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Current State of Diversity & Inclusion 
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• Recent studies confirm the lack of racial diversity in the legal profession. 

 

• Although 22% of students at ABA-accredited law schools are Black or 
Latinx, they only make up only 7% of attorneys in the 238 firms surveyed.     

 

• Specifically, only 3% of associates and 2% of partners are Black, and only 
5% of associates and 3% of partners are Latinx.   

 

• Native Americans/Pacific Islanders only represent .25% of the law firms 
surveyed. 

Diversity & Inclusion (2019) 
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• Although half of all law school graduates since the mid-1980s have been 
women, they still represent only 20% of law firm partners.   

• Studies show that men are five times more likely to make partner than 
women, even controlling for other factors, including law school grades 
and time spent out of the workforce or on part-time schedules.   

• In addition, a recent study found that 35% female lawyers have been 
sexually harassed at work and 70% of female lawyers reported hearing 
sexist comments, stories, or jokes at work.   

• The study also found that 77% of female harassment victims never 
reported the incident.  

Diversity & Inclusion (2019) 
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• The legal profession has also failed to fully integrate LGBT persons.  Law 
firms responding to a 2019 National Association for Law Placement 
(NALP) study identified only 2.5% of their lawyers as LGBT.   

 

• As for lawyers with disabilities, according to NALP, although 2% of law 
school graduates self-identify as having a physical disability, only 0.39% 
of associates and 0.30% of partners in the 2019 NALP Directory of Legal 
Employers reported having a physical disability.  

Diversity & Inclusion (2019) 
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• The lack of gender and racial diversity pervades the federal and state 
judiciary.  

• On the federal bench, 73% of all sitting federal judges are white men.  

• Only 33% of active U.S. district court judges and 35% percent of federal 
courts of appeals judges are women.   

• A similar problem exists in state courts.  Minorities represent only 20% of 
all state court judges.   

• In state courts, women represent on average 36% of all judges even 
though women represent on average 50% of ALL law school graduates 
since the mid-1980s.    

Diversity & Inclusion (2019) 
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Diversity & Inclusion (2019) 



 

What is Unconscious Bias 
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• Refers to the biases (beliefs, attitudes, behaviors) over which 
we have no conscious control and which are not accessible 
through introspection. 

 

• They occur automatically and are triggered by our brain 
making quick judgments and assessments of people and 
situations. 

What is Unconscious Bias? 
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• They encompass both favorable and unfavorable 
assessments and preferences. 

 

• These hidden biases influence our behavior towards others 
without us realizing it.  

 

• Everyone is susceptible to unconscious/implicit biases. 

What is Unconscious Bias? 
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• Class 

• Sexuality 

• Gender Identity 

• National Origin  

• Disability 

• Political View 

• Profession 

• Marital Status 

• Physical Attractiveness 

• Height 

 

• Race 

• Sex 

• Age 

• Ethnicity  

• Language 

• Culture 

• Socioeconomic 

• Religion 

• Skin Color 

• Weight 

 

Characteristics that Trigger Bias 



 

Impact on Legal Profession 
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• Recruiting and interviewing candidates;  
 

• Making hiring and starting salary decisions;  
 

• Giving job and training assignments;  
 

• Giving job performance and evaluation reviews;   
 

• Making promotion choices; and 
 

• Making firing and RIF choices. 

Negative Impact in the Workplace 
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• Representing clients 
 

• Interacting with witnesses 
 

• Relationships with opposing counsel 
 

• Interacting with coworkers and court personnel 
 

• Managing a law firm or law practice 
 

Negative Impact in the Legal Profession 
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• Study involved legal memo which had 22 errors. Seven were minor 
spelling or grammar errors, six were substantive technical writing errors, 
five were errors in fact, and four were errors in the analysis of the facts. 

• 60 partners from 22 law firms who agreed to participate in a “writing 
analysis study” received copies of the memo.  23 were women, 37 were 
men, 21 were racial/ethnic minorities, and 39 were white.  

• Half of the partners were told the memo was written by a Black 3rd year 
associate named Thomas Meyer, and the other half were told the writer 
was a White 3rd year associate named Thomas Meyer.  

 

Race Bias in Performance Review Process 
The Legal Memo Study 
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Thomas Meyers (Black) 

 

• The memo was rated 3.2 out of 5. 

 

• Rated as average at best and 
needing a lot of work. 

 

• Reviewers found an average of 5.8 out 
of 7 spelling and grammar errors. 

 

• “Can’t believe he went to NYU”. 
 

Thomas Meyers (White) 

 

• The memo was rated 4.1 out of 5.  

 

• Rated generally a good writer. 

 

• Reviewers found an average of 2.9 out 
of 7 spelling and grammar errors.  

 

• “Has potential” and “good 
analytical skills”. 

 

Race Bias in Performance Review Process 

Study Results 
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• Yale University researchers created a fictional student applying for a 
laboratory manager position and sent out the student’s application to 127 
randomly selected science professors at top, research-intensive 
universities in the United States.  

• Professors were asked to evaluate the candidates for: (1) competency, (2) 
select a starting salary, and (3) identify whether they would be willing to 
hire and mentor the candidate. 

• All of the applications sent out were identical EXCEPT that half received  
an application from  “Jennifer” while the other half received the 
application from “John.”  

Gender Bias in Hiring & Salary Process 
The University Lab Manager Study 
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Jennifer (Female) 
 

• Rated 3.3 out of 7 for 
competence.  
 

• Average starting salary: $26,508. 
 

• Seen less favorably as someone 
they might hire. 
 

• Seen less favorably as someone 
they would be willing to mentor.   
 

John (Male) 

 

• Rated 4 out of 7 for competence.  

 

• Average starting salary: $30,328. 

 

• Seen more favorably as someone 
they might hire. 

 

• Seen more favorably as someone 
they would be willing to mentor. 
 

Study Results 

Gender Bias in Hiring & Salary Process 
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• Reviewed a sample of 1,652 U.S. District Court Judges nominated 
between 1960 and early 2012. 

 

• Researcher choose the district courts as opposed to higher levels of the 
federal judiciary due to its size and therefore a larger data set.  

 

• Data allowed for a systematic analysis of potential discrepancies in the 
ABA qualification rating on the basis of race and gender .   

Race & Gender Bias in Judicial Nominations 
The ABA Ratings Study 
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• Of the 874 federal judges in service as of 2008, 24% were Women, 10% 
were Black,  7% were Hispanic,  fewer than 1% were Asian-American and 
no federal judges self-identified as Native American. 

• Findings suggested that women and minority judicial candidates 
systematically receive lower qualification ratings from the ABA than for  
white males.   

• This was the case even when comparing nominees with similar pedigrees, 
including similar education achievements, political ideologies, 
professional experiences, age, and demographic characteristics. 

Race & Gender Bias in Judicial Nominations 
Study Results 
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• Black judicial nominees were on average 34% less likely to receive a high 
rating from the ABA than were similarly situated whites nominated . 

 

• Women judicial nominees were on average 24% less likely to receive a 
high rating from the ABA than similarly situated men. 

 

• Women and Black judicial nominees were also more likely to receive the 
lower two ratings awarded by the ABA than similarly situated men. 

Race & Gender Bias in Judicial Nominations 
Study Results 
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• This study examined the transcripts of Supreme Court oral arguments and found 
that the male justices interrupt the female justices approximately three times as 
often as they interrupt each other during oral arguments.  

• The study found a consistently gendered pattern:  

– In 1990, 35.7% of all interruptions on the court were directed at the one female 
justice on the bench (former Justice Sandra Day O’Connor);  

– In 2002, 45.3% of all interruptions on the court were directed at the two female 
justices (O’Connor and Ruth Bader Ginsburg);  and 

– In 2015, 65.9% of all interruptions on the court were directed at the three 
female justices on the bench (Ginsburg, Sonia Sotomayor, and Elena Kagan). 

• So with more women on the court, the situation only seems to be getting worse for 
the female justices.  

Gender Bias in Judge Interruptions 



|  24 

Gender Bias in Judge Interruptions 
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Gender & Showing Anger 

• The survey asked male and female lawyers whether they felt free to 
express anger at work when it’s justified, whether they are rarely 
interrupted at work, and whether they felt penalized for assertive 
behavior. 

• Their answers differed based on gender, and sometimes based on race. 

• 56% of white men felt free to express anger, compared to only 40% women 
of color and 44% of white women. 

• 66% of men said they were rarely interrupted, compared to 50% of the 
women. The results didn’t differ by race. 

• 62% of white men said they are not penalized for being assertive, 
compared to only 46% of women of color and 48% of white women. 
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Gender & Showing Anger 
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• Company hires 20,000 employees per year 

• 10,000 men and 10,000 women 

• Rate of promotion is 60% men and 50% women at 
every level 

• Assume 12 promotion levels  

• 36 men and 5 women remain 

• Small Biases = Huge Impact 

Small Biases = Huge Impact 
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• According to the Bureau of Labor Statistics in 2019, 86.6% percent of 
lawyers are white as compared to 81 percent of architects, 81% of 
engineers, 78 percent of accountants, and 72 percent of physicians and 
surgeons are white. 

Impact in the Legal Profession 



 

ABA Goal III 
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Former ABA President Paulette Brown: 

“Lawyers have a unique position in society as professionals 
responsible for making our society better. Our rules of 
professional conduct require more than mere compliance with 
the law. Because of our unique position as licensed 
professionals and the power that it brings, we are the standard 
by which all should aspire. Discrimination and harassment . . . 
is, and unfortunately continues to be, a problem in our 
profession and in society. Existing steps have not been enough 
to end such discrimination and harassment.” 

ABA Efforts to Address Bias 



|  31 

• The American Bar Association has recognized that the legal profession 
has a diversity issue. 

• As part of its efforts to promote diversity within the profession, in 2008 
the ABA House of Delegates adopted Goal III: Eliminate Bias and 
Enhance Diversity 

• The objectives of Goal III are: 

– 1.  Promote full and equal participation in the association, our 
 profession, and the justice system by all persons. 

– 2.  Eliminate bias in the legal profession and the Justice System. 

 

ABA Efforts to Address Bias 
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• The ABA Board of Governors approved the creation of the Office of 
Diversity and Inclusion to enhance collaboration, coordination, and 
communication around ABA Goal III. 

 

• The Office of Diversity and Inclusion is the central internal department 
charged with advancing Goal III by encouraging and facilitating effective 
cooperation and collaboration among programmatic entities on diversity 
and inclusion related research, programs, and advocacy – along with 
assisting the greater ABA with managing its diversity and inclusion 
efforts, activities, and policies, including providing guidance and input to 
departmental entities. 

ABA Efforts to Address Bias 
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• The following Goal III programmatic entities fall under the Office of 
Diversity and Inclusion:  

– Commission on Racial and Ethnic Diversity in the Profession 

– Commission on Women in the Profession 

– Commission on Disability Rights 

– Commission on Sexual Orientation and Gender Identity 

– Council for Diversity in the Educational Pipeline 

– Coalition on Racial and Ethnic Justice 

– Commission on Hispanic Legal Rights and Responsibilities 

ABA Efforts to Address Bias 
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Implicit Bias Initiative 

• The ABA Section of Litigation has launched a website offering critical 
information and resources for ABA members and other stakeholders on 
the topic of unconscious bias.  

• The website is intended to provide bar associations and other groups the 
resources they need to duplicate educational sessions for their groups. 

• The centerpiece of the website is a video titled “The Neuroscience of 
Implicit Bias”.  

• The website also offers a virtual “toolbox” designed to help bar leaders, 
legal educators, judges, other justice system stake-holders, and 
community leaders on the topic of implicit bias. 

ABA Efforts to Address Bias 



 

ABA Model Rule 8.4(g)  
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• Model Rule 8.4: Misconduct: It is professional misconduct for a 
lawyer to: … “(g) Engage in conduct that the lawyer knows or 
reasonably should know is harassment or discrimination on 
the basis of race, sex, religion, national origin, ethnicity, 
disability, age, sexual orientation, gender identity, marital 
status or socioeconomic status in conduct related to the 
practice of law. This Paragraph does not limit the ability of a lawyer to 
accept, decline, or withdraw from a representation in accordance with 
Rule 1.16. This Paragraph does not preclude legitimate advice or advocacy 
consistent with these Rules.” 

 

ABA Model Rule 8.4(g) 
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• New Comment 3: Discrimination and harassment by lawyers in 
violation of paragraph (g) undermine confidence in the legal 
profession and the legal system. Such discrimination includes 
harmful verbal or physical conduct that manifests bias or 
prejudice towards others. Harassment includes sexual 
harassment and derogatory or demeaning verbal or physical 
conduct. Sexual harassment includes unwelcome sexual 
advances, requests for sexual favors, and other unwelcome 
verbal or physical conduct of a sexual nature. The substantive 
law of antidiscrimination and anti-harassment statutes and 
case law may guide application of paragraph (g). 

ABA Model Rule 8.4(g) 
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• New Comment 4: Conduct related to the practice of law 
includes representing clients; interacting with witnesses, 
coworkers, court personnel, lawyers and others while engaged 
in the practice of law, operating or managing a law firm or law 
practice, and participating in bar association, business or 
social activities in connection with the practice of law. Lawyers 
may engage in conduct undertaken to promote diversity and 
inclusion without violating this Rule by, for example, 
implementing initiatives aimed at recruiting, hiring, retaining, 
and advancing diverse employees or sponsoring diverse law 
student organizations. 

ABA Model Rule 8.4(g) 
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• New Comment 5: A trial judge’s finding that peremptory 
challenges were exercised on a discriminatory basis does not 
alone establish of paragraph (g). A lawyer does not violate 
paragraph (g) by limiting the scope or subject matter of the 
lawyer’s practice or by limiting the lawyer’s practice to 
members of underserved populations in accordance with these 
Rules and other law.  

ABA Model Rule 8.4(g) 
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• What does ABA Model Rule 8.4(g) do? 

– Prohibits a lawyer from engaging in “conduct that the lawyer know or 
reasonably should know is harassment or discrimination on basis of 
race, sex, religion, national origin, ethnicity, disability, age, sexual 
orientation, gender identity, marital status or socioeconomic status 
conduct”. 

– Forbids certain conduct when “related to the practice of law.” 

– Expands the scope of activities for which lawyers can be disciplined.  

ABA Model Rule 8.4(g) 
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• What does “harassment or discrimination” mean? 

– Prohibited conduct can be verbal or physical. 

– Prohibited conduct “undermine[s] confidence in the legal profession 
and legal system”. 

– Harassment is derogatory or demeaning conduct. 

– Sexual harassment is broadly defined. 

ABA Model Rule 8.4(g) 
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• What does “related to the practice of law” mean? 

– Comment [4] defines this extremely broadly. 

– If the conduct in some way relates to your law practice, it falls under 
this rule. 

ABA Model Rule 8.4(g) 
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• What does ABA Model Rule 8.4(g) not do? 

– It does not limit advocacy in any way not already encompassed in the 
Model Rules of Professional Conduct and other applicable laws and 
court rules. 

– It does not inhibit a lawyer’s ability to represent a client or argue a 
position for the client.  

– It does not prohibit “legitimate advice or advocacy” consistent with the 
Model Rules of Professional Conduct.  

– A trial judge's finding that peremptory challenges were exercised on a 
discriminatory basis does not alone  establish a violation of this rule. 

ABA Model Rule 8.4(g) 
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• What does ABA Model Rule 8.4(g) not do? 

– Promoting diversity does not violate this rule. 

– Focusing on a particular practice area does not violate this rule. 

– Focusing on an “underserved” population does not violate this rule 

– (underserved is not defined). 

– Limiting your practice to clients who can pay your reasonable rates 
does not violate this rule. 

ABA Model Rule 8.4(g) 
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• What are the safeguards in the enforcement of 8.4(g)? 

– Burden of proof still remains with disciplinary prosecutor.  

– Conduct must meet definitions of “knows  or reasonably should know”, 
which are the same standards applied to many legal proceedings and 
other rules of professional conduct. 

– Conduct to be examined must relate to the practice of law. 

ABA Model Rule 8.4(g) 



|  46 

• How does ABA Model Rule 8.4(g)  help the legal profession? 

– Helps the profession with public perception. 

– Helps lawyers with clear definitions and parameters of what is 
prohibited, even though some of this conduct is already prohibited by 
law. 

– Sets out guidelines and comments to protect the operation of the law 
practice and the right of free speech, thought, association or religious 
practice. 

– Limits its application to “conduct related to the practice of law.” 

ABA Model Rule 8.4(g) 
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• Why more jurisdictions should adopt ABA Model Rule 8.4(g)? 

– Lawyers, judges, clients and the public benefit when the legal system is 
fair and unbiased.  

– Positive public perception of an unbiased system assists the operation 
of the courts and the practice of law.  

– Lawyers should engage in conduct that promotes the good of the 
profession and these provisions assist lawyers in complying with this 
goal when they are engaged in the practice of law. 

– Consistent rules from jurisdiction to jurisdiction aid practitioners and 
their clients engaged in interstate business. 

ABA Model Rule 8.4(g) 
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• Current State of Play Rule 8.4(g): APPROVED VERBATIM 

– Vermont (2017) 

– American Samoa (Conduct governed by ABA Model Rules).  

– Northern Mariana Islands (Conduct governed by ABA Model Rules) 

– US Virgin Islands (Conduct governed by ABA Model Rules)  

ABA Model Rule 8.4(g) 
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• Current State of Play Rule 8.4(g): APPROVED VARIATION 

– California (2018) 

– New Mexico (2019) 

– Maine (2019) 

– Pennsylvania (2020) 

ABA Model Rule 8.4(g) 
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• Current State of Play Rule 8.4(g): STUDYING RULE 

– NJ Bar Associated has asked Chief Justice to adopt the rule in its 
entirety; 

– Iowa Supreme Court issued Order on August 1 requesting public 
comments re adopting ABA Model Rule 8.4(g); and 

– DC Rules Committee looking into it; 

ABA Model Rule 8.4(g) 
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• Current State of Play Rule 8.4(g): REJECTED 

– Arizona 

– Texas 

– South Carolina  

– Idaho 

– Tennessee 

– Illinois 

– Louisiana 

– Minnesota 

ABA Model Rule 8.4(g) 
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• Black Letter Rules:  

– At least 19 other states have pre-existing rules analogous to 8.4(g) 

 

• Official Comments to Rules: 

– At least 13 states have added Comments to existing rules 

Other State Bar Efforts 
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• RULE 4-8.4: MISCONDUCT - It is professional misconduct for a 
lawyer to: 

• (g) manifest by words or conduct, in representing a client, bias or 
prejudice, or engage in harassment, including but not limited to bias, 
prejudice, or harassment based upon race, sex, gender, gender identity, 
religion, national origin, ethnicity, disability, age, sexual orientation, or 
marital status. This Rule 4-8.4(g) does not preclude legitimate advocacy 
when race, sex, gender, gender identity, religion, national origin, 
ethnicity, disability, age, sexual orientation, marital status, or other 
similar factors, are issues. This paragraph does not limit the ability of a 
lawyer to accept, decline, or withdraw from a representation in 
accordance with Rule 4-1.16. 

In Missouri 
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• COMMENT [4] 

• [4] … The manifestation of bias or prejudice or the engagement in 
harassment by a lawyer, in representing a client, fosters discrimination in 
the provision of services in the state judicial system, creates a substantial 
likelihood of material prejudice by impairing the integrity and fairness of 
the judicial system, and undermines public confidence in the fair and 
impartial administration of justice. 
 
 

In Missouri 
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• COMMENT [4] 

• [4] …Whether a lawyer's conduct constitutes professional misconduct in 
violation of Rule 4-8.4(g) can be determined only by a review of all the 
circumstances; e.g., the gravity of the acts and whether the acts are part of 
a pattern of prohibited conduct. For purposes of Rule 4-8.4(g), "bias or 
prejudice" means words or conduct that the lawyer knew or should have 
known discriminate against, threaten, intimidate, or denigrate any 
individual or group.  

In Missouri 
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• COMMENT [4] 

• [4] …Examples of manifestations of bias or prejudice include, but are not 
limited to, epithets; slurs; demeaning nicknames; negative stereotyping; 
threatening, intimidating, or hostile acts; suggestions of connections 
between race, ethnicity, or nationality and crime; and irrelevant 
references to personal characteristics. For purposes of Rule 4-
8.4(g), "harassment" is verbal or physical conduct that shows hostility or 
aversion toward a person based upon race, sex, gender, gender identity, 
religion, national origin, ethnicity, disability, age, sexual orientation, or 
marital status.  

In Missouri 
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• COMMENT [4] 

• [4] …"Harassment" includes, but is not limited to, unwelcome sexual 
advances, requests for sexual favors, and other verbal or physical conduct 
of a sexual nature when: 
(a) submission to that conduct is made, either explicitly or implicitly, a 
term or condition of the individual's employment; 
(b) submission to or rejection of such conduct by an individual is used as 
a factor in decisions affecting such individual; or 
(c) such conduct has the purpose or effect of unreasonably interfering 
with an individual's work performance or of creating an intimidating, 
hostile, or offensive environment. 

In Missouri 
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• COMMENT [5] 

• [5] A lawyer may refuse to comply with an obligation imposed by law 
upon a good faith belief that no valid obligation exists. The provisions 
of Rule 4-1.2(f) concerning a good faith challenge to the validity, scope, 
meaning, or application of the law apply to challenges of legal regulation 
of the practice of law. 

In Missouri 

https://www.courts.mo.gov/courts/ClerkHandbooksP2RulesOnly.nsf/c0c6ffa99df4993f86256ba50057dcb8/8195dff3462d90ba86256ca6005211c1?OpenDocument
https://www.courts.mo.gov/courts/ClerkHandbooksP2RulesOnly.nsf/c0c6ffa99df4993f86256ba50057dcb8/8195dff3462d90ba86256ca6005211c1?OpenDocument
https://www.courts.mo.gov/courts/ClerkHandbooksP2RulesOnly.nsf/c0c6ffa99df4993f86256ba50057dcb8/8195dff3462d90ba86256ca6005211c1?OpenDocument


 

Mansfield Rule 
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• The Mansfield Rule was inspired by NFL’s Rooney Rule, and is named 
after Arabella Mansfield, the first woman admitted to the bar in the 
United States.  

• Mansfield was admitted to the Iowa bar in 1869. Despite an Iowa state 
law restricting the bar exam to males, Mansfield had taken it and earned 
high scores.  

• She challenged the law in court and Iowa amended its licensing statute to 
become the first state to accept women and minorities into its bar. 

• During her career, Mansfield worked primarily as an educator and 
activist, teaching at Iowa Wesleyan College and DePauw University.  

The Mansfield Rule 
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• The Mansfield Rule requires Firms and legal departments to affirmatively 
consider women, racially and ethnically diverse, and LGBTQ+ 
attorneys  for at least 30 percent of leadership and governance roles, 
equity partner promotions, and senior lateral positions. 

• Firms and legal departments need to focus on processes and put structure 
in places where it may not exist to meet this goal.  

• For example, this may require rewriting recruiting descriptions or 
revising how attorneys are nominated for firm leadership positions. 
Participants also have to collect data and work toward objective 
benchmarks, which are validated by a third party.  

The Mansfield Rule 
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• Over 100 firms and more than 20 legal departments have adopted the 
Mansfield Rule.  

 

• In joining the Mansfield Rule, legal departments and firm institutionalize 
a commitment to increasing diversity in the law.  

 

• Most participating firms have seen year-over-year positive progress with 
regard to diversity in hiring, promotions, pitches, and leadership 
representation.  

The Mansfield Rule 
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• Here are some of the outcomes thus far: 

– 65% of participating firms promoted a higher percentage of diverse 
lawyers into the equity partnership; 

– 53% reported a higher percentage of lawyers elected or appointed to 
Management/Executive Committee; 

– 57% reported a higher percentage of lawyers elected or appointed to 
Office Managing Partner roles; and 

– 92% reported a higher percentage of diverse lawyers participating in 
formal client pitches. 

 

The Mansfield Rule 



 

ABA CPR  

Diversity Committee's 3-Year Plan  
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• The Center for Professional Responsibility (“CPR” or “Center”) provides 
national leadership in developing and interpreting standards and 
scholarly resources in legal and judicial ethics, professional regulation, 
professionalism and client protection. 

•  The Center’s mission is to provide leadership and guidance to the legal 
profession and the judiciary by developing and interpreting standards of 
ethics, professional regulation, professionalism, and client protection.  
The Center also seeks to foster an environment of inclusion and to 
identify and remove barriers to the participation of lawyers of color, 
women lawyers, lawyers with disabilities, and lesbian, gay, bisexual and 
transgendered (LGBT) lawyers in the achievement of the Center’s mission 

CPR Diversity Committee 3-Year Plan 
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• Promote the Diversity and Inclusion Plan (D&I Plan) to the 
CPR Entities:  The CPR Entities and the Diversity and Inclusion 
Advisory Council will also be asked to support and promote the D&I Plan 
within their entities and elsewhere. 

• Increase Awareness of ABA Goal III:  As part of its efforts to 
promote diversity within the legal profession, in 2008 the ABA House of 
Delegates adopted Goal III: Eliminate Bias and Enhance Diversity.  It has 
two objectives: (1) “Promote full and equal participation in the 
association, our profession, and the justice system by all persons” and (2) 
“Eliminate bias in the legal profession and the justice system.”   

CPR Diversity Committee 3-Year Plan 
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• Increase Awareness of the Jeanne P. Gray Scholarship: Jeanne 
P. Gray was the Director of the ABA Center for Professional 
Responsibility for 30 years. The Jeanne P. Gray Diversity Scholarship was 
created in 2014 in memory of her dedication to the ABA and the Center. 
Each year, on a rotating basis, a National Diverse Bar Association will be 
invited to select a recipient to become an honored member of the Center’s 
family and explore ways we might work more closely together with their 
host bar.  This D&I Plan intends to increase efforts to broaden the pool of 
diverse candidates to recommend for the scholarship. 

CPR Diversity Committee 3-Year Plan 
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• Develop Diversity & Inclusion Educational Programming:  The 
Center is focused  offering various educational opportunities to Members 
of the Center’s Entities on fostering an inclusive and respectful 
environment that honors our diverse legal community.  Diversity & 
Inclusion Educational Programming includes workshops, forums, 
symposiums, trainings, presentations, courses, seminars, CLEs and other 
educational initiatives. This D&I Plan intends to increase the type and 
number of educational programs available to the CPR Entities, other ABA 
committees and divisions, State Bar Associations, and National Diverse 
Bar Associations in an effort to enhance all lawyers’ understanding of and 
appreciation for the diversity that makes up our legal profession.   

CPR Diversity Committee 3-Year Plan 
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• Develop Accurate Data Collection & Reporting: In order to 
determine whether this Plan is successful, the Center needs to promote 
more robust data collection and reporting activities to ensure the Plan’s 
goals and actions items are met.  Part of this effort will include collection 
and compilation of performance data to assess how successful the D&I 
Plan is in meeting its goals. 

CPR Diversity Committee 3-Year Plan 



|  70 

Questions 



Thank 
you 


