The-;
University
ofHrgintCf...;

VOL. 66, NO.2 OCTOBER 1989

NEWS
LETTER

Learning to
Value Diversity
A NEW ROLE FOR HUMAN
RIGHTS AGENCIES IN VIRGINIA

by Lawrence J. Dark
How can Virginia respond to this challenge?
One way is for corporations, business and indusA recent report entitled One Third of a Nation states try, educational institutions, local governments,
that America is moving backward-not forward- and community groups to become partners with
in its efforts to achieve the full participation of human rights agencies in the Commonwealth and
minority citizens in the life and prosperity of the develop employment strategies that value divernation. 1 The report urges our nation to attack this sity and multiculturalism in our changing
problem now, with new energy and in new ways, workforce. This News Letter focuses on the Virginia
Council on Human Rights,
to end the dangerous
and how it and similar
drift and complacency
agencies can become rethat have caused us to
Virginia can take the lead
sources
to help organizadefault on America's
in demonstrating that when real
tions
share
in the task of
promise to help all its
providing
full
equality and
human
rights
partnerships
exist,
citizens attain equality
full
participation
to all
diversity and multiculturalism will
of opportunity. All
citizens,
including
those
segments of our sociflourish and help a state to prosper.
of color.
ety-public officials and
private citizens; government, business, and nonprofit institutions; Virginia Council on Human Rights
moderates, conservatives, and liberals-must
commit themselves to overcoming the current The 1985 session of the Virginia General Assembly
inertia and removing, once and for all, the remain- established a Human Rights Study Commission as
ing barriers to full participation by the emerging a result of two identical joint resolutions (House
Joint Resolution No. 339 and Senate Joint Resoluone-third of the nation-our minority citizens.
tion No. 140). The study commission specifically
was directed to review House Bill 900, which had
1. One Third of a Nation. A Report of the Commission on Minority
been introduced in the 1984 session and carried over
Participation in Education and American Life (Washington D.C.:
to the 1985 session before being withdrawn in defAmerican Council on Education and Education Commission of
erence to the study. House Bill 900 had proposed a
the States, 1988).

The author is director of the Virginia Council on Human Rights.
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The federal
government cannot
provide the
education, study,
and training unique
to Virginia that
will be needed in the
years ahead to
promote the value
of diversity and
to manage a
multicultural
workforce

comprehensive state human
rights act and would have created
a state human rights commission
to administer and enforce the act.
In this context, the study commission also was asked to review the
laws of other states, as well as any
local ordinances currently in
force among Virginia's local
governments.
The study commission
made its final report in 1987
(House Document No. 34). The
commission found a need for
both a comprehensive human
rights statute and an agency with
overall responsibility to administer its provisions. It noted that
while Virginia law had some nondiscrimination provisions, the
citizens of the Commonwealth
heavily depended upon federal
statutes and rules to protect them
from discrimination.
The volume of complaints
filed by citizens of Virginia under
these federal provisions indicated that the state was by no
means free of discrimination.
From fiscal year 1986 through the
third quarter of fiscal year 1988,
Virginians had filed a total of
5,278 complaints with the U. S.
Equal Employment Opportunity
Commission (see Table 1). The

study commission indicated that
the Commonwealth should take
the initiative in addressing discrimination as a state responsibility and should encourage its localities to do likewise. State and
local action would make assistance more accessible to those
who believe that they have been
the victims of discrimination,
would allow complaints to be
resolved quicker, and would ensure that the public was better
informed about its rights and
responsibilities regarding unlawful discrimination.
The study commission
found that when compared with
citizens of other states, the citizens of Virginia relied heavily
upon federal law, federal agencies, and federal courts for protection against discrimination. Further, many of the provisions
found in Virginia law offered an
aggrieved party redress only
through the judicial process-a
practice that not only placed a
costly and discouraging burden
upon the parties but also failed to
encourage informal resolution of
complaints.
The study commission held
a series of public hearings to ascertain whether there was in fact
a need for a state human rights

TABLE 1
Discrimination Complaints Filed in Virginia,
1986-Third Quarter 1988
1985-86

Fiscal Year
1986-87
1987-88

Total

TitleVl1
ADEA1
EPA (Equal Pay Act)
Title VIVADEA
Title VII/EPA
Other

1403
365
8
54
29
2

1682
312
7
63
30
3

1038
193
0
70
18
1

4123
870
15
187
77
6

Total

1861

2097

1320

5278

Note: Figures for 1987-88 are through the third quarter only.
1Age Discrimination in Employment Act.
SOURCE: U.S. Equal Employment Opportunity Commission, Baltimore District Office.
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law and Human Rights Commission in view of the existing
federal protections. Overwhelmingly, the testimony supported a
state effort, incl uding local
commissions in communities that
wish to support them. As might
be ~xpected, given the lack of
state law on this point, testimony
centered heavily upon employment discrimination.
In adopting the Virginia
Human Rights Act (Senate Bill
666), the 1987 session of the
General Assembly created the
Virginia Council on Human
Rights. The nine-member council,
headed by a human rights director, was empowered to enforce
the policy of the Commonwealth
to safeguard individuals from
unlawful discrimination. Specifically, the council was given
power to promulgate regulations
and to receive, investigate, seek
to conciliate, refer, hold hearings,
and make findings and
recommendations regarding
complaints of unlawful discriminatory practices. Complaints
filed under Title VII include
employment discrimination by
public and private employers on
the basis of race, color, religion,
national origin, and gender. The
Equal Pay Act of the Fair Labor
Standards Act prohibits salary
discrimination on the basis of
gender. The council is authorized
to inquire into incidents which
may constitute unfounded
charges of unlawful discrimination. With the approval of the
Attorney General, the council
may seek prevention of, or relief
from, alleged unlawful discriminatory practice.
Three particular areas of
the council's authority should be
highlighted for this article: (1) to
promote the creation of local
human rights commissions; (2) to
condud studies, appoint advisory
councils, and make their results
available to the public; and (3)
to furnish technical assistance,
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became
American,
and
succeeded.
The advent of many consciousness-raising, educative
programs focused on race and
gender has often created a subtle
ill will among white males. Those
who feel they have earned their
place in an organization may
resent the treatment afforded
"protected class" employees, yet
they are reluctant to protest for
fear of being labeled sexist or
racist. As a result, their feelings
have gone underground. Human
rights agencies can foster
discussion in these situations and
recommend solutions.
What people need to
recognize is that assimilation in
the melting pot can make for
superficial harmony. It does not
always allow people to have true
contact, to truly engage each
other, to find out who they really
are, how they really feel, and
what their full contribution
could be.
Differences in personal
socialization, values, and emotional expression offer the modern organization a means to
breathe new life into its traditional patterns. Diversity or multiculturalism is a pluralistic
approach that assumes each organization contains a huge reservoir of hu an potential, which,
freed from fear and mistrust,
could unleash great energy and
creativity. Organizations, in the
light of a new workforce, need to
be open to new ideas and to
welcome the rich ambiguity of
difference and creativity.
"Valuing diversity" and
"multiculturalism" are not new
words for affirmative action or
equal employment opportunity.
These concepts in employment
and education center on maximIZIng human resources,
recognizing talent, and building
on cultural differences that
people bring to the workforce
and educational institutions.

Effective management in
organizations today and in the
future will require a departure
from traditional management
methods that could succeed when
organizations were more homogeneous. With the influx of new
workers bringing their different
values, beliefs, and cultural orientations, the "culture" of the
organization itself is bound to
change.

Model Initiatives Responding
to the Changing Workforce
Three initiatives currently operating in the Commonwealth
can serve as models for human
rights agency partnerships.
The 1988 General Assembly, upon request from Governor
Baliles, authorized and funded
the Governor's Management Internship Program for Minorities
and Women. Ten Individuals
were selected to participate in the
eighteen-month program. In
response to the changing
workforce in Virginia and across
the country, the internships are
designed to increase substantially the pool of minority and
female candidates for middle and
upper management by providing
specialized work and training.
Organizations often claim
they cannot find "q ualified"
minority and women candidates.
Virginia's experience in recruiting
and selecting interns should
debunk this myth; 2900 applications were received for the ten
positions. Ultimately, finding
qualified minority candidates
depends on an organization's
commitment to a diverse
workforce. Human rights agency
professionals can be excellent
resources for developing strategies on this issue.
In addition to the internship program, the Commonwealth has established a
Minority and Female Talent
Bank, operated by the Depart-

ment of Personnel and Training,
to improve minority and female
representation in key management and professional positions.
The program serves state agencies by providing a ready source
of outstanding minority and
female candidates. Additionally,
the Talent Bank will supplement
ongoing programs desi"gned to
improve affirmative hiring and
equal employment oppGrtunity
in the Commonwealth.
The third initiative that can
serve as a model for partnership
with human rights agencies is the
"Statement of Cooperation"
between the Virginia State
Conference of the National Association for the Advancement of
Colored People (NAACP) and
Virginia Power Corporation. The
agreement outlines mutual objectives in improving economic and
employment opportunities for
African Americans, other ethnic
minorities, and women. This
agreement, like the two initiatives
of state government, emphasizes
the need for continued efforts to
identify minority and women
candidates for middle and upper
management jobs. This statement
of cooperation is a comprehensive
strategy of mutual respect and
support and, more importantly,
has top management leadership.
Many organizations consider upward mobility the most
important issue in managing
a diverse workforce today.
Under-representation of women
and ethnic minorities in the
upper ranks hurts an organization in at least two major ways:
(1) senior management loses the
benefits that come with diverse
points of view (including creativity, innovation, problem solving,
and understanding of the diverse
marketplace), and (2) women and
minority em ployees lack role
models and become disillusioned
about their opportunities in the
organization; they may go elsewhere or perform below their

With the influx
of new workers
bringing their
different values,
beliefs, and cultural
orientations, the
culture" of the
organization itself
is bound to change.
1/
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Over 80 percent
of the new workers
moving into public
and private sector
jobs over the next
eleven years will be
African-Americans,
Hispanics, Asians,
other non-white
groups, and women.

worked to bring their communities together through educational
workshops, annual human rights
awards banquets, and intercultural activities. Projects like
these allow individuals and
organizations to participate in the
commissions and to develop
working relations. Yet if an
organization is serious about
meeting the challenge of equal
opportunity, it will require more
than one-day, one-week, or
one-month consciousness-raising
and celebrations. These are only
components of what must be a
comprehensive long-term program for success. The partnerships proposed here imply longterm, sustained involvement.

The Challenge of a Changing
Workforce
The United States Department
of Labor has funded research
that culminated in the 1987
publication Workforce 2000. 2 This
report on demographic changes
in the United States workforce
projects that the number of
American workers will continue
to grow at a slow but steady pace
through the year 2000. More
importantly, it also predicts that
new jobs will be concentrated in
service industries, that they will
demand much higher skill levels
than today's jobs, and that only
15 percent of the new entrants
into the labor force will be native
white males. This group currently repres~nts just over 45
percent of new entrants in the
workforce. In other words, over
80 percent of the new workers
moving into public and private
sector jobs over the next eleven
years will be African-Americans,
Hispanics, Asians, other nonwhite groups, and women. This
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2. William B. Johnston and Arnold
H. Packer, Workforce 2000: Work and
Workers for the 21st Century (Hudson
Institute, 1987).

drastic demographic shift over
such a short period will challenge
organizations in America to find
ways of managing a new
multicultural workforce.
In response to Workforce
2000 and One Third ofa Nation, the
Council on Human Rights and
the Center for Public Service at
the University of Virginia are cond ucting a wide-ranging study of
the status of Virginia's minorities.
The study, the first of its kind in
Virginia, will analyze the social
and economic status of racial minorities in the state, particularly
noting the changes that have occurred over the last two decades.
It will examine such factors as
education, income, employment,
health, occupational status,
housing, and family characteristics. For the purposes of the
study, minorities are defined as
citizens of African-American,
Hispanic, Asian, or Native
American ancestry. A cohort
from Virginia!s white population
will also be studied for comparative purposes. The findings will
enable the council, public officials, and citizens to assess how
much progress has occurred
since the 1960s, highlighting those
areas where problems persist and
where the Commonwealth has
been successful.
As the Kerner Report update proclaimed recently, we
must bring the problems of race,
unemployment, and poverty
back into the public consciousness, put them back on the public
agenda. 3 One Third of a Nation
goes further and states that these
problems also belong on the private agenda of each and every
American. The existence of a
permanent underclass, made up
primarily of minority groups, is

inconsistent with our national
ideals. It threatens our democratic system, which can succeed
only by extending to every citizen
an opportunity to share in the
nation's life and prosperity.

The Importance of Valuing
Diversity and Multiculturalism

The critical challenge for corporations, business and industry,
state and local government, and
educational institutions today is
to create an environment that
values diversity and multiculturalism-an environment that
encourages and develops the
minority employees whom
organizations take great pains
to hire, while simultaneously
continuing to support white
males.
We are far from having
such an environment today: in
many organizations to "make it"
still means to look, feel, and
behave like a white male. Women
are taught to dress for success.
African Americans are to speak
properly and all are given "assertiveness training." In the process,
many of these people give up
their identities and the very
qualities that make them unique
assets to the organization.
The result is a kind of
cultu_ral marginality of which
executives and administrators too
often are unaware. Indeed,
organizational policymakers do
not understand why these
diverse groups of people cannot
assimilate. After all, the reCl'iOning goes, the sons and daughters
of European immigrants were
forced to assimilate; why can't
African Americans, other ethnic
minorities, or women? The
children of former immigrants
who are now succeeding look
at these groups and demand
3. The Kerner Report Updated. Report of the same adaptation. They
the 1988 Commission on the Cities, Race frequently resent the need
and Poverty in the United States Today
(Racine, Wisconsin: Johnson Founda- for affirmative action programs.
They worked hard, struggled,
tion; 1988).

OCTOBER 1989

upon request, to persons or
organizations subject to the
Human Rights Act. These
include state agencies, private
employers, labor organizations,
employment agencies, educational institutions, places of
public accommodation, voting
registrars and those acting at their
direction, realtors, creditors, and
contractors.

FIGURE 1
Distribution of Discrimination Complaints Handled by Local Human
Rights Agencies in Virginia

Local Human Rights Agencies
In March of 1989, the Council on
Human Rights conducted a
survey to determine the number
and location of other human
rights agencies in Virginia. The
survey was administered to the 95
county administrators and 41 city
managers in the state. The overall response rate to the survey was
66 percent, including 32 cities (78
percent of the total) and 58
counties (61 percent of the total).
Ten cities indicated that
they had a human rights agency.
They are Alexandria, Bedford,
Danville, Martinsville, Newport
News, Petersburg, Portsmouth,
Richmond, South Boston, and
Winchester. Among the counties,
five responded that they have
human rights agencies or commissions; they are Arlington,
Fairfax, Montgomery, Prince
George, and Surry.
Most of these local human
rights agencies and commissions
were formed in the 1970s and
early 1980s. Three new commissions were formed in 1989 in the
County of Arlington, the City of
Portsmouth, and the City of
Newport News.
The most active local agencies are in Northern Virginia. The
County of Fairfax Human Rights
Commission, established in 1974,
has accepted 958 human rights
complaints. The City of Alexandria Office of Human Rights,
established in 1976, has handled
1200 cases since its inception. All
other local agencies combined

SOURCE: Data compiled by the Virginia Council on Human Rights.

have handled a total of 91 cases.
Figure 1 shows the distribution of
discrimination complaints
handled by the local agencies.
Significantly, alleged employment
discrimination is the largest
category; we must address this
problem immediately if we are to
achieve full equality and full
participation in all aspects of
American life. Virginia should
have more human rights commissions to meet needs in local
communities.
The federal
government cannot provide the
education, study, and training
unique to Virginia that will be
needed in the years ahead to
promote the value of diversity
and to manage a multicultural
workforce.

Crafting a New Role
for Human Rights Agencies
At the swearing-in ceremony of
the members of the Virginia
Council on Human Rights,

Governor Gerald Baliles outlined
how this group could help the
Commonwealth share in the task
of providing full equality and full
participation to all her citizens.
He stated that serving on the
council gave the members an unprecedented chance to advance
the Commonwealth's commitment to equal opportunity.
Acknowledging that there was
more to be done, Governor
Baliles stressed the importance
of working together imaginatively, intelligently, and resolutely. He also emphasized that
in accepting the General
Assembly's charge to the council,
the members had agreed to do
more than investigate complaints
of discrimination. They had
assumed the broader and equally
important task of promoting
equal opportunity through
education and study.
The established local commissions-those in Alexandria,
Fairfax, and Richmond-have
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abilities. The bottom line is
reduced productivity.

Conclusion
The new role for human rights
agencies recommended here
does not mean that these
agencies should abandon their
responsibility to investigate and
resolve alleged complaints of
discrimination. Discrimination
has not been completely eradicated in society; it must still be
dealt with honestly and swiftly.
The new role proposes developing partnerships that benefit the
state, local communities, corporations, business and ind ustry,
ed ucational institutions, and
human rights agencies on issues
of mutual concern. Two major
issues that concern these
groups--employment and management of a culturally diverse
workforce-will grow in importance because of demographic
changes in the workforce. While
these changes pose challenges,
they also offer an opportunity for
human rights agencies and other

organizations to appreciate diversity and multiculturalism, and
have it playa central role in business planning, growth, and
survival. These are imponant
concerns as Virginia continues
strong economic development.
But more is involved than
just words. To achieve these goals
will require action, supported by
the requisite staff and budget to
be effective. As the report of the
Human Rights Study Commission states, "Virginia long has
prided itself on a tradition of state
independence and responsibility.... It seems somewhat incongruous for Virginia to fail to take
responsibility in an area where
there is an obvious opportunity
to do so." Or, to borrow language
from the Arlington County
Human Rights Commission
Statement of Policy,
Virginia is a state richly
diverse and valued for
heterogeneity of its residents. It is in the public
interest of the Commonwealth to assure that each

citizen is treated fairly,
provided equal protection
of the law and equal opportunity to participate in the
benefits, rights, and privileges of community life.
Discrimination deprives the
citizenry of the bare
essentials of life and is
detrimental to the public
welfare, safety and health of
the Commonwealth.
Our state needs s rong, visionary
human rights agencies to help
organizations prepare for, and
effectively manage, a multicultural workforce now and in the
future. Virginia can take the lead
in demonstrating that when real
partnerships exist, diversity and
multiculturalism will flourish and
help a state to prosper.
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