOs (16.7% and 
28.3%, respectively).

The ILM map in Figure 12 illustrates the flow 
of women and men for programmers in 2012. 
While the representation of women generally 
declines moving up the career hierarchy, the 
representation of women is higher at the man-

AT THE EXECUTIVE/
SENIOR MANAGER 
LEVELS FEMALE 
REPRESENTATION 
HAS DECREASED 
FROM 38% TO

 33%
SINCE 2003

HIRE RATE

EXEC/SR. MGRS

MANAGERS

PROFESSIONALS

STAFF

# OF EMPLOYEES EXIT RATEPROMOTION RATE

FIGURE 11.       INTERNAL LABOR MARKET MAP FOR PROGRAMMERS

The ILM map reflects 13 organizations that provided the information needed to create the map. The map excludes blue collar workers.

# OF EMPLOYEES2,679

6,704

8,986

14,818

9.7%

10.4%

11.9%

12.6%

2.7%

7.0%

15.7%

5.7%

11.6%

14.2%

18.1%
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IF CURRENT 
TRENDS CONTINUE, 
REPRESENTATION OF 
WOMEN AT EXECUTIVE 
AND MANAGER LEVELS 
WOULD BE EXPECTED 
TO INCREASE OVER THE 
NEXT FIVE YEARS TO 
MORE THAN

 47%

Looking at Figure 13 shows that if the recent work-
force dynamics experienced by programmers 
persist over the next five years, representation of 
women at executive and manager levels would be 
expected to increase over the next five years from 
slightly less than 46% to more than 47%. More-
over, if programmers successfully reduce the 
turnover rates of women at the manager level and 
below, such that they match those of men at these 
levels, representation of women at executive and 
manager levels would be expected to increase 
over the next five years to more than 49%.

ager level (49%) than at the professional lev-
el (43%). Moreover, with the exception of the 
promotion rate into the executive/sr. manager 
level, promotion rates at each level are high-
er for women than for men. The hire rate for 
women at each level exceeds the hire rate for 
men, showing that programming organizations 
are successfully recruiting women into their 
organizations. However, with the exception of 
exits at the executive/sr. manager level, exit 
rates are higher for women than for men.
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2012

FIGURE 13.

2013 2014 2015 2016 2017

49%

45%

PROJECTED REPRESENTATION OF WOMEN AT EXECUTIVE AND MANAGEMENT LEVELS 
OVER THE NEXT FIVE YEARS FOR PROGRAMMERS

46%

47%

48%

50%
PERCENT OF EXECUTIVES AND MANAGERS THAT ARE WOMEN 

WITH SIMULTANEOUS ADJUSTMENTS

WITH ADJUSTED PROMOTIONS

WITH ADJUSTED TURNOVER

BASELINE

HIRE RATE

EXEC/SR. MGRS

MANAGERS

PROFESSIONALS

STAFF

# OF EMPLOYEES EXIT RATEPROMOTION RATE

FIGURE 12.     INTERNAL LABOR MARKET MAP FOR PROGRAMMERS BY GENDER

The ILM map reflects 13 organizations that provided the information needed to create the map. The map excludes blue collar workers.
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BEST COMPANIES FOR WOMEN IN CABLE 

Responses to the 2013 WICT PAR Survey were used to 
identify the top five multi-system operators and the top 
five programmers. Scoring of participating organizations 
was based on a combination of quantitative and qualitative 
survey responses. The key quantitative factors included 
in the scoring methodology were the representation of 
women and women of color in executive and management 
level positions and the degree of parity between males and 
females in terms of an organization’s promotion, hire, and 
exit rates. The key qualitative factors included in the scor-
ing methodology were company policies and practices that 
indicate a strong commitment to diversity and inclusion, 

as well as company policies and practices that specifi-
cally support Pay equity, Advancement opportunities, and 
Resources for work/life integration. The quantitative fac-
tors measure how well an organization is performing in 
terms of attracting, promoting, and retaining women, while 
the qualitative factors measure how well an organization is 
performing in terms of putting in place policies and prac-
tices that support a diverse work environment. The case 
studies that follow illustrate the key practices these com-
panies are using to improve gender diversity in the cable 
telecommunications industry.

BEST OPERATORS BEST PROGRAMMERS

COMCAST & COX COMMUNICATIONS (TIE)

BRIGHT HOUSE NETWORKS

TIME WARNER CABLE

MIDCONTINENT COMMUNICATIONS

SUDDENLINK COMMUNICATIONS

NBC UNIVERSAL

DISCOVERY COMMUNICATIONS

SCRIPPS NETWORKS INTERACTIVE

DISNEY ABC TELEVISION GROUP

TURNER BROADCASTING SYSTEM, INC.
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As a global media and technology company, 
Comcast is proud of its reputation as an employer 
of choice for women. The company’s approach 
to advancing women is part of a comprehensive, 
company-wide diversity and inclusion strategy 
that leverages best practices from throughout 
the organization, industry, and community.

There are several unique aspects of Comcast’s 
diversity structure, including an innovative 
external Joint Diversity Advisory Council (JDC), 
which provides advice to senior executive teams 
regarding the company’s development and 
implementation of diversity and inclusion initia-
tives. The JDC is comprised of national leaders 
in business, politics, and civil rights represent-
ing various diverse constituencies, including 
women. Comcast’s Internal Diversity Council is 
composed of Senior Executives who guide their 
respective business units in implementing and 
sustaining successful diversity and inclusion 
practices, cross-company. They lead by exam-
ple and consistently work to ensure that the 
company demonstrates a best-in-class culture 
of diversity and inclusion. Representatives meet 
regularly to discuss progress on initiatives and 
ways to strengthen the company’s commitment 
to diversity and inclusion. 

Comcast continues to build a more diverse, inclu-
sive, and engaged workforce with company-wide 

initiatives to select, develop, and promote diverse 
candidates. Comcast focuses on developing tal-
ented women through a robust array of inter-
nal and external leadership, mentoring, and 
sponsorship programs. For example, Comcast’s 
Executive Leadership Career Advancement 
Program (ELCAP) is designed to accelerate 
participants’ career growth through executive 
sponsorship, individual development plans, and 
group learning events; the majority of current 
ELCAP participants are women. In partnership 
with the Wharton School of Business, Comcast 
launched its Women in Leadership (WIL) pro-
gram, which provides an unprecedented learning 
opportunity for the highest-ranking women at 
Comcast. WIL focuses on finance and technology, 
delegation management, public speaking, and 
networking, and nearly 40% of 2012 WIL gradu-
ates received a promotion or expanded responsi-
bilities. Comcast also offers a Women’s Series on 
Executive Presence for Mid-Level Management. 
This four-day program addresses topics like 
owning a personal brand, driving career deci-
sions, and gender differences in the workplace. 
Comcast employees also participate in WICT’s 
Betsy Magness Leadership Institute and Senior 
Executive Summit at Stanford Graduate School 
of Business, a master class immersion program 
designed to educate high-ranking women in 
cable, giving them the tools and knowledge they 
need to hone their skills.

To further enhance Comcast’s inclusive cul-
ture, the company launched eight Employee 
Resource Groups (ERGs) in 2011, including a 
Women’s Network. The ERGs assist in iden-
tifying best practices, serve as an additional 
resource for attracting, promoting, and retain-
ing the best talent at all levels, and provide 
professional and leadership development for 
members. The Women’s Network@Comcast 
develops and advances women at the com-
pany by providing a forum to network, as 
well as opportunities for professional growth. 
For example, the Women’s Network Annual 
Summit includes panel discussions and offers 
members the opportunity to network with 
senior leadership. Throughout the year, the 
Women’s Network hosts networking events, 
speaker sessions, and educational sessions on 
career advancement. Members also participate 
in the Comcast ERG Mentorship Program. 

To cultivate a pipeline of talented female can-
didates, Comcast partners with various profes-
sional organizations and industry associations 
focused on women, participating in their recruit-
ing events and other programming throughout 
the year. The company works strategically with 
these organizations to create awareness of career 
opportunities at Comcast, especially in STEM-
related fields and others where women have 
been historically underrepresented.

CASE STUDY: 2013 BEST OPERATOR
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Diversity and inclusion is one of the core val-
ues at Cox Communications, the Top Operator 
for Women according to the 2013 NAMIC and 
WICT Cable Telecommunications Industry 
Workforce Diversity Survey. For years, Cox has 
been advancing women and promoting diversity 
as a strategic goal aided by a National Diversity 
Council. The Council and its subcommittees are 
extremely active in defining strategy and goals in 
four key areas: People, Customers, Community 
and Suppliers. 

For the eighth consecutive year, Cox is one of 
the PAR Best Operators. With leadership buy-in 
and support that goes all the way up to President 
Pat Esser, the company is committed to meet-
ing its organizational goals around diversity and 
continues its strong advocacy of strategic plan-
ning and leadership development. In addition to 
a committed and dedicated CEO, other Senior 
leaders, including Chief People Officer Rhonda 
Taylor, are closely involved in the effort, and 
enable a truly inclusive culture at Cox. 

The company is a long-standing advocate of 
leadership development, which results in strong 
representation of women throughout the orga-
nization. Talent development is an established 
practice at Cox, and there is a tradition of devel-
oping from within. According to Rhonda Taylor, 

Cox has always been an advocate of bringing up 
people from lower ranks, and even President Pat 
Esser started his career in the company working 
in local ad sales. He and others like him have 
been the beneficiaries of training, development 
and career advice, and will credit this aspect of 
the Cox culture for their success. 

This culture of development and approach to 
promoting from within is proving beneficial to 
Cox women as well. A broad range of leadership 
development offerings provide women at every 
level of the organization with access to both tar-
geted supervisory skills training and strategic 
leadership courses, as well as opportunities to 
leverage relationships so critical to career devel-
opment in any company.

To this end, Cox leverages an alumni network 
of women who have attended WICT profes-
sional development courses. This group of 
women leaders meets regularly and members 
get involved in community activities on behalf 
of Cox. The women’s network also sponsors 
events including a speaker series, as well as 
events that connect members with Cox leaders 
to discuss career development issues. In these 
development events, Senior leaders at Cox par-
ticipate in meetings where they are able to offer 
personal advice and share best practices on lead-
ership. They talk about personal professional 

development with women, and all employees 
who attend the events benefit from the exposure 
and learning. In addition to helping feed the 
talent pipeline with outstanding female talent, 
these internal and external activities impact and 
improve the culture of inclusion for women and 
all employees.

It is also a highlight of the Cox culture to encour-
age and support work/life integration and flex-
ibility by allowing employees to adjust their 
workday to accommodate their needs. Cox has 
been an innovator in virtual work solutions and 
flexible working arrangements. In addition, the 
company regularly analyzes pay to be sure all 
employees are rewarded equitably.

Lissiah Hundley, Director, Diversity and 
Inclusion, credits Cox’s achievements in diver-
sity and inclusion to its exemplary committed 
leadership, a strong and supportive culture, and 
the fact that diversity is not a standalone effort, 
but rather embedded into all aspects of the busi-
ness and its communications. With the strong 
foundational structure, she is anticipating even 
more success for women at Cox in 2014.

CASE STUDY: 2013 BEST OPERATOR

27

2
0

13 W
IC

T P
A

R
 IN

ITIA
TIV

E
 E

X
E

C
U

TIV
E

 R
E

P
O

R
T



CASE STUDY: 2013 BEST PROGRAMMER

A robust infrastructure that leverages strong 
internal and external resources to drive the 
business is a hallmark of the approach to 
diversity and inclusion at NBCUniversal. For 
both NBCUniversal and Comcast, the compa-
ny’s external Joint Diversity Advisory Council 
(JDC) provides advice to senior executive 
teams regarding the development and imple-
mentation of diversity and inclusion initia-
tives. The JDC comprises national leaders in 
business, politics, and civil rights representing 
women, African Americans, Asian Americans, 
Hispanics, Native Americans, veterans, people 
with disabilities, and members of the lesbian/
gay/bisexual/transgender (LGBT) commu-
nity. Throughout the year, NBCUniversal’s 
Internal Diversity Council hold meetings to 
review initiatives and plans surrounding the 
company’s five focus areas — Governance, Our 
People, Supplier Diversity, Programming, and 
Community Investment. 

NBCUniversal also has several individual busi-
ness diversity councils in place which help 
diversity to drive the business. For example, 

recognizing a need to focus on content, the 
diversity council at NBC News enabled the 
organization to tap into experts from various 
communities to ensure high quality content.

The company’s diversity programs and lead-
ership development and training programs 
are designed to ensure that a steady pipe-
line of diverse talent is prepared for advance-
ment in the organization. Partnerships with 
external organizations like Women in Cable 
Telecommunications augment internal leader-
ship development and pipeline programs. High-
potential women from NBCUniversal partici-
pate in the Betsy Magness Leadership Institute.

At the grassroots level, NBCUniversal is tap-
ping into powerful longstanding employee net-
works, including one for women. The groups 
are a resource for NBCUniversal and provide 
feedback on products, policies and practices. 
And leaders derive a reverse mentoring effect 
from their involvement with the networks. For 
example, the involvement of a Senior male 
sponsor who was supporting the women’s 

network was the catalyst for evaluating training 
opportunities to see what was needed to move 
women to next level.

NBCUniversal regularly tracks its progress to 
see how women and diverse leaders are faring 
in terms of promotions and expanded respon-
sibilities. They monitor the retention rates of 
leadership program participants compared 
with the general population.
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Have pay equity policies and practices in place (i.e., compare pay of women to 
men, minorities to non-minorities)

Conduct pay equity analyses for women and minorities annually

Conduct pay equity analyses for women and minorities on something other than an 

Annual basis (e.g., adhoc basis, non-annual schedule)

57%

35%

56%

78%

44%

44%

45%

18%

73%

2013 
INDUSTRY

2013 
OPERATORS

2013 
PROGRAMMERS

FIGURE 14.             PAY EQUITY

Never conduct pay equity analyses for women and minorities other than an annual basis 

(e.g., adhoc basis, non-annual schedule)

Note: Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, non-profits).

9% 11% 9%

PAR CASE STUDY: 

PAY EQUITY
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For many years, Bright House Networks has had 
a guiding philosophy to pay its employees fairly. 
As part of their pay-for-performance merit 
plan, they conduct an annual analysis to be sure 
that employees are paid similarly for work that 
requires comparable skills and experience, and 
that compensation is based on the appropriate 
criteria. The merit plan also includes an equity 
portion, which is tied to the performance rating 
and helps ensure that employees progress in 
their salary range. As part of the merit process, 
any inequities that surface are corrected, and a 
detailed analysis is done on the overall Company 
results to ensure fairness.

Bright House Networks executives are encour-
aged to analyze compensation throughout the 
year to look at internal equity and focus on sev-
eral factors, including performance and tenure 
as well as gender and other factors. For new 

hires, especially in positions like service techni-
cians and customer care representatives where 
the organization does volume hiring, starting 
salaries are within a range but calibrations are 
done to be sure that criteria used to determine 
these are applied consistently. Bright House 
also continually educates hiring managers and 
HR staff members on this aspect of the selec-
tion process.

There is a similar approach to promotions. If an 
individual is promoted, the manager works with 
Human Resources and the compensation team 
to look internally at other employees with com-
parable job titles to ensure equity. According 
to Pamela Hagan, Corporate VP of Human 
Resources, “Fairness is ultimately the key to our 
Company’s pay philosophy and practices.”

Discovery Communications is committed 
to ensuring fairness in their pay practices. 
They review their compensation twice a year 
to ensure that there is no negative impact on 
the pay of women and minorities in the com-
pany. Every employee not on a performance 
improvement plan is eligible for a bonus, and 
Discovery’s comprehensive audit also looks at 
how women and minorities are impacted by 
bonuses. Additionally, employees are rewarded 
through Discovery’s STELLAR recognition 
program. This program celebrates accom-
plishments and contributions aligned with 
Discovery’s corporate values and growth traits 
by rewarding employees with cash, merchan-
dise or peer-to-peer (non-monetary) praise. 
These awards provide timely feedback for 
achievement and stimulate employee motiva-
tion for continued high performance.

Regular auditing of pay practices is a hallmark of Best Companies for Women in Cable. As organizations strive to eliminate 
gender gaps in leadership and representation at every level, attention to compensation and equity in all rewards is required. 
The practices of Best Companies exemplify the ongoing commitment necessary to provide fair pay and gender equity.
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Midcontinent has a disciplined approach to 
compensation, and considers fairness in pay a 
critical component of their diversity efforts. All 
salary increase recommendations, bonus/incen-
tive plans and commission plans are reviewed by 
the department Director, the Senior Executive 
Member for the department, and Human 
Resources. HR examines all compensation deci-
sions to ensure that women are compensated 
fairly and paid for their performance, knowl-
edge, and experience.

A robust approach to talent development is 
a key aspect of Turner’s diversity initiatives, 
which focus on the leadership development 
and retention of women, and include a robust 
approach to pay equity as part of their reten-
tion efforts. In this competitive industry, com-
panies are more frequently focusing on issues 
of compensation equity, and more employers 
are conducting self-audits of their pay prac-
tices. In this respect, Turner Broadcasting 
continues to lead the way in terms of proac-
tive practices. Because ensuring fairness in 
compensation is a significant responsibil-
ity for managers, coaching for managers on 
pay-related decisions is conducted regularly. 
And managers who understand the company’s 
approach and philosophy with respect to com-
pensation also help each other. 

Because compensation is so important, pay 
concerns are addressed not only during annual 
reviews, but also at other opportune times. For 
example, pay is also analyzed as part of the suc-
cession planning process, which allows compen-
sation patterns to be examined in the context of 
leadership potential and development.
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Have targeted leadership development opportunities that are designed to increase 
diversity in higher-level positions within the organization (e.g., mentoring, coaching, etc.)

Have mentoring programs for women and minorities

Have leadership development opportunities that are specifically tailored 

for diverse employees

61%

57%

43%

78%

56%

56%

64%

73%

45%

FIGURE 15.              ADVANCEMENT OPPORTUNITIES

Have sponsorship programs for women and minorities

Note: Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, non-profits).

39% 67% 27%

PAR CASE STUDY: 
ADVANCEMENT OPPORTUNITIES

2013 
INDUSTRY

2013 
OPERATORS

2013 
PROGRAMMERS
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After years of addressing diversity on the cre-
ative side of the house and focusing on behind-
the-camera and on-screen talent, Disney ABC 
began to work hard at workforce diversity within 
its senior leadership. Beginning with a series of 
conversations with Senior leaders more than 
two years ago, the company refreshed its diver-
sity strategy with a clear focus on workforce, 
workplace and marketplace. As part of the effort 
to expanding the focus beyond creative diversity 
to workforce diversity, Daisy Auger-Dominguez, 
Vice President, Recruitment and Organization & 
Workforce Diversity, began in her role at Disney 
ABC. To further embed diversity into the orga-
nization’s systems and processes with a focus on 
workforce, workplace and marketplace, recruit-
ment and diversity were blended into one team.  

Disney ABC leverages external organizations 
like WICT to provide development opportu-
nities for women Executives that supplement 
the company’s robust internal offerings. They 
support activities ranging from one-week lead-
ership summits or retreat, to a year-long men-
toring program. The diversity team works with 

leaders in talent development and HR business 
partners to identify women and minorities 
looking for a stretch assignment that would 
take them to the next level, and all three func-
tions work in partnership to determine who will 
benefit from these opportunities.

There are many opportunities to get involved in 
outreach and community events that can also 
develop current and potential leaders. These 
opportunities range from one-off speaking 
opportunities or participation on a panel, to lon-
ger-term formal programs. 

The company has had a formal mentoring pro-
gram for over five years, run by Leadership 
Development, which is for employees at the 
director-level and above. Participants are men-
tored for nine months by a Senior Executive (at 
the EVP and SVP level). There is strong gender 
diversity and representation of people of color in 
the program, and it is now being modeled across 
the organization. At the moment there is no for-
mal sponsorship program, but this may be part 
of future efforts.

One of the key areas of focus for Scripps has been 
talent acquisition and development, according 
to Vice President, External Relations, Diversity 
& Inclusion Crystal Washington. There is very 
little turnover at the top of the Scripps Networks 
organization above the SVP level.  Most open-
ings are at the director level and below, so 
development of existing female talent is one of 
the key areas of focus at Scripps. Until recently, 
the organization primarily utilized their outside 
partners for development. Women employees 
have had the opportunity to attend programs 
through WICT; these programs have been suc-
cessful, and employees who have attended these 
programs consistently rate them very highly. 
In 2014, Scripps will complement these exter-
nal programs and roll out an internal learning 
and development program, and will ensure 
that women are well-represented in the mix of 
employees participating in the program.

The company has laid a solid foundation for 
D&I work and, in 2014, Scripps will build on 
that foundation by launching employee resource 
groups for women as well as other employee 

Women’s advancement at the Best Companies for Women in Cable is fueled by strong leadership commitment and attention 
as well as targeted company policies and programs. From broad-based employee networks to targeted executive opportu-
nities, the following companies’ gender initiatives illustrate a range of practices employed to promote the development and 
advancement of women into leadership.
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groups. The networks will be launched first in 
larger markets and in the satellites, and each 
group will be assigned an executive sponsor, 
preferably one who reports directly to the CEO. 
The groundwork for the Scripps women’s ERG 
was done in 2013, under the leadership of 
Cynthia L. Gibson, Executive Vice President, 
Chief Legal Officer and Corporate Secretary, 
who will act as the group’s executive sponsor.  
Scripps Networks anticipates being able to lever-
age the women’s network and other ERGs not 
only to promote inclusion, but also to promote 
the advancement of women and minorities.

Mentoring also supports advancement efforts, 
and a goal for 2014 is to grow and expand Scripps 
Networks’ current mentoring program. The for-
mal mentoring program was originally launched 
in 2009, and has grown in size and popularity 
over the years. The program currently has 40 
mentors and 40 mentees and runs for 9 to 10 
months. In addition, although there is no formal 
sponsorship program at Scripps Networks, they 
know that good mentoring relationships organi-
cally grow into sponsoring relationships.

As strong supporters of WICT, Scripps employ-
ees participate in many development pro-
grams, including the acclaimed Betsy Magness 
Leadership Institute, Executive Development 
Series, Rising Leaders Program and WICT 
Cable Boot Camp. Scripps employees partici-
pate in annual WICT Leadership Conference as 
both speakers and attendees. As WICT's advo-
cacy initiative to both measure and support the 
advancement of women, the PAR Initiative sur-
vey has repeatedly honored Scripps for advance-
ment opportunities for women.

In addition to the ongoing recruiting and devel-
opment initiatives and employee networks, 
diversity is a core value at Scripps, not an 
afterthought, and is constantly highlighted in 
communications. The fact that diversity is an 
area of focus, not just at diversity events and 
during heritage celebrations, but throughout 
the year, is one reason for their progress. Crystal 
Washington credits this steadfast focus on diver-
sity as a core value and a business driver with 
helping to move the needle for women through-
out the organization and improving employee 
satisfaction and culture. 

Bright House Networks has an internal train-
ing department that offers courses on a range 
of leadership, management and supervisory 
themes. Managers at Bright House Networks 
also support employees’ training and develop-
ment efforts. As part of the annual performance 
review process, there is an individual develop-
ment plan component that focuses on what 
employees will need to do to position them-
selves for maximum performance in their cur-
rent role, as well as for possible advancement. 

Bright House Networks’ highly-regarded 
Women’s Leadership Circle (WLC) creates 
development opportunities for women through 
monthly training sessions and a mentoring 
component. Members attend monthly sessions 
and meet with their assigned mentor at least 
once a month during the course of the program. 
Monthly sessions are generally a day long.

Each year, the WLC chooses a book to spotlight, 
and this year the group has chosen to discuss 
Sheryl Sandberg’s book Lean In as part of their 
discussions around women’s empowerment 
and making choices. One session offered by 
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WLC focuses on helping women improve their 
political savvy, while another provides valuable 
lessons on building a strong and authentic per-
sonal brand. There is a general sense that men 
are often more comfortable touting their own 
abilities and asking for career opportunities 
and pay raises. This session encourages women 
to know their core strengths and values and to 
speak up for themselves.

To monitor the success of the program Bright 
House Networks tracks the careers of the WLC 
graduates to see how they are progressing.

As in previous years, Bright House Networks 
relies on partnerships with external organi-
zations like WICT to support its development 
of women leaders. WICT programs augment 
Bright House’s own leadership development 
efforts, and are fully supported by Bright House 
Networks management.

Midcontinent’s top-down approach to driv-
ing gender initiatives and diversity generally is 
enabling the company to cascade their efforts 
successfully throughout the different lines of 
business and through the entire footprint of the 
organization. Operating in geographic regions 
fortunate enough to be experiencing an eco-
nomic boom, Midcontinent is truly fiercely com-
peting for top talent, and recognizes the need to 
attract, retain and develop top female talent.

The oil boom in Western North Dakota has 
resulted in extremely low unemployment 
throughout the Dakotas which has given 
Midcontinent the opportunity to do more hir-
ing and focus particularly on outreach and 
hiring of nontraditional candidates, including 
women. Driven by pressing talent needs, they 
are creating better and stronger outreach pro-
grams, and Midcontinent Communications is 
keeping up with emerging areas such as gener-
ational differences. They are interested in what 
women value in terms of career development 
and what they desire for work/life balance. 
As a result, Midcontinent Communications is 
offering more flexible working options, shorter 

shifts, work from home opportunities, and 
more flexibility overall. As a result of the talent 
needs and demands, new retention programs 
have been implemented in the last two years, 
such as “stay interviews” to inquire of female 
employees what they like best about their jobs 
and how Midcontinent can make their work-
place more engaging to meet the needs of our 
current employees. 

Any women at Midcontinent Communications 
who are interested in getting into male-domi-
nated roles are supported in their efforts, and 
encouraged to speak with their supervisors 
about their desires for development and what 
training they might need. The company offers 
tuition reimbursement and utilizes internal 
and external training resources as well as those 
provided by organizations like WICT, which 
consistently receive glowing reviews.

Due to the extreme talent pressures, low unem-
ployment in their region, and proactively plan-
ning for skills and talent needed in the future, 
Midcontinent is reaching down as far as the 
school level to build programs to staff for the 
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future to get ahead of the curve, according 
to Debbie Stang, Vice President of Human 
Resources. For new entrants to the workforce, 
Midcontinent offers internships and a resident 
program, which provides a year for new grad-
uates to get training and education, and the 
opportunity to work with many of the more 
Senior employees in the business. As a result, 
most of those who go through the program 
choose to stay with Midcontinent after that. 
The company also has a program in place that 
covers all the tuition for selected students at a 
local technical school, providing the students 
with work at Midcontinent in the summer and 
employment upon graduation. This two-year 
program encourages more women students to 
work at Midcontinent, and gives them valu-
able experience and exposure to working in the 
industry at large.

Development opportunities exist for women at 
every level of the organization at Suddenlink 
Communications. Suddenlink offers lead-
ership development programs for supervi-
sors, managers and directors, as well as an 
Emerging Leader program for call center 
employees. These programs use classroom as 
well as online and interactive instruction. All 
leadership programs include a Mentorship 
Tool Kit as well. Even at the lower levels in 
the company, there is a training program, 
Civil Treatment for Management, intended to 
develop skills for responding to sexual harass-
ment, internal complaints, abusive behavior 
and diversity. And a form of this type of train-
ing is available at all levels in the organization.  

Internal and external leadership programs 
enable women at Suddenlink Communications 
to develop and grow into leaders. A signifi-
cant number of women participate in WICT 
programs like the Betsy Magness Leadership 
Institute and Rising Leaders. These WICT 
programs are which are supported by high-
level Executives throughout the organization, 
including Mary Meduski, Suddenlink’s CFO, a 
member of the national WICT board. Women 
who graduate from these programs are highly 
regarded in the company, according to Mary 
Porter, vice president of talent management 
and diversity at Suddenlink. 
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PAR CASE STUDY: 

RESOURCES FOR WORK
AND LIFE INTEGRATION

Flextime is offered

Elder care referral service is offered

Child care referral service is offered

81%

81%

77%

100%

100%

88%

60%

82%

82%

2013 
INDUSTRY

2013 
OPERATORS

2013 
PROGRAMMERS

FIGURE 16.              KEY RESOURCES FOR WORK/LIFE INTEGRATION

Telecommuting on a full-time basis is offered

Note: Percentages have been rounded to the nearest whole number. Industry results include operators, programmers, and others (i.e., suppliers, non-profits).

71% 75% 60%Telecommuting on a part-time basis is offered

Shift flexibility is offered

Compressed workweeks is offered

Backup childcare services (unexpected event)/bring child to work in emergency is offered

Job sharing is offered

Child care center (on-site or near site center) is offered

On-ramping for elder care givers or parents re-entering workforce is offered

76% 88% 60%

60% 100% 40%

52% 75% 50%

38% 14% 64%

35% 14% 60%

27% 13% 45%

26% 14% 33%
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The effort to balance work and life challenges both men and women in this competitive and demanding industry, but 
employers understand that supporting their employees by providing resources for work/life integration improves engage-
ment and retention, particularly for women. At the Best Companies for Women in Cable, the approach to work/life inte-
gration has evolved from simply offering a list of benefits to developing an inclusive approach to work/life integration and 
flexible working benefits that meet the needs of women and all employees.

Some specific programs that illustrate the breadth and scope of the 
company’s approach to work/life integration include:

“Work Better. Live Better.” That’s Time Warner 
Cable’s approach to providing a workplace that 
supports the diverse needs of its employees—at 
all stages in life. Those resources span a com-
prehensive range of categories from Financial 
Health, to Wellness Programs, to Career 
Development and Education opportunities.

Flexible working arrangements and schedules, in which employ-
ees are empowered to work with their managers to develop plans 
that improve the performance and job satisfaction of people who 
need or want more control over how, when and where they get 
their work done. Telecommuting is also another option avail-
able, within set guidelines, for employees requiring more flex-
ibility in their schedules.
Same-sex partner benefits for married spouses.
Flexible spending accounts, including health care, dependent 
day care, and commuter and parking reimbursements.
Educational Assistance Program, for qualifying courses and 
associated costs for tuition, text books, etc. 
Adoption Assistance for those seeking to adopt children under 
18, and Nursing Rooms, to offer increased privacy for new moth-
ers returning to work following maternity leave.
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Discovery Communications wants to be known 
as a destination employer and best place to 
work. At a strategic level, Evelyne Steward, Vice 
President, Global LifeWorks & Inclusion, and 
her team are the catalyst to creating Discovery 
Communications’ employment brand. In offices 
around the world, Discovery Communications 
strives to be a destination for top talent seeking 
a culture of flexibility, wellness and wellbeing. 
Recognizing that “one size fits one,” Steward 
says that Discovery knows employees cannot be 
expected to leave everything from home behind 
when they come to work, and the company 
acknowledges that employees need to be able 
integrate work and life in order to be successful 
in all aspects.

Discovery Communications offers programs 
to support working families and makes them 
effective both at work and in their communi-
ties. Offerings include onsite fitness classes, as 
well as lactation consulting and services. There 
are a number of offerings under Lifeworks & 
Inclusion, including on-site medical clinics and 
an on-site day care center, Discovery Kids Place. 
Discovery Kids Place even introduces Discovery 
programming as part of the learning curriculum. 
Discovery’s approach to work/life integration is 
much more than a robust list of programs and 
benefits, and is driven in large part by relation-
ships employees have with each other, with their 
managers, and with the organization as a whole. 
This approach to work and life is creating a more 
inclusive work environment. 

Disney ABC has had comprehensive policies 
supporting flexibility in place for some time, 
and many of the most successful women at the 
company attribute their success to the compa-
ny’s terrific flexibility. After all, “family” is a 
very strong part of the brand and value system 
at Disney ABC.
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Through its PAR Initiative, WICT measures 
the status of women in the cable industry. 
This year’s survey marked the 10th anniver-
sary of the WICT PAR Initiative and offered 
insights into how the diversity of the indus-
try has changed over the past ten years. 
While the survey shows that the proportion 
of women who are full-time employees in the 
cable telecommunications industry is lower 
today than ten years ago (34% in 2013 versus 
39% in 2003), the percentage of executives 
and senior-level managers in the cable tele-
communications industry that are women is 
higher than ten years ago (28% in 2013 versus 
27% in 2003). However, as compared to men, 
women currently experience lower promotion 
rates and higher exit rates. If these workforce 
dynamics continue, the percentage of women 
at Executive and Management levels can be 
expected to decline over the next five years. 
This decline can be countered by cable organi-
zations promoting women at the same rates as 
men, and more importantly, retaining women 
at the same rates as men.

The PAR Initiative also monitors the use of 
policies and practices in the cable telecom-
munications industry that support pay equity, 
advancement opportunities, and resources for 
work/life integration. In 2013, 57% of partici-
pating organizations reported that they have 
pay equity policies and practices in place and 
35% conduct annual pay equity analyses. Sixty-
one percent report that they have targeted 
leadership development opportunities that are 
designed to increase diversity in higher levels 
and more than half have mentoring programs 
for women and minorities. However, only 43% 
of participating organizations have leadership 
development opportunities that are specifically 
tailored for diverse employees and only 39% 
have sponsorship programs for women and 
minorities. In terms of key resources for work/
life integration, the vast majority of organiza-
tions offer flextime, elder and child care refer-
ral services, and telecommuting. Relatively few 
organizations offer on-ramping for elder care 
givers or parents re-entering the workforce 
(26%) or offer an on-site or near-site child care 
center (27%).

The PAR Initiative’s Best Companies for 
Women in Cable celebrates the participating 
organizations that perform the best at attract-
ing, promoting, and retaining women and 
instituting policies and practices that promote 
gender diversity in their organizations. These 
organizations lead the industry and motivate 
themselves and others to work toward achiev-
ing even stronger gender diversity outcomes.

WICT’s commitment to the success of women 
in the cable telecommunications industry is 
evident though its ongoing PAR Initiative. 
Cable telecommunications organizations look 
to WICT and the PAR Initiative to help them 
set diversity goals, institutionalize policies, 
measure progress, and achieve results.

CONCLUSIONS

44

2
0

13 W
IC

T P
A

R
 IN

ITIA
TIV

E
 E

X
E

C
U

TIV
E

 R
E

P
O

R
T



The primary research methodology for this 
study was a survey of cable telecommuni-
cations companies. The survey consisted of 
49 quantitative and qualitative questions. In 
May 2013, an e-mail invitation that included 
a hyperlink to the survey was sent to approx-
imately 80 companies. The survey was acces-
sible for ten weeks, with periodic remind-
ers sent to nonrespondents. These efforts 
resulted in twenty-five companies completing 
the survey. Thirteen of these companies were 

programmers, nine companies were MSOs, 
and three companies were either industry sup-
pliers or nonprofit organizations. Moreover, 
to prepare the case studies, interviews were 
conducted with representatives from the top 
companies for women in cable.

According to a recent study, cable program-
mers, MSOs, and related businesses directly 
employ 381,300 people in the United States.16 
The twenty-five companies that responded to 

the survey represent approximately 225,000 
U.S. full-time and part-time employees, or 
roughly 59% of this workforce, suggesting that 
the survey results are representative of the 
cable telecommunications industry.

In addition to capturing information on diver-
sity at the highest leadership levels within the 
industry, as has been done in past surveys, 
this year’s survey also captured information 
that enabled the creation of industry-wide 

SURVEY METHODOLOGY 

 16Bortz Media & Sports Group, Inc. (2013). Cable Across America: An Economic Impact Report 2012. Retrieved from http://www.ncta.com.
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Internal Labor Market (ILM) maps showing 
the workforce dynamics—i.e., hire rates, pro-
motion rates, and exit rates—of women in the 
industry. Moreover, this information was used 
to generate projections of how representation 
of women at executive and management levels 
can be expected to change over the next five 
years. Each survey participant received ILM 
maps and projections reflecting its own orga-
nization’s workforce dynamics. 

Furthermore, information from the Equal 
Employment Opportunity Commission’s 
(EEOC) Job Patterns for Minorities and 
Women in Private Industry database was used 
to generate national representation bench-
marks for all industries in the U.S, for the 
Information sector, and for the Broadcasting 
and Telecommunications industries. The 
database provides aggregated information on 
the distribution of women and minorities by 
EEO-1 job classification for private employers 
with more than 100 employees. Data are avail-
able by geographic area and industry. For this 

study, 2011 information was captured for all 
industries, for the Information sector (NAICS 
51), and for the Broadcasting (NAICS 515) and 
Telecommunications (NAICS 517) industries.17 
Each survey participant received custom repre-
sentation benchmarks reflective of the organi-
zation’s largest work locations.

For reporting employee headcount, participat-
ing organizations were asked to report full-time 
employees who were active, on disability (STD & 
LTD), or on leave of absence, excluding tempo-
rary/contingent employees and employees who 
reside and work outside the U.S. and its terri-
tories. Not all survey participants responded to 
all of the survey questions. Results were calcu-
lated based on the number of organizations that 
responded to a given question. 

While the survey was conducted in 2013, 
survey respondents were asked to report on 
2012 workforce demographics, by gender and 

race/ethnicity, for a variety of job categories. 
Therefore, much of the data included in this 
report are labeled as 2013 data. This is con-
sistent with how the surveys have historically 
been conducted.

Quantitative survey benchmarks for the 2011 
PAR Initiative survey were calculated using a 
different methodology than the methodology 
used to generate quantitative benchmarks for 
the 2013 PAR Initiative survey (and prior PAR 
Initiative surveys). The differences are more 
notable when comparing overall survey results 
and less notable when comparing survey results 
by organization type (e.g., multi-system opera-
tor, programmer). Thus, comparisons between 
the 2011 results and the 2013 results have been 
limited and, when presented, focus on compar-
ing the results by organization type.

 17More detail on the NAICS industry classification can be found at http://www.census.gov/eos/www/naics
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For thirty-five years, Women in Cable Telecommunications (WICT) has partnered with cable and tele-
communications leaders to provide professional development programs, research and services that help 
advance women in cable media. With nearly 10,000 members, WICT is the oldest and largest professional 
association serving women in the cable and telecommunications industry. Comcast|NBCUniversal, Time 
Warner Cable, Turner Broadcasting System, Inc. and Suddenlink Communications are WICT’s Strategic 
Touchstone Partners. Please visit www.wict.org or follow @WICT on Twitter for more information.

ABOUT WICT
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2013 WICT BOARD OF DIRECTORS

CHAIR
MARY MEDUSKI
EVP & CFO
Suddenlink Communications

IMMEDIATE PAST CHAIR
KATHY PAYNE
VP, Content Acquisition
Cox Communications

TREASURER
KIM MARTIN
Advisory Board
AMC Networks

CHAPTER DEVELOPMENT CHAIR
MARVA JOHNSON
Corporate VP, Government & Industry Affairs
Bright House Networks

STRATEGIC PLANNING COMMITTEE CHAIR
MARTHA SOEHREN
SVP & Chief Learning Officer
Comcast

DEVELOPMENT COMMITTEE CHAIR
GAIL MACKINNON
EVP & Chief Government Relations Officer
Time Warner Cable

GOVERNANCE COMMITTEE CHAIR
SEAN BRATCHES
Executive Vice President, Sales and Marketing
ESPN

PRESIDENT & CEO
MARIA E. BRENNAN, CAE
Women in Cable Telecommunications 

MARC ALDRICH
DIRECTOR-AT-LARGE 
VP, US Cable Segment 
Cisco

SHERITA CEASAR
DIRECTOR-AT-LARGE 
VP, National Video Deployment Engineering 
Comcast

JOCELYN COOLEY
DIRECTOR-AT-LARGE
SVP, Human Resources & Talent Management
BET Networks

REBECCA GLASHOW
DIRECTOR-AT-LARGE 
SVP, Digital Media Distribution
Discovery Communications

MELANI GRIFFITH
DIRECTOR-AT-LARGE
EVP, Business Development
Penthera Partners

JENNIFER HIGHTOWER
DIRECTOR-AT-LARGE 
SVP, Law & Policy
Cox Communications

SANDY HOWE
DIRECTOR-AT-LARGE
SVP, Global Marketing
ARRIS

BARBARA LINEBARGER
CHAPTER LEADER DESIGNEE
DIRECTOR-AT-LARGE
VP, Network Partnerships
Turner Broadcasting System, Inc. 

SUSANNE MCAVOY
DIRECTOR-AT-LARGE
EVP, Marketing & Creative Services
Crown Media Family Networks

SAMANTHA COOPER
DIRECTOR-AT-LARGE
SVP, Content Distribution and Marketing
Viacom Media Networks

TAMARA FRANKLIN
DIRECTOR-AT-LARGE
SVP, Affiliate Operations & New Media 
Distribution
Scripps Networks Interactive

JOAN GILLMAN
DIRECTOR-AT-LARGE
EVP & President, Time Warner Cable Media 
Time Warner Cable 

KELLY REGAL 
DIRECTOR-AT-LARGE
Executive Vice President
Turner Broadcasting System, Inc.

JANE RICE
DIRECTOR-AT-LARGE
SVP, Distribution
A+E Networks

MICHELLE RICE
DIRECTOR-AT-LARGE
EVP, Affiliate Sales & Marketing
TV One

HILARY SMITH
DIRECTOR-AT-LARGE
SVP, Communications, USA
Cable Entertainment Group

JACQUELYN SMITH
EMERGING LEADER DESIGNEE
DIRECTOR-AT-LARGE
Director, Platform Software & Engineering
Comcast 

GEMMA TONER
DIRECTOR-AT-LARGE
SVP, Broadband Product Management
Cablevision Systems Corporation

EXECUTIVE COMMITTEE AT-LARGE DIRECTORS
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ABOUT MERCER

Mercer is a global consulting leader in talent, health, retirement, and investments. Mercer helps cli-
ents around the world advance the health, wealth, and performance of their most vital asset – their 
people. Mercer's more than 20,000 employees are based in 42 countries, and the firm operates in 
over 140 countries. Mercer is a wholly owned subsidiary of Marsh & McLennan Companies (NYSE: 
MMC), a global team of professional services companies offering clients advice and solutions in the 
areas of risk, strategy, and human capital.
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As the cable industry’s national foundation dedicated to advocating for diversity, the Walter Kaitz 
Foundation was established with the purpose of advancing the contributions of women and ethnic 
minorities in cable telecommunications. The Foundation was launched as a not-for-profit to provide 
resources and significant funding to organizations that support vital programs and initiatives that fur-
thers diversity’s cause. 

ABOUT THE 
WALTER KAITZ FOUNDATION
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ADVERTISING SALES – Includes employees 
in traditional and digital sales.

BLUE COLLAR – Includes production and/or 
operations workers.

BOARD OF DIRECTORS – Includes a group 
of individuals elected by stockholders at pub-
licly held companies (or elected by members at 
some nonprofit organizations) and has gover-
nance responsibility for the organization.

CALL CENTER/CUSTOMER SUPPORT –
Employees provide customer-facing support 
and manage billing, installation, cross-mar-
keting and other communications directly with 
customers via telephone, e-mail, web-based 
online chat, fax or other technologies.

CALL CENTER/CUSTOMER SUPPORT 

MANAGEMENT – Includes employees who man-
age call center/customer support employees.

COMPRESSED WORKWEEKS – Allows full-
time employees to work longer days for part of 
the week or pay period in exchange for shorter 
days, or a day off, each week or pay period.

CREATIVE  AND/OR CONTENT DEVELOPMENT 
– Employees develop and oversee the creation 
of content, including on-air promotion and 
production.

DIGITAL MEDIA – Employees develop and 
operate new content delivery platforms and 
services, including designing customer inter-
face and running technology that supports new 
business, such as websites and distributed con-
tent platforms. There may be overlap between 
this category and IT project management and 
project development.

EMPLOYEE RESOURCE NETWORKS (ERGS) 
– Groups formed around an aspect of diversity 
within an organization.

ENTERPRISE/MID-MARKET, BUSINESS-

TO-BUSINESS SALES AND SUPPORT 
– Includes traditional and digital. 
 
EXECUTIVE/SENIOR LEVEL OFFICIALS 

AND MANAGERS – Individuals who plan, 
direct and formulate policies, set strategy and 
provide the overall direction of enterprises/
organizations for the development and delivery 
of products or services, within the parameters 
approved by boards of directors or other gov-
erning bodies. Residing in the highest levels of 
organizations, these executives plan, direct or 
coordinate activities with the support of sub-
ordinate executives and staff managers. They 
include, in larger organizations, those indi-
viduals within two reporting levels of the ceo, 
whose responsibilities require frequent inter-
action with the ceo. Examples of these kinds 
of managers are: chief executive officers, chief 
operating officers, chief financial officers, line 
of business heads, presidents or executive vice 

DEFINITION OF TERMS
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presidents of functional areas or operating 
groups, chief information officers, chief human 
resources officers, chief marketing officers, 
chief legal officers, management directors and 
managing partners.

EXECUTIVE/SENIOR MANAGERS – Includes 
employees who determine policy and direc-
tion of the organization or a functional area 
and direct its activities, usually through other 
managers. They control the selection of Senior 
employees and the allocation of resources.

FIRST/MID -LEVEL OFFICIALS AND 

MANAGERS – Individuals who serve as man-
agers, other than those who serve as executive/
senior-level officials and managers, includ-
ing those who oversee and direct the delivery 
of products, services or functions at group, 
regional or divisional levels of organizations. 
These managers receive directions from the 
executive/senior level management and typ-
ically lead major business units. They imple-
ment policies, programs and directives of exec-
utive/senior management through subordinate 

managers and within the parameters set by 
executive/senior level management. Examples 
of these kinds of managers are: vice presidents 
and directors, group, regional or divisional con-
trollers; treasurers; human resources, infor-
mation systems, marketing, and operations 
managers. The first/mid-level officials and 
managers subcategory also includes those who 
report directly to middle managers. These indi-
viduals serve at functional, line of business seg-
ment or branch levels and are responsible for 
directing and executing the day-to-day opera-
tional objectives of enterprises/organizations, 
conveying the directions of higher level officials 
and managers to subordinate personnel and, in 
some instances, directly supervising the activ-
ities of exempt and non-exempt personnel. 
Examples of these kinds of managers are: first-
line managers; team managers; unit managers; 
operations and production mangers; branch 
managers; administrative services managers; 
purchasing and transportation managers; stor-
age and distribution managers; call center or 
customer service managers; technical support 
managers; and brand or product mangers.

FLEXTIME – Allows employees to choose 
their work hours within limits established by 
the employer.

JOB SHARING – Two or more employees 
share the responsibilities, accountability, and 
compensation of one full-time job.

MANAGERS – Includes employees who coor-
dinate and organize the activities of a discrete 
unit or service within the organization, usually 
reporting to a Senior manager. They establish 
operational and administrative procedures, for-
mulate policy relevant to their areas, and orga-
nize, lead and direct others to achieve their goals.

PEOPLE OF COLOR – Includes those clas-
sified as Hispanic/Latino, Black or African 
American, Native Hawaiian or Other Pacific 
Islander, Asian, American Indian or Alaskan 
Native, or Two or More Races.
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PROFESSIONALS – Most jobs in this cate-
gory require bachelor and graduate degrees, 
and/or professional certification. In some 
instances, comparable experience may estab-
lish a person’s qualifications. Most occupations 
in this group are responsible for professional & 
technical day-to-day activities of the division/
company. In some instances, relevant expe-
rience is required in addition to the formal 
qualification. Senior positions may take team 
leader roles designed around specialist exper-
tise rather than people management. Examples 
of these kinds of positions include: accountants 
and auditors; airplane pilots and flight engi-
neers; architects; artists; chemists; computer 
programmers; designers; dieticians; editors; 
engineers; lawyers; librarians; mathematical 
scientists; natural scientists; registered nurses; 
physical scientists; physicians and surgeons; 
social scientists; teachers; and surveyors.

RACE/ETHNICITY – Excludes those clas-
sified as Hispanic/Latino from the six race 
designations. For example, Black or African 
American should be interpreted as Black or 
African American (not Hispanic/Latino) and 
White should be interpreted as White (not 
Hispanic/Latino).

REGIONAL MANAGEMENT – Includes man-
agement employees who work in the organiza-
tion’s regional or divisional offices.

SHIFT FLEXIBILITY – Allows employees to 
coordinate with co-workers to adjust their sched-
ules by trading, dropping, or picking up shifts.

STAFF – Includes clerical, operational sup-
port and technicians—excluding blue collar 
employees. Include employees who perform 
operational tasks according to specific stan-
dards and guidelines. Most occupations in this 
group require only limited job knowledge or 
relevant experience.

TECHNOLOGY NON-MANAGEMENT – 
Includes non-management employees who are 
involved in the integrated planning, design, 
optimization and operation of technological 
products, processes and services.

TECHNOLOGY MANAGEMENT – Includes 
management employees who are involved in 
the integrated planning, design, optimization 
and operation of technological products, pro-
cesses and services.

TERMINATIONS – Includes voluntary and 
involuntary termination, and retirement.

YEAR-END REVENUE – Revenue for the latest 
completed fiscal year, reported in U.S. dollars. 
Revenue includes total sales, earnings, and all 
other income (pre-tax), which are found on 
financial statements. Revenue for U.S. opera-
tions only, including its territories, is reported.



FOR MORE INFORMATION ON THE PAR INITIATIVE, VISIT WWW.WICTPARINITIATIVE.ORG
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