Civil Rights

Reporter

Journal of the Texas Workforce Commission Civil Rights Division
Bryan Snoddy - Division Director

ISSUE

01

OCTOBER
2021

Equal Employment
& Fair Housing

Texas Workforce Commission Commissioners

Bryan Daniel - Chairman and Commissioner Representing the Public
Julian Alvarez - Commissioner Representing Labor
Aaron Demerson - Commissioner Representing Employers

In This Issue

Background Screening Programs in the
Housing Process

Improving Our Complaint Intake Process

Many housing providers use different types of
programs and services to screen the backgrounds of
their applicants. One of our investigators takes a look
at some of the potential discriminatory effects these
might have.

See how the Employment Complaint team made
improvements to better handle the number of complaints
received by the Division.

Disability Conundrums
Providing some answers and guidance on disabilities and
FMLA request.

A Reflection on Awareness Month

Complaints and Actions
Cases that have happened across the State.

This Time in Civil Rights History

Domestic Violence Awareness Month
Hispanic Heritage Month
White Cane Safety

A look back at historical events that shaped equality
in the United States.

Upcoming Events and Resources

Director’s Corner - No Refusal Success

Mediation and Conciliation Q&A
Fair Housing Webinars

Bryan Snoddy explains how we have adapted
and changed to better serve the needs of our
customers over the last year and what the future
looks like.

Employee Spotlight - Frances A. Reese Seeger
Read about one of our Fair Housing Investigators
and her journey to the Division during the onset of
the pandemic.

Mission Statement

The mission of the Civil Rights
Division is to reduce discrimination
in employment and housing through
education and enforcement.

Vision
The vision of the Civil Rights Division is to help create an
environment in which the people of the State of Texas
may pursue and enjoy the benefits of employment
and housing that are free from discrimination.

Employment Matters

The State of Texas welcomes diverse personnel and maintains a fair environment to reap
the benefits of fresh perspectives and increased diversity. Additionally, the State of Texas
promotes equal employment, a discrimination-free workplace, and equal treatment in
tangible job benefits.

Employment Complaint Process Improvement
By Alex Stewart, Intake Supervisor

The Civil Rights
Division’s (CRD)
Employment
Intake
Department
recognized there
was a need
to streamline
its operations
to maximize the efficiency of its
workforce. To continue to respond
to the rising number of employment
discrimination complaint
submissions while maintaining a
high level of customer service, it
was necessary to reevaluate its
workflow process.
In order to achieve this, an indepth assessment of our current
workflow process needed to be
conducted. This analysis required
several steps, such as: clarifying
the desired outcome or goal; stating
and examining the basic steps of
the current process; gathering input
from the people who perform those
tasks; identifying bottlenecks; and
eliminating redundant steps.
There are several steps required to
streamline a process like: analyzing
the current process; automating
the business process; introducing
the new process; and documenting
progress (Rupp, 2019). In the Fall of
2019, the CRD Employment Intake
Section conducted an assessment
of its major tasks and began to
identify areas where automation
could maximize the efficiency of its

workforce. The automation process
included the incorporation of One
Drive, which migrated to SharePoint
and then, finally, to Unified
SharePoint. Multiple applications
were incorporated to help the
Section address the high level of
customer demand.
In early 2021, the Employment Intake
Section conducted an “in progress
review” (IPR) of its new workflow
process. This IPR consisted of a
“360 degree review” and a “boots
on the ground” level of engagement
with each Intake Specialist gaining a
complete understanding of their day
to day tasks and an appreciation of
their challenges. It was determined
that although the Intake Specialists’
roles had expanded significantly,
they were still achieving a high level
of customer service. However, a few
bottlenecks were identified.
During the IPR, each Intake
Specialist was empowered to
provide suggestions on how they
thought the new process could be
improved. They each played a vital
role in identifying their most critical
tasks, the tasks which occupied the
majority of their time, and identifying
what was and was not working as
well as originally expected. It was
important to communicate any
process change to all stakeholders,
including management and fellow
Intake Specialists.
The use of empirical data played
a critical role in providing an

accurate assessment of the CRD’s
production rates. The Intake
Specialists played an essential
role in identifying relevant metrics
that best demonstrated their
throughput. The same empirical
data will also demonstrate whether
a new process is working or not
while simultaneously affording
management the ability to provide
more accurate real time production
adjustments and more accurate
forecasts.
We had a saying in the Army:
“No good plan ever survives the
first contact.” While this may be
cliché, the message is critical in the
success of any plan. If management
is not willing to admit that a plan
is not working, nothing will ever
improve. Slight modifications may
need to be made to the process
improvement plan in order to ensure
its success - especially when
there are unforeseen obstacles.
Consistent communication,
feedback, and constant employee
engagement help to minimize the
stress which comes with change.
The CRD continues to invest
significant time and resources to
improve and maintain the high
level of customer service within its
Employment Intake Department.
Rupp, S. (2019, December 4). 5
Ways to Streamline Your Business
Processes. https://fowmedia.com/5ways-to-streamline-your-businessprocesses/

October 2021
Civil Rights Reporter

Page 2

Employment Matters
Disability Conundrums
By Lynda Pringle, Investigations Supervisor
Questions
involving thirdparty disability
insurance
provided by
an employer
and the Family
Medical Leave
Act (FMLA)
can present a conundrum when
analyzing disability and reasonable
accommodation issues.
Question: Is the employer
required to provide additional
insurance for employees with
disabilities?
Answer: The employer is not
required to do so. The only
requirement under the Americans
with Disabilities Act (ADA) is that an
employer provide an employee with
health and/or disability insurance
equivalent to coverage offered to
other employees. If the insurance
provisions are not based on
disability and are applied equally
to all insured employees then the
insurance plan does not violate
the ADA.

Question: Who enforces the
Family Medical Leave Act?
Answer: The Department of Labor
enforces the FMLA. Neither the
Equal Employment Opportunity
Commission (EEOC) nor the TWC
Civil Rights Division have legal
enforcement responsibility for the
FMLA.
Take heed! The law can lead
the way out of this morass of
existential angst!
An individual with a disability who
needs an accommodation must
notify the employer. An employee’s
request to apply for disability
insurance or Family Medical
Leave (FML) may constitute a
protected activity.
If a request for leave can be
addressed by an employer’s leave
program, the employer may provide
leave under those programs. The
employer should promptly engage
in an interactive process with the
employee. This process involves
a discussion between the parties

designed to enable the employer to
obtain essential information from the
employee to ascertain the feasibility
of granting leave as a reasonable
accommodation without causing an
undue hardship to the business. In
sum, although disability insurance
and FML are not within the
jurisdictional purview of the EEOC
or the TWC Civil Rights Division, the
request for those accommodations
may be a protected activity.
Caveat!
The interactive process is a twoway endeavor. The employee should
be proactive in timely providing the
medical documentation required
and engage with the employer to
verify that the employer receives
information needed to respond the
request. Alternatively, the employer
should timely provide the employee
with the necessary information to
initiate FML or engage in additional
discussions with the employee
regarding leave if the employee
does not qualify for FML.
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Employment Matters
The Impact of Domestic Violence on Employment,
Housing and Your Psyche
By Marcia Anavitarte-Jordon

October is
Domestic Violence
Awareness
Month. You may
see the color
purple featured
more often in
awareness ribbons
and displayed in
lit-up buildings. The color has many
meanings - peace, courage, survival
and honor - but it is ultimately symbol
dedicated to ending violence.

My Journey

I was a victim of domestic violence
during my first marriage. That was over
30 years ago, and there were not nearly
the number and availability of resources
we have today. It was a dirty secret that
you just didn’t talk about because it was
somehow your fault. If I would have
had dinner ready earlier, smiled more,
been more of a docile wife, not said
this, not worn those heels, and this and
that - simple acts or behaviors - then I
would not have been subjected to the
anger of my spouse. I had no support,
nowhere to turn to and he controlled
all of the money. After waking up in the
hospital alone, learning that he had
tried to poison me, that my organs had
started shutting down and I had lost the
baby I was carrying, I finally decided to
leave. I realized I wanted to Live….so I
chose Me.

How to Help an Employee or
Coworker

• Listen to them, but do not try to
take on their burden.
• Always let them know that your
door is open.

• Be discreet and treat the
employee with kindness and tact.
• If possible, have pamphlets about
domestic violence resources
readily available in breakrooms,
with Human Resources and
share it often via email or
webpage.
• Once an employee approaches
you about their situation, ask
them to tell you what they need
and what you can do.
• Maybe your employee needs
time off to go to court or to
move - what options do you have
to assist them? An employee
qualifies for the Family and
Medical Leave Act (FMLA) and
are allowed to take time off if they
are physically injured in an act
of domestic violence or need to
seek counseling due to domestic
violence.
• Employees experiencing
domestic violence may also
qualify as having a disability
and needing accommodation.
This is a case-by-case situation.
Please follow your guidelines for
reasonable accommodations.

Housing Issues Related to
Domestic Violence

• If you live in the Austin area,
contact SAFE Alliance, (512)-2677233: they will be able to provide
individuals a place to stay and
other services.
• If you live outside of the Austin
area, contact the National
Domestic Violence Hotline at
800-799-7233 (800-799-SAFE)
The good news is that if you are leasing
or renting (subsidized or unsubsidized)
a dwelling (house, condo, apartment,
etc.) you will not be responsible for
breaking the lease (Section 92.016
of the Texas Property Code). To
terminate your lease you will need
to provide a copy of one or more of
the following: emergency protective
order; documentation from a licensed
healthcare or mental healthcare
provider; or documentation from certain
victim service advocates.
Survivors who wish to terminate their
lease can contact the Austin Tenant
Counsel’s telephone counseling line
(512-474-1961) to discuss their rights
under the Texas Property Code.
Outside of the Austin area, survivors
can contact SAFE Alliance (512-2677233) and the National Domestic
Violence Hotline (1-800-799-7233).

• Call 911 if you are in immediate
danger.
• If you have your own vehicle,
leave as soon as it is safe to do
so. It’s suggested that you park
your vehicle in a closed garage or
at a different location to conceal
where you are staying.
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Employment Matters
Recognizing Hispanic Americans in the Workplace
By Brittany Sherwood

Many Americans
remember the
month of September
for a variety of
reasons including
Labor Day and
the tragedy of
September 11th.
Some might not
be aware that September is also
remembered for a very different
reason. It commemorates the huge
impact that Hispanic Americans have
had in the shaping of our country and
its success. September marks the
beginning of National Hispanic Heritage
Month, starting on September 15th
and ending on October 15th. National
Hispanic Heritage Month was first
initiated in 1968 by President Lyndon B.
Johnson as a one-week event, starting
on September 15th, to celebrate the
anniversary of the independence of
several Hispanic countries. The week
was extended to a full month in 1981
to recognize the contributions and
influence of Hispanic Americans to the
history, culture and achievements of
the United States. The United States
has the second largest population of
Hispanic people in the world, second
only to Mexico, and the impact that
Hispanics have on American culture
and economic growth is monumental.
While many festivals and concerts
are held across the U.S. to honor
their culture and achievements, many
Hispanic Americans still feel that they
are undervalued.
Latino businesses create nearly 3
million jobs for the U.S. workforce
annually and represent nearly 20% of
all active military personnel - 242,907
of the 1.29 million enlisted, according
to pre-pandemic data. Latinos owned

more than 20% of all business in
the transportation and warehouse
sector and a growing number of the
country’s construction firms as of 2012
(Contributions by Latinos to Grow
America, Mario A. Guerra, 2018).
According to the U.S. Bureau of Labor
and Statistics, “From 2018 to 2028,
the Hispanic share of the labor force
is projected to increase more than
that of any other race or ethnic group,
increasing from 17.5 percent in 2018 to
20.9 percent in 2028.” With Hispanic
Americans playing such a major role
in the workforce, it is a wonder that
there is not a high representation,
especially for Latinas, in C-suite roles
and CEO positions. According to Esther
Aguilera, CEO, “there is still work to
do “to ensure C-level and boardroom
representation of Latino/as–who
comprise 20% of the US population
and command $2.6T in GDP” (Meet
16 Hispanic CEOs of Top S&P 500
Companies, Michael Volpe, 2021).
According to the first annual Hispanic
Sentiment Study, conducted in August
2018 by We Are All Human, 77% of
participants in the study were unaware
of recent accomplishments achieved
by the Hispanic community across the
country. According to this same study,
“Despite serving as a major source of
U.S. labor, 74% of U.S. Hispanics feel
they cannot be themselves at work.”
(We Are All Human.org, October 2018).

Hispanic culture. Due to a lack of
understanding of Hispanic values,
many Hispanics may feel that they don’t
quite fit into the workplace. Generally
speaking, the Hispanic culture is very
family-oriented and Hispanics want
to be in an environment that holds
those same values. Hispanic culture is
also very community-oriented which
favors companies that want to play a
positive role in their community (We
Are All Human.org, 2018). It is critical
that employers embrace these values
and create a positive workplace that is
inclusive of Hispanic culture. Education
that rids Americans of common
misconceptions is needed to eliminate
labels. Hispanics come from a wide
variety of backgrounds and cannot
all be fit into one collective group.
Mexicans and Puerto Ricans do not
have the same food preferences for
example. For real change to take place
we must be willing to shift our thinking
and cultural norms to be open to others’
ways of doing things. We need to learn
to know our fellow co-workers - from
Mexico, Puerto Rico, Cuba, Central and
South America - as individuals and be
willing to blend for the betterment of all.

Slowly, Hispanics are gaining more
representation in the workplace. But
feeling valued at work (and even
experiencing workplace equality) is
not yet a reality for many Hispanics,
especially Latinas. It seems that part
of the problem lies in many American
misconceptions about Hispanics and
a general lack of awareness about
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White Cane Safety Day
By Faith N. Penn

White Cane Safety Day, more commonly referred to as White Cane Day, is a national observance
in the United States which has been recognized annually on October 15 since 1964. The date
is set aside to recognize and pay tribute to the achievements of people who are blind or vision
impaired and the known tool of independence, the long white cane.
President Lyndon B. Johnson signed the first White Cane Safety Day proclamation within a few
hours of the passage of the congressional joint resolution. The proclamation read:
“The white cane in our society has become one of the symbols of a blind person’s ability to come and go on their
own. Its use has promoted courtesy and special consideration to the blind on our streets and highways.
To make our people more fully aware of the meaning of the white cane and of the need for motorists to exercise
special care for the blind persons who carry it Congress, by a joint resolution approved as of October 6, 1964, has
authorized the President to proclaim October 15th of each year as White Cane Safety Day. Now, therefore, I, Lyndon
B. Johnson, President of the United States of
America do hereby proclaim October 15, 1964
as White Cane Safety Day.”
In 2011, White Cane Safety Day was also
named Blind Americans Equality Day by
President Barack Obama. Today, both
names are used interchangeably to mark the
importance of the community and advocate for
equal access. In Austin, due to the COVID-19
Virus, the White Cane Day Celebrations will be
held via Zoom on October 13, 2021. You can
find the information for this event, order T-Shirts,
and more at www.whitecaneday.org. Everyone
is encouraged to check it out and join in the fun!

Photo courtesy of Austin’s White Cane Day
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Director’s Corner

By: Bryan Snoddy, Civil Rights Division Director

No Refusal Success…What It Means For You
Every now and again we need
to stop and simply be still. In the
famous words of Ferris Bueller, “Life
moves pretty fast. If you don’t stop
and look around once in a while,
you could miss it.” While the quote
appears more and more trite over
the decades, its essential truth is
now more resonant in the modern times of the Covid
pandemic. It’s okay to take a look back and see what you
have accomplished; it often lays out the foundation for
what you will be able to achieve.
Just a couple of quick years ago, speaking of fast, I
had the great honor of being named the next director
of the Division for TWC. It began with what probably
seemed like a modest ambition – to modernize the
Division by creating a completely electronic information
flow. Through 2020’s roadmap, we set about to chart
and economize the flow of information and ensure that
the Civil Rights Division (CRD) team was fully staffed,
trained and equipped to accomplish our mission. We
updated our standard operating procedures, trained staff
on modern technologies and deployed standardized
checklists to streamline our efforts. In 2021’s roadmap,
we established a brand promise: “We deliver on the hope
that tomorrow will be a more civil day for all Texans.” We
reaffirmed to staff that we are proactive yet courteous,
analytical but not rote, and that comprehensive customer
service is a core principle that we hold dear. By fostering
the understanding that every single team member is an
expert, a leader/manager, an innovator and their best
self we achieved historically rapid processing speeds in
both housing and employment investigations, the most
comprehensive compliance monitoring of state agencies
and institutes of higher education, and the largest
number of trained individuals in fair housing and equal

www.texasworkforce.org

Let’s Work Together
for Fair Housing

employment practices by us in Texas. Such success
has permitted the CRD to engage the historically
underserved, establish an outreach and marketing cycle,
and reframe the narrative of what is possible even amidst
a persistent pandemic. Effort after effort has been a
resounding success due to the CRD team’s dedication,
drive, and determination.
But we must not stop here. Last year’s success shined
a light upon opportunities for even more improvement.
Interestingly, the numbers may quantify achievements
but they fail to qualify the voice of the customer. And that
is where No Refusal Success comes to life. No Refusal
Success is the promise that we make to the customer
– not only external customers but also our partners
within the TWC – to perennially apply our shoulder to
the plow of rediscovering new worlds and pathways
that not merely enhance the customer experience but
fundamentally evolve that customer interface to achieve
world-class customer service in ways that exceed their
expectations. We have begun to examine the look, taste
and feel of our processes, our information flows and
products to ensure that they are appealing and satisfying
to all of our customers. We are particularly focused on
ensuring greater transparency, maintaining high degrees
of accountability and providing systems, processes and
pathways that are seamless to the customer. Moreover,
we are at the inception of cross-divisional flows of
information and cooperative systems so that no customer
ever feels lost, forgotten or unheard. Ultimately, we are
imagining a future where the capabilities of our various
technologies, in concert with the realization of our human
design-centered innovations, far surpass every single
customer’s level of expectation. This is a brave new
world for us all. But it is one where we refuse to accept
anything less than success.

A portion of the work that provided the basis for this publication was supported by funding under
a Cooperative Agreement with the U.S. Department of Housing and Urban Development. The
substance and finding of the work are dedicated to the public. The author and publisher are
solely responsible for the accuracy of the statements and interpretations contained in this
Page 7
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My Path to Civil Rights During Turbulent Times
By: Frances A. Reese Seeger

As many may not be aware, the
healthcare industry’s financial
outlook was hemorrhaging. Low
insurance reimbursement rates,
rising pharmaceutical costs and
medical staff recruitment/retention
challenges placed most healthcare
organizations on life support prior
to the Coronavirus’s debut. You’re probably asking
yourself, “What makes her the authority on the topic?”
That’s easy. For twenty-plus years I held high-profile
leadership positions within the healthcare industry, such
as Regional Compliance and Privacy Officer, Corporate
Compliance Officer and Interim Chief Executive Officer.
Prior to onboarding with the Texas Workforce
Commission Civil Rights Division in late September of
2020, I served as a Regional Compliance and Privacy
Officer. In this role, I was responsible for the day-today management of compliance programs for the
Southeast Texas Region. Frequent duties included:
conducting fraud investigations; developing auditing/
monitoring programs, internal control processes, quality
improvement/assurance protocols, and risk mitigation
strategies; and creating compliance trainings and
educational curriculum.
For transparency’s sake, it was not until I was
downsized that I considered employment with the State
of Texas. As I researched employment opportunities,

I came across an Investigator position. The job
description appeared to align with the skillset mentioned
previously. I quickly began conducting research on
the Commission, the Division, its leadership, and the
operational goals, mission and strategic vision of
the program.
I learned that the Division is a diverse, mission-driven,
customer-service oriented organization. I learned
that the Division serves a much greater purpose
than conducting investigations and monitoring state
program compliance for the citizens of Texas, and that
this greater purpose deploys innovative strategies to
enhance the lives of Texans through the promotion,
education and enforcement of applicable laws.
I was convinced that I should apply, so I did and I was
offered the position. While I am still a relatively new
employee for the Civil Rights Division, working here has
afforded me career enhancement opportunities which
prepared and positioned me for a new leadership role
within the Division.
For those considering a career change, do yourself
a favor and consider a career in State government.
Believe me, you won’t find a more supportive,
professionally enriching and diverse environment than
the Texas Workforce Commission Civil Rights Division!
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Housing Matters

The basis of Fair Housing is to avoid and prevent discrimination. The State of Texas
works to ensure fair housing practices, investigation and settling of complants,
and to provide rights and remedies in line with federal law.

Tools Can Help Your Decisions, But Should Not
Make Them
Nathan Capestany

In a recent case
I worked, the
complainant
was refused the
ability to rent
after having
met all other
qualifications.
The issue arose from the agent
using the Smart Move background
check program and the applicant’s
foreign national fiancé not having
a social security number. Smart
Move is an application that utilizes
a person’s social security number
to gather credit, rental and criminal
history. The owners would not
allow the couple to rent because
they could not get this information
through Smart Move on the fiancé.
Reviewing a person’s criminal
history is an accepted practice
for filtering potential tenants,
employees and even customers
for certain products like small arms
sales. Not knowing the potential risk
of taking on a convicted criminal
offender or someone with a history
of credit defaults may jeopardize
the owner, landlord or business.
They could be assuming legal
responsibility if that offender is
involved in an incident that results
in harm to others or damage and
loss to property. To protect the
employer or housing provider from
potential litigation, economic impact

and credit margins, applicants with
criminal histories may be passed up
for other tenants or employees who
are not considered to be as much of
a risk. However, blanket policies of
denial potentially have a disparate
impact on population sets and
should be reviewed further when
identified. A rule or policy does not
need to be intentionally prohibitive
of or to a protected class to be
considered discriminatory.
In the case above, the property
owners relied upon their agent to
acquire the information needed to
conduct a full history report on the
applicants. The Smart Move system
requires a social security number
to verify the person’s identity when
collecting information. The system
draws its information from multiple
databases, such as the National
Instant Criminal Background
Check System, but the databases
themselves often only require a
name and date of birth to run the
report being drawn by Smart Move.
A social security number is optional
to increase the accuracy of the data
collected for a particular person.
Owners, landlords and employers
should then discuss the information
received to validate what is learned.
The individualized review allows
the applicant to explain their
past, sanctions served, present
training or counseling services they

attended and prove they are not
a potential risk. Applicants with a
criminal history can improve on their
conditions and ultimately mitigate
any risks to the owners when
presented with opportunities like
access to alternative communities.
So where is the discrimination? If
an applicant is denied because the
vetting process is structured so
that it prevents a protected class
from accessing a service, then it
could cause discrimination and the
structure needs to be reexamined.
The easiest way to remove a group
from a pool of candidates is to make
the requirements impossible for that
class to provide those requisites.
For example, in the case of foreign
nationals, they will not have a social
security number. Therefore, it would
be impossible for them to provide a
report based solely on this form of
identification.
There are other methods of
conducting background checks
using other systems that are
available for nominal fees like Clear
Checks, Been Verified, Intelius,
Hire Right, Open Online and more.
They may not always be completely
accurate every time but that is why it
is important to review the accuracy
of the information with applicants.
Have a discussion with applicants
about their history.
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Complaints and
Actions
Tyler-based K&L Auto Crushers
will pay $90,000 and furnish
other relief to settle a disability
discrimination lawsuit filed by the
U.S. Equal Employment Opportunity
Commission (EEOC), the agency
announced today.
According to the lawsuit, the
employee immediately notified
the owner of K&L when she was
diagnosed with small-cell lung
cancer. The employee also told
the owner the estimated length
of her chemotherapy treatment.
Shortly after the employee started
chemotherapy, the owner told the
employee that the company had
secured temporary help and that
she should stay home until she was
finished with her chemotherapy.
The employee asked the owner
if she could work from home and
requested to return to work on
a modified work schedule while
she finished chemotherapy, but
K&L denied both requests. K&L
fired the employee shortly after
she began treatment but did not
tell her she had been terminated
until she finished chemotherapy,
according to the suit. The EEOC
charged that K&L violated the
Americans with Disabilities Act
(ADA), which protects employees
from discrimination based on their
disabilities and requires employers
to make reasonable accommodation
for known disabilities.
The consent decree settling the
suit prohibits future discrimination
and retaliation and, in addition
to the monetary relief, requires

the employer to provide annual
training to all human resources
and management employees,
including but not limited to the
defendant’s owners, on reasonable
accommodation and the factors
to be considered in making
an appropriate assessment of
accommodation requests. The
training must also discuss the
appropriate steps to be taken
in assessing a request for
accommodation.
Lone Star Ambulance, a San
Antonio-based critical care
transportation company, allegedly
violated federal law by subjecting
female employees to sexual
harassment, says the U.S.
Equal Employment Opportunity
Commission in a lawsuit filed
today. One of the employees was
fired in retaliation for complaining
about the harassment; another
female employee was forced to quit
because of the abuse.
According to the lawsuit, female
employees were subjected to
repeated sexual harassment by the
executive director and a supervisor.
According to the suit, the abuse
included not only verbal sexual
harassment but also physical acts
such as unwanted sexual touching
and forced submission to sex as
a condition of employment. These
working conditions became so
intolerable that one of the female
employees felt compelled to resign
and another female employee was
terminated shortly after she rejected
sexual advances from a supervisor

and then complained about the
sexual harassment, the EEOC
charged.
The EEOC is seeking full relief,
including reinstatement, back
pay, compensatory and punitive
damages, and other measures
to prevent sexual harassment of
employees in the future.
Great Rentals and Events, LLC,
doing business as Great Events,
a San Antonio special events
company which provides services
for weddings and corporate
functions, will pay $20,000 and
furnish significant equitable relief
to settle a federal sex-based
harassment and retaliation suit.
According to the suit, the company’s
owner repeatedly subjected a
female employee to comments
that were demeaning to women,
including sexual comments and
other remarks that expressed
hostility towards women in the
workplace. After the employee
sought the help of human
resources, the owner fired her in
retaliation for her complaints, the
EEOC charged. The consent decree
resolving the case provides the
former employee with back pay
and compensatory damages of
$20,000. The decree also provides
for injunctive relief, including antidiscrimination training and posting
of notices in the workplace.
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This Time in History
A Look at the Hispanic Heritage of Texas

Ellena Rodriguez

The Spanish
influence
throughout
Texas is
considerable and
disproportionate
to the number of
Spaniards (those
who came directly from Spain) who
ever set foot in the territory we
now call Texas. Hundreds of cities,
counties, parks, islands, rivers, and
geological formations carry Spanish
names. Less visible, but perhaps
more important, historical Spanish
laws governing family relations and
the disposition of land and water are
infused in current Texas law.
Spanish activity in the area was
motivated by two powerful forces
deeply rooted in Spain’s history and
structure: Christianity and acquiring
wealth. Unfortunately, Texas had
little opportunity for either activity
in comparison to other areas of the
New World, like central Mexico and
the Andean highlands, which were
populated by large and powerful
indigenous civilizations. As a result,
the Spanish colonial presence in the
territory was relatively sparse. It’s
accepted that by 1821, the year of

Mexican independence from Spain,
very few Spaniards or descendants
of Spaniards lived in the territory
of Texas. The Spanish culture in
Texas would be based primarily on
–and filtered through– the Mexican
culture, a very distinct and dynamic
cultural tradition that derived only
partly from Spanish culture.
Many Spanish descendants were
mestizo, meaning mixed blood.
Because relatively few Spanish
women came to the Americas,
Spanish men often mixed with
the indigenous women. The
mestization, the process of race
mixture, was such a prominent
component of Spanish-descent
population growth that by 1821, the
pivotal year in which Mexico won
its independence from Spain, the
mestizo population in Mexico had
become almost as large as both
the indigenous and Iberian-born
populations combined. Today, most
Mexicans are mestizo.

people of Mexican origin in Texas.
Wars, civil unrest, and the search
for economic opportunity pushed
increasing numbers of Mexicans
into Texas in succeeding decades.
By 1930, the Mexican population
totaled several hundred thousand.
Today, Texas is known as one of the
few majority-minority states in the
nation and we continue to reap the
benefits of having such a diverse
population.
Resources:
• Handbook of Texas Online,
link: “Spanish Texas,” https://
www.tshaonline.org/handbook/
entries/spanish-texas
• U.S. Census Bureau, Quick
Facts, Texas, link: https://www.
census.gov/quickfacts/TX
•

https://
texastimetravel.com/
hispanicheritage

Despite the few Mexican Americans
in Texas in the early 1800s, their
numbers grew steadily over the rest
of the century. The U.S. census in
1850 counted more than 14,000
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This Time in History

The Supreme Court upheld a lower court ruling on November 13, 1956 that
effectively ended racial segregation on public buses. What started with Rosa
Parks and led to the Montgomery Bus boycott, furthered desegregation, and
paved the way for civil rights movement led by Martin Luther King, Jr.
As we are on the subject of Mr. King, on October 14, 1964 he received the
Nobel Peace Prize for his work in the Civil Rights Movement. He was the
youngest recipient of the award, being thirty-five at the time, and only the
second African American to receive the award. Mr. King donated the prize
money, $54,000, to the Civil Rights Movement.
Photo courtesy of Marion S. Trikosko/Library of Congress

It was October 2, 1967 when Thurgood Marshall was sworn in as a
Justice on the Supreme Court. Justice Marshall was the first African
American to serve on the highest court in the country. During his time
on the court, Justice Marshall supported anti-discrimination, protected
free speech, and ruled in favor of civil liberties.

Photo courtesy of Library of Congress

On September 20, 1973 the “Battle of the Sexes” took place here
in Texas at the Houston Astrodome. The “Battle of the Sexes”
was an exhibition tennis match between Bobby Riggs, a selfproclaimed male chauvinist and Billie Jean King, one of the top
female tennis athletes at the time. Before this match, Riggs had
challenged, and defeated, the top female player, Margaret Court.
Over the course of the highly televised event, which drew in 50
million American views and 90 million people worldwide, King
defeated Riggs in all three sets and helped further the cause of
equality in sports.
Photo courtesy of Ann Limongello/ABC via Getty Images
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Upcoming Events
and Resources
Ever wondered what Mediation or Conciliation is, or what it would take to resolve an issue or complaint without
having to go through court? Come join us for the Texas Workforce Commission-Civil Rights Division (TWCCRD)
Live Mediation/Conciliation Q&A. Brought to you by the Resolutions Team of the Outreach, Compliance and
Resolutions (OCR) Unit.
In this monthly session, you will be able to ask questions regarding
Mediations/Conciliations, find out information regarding common
resolutions for filed complaints, steps leading up to your complaint
being scheduled for a Mediation/Conciliation session with one of
our experienced Mediators/Conciliators, and much much more!
What: Live Mediation/Conciliation Q&A. Brought to you by OCR.
When: Monthly session starting January 2022
Where: From the comfort of your own home---Webinar
Time: To be announced (TBA)
So come on, take control of your case. Let us help you prepare
for your scheduled Mediation/Conciliation session!

Photo courtesy of Getty Images

For additional questions about this Live Q&A, please e-mail eeomediation@twc.texas.gov

Upcoming Fair Housing Training
This training is free to the public.
Fair Housing Overview
November 2, 2021
10:00 am, CST

Fair Housing Overview
December 7, 2021
10:00 am, CST
Register at:
https://forms.office.com/g/ZBm7gtJLjg

Housing Reasonable Accommodations
November 16, 2021
10:00am, CST

Texas Workforce
Commission
Civil Rights
Division
www.texasworkforce.org

Mailing Address:
Texas Workforce Commission
101 E. 15th Street
Guadalupe CRD
Austin, Texas 78778-0001

Physical Address:
1215 Guadalupe
Austin, Texas 78701-1829

Phone:
512-463-2642 or
888-452-4778
Fax:
512-463-2643

Relay Texas:
800-735-2989 (TTY)
and 711 (Voice)

Copies of this publication (10/2021) have been distributed in compliance with the
State Depository Law, and are available for public use through the Texas State Publication
Depository Program at the Texas State Library and other state depository libraries.

For more information or to subscribe to this newsletter, please visit: civilrightsreporter@twc.texas.gov
Equal Opportunity Employer/ Program Auxiliary aids and services are available upon request to individuals with disabilities.
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