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Session 5 Outline 

 

Question #1: Today’s theme is getting “unmasked” and I suspect you can apply this word in many 
different ways to the Diversity Equity & Inclusion space.  In the last year, what has been revealed or 
“unmasked”? In summer 2020, many law firms and companies issued statements about their renewed 
commitments to racial justice and diversity, equity and inclusion.  As we prepared for today’s discussion, 
we talked about your perspectives as to whether companies and firms have begun to live up to their 
commitments.   

• Typically, we see interest in DEI spike around an event and then wane.  We saw this with 
Philando Castile, Alton Sterling, the Orlando Pulse in 2016, Charlottesville in 2017.  Companies 
started conversations around race, bias and intersectionality in 2016 and by 2018- this had 
fallen by the wayside again. 

• This period [pandemic, George Floyd, Breonna Taylor, Amhaud Arbery, Asian Spa 
Shootings/9,000 instances of anti-AAPI hate] coupled with social media has forced companies to 
be accountable beyond their statements made after these incidents.   

• Job Candidates, Customers, Clients and Community Partners are now holding companies 
accountable for their stated commitments around issues of social justice in a way that we have 
seen.   

• At Valley Bank, though we are early on the DEI path, we are very focused on using DEI as a lens 
through which we conduct our business, beyond an HR-focus.  We have always been a 
community-focused relationship Bank so being accountable is in line with who we are and 
where we are going. We are building slowly, thoughtfully and with our associates.   

• The Hartford’s pledge and our efforts including CEO Racial Equity group / leadership  
• Following review of DEI summaries from ~150 firms, know some firms have prioritized DEI AND 

racial equity (Law Firm Antiracism Alliance, internal racial equity focused committees that look 
both at HR practices and engage in targeted pro bono work…) 

• Data suggests this is big driver for employees – attracting and keeping talent 
• Shareholders focus on DEI – BlackRock, State Street,  
• Regulators (e.g. NY DOI) starting to focus on DEI 

Question #2:  Certainly there’s a perceptible increase in the focus on diversity, equity and inclusion now, 
there’s been a lot of time, energy and money spent on DEI in the past.    

o Employees having to make the “business case/value proposition” as to why inclusion 
matters 

o Focus on employee resource groups and D&I as a “nice to have” vs. a key driver 
o Flash forward to today, 200+ studies that show DEI as a critical lever for career & 

business growth. 

 

Question #3  Marin, you’re at an institution that’s been focused on this for quite some time.  What’s The 
Hartford doing that you’re most proud of?  

-CEO Action for Racial Equity 
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-$1M scholarship to UCONN for kids coming from City of Hartford 

-Put $$ and accountability around DEI work: Performance shares with modifier for performance against 
3 yr representation goals 

-Every LOB & function has own DEI action plan and leader meets with CEO 2x/yr 

- in Law work on numerous fronts driven by DEI Committee:  

(1) required every employee to set DEI goal, 

 (2) 5th year of annual DEI survey that helps test sentiment, identify areas of opportunity,  

(3) scored our outside counsel on their DEI work and progress, on both changes in representation over 3 
yr period, current timekeepers, and DEI action plan,  

(4) diverse slate requirement has meant at least 1 often 2 POC and 50% women candidates on slates, 

 (5) work on creating culture of belonging, psychological safety that benefits every single employee. For 
example, we’ve just finished running small group meetings for managers on inclusive management skills, 
and targeted 3 topics that have come up in our surveys (e.g., welcoming diverse points of view). 

-Pursuing Mansfield certification 

Question #4: What does starting out a DEI program look like? [Tips, watch-outs, lessons from prior 
experience] 

• As I mentioned, Valley is a little over one year into a formal DEI platform.   
o Started with Listening Sessions with our CEO and our Black, Latinx and Asian leaders 
o Build Associate Resource Group program 
o Implemented Inclusion Acumen Education program- weekly nudges scaffolded by live 

learning opportunities 
o Building DEI framework which includes a Leadership Advisory Council chaired by our 

CEO and our Business, Social Justice and Talent sub-councils 
• In terms of lessons learned- move thoughtfully and communicate so your internal and external 

stakeholders move forward with you. 
• Don’t follow the crowd – do what resonates to your employees while moving them forward. 

Summaries of DEI work from ~150 law firms.   

-First, firms out there doing incredible work on DEI front, both internally and to influence our country 
more broadly with targeted pro bono work.   

-Some large firms have sophisticated programs that  

-On average, small firms had at least 5 specific DEI initiatives;  medium sized firms had [xx] average and 
large firms had average of [xx] initiatives.  

-Most frequently identified initiatives:  

Some initiatives that impressed us: 
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• If you haven’t heard of it already, almost 300 firms have formed the Law Firm Antiracism 
Alliance.  Primary focus is addressing racial inequity through pro bono work. [highlights from 
charter] 

• Also see firms standing up anti-racism committees internally, which may focus on educating 
lawyers & staff and on targeted pro bono work 

• Front-edge firms had expanded their focus to creating a culture of belonging and would like to 
see more focus on inclusion  

• Allyship programs 
• Firms are reviewing their talent management and other internal systems to identify implicit bias 
• Doing “pipeline” work that can include building relationships with affinity bar associations, 

attending job fairs at law schools with more diverse populations, providing scholarships or 
internship opportunities for high school students  

 

Question #5: There may be people in the audience who wonder about how to get started in diversity, 
equity and inclusion.  We’ve talked about what you’re observing at the macro level and we’ve talked 
about initiatives you’ve worked on or observed.  If I’m an associate or lawyer who isn’t running a 
department or DEI committee, how can I start to learn more or up my DEI game? 

• Center on listening to understand vs. listening to persuade.  Every person wants to be seen and 
heard – approach conversations with curiosity.  This creates more space for a respectful 
dialogue. 

• Ensure that DEI is not only focused on human resources – I recognize that the people in your 
workforce must be key focus and a driver of high performance of your organizations.   Think also 
of the other people involved in your success, your customers, shareholders, and community 
members- how are you including their needs and partnering with them.   

• Connect with people unlike yourself- join employee resource groups and community groups 
with people of a different, gender, gender identity, sexual orientation, ethnicity than to learn 
about those experiences.   

• Be a conscientious consumer of news and media.  Take the time to learn about the nuances of a 
situation and chose information from a variety of sources.  

• Humility and curiosity are key:  understand different people can have very different experiences 
and while you may not have had that experience, it doesn’t mean it didn’t happen to that 
person.  This can include building your knowledge of different types of bias, microaggressions, 
and stereotypes for different identities. 

• Start with learning: Be always learning about experiences that differ from yours.  Use Instagram, 
social media to build knowledge about experiences and views that differ from yours.  This can 
take the burden your colleagues and friends who you might have otherwise relied on to help 
you learn more about their experience.  Loads of podcasts, articles, books to learn from.  Like 
any other work on interacting with other people, requires you to intellectually engage 

• This work is of course about increasing representation but it’s also about creating a culture 
where everyone feels they can belong and share ideas they might otherwise have hesitated to 
share and it frees people up from spending time trying to fit in.  So think of yourself as a host in 
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every interaction you have, and your goal is to put that person at ease, to make a connection, to 
see, hear and really listen to them. 

• Question your reactions to other people: take the free Harvard implicit bias tests, dig into 
learning how to see past your biases 

Question #6: What’s coming next in Diversity, Equity and Inclusion work? 

In DEI programs:  

• Need to build more ways to collect data and determine which initiatives are working and 
which aren’t as impactful 

• Find ways to share knowledge – so many companies, firms reinvesting the wheel. How do 
we leap-frog ahead? 

• Deeper inquiry into where our work needs a DEI lens both in looking at HR / talent 
management practices and in reviewing products and services (e.g., insurance rule that 
disparately impacts one population)  

• Learning and reflecting the experience of a broad range of people of color – AAPI population 
includes more than 30 ethnicities, what are experiences of employees from indigenous 
populations 

• Exploring the ways class and socioeconomic background affects an employee’s experience 
• Expanding the ways the workplace welcomes people with disabilities  

More broadly:  

• Continued “encouragement” from shareholders, regulators to diversify their workforce, 
perform reviews of their workplace practices and their products and services to address bias 

• Watching to see outcome of Pinterest and similar litigation against management and 
directors 

• DEI work ties into increased focus on human capital management 

Question #7: Final thoughts? Let’s circle back to our theme of getting “unmasked”. As you think back 
over the last year, what are other ways that the legal profession and its DEI endeavors have been 
revealed and what have you seen? 

 


