Ameren Award Nomination Essay
Leadership commitment 
The organizations’ leaders must be intrinsically involved in the diversity effort being nominated. The key people provide the vision for the program(s) and are involved in their development and implementation.
In your nomination, describe the commitment and involvement of the leadership team and include any examples of senior management support. 

Leadership Commitment

A unique feature of Ameren’s diversity program is that Ameren’s senior leadership has shown awareness and commitment from the very beginning.  Ameren, like many corporations, has an employee population composed predominately of white males.  Committed to being the leader in the conservative energy industry, Ameren’s leadership became keenly aware of the need to address significant changes in workforce, customer and vendor demographics.  Counter to the hire-from-within tradition, the leadership hired a female from outside the company to transform human resources.  Under her direction in 2002, Ameren initiated corporate-wide diversity training in April, formed a corporate diversity council in July and created the position of Manager of Diversity in August. 
The corporate-wide diversity workshop was mandatory for all 9,000 employees.  Each session was kicked-off by a corporate VP.  Additionally, someone at the manager leadership level was available for the entirety of each session.  

Tom Voss, President & CEO AmerenUE and Donna Martin, or Sr. VP and CHRO both attend every corporate diversity council bi-monthly meeting.  They also participate in the annual diversity council two-day retreat.  Diversity Excellence Awards are presented to recipients by CEO or President of Ameren.  The award was named after Tom Voss for demonstrating, through his actions, what the award is about. 
The entire executive staff, including chairman and CEO, Gary Rainwater, piloted the diversity training that is now available for all supervisors.
Education
All nominations must have an educational component. Think of education in its’ broadest terms; aimed at individual and organizational change.
Describe the opportunities and programs that motivate, encourage and support diverse populations in achieving career enrichment and development. This may include, but is not limited to, employee and management training, mentoring, succession planning programs, ombudsmen, or outreach and awareness programs. 

Education

Education is the thread that enhances Ameren’s efforts to make diversity part of the fabric of the organization.  With the formation of the corporate diversity council, Ameren partnered with Charles Lee, PHD to direct the continued education of the diversity council.  Additionally, the diversity manager incorporated a one-hour diversity presentation into the new employee orientation.  Following this introduction to diversity is a mandatory 4-hour diversity workshop for all new employees.  With the understanding that diversity education is perpetual, the director of diversity continually researches new ways to move Ameren forward.  She implemented a program where she prescribed scripted diversity conversations quarterly for all areas of the company.  This advanced the entire company in its ability to discuss difficult topics around diversity.  As was done with the scripted conversations, she will evaluate Ameren’s progress and determine in 2008 what educational tool would work best to continue to move Ameren ahead as a company.
On a continued basis, diversity thoughts are published weekly in the Ameren Journal, the company-wide weekly newsletter.  Of the 3 ½ staff members in diversity, one attends the SHRM Diversity Summit and one attends the Linkage Diversity Summit annually.  This is a valuable source of new ideas and experienced advisors, speakers and teachers for future development.
Ameren continues to expose employees to educational opportunities around inclusion.  The Diversity Department developed and maintains a list of qualified speakers on various topics related to diversity.  Speakers are invited to different company locations and, on occasion are video taped to make presentations available to the entire workforce.  Ameren sponsors two employees each year in the St. Louis Diversity Initiative Fellows program.  Additionally, Ameren continues to build its library of diversity resources including, reading materials, Website links and videos.
Alignment
To be successful a diversity effort must be aligned with the mission, vision, values, strategy and goals of the organization. The diversity effort must be supported by policies, practices, and communications.
In your nomination, describe how the nominated company integrates programs and initiatives designed to attract, select, promote, and retain a qualified diverse workforce. 
Alignment

Ameren’s diversity efforts align directly with its mission, vision, values, strategy and goals.  During orientation, new employees learn that the purpose of Ameren’s strategy is to achieve the mission, vision and values of the organization (see attached).  Each value embraces diversity as does Ameren.  
Understanding that all answers are not necessarily derived from controlled, structured, dedicated committee efforts, Ameren embraced results of a grass roots effort improve the pass rate for minorities on pre-employment aptitude tests.  Ameren has partnered with community service agencies including, the Urban League, the Missouri Careers Center, the Metropolitan Educational Training Center, Better Family Life, St. Louis Community College, Urban Futures, Junior Achievement, Lynn Vocational Technical School, Vatterott College, North County Tech, South County Tech, Construction Trade Center, St. Louis Regional Engineering Academy, Stevens Middle School and others to prepare members of its community better for employment.  
Ameren offers job shadowing opportunities to local middle schools and high schools.  Ameren employees are available to community schools for presentations and support.

Students have benefited for over 10 years from Ameren’s Minority Scholarship Program that offers scholarships and internships to college students from the company’s service territory.  Ameren also provides an internship to a Cardinal Ritter High School student annually.  “College Yes” is an Ameren program that provides scholarships to students in selected urban schools to attend Illinois Central College.  

Ameren has served as the lead company and continues to be a member of the Missouri Business Leadership Network.  The purpose of this organization is to create employment opportunities for people with disabilities.  Ameren has membership on the board of the St. Louis Diversity Awereness Partnership, the Hispanic Chamber of Commerce and the Hispanic Leaders Group.  

Ameren recruits annually at the Black MBA Career Fairs, the Women for Hire regional career fair, the Hispanic Diversity Inclusion Career Fair and has hosted an Ability Career Fair for people with disabilities.

Commitment to excellence is reflected in continued development of the Diversity staff with three master’s degrees, two Senior Professionals in Human Resources (SPHR), one Cornell Certified Diversity Professional (CCDP).  Continued development is essential.
Ameren is a major sponsor of the Atlanta University Center Consortium  (AUCC) and Missouri School of Science and Technology (MS&T) dual degree program that provides opportunities for minority students to transfer from Spelman College, Morehouse College or Clark Atlanta University to MS&T and complete dual engineering degrees.  
The combined efforts have increased minority hiring from ? to 17% over the past year.  

Dynamic
Dynamism is evidenced by creativity, innovation, and progression. The diversity effort foresees organizational needs and may be seen as the cutting edge. It represents an approach that changes the “business as usual” mentality. 
In your nomination, describe the creative approach, programs or policies the organization has implemented to drive diversity. 

Our diversity timeline shows our efforts to be dynamic from the beginning.  Dynamism continues and continues.

Indicative of the dynamism of our program, Ameren was honored at the annual banquet of the World of Difference Institute as a recipient of its Workplace Diversity Award.  It was an added honor to be invited by the St. Louis Federal Executive Board to speak about diversity and leadership commitment
Ameren publishes “Discovery”, a dynamic, bi-monthly diversity newsletter that is available to all employees in print or online.  The diversity intranet site receives 

The diversity department publishes a bi-monthly diversity newsletter. Challenged with union/management

Flex, adoption, Domestic Partners, Wellness
Challenged with demographics

Challenged with combined company cultures

Challenged with tradition and resistance to change

Challenged with next step

Learned progression and know where we are and where we are going

Maintained focus on diversity through all other changes

Hired Richard Mark

Mentoring Program

Engagement 
Building a sense of ownership by multiple stakeholder groups is necessary for the success of a diversity effort. 
In your nomination, explain how employees at all levels and departments are engaged and how you interface with the external community.

Meets with leaders of other diversity efforts monthly. Roundtable

Understood and went from one large diversity committee to diversity committees for each location.

Ambassadors own diversity

Affinity groups own diversity

Departmental celebrations

United Way, ANME, Women in Leadership, MOBLN, …

VPQ

St. Louis Diversity Initiative, Diversity Officers network, Hispanic chamber of commerce, Hispanic leaders group, MOBLN, st louis diversity iniative, AUC dual degree program.
Results and Measurement 
More than good intentions are needed for a successful diversity initiative. The business case for diversity is made by demonstrating (observing and measuring) the outcomes. 
In your nomination, show the impact of the diversity programs and initiatives on the organization. This should be supported by measurable and/or observable data.

