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“It GiVes Me GreAt PLeAsUre 
to introduce the inaugural issue of 

‘Cornerstone.’ This monthly newsletter is designed  
to inform you about national monthly diversity  
themes, showcase the talents of our regional Diversity 
Network groups and highlight [Excellus BlueCross 
BlueShield’s] community outreach programs and  
partnerships. The office of Diversity is dedicated to 
fostering an environment where the contributions of all 
employees are valued.” 
	T hese were the words used by David klein,  
president and CEo of Excellus BlueCross BlueShield, to 
introduce the office of Diversity Cornerstone newsletter 
and posters. 

As tHe second LArGest employer 
in Nebraska, Alegent Health, a healthcare 

system in Iowa and Nebraska with over 8,700 employees, 
felt the need to foster diversity by strengthening employ-
ee and community relationships. In october 2007, the 
Alegent diversity department launched a new, five-level 
training program series that has been rolled out to over 
6000 employees. The new training modules are created 
to increase diversity awareness among employees as they 
provide care in a Healthcare environment. 
	M onthly “Cultural Food Days” were implemented in 
January 2008 to bring cultural awareness to each hospital 
campus by delivering historical, geographical, cultural, 
religious, and nutritional information to employees. we 
collaborated with our three Child Development Centers 
to develop an educational program around each culture 
which would allow the children, grandchildren, or family 
members of Alegent employees to learn about our many 
diverse cultures. Employees and their families made the 
decorations for the displays.   
	 other training modules included the following:

• �A free semi-annual Health Care Career Camp was 
offered to 50 diverse high school students in an effort 
to breech the gap between generational diversity. 

• �Four Diversity Healthcare Scholarships were  
created for graduating high school seniors or  
current college students who are pursuing healthcare  
related fields. These scholarships give the non-typical,  
non-traditional student the opportunity to pursue a 
post high school education.

• �Four Community Diversity Awards were created to 
strengthen and recognize community relationships. 

Alegent Health

Excellus BCBS

Five-level  
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IncLUsion trAininG at Freescale  
was launched in 2006 as the result of 

diversity-related conversations that took place over the 
course of the last few years. The first phase of this train-
ing was titled, “winning Culture & Inclusion.” This  
was the first training of its kind at Freescale in an effort to  
build awareness around diversity.  

Freescale had a strong desire to define inclusion in 
meaningful terms, especially with the arrival and creation 
of a new winning culture and inclusion director and team. 
As the conversations continued, Freescale became con-
vinced that launching an e-learning course was the most 
effective and innovative way to build understanding and 
a global definition of inclusion that would resonate with 
every employee. 

The “winning Culture and Inclusion” training module 
is an online course that is for all levels of employees and 
embedded into the onboarding processes for new hires. 
The course was designed specifically to deliver effective 
winning culture and inclusion content, with examples, 
utilizing communication, coordination, and teamwork.  

There were several obstacles that had to be over-
come: The company would not settle for off-the-shelf  

done with great ease. To ensure that we had the right look 
for our venture, we purchased new computer software 
packages and conducted training sessions to create the 
Cornerstone Poster.
	T he benefits and observed positive feedback have 
been overwhelmingly positive. The feedback from 
employees has only served to strengthen our efforts to 
select executive-level diversity champions and identify-
ing diversity related themes that speak to the lives of  
our employees.

Excellus BCBS (continued)

Freescale Semiconductor

Inclusion  
Training
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	T he Cornerstone newsletter and posters seek to inform 
and educate employees by highlighting diversity issues. 
The newsletter features information pertaining to diversi-
ty in our workplace and the world around us. Each edition 
highlights a monthly theme, Diversity Network (D-NET) 
activities, Champions for Diversity spotlights, diversity 
quizzes, as well as a “Lest we Forget” topic, which gen-
erally relates to a historical event or topic related to the 
monthly theme.  
	T he National Diversity Calendar determines the theme 
for each month. The Diversity Networks are volunteer 
employee groups designed to support and sustain diversity 
efforts in the company by planning activities, speakers, and 
fairs centered on diverse topics. Champions for Diversity 
highlight employees within the company who uphold the 
mission and philosophy of the office of Diversity.
	 Cornerstone posters precede the newsletter and are 
meant to serve as a teaser to spark the interest of employ-
ees as well as create conversation pieces especially in  
common, yet “awkward” gathering areas such as the 
elevator, the lobby, or the restroom. The posters include 
intricate graphics, quotes, and quick blurbs relating  
to the topics in the upcoming newsletter. The posters are 
designed so they can be displayed in a variety of ways and 
in various locations, even as framed art. 
	T he posters are distributed in hard copy format and 
are mailed throughout our upstate New York region, from 
Buffalo to Utica. Excellus BCBS employs 7,000 workers 
throughout upstate New York, covering a service area that 
spans about 380 miles. The newsletter is distributed both 
electronically and in hardcopy format. Employees may 
visit the Diversity web site and click on the link to find not 
only the most current Cornerstone newsletter, but to also 
access prior editions. 
	L aunching Cornerstone was a collaborative effort 
between the diversity office, human resources, corporate 
communications, corporate administration, and mail 
services. Because this was a new initiative, budgets and 
line items had to be shifted and reallocated. with the sup-
port of the CEo and our financial offices, all of this was 

www.freescale.com
www.diversityjournal.com
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InterPUbLic GroUP (IPG) is a  
global provider of advertising and  
marketing services.

Through our 43,000 employees in all major world mar-
kets, our companies specialize in consumer advertising, 
interactive marketing, media planning and buying, public 
relations, and specialized disciplines. our clients include 
many of the world’s best-known companies and best-
loved brands.

IPG began a formal Diversity and Inclusion effort in 
2004, with the hiring of the first director of diversity in 
our industry. Since then, the company has implemented 
a number of new initiatives to complement recruitment 
and hiring efforts. These initiatives included a two-year 
fellowship program, employee Business Resource Groups, 
education and training, an active supplier diversity pro-
gram and a menu of metrics to gauge progress.

In 2006, IPG launched an initiative that would serve as 
a catalyst for deeper and more enduring change through 
a cohesive strategic approach. The IPG Leadership for 
Progress Initiative is breaking new ground and building 
a foundation for success. For us, this effort represents an 
innovation in governance and leadership, a foundation 
for sustainability and institutional commitment, a com-
mitment of appropriate resources, an effort that is deliver-
ing clear benefits to the organization, and a strategy that 
has taken hold and demonstrated results.

Because of the initiative, which began in 2006, the IPG 
board of directors, the CEo, and the company’s agency 
CEos are now formally aligned to make progress against 
an important business strategy.

The IPG Board of Directors holds annual Diversity 
and Inclusion reviews. IPG’s chairman and CEo, Michael 

Freescale (continued)

content; the learning had to be delivered in five languages; 
the launch of the training had to be in real time for all 
employees; and finally, the content had to include busi-
ness conduct and inclusion examples for working across 
borders, not just U.S.-based diversity issues. 

To manage these expectations, the e-learning project 
manager worked with his counterparts in all regions to 
solicit input from employees on what inclusion meant 
to them, how inclusion plays out in real scenarios, and 
the variety of anticipated outcomes. It was important for 
employees to relate to the content and actually put them-
selves into the scenarios that were created. They defined 
what inclusion genuinely meant to them in their primary 
languages, including Mandarin, Spanish, French and 
English. The same individuals led a Q&A session for the 
course student to close the training module.

The objectives of the training were to increase diver-
sity/inclusion awareness among employees and provide a 
visual metric behind diversity/inclusion and its impact on 
talent and culture. To meet these goals, the team tapped 
several resources that grew this initiative into a truly 
global and collaborative effort. Some of these included 
the information technology department, legal, corporate 
communication, HR, and creative services.

As a result of Freescale’s diversity training, posi-
tive changes are underway including an overall shared 
understanding of what inclusion and diversity mean at 
Freescale, enabling the company to grow every day. So 
far, 21,000 of 24,000 Freescale employees have taken the 
winning Culture and Inclusion training. 

The launch of diversity training has been a milestone 
for Freescale and has contributed to the elevation of 
inclusion as a key, global business imperative. The team 
continues to encourage and drive more and more conver-
sations every day that will undoubtedly shape its future 
training offerings. These conversations facilitate employee  
solutions and empower employees to be the best ambas-
sadors possible to customers and to one another; they  
will serve as the bridge between ongoing innovation and 
long-term sustainability.

Interpublic Group

Leadership for  
Progress Initiative

Award of 
Excellence
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MGM MIRAGE is a presenting sponsor 
of the women of Color Conference. Last 

year’s inaugural event was the first of its kind in Las Vegas. 
Members of the corporate diversity department were 
catalysts in creating the event along with the four ethnic 
chambers of commerce—American Indian, Asian, Latin, 
and Urban. This historic event attracted more than 500 
minority women and men who gathered to participate in 
workshops ranging from health and wellness to personal 
finance, beauty and self-esteem, career development, and 
leadership skills.

The conference attracted local and national leaders 
including Marilyn Johnson, vice president of market 
development for IBM; Juana Bordas, author and president 
of Mestiza Leadership International; Terrie williams, 
entrepreneur and motivational speaker; Sachi koto, presi-
dent and CEo of Sachi koto Communications; Brenda 
Perryman, author and performance poet; Nevada First 
Lady Dawn Gibbons; and Nevada Attorney General 
Catherine Cortez Masto.

Debra Nelson, MGM MIRAGE vice president for  
corporate diversity, communications and communi-
ty affairs, saw a need for dialogue among minority 
women in the Las Vegas community. She approached the  
chambers of commerce with the idea, and they  
overwhelmingly agreed. From there, a day-long event was 
created to bring women together from across Southern 
Nevada and beyond. The goal of the event was to  
provide leadership, networking, and learning opportuni-
ties through a variety of workshops. 

As a presenting sponsor last year, MGM MIRAGE con-
tributed in-kind donations to the conference. Additionally, 
the company had six executives on the planning commit-
tee and enlisted the department’s three summer interns to 
work on the conference.

I. Roth, personally leads the IPG Network Diversity 
Council. The Council, which meets as many as three 
times each year, consists of his direct reports, the CEos 
of IPG agencies and the leaders of new employee Business 
Resource Groups.

Compensation is linked to progress with workforce 
diversity at all levels, including supplier diversity and the 
implementation of best practices within each organization.

The Leadership for Progress Initiative is establishing 
an enduring, institutionalized foundation to bring about 
sustainable diversity and inclusion. The initiative address-
es long-term commitment, leadership involvement and 
governance, and accountability for measurable results.

Substantial resources are invested to ensure the effec-
tiveness of The IPG Leadership for Progress Initiative. 
Funding has been made available, and the initiative is 
supported by the board  and top management on a con-
tinuing basis.

Now in its second year, the IPG Leadership for Progress 
Initiative has benefited our network at the corporate and 
agency levels in many ways including the following:

• �Diversity and Inclusion are being worked into IPG’s  
cultural and corporate DNA.

• �CEOs and other C-Suite stakeholders are becoming 
partners with human resources leaders, diversity 
managers and supplier diversity officers.

• �The initiative is promoting more credibility with 
employees and talent markets.

• �Workforce diversity, supplier diversity and inclusion  
programs are beginning to take hold.

• �More agencies have begun to implement similar  
approaches, including many of our largest subsid-
iaries such as McCann-Erikson, Draftfcb, Initiative, 
Deutsch, and Universal McCann, among others.

• �In the U.S., the network’s representation of people of 
color has doubled!

IPG (continued)

MGM MIRAGE

Women of Color  
Conference

Award of 
Excellence
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For the upcoming 2008 women of Color Conference, 
MGM MIRAGE has committed to a leading role as  
a presenting sponsor in addition to hosting the event  
at its Mandalay Bay Resort & Casino. Debra Nelson  
serves as chair of this year’s planning committee and sev-
eral executives are again playing key roles in the success 
of the event.

The women of Color Conference benefits women 
of all ethnicities, professions, and social backgrounds. 
Conference attendees include students, young profession-
als, seasoned executives, and business owners in numer-
ous fields. Perhaps the biggest beneficiary, however, is the 
Las Vegas community, as the conference is a demonstra-
tion of the collective power of the local minority chambers 
of commerce to enact a program that benefits women 
across the country. The inaugural conference also raised 
$20,000 which was donated as scholarship funds to the 
four chambers.

The inaugural women of Color Conference received 
a tremendous amount of positive response. Surveys were 
filled out by conference attendees, rating the conference 
on quality of speakers, timing of events, relevance of 
discussion topics, etc. overall, attendees felt informed, 
inspired, and looked forward to future events. The confer-
ence attracted participants from around the country, and 
several attendees have created similar events in their local 
communities. Additionally, the success of the inaugural 
conference led to it becoming an annual event.

THe New Jersey Department of 
Environmental Protection (DEP) is an 
agency that provides environmental ser-

vices and information to the residents of New Jersey. By 
2010 the population of New Jersey is expected to reach 

50 percent minority classified groups, making New Jersey 
one of the most diverse states. According to the DEP’s 
office of Environmental Justice, DEP is now looking at 
the impact its decisions and services have on its minor-
ity population. As such, diversity competence is a critical 
component for DEP’s effective and productive operation.

As communities become more diverse, there is a  
need to assist individuals in learning ways to better 
communicate with one another across difference. The 
Diversity Training workgroup (DTwG) sought to bring 
together a dialogue with managers about issues such as 
race, sexual orientation, workplace, and education, in  
a way that is safe, constructive, and leads to growth for  
the organization. 

The training prepares individuals to participate in the 
creation of a respectful, multicultural society that honors 
the background and experience of all individuals. The 
training focuses on making participants aware of how 
racism is connected to both conscious and unconscious 
attitudes and behaviors. It moves beyond the notions of 
superficial politeness and political correctness to teach a 
way to talk about race in a culture that offers few oppor-
tunities for honest, open communication across racial, 
ethnic, and other differences.

Diversity as defined in DEP Policy #2.02 means the 
mosaic of people who bring a variety of backgrounds, 
styles, perspectives, values, beliefs, and differences as 
assets to the groups and organizations with which they 
interact regardless of race, color, gender, national origin, 
religion, age, disability, sexual orientation, or marital sta-
tus. key indicators that further define Diversity include:

• Creates harmony among individuals and enables the 
department to use everyone’s abilities more effectively;

• Enables the Department to have a workforce, includ-
ing management, that is reflective if its stakeholders;

• Encourages a climate of inclusion and involvement, 
which minimizes tension;

• Cultural competence skill building through effective 
communication, training, and hands on experience.

Thus far the training program has only been provided 
to DEP managers (Section Chiefs and above). To date, 

MGM MIRAGE (continued)

New Jersey DEP

Beyond Diversity Training

Award of 
Excellence
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In 2003, the ottawa Police Service recog-
nized that making the organization more 

diverse would enable it to better serve the diverse commu-
nity at large. The outreach Recruitment Project was born.

one of the main principles of the outreach Recruitment 
Project was fact-based decision making. The police service 
needed to know who made up its ranks before it could 
establish where as an organization it wanted to go. work 
on devising a way to collect that information started 
mid-2004 with the idea of a census. In March 2006, the 
ottawa Police released the results of its census. The census 
has fundamentally changed the way the police operate and 
significantly fuelled progress on ottawa Police Service’s 
quest to become employer of choice for all.

The results provided the police service with the ability 
to identify the demographic characteristics of its employee 
population. This information was in turn used to develop 

and implement specific programs, policies, and practices 
that support its employees. 

Prior to the census, the police service was simply guess-
ing when the community asked ‘Does anyone at the Police 
speak my language?’ or when human resources wondered 
if there was a need for employee support in a particular 
area, such as elder care. The workforce census helped 
answer those questions and more. 

The census consisted of 28 questions involving age, 
marital status, gender, sexual orientation, education, skills, 
ethnic/cultural group, citizenship, visible minority status, 
aboriginal ancestry, disability, religion, and language. 
More than 640 pieces of information were gathered. The 
resulting report became the baseline instrument that man-
agers rely on to this day to develop their plans, policies, 
and procedural recommendations.

This was the first time a police service in Canada 
conducted a voluntary census of this scope. An outside 
consulting agency was used and tabulated the results. 
Communications efforts before, during and after the 
census demonstrated the organization’s commitment to 
promote transparency through the entire process. From 
the start, the very decision to model the quest for data 
around a Census—something recognizable, trustworthy, 
voluntary—lent the effort legitimacy. 

The census findings revealed a rich and varied organi-
zation in terms of skills, demographics, and experience. 
Census information directly helped establish the business 
case to expand programs and services, like dependent 
care, language training, changes in subsidies for education  
training, and the curriculum for diversity awareness training.  
It was also used to identify gaps in workforce charac-
teristics such as language, religion, and culture to steer  
recruiting efforts.

Best of all, for the first time, the police service can now 
speak openly and factually about how it does or doesn’t 
represent some segments of the community. The census 
has helped open doors and establish clear lines of com-
munication, a critical factor in building successful partner-
ships and fostering trust between the community and the 
ottawa Police Service.   PDJ

there have been several noticeable benefits. Managers 
are articulating the organization’s diversity goals and can 
identify common stereotypes and realize their negative 
impact. They are demonstrating the skills needed to man-
age a diverse workforce and have a better understanding of 
the business case for diversity. 

DEP’s Diversity Training workgroup (DTwG) evalu-
ated three of five training sessions. The evaluation assessed 
the level of knowledge or competency of the training on a 
scale of 1 to 5, with five being excellent. The results clearly 
demonstrated that the participant’s knowledge and com-
petence of diversity management increased significantly as 
a result of taking the course.

The evaluation also asked the participants if the training 
met their expectations. over 95 percent of the participants 
said that it exceeded their expectations. over 98 percent 
said that they would implement the course content in their 
managerial roles.

Ottawa Police Service

The Workforce Census

Award of 
Excellence

New Jersey DEP (continued)
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