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Agenda
• Introductions

• Panel discussion
• What’s been “unmasked” in the Diversity, Equity & Inclusion space over last 12+ months?
• A history of Diversity, Equity & Inclusion work: Where have we been?
• What’s Diversity, Equity & Inclusion work look like today, in-house and at law firms?
• Getting started as an organization and as an individual 
• What might be the future of Diversity, Equity & Inclusion work in the near term?

The opinions and viewpoints expressed today are solely each speaker’s own personal views and do not express the views or opinions of their employer.
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Prohibits public and private 
employers from discriminatory 

employment practices 

Civil Rights Act of 1964 Diversity & Inclusion efforts 
approached as the “right thing 
to do” vs. a business driver, 
leading to a cycle of false 
starts and stops.

1990-2000s

President Truman signs 
Executive Order 9981 

desegregating the US Army. 
(First legislation prohibiting 

discrimination in the workplace) 

1948

Diversity, Equity & Inclusion 
begin to be recognized as a 
proven profitability, innovation 
and growth accelerator.

2015+

Secretary of Labor William Brock commissions “Workforce 
2000” to review emerging population/demographic trends and 
the labor force- the diversity industry is born. 

1987

START



• In April 2021, 84% of 
DuPont shareholders voted 
for a shareholder resolution 
to track and report DEI data 
- despite opposition from 
management  

Investors are 
demanding it

• NASDAQ recently proposed 
requiring DEI disclosures as 
a condition of being listed 
on the exchange. The SEC 
has suggested that DEI is a 
key component of material 
human capital data to be 
disclosed

Regulators want 
it

• Diverse workforces help 
win customers through 
targeted marketing, 
identification of trends and 
underserved markets, as 
well as empathetic 
customer service

Customers 
reward it

• 89% of adults surveyed say 
DEI in the workplace is 
important and 80% of job 
seekers say want to work 
for employers committed to 
building diverse teams and 
inclusive workplace 
cultures.

Job Candidates and 
Employees demand 
it

• Multiple studies prove 
companies focused on DEI 
demonstrate higher levels 
of innovation, financial 
success, and customer 
satisfaction and create 
workplaces with higher 
employee satisfaction

DEI makes 
companies more 
innovative and agile

• 77% of financial decision-
makers within the financial 
services industry recently 
surveyed reported that 
they are investing in DEI 
training.  

It’s a competitive 
necessity

2021 Diversity Equity & Inclusion Recognized as table stakes for Success, Growth and 
Innovation

SLIDE 4
The State of Diversity, Equity and Inclusion in the Workplace, Talent Board + ICIMS * Hanover Research Financial Decision-Makers Outlook 2021 *CNBC/Survey Monkey Workplace Survey August 
2021* McKinsey, Diversity Wins: How Inclusion Matters, March 2020; Elevating Equity:The Real Story of Diversity & Inclusion, joshbersin



• Nationwide Focus on DEI
• Internet searches for Diversity & Inclusion skyrocketed in June 2020 after a 

steady increase from 2015 to May 2020. 

• Shifting Demographics
• In a recent CNN Business survey – 44% of millennials in the US are non-white 

compared with 24% of the baby boomer generation
• 9.1% of millennials and 15.9% and Gen Z  identify as LGBTQ+ according to a 

study conducted by Statista in March 2021

• Increase in the number of CDOs at the executive level
• 16.2% increase from January 2020 to 2021

• The Great Resignation
• 4 million Americans quit their jobs in July 2021 – US Bureau of Labor Statistics
• Resignation rates are highest among mid-career employees – Harvard Business 

Review

Our current social climate has been an accelerator for 
DEI efforts and initiatives – creating greater 
accountability and a push for action



Whether building a DEI 
function from scratch or 
growing your current 
offerings- keep the following 
in mind

Allocate appropriate 
resources – expenses, 
people and time.

Listen to your 
stakeholders –
regularly take the pulse 
of your population and 
seek feedback.

Do your research –
take the time to 
understand how 
historically 
marginalized 
communities have been 
systemically excluded 

Align your DEI 
initiatives with your 
organization’s mission 
and goals – ensure that 
your efforts resonate 
with your internal and 
external stakeholders

Be thoughtful in your 
approach – take your 
time and refrain from 
following trends or 
making promises you 
can’t keep
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In-house departments have been issuing directives to their 
outside counsel about improving Diversity and threatening 
consequences for more than 20 years 

1999

“In making decisions concerning 
selection of outside counsel, we will 

give significant weight to a firm’s 
commitment and progress 

[promoting diversity]”

“…we pledge that we will make decisions regarding which 
law firms represent our companies based in significant part 

on the diversity performance of the firms. We intend to 
look for opportunities for firms we regularly use which 

positively distinguish themselves in this area. We further 
intend to end or limit our relationships with firms whose 
performance consistently evidences a lack of meaningful 

interest in being diverse…”

“…the reality is that you must consciously 
and personally invest in diversity and 
inclusion and interview, hire, mentor, 

support, sponsor, and promote talented 
attorneys who don’t always look like you or 
share your background. We, as a group, will 
direct our substantial outside counsel spend 
to those law firms that manifest results with 
respect to diversity and inclusion, in addition 

to providing the highest degree of quality 
representation. We sincerely hope that you 

and your firm will be among those that 
demonstrate this commitment…”

2019

2004

2020



DEI Efforts in Legal Profession
• ABA Resolution 113: 

• “Urges all providers of legal services, including corporations and law firms, to expand and create opportunities at all 
levels of responsibility for diverse attorneys. It further urges us to assist in facilitating the creation of opportunities 
for diverse attorneys and direct a greater percentage of the legal services we purchase, both currently and in the 
future, to diverse attorneys”

• General Counsel who signed onto Resolution 113 were asked to:
➢ Notify the ABA that they support the Resolution and wish to sign the pledge;
➢ Ask the firms that provide a significant portion of legal services to complete the ABA Diversity Survey;
➢ Require firms that are competing to handle a significant matter for the company to complete the ABA Diversity Survey;
➢ Use the ABA Diversity Survey results, as a tool in determining what firms to retain or with which to continue doing business; and
➢ Advise the ABA that they support the above four principles, such that an ongoing list of those that have committed to the principles can be 
maintained and published.

• Mansfield Rule certification
• Diversity Lab initiative
• Law firm version and in-house version
• In-house version has 12 requirements, aimed at talent management practices (e.g. hiring, promotion, distribution of high visibility 

opportunities) and influence via outside counsel relationships
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Resources
Stats on Diversity in the Legal Profession
-”You Can’t Change What You Can’t See: Interrupting Racial & Gender Bias in the Legal 
Profession”, report  commissioned by the American Bar Association’s Commission on 
Women in the Profession and the Minority Corporate Counsel Association 

Publications about representation: American Bar Association – Resolution 113, Feb. 2021 
Diversity Survey Report; Minority Corporate Counsel Association (MCCA); National 
Association of Legal Placement (NALP); National Association of Women Lawyers (NAWL); 
National Association of Minority & Women Owned Law Firms (NAMWOLF)

-Diversity Lab

Podcasts

-Jennifer Brown, “The Will to Change” series

-Adam Grant, “Work Life” episodes
-May 18, 2021 How to Bust Bias at Work
-April 20, 2021 How to Build an Inclusive Workplace

-Brene Brown, “Dare to Lead” episodes
-Feb. 8, 2021 with Aiko Bethea on Creating Transformative Cultures
-Nov. 9, 2020 with Aiko Bethea on Inclusivity at Work: The Heart of Hard 
Conversations
-Feb. 1, 2021 with Chad Saunders on What Black Leaders Learned from Trauma and 
Triumph

DEI Practices, Insights & Research

• Global Diversity, Equity Inclusion Benchmarks, Standards for 
Organizations Around the World, Centre for Global Inclusion

• Korn Ferry DEI Maturity Model, 2020

• McKinsey Insights: Diversity & Inclusion
• Women in the Workplace Study 2021
• The Economic State of Black America: What is and What Could Be

• Harvard Business Review – Race Equity & Power at Work

• Stop AAPI Hate- National Report June 2021

Email subscriptions

• Weekly email “5 Ally Actions” by BetterAllies

• Fortune Newsletters
• The Broadsheet
• raceAhead

Books

• How to be an Inclusive Leader”, Jennifer Brown

• Uncomfortable Conversations with a Black Man, Emmanual Acho

• How the Word is Passed, Clint Smith

• The Color of Law: A Forgotten History of How Our Government 
Segregated America, by Richard Rothstein

TED speakers

Mellody Hobson * Melinda Briana Epler * Michael Kimmel *Jackson Bird
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The Hartford Law, Compliance & Government Affairs Dept.
Representative 2020 & 2021 Diversity, Equity & Inclusion Work
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InclusionTalent DE&I Knowledge Outside Counsel

Conducted 4th annual Dept. 
Diversity & Inclusion survey (2020)

Continue events & programming 
to support development of 
inclusive management skills 
(2020-21)

Support ongoing 
“courageous conversation” 
program (facilitated 
discussions on DE&I topics) 
(2020-21)

Department-wide panel 
discussions about race in 
America (2020)

Beginning 3rd year of gender and 
race-focused reading/discussion 
groups (2021)

Engaged in dialogue about 
opportunities/limitations for 
People of Color (2020)

Long-established (10+ yrs.) Dept. 
DE&I Committee (2020-21)

Regular Department-wide 
dissemination of DE&I content, 
establishment of centralized 
repository of content (2020-21)

Book club discussion of Ibram X. 
Kendi’s “How to be an Anti-Racist” 
(2020)

Develop sponsorship program (2021)

Diverse slate requirement to improve 
representation of People of Color 
(2021)

Deepen existing partnership, 
establish relationships with 
additional affinity bar associations 
(2021)

4th annual 1L Internship for 
Diverse student(s) (2020)

Develop updated score card 
to assess firms bidding in 
2021 panel refresh process 
(2021)

Explore development of 3-
year representation goals for 
panel firms (2021)

Explore DE&I best practices 
through dialogue with select 
panel firms and peer 
companies (2021)

Enable attorneys to hire 
minority owned firms or 
lawyers outside the panel 
process (2021)

Maintain high score on 
company survey inclusion 
metrics (2020-21)

Achieved 50% 
representation by women at 
senior leadership level 
(2020)

Increase accountability throughout 
Department for building DE&I 
knowledge & skills (2021)
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