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Section 1.0: Introduction 
 

 

Springfield is the third largest city in the State of Missouri with a 2009 population estimate of 

154,737 people. This was a 7% increase over the 2000 population.  People are drawn to 

Springfield for a variety of reasons: attractiveness of the natural scenery, rural ambience, 

opportunities for employment, and a relatively low cost of living.  In order to meet the needs 

of a changing population and economy, Springfield should continue to provide and support the 

efforts of a fully engaged Human Rights Commission.  The Mayor’s Commission on Human Rights 

and Community Relations must be allowed to continue to have a strong voice in the areas of 

diversity, tolerance and respect for all segments of the population and not condone 

discrimination based on a person’s race, color, creed, religion, national origin, ancestry, 

disability, sex, familial status or age.  In order to continue to grow, prosper, and become a first 

class city in a more diverse inter-national market, Springfield must develop and implement this 

comprehensive, Human Rights strategy to ensure that Springfield and the region become a 

place where businesses and people of all ages, races, religions, incomes and abilities can 

prosper and thrive. 

 

Background  
 

The Springfield City Council had a number of difficult decisions to make in approving the FY10 

annual budget. The budget for the Mayor’s Commission on Human Rights and Community 

Relations was reduced to $1,000 after the Council voted to re-allocate $67,100 that was 

included for the Commission in the draft budget. The mayor and several members of the City 

Council met with the Mayor’s Commission on Human Rights and Community Relations members 

on June 17, 2009 to assure them that their commitment to the goals of civil and human 

rights remained strong despite budget cuts to the staffing for the Commission. The budget 

reductions affected the paid staffing for the Commission, and not the citizen volunteers who 

comprise of the Commission. The responsibility for staffing the commission shifted to the 

Planning Department after the new budget year began on July 1, 2009. The first step as 

suggested by the mayor and Council members was to facilitate a retreat for the Commission to 

begin “re-engineering” its efforts in conjunction with other groups and agencies that represent 

civil and human rights interests in the community.  Beginning in August, 2009, the Commission 

met for 6 months with a citizen’s Task Force to develop a strategic plan to address what would 

be the most effective changes to the Mayor’s Commission on Human Rights and Community 

http://www.springfieldmo.gov/egov/boards/human_right/
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Relations for the City of Springfield.  The Task Force members that assisted in the development 

of this document included the following; 

Task Force Members on the Mayor’s Commission on Human Rights and Community Relations 

(those attending more than one meeting) 

1. Carol Zablocki, Chairperson  
2. George Davis, Vice Chairperson 

3. Katheryne Staeger-Wilson, 
Secretary  

4. Billie Davis 
5. Carl Haworth 
6. Keith Roe 
7. Kelly Johnson 
8. Greg Greven 
9. Kandra Phillips 
10. Gary Thompson 
11. Wes Pratt 
12. David Shipps 
13. Ann Thomas-Shipps 

14. Robert Peeler 
15. Stephanie Perkins 
16. Jack Hembree 
17. Carolyn Hembree 
18. Kenneth Estes 
19. Jonathan Sheldon 
20. Starr Kohler 
21. Adolo Castillo 
22. Lawrence Anderson 
23. Laurie Lessard 
24. Robert King 
25. Cindy Stephens

 

Task Force Priorities 
 

Early-on in the strategic planning process, the task force members developed a list of general 

priorities that would become the focal point in the development of the overall Strategic Plan. 

The task force members developed this list in relation to where the Mayor’s Commission on 

Human Rights and Community Relations could most effectively address Human Rights in 

Springfield.  After this list was developed, task force members ranked these items in order of 

their overall priority.   

 

Weighted Priority List as voted on by the Task Force Members. 
 

1. State Human Rights Commission Certification (55 pts) 
2. Enforcement (31 pts) 
3. Training/ trainers/ education (27 pts) 
4. Culture- Community education notify community of issues (22 pts) 
5. Investigations of complaints (18 pts) 
6. Mediation of complaints (14 pts) 
7. Sexual orientation and gender identity protections under ordinance (12 pts) 
8. Universal Design implementation (11 pts) 
9. Reporting complaints to council and community (9 pts) 
10. School programs (9 pts) 
11. Housing complaint investigations (7 pts) 
12. Establish directory for accessible housing--where is it located (2 pts) 
13. Commissioners involved with nonprofits- pull information from nonprofits (1 pt) 
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The ranked order list assisted the task force members in categorizing issues into two major 

groups in order to develop the Strategic Plan goals and actions.  These two groups were;  

1. Enforcement and  
2. Education, Training and Prevention  

 

The enforcement group developed goals and actions to deal with enforcement issues in 

discrimination allegations in areas of employment, housing and public accommodations.  The 

education, training and prevention group developed educational programs geared towards 

residents, children and businesses owners, training programs for commissioners and programs 

to prevent discrimination before it takes place.  The following are the proposed actions for 

both task force groups; 

 

Executive Summary of Actions: 
 

1. Continue membership and meet regularly with related groups such as the Regional 
Executive Council on Civil Rights (RECCR) and the Missouri Association for Social 
Welfare (MASW).   

2. Serve as the liaison to City Council for the number of not for profit 
agencies/organizations in Springfield.  The Mayor’s Commission on Human Rights and 
Community Relations (MCHRCR) will report to the Mayor and City Council periodically. 

3. Create public information/outreach initiatives for the community. 
4. Coordinate the development of an effective MCHRCR web presence.  
5. Collaborate with the Chamber of Commerce, the Governor’s Council on Disability, and 

the USBLN affiliate groups in Kansas City and St. Louis, to encourage the establishment 
of a local affiliate of the US Business Leadership Network (USBLN), 
http://www.usbln.org/.  A local USBLN affiliate will not only help find ways to 
encourage a more diverse business community, but also help our Springfield businesses 
to succeed. 

6. Require all business license recipients in the City of Springfield have certification from 
the MCHRCR, following the example of Kansas City. 

7. Inform any public entity when members of the community report infringement of 
human rights or mutual respect.  

8. The MCHRCR will publicly recognize through award presentation the businesses and 
individuals in Springfield who model best practices regarding diversity and human rights 
initiatives. 

9. Serve as the designated agency, recognized by HUD, to affirmatively further fair 
housing. 

10. Strongly recommend that the City of Springfield establish a housing trust fund in 
Springfield.  

11. Collaborate with the city of Springfield schools to teach about diversity within the 
schools and help create a safe environment for all school aged children (K–12) within 
the community.  

12. Create a safety-buddy system/safe haven that all individuals in crisis can use for help.   
13. Add sexual orientation and gender identity protections to the Springfield 

ordinances/policies dealing with employment, fair housing and public accommodation. 
14. Advocate for and advise city council to adopt a city ordinance including universal 

design principles/features in all newly built and rehabilitated affordable housing units 
funded by HUD monies, the Missouri Housing Development Education Funds, and a 
future city housing trust fund. 

15. Advocate for and advise city council that a city ordinance require universal design 
features in any Springfield public facility.  These UD features should go beyond the ADA 

http://www.usbln.org/
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requirements and enhance the usability and participation of all citizens regardless of 
age or ability. 

16. Advocate for and recommend to the city to hire a full-time ADA Coordinator.  This 
Coordinator needs to also have knowledge in how universal design principles can be 
used in construction, policy development, and service delivery. 

17. The Commission will review the city’s emergency disaster plan to make certain that all 
emergency services are equitably distributed within the community. 

18. Track and make known the changing diverse population found within the Springfield 
community. 

19. Coordinate efforts with other agencies who work with the disenfranchised members of 
our community, as homeless, runaway youth, dislocated families. 

20. Take the necessary steps to become a state certified Human Rights Commission through 
the State of Missouri Human Rights Commission and establish the City of Springfield 
Mayor’s Commission on Human Rights and Community Relations ordinance as 
substantially equivalent according to Missouri State Statutes section RSMo 213.131.1. 

21. Review the current City of Springfield ordinance and City of Springfield Charter to 
change the current Mayor’s Commission on Human Rights and Community Relations 
powers from an advisory board to an administrative board. 

22. Take action to amend the current Mayor’s Commission on Human Rights and Community 
Relations city ordinance to be consistent with applicable local government and state 
laws and regulations. 

23. Review and update the current City of Springfield policy on Disadvantage Businesses- 
Minority Business Enterprise Program in accordance to applicable State and Federal 
laws and regulations. 

 
 

History of Commission     
 

The Mayor’s Commission on Human Rights and Community Relations was established in 1960 

under Chapter II of the Springfield City Code. A full-time Director has served the Commission 

since 1979. In 1968, the City adopted a Fair Housing Ordinance. This was then followed by 

ordinances prohibiting discrimination in employment and public accommodations based on 

race, creed, color, religion, sex, national origin, or ancestry. Disability discrimination was 

added July 26, 1990 and then further enhanced with the passage of the Americans with 

Disabilities Act. All are incorporated into Chapter 62 of the Springfield City Code. The original 

Human Rights ordinance gave the Commission the power to investigate, conciliate, hold public 

hearings, and order remedies when discrimination was found. In 1990, a Missouri Supreme 

Court decision ruled that local commissions did not have the authority to place orders on 

respondents. At this time, we discontinued the holding of public hearings. Since 1990, the 

commission continued to investigate complaints of discrimination with regards to employment, 

public accommodation, and housing. If the Commissioners ruled discrimination was involved, 

then the commission worked to conciliate the case. The director acted as a conciliator working 

with the complainant and the respondent to help them reach a settlement. If no settlement 

could be reached, the case was then forwarded to the State of Missouri or EEOC for 

investigation and conciliation. In 1995 the City added protection with regards to disability and 
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familial status to their existing Fair Housing Ordinance. Familial status refers to protection for 

families with children under the age of 18 being denied housing. 

 

Mission Statement      
 

The Mayor's Commission on Human Rights and Community Relations works to promote 

understanding and respect among all citizens and provides the community recourse for 

discriminatory acts.  The Commission investigates alleged incidents of discrimination and tries 

to mediate settlements between affected parties. The Commission acts as a clearing house for 

information regarding Human Rights and offers its services to help educate interested citizens 

and community groups. 

 

Purpose 
 
The purpose of the Human Rights Commission is to provide every person in Springfield, Missouri 

equal opportunities. Discrimination based on a person's race, color, creed, religion, national 

origin, ancestry, disability, sex, or familial status in housing, is forbidden by law. 

Discrimination based on a person's race, color, creed, religion, national origin, ancestry, sex, 

age (40-69 years) or disability in employment, public accommodations is forbidden by law. 

 

Members on Commission 
 

The Mayor's Commission on Human Rights and Community Relations can be comprised of up to 

thirteen (13) citizens who are appointed by the Mayor and approved by City Council and who 

serve without compensation. Members of the Mayor's Commission are available to explain and 

discuss the ordinances with groups or individuals upon request. The Chairperson shall preside at 

all meetings and hearings of the Commission, shall appoint such Committees as the 

Commission's business may require, and shall have such other powers and duties as may be 

conferred by City Ordinance or by Commission rule or regulation. The Vice-Chairperson shall, in 

the absence of the Chairperson, perform the duties and exercise the powers of the 

Chairperson. He or she shall also have such other powers and duties as may be conferred by 

City Ordinance or by Commission rule or regulation. The Secretary shall attend all meetings of 

the Commission and shall keep or cause to be kept a true and accurate record of the 

proceedings of such meetings. He or she shall also have such other powers and duties as may be 

conferred by City Ordinance or by Commission rule of regulation. 
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Current Mayor’s Commission on Human Rights and Community Relations members 

February 2010 

1. Carol Zablocki, Chairperson  
2. George Davis, Vice Chairperson 

3. Katheryne Staeger-Wilson, Secretary  
4. Billie Davis  
5. Greg Greven 
6. Carl Haworth 
7. Kelly Johnson 
8. Kandra Phillips  
9. Keith Roe 
10. Gary Thompson 

 
 

Protected Categories 
 

The Springfield Mayor’s Commission on Human Rights and Community Relations works together 

with the State of Missouri Human Rights Commission and the U.S. Equal Employment 

Opportunity Commission (EEOC) to protect citizens in the following areas; 

 Race: Discrimination of a person or group of people based on their racial origins. 
 Age (employment only): defined as an age of forty or more years but less than sixty-

nine years, except that it shall not be an unlawful employment practice for an 
employer to require the compulsory retirement of any person who has attained the age 
of sixty-five and who, for the two year period immediately before retirement, is 
employed in a bona fide executive or high policymaking position, if such person is 
entitled to an immediate non-forfeitable annual retirement benefit from a pension, 
profit-sharing, savings or deferred compensation plan, or any combination of such 
plans, of the employer, which equals, in the aggregate, at least forty-four thousand 
dollars.  

 Color: discrimination occurs when a person is discriminated against based on the 
lightness, darkness, or other color characteristic of the person. 

 Religion: discrimination based on a person’s belief in a religion 
 National Origin: refers to the particular country from which one originates.  
 Ancestry: refers to the particular ethnicity of persons born in the United States.  
 Sex: deals with males, females, sexual harassment, unequal pay and pregnancy-related 

issues. Sexual preference or orientation is not covered.  
 Disability: a physical or mental impairment which substantially limits one or more of a 

person's major live activities, or a condition perceived as such, or a record of having 
such an impairment, which with or without reasonable accommodation does not 
interfere with performing the job, utilizing the place of public accommodation, or 
occupying the dwelling in question.  

 

Since, 1957 United States Congress and the President have greatly expanded the federal civil 

rights effort through the creation of additional substantive rights and other enforcement 

agencies and ACTS. Today, the major statutes and executive orders affecting civil rights 

enforcement are; 

 The Equal Pay Act of 1963  
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 The Civil Rights Act of 1964 

 The Voting Rights Act of 1965  

 President Johnson’s Executive Order 11246 of 1965  

 The Age Discrimination in Employment Act of 1967  

 Title VIII of the Civil Rights Act of 1968  

 Title IX of the Education Amendments of 1972  

 The Equal Employment Opportunity Act of 1972  

 The Rehabilitation Act of 1973  

 The Voting Rights Act Amendments of 1975  

 The Age Discrimination Act of 1975  

 President Carter’s Reorganization Plan No. 1  

 Executive orders relating to equal opportunity in 1978–1979  

 The Voting Rights Amendments of 1982  

 The Civil Rights for Institutionalized Persons Act of 1986  

 The Housing and Community Development Act of 1987  

 The Civil Rights Restoration Act of 1987  

 The Civil Liberties Act of 1988  

 The Fair Housing Amendments Act of 1988  

 The Americans with Disabilities Act of 1990  

 The Civil Rights Act of 1991  

 The Voting Rights Language Assistance Act of 1992  
 ADA Amendments Act of 2008 
 Matthew Shepard and James Byrd Hate Crimes Prevention Act of 2009 
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Section 2.0: 
Task Force Strategic Plan Recommendations 
 
GOAL – Coordination with Other Agencies and Organizations 
 
Action 1.1 
 
Continue membership and meet regularly with related groups such as the 
Regional Executive Council on Civil Rights (RECCR) and the Missouri 
Association for Social Welfare (MASW).   
 
Rationale: 
 

 The RECCR and MASW provide federal and state legislative updates, 
offer training and on-going support for the Mayor’s Commission on 
Human Rights and Community Relations (MCHRCR).  

 The RECCR and MASW are excellent resources and networks to help 
address municipal issues presented to the MCHRCR. 

 The RECCR and MASW provide workshops, training and speakers for 
community activities as well.  

 
Responsible Agency: Mayor’s Commission on Human Rights and Community 
Relations (MCHRCR). 

   
Coordination:  MCHRDR and various agencies. 

   
Funding: Costs for memberships.  
   
Proposed Completion:  On-going. 
  
Performance Measures: Meet monthly with at least one MASW subcommittee; 
quarterly with RECCR. Commissioners will attend at least one conference 
(multiple training sessions) at least twice a year, offered by MASW, RECCR, and 
EEOC. 
 
Action 1.2 
 
Serve as the liaison to City Council for the number of not for profit 
agencies/organizations in Springfield.   
 
The MCHRCR will report to the Mayor and City Council periodically. 
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Rationale: 
 

 Commissioners serving as active members of other diverse groups in the 
community will support greater interaction and mutual support for a 
more diverse population.  

 Commissioners would be more knowledgeable of current issues faced by 
other groups within the community.  

 By being members of such groups as NAMI, SCIL, Urban Neighborhood 
Alliance, Community Partnership of the Ozarks, NAACP, EEOC, Consumer 
Credit Counseling, Metro Housing, OACAC, Legal Services of Southwest 
Missouri, Diversity Network, LULAC, MSU Diversity Committee, Drury U 
Diversity Committee, PROMO, et al., the MCHRCR will become more 
aware of community issues. 

 By combining training opportunities with other related groups, the 
MCHRCR will be able to sponsor workshops/ training sessions to 
members of the community.  
o For example, MCHRCR will sponsor and/or participate in group 

discussions and events where people from various diverse groups 
share their customs, dress, food, mores, etc. For example, at 
senior centers and churches. 

 This will increase visibility of the MCHRCR in the community. 

 Persons attending workshops/training session will feel empowered to 
make our community a welcoming city. 

 This will allow the MCHRCR to be a champion for our citizens, addressing 
their needs and desires for a safe community. 

 
Responsible Agency: MCHRDR. 

   
Coordination:   MCHRCR and various agencies/organization. 
 
Funding:  Memberships and cost for workshops and trainings. 

   
Proposed Completion:  On-going. 

  
Performance Measures:  Reports will be made to City Council. 
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GOAL - Information 
 
Action 2.1  
 
Create public information/outreach initiatives for the community. 
 

 Publish articles, public notices, etc. in the News-Leader, UNITE, etc., 
letting people know what help is available.   

 The MHRCCR could place information about events held by diverse 
groups in community calendars in various media, as well as on their 
website. 

 Place public service announcements in local media. Have commissioners 
trained to speak on the public service announcements.  

 The MHRCCR will create, print, collect and disseminate resource 
information. 

 The MHRCCR will have a specific committee or staff person to focus on 
public relations. (Make use of CASL students.  In the past, both MSU and 
Evangel University have provided interns to help provide public relations 
services to the community). 

 The MCHRCR will create a speaker bureau to provide speakers at training 
sessions/workshop, as well as workshops/training through the 
collaborative work with other groups in Springfield. 

 Educate Springfield regarding the enhanced MCHRCR, the new strategic 
plan, and services provided through public service announcements and 
news segments in the local media.   

 At training sessions, provide lists of organizations involved in human 
rights and provide terms currently used by these organizations. 

 
Rationale:   
 

 Community outreach will make Springfield a more inclusive city. 

 It is important that the community know what the MCHRCR does and 
what it has to offer.  The MCHRCR will continue to provide information 
on issues of discrimination in housing, employment and public 
accommodation.  

 Other informational meetings can be provided to address issues such as 
landlord/tenant rights, universal design (for our growing retired 
population and disabled population) bullying in the schools and cyber-
bullying.  

 Springfield community needs to know the direction the MCHRCR is taking 
and what is it doing to enhance the quality of life for it.  The people 
need to know what the MCHRCR has planned for the future and how this 
will support the future endeavors of the community. 

 By reaching out to the Chamber of Commerce, Toast Masters, Better 
Business Bureau, Realtor Association, Association of Contractors, Labor 
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unions, business associations, etc., the MCHRCR will help develop closer 
working relationships with community organizations. 

 
Responsible Agency: MCHRCR. 

   
Coordination: MCHRCR. 

   
Funding:   Planning and Development staff and the city’s Public Information 
Office can handle activities related to this action in the coming year. 

   
Proposed Completion: On-going.  

  
Performance Measures:   Print information will be published and 
commissioners will speak at community events.   
 
Action 2.2  
 
Coordinate the development of an effective MCHRCR web presence. 
 

 Develop an effective website for the MCHRCR, including its mission, 
services and new strategic plan.  The website will host a directory of 
human rights services and host a community calendar of MCHRCR 
activities.  The website must be accessible to those with disabilities, 
meeting the Section 508 accessibility guidelines of the Rehabilitation Act 
of 1973 and should be screen-reader friendly. 

 Develop profiles for the MCHRCR on social networking sites (Facebook, 
MySpace, Twitter and others).  These sites should include a link back to 
the official MCHRCR page.  This could be as simple as a seldom-updated 
page with a link. 

 Develop guidelines for the posting of information on the social 
networking sites. 

 Develop a page of links to other sites of Human Rights issues relevant to 
the MCHRCR as well as requesting for those sites to link back to the 
MCHRCR website. 

 Develop a page to contact members of the MCHRCR (“Contact Us” page) 
as well as a method to sign up for news and updates about the MCHRCR 
to be e-mailed to members of the community.  This page should include 
validation to prevent spamming to members of the committee as well as 
a notice of legal confirmation. 

 
Rationale:  

 

 Members of the Springfield community need a primary point of reference 
when dealing with human rights issues with the city.  Such a web 
presence would increase the visibility of the MCHRCR as well as provide 
a point of contact for members of the community. 
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Responsible Agency: MCHRCR. 

   
Coordination: With City IT Department. 

   
Funding:  Planning and Development staff and the city’s Public Information 
Office can handle activities related to this action in the coming year. 

   
Proposed Completion: On-going. 

  
Performance Measures: An accessible, operational website.  
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GOAL – Coordination with Businesses 
 
Action 3.1  

 
Collaborate with the Chamber of Commerce, the Governor’s Council on 
Disability, and the USBLN affiliate groups in Kansas City and St. Louis, to 
encourage the establishment of a local affiliate of the US Business 
Leadership Network (BLN), http://www.usbln.org/.  A local BLN affiliate will 
not only help find ways to encourage a more diverse business community, 
but also help our Springfield businesses to succeed. 
 
Rationale:    

 

 Nationally, there is a need to assist businesses with our ever changing 
diverse workforce:  Baby boomers are aging with a disability (82%) and 
are still working, returning disabled veterans are looking for jobs (30-
40%), 51% of the disabled people have invisible disabilities, and only 37% 
of people with disabilities are employed. 

 The BLN is a national program led by employers in concert with state 
Governor's Committees and/or other community agencies that engages 
the leadership and participation of companies throughout the United 
States to hire qualified job candidates with disabilities. This program 
offers employers access to an overlooked domestic pool of applicants 
with disabilities, pertinent disability employment information, a network 
of companies sharing information on specific disability employment 
issues, the opportunity to provide training and work experience for job 
seekers with disabilities, recognition for best disability employment 
practices, and access to a largely untapped market for their goods and 
services.  

 The USBLN currently represents 55 BLN affiliates in 32 states including 
the District of Columbia and more than 5,000 employers using a 
“business to business” strategy to promote the business imperative of 
including people with disabilities in the workforce.  Kansas City and St. 
Louis have developed their own local affiliates. 

 Springfield has over 27,000 people with disabilities over the age of 5.  
This represents 19.2 percent of our city’s population over 5 years old 
which is 4.1 percent higher than the national average.  The disabled 
population will most likely continue to grow as our baby boomers age.  
Only 7% of those who have disabilities can find employment.  Springfield 
needs to identify why people with disabilities cannot find employment 
and educate employers what is possible in hiring people with disabilities.  
In addition the BLN can also examine how businesses in the city can 
benefit by expanding their businesses to be more inclusive of people 
with disabilities.   
 

Responsible Agency: MCHRCR. 

http://www.usbln.org/
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Coordination:  MCHRCR, Chamber of Commerce, and the Governor’s Council on 
Disability. 
   
Funding:  $6,000 for start up costs.  Once an affiliate is formed, local 
businesses should take on expenses for the affiliate through membership fees 
or some other venue. 
  
Proposed Completion: 2012. 
  
Performance Measures:  A USBLN affiliate is established in Springfield. 
 
Action 3.2 
 
Require all business license recipients in the City of Springfield have 
certification from the MCHRCR, following the example of Kansas City. All 
non-profits that distribute federal funding should also receive MCRHCR 
certification. 
 
Rationale:    
 

 This will ensure that all current and new businesses have diversity 
training and understand the importance of diversity in our culture. 

 This will stimulate diversity in hiring, as well as new business. 
 
Responsible Agency: MCHRCR. 

   
Coordination: Commissioners and city Licensing Division. 

   
Funding:  Planning and Development staff and the city’s Public Information 
Office can handle activities related to this action in the coming year (activities 
include printing brochures and MCHRCR stickers). Some additional staff time 
will be needed from the Licensing Division. 

   
Proposed Completion: On-going.  The process will be in place within one year.  

  
Performance Measures:   Decreased number of complaints due to the required 
training or increased business knowledge of human rights issues. 
 
Action 3.3 
 
Inform any public entity when members of the community report 
infringement of human rights or mutual respect.  
 

 Before a formal complaint is lodged against any local business, it is 
prudent to contact said business and inform them of what has occurred. 
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Rationale:    
 

 It is important to be a proactive advocate for change and to monitor 
businesses that infringe on human rights. 

 
Responsible Agency: MCHRCR. 

   
Coordination: Information from the public and commissioners to contact 
businesses. 

   
Funding:   None needed. 

   
Proposed Completion: On-going.  

  
Performance Measures:  Problems will be solved by talking to businesses. 
 
Action 3.4 
 
Develop a business acknowledgment Program – “Springfield Cares”. 
 
The development of a program, should a business choose to participate, they 
would agree to meet guidelines developed by members of the MCHRCR.  Upon 
certification, wherein it is found to meet the guidelines, said business would be 
given a window decal and electronic images (for use on their website, ads, 
media, etc.) to show they are a business in good standing with MCHRCR of 
Springfield, MO.  Examples of guidelines would be accessibility, non-
discrimination policies consistent with those set forth by city charter, and 
attendance at MCHRCR sponsored speaker events.  The city could pay for this 
program by imposing a nominal fee to the businesses wishing to participate.  
Members in good standing could also be listed on the MCHRCR website.   
 
The MCHRCR will publicly recognize through award presentation the businesses 
and individuals in Springfield who model best practices regarding diversity and 
human rights initiatives. 
 
 
Rationale: 
 

 Currently, there is no way for a business to highlight their desire to be 
an inclusive establishment. 

 This would allow business to show that they are working to make 
Springfield a better place as well as giving the citizens an opportunity to 
spend their money with businesses that are fair and non-discriminatory 
toward their employees and patrons. 
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Responsible Agency: MCHRCR. 
   

Coordination: Commissioners, City Licensing Division, and the Better Business 
District. 

   
Funding:  If possible, partner with the Chamber of Commerce to implement 
this action.   
   
Proposed Completion: On-going.  

  
Performance Measures:   Businesses in the community will be recognized. 
Awards might be presented at a City Council meeting. Business people will 
choose to participate (will put MCHRCR stickers on their premises). 
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GOAL - Fair Housing 
 
Action 4.1  
 
Serve as the designated agency, recognized by HUD, to affirmatively further 
fair housing. 
 

 The MCHRCR needs to follow up to be sure the community is making 
sufficient efforts to ensure fair housing per HUD. Housing issues and 
requirements can be addressed through community 
programs/workshops. 

 Information is crucial to a community. Fair housing issues and FHA 
requirements can be passed along through workshops, PSA’s, referrals to 
appropriate agencies, MCHRCR website, other forms of media. 

 The MCHRCR will work with the City in gathering data for the HUD 
Consolidation Plan and Analysis of Impediments to Fair Housing to retain 
and gain additional HUD funds. 

 
Rationale:   
 

 Continued HUD funding is contingent with the city’s effort to 
affirmatively furthering fair housing. Citizens need to know what 
services are available to help them obtain and retain adequate, 
affordable fair housing. 

 It was apparent during the strategic planning process that citizens who 
were involved were not even aware of city programs and how Springfield 
affirmatively furthers fair housing.  If the city is serious about human 
rights we need to do a better job of promoting what services are 
available. 

 
Responsible Agency: MCHRCR. 

   
Coordination: With city, housing agencies/organizations. 

   
Funding: Work can be part of existing city staff’s individual work program or 
additional staff can be hired. 

   
Proposed Completion: On-going.  

  
Performance Measures:  The City of Springfield will continue to receive funds 
from HUD. 

   
Action 4.2 
 
Strongly recommend that the City of Springfield establish a housing trust 
fund in Springfield.  
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 Recommend to city council to establish a housing trust fund for 
affordable housing in Springfield.   

 All affordable housing built or rehabilitated with housing trust fund 
monies should use universal design. 

 
Rationale:    
 

 Because housing is the foundation of every healthy community, local 
and state governments are recognizing that they need to contribute 
public resources to adequately house their residents. 

 Housing Trust Funds provide a secure and fixed source of funding for 
affordable housing. Virtually all Housing Trust Funds target revenue to 
housing affordable to low and moderate income households, and some 
specifically benefit very low-income households. 

 A housing trust fund could supplement Housing and Urban 
Development (HUD) funding for local low income housing projects. 

 An Inclusionary Housing Ordinance could allow developers the option 
of paying housing trust fees in lieu of providing ten percent of the 
homes in any development at affordable rates for modest income 
families.  

 Revenue resources used by Housing Trust Funds come from both public 
and private funds. Examples include: 
o Public Funds: Revenue from Development Ordinances, Fees or 

Taxes (e.g., fees on new commercial development that contribute 
to housing funds, inclusionary zoning in lieu fees, impact fees) 

o Revenue from Real Estate Taxes or Fees, other Taxes (e.g., 
property taxes, sales taxes, hotel/motel taxes) 

o Interest Earned on Government-Held and Market Rate Accounts 
o Revenue generated from Government Programs 
o Private Funds: grants, donation, other private contributions 

 
Responsible Agency:  MCHRCR. 

   
Coordination:  Planning and Development Department, various housing 
agencies. 

   
Funding:  Staffing necessary to implement and administer the housing trust 
fund as proposed. 

   
Proposed Completion: Once housing trust fund is created.  

  
Performance Measures: Creation of housing trust fund.   
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GOAL – Coordination with Schools 
 
Action 5.1  
 
Collaborate with the city of Springfield schools to teach about diversity 
within the schools and help create a safe environment for all school aged 
children (K-12) within the community.  
 

 Activities would include all school aged children (public, private, home 
schooled). 

 
Rationale:   
 

 The children are the future of a community.  By partnering with all 
schools and sponsoring activities for all school aged children (as the MLK 
essay contest), the MCHRCR will assist with diversity issues. 

 Such partnerships will increase sensitivity in the community by educating 
children about values and concerns of diverse groups (their norms and 
customs) through various educational methods: training, workshops, 
articles, cultural events, etc.  

 To foster open lines of communication, trust, and acknowledgement to 
all community members as equal and viable members of the Springfield 
community. 

 Help to keep from losing our talent to other more open regions. 
Stimulate growth and not be stagnant to new ideas. 

 It is necessary to recognize the value of “social capital” to encourage 
and retain diversity within the community. 

 
Responsible Agency:  MCHRCR. 

   
Coordination:   Springfield R-12, private school in Springfield, home school 
organizations. 

   
Funding:   Printing costs for handouts to reach 10,000 to 20,000 students. 

   
Proposed Completion: On-going. 
  
Performance Measures:  Programs provided to groups of school-aged children. 
   
Action 5.2   
   
Create a safety-buddy system/safe haven that all individuals in crisis can use 
for help.   
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 Have an available resource for any person in distress, which can be 

alerted for help by using any public transportation agency vehicle with 

short wave or telephone access, by flagging them down.  

 A safe haven would be a designated city agency, store, hospitals, office, 

etc. that any person, especially a child, in crisis could go to for 

assistance or referral. 

 Collaborate with the Safe Place program through Rare Breed (which 

works with youth ages 10-18).   

 
Rationale:    
 

 Acknowledge that the community at large is a partner in the 
development and safety of all of our citizens. 

 
Responsible Agency:  MCHRCR. 

 
Coordination:  With CU, City of Springfield, Greene County, City Police, County 
Sheriff, Fire Department, area hospitals, and the Safe Place program through 
Rare Breed. 

     
Funding:  Printing cost for decals or signs. 

   
Proposed Completion: On-going.  

  
Performance Measures:  Individuals, businesses, and agencies will participate 
by serving as safe havens. Children and adults will reach out to these 
individuals, businesses, and agencies. 
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GOAL – Coordination with City Government 
 
Action 6.1  City Government 
 
Add sexual orientation and gender identity protections to the Springfield 
ordinances/policies dealing with employment, fair housing and public 
accommodation. 
 

 Review current policies and ordinances.  

 Recommend changes to address sexual orientation and gender identity 
issues. This would include (but is not limited to) housing, public 
accommodation and employment. 

 Policies of priority to be reviewed first include adding sexual orientation 
and gender identity to the city’s non-discrimination policy and also 
adding protections against housing discrimination. 

 Recommend and promote that sexual orientation and gender identify 
protections be added to Springfield’s HUD policies/ordinances regarding 
familial status. 

 
Rationale:   

 

 Springfield is the last metropolitan area in Missouri to not have sexual 
orientation and/or gender identity in the city nondiscrimination 
ordinance. Kansas City and University City include sexual orientation and 
gender identity, St. Louis and Columbia have sexual orientation and are 
currently working on adding gender identity, and Jefferson City and 
Kirksville both include sexual orientation. 

 City ordinances/policies must include this segment of our population 
along with the other federally protected groups when dealing with cases 
of discrimination in the workplace, housing and public accommodation. 

 Springfield needs to be a progressive, proactive community. 

 HUD has recently added sexual orientation and gender identity to their 
nondiscrimination policies within their programs. 

 Businesses have taken the forefront and agreed that work performance, 
not sexual orientation and gender identity, should be the deciding factor 
in hiring and firing practices. 69% of Fortune 1000 companies and 85% of 
Fortune 500 companies include sexual orientation in their company 
nondiscrimination policies. And of Fortune 100 companies, 97% include 
sexual orientation and 60% include gender identity (Human Rights 
Campaign). 

 City government and the MCHRCR will coordinate with PROMO to 
implement this action. 

 
Responsible Agency: MCHRCR. 
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Coordination: MCHRCR with other advocacy groups such as PROMO. 
   
Funding:  None needed. 

   
Proposed Completion: On-going. 

  
Performance Measures:   Changes will be made in City ordinances and policies.  
 
Action 6.2  
 
Advocate for and advise city council to adopt a city ordinance including 
universal design principles/features in all newly built and rehabilitated 
affordable housing units funded by HUD monies, the Missouri Housing 
Development Education Funds, and a future city housing trust fund. 
 
Rationale:    
 

 Universal design is the design of products and environments to be usable 
by all people, to the greatest extent possible, without the need for 
adaptation or specialized design. Universal design benefits people of all 
ages and abilities. 

 Many times the minimum requirements set by the Fair Housing Act do 
not meet the needs of individuals with disabilities.  While the few 
housing units are legally accessible, many times they are not usable to 
those with disabilities.   

 The intent of universal design is to simplify life for everyone by making 
housing more usable by as many people as possible at little or no extra 
cost. 

 Springfield has over 27,000 people with disabilities over the age of 5.  
That is 19.2 percent of our city’s population 5 years of age or over which 
is 4.1 percent higher than the national average.  The number of people 
with disabilities will continue to grow with modern medical 
technologies, the baby boomers aging, etc.  Over 14% of the Springfield 
area is age 65 or older.  In Springfield, only 7% of the disabled can find 
employment.  For those who do work the median yearly salary is $15,238 
compared to the non-disabled who make $23,861.  Consequently, there 
is a significant need for more accessible, affordable housing that is 
usable to those with disabilities. 

 UD in affordable housing is imperative for our community to embrace.  
The City will need more usable housing units as our disabled and elderly 
community continues to grow.  As our baby boomer community ages, 
they will demand to remain at home, aging in place, rather than moving 
to a more expensive institution such as a nursing home, assisted living, 
etc.  Many believe that because of these reasons UD in affordable 
housing will be a very marketable venture that will benefit our city’s 
economy. 
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 By incorporating UD, the City will be creating usable, equitable, 
welcoming environments that everyone can enjoy.  It also saves money 
in the long run by reducing the need for future retrofits. 

 
Responsible Agency: MCHRCR. 
 
Coordination:  MCHRCR.  
   
Funding:  No cost. 
   
Proposed Completion: On-going.  
  
Performance Measures:  City ordinance passed. 
 
Action 6.3 
 
Advocate for and advise city council that a city ordinance require universal 
design features in any Springfield public facility.  These UD features should 
go beyond the ADA requirements and enhance the usability and 
participation of all citizens regardless of age or ability. 
 
Rationale: 
 

 Universal design is the design of products and environments to be usable 
by all people, to the greatest extent possible, without the need for 
adaptation or specialized design. 

 The intent of universal design is to simplify life for everyone by making 
products, communications, and the built environment more usable by as 
many people as possible at little or no extra cost. Universal design 
benefits people of all ages and abilities. 

 The implementation of UD features in Springfield’s facilities and new 
construction will enhance the inclusion of all citizens.  It will make our 
facilities more usable, enjoyable, and make Springfield a better place to 
live. 

 By incorporating UD, we will be creating usable, equitable, welcoming 
environments that everyone can enjoy.  It also saves money in the long 
run by reducing the need for future retrofits. 
 

Responsible Agency: MCHRCR. 
   

Coordination:  MCHRCR with appropriate city departments and other disability 
advocacy groups such as the Southwest Center for Independent Living.   
   
Funding:  No funding necessary.  There is an increased cost associated with 
Universal Design construction. 
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Proposed Completion:  On-going.    
  

Performance Measures:  The passing of city ordinance or city policy reflecting 
the incorporation of the principles of universal design. 
 
Action 6.4 
 
Advocate for and recommend to the city to hire a full-time ADA 
Coordinator.  This Coordinator needs to also have knowledge in how 
universal design principles can be used in construction, policy development, 
and service delivery. 
 

 Review the 2001 ADA settlement between the Department of Justice and 
Springfield to make certain Springfield is in compliance with the 
settlement. Currently, duties are split between two employees, who 
have other city responsibilities. 

 Review the actions of Springfield’s benchmark cities in relation to ADA 
Compliance and creating welcoming, inclusive, equitable environments.  
Based upon the findings, MCHRCR will make recommendations to city 
council. 

 Work with local chapters of AIA and AIAS (students). 
 
Rationale: 
 

 We all want the city of Springfield to be a welcoming environment for 
everyone.  Springfield city administration, employees, businesses, etc. 
need to have a basic understanding of the ADA and to at least follow the 
minimum requirements so that citizens with disabilities feel welcomed 
and can be full participants.   

 ADA compliance should be continually reviewed.  The city has made lots 
of changes since 2001 when the DOJ settlement occurred; consequently, 
these items need to be reviewed again.  Recommendations should then 
be made to ensure compliance and review where universal design might 
be incorporated.  

 See rationale under action 6.2. 
 

Responsible Agency: MCHRCR, Legal Department, City Council. 
   

Coordination:  MCHRCR. 
   

Funding:  Salary and benefits for a full-time employee could equal $80,000 
(top salary and benefits for a Senior Planner). 

   
Proposed Completion:  On-going.    
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Performance Measures:  The hiring of a full time city employee dedicated to 
educating city employees and businesses/agencies about ADA requirements and 
how universal design features can be incorporated in all areas of construction, 
city endeavors, and service delivery. 
 
Action 6.5  Disaster Preparedness 
 
The Commission will review the city’s emergency disaster plan to make 
certain that all emergency services are equitably distributed within the 
community. 
 

 Make certain that all shelters are accessible.  

 Make certain that shelters are distributed equally throughout the 
community.  

 
Rationale:   
 

 Emergency services and emergency shelters should be equally accessible 
to all citizens. 

 
Responsible Agency: Emergency Preparedness agencies. 

   
Coordination: MCHRCR. 
   
Funding:  None needed. 

   
Proposed Completion: On-going. 

  
Performance Measures:   Locations of shelters will be distributed around the 
city and will be accessible.   
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GOAL – Encouragement of Diversity 
 
Action 7.1 Diversity 
 
Track and make known the changing diverse population found within the 
Springfield community. 
 

 Use coordinated efforts with other agencies (as MSU, US Census Bureau, 
churches etc). 

 Work collaboratively with area colleges and their departments that 
promote diversity to insure that college graduates would prefer to stay 
in the Springfield area, as their city of choice. 

 
Rationale:    
 

 Promote and invite diversity. 

 Diversity is more than race: it refers to cultural differences, age, socio-
economic differences, education, ability, sexual orientation/gender 
identity, and religion. 

 
Responsible Agency: MCHRCR. 

   
Coordination:  Other agencies/organizations. 

   
Funding: No funding needed. 

   
Proposed Completion: On-going. 

  
Performance Measures: Changes in diversity will be tracked and publicized in 
MCHRCR brochures, documents, website, etc.   
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GOAL – Service to Disenfranchised Populations 
 
Action 8.1 Disenfranchised populations 
 
Coordinate efforts with other agencies who work with the disenfranchised 
members of our community, as homeless, runaway youth, dislocated 
families. 
 

 The MCHRCR will work with other agencies to address problems faced by 
these segments of our population. 

 
Rationale:    
 

 As the city grows, so does its problems. Homelessness is one aspect of 
the community that negatively impacts all other areas of the city – 
business, schools, social services, and crime/violence. It needs to be 
address. 

 The homeless population, ignored for too long in the city of Springfield, 
is a reality in the community. Homelessness goes hand-in-hand with 
poverty and crosses all ages – from children to the elderly. People are 
homeless for a number of reasons which, many times, are beyond the 
control of the individual (violence at home, mental illness, et al).  

 
Responsible Agency: MCHRCR. 

   
Coordination: with appropriate agencies. 

   
Funding:  No funding needed. 

   
Proposed Completion: On-going. 

  
Performance Measures:   Services received by the homeless will increase. 
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Goal- Become a state certified enforcement agency  
 
Action 9.1: Pursue State Certification 
 
Take the necessary steps to become a state certified Human Rights 
Commission through the State of Missouri Human Rights Commission and 
establish the City of Springfield Mayor’s Commission on Human Rights and 
Community Relations ordinance as substantially equivalent according to 
Missouri State Statutes section RSMo 213.131.1. 
 
Rationale:    

 

Since the Missouri Supreme Court case (Yellow Freight v City of Springfield 

Mayor’s Commission on Human Rights and Community Relations) ruled that the 

Commission had no power to determine that an employer had violated the 

City’s ordinance against employment discrimination was rendered ineffectual 

in its enforcement powers.  This case determined that the enforcement powers 

of the City of Springfield’s Mayor’s Commission on Human Rights and 

Community Relations were merely advisory board and that the commission did 

not have the power to act to enforce the city ordinances on discrimination. 

 
Missouri Revised Statutes Chapter 213 
Human Rights  
Section 213.0203. Any local commission created and established prior to August 13, 
1986, by an ordinance adopted by the governing body of any city, constitutional 
charter city, town, village, or county, shall have the power and authority to seek to 
eliminate and prevent discrimination in employment, housing, and public 
accommodation, and to establish related programs, which shall be certified by the 
commission as substantially equivalent. The power and authority of such commissions 
to initiate and pursue administrative proceedings and remedies shall be solely as 
provided in section 213.135.  
 
 (1990) Nothing in subsection 3 of this statute gives cities, towns, villages or counties the power to create a cause of 
action for the violation of an anti-discrimination ordinance. Failure of legislature to include an express grant of 
power to determine violations and make awards establishes its intent that such power is not included.  Yellow 
Freight Systems, Inc. v. Mayor's Commission on Human Rights of the City of Springfield, 791 S.W.2d 382 (Mo. en 
banc) 

 
However, if the city were to pursue state certification, the same powers 
granted to the state human rights commission would be extended to the local 
human rights commission once the City ordinance was determined to be 
substantially compliant with the state.  A state certification would require 
amending the current City ordinance and providing the necessary staffing to 
meet state requirements.  The process is as follows; 
 

Local commissions, certification--review--decertification.  
213.131.  
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1. No local commission shall have authority to hear complaints of violations of this 
chapter unless such municipal or county commission has first been certified to be 
substantially equivalent by the commission. The commission shall certify a local 
commission as substantially equivalent if the ordinance establishing the local 
commission provides substantially similar protection of the procedural rights of parties 
appearing before the local commission as are provided for by the provisions of this 
chapter.  

2. The commission shall review the certification of each local commission at least once 
every five years to determine whether it is appropriately safeguarding the procedural 
and substantive rights of parties appearing before it. Should the commission determine 
that a local commission is not adequately protecting the rights of parties appearing 
before it, it shall direct the commission staff to enter into negotiations with the local 
commission for the purpose of attempting to correct any deficiencies. Any decision to 
decertify a local commission shall be appealable to circuit court pursuant to the 
provisions of chapter 536, RSMo.  

8 CSR 60-2.265 Local Commissions 
 
PURPOSE: This rule sets out the procedures and criteria for certification of local 
commissions by the Missouri Commission on Human Rights. 
 
(1) Only those local commissions certified as substantially equivalent by the Missouri 
Commission on Human Rights shall have the power and authority to hear contested cases 
alleging violations of Chapter 213, RSMo which are alleged to have been committed within 
the city, town, village or county which created the local commission. 

 
(A) A local commission shall be certified as substantially equivalent if the ordinance 

establishing the local commission provides similar protections of the procedural 
rights of parties appearing before the local commission as are provided by Chapter 
213, RSMo and corresponding rules. Factors to be considered by the commission in 
determining substantial equivalence may include, but are not limited to, the 
following: 

 
1. Contracting status with Equal Employment Opportunity Commission; 
2. Contracting status with the Federal Department of Housing and Urban 

Development; 
3. Substantive rights; 
4. Procedural rights; and 
5. Powers and duties. 

 
(B)  Proceedings before the local commission shall be consistent with the requirements 

of section 213.075, RSMo. The order of a local commission in a contested case shall 
not be final for appeal purposes until it has been filed with and reviewed by a 
hearing examiner of the commission. Within ninety (90) days of receipt of the local 
commission’s complete hearing record, the commission hearing examiner shall 
issue an opinion. For appeal purposes, the order of the local commission shall 
become final thirty (30) days from the date of issuance of the hearing examiner’s 
opinion. If no opinion is issued by the hearing examiner within ninety (90) days, the 
local commission’s decision shall be considered final for purposes of appeal. 

 
A certified Human Rights Commission requires staff to process and 
respond to inquiries from the public, file complaints, or refer people to 
other agencies when appropriate. The Certified Human Rights 
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Commission would require investigatory staffing to investigate filed 
complaints. There would also need to be an administrator to oversee the 
operations and to review investigations and make findings.  
 
The Human Rights Commission would need to be a conciliator/mediator 
to attempt conciliation on cases where probable cause is found. The 
Kansas City Human Relations Department uses City Attorneys to 
prosecute their cases at hearings before the Commissioners. If 
Commissioners don’t hear the cases, then a hearing examiner may be 
required. This could be done on a contract basis as hearings would 
infrequent. 

 
Responsible Agency: Mayor’s Commission on Human Rights and Community 
Relations, Mayor’s Commission on Human Rights and Community Relations 
Staff, City of Springfield Law Department, City Council approval and adoption. 
   
Coordination: State of Missouri Commission on Human Rights and Department 
of HUD. 

   
Funding: City of Springfield General Fund would fund most of the 
administrative staff sufficient enough to fulfill the state requirements for state 
certification. 

 
Alternative sources of funding for the Human Rights Commission may have 
to come from other sources especially for administrative functions.  
However, some certified local agencies have been able to contract with 
HUD to investigate Fair Housing complaints. HUD does provide “capacity 
building” funds for a year or two; and then they provide funding on a case 
by case basis (in 2009 it was about $2,400 for each case). Funding is also 
available through the Equal Employment Opportunity Commission for 
employment complaints however funding is tied to the number of cases--at 
least 100 cases a year.  Springfield is averaging about 86 cases from 2006 to 
2009. 
 
Department of Housing and Urban Development (HUD): 

 
1.  HUD provides Fair Housing Assistance Program (FHAP) funding annually 

on a noncompetitive basis to State and local agencies that enforce fair 
housing laws that are substantially equivalent to the Fair Housing Act. 
These are state and local government agencies that administer laws and 
ordinances consistent with Federal fair housing laws. Such as providing 
assistance to state and local fair housing enforcement agencies to 
support complaint processing, training, technical assistance, education 
and outreach, data and information systems and other activities that will 
further fair housing within the agency's jurisdiction. The intent of the 
Fair Housing Assistance Program (FHAP) is to build an intergovernmental 
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enforcement effort to further fair housing at the State and local level by 
providing funding assistance for State and local fair housing enforcement 
agencies to increase administration of fair housing laws. 

 
2. Fair Housing Initiatives Program (FHIP) assists people who believe they 

have been victims of housing discrimination.  

 

FHIP organizations partner with HUD to help people identify government 

agencies that handle complaints of housing discrimination. They also 

conduct preliminary investigation of claims, including sending "testers" 

to properties suspected of practicing housing discrimination. Testers are 

minorities and whites with the same financial qualifications who 

evaluate whether housing providers treat equally-qualified people 

differently. In addition to funding organizations that provide direct 

assistance to individuals who feel they have been discriminated against 

while attempting to purchase or rent housing, the FHIP program has four 

initiatives that promote fair housing laws and equal housing opportunity 

awareness 

 
Four FHIP Initiatives provide funds, competitive grants to eligible 
organizations: FHOI, PEI, EOI and AEI.  

 
 The Fair Housing Organizations Initiative (FHOI) provides funding that builds the 

capacity and effectiveness of non-profit fair housing organizations by providing 
funds to handle fair housing enforcement and education initiatives more 
effectively. FHOI also strengthens the fair housing movement nationally by 
encouraging the creation and growth of organizations that focus on the rights and 
needs of underserved groups, particularly persons with disabilities.  

 

 The Private Enforcement Initiative (PEI) offers a range of assistance to the 
nationwide network of fair housing groups. This initiative funds non-profit fair 
housing organizations to carry out testing and enforcement activities to prevent or 
eliminate discriminatory housing practices.  

 

 The Education and Outreach Initiative (EOI) offers a comprehensive range of 
support for fair housing activities, providing funding to State and local government 
agencies and non-profit organizations for initiatives that explain to the general 
public and housing providers what equal opportunity in housing means and what 
housing providers need to do to comply with the Fair Housing Act.  

 

 The Administrative Enforcement Initiative (AEI) helps State and local 
governments who administer laws that include rights and remedies similar to those 
in the Fair Housing Act implement specialized projects that broaden an agency's 
range of enforcement and compliance activities. No funds are available currently 
for this program.  
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Equal Employment Opportunity Commission  
 
Fair Employment Practice (FEP) Agency designation under 29 CFR part G 
1601.70 allows for a work sharing agreement with local Human Rights 
Commission after becoming state certified. This would enable the 
Springfield MCHRCR to contract with EEOC to handle employment 
complaints. 

 
Proposed Completion: Within one year. 

 
Performance Measures: The number of complaints/contacts made by local 
constituents. The number of complaint cases submitted, processed, mediated 
and/or resolved either locally or through the state or other agencies.  
Increased presence and awareness of a local enforcement agency available for 
taxpayers and residents in the city whom have been alleged victims of 
discrimination in employment, housing and public accommodations. Decrease 
the number of businesses, local employers and individual engaging in alleged 
discriminatory actions against local residents of the city of Springfield. Increase 
the knowledge and public awareness of local businesses, employers and 
individuals of discriminatory actions against residents of the city of Springfield.   
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Goal- Change Powers of Commission 
 
Action 10.1: Change Commission from an Advisory to an Administrative 
board  
 
Review the current City of Springfield ordinance and City of Springfield 
Charter to change the current Mayor’s Commission on Human Rights and 
Community Relations powers from an advisory board to an administrative 
board. 
 
Rationale:    

 
Changing the MCHRCR status from an advisory board to an administrative board 
would enable the commission to conduct investigations in coordination with 
State laws. 
 

All boards or commissions established by this Charter or under authority granted herein to 
the council shall be classified either as (1) advisory boards, established for the purposes of 
investigation into general or specific problems affecting either the city as a whole or a 
particular department or agency thereof and making recommendations, or (2) administrative 
boards to which the power and duty of administering a department or agency of the city is 
entrusted with the necessary authority vested in such board to carry out such power and 
duties.”  

 

Responsible Agency: Mayor’s Commission on Human Rights and Community 
Relations, Mayor’s Commission on Human Rights and Community Relations 
Staff, Planning and Development Department and Adopted by the City Council. 
   
Coordination: City of Springfield Law Department. 

   
Funding: None, Staff time only for ordinance changes.  There would have to be 
staffing for administration and investigations. 
   
Proposed Completion: Within one year. 
 
Performance Measures: Increased presence and awareness of a local 
enforcement agency to address alleged acts of discrimination in employment, 
housing and public accommodations by local taxpayers and residents of the City 
of Springfield.  Allow the development of an effective local enforcement 
agency to combat alleged illegal discriminatory practices and actions by 
employers, businesses and individuals. 
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Goal- Update the Current Ordinance with applicable laws and 
regulations 

 
Action 11.1: Make changes to Human Rights Ordinance consistent with State 
Laws 
 
Take action to amend the current Mayor’s Commission on Human Rights and 
Community Relations city ordinance to be consistent with applicable local 
government and state laws and regulations. 
 
Rationale:    

 
If it is not possible to become state certified as substantially equivalent or 
amend the current city charter then the current ordinance needs to be 
amended to reflect the Missouri Supreme Court case Yellow Freight 
Systems, Inc v. Mayor’s Commission on Human Rights and Community 
Relations granted powers allowed under Missouri Statutes which limited the 
powers of all Human Rights Commission’s statewide.  Our current 
ordinance, as written, still allows the MCHRCR to conduct investigations, 
subpoena witnesses in the determination of violations and make awards for 
damages of discrimination; however, pursuant to law it is questionable that 
such language is enforceable and legal under state statutes’.   

 
Missouri Revised Statutes Chapter 213 Human Rights  
Section 213.0203. Any local commission created and established prior to August 13, 
1986, by an ordinance adopted by the governing body of any city, constitutional 
charter city, town, village, or county, shall have the power and authority to seek to 
eliminate and prevent discrimination in employment, housing, and public 
accommodation, and to establish related programs, which shall be certified by the 
commission as substantially equivalent. The power and authority of such commissions 
to initiate and pursue administrative proceedings and remedies shall be solely as 
provided in section 213.135.  

 
(1990) Nothing in subsection 3 of this statute gives cities the power to create a cause of action for the violation of 
an anti-discrimination ordinance. Failure of legislature to include an express grant of power to determine violations 
and make awards establishes its intent that such power is not included. Yellow Freight Systems, Inc. v. Mayor's 
Commission on Human Rights of the City of Springfield, 791 S.W.2d 382 (Mo. en banc). 

 
Responsible Agency: Mayor’s Commission on Human Rights and Community 
Relations, Mayor’s Commission on Human Rights and Community Relations 
Staff, Planning and Development Department and City Council approval and 
adoption. 

   
Coordination: City of Springfield Law Department, Missouri State University 
Dispute Resolution Center, and Drury University.   
 
Funding: None, Staff time only for ordinance changes.  There would have to be 
staff available to handle office duties and staffing of the Mayor’s Commission 
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on Human Rights and Community Relations. Salary and benefits for a full-time 
employee could equal $80,000 (top salary and benefits for a Senior Planner). 
   
Proposed Completion: Within one year. 
 
Performance Measures: Increased presence and awareness of a local 
enforcement agency to address and resolve discrimination complaints in 
employment, housing, public accommodations alleged by local taxpayers and 
residents of the City of Springfield. 
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Goal- Make Changes to Disadvantaged Business Policy 
 

Action 12.1: Review Policy on Disadvantaged Business Procurement 
Procedures  
 
Review and update the current City of Springfield policy on Disadvantage 
Businesses- Minority Business Enterprise Program in accordance to 
applicable State and Federal laws and regulations. 
 
Rationale:    

 
The current City of Springfield Minority Business Enterprise (MBE) Program 
was last updated in September, 1980.  In the past the city had a MBE Liaison 
Officer whom had the overall responsibility for the development; 
maintenance and accomplishment of the MBE program, however, this 
position no longer exist.  Theses duties have been decentralized with 
responsibilities given to numerous city department personnel.  The lack of 
an overall citywide coordinator needs to be addressed in the update.  The 
current city code states: 
 
Sec. 62-65.  Nondiscrimination provisions to be included in city contracts and franchises. 
The city and all of its contracting agencies and departments shall include in all contracts 
and franchises negotiated, let or awarded by or on behalf of the city a provision obligating 
the contractor in the performance of such contract not to discriminate on the grounds of 
or because of age, race, creed, color, disability, national origin or ancestry, sex, religion, 
or political opinion or affiliation, against any employee of, or applicant for employment 
with, such contractor, and shall require such contractor to include a similar provision in 
all subcontracts let or awarded there under. 

 
This ordinance also needs to be updated to comply with changes to state 
and federal laws in the areas of Disadvantages Businesses, Minority Business 
Enterprise, Women Business Enterprises and Veteran Enterprises Programs.  

 
Responsible Agency: Mayor’s Commission on Human Rights and Community 
Relations, Mayor’s Commission on Human Rights and Community Relations 
Staff, Planning and Development Department and Adopted by the City Council. 
   
Coordination: City of Springfield Law Department. 

   
Funding: None, Staff time only for ordinance changes.   

   
Proposed Completion: Within one year. 
 
Performance Measures: Increased presence and awareness of a local 
enforcement agency to address and resolve discrimination complaints in 
employment, housing, public accommodations alleged by local taxpayers and 
residents of the City of Springfield.  Increase contracting and procurement 
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opportunities for local DBE and MBE, WBE, and Veteran Enterprises consistent 
with state and federal laws. 
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Section 3.0: APPENDIXES 
 

Springfield Human Rights Complaints 
 2006 2007 2008 

Employment 69 84 109 

Housing 8 8 8 

Public Accommodation 3 8 6 

Total Complaints 80 100 123 
Source:  EEOC and State Human Rights Commission 

 

Springfield Racial Demographics 
Race 1990 Percent of Population 2008 Percent of Population 

White 95.58% 90.70% 

Black 2.40% 3.77% 

American Indian, Eskimo, or Aleut 0.79% 0.42% 

Asian or Pacific Islander 0.95% 1.54% 

Other race 0.28% 3.57% 

Total percent 100.00% 100.00% 

   

Source: American Fact Finder 2006-2008 Population Estimates  
 

Population with Disabilities 5 Years of Age and Over 
 Springfield 

Total 
Percent of Springfield 
Population 5 years + 

% State % U.S. 

Person with Disabilities 5 
years of age and over 

27,047 19.2% 17.3% 15.1% 

Source: 2005-2007 American Community Survey 3-Year Estimates 

 

Springfield Population Age 40 and over 
 1990 Percent of Total 

Population 
2008 Percent of Total 

Population 

Population Age 40 
Years and Over 

53,564 38% 62,585 45% 

Source: 1990 Census and American Fact Finder 2006-2008 Population Estimates  

 

Poverty 2000 
 Springfield MO U.S 

Families below poverty level 13.5% 8.6% 9.6% 

Individuals below poverty level 19.1% 11.74 13.2% 
Source: American Fact Finder 2000 Population Census 

 

Hate Crimes --Number of incidents per bias motivation Springfield 
 2005 2006 2007 2008 

Race 7 15 8 18 

Religion 0 1 3 3 

Sexual 1 1 0 3 

Ethnicity 0 2 2 1 

Disability 0 0 1 0 
Source: Department of Justice and FBI (On April 23, 1990, Congress passed the Hate Crime Statistics Act, which 

required the Attorney General to collect data “about crimes that manifest evidence of prejudice based on race, religion, 
sexual orientation, or ethnicity)



 

 

Salt Lake 

City UT 

Abilene 

TX 

Columbia 

SC 

Columbus 

GA 

Evansville 

IN 

Fort 

Wayne IN 

Grand 

Rapids MI 

Huntsville 

AL 

Kalamazoo 

MI 

Knoxville 

TN 

Savannah 

GA 

Waco 

TX 

Wichita Falls 

TX 

Chattanooga 

TN 
Springfield 

MO 
United States 

Population 180,651 116,219 124,818 180,622 116,253 251,247 193,627 171,327 72,637 183,546 130,331 122,222 101,590 169,884 154,777 301,621,157 

Pop. Density 1,640 1,091 960 870 2,838 3,145 4,323 965 2,926 1,964 1,712 1,445 1,404 1,145 2,064 80 

Pop. Change 2000 to 2007 -1.59% -0.98% 3.17% 1.44% -4.81% 20.86% -2.38% 6.27% -6.46% 4.86% -2.75% 6.83% -4.65% -0.23% -0.52% 5.88% 

Median Age  31.2 31.2 29.8 33 35.7 33 31.5 37.5 27.6 34.8 31.7 29.4 31.7 37.3 34.5 37.6 

Household Size 2.5 2.46 2.18 2.49 2.17 2.44 2.63 2.24 2.34 2.11 2.36 2.46 2.42 2.27 2.12 2.6 

Married Population 49.09% 56.85% 44.91% 51.62% 50.42% 49.61% 46.43% 55.54% 38.84% 44.03% 43.91% 48.26% 58.80% 49.19% 47.52% 58.89% 

Single Population 50.91% 43.15% 55.09% 48.38% 49.58% 50.39% 53.57% 44.46% 61.16% 55.97% 56.09% 51.74% 41.20% 50.81% 52.48% 41.11% 

POPULATION BY AGE 
 

             
  

Age 0 to 17 23.98% 26.17% 20.02% 27.12% 23.25% 27.28% 26.77% 22.15% 20.14% 19.33% 25.69% 25.52% 25.15% 21.73% 19.47% 24.89% 

Age 18 to 24 12.60% 13.84% 21.13% 11.56% 10.19% 9.96% 11.64% 10.68% 23.39% 14.23% 12.40% 18.04% 15.14% 10.16% 14.81% 9.90% 

Age 25 to 64 52.70% 47.85% 48.82% 49.61% 51.02% 50.61% 50.40% 52.70% 46.61% 52.17% 48.99% 43.72% 47.37% 52.59% 50.71% 52.67% 

Age 65 and over 10.72% 12.14% 10.03% 11.71% 15.54% 12.15% 11.19% 14.47% 9.86% 14.27% 12.96% 12.72% 12.34% 15.52% 15.01% 12.54% 

RACE 
 

             
  

White 76.67% 77.34% 46.95% 50.25% 84.40% 72.49% 63.45% 61.66% 69.52% 78.86% 37.36% 58.78% 74.80% 58.46% 90.69% 77.53% 

Black 2.03% 8.20% 46.94% 43.32% 11.09% 18.02% 21.10% 31.82% 21.11% 16.78% 58.32% 22.03% 11.48% 37.38% 3.47% 12.35% 

Asian  6.01% 1.39% 2.22% 1.86% 1.13% 1.97% 1.94% 2.78% 3.09% 1.88% 1.71% 1.53% 2.31% 2.08% 1.60% 3.58% 

American Indian 1.37% 0.63% 0.24% 0.39% 0.21% 0.41% 0.71% 0.47% 0.57% 0.32% 0.24% 0.53% 0.88% 0.27% 0.77% 0.89% 

Other 13.57% 12.71% 3.09% 3.73% 2.27% 6.50% 12.08% 2.92% 6.19% 2.75% 2.43% 16.83% 10.69% 2.74% 3.16% 5.65% 

Hispanic 22.17% 22.24% 3.04% 3.37% 1.21% 6.96% 16.37% 2.14% 4.70% 1.85% 1.77% 27.15% 15.64% 2.43% 2.35% 12.73% 

Non-Hispanic 78.41% 78.05% 97.40% 95.75% 99.55% 93.47% 84.01% 98.81% 94.79% 98.95% 98.98% 72.60% 84.49% 97.25% 96.98% 87.27% 

HOUSEHOLD INCOME 
 

             
  

Income between 15K to 25K 13.31% 15.60% 14.42% 13.29% 16.25% 14.84% 13.60% 12.39% 16.21% 16.42% 16.00% 16.26% 14.32% 14.91% 18.13% 11.21% 

Incomes between 25K to 50K 28.98% 33.95% 28.44% 30.18% 33.62% 34.14% 31.91% 26.86% 28.88% 29.93% 29.01% 29.89% 35.05% 29.78% 34.71% 27.30% 

Incomes between 50K to 100K 27.96% 24.78% 21.87% 27.50% 25.44% 28.13% 29.42% 28.69% 23.54% 20.42% 22.40% 18.43% 25.36% 24.55% 20.06% 30.81% 

Incomes 100K  and over 14.12% 8.06% 12.55% 11.91% 6.40% 7.62% 8.90% 16.44% 7.90% 7.63% 7.98% 6.90% 8.07% 9.91% 7.25% 17.05% 

Unemployment Rate 6.10% 5.00% 14.30% 8.70% 9.40% 10.20% 13.80% 6.50% 12.20% 11.40% 9.30% 6.20% 7.10% 7.90% 8.60% 8.50% 

Recent Job Growth  -2.00% 1.20% 0.80% -3.10% -4.40% -3.20% -8.90% -6.20% -7.40% -4.60% -5.60% -3.20% -4.10% 3.30% -5.00% -3.10% 

Future Job Growth  29.80% 37.30% 27.30% 25.10% 21.80% 23.40% 8.50% 21.20% 13.10% 19.30% 19.50% 27.40% 24.80% 38.70% 21.50% 26.40% 

Sales Taxes  6.60% 8.25% 5.00% 7.00% 6.00% 6.00% 6.00% 8.00% 6.00% 9.25% 6.00% 8.25% 8.25% 9.25% 6.60% 6.00% 

Data source: 2007 www.bestplaces.net 
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Business Case for Diversity with Inclusion

There are few who would argue against positive co-worker relationships and respect for
the individual dignity as being helpful in developing a positive workplace environment.
Many organizations are proud to display their espoused values like respect, teamwork,
individual dignity, and integrity on plagues throughout the workplace. And yet, even
in these organizations, people find themselves faced with a range of behaviors and
predicaments that “fly in the face” of the well-intended values. Even in workplaces where
the intentions are genuine, some people find obstacles to their full engagement based
not on issues of qualification and performance, but rather on the visible and invisible
group memberships they represent.

The United States as a Case Study
Historically, American workplace has been a bastion of male dominance. The literature
is replete with examples of male dominance in the work place with a particular emphasis
on the dominance of white men in particular. However, over the past 25 years we have
seen a number of changes and trend developments that have had significant impact on
business and other organizations who seek to thrive in the modern economic environment.
Of particular interest to this topic area are the significant changes and trends in the
demography of markets and the talent required for sustainable competitive advantage.
Here is a summary of what we know about the current situation for U.S. business
enterprise:

• The changing demographics of the United States are transforming the culture and 
buying habits of this nation. This metamorphosis is occurring more rapidly than 
anticipated. Companies that intend to be competitive going forward must understand
and actively court merging-market customers, including people of color, gays/lesbians
and people with disabilities.

• Involvement in emerging-market communities, from supplier-diversity initiatives to
philanthropic endeavors, sends a strong signal of support to potential customers and
employees within these communities.

• Recruiting, retaining,  and promoting diverse employees is critical to a corporation's
success in this evolving marketplace. These efforts must be carefully planned, nurtured,
and measured to ensure success.

• Corporate diversity initiatives must have total buy-in from top management, particularly
from the CEO. Without support from the top, integration of diversity, inclusion and
engagement strategies into corporate business plans and a company's culture are 
doomed to fail.

• Corporations must now pay closer attention to the details of quality of life in the 
communities in which they are embedded as a basis for developing a renewal resource
for highly talented associates, suppliers, and distribution partners.

Recruiting, retaining, and
promoting diverse employees
are critical to a corporation's
success in this evolving
marketplace. These efforts must
be carefully planned, nurtured,
and measured to ensure success.
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Taking A Closer Look At the Demographics
According to the editors at Diversity, Inc. (a leading industry publication), “the changing
demographics in the United States indicate a definite trend towards the “browning of
America.” Whereas in 1980, only 20% of the population in the U.S. was non-white, in
2000 that percentage had increased to 25%.  By 2010, 33% of the population will be
non-white, and by 2040 half of the population will be made up of groups now considered
“minorities.” They say that “the workforce of the present and future is populated by
increasing numbers people of color; even more so than we’re traditionally educated
to expect and embrace.”

Fig. 1

Adapted from:  The Business Case for Diversity by Diversity Inc., 2002

People of color as a segment of the population are comparatively younger than the
white population. Whereas whites outnumber non-whites 5 to 1 in the 70 plus age
group, the ratio is only 2 to 1 for the under 40 population. More important for our
shared economic future, the ratio of white people and people of color age ten  or younger
is only 1.5 to 1. This means that as today’s children enter the workforce, they will do
so with a dramatically more diverse and integrated cohort.  U.S. business enterprise has
entered into a transition stage toward a highly complex and diverse environment. In
time, American businesses must learn the principles and skills for attracting, developing,
and retaining a more diverse mix of talented employees. They must pay closer attention
to supply-line stakeholders (suppliers, distributors, dealers) and customers. Inclusion
strategies addressing these issues must be identified, internalized, and practiced by
businesses and organizations throughout the U.S. Companies who fail to do this may
find themselves at a strategic disadvantage in the markets for talent and customers.

People of color as a segment of
the population are comparatively
younger than the white
population. Whereas whites
outnumber non-whites
5 to 1 in the 70 plus age group,
the ratio is only 2 to 1 for the
under 40 population. More
important for our shared
economic future, the ratio of
white people and people of
color age ten or younger is only
1.5 to 1. This means that as
today’s children enter the
workforce, they will do so with
a dramatically more diverse and
integrated cohort.
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Follow The Money: New Customers from Emerging Domestic Markets
Emerging markets for new customers, suppliers, and talent drive the requirement for
new competencies in dealing with the issues of diversity and inclusion. This is not only
an issue for global multi-national companies but also for companies seeking to further
develop their opportunities in the U.S. domestic market. The data virtually speaks for
itself. According to research done by the Selig Center for Economic Growth at the
University of Georgia, the buying power of people of color has grown dramatically over
the past decade. The combined buying power of people of color in the U.S. grew from
a base of nearly $600,000 billion in 1990 to approximately $1.4 trillion in 2001. The
trend established here is indicative of the potential growth in buying power over the
next ten years.

Fig. 2

Adapted from:  The Business Case for Diversity by Diversity Inc., 2002

Emerging Market: The Gay Lesbian Bisexual Transgender
(GLBT) Community
Despite increasing anecdotal evidence that the number of gay, lesbian and bisexual
people in the United States is on the rise, there continues to be a dearth of hard data
to accurately describe the group. While there are a number of credible researchers on
this emerging market, the data exhaust from their work is not yet complete. Some of
the research suggests that the great majority of the gay, lesbian, bisexual and transgender
(GLBT) community is wealthier and better educated than most Americans. Perhaps the
most compelling research available at this time is the work of Planet Out Partners. Their
work shows gay Americans with a collective buying power of $450 million. Their work
also indicates that GBLT survey respondents commanded significant buying in comparison
to other demographic groups.

The data virtually speaks for
itself.   According to research
done by the Selig Center for
Economic Growth at the
University of Georgia, the buying
power of people of color has
grown dramatically over the past
decade.
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Fig. 3

Source: Planet Out Partners, Inc. (2003)

At the other end of the spectrum of credible research is Lee Badgett’s (1998, "Income
Inflation: The Myth of Affluence Among Gay, Lesbian and Bisexual Americans."). His
work indicates that gay and lesbian Americans generally earn less than their heterosexual
counterparts.

The primary challenge for GLBT researchers and marketers alike is the requirement
that survey respondents  must self-identify as gay, lesbian, bisexual or transgender.
Making their work more difficult is the continuing discrimination people with different
sexual orientations experience in this country. Additionally, gays and lesbians have the
ability to deny or to hide their sexual orientation. Therefore, there is no quick answer
to the questions of number, location, wealth, buying power, and education of this
sometimes invisible demographic.

Emerging Markets: People With Disabilities
It may come as a surprise to many of us that this increasingly powerful group maintains
an aggregate income that now exceeds $1 trillion and boasts $220 billion in discretionary
spending power. Marketing programs aimed at people with disabilities can reach as
many as four out of every 10 consumers. As the largest of all U.S.-based minority groups,
this group is comprised of people of all ethnic backgrounds, cultures and ages.

According to the U.S. Census Bureau, between 1990 and 2000, the number of Americans
with disabilities increased 25 percent. Of the nearly 70 million families in the United
States, more than 20 million families have at least one member with a disability. These
facts constitute a compelling argument to encourage forward thinking companies to
reach out to these consumers.

Woman: Impacting All Markets
In a joint study conducted by Catalyst and the National Foundation for Women Business
Owners (1998), researchers observed an accelerating trend of women establishing their
own businesses. A key feature of their findings brought attention to a trend indicating
that women who first gain management experience in mid- to large-sized companies
often choose to leave corporate America to start their own firms.

What they found was that in recent years, women-owned businesses have grown
dramatically both in number and in economic strength; many women who have worked
in corporations are drawn to business ownership because it gives them greater control
over their time, productivity, and advancement. According to this research, women cite
four major reasons for leaving the private sector: lack of flexibility (51 percent); glass
ceiling (29 percent); unhappiness with work environment (28 percent), and feeling

As reported in Fast Company
(August 1998), the yearlong
study conducted by a team from
McKinsey & Company—a study
involving 77 companies and
almost 6,000 managers and
executives—the most important
corporate resource over the next
20 years will be talent: smart,
sophisticated business people
who are technologically literate,
globally astute, and
operationally agile.
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MARKET POPULATION BUYING POWER BUYING POWER

PER CAPITA

African American 30 Million $535 Billion $17.8K

Gay American 16.5 Million $450 Billion $27.3K

Hispanic American 31 Million $383 Billion $12.4K

Asian American 11 Million $229 Billion $12.0K



Organizations that are
successful in leveraging the
diversity of their people are
better able to adapt to changes
in the external environment.

unchallenged in their jobs (22 percent). Only 5 percent report being downsized, and
only 3 percent say they were victims of sexual harassment. Gaining insight into this
trend is a requirement for corporate leaders who are struggling to retain their most
talented women.

The “War For Talent” in the 21st Century
According to a year long study done by McKinsey & Company, a leading business
consulting firm in the U.S., the most important corporate asset will not be its technology,
or its plant infrastructure. It will be the talented people, so-called human capital, which
will become the most valued corporate resource. It will also be the resource in shortest
supply.

As reported in Fast Company (August 1998), the yearlong study conducted by a team
from McKinsey & Company—a study involving 77 companies and almost 6,000 managers
and executives—the most important corporate resource over the next 20 years will be
talent: smart, sophisticated business people who are technologically literate, globally
astute, and operationally agile. And even as the demand for talent increases, the supply
of it will decrease. The McKinsey team is blunt about what will result from these trends:
its report is titled “The War for Talent.” The search for the best and the brightest will
become a constant, costly battle—a fight with no final victory. Not only will companies
have to devise more imaginative hiring practices; they will also have to work harder to
keep their best people.

There is a lot to be learned by studying the talent management practices of highly
successful organizations. This is especially true when considering high performing
organizations faced with an increasing diverse talent pool. As it turns out, in market
economies, talented workers from diverse backgrounds have similar baseline needs that
must be met by winning companies. Studies conducted by the Gallup organization
indicate that there are clear satisfiers and dissatisfiers for employees across industries
and demographic distinctions.

The satisfiers include:

• Getting to do what I do best
• Caring managers and supervisors
• Positive co-worker relationships
• Adequate resources to do my job
• Trust and treatment by upper management
• Opportunities to learn and grow
• Clear expectations about the work requirements
• Competitive compensation, reward, and recognition

The dissatisfiers include:

• Prejudice and discrimination for arbitrary reasons
• Poor career development opportunity
• Poor work environment or climate
• Low organizational savvy on the people issues
• Pressure to conform or assimilate
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Engagement Creates Better Performance
Companies that promote a culture that produces these satisfiers and eliminates the
dissatisfiers produce better results. The following table displays the positive differential
between companies that are effective at creating inclusion and companies that are not.

• Customer satisfaction    +39%
• Productivity +22%
• Profitability +27%
• Lower turnover -22%

Source:  Cumulative Gallup Workplace Studies

Organizations that are successful in leveraging the diversity of their people are better
able to adapt to changes in the external environment. They are more innovative in
anticipating and responding to these changes. Work by Harvard researcher, John Kotter
in the early nineties demonstrated that so called “adaptive cultures” dramatically
outperformed “non-adaptive” cultures across a variety of indicators.

Success Indicators Adaptive Culture Non-Adaptive Culture

Increase in revenues 682% 166%

Expanded workforce (growth) 282% 36%

Increased stock price/market valuation 90% 74%

Improved net-incomes 756% 1%

So What’s A Company to Do?
• Organizations from all sectors of our economy will gain significant leverage on their

commitments to performance by learning more about the impact of societal-level 
oppression on their policies, practices, and normative values. There are a wide range
of assessment methodology (qualitative studies, quantitative surveys, as well as policy
and practice audits) that can yield great insight into:

o Organizational culture and work environments and their relative impact on
how people perform

o Leadership and its impact on organizational effectiveness and the quality of
work-life experienced by employees

o  Societal oppression and bias that undermines well-intended policies, practices,
and human performance

• With good assessment data in hand, forward-thinking organizations can engage leaders
and individual contributors throughout the organization to develop strategies and 
action plans to alleviate the stressors and dissatisfiers that reduce people’s ability to 
bring their full selves to the job and contribute their best work.

• Business leaders, individual contributors and HR partners can work together to develop
the appropriate education and developmental interventions that will be required to 
overcome the obstacles identified in the assessment data.
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• Since business leaders are responsible and accountable for bottom-line business results,
their individual and collective successes in dealing with the issues affecting employee
performance is a key measure of leader effectiveness. Relative success or failure in this
area should be appropriately reflected in how leaders are compensated.

• Making progress toward the goals identified by the assessments need to be monitored
with both process and outcome measures.
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