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Why We Created This Process:

• After numerous protests around Columbia following the death of 
George Floyd, the City began to engage community members through 
facilitated interviews with 25 separate community stakeholder 
meetings to discuss policing in Columbia. 

• We met with 72 identified individuals. For a total 1,860 minutes 
community discussions.  

• From those interviews, we wanted to work to develop a larger 
engagement plan. We envisioned the voices of the community groups 
driving priorities to identify performance measures and action steps to 
increase social and racial equity throughout Columbia.



• Urban Empowerment Church 

• Boone County Community 

Against Violence 

• Worley Street Roundtable 

• Inclusive Impact Institute

• Race Matters, Friends 

• Mizzou Law Black Law Students 
Association 

• Mizzou Athletics 

• Refugee and Immigration Services of 
Catholic Charities 

• Missouri Faith Voices 

• United Community Builders 

• Community Bail Fund 

• Men’s Minority Network 

• Columbia Police Review Board 

• People’s Defense 

• Mizzou Athletes 

• Longtime community members and 
protest leaders and organizers

*highlighted are new groups for this 2020 process

List of Identified 
Stakeholder Groups



2020 Stakeholder Themes: 

1. Increase opportunities for authentic connection between Black and Brown communities, 

officers, and city leadership through contact that is not related to criminal activity or 

complaints.

2. Generate a community vision for safety that includes all residents, to be inclusive of all 

races and ethnicities. Racial profiling and differences in protocol is a significant issue in 

Columbia leaving Black residents feeling unsafe and unprotected. 

3. Transparency and accountability will be critical in building trust and producing change. 

4. There was strong support for Community Policing and bringing in social workers and 

mental health experts to enhance relationships and to align expertise with community 

needs.  

5. Increase and broaden representation of underrepresented populations in City and Police

Department staffing.



Past Initiatives 

1998: Mayor’s Columbia Race Relation Task Force

2008: First Ward City Councilwoman Almeta Crayton

2014: The Mayor’s Taskforce on Community Violence  

2016-17: City Manager Community Oriented Policing Listening Tour

2018: Community Oriented Policing Report



Shared Themes: 

2020 Community Stakeholder Themes

• Increase transparency on policies and 
procedures

• Include screening of CPD for their 
motivation and personality   

• Restructure CPD to include social 
workers and mental health experts  

• Collect and analyze implicit bias training 
data 

2014 Mayors Taskforce on Violence 
Themes

• The “trust gap” is lacking between the 
police and our BIPOC. The City needs 
to build trust 

• CPD should develop community 
involvement and cultural competency 

• Examine Social Services funding and 
insure it is fair and open 

• Have Cultural competency training



Next steps for the 
Stakeholder Process:

Invite invested stakeholders to be on the task force to help us equitably 
steer this project

Potential: Mayors Taskforce on Equity and Inclusion

Some things this task force could help lead: 

a. Utilize GIS story mapping to better highlight equity and inclusion 
processes and policies 

b. Create a dashboard to help the community hold us accountable as we 
work towards being equitable and inclusive 

c. Enhanced Communications (website, social media, video clips, etc…)



Next steps for the task 
force to work on: 

• Review policies and procedures through an equitable 

lens and suggest changes as needed

• Working through the historical trauma of the City's 

racism (including CPD) and striving to heal that trauma.

• Restructure CPD to include social workers and mental 

health experts 

• Implement, Collect and analyze implicit bias training 

data



Potential Dashboard from 
MToV



Potential Dashboard
This is a snapshot from Austin, Texas



Inside the City: 

• Declare racism a public health emergency
• Form and fund an Office of Equity and Inclusion 
• Explore and implement anti-bias training for interviewing and hiring supervisors
• Institutionalize exit interviews to find out why we are not retaining a diverse employee 

pool, as well as implementing stay interviews 
• Include Equity and Inclusion in the strategic plan (correlate with the budget and 

implement racial equity tool)  
• Collect more demographics on employees (age, highest education, etc) to see where we 

have gaps in hiring diverse teams. 
• Include this on our dashboard to help us be transparent and lead by example

• Create a process for holding employees accountable when equity is side-stepped 
• Form and support Employee Resources Groups or Affinity Groups 
• Implement equity curriculum in the New Employee Onboarding process 




