
Message from the Diversity Committee Co-Chairs
by Milagros Camacho, Christine Neeman and Kenneth Sharperson

Thank you for helping us present a very successful Diverse Voices Speaker Series program 
featuring Carlotta LaNier of the Little Rock Nine. We received many favorable comments on 
the program.

The Diversity Committee has been busy planning for the 2015-2016 program year. 
On Sept. 26, Oct. 26, and Nov. 23, the committee will host the Welcome to the Profession Series 

at Rutgers Law School in Newark. The program is an interactive three-part workshop for graduating 
law students and newly admitted attorneys, with participation from NJSBA members.

On Oct. 22, the second Diverse Voices Speakers Series will feature John Quinones, of ABC’s 
“What Would You Do?” series, followed by the our Annual Minority Judges Reception and award 
presentation. Both of these events should not be missed. 

On Nov. 10, the committee will present an Institute for Continuing Legal Education program on 
supplier diversity, featuring a number of Fortune 500 corporations. 

On Feb. 10, 2016, the committee will host the invigorating Diversity Summit with diversity bar 
associations throughout the state. This program will feature a new interactive format. 

So please go to njsba.com to register for these wonderful events! 
Finally, our special thanks to Assistant General Counsel and Director of Diversity Initiatives 

Denise Sharperson for her leadership and support of the NJSBA’s diversity initiatives. With her vison 
and guidance the NJSBA has sponsored and will sponsor a number of one-of-a-kind events, designed 
to bring New Jersey attorneys together to promote diversity and inclusion. 

If you have any questions concerning the NJSBA diversity initiatives, or would like to submit an 
article for an upcoming issue of the newsletter, please email Denise at dsharperson@njsba.com. 
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An Interview with Karol Corbin Walker

Karol Corbin Walker is a prominent litigator at the 
national law firm of LeClairRyan in Newark. She 
was recently elected the first African-American 

president of the Federal Bar Association of New Jersey, 
and was also the first African-American president of the 
NJSBA. She was the inaugural recipient of the Mel Narol 
Award.

Q: Why did you join the New Jersey State Bar 
Association?

A: With the encouragement of Judge David Baime, 
JAD (Ret.) and others, I joined the New Jersey State Bar 
Association because I wanted to meet other lawyers and 
improve my legal skills through continuing legal educa-
tion programs.

Q: What was your most notable achievement as 
NJSBA president?

A: One of my most notable achievements was creat-
ing a platform for encouraging participation in the state 
bar consistent with my presidential theme of “NJSBA 
Inclusive of You, Your Practice and Your Community.” 
As a result, I was able to appoint a more diverse group 
of individuals to achieve a cohesiveness within the bar. I 
was also responsible for many institutional innovations, 
like the creation of sponsorship opportunities, which are 
still utilized today.

Q: What advice would you have for a young, woman 
lawyer?

A: I would advise such individuals to avoid isolating 
themselves. Instead, develop relationships with everyone, 

whether they look like you or not. We live in a global 
society, and I believe it’s important for individuals to have 
a diverse group in their inner circle.

Also, if you are an associate who wishes to advance, 
I would tell you to show it—by your hard work—to 
demonstrate that you can help your firm. You must chart 
your own destiny, so begin by examining your own 
blueprint, and align yourself with partners who have 
a considerable book of business. I did that in the early 
part of my career, and found a way to work on their 
assignments. You also need to be prepared to work more 
hours than you think is humanly possible, especially in 
the beginning. This kind of work ethic will enable you to 
distinguish yourself from the other associates.

Advancement in a law firm is based on your ability to 
build a book of business, so make sure that you develop 
a good working relationship with a partner who has very 
good client development skills, and then make it a point to 
learn all you can from him or her. Part of the goal of being 
a lawyer at any firm is to work hard to make partner. Once 
you achieve that goal you can be in a position where you’re 
able, to a certain degree, to control your destiny.

Sometimes when partners retire and their institu-
tional clients turn over, they are not typically placed with 
of-color or female partners. Consequently, they lose out 
on an opportunity to build their book of business. To 
capitalize on such opportunities, I advise women and 
partners of color to make sure they’re part of the succes-
sion-planning process.

Q: Why is state bar involvement important?
A: It is important to be involved in state bar activi-

ties because it gives you an opportunity to network and 

On the Record: 
Conversations with Past Mel Narol Award Recipients
by Denise Sharperson

For more than a decade, the Diversity Committee has presented the Mel Narol Excellence in Diversity Award during the New 
Jersey State Bar Association (NJSBA) Annual Meeting in Atlantic City, commemorating Mel Narol’s commitment to the work of 
the Task Force on Diversity. The committee selects as a recipient an outstanding NJSBA member who has spearheaded inclusion 
and made strides for women and minority lawyers. We recently had an opportunity to interview two past recipients to discuss 
current topics revolving around the value and importance of diversity and inclusion.
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learn from some of the greatest legal minds of our legal 
community. In my many years of bar involvement, I have 
always enjoyed the regular interactions with colleagues 
and jurists throughout the state. Over the years, I have 
developed strong personal relationships with many 
members of the bar and their families. I believe bar 
involvement is one of the most important tools of profes-
sional development we have as lawyers, which too many 
undervalue.

Q: Why is diversity and inclusion in the legal profes-
sion important?

A: The reason that diversity and inclusion is so vitally 
important to the legal profession is that the commu-
nity we serve as lawyers is a rich melting pot of cultures, 
backgrounds, and experiences. The more diverse we 
become as a profession, the better we are able to meet the 
needs of our clients by offering different perspectives and 
solutions for resolving legal issues.

Q: How is the NJSBA doing in the area of diversity 
and inclusion?

A: Since my presidency more than a decade ago, 
I have seen some positive changes in its diversity and 
inclusion efforts by increasing the number of trustee 
seats for underrepresented groups from two to eight. 
Of course, more work needs to be done. We must move 
beyond the same rhetoric articulated in the 1990s of 
encouraging more of-color lawyers women to be involved 
by removing real and perceived barriers that directly 
prevent more diverse individuals from full and active 
participation in the bar. 

The accountability for significant change in this area 
rests on the shoulders of our NJSBA Board of Trustees 
and section/division/committee leaders. In order for that 
to happen, the leaders must be willing to roll up their 
sleeves and reach out a hand to help others achieve the 
success and privilege that they have enjoyed. We need to 
widen our circles so that all New Jersey lawyers can easily 
become part of the bar. One way this can be achieved is 
by providing less-established attorneys opportunities to 
fully participate in bar activities beyond just the Annual 
Meeting. It may be helpful to waive the registration fees for 
some of the more costly events to encourage even greater 
participation by underrepresented segments of the bar.

I encourage the bar leaders to start thinking outside 
of the box to change the status quo with real and tangible 
results where their actions speak louder than their words. 

I believe that the bar leaders have good intentions of 
trying to demystify the bar, and to make it an organiza-
tion that is more accessible to all. However, the current 
Board of Trustees demographics does not reflect the 
diverse macrocosm of our New Jersey legal community.

As noted diversity trainer Verna Myers aptly points 
out, “Diversity is Being Invited to the Party; Inclusion is 
Being Asked to Dance.” The music is on but very few are 
on the proverbial ‘bar’ dance floor. As espoused in the 
NJSBA’s own Diversity and Inclusion Statement:

In order for the NJSBA to become truly 
diverse, such inclusive efforts must be support-
ed by all Sections/Divisions/Committees of the 
NJSBA through continuous and heartfelt actions.

Diversity and inclusion requires ongoing 
training and education of the entire profession, 
in order to enable its members to break down 
barriers that have previously prevented progress.

Creating a diverse and inclusive environ-
ment requires a commitment and consistent 
momentum towards the future of the profession, 
and achieving diversity and inclusion requires 
unwavering commitment by the NJSBA and the 
entire profession.

We must all strive for diversity and inclusion, and 
never forget that each of us is a part of the vital fabric of 
our legal community.

An Interview with Paulette Brown 

Paulette Brown is a pioneer in the New Jersey 
legal profession and has recorded numerous 
accomplishments throughout her impressive 

career. On Aug. 4, she became the first woman of color 
to become president of the nearly 400,000-member 
American Bar Association (ABA).

Brown is a partner in the labor and employment 
practice group of the international law firm of Locke 
Lord and is chair of the New Jersey State Bar Associa-
tion’s Labor and Employment Law Section. She was the 
2011 recipient of the Mel Narol Award.

Q: Who is the person you most admire, and why?
A: The person that I most admire is my 86-year-old 

mother, Thelma Brown, because of her tenacity, strength 
and independent thinking.
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Q: Why did you decide to go to law school and 
become a lawyer?

A: Initially, I wanted to be a social worker, but I 
was encouraged by my college roommates and others at 
Howard University to pursue a career in law. I personally 
also believed I could do more to help others as a lawyer.

Q: What has been your greatest achievement as a 
lawyer?

A: My greatest achievements to date have been 
becoming ABA president, NBA [National Bar Association] 
president and leading the delegation to monitor the first 
free and democratic elections in South Africa.

Q: What challenges have you faced as a female 
lawyer of color?

A: I would say that my biggest challenge is demon-
strating to people that I am just as capable as anyone else, 
and having them overcome assumptions to the contrary.

Q: Why is it important to be a mentor? 
A: I would say “to whom much is given much is 

required.” (Luke 12:48) There is an inherent obligation of 
everyone to share knowledge with someone else. I share 
with people both my good and bad experiences so they 
can learn and grow from them. It’s not necessary to rein-
vent the wheel. I believe mentoring is a life-long commit-
ment and that mentoring goes in both directions.

Q: What advice do you have for young lawyers?
A:  Young lawyers, you should set really high expec-

tations for yourselves and learn your craft. Be your abso-
lute best self, and always remember your community.

Q: How do you balance being a daughter/sister/
mother, law partner, social activist and bar leader? 

A: I write out a daily list of things to do. I have an 
army of supporters, from my law partners to my New 
Jersey State Bar Association colleagues to my close circle 
of friends, and, of course, my family members. I am very 
fortunate to have such a great and strong support system. 
Without it I could not do all that I do on a daily basis.

Q: What is the greatest value of being a member of a 
bar association?

A: There is not a single value. The benefits are many. 
One benefit is meeting people from different places with 
different perspectives from your own. Through bar asso-
ciations, my career has been enhanced in unexpected 
ways.

Q: What positive changes have you noticed within 
the NJSBA?

A: The NJSBA has been taking deliberate actions to 
improve its diversity and inclusion efforts, like hiring 
a director of diversity initiatives and working on and 
implementing a diversity and inclusion action plan. I 
have also noticed that president after president has made 
this a priority.

Q: What suggestions do you have for the NJSBA to 
even further enhance its diversity and inclusion efforts?

A: It would likely be helpful for the NJSBA to convene 
a meeting with all section/committee bar leaders to 
examine their respective existing diversity and inclusion 
efforts. Uniform guidelines for diversity and inclusion 
would be helpful, looking at the best of the best of the 
NJSBA sections. In order to be successful in this regard, 
one must be intentional. Leadership, through the NJSBA 
officers, has already taken the first big step. 

Q: What is your ultimate goal as ABA president?
A: To be the absolute best president of the American 

Bar Association that I can be and achieve tangible, posi-
tive results during my presidential year.

Q: What is your favorite pastime?
A: In my spare time, I like to walk, cook and read. 

Denise Sharperson is the NJSBA assistant general counsel and 
director of diversity initiatives.
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It is no secret that women attorneys of color endure 
many challenges relating to both their gender and 
race when navigating the practice of law at a private 

law firm. Some have described the ascension in a firm 
for a woman attorney of color as an insurmountable 
mountain to climb to reach the proverbial top—attaining 
partnership status.

Countless surveys have revealed that women attor-
neys of color operate in one of the least racially diverse 
professions. As a result, women attorneys of color often 
report feeling isolated and excluded, and being the 
subject of unwanted critical attention. This is usually 
magnified by the fact that they are small in number in 
their respective law firms. 

It has been nearly 10 years since Paulette Brown 
co-authored the nationally acclaimed study, Visible Invis-
ibility: Women of Color in Law Firms, where she identified 
numerous issues and challenges, including those briefly 
mentioned above, affecting women of color in the profes-
sion.1 While much has changed since 2006, recent data 
confirms that black women attorneys still remain outside 
of law firms’ lucrative leadership circles. 

In 2014, the National Association of Women lawyers 
(NAWL®) and The NAWL Foundation’s® annual 
Survey on Retention and Promotion of Women in Law Firms 
revealed that minority women lawyers occupied two 
percent of equity partnerships in the 200 largest law 
firms.2 In New Jersey, the data reveals that minorities 
made up 4.7 percent of partners at large law firms; the 
data did not specify whether those minorities were 
male or female.3 “There is little question that minor-
ity women—compared to white men, white women 
and minority men—face the most daunting challenges 
to advancement in law firms.”4 The fact that virtually 
no progress has been made by law firms in advancing 
minority women into the partnership ranks is a difficult 
pill to swallow.

The scarcity of women attorneys of color in law firms, 
especially those who have attained senior or leadership 

positions, coupled with the lack of positive mentorship 
experiences, plays a significant role in how women attor-
neys of color view their viability and worth in law firms. 
Quite often, that dynamic results in women attorneys of 
color leaving law firms, deciding not to continue on the 
path to partnership.

With the Visible Invisibility study, Brown shined a 
spotlight on the shortcomings of law firms as related to 
inclusion and advancement of women attorneys of color, 
and the varied reasons for their exodus from firms. 
Additionally, she sparked constructive dialogue across 
the profession. Beyond that, she founded the New Jersey 
Women of Color Mentoring Group, comprised of women 
attorneys of color practicing throughout the state in large 
law firms, and at various stages in their careers. 

For someone like me, who had limited exposure 
and experience to working in a law firm with other 
women attorneys of color, Brown’s mentoring group was 
a completely new environment—one that I relished. 
Indeed, while I was in private practice between 2006 
and 2014, I attended nearly all of the quarterly mentoring 
sessions, held on Friday evenings, initially in Morristown 
at Edwards Angell Palmer & Dodge (now Locke Lord 
Edwards) and then on a rotational basis at other firms 
throughout New Jersey. 

The mentoring group aimed to not only combat 
the social isolation experienced by women attorneys of 
color in their respective firms, but to expose us to role 
models who held top leadership positions at law firms. 
With the help and support of other firm partners and 
senior women attorneys of color, including Lynn Wright, 
Ghillaine Reid, and Tiffany M. Williams, Brown created 
a safe environment where we could discuss our experi-
ences, challenges, and successes, and enjoy the fellowship 
and support of women attorneys to whom we could relate 
and from whom we could learn. 

During those sessions, Brown encouraged us to 
speak candidly and freely about our experiences—both 
positive and negative. Additionally, she tasked us with 

A Look Back at My Experience in Paulette Brown’s 
Women of Color Mentoring Group
by Eboneé Hamilton Lewis
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action items for development and growth. She provided us with resources and tools to enable us to 
succeed. Like a law school lecture, I meticulously took notes to capture the countless words of wisdom 
and concepts that are critical to success and growth so I could refer to them back in my office. 

Indeed, while a member of the mentoring group, I attained the legal profession’s proverbial brass 
ring with my elevation to shareholder in Jan. 2011, at the age of 33. However, I had no counterparts in 
my office. For that reason, among many others, I continued to attend the quarterly mentoring sessions. 
In large part, I wanted to repay Brown for her longstanding commitment to investing her time, money, 
and attention in my (and others’) goals and achievements. Quite often, I attended the sessions so I could 
gain additional insight and further equip myself with new information and tools for leverage. Further-
more, I wanted to pay it forward by helping to serve as a reminder to more-junior attorneys coming up 
behind me that they too could attain the brass ring if they so desired. Without question, through the 
women of color group, Brown set a higher bar and clearer expectations for me and others. Simply put, 
she helped to shape the landscape of my career. I’m grateful for the many lessons she taught me about 
what differentiates one attorney, regardless of color or gender, from all the rest. 

As I reflect back on the eight years I participated in Brown’s mentoring group, I am reminded of 
the special place it holds in my life. And while I am no longer practicing in a law firm, what has not 
changed is the criticality of mentoring relationships among women attorneys of color. 

Eboneé Hamilton Lewis is senior employment counsel with Becton, Dickinson and Company. She is primar-
ily responsible for providing employment/human resources counseling and support to various business units and 
managing employment-related and general litigation matters for the company. 

Endnotes
1. ABA Commission on Women in the Profession, Visible Invisibility: Women of Color in Law Firms, Aug. 4, 

2006, at 11.
2. Report of the Eighth Annual National Survey on Retention and Promotion of Women in Law Firms. National 

Association of Women Lawyers and NAWL Foundation, Feb. 2014, at http://www.nawl.org/p/cm/ld/
fid=82#surveys. 

3. See New Jersey Law Journal, Women and Minorities at Large Law Firms, Aug. 17, 2015.
4. See MCCA/PAR/ABA 2010 study finding that women attorneys of color are often excluded from 

rainmaking opportunities, their contributions to rainmaking are discounted, and their efforts to 
obtain fair billing credit are often disputed. New Millennium, Same Glass Ceiling? The Impact of Law 
Firm Compensation Systems on Women, J. Williams and V. Richardson, at www.attorneyretention.org. 
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At 22 years of practice, I am no longer a young 
lawyer but not yet an old timer. I find myself 
in mid career. What follows are my reflections 

on diversity and how I have seen it impact the legal 
community throughout my career.

Before getting to law school, diversity was not 
an issue I thought about very often. I was raised in 
Hudson County in as diverse an environment as one 
can imagine—during childhood almost all of my friends 
and classmates were immigrants or first generation. 
I commuted to Seton Hall University during the late 
1980s, which at the time was as catholic (small “c”) as 
a Catholic university could be—a multicultural mosaic. 
The only culture shock for me was dealing with kids 
from suburbia for the first time in my life.

Then came law school. I did very well on my GPA 
and LSAT. I managed to get into an Ivy League school—
the University of Pennsylvania. It was there I was 
confronted with issues of diversity—and it was harsh. 
Affirmative action was a big issue, especially during 1L. 
Classmates who were generally moderate in their discus-
sions on most of the hot-button topics of the day became 
passionate and often angry when it came to affirmative 
action—and as a beneficiary of affirmative action I was 
often put in a position of having to defend it. Mind you, I 
was just trying to become a lawyer at the best law school 
I had been accepted to—I had no particular fire in my 
belly one way or another on the topic. 

That ambivalence changed during my time in law 
school. I became president of the Latin American Law 
Student Association at Penn and served on the admis-
sions committee. I was thrust into dealing with admis-
sions issues along with attempts to recruit minority facul-
ty. I learned a great deal about admissions, standards 
and what defined success as a law student. Most selective 
institutions of higher learning (at least in the early 90s) 
gave preferences not only to students of a certain minor-
ity background but also to students from economically 
challenged backgrounds, to family members of major 
donors and to legacies whose parents had attended the 
institution in the past. 

Penn Law was intimidating in the sense that many 
of my fellow students were very accomplished (almost 
everyone had a perfect GPA and a perfect LSAT coming 
out of college), many had parents who were doctors, 
lawyers or judges, and many had last names that adorned 
the names of buildings on campuses throughout the 
country. I always thought, however, that my background 
as an immigrant, coming from an urban background 
and not having certain privileges, actually gave me an 
advantage. That is what I thought the point of diversity 
was—everyone brings something unique to the academic 
environment. At least that is what I argued. 

In response to my arguments on behalf of diversity, 
a classmate chided me for being misguided in my belief 
of what law firms are looking for. He explained that law 
firms of the kind that recruit at Ivy League law schools 
are not interested in your immigrant experience, minor-
ity hardships or stories of discrimination. They simply 
want you to be able to grind out the work without 
distraction, know your finance, be familiar with Securi-
ties and Exchange Commission regulations and know 
the tax code. If you are comfortable navigating a country 
club, that’s a bonus, because that’s where their clients 
socialize. If you know what club to use at a par three, 
great, you won’t embarrass the firm at the golf outing. If 
you grew up in a community where your close chums are 
now bankers, corporate officers and business managers, 
even better, you can bring a book of business. 

This was true—to a point. Part of what certain 
law schools are supposed to turn out is predictable, 
law review, top of the class types to go into the white 
shoe/Wall Street firm machinery. But the law is a vast, 
unwieldy landscape with many roads to take. A recent 
glance at the current occupations of the folks who 
finished at the top of my class shows that many are work-
ing in non-law firm locations—Facebook, Hollywood, 
hedge funds and technology companies, to name a few. 
Eventually most lawyers find their way in the world and 
discover their niche.

Mid-Career Reflections on Diversity
by Norberto A. Garcia
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While coming from what I would consider a non-
traditional or diverse background may not have been 
sought out by some on-campus recruiters, when I gradu-
ated and started working I found my background to be 
an advantage. As a civil litigator from a modest economic 
background, I believe I was able to connect with clients 
and jurors in a way that someone from a privileged back-
ground might not be able to.

In the courtroom, diversity efforts have changed the 
landscape of the bench during my 22 years of practice. 
At the start of my career it was rare, but not unheard of, 
to encounter female or minority judges. Today, female or 
minority judges occupy the top ranks of the Judiciary as 
presiding and assignment judges in multiple counties.

The greatest change I have seen in terms of diversity 
is the cultural and legal acceptance of the lesbian, gay, 
bisexual, transgender (LGBT) community. Within one 
generation we have gone from criminalizing a communi-
ty (Bowers v. Hardwick) to providing constitutional protec-
tion (Obergefell v. Hodges). I believe that the principles of 
diversity helped push these issues forward. The progress 
made by the LGBT community is profound and lasting. 

I try to trace patterns in the law, culture and 
economics to figure out where we made the change as 
an American society in terms of LGBT issues. I think the 
reactionary fear of ‘the other’ that is the root of much legal 
and cultural bias gradually went away, as even the most 
conservative Americans were confronted with open LGBT 
members within their own communities and families. 
Diversity is part of the key to this—it is difficult to retain 
certain prejudices when you are working with people and 
see that they are not ‘the other’—they are you. We all 
have the same problems, joys and sorrows. Media made 
it commonplace, society reduced the stigma and the law 
finally started closing the door on discrimination. 

It has been tougher with issues of race. We practice 
law in a state where until recently racial profiling was 
official State Police policy. It was not until the Middlesex 
County Public Defender’s Office took up the issue in 
1989 that the ball started rolling. Later came the lawsuits 
and state investigations throughout the 1990s. It culmi-
nated with the State Attorney General’s Office admitting 
racial profiling was real in 1999. While dejure racial 
profiling is no longer tolerated, defacto racial profiling 
lingers. The incidents at Ferguson and its progeny show 
that much work needs to be done. Part of the solution is 
to continue to develop a more diverse law enforcement 
community—and this includes the prosecutor’s office. 

Regarding the bar, throughout my career I have 
found that while my adversaries during discovery, 
motions, arbitration and mediation represent a rainbow 
coalition of culture, ethnicity, race and sexual orienta-
tion, when it comes to trial my adversaries tend to be 
stubbornly homogeneous. Perhaps this will change as I 
enter the latter half of my career. 

Another notable lack of diversity exists in the ranks 
of defense experts in civil litigation. For the most part, 
defense experts, whether they are medical, economic or 
engineering experts, tend to also be a homogeneous group.

Looking forward, it seems that diversity in both the 
rank and file members of the legal profession as well as in 
upper management is necessary to compete in a chang-
ing society. New Jersey will forever be a port city, given 
its geography. It will always be a state flush with immi-
grants. A lack of diversity hinders the ability to have the 
pulse of a constantly changing economy and population. 

A lot of progress has been made politically. Ted Cruz 
and Marco Rubio are contenders for the Republican presi-
dential nomination and little concern has been expressed 
about them being Latino (at least not yet) —I think that 
would have been unheard of 20 years ago. When I was in 
law school there were two female senators. Today there 
are 20 female senators. When I entered law school there 
were no African-American senators. Today there are two. 
Sometimes the wheels of progress move slowly. 

The challenges of diversity in today’s legal landscape 
involve the economy. I thought that a tighter economy 
and a decrease in legal budgets would lead to a pure 
meritocracy in the employment market. Anecdotally, it 
appears that instead of merit, nepotism and connections 
are more likely to open doors. Whether you get a job in 
today’s legal market may depend more on who you know 
than what you know. This adversely affects minorities 
more than non-minorities. People are less willing to take 
a chance on a person they have no connection to when 
the budget is tight.

Throughout my career I have been a part of many 
different committees and community associations. I am 
often the only minority person in these groups. I see 
diversity as being an antidote to discrimination or preju-
dice in these settings. You have to be careful about what 
you say or suggest when you have a mixed audience. 

That being said, a challenge I see going forward 
in the diversity movement is the weight of ‘political 
correctness.’ While language is a powerful and useful 
tool in changing society, it can also be used to shut down 
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discussion. Many people are afraid to enter the conversa-
tion for fear of saying the wrong thing. 

Another challenge I see is the issue of balkanization. 
Once inside the door of previously closed-off institutions, 
there can be a tendency to self-segregate. While this is 
understandable—there is comfort and solace in being 
with people of like interests and backgrounds—I believe 
the point of diversity is to make that sometimes uncom-
fortable first step toward approaching the other. I have 
seen this happen at schools, workplaces, social clubs and 
professional associations. 

As I get to the point in my career where I can mentor 
those coming up behind me, I see a number of issues that 
need to be addressed as we go forward as a diverse legal 
community. We need to get students properly prepared 
for college and law school. I regularly speak at schools. 
The question I get most often is not what an average 
day is like but how much money I make. Many students 
looking to a career in the law just see the money earned 
(and they rely on misleading law school statistics on 
this issue). They need to appreciate the amount of work 
involved in being a successful lawyer.

Once in the profession, we need to get minority 
lawyers more involved in bar associations, government 
service and legal committees. As president of the Hudson 
County Bar Association, I had a difficult time recruiting 
minority lawyers to be more active in the association. As 
treasurer of the New Jersey State Bar Foundation I see 
similar challenges. Many lawyers say they do not have 
the time or money. Many say they do not see the benefit 
of becoming involved. I am biased on the topic—I love 
being a part of bar associations. There is no better feeling 
than being in a group of the best and brightest members 
of the bar, providing a public service to your peers. But it 
is work and it consumes time. Being a good lawyer takes 
work. One needs to lean into it to get the most out of this 
profession. I think it is our obligation to educate those 
coming up the ranks about the commitment required 
to be successful and happy in the profession. We need 
to keep the pipeline of future leaders flowing. We do 
this through mentorship, the Leadership Academy and 
continuing to provide quality role models.

Diversity efforts at firms and government offices have 
provided many lawyers with a foot in the door. Through 
my career, I have seen colleagues treat this as finally 
winning the war against adversity when it is actually 
the first of many battles. Once at a firm, just doing your 
job, even doing it well, is not enough. I have seen many 
lawyers fail to take advantage of their unique position by 
not aggressively seeking out new business and contacts. 
Lawyers from diverse backgrounds have the unique 
ability to both navigate mainstream waters and tap the 
resources of their particular minority communities. Many 
do not do enough to capitalize on this advantage. 

The final challenge I see moving forward is not 
simply having a seat at the table, but rather occupying a 
chair that counts and has importance. To achieve this we 
need candidates who are both qualified and motivated. 
The danger in any diversity program is choosing a candi-
date who is not up to the task or simply does not want it. 
That is why participation, mentorship and programs like 
the Leadership Academy are so important. I look forward 
to what the next 20 years of practice brings. 

Norberto Garcia is a certified civil trial attorney and is of 
counsel with Javerbaum Wurgaft in Jersey City. He currently 
serves as treasurer of the New Jersey State Bar Foundation. 

New Jersey State Bar Association Diversity Committee 10
Go to 

Index



I recently attended the Workforce Diversity Summit 
organized by the Heldrich Center for Workforce 
Development at Rutgers University. One of the 

presenter, Lucy Taksa, the associate dean of faculty of 
business and economics at Macquarie University in 
Sydney, Australia, presented an interesting theory—
should we impose quotas upon public and private sector 
entities to include a certain number of women in their 
ranks, especially at the executive and c-suite level? Taksa 
presented studies showing that this concept has been 
implemented recently in Norway, and has been growing 
in popularity in other similarly progressive European 
countries.

In the U.S., we are facing a vicious cycle—The lack 
of any significant numbers of minority women in leader-
ship roles means: 1) we cannot lift as we rise to increase 
our numbers, or 2) develop a network of similarly situ-
ated women to further mentor and sponsor us. The fact 
remains that employers tend to gravitate to those who 
look like them, and this is certainly true of decision 
making in the partnership process. This is more of a 
psychological issue than an accusation that employers are 
inherently racist or sexist. In fact, I firmly believe this is 
largely an unconscious phenomenon.

As minority women in the legal profession, where 
does that leave us? Alone and staring up through the 
glass ceiling, unable to attain positions of leadership 
and influence, without which we cannot effect change. 
It’s clear that whatever we have been doing isn’t work-
ing. What’s also clear is that the current status quo is not 
acceptable.

So, what is the solution? Back to the question posed 
by Taksa—are quotas the answer?

On one hand, this is the surest way to increase the 
presence of minority women in law firm partnerships, 
executive committees and boards. But at what cost? 
During the panel discussion at the Workforce Diversity 
Summit, I asked whether there would be a significant 

negative connotation associated with these quotas. The 
panel’s consensus was that quotas were necessary, but 
that there would be a generation of women who would 
pay the price. In essence, the response was that we were 
going to need to ‘take one for the team’ to advance the 
cause. 

Angela Guy, an African-American woman and senior 
vice president at L’Oreal USA, commented that she would 
not have launched her career in the industry almost 30 
years ago if it had not been for affirmative action initia-
tives. The difference, however, is that now we are talking 
about affirmative action quotas at the highest levels of 
business and law. 

So, how do we take the wheel to effect change? Will 
quotas get us there?

Minority women have worked hard to earn degrees, 
credentials, and pedigrees to compete with men in the 
workplace. Will a quota system devalue these achieve-
ments? Will there be a growing resentment of minority 
women that overshadows their professional qualifications 
and skills? Is this a necessary side effect to making it part 
of our legal and corporate culture to increase the number 
of minority women in leadership positions? Initially, all 
of these factors will be true. Women included because 
of quotas will be resented, devalued, and perhaps even 
treated disrespectfully. 

What can we do until a quota system becomes a  
reality?

First, we need to start the dialogue, addressing 
the issue head-on and making it a regular part of our 
discourse. How can we expect to effect change if we 
aren’t vocal about the issues that concern us?

Second, we need to seek opportunities to be more 
visible in the workplace. That’s right, you need to lean in. 
Sitting back and waiting to be invited isn’t working. 

Third, we need to remain dedicated and true to 
our purpose. We will face resistance, but we are strong 
enough to stay focused. 

Quotas for Women in Leadership:  
Is This a Workable Solution?
by Ayesha Hamilton
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The ultimate goal of more women in positions of leadership and influence is worth the 
price that we will pay to get there, and perhaps using quotas to open those doors is a neces-
sary evil until it is commonplace to see women holding at least 50 percent of the key positions 
in law firms and corporate America.

Lets continue the dialogue until we get a solution that works. 

Ayesha Krishnan Hamilton focuses her practice in the areas of employment and business law, with an 
emphasis on representing employees in claims against their present and former employers for unfair 
and discriminatory practices.
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As many lawyers are aware, Title IX is the 
federal law that prohibits discrimination on 
the basis of sex in schools that receive federal 

funding—including in their athletics programs. This law 
was enacted to ensure that women and girls are treated 
fairly in athletics programs. However, despite the fact 
that Title IX has opened many doors for women and 
girls in athletics, schools across the country are still not 
providing equal opportunities for girls to participate 
in sports and are not treating girls’ teams equally in 
terms of benefits and resources.1 Despite the unequal 
sports opportunities girls are facing in the educational 
system, it seems that there is growing momentum in the 
professional sports world to include women in a variety 
of roles.

The sports industry is a multi-million dollar industry 
that for the longest time has been dominated by male 
athletes and managers, but things are rapidly changing. 
In today’s sports world women are becoming a dominant 
force, not only as participating athletes and coaches but 
also in the front office. 

Women have even started taking on coaching roles 
in various professional, male-dominated sports. One 
local great example is Rutgers University Coach C. 
Vivien Stringer, who is in her 21st year of coaching the 
women’s basketball team. Her accomplishments include 
being the first coach in basketball history to take three 
different schools to the Final Four (Cheney, 1982; Iowa, 
1993 and Rutgers, 2000 and 2007). Becky Hammon is 
the first female assistant coach in the National Basketball 
Association (NBA) for the San Antonio Spurs, and Jenni-
fer Welter is an assistant linebacker coach in the National 
Football League (NFL) for the Arizona Cardinals. It 
should be noted that Welter is the first female to play in a 
men’s professional football game as a running back.2 This 
year, Sarah Thomas became the first full-time female offi-
cial in NFL history, which is yet another example of how 
women are making their presence known and changing 
their position in the sports world. 

On Sundays, I enjoy watching football and seeing 
female commentators alongside their male counterparts. 
This progress is a great example for young girls, show-
ing them that sports is not off limits as a future career. 
Indeed, just ask Erin Dimeglio, who was the first girl 
in Florida high school football history to play a game 
on a varsity football team. Dimeglio currently attends 
the University of Central Florida. In 2012, she gradu-
ated from South Plantation High School, in Plantation, 
Florida. As a senior at her high school, she became the 
first female quarterback in Florida high school football 
history, as she was the third-string quarterback for the 
South Plantation High School football team during the 
2012 season.

It is pretty clear that more females are beginning to 
join the male-dominated world of football, and it was 
just a matter of time before a women’s football league 
comparable to the NFL was started. One league that is 
starting to come up and make an impact on women in 
football is the Independent Women’s Football League 
(IWFL), founded in 2000 by a group of women dedicated 
to making the women’s sport a household name. 

The IWFL currently has over 1,600 women play-
ing the sport on 36 teams across North America, with 
consistent expansion into new markets. This league is a 
full-tackle women’s football league, focused on creating 
a positive, safe and fun environment. It is one of only 
three full-contact tackle football leagues for women, and 
it happens to be the oldest and most successful to this 
day. The successes of these leagues do come in part from 
the female athletes that help lead the charge, but also due 
in large part to the behind-the-scenes founders, managers 
and visionaries. 

In particular, legal counsel for sports teams and 
leagues are a critical component of the sports organiza-
tion ensuring that athletes are adequately prepared on 
and off the playing field. Without legal representation, a 
majority of these women leagues fail. Thus, women have 
been, and are continuously, an increasingly integral role 

Football: It’s Not Just for Men:  
The Business Case for Diversity in Sports
by Desha Jackson 
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in women’s sports today, in areas of athlete representation, ownership, coaching, and even referee-
ing, in addition to participation and viewership. 

I have recently become lead counsel to the Women’s Indoor Gridiron League (WIGL), which 
is an indoor arena developmental league for females passionate about football. The league motto, 
which could be embraced by any legal organization committed to diversity, is “Empowering Women 
to Raise the Bar.”

 The Women’s Indoor Gridiron League is the first professional indoor women’s football league, 
and recently hired a new commissioner, Jermaine Sanders, a Newark native who has significant 
experience in the sports world, having been the owner of several women football teams. In his 
newest role, Sanders plans to strengthen and grow the league with his breadth of sports experience. 
The league currently has two New Jersey-based teams, and one each in Delaware and Pennsylvania, 
with plans to expand by spring 2016. 

I am working closely on the overall development, recruitment and expansion of this league, 
utilizing my decades of experience in the sports and entertainment industry. This is a very exciting 
time for women in sports, and I am humbled to be a small cog in the wheel of change that will 
give young girls and women more sports career opportunities. I am here to help raise the bar and 
increase diversity and inclusion in the sports industry. 

Desha Jackson is a member of the NJSBA Diversity Committee and the managing partner of Desha Jackson 
Law Group, LLC. Her practice concentrates on sports and entertainment law, with offices in Jersey City and 
Howell. Sport assistants Marshall Lacombe and Mitch Malinowski contributed to this article.

Endnotes
1. http://www.nwlc.org/our-issues/education-%2526-title-ix/athletics.
2.  She had three carries in the red zone for a total of -1 yard. 
3. Sanders was the owner/president of the Jersey City Cynder/New Jersey Cynder Men’s Minor 

League Football Team from 2002-2010; co-owner/president of the New Jersey Titans Women’s 
Professional Football Team from 2007-2008; and the Commissioner of the Women’s Spring 
Football League and the owner of the Garden State Gladiators Women’s Indoor Football Team).
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I have practiced law for almost 38 years. I’d like to 
think that I’m a good lawyer, but there’s nothing 
extraordinary about my career, and I’m certainly not 

about to make any top 50 lists. So when I was asked to 
write an article for this issue of the Diversity Committee’s 
newsletter dealing with women in the profession, I 
hesitated. Yes, I am a woman; and yes, I am in the 
profession, but I was reluctant because I wondered how 
other women lawyers would react to my perspective 
of being a woman lawyer. After all, I was not raised as 
a girl; I was not socialized as a female. I have not faced 
the inherent bias and prejudice that every professional 
woman of my generation has faced, because I spent the 
first 30 years of my career as a man. Thus, not only didn’t 
I face the challenges all women lawyers face, I have been 
the beneficiary of heterosexual, white, male privilege. 
And I mean that quite literally. I don’t think I would have 
become a lawyer had I been assigned female at birth. 
Why do I say that? I have two older sisters. My father, 
who was a very good and decent man, was a product of 
a different time and upbringing, and he wouldn’t let my 
sisters go away to college. They could attend college; they 
just had to commute. I could have gone to any college 
I wanted. He encouraged me to go to law school. I had 
advantages my sisters simply didn’t have. Was that fair? 
Of course not, but it was the reality for many of my 
generation—a male child had opportunities not available 
to his sisters. And, as I moved on after college and law 
school, it would be foolish to think that being a white, 
heterosexual male didn’t help my career—it did. 

Ultimately, I agreed to do this article because, having 
practiced law on both sides of the gender binary, male 
and female, I have enjoyed a view of the profession that 
very few have experienced. It is my hope that my rumi-
nations might provide a small peak behind the curtain, 
both of what it means to be transgender, and what the 
profession looks like from both sides of the gender divide.

When I first came out as a transgender woman, a 
dear female friend and colleague said to me, “Why in 
God’s name would you want to be a woman? You have 
everything as a man.” Given our friendship, I knew she 

was not trying to be insensitive or question my sincerity. 
What she was speaking to was a larger social issue—men 
hold the power, so why give that up? My response to her 
was simple, and directed to the fundamental disconnect 
most people have over the concept of gender identity—“I 
don’t want to be a woman. I am a woman. I didn’t get to 
pick anymore than you did.” 

Statistically, approximately 99.5 percent of the 
population is cisgender, which means their gender iden-
tity matches the gender they were assigned at birth.1 As 
a result, for most people the concept of gender identity is 
synonymous with genitalia, and they never even consider 
the possibility that a person’s gender identity, their own 
deeply held sense of their gender—who they are in their 
own minds—might not match their genitalia. Thus, 
when they hear someone claim their gender identity does 
not match their anatomy, since they have no concept of 
how that could ever happen, they assume there must 
be something emotionally or mentally wrong with the 
person making the claim. 

What this misses is the understanding that gender 
identity is truly distinct from a person’s body, and that 
a transgender person doesn’t pick their gender identity 
any more than a cisgender person does. No one reading 
this article decided they were a man or a woman, they 
just were. It is the same for a transgender person. No one 
asks to be transgender. No one wakes up one morning 
and decides it would be fun to be transgender. It is not 
a lifestyle choice, you just are. And for approximately 
.5 percent of the population, their gender identity and 
the sex assigned at birth do not conform.2 To put that 
number in context, with approximately 9 million people 
in New Jersey, .5 percent equals 45,000 people—a 
number which is approximately 5,000 more than the 
number of practicing attorneys in the state.3 In other 
words, there are a lot more transgender people out there 
than you think.

In my case, since the age of three or four, when-
ever my first conscious memories are from, I felt I was 
supposed to be a girl. I don’t know where my feelings 
came from, but I can tell you they were real and they 

Ruminations from a Road Less Traveled
by Robyn B. Gigl
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were always there. Those feelings were wired into my 
motherboard and were as much a part of me as my blue 
eyes. So despite being assigned male at birth, for what-
ever reason, my gender identity, that is my deeply held 
feeling of who I am, has always been female. 

But I was born in 1952. I thought I was the only 
person in the world who felt like I did. In the society and 
culture I grew up in, I was made to feel tremendous guilt 
and shame over my inner feelings. I think I justifiably 
believed that if anyone knew how I felt, I would become 
an outcast. So I told no one how I felt, and I conformed 
my life to how others perceived me, rather than how I 
perceived myself. If you had examined my life up until 
about eight years ago, you would have found no evidence 
my gender identity did not match the sex I was assigned 
at birth. But I knew it, because it was something I 
thought about every day of my life—and I mean literally 
every day of my life. 

As a result of having lived my life without anyone 
suspecting my internal struggle, when I finally came 
out to people as transgender, and told them I would be 
transitioning, most people who knew me reacted with 
disbelief. From their point of view, I had it all, why would 
I give that up? And although few said it to me, I think 
there was a broader feeling that I had lost my mind. 

But for me, and most transgender people I know, 
there is nothing mentally wrong with us. We are as 
normal as any cisgender person. Why I have a female 
gender identity, but was born with a male body, is beyond 
me. But it is who I have always been; it’s not something 
new. What I told people when I transitioned was, “Noth-
ing about me has changed, I have always been this way. 
What has changed is what you know about me. So if you 
thought I was normal before, I’m just as normal now.”

I think until society gets to the point where people 
can accept that being transgender is neither a choice nor 
a mental illness, we will continue to deal with conscious 
and unconscious bias against transgender individuals. I 
do believe that in the wake of Caitlyn Jenner and other 
individuals coming out, there is a greater awareness of 
transgender people. For me, it was jaw dropping to hear 
President Barack Obama use the word “transgender” in 
his State of the Union Address.4 Whether this awareness 
will translate into greater acceptance remains to be seen, 
but for the first time in my lifetime people are actually 
talking seriously about transgender issues.

At the end of the day, what transgender individuals 
need isn’t for people to understand us; we just need them 

to be understanding. Perhaps with greater awareness we 
will get to the point where people are understanding. 

Because I have practiced on both sides of the gender 
binary, I am often asked if the practice of law is differ-
ent as a woman from what it was as a man. Obviously, 
having practiced for 30 years before I transitioned, it’s not 
fair for me to compare my experience to what a cisgender, 
female attorney routinely confronts. Nonetheless, I have 
experienced some differences. For example, I have found 
standing out as the only female lawyer in the room at a 
status conference, surrounded by 12 male lawyers, a male 
judge and his male clerk, disquieting. I have pondered 
why at a calendar call I could count on one hand the 
number of women attorneys in the courtroom where at 
least 50 lawyers were present. And I have found myself 
wondering if the male lawyer who stood up during a 
deposition and screamed at me did that all the time or 
just to women. But I think that to a certain extent, my 
years of experience have immunized me against the more 
subtle differences in the practice that women face.

What I can say, based on my experiences before 
I transitioned, is that although most men don’t see 
themselves as biased against women in the profession, 
they are. As Sheryl Sandberg observed in Lean In, “Most 
people would agree that gender bias exists…in others. 
We, however, would never be swayed by such superficial 
and unenlightened opinions. Except we are. Our precon-
ceived notions about masculinity and femininity influ-
ence how we interact with and evaluate colleagues in the 
workplace.”5

As much as men, particularly those around my age, 
claim they have no bias against women, having heard the 
locker room talk, they do. Their preconceived notions 
of the role of women in general, and more particularly 
in the profession, leads to bias in the workplace, even 
if it is unintentional or unconscious. And, while my 
observations are anecdotal in nature, the data does back 
them up.6 Does this impact women in the profession? 
Of course it does. If it didn’t, we wouldn’t have to talk 
about women in the profession. Women lawyers would 
just be lawyers. As Gloria Steinem noted, “Whoever has 
power takes over the noun…while the less powerful get 
an adjective.”7

These preconceived notions result in a double stan-
dard for men and women in the profession. Take a simple 
example: Following a job interview of a 28- to 35-year-
old male attorney for a position, has anyone ever been 
heard to ask, “He’s a good candidate, but do you think 
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he might start a family soon?” Yet, does anyone honestly 
believe that even today that question is not posed 
verbally, or more likely, sub silentio, when a female job 
applicant in the same age category applies? There remains 
the preconceived notion that a woman will start or add 
to her family and will not be able to devote the neces-
sary time to her job. Time and time again this has been 
proven to be untrue, yet the bias remains—for the most 
part hidden—nonetheless.

Obviously, women have succeeded in the profession 
despite these preconceived notions, but having viewed 
it from afar, my observation is that to succeed, in addi-
tion to becoming skilled at their profession, women must 
also battle the unconscious biases of the people in power, 
which remains largely a male bastion. Statistics show that 
despite women making up 40 percent of the associates 
at large law firms, only approximately 17 percent of the 
equity partners are female, and those partners earn only 
89 percent of what their male counterparts earn.8 So in 
addition to all the normal pressures of the profession, 
women must often deal with the additional burdens 
of bosses who consciously or unconsciously question 
their role in the workplace. The fact that so many have 
succeeded despite these additional pressures is a testa-
ment to the skill and determination of these women. 

Which leads me to my last observation. I am truly 
baffled by the number of women, especially younger, 
professional women, who do not identify as feminists. 
Somewhere as a result of political discourse, the word 
“feminist” became corrupted. At its core all it means to be 
a feminist is to be someone who believes women should 
be treated equally with men, and everyone should be 
treated equally. It certainly doesn’t mean women have to 
behave like men, or hate men, or feel superior to men. It 
simply means women are the equals of men. Why would 
any woman be against that? 

To impact societal change, women have to be willing 
to accept part of that responsibility. They have to defend 
and enhance the progress that the second wave of femi-
nism, represented by the likes of Gloria Steinem, Betty 
Friedan and Germaine Greer (despite her views on trans 
women), have helped women achieve. To see, in 2015, an 
issue being debated such as birth control, an issue most 
women thought was resolved in the 1970s, is truly scary. 
So while great strides have been made, there remains 
more to be done, and it is incumbent upon women to 
protect what has been achieved and continue to move 
equality forward. If you are in favor of that, congratula-
tions, you are a feminist!

When I look back over the course of my adult life 
on the arc of women’s rights; lesbian, gay, bisexual and 
transgender rights; and diversity in general, the progress 
has been enormous. Yet, when I look at where we are, 
and where we still need to go to achieve full equality for 
all people, the road still looks discouragingly long. So I 
write not for my generation, but for those younger than 
me, hoping they will not think the journey is over, nor 
despair at the distance yet to go. Yes, the road remains 
long, but the journey is made up of many steps, and each 
of us has a role to play in advancing equality for all. If my 
life is emblematic of anything, it is that we can only keep 
moving forward if we are true to who we are and stand 
up with pride. 

Robyn B. Gigl is the immediate past chair of the New Jersey 
State Bar Association’s LGBT Rights Section and a member 
of the Diversity Committee. She is a partner in the Trenton 
and Red Bank firm of Gluck Walrath, where she specializes in 
employment law, commercial litigation, white-collar criminal 
defense and diversity training.
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Diversity initiatives are intended to have a 
meaningful and tangible impact on corporations, 
organizations, and law firms. As a result, 

establishing meaningful and uniform metrics to evaluate 
the effectiveness of diversity and inclusion (D&I) efforts 
is critical.1 In furtherance of this goal, the New Jersey 
State Bar Association’s (NJSBA) Diversity Committee,2 a 
leading voice in New Jersey promoting best practices in 
the legal profession, has developed a uniform diversity 
questionnaire (UDQ) to enhance the request for proposal 
(RFP) process for legal procurement. UDQ builds on 
industry surveys developed by the National Association 
of Legal Professionals (NALP), National Association of 
Women Lawyers (NAWL), VAULT.com and RFP best 
practices from leading corporations and organizations like 
Prudential, DuPont, Dormitory Authority of the State of 
New York (DASNY) and others that seek to promote D&I 
fairness in the legal industry. Simply put, the goal of UDQ 
is to make it substantially easier for both law firms and 
clients to measure D&I effectiveness.

Today, a significant percentage of legal work is 
contracted through RFPs.3 While many RFPs request 
D&I metrics, the actual data elements requested and the 
metrics utilized to evaluate prospective law firms vary 
significantly from organization to organization. This is 
due to the fact that identifying meaningful metrics and 
calculating the return on investment of D&I efforts can 
be a struggle for all players in the legal procurement 
process, including corporations, organizations, and law 
firms.4 For example, some RFPs request numbers of 
minorities and their seniority levels while other RFPs 
seek delineation of the roles diverse attorneys will play 
in the relevant matters. Still other RFPs may establish 
requirements for diverse attorney utilization, which could 
require a law firm to allocate specific attorneys from 
diverse backgrounds to work on the relevant matter. 

The lack of uniformity in D&I measurement signifi-
cantly burdens law firms seeking to comply in good faith 
with information requests. Often, the exercise is reduced 

down to head counts, which bear little relationship to 
long-term inclusion practices or success and may not 
fully reflect the diversity activities and advances at the 
firm. The problem with head counts is that the heads 
can change. Additionally, the high variability in metrics 
burdens corporations and other organizations procuring 
legal services because the current RFP process renders 
it difficult to fairly gauge the relative D&I performance 
of law firms. The evaluation of law firm D&I programs 
becomes an apples to oranges comparison, thereby dilut-
ing well-intentioned efforts to measure and support D&I 
success by both law firms and organizations seeking legal 
services. As a result, the identification and definition of 
metrics that provide meaningful information empowers 
all players in the legal services arena to devote resources 
to critical areas that showcase the strategic intent of their 
respective diversity initiatives.5

As the leading legal professional organization in New 
Jersey governing the practice of law, the NJSBA is perfectly 
positioned to promote D&I best practices for its industry. 
Much like the adoption of the common application in 
higher education, a standardized college admissions appli-
cation that is currently used by over 1 million prospective 
college students to apply to more than 500 colleges and 
universities in the United States and abroad,6 the use of the 
UDQ with a common set of D&I questions has the poten-
tial to simplify the measurement of D&I effectiveness while 
improving D&I outcomes in the legal industry. It should 
be noted that unlike D&I surveys, which sometimes suffer 
with low response rates, UDQ has the advantage of gaug-
ing D&I at the highest point of leverage in the business 
process as law firms are incentivized to comply in order 
to compete for legal work. Additionally, law firms already 
value and appreciate the use of uniform questionnaires to 
improve efficiency in practice. For example, the rules of 
practice provide for uniform interrogatories and request 
for admissions to simplify discovery. It makes perfect 
sense to simplify D&I compliance through the adoption 
of a uniform standard such as the UDQ, which will yield 
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substantial benefits to legal vendors, organizations seeking 
legal services, and the legal industry as a whole. 

By promoting uniform metrics, the UDQ focuses 
on those areas that are relevant to the legal industry’s 
demographics, as well as the work climate, marketplace, 
clients, community, and stakeholders.7 Uniform metrics, 
such as those present in the UDQ, allow corporations and 
organizations to assess a true commitment by law firms to 
diversity initiatives, as well as the ability to track progress 
and identify and address issues in the legal procure-
ment process as they emerge.8 This enables corporations 
and organizations to make data-driven decisions in the 
procurement process and to showcase positive results to 
the bottom line.9 Additionally, the uniform metrics in the 
UDQ enable a law firm with a true commitment to diver-
sity to showcase tangible results for its efforts in the D&I 
arena, rather than responding merely by listing off a series 
of activities executed by the organization that may or may 
not impact the law firm’s D&I goals.10

To illustrate ease of use, law firms would complete 
one UDQ on an annual basis, which would automatically 
be submitted with all RFPs from those organizations that 
agree to accept UDQ in lieu of homegrown D&I ques-
tions. The only variable data would be matter staffing if 
relevant. As with the deployment of the common applica-
tion for universities, the adoption of UDQ by corporate 
clients and others will take time. However, aside from 
ease of use, the advantage for companies is that law firms 
will be more likely to respond with accurate and complete 
information as UDQ emanates from the NJSBA itself. Law 
firms misrepresenting their D&I performance potentially 
could be subject to disciplinary action under applicable 
ethical rules of conduct. The organization seeking legal 
services is empowered to more meaningfully gauge a law 
firm’s diversity initiatives in certain critical areas and to 
compare those over time. The UDQ’s key D&I metrics 
can be broken down into six buckets: 1) general law firm 
demographics like those tracked by VAULT; 2) law firm 
leadership demographics; 3) matter staffing demographic 
profile for attorneys working on the matter; 4) D&I work-
place practices; 5) strategic plan and diversity initiatives; 
and 6) D&I supplier diversity practices, including appli-
cable minority and women-owned (MWBE) certification 
and/or partnerships that the law firm is participating in 
or has participated in. Notably, unlike existing surveys, 
the UDQ includes leadership composition and matter 
staffing, as these are key indicia of long-term D&I success 
at corporate law firms. UDQ also includes supplier diver-

sity metrics, as this is extremely important to law firms 
owned by women, minorities, and members of the lesbi-
an, gay, bisexual and transgender (LGBT) community. 

In terms of demographics, the UDQ focuses on 
key areas such as the number of Hispanic/Latino, Afri-
can American/Black, Alaska Native/American Indian, 
Asian/Pacific Islander, openly LGBT, and attorneys with 
disabilities through all levels of experience, including 
staff attorneys by years of experience, associates by years 
of experience, counsel, partners, and equity partners.11 It 
tracks years of practice to add transparency to the pipeline 
for future partners. In terms of law firm leadership, the 
UDQ focuses on the demographic profile of firm leader-
ship, practice group leaders, and members of the firm’s 
professional management team. Given that billable hours 
remain the coin of the realm at law firms, the UDQ also 
inquires about the demographic profile of attorneys to be 
staffed on the subject matter of the RFP. The UDQ also 
requests a copy of the diversity policy statement (if avail-
able), the positions and titles of all minority and women 
attorneys who were promoted in the last two years, and all 
languages in which attorneys are able to provide services. 
Finally, the UDQ inquires into whether the law firm has a 
diversity committee and the names of members who are at 
the management or executive level at the law firm. 

In summary, the NJSBA is uniquely positioned to 
promote best practices using a vehicle like UDQ, which 
will make it easier for all parties to achieve D&I success. 
The UDQ provides uniform metrics that meaningfully 
evaluate the effectiveness of diversity and inclusion efforts 
by law firms and empowers all players in the legal procure-
ment process to showcase a true commitment to diversity. 
In adopting the UDQ and promoting best practices in the 
realm of diversity and inclusion, the NJSBA would facilitate 
a more equitable comparison and evaluation of law firms 
and promote its goals of universal inclusion and greater 
diversity in the state of New Jersey and beyond. 

Luis J. Diaz is chief diversity officer of Gibbons P.C. in Newark 
and administers GDI-123, the firm’s, award-winning supplier 
diversity program, which engages Gibbons attorneys, clients, 
and the broader business community to promote workplace 
diversity and inclusion. Richard Meade is the chief legal officer 
of Prudential’s international insurance division in Newark and 
is the chair of the law, compliance, business ethics and exter-
nal affairs department’s diversity steering committee and the 
executive sponsor of the department’s diversity and inclusion 
council and its outside counsel diversity committee. 
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Endnotes
1. Michelle E. A. Jayne and Robert L. Dipboye, Leveraging Diversity to Improve Business Performance: Research 

Findings and Recommendations for Organizations, Human Resource Management, Winter 2004, Vol. 43, No. 4, 
409-424 (Wiley Periodicals, Inc. 2004). 

2. Luis J. Diaz is a trustee of the NJSBA and a member of the NJSBA Diversity Committee. The views expressed herein 
are his own and that of his co-author. The authors would like to thank June Kim, an associate at Gibbons P.C. and 
Prudential fellow, for her legal research and editorial assistance.

3. RFP is a request for proposals, a procurement device by which the contracting unit or entity invites vendors to 
submit proposals, often in response to a discrete specification or work/contract description. Unlike a bid, price is 
not the only determining factor in RFP procurement selection.

4. See note 1.
5. See note 1. 
6. The initial goal in the development of the common application was to significantly reduce information duplication, 

due to the fact that prior to the adoption of the common application, students were required to write or type the 
same information for every college or university application they submitted. With the common application, the 
information is entered once and submitted to every school that a student requests.

7. Edward E. Hubbard, The Diversity Scorecard: Evaluating the Impact of Diversity on Organizational Performance, 125-45, 
(Elsevier Academic Press 2003).

8. See note 1. 
9. See note 1. 
10. Cathy Gallagher-Louisy, What Gets Measured Gets Done: Measuring the Return on Investment of Diversity and 

Inclusion, Canadian Institute of Diversity and Inclusion, 18 (April 16, 2013).
11. Law firms are able to substitute Vault.com demographic profile data in this section of the UDQ.

Uniform Diversity Questionnaire (DRAFT)
A. Law firm Attorney Demographic Profile (as of Jan. 1 of current calendar year). If you are a member of 
Vault, you may substitute Vault demographic profile data for this section.

Job Total Hispanic African  Alaska  Asian/ Openly  People with  
Category  /Latino* American Native/ Pacific  LGBT* Disabilities* 
   /Black* American  Islander*

All Attorneys

Year 1-4

Year 5-8

Year 9+

Equity Partners  
(1% or greater) 

Other Partners

Counsel

Associates

Year 1-4

Year 5-8

Year 9+

Staff Attorneys 

Year 1-4

Year 5-8

Year 9+

*Gray column designates male; white column designates female.
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B. Law firm Leadership Profile (as of Jan. 1 of current calendar year)

Job Total Hispanic African  Alaska  Asian/ Openly  People with  
Category  /Latino* American Native/ Pacific  LGBT* Disabilities* 
   /Black* American  Islander*

Key Leadership Roles

Firm  
Leadership

Practice  
Group Leaders

Professional  
Management

C. Matter Staffing Demographic Profile (for attorneys expected to provide 10 percent or more of the total 
billable hours)

Job Total Hispanic African  Alaska  Asian/ Openly  People with  
Category  /Latino* American Native/ Pacific  LGBT* Disabilities* 
   /Black* American  Islander*

Diverse Staffing on Matter

Demographic  
Profile of  
Partners             

Demographic  
Profile of Other  
Attorneys             

D. Employment Practices Information:
1. If applicable, provide a copy of your law firm’s diversity policy statement signed by the firm’s CEO. 
2. List the position/title of all minority and women attorneys who have received promotions in the past two years. 
3. List all languages in which your attorneys are able to provide services. 
E. Strategic Plan and Diversity Initiatives: 
1. Does the firm have a diversity committee? 
2. If yes, please provide the names of the representative members of the committee who are at the management/

executive-level in your law firm. 
3. List any recent events (within the past year) hosted by the committee in order to educate and communicate 

issues affecting minorities and diversity in the law profession. 
4. Are the diversity committee meetings open to current law students? 
5. List any recognitions the firm has received due to the success of its promotion, recruitment and/or retention of 

diversity within the law firm. 
F. MWBE Certification and Partnerships: 
1. Does the firm have a supplier diversity program?
2. Is the law firm certified as a minority and/or women-owned business enterprise?

•	 If	yes,	please	provide	a	copy	of	your	certifications.	
•	 If	no,	please	list	all	other	jurisdiction	and/or	certifying	bodies	that	have	issued	the	certifications.	This	may	

include recognized groups such as the National Minority Supplier Development Council, the Women’s 
Business Enterprise National Council, the National Gay & Lesbian Chamber of Commerce, and the U.S. 
Business Leadership Network. Also, please provide a copy of each certification. 
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•	 If	the	law	firm	has	applied	for	but	has	not,	as	of	the	issuance	of	the	RFP,	been	certified	as	a	minority	or	
women-owned business enterprise by the New Jersey State Department of Economic Development or other 
certifying body, you must submit proof of a pending application, including the filing date. 

3. Is your firm engaged in any prior partnering arrangements with certified minority or women-owned business 
enterprise firms? Responses should include the nature of the engagement, how such arrangement was 
structured and a description of how the services and fees were allocated. 
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