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What will 
we cover 
today? 

Equity, Diversity, and Inclusivity

White Privilege

Implicit Bias

Microaggressions

Allyship and Anti-Racism



Equality vs. Equity





Creating Equity

• Are team members being fully developed (e.g., training for new legal 
assistants, oral advocacy classes)
• Are team members reaching their potential?  What are the roadblocks in 

the way and how do I fix this as a leader?
• Development
• Understand what each team member needs to be successful



Diversity and Inclusivity –
Not the same



Diversity 
• Being Invited to Party 

• Recruiting diverse individuals (BIPOC, 
LGBTQ+, age, differently abled)

• Metrics

• Check box exercise

• Possible to have a very “diverse” law firm 
with very unhappy team members if you 
do not focus on inclusivity 

• Have to move beyond diversity

• Opportunity to Dance at Party 

• Holistic approach

• Do team members feel a sense of 
belonging?

• Do team members feel just satisfied or 
engaged?

• Are team members being heard?

• Learn about the plight of team members
• Inclusion in your law firm?

Inclusivity 



EDI as Social and Racial Justice Tool

Focusing on EDI issues and education is just as important as legislation

• Have to have a profession where the attorneys and judges look like the clients they serve
• Without that there is no real justice
• Ethics credits requirement

Why is this important?



Bringing my 
Whole Self to 

work would be 
Revolutionary

I can count on my co-
workers wanting to 
include me in their 
conversations and 

value my input.

I can speak in my 
work group and not 

worry that others will 
attribute something 
about what I say to 

my identity category

I can trust my 
behavior will be 

viewed only as mine 
and not 

representative of my 
larger identity group

I can trust I will not be 
talked over in a 

meeting. I can speak 
without being 

interrupted

I can trust my 
coworkers know that I 

have earned my 
position through my 

abilities

I can opt out of 
optional tasks without 
feeling guilty or that I 
will be ostracized for 

it

When asked to serve on 
committees or task forces its 

because they value what I have 
to offer, not because they 

need a representative from my 
identity group



Inclusion: Understand the environment that your 
team members and clients of color are 

experiencing

Everything has changed in 2020 for Black, indigenous, people of 
color.   The acknowledgement of the systemic racism that this 
country has been engaged has been both inspiring and heart-
wrenching.

Have you properly self-educated regarding these issues?  Have you 
pushed the leadership in your firm to do the same?  If not, you are 
behind and must catch up!



Commitment Built into strategic plan, integrated 
into every aspect of your firm’s work.

There are No Shortcuts When it 
Comes to EDI Efforts



White Privilege





Breaking Away from privilege: Check Yourself 

Talking

Talking first and 
talking over others

Taking

Taking credit for 
ideas (checking to 
make sure your 
ideas are yours)

Failing

Failing to take 
other people’s 
ideas seriously

Assuming

Assuming you will 
speak for the group 

Assuming

Assuming you will 
have greater 
influence over the 
group, or that your  
opinion counts 
more

Correcting

Correcting others 
or articulating their 
ideas for them



Implicit Bias



Premise à what we see is 
objective

Reality à impossibility Scientists estimate 
exposed to 11 million 

pieces of information at 
any one time, but our 
brains can consciously 

process about 40.

That means that over 
99.9% of incoming cues are 
processed automatically or 

unconsciously by our 
brains

Our brains filter incoming 
cues based on preexisting 

short cuts, and this is 
unconscious bias

Our Brains à How Bias Creeps in



Unconscious Bias

We all have unconscious bias These biases creep into our 
organizations and we all talk 
about this because the best 

diversity and inclusion 
practices can be undermined 

by unconscious bias 

Our brains, cannot sort all the 
information so it interprets 

incoming information, and it 
happens below our level of 

conscious awareness

Unconscious thinking is fast 
and feels intuitive 



How Can you interrupt your own biases

Question those gut reactions

Evidence that contradicts 

Use inclusiveness skills to create a full picture

Breathe

Create safety mechanisms within your organization to check these biases

The best diversity and inclusivity practices can be undermined by implicit bias



https://us.pg.com/talkaboutbias/

https://us.pg.com/talkaboutbias/


Microaggressions



The Micros

Microaggressions 
• Subtle acts that show 

dominance, specifically 
when members of a higher 
status group behave in a 
certain way 

Micro-affirmations
• The antidote to 

microaggressions
• Small, brief acts that 

affirm other people’s value 
and competence

• Acknowledging people, 
nodding head when 
people speaking, coming 
to a person’s defense

• Bystander intervention
• Interrupting the 

microaggression in any 
way possible 

Micro-inequity
• How individuals are 

singled out, ignored, 
overlooked, and 
discounted based on 
characteristics such as 
race, sexual orientation, 
or gender 

• Microinequities are subtle 
– conveyed through facial 
expressions, gestures, and 
tone of voice



What is a 
microaggression?

• Microinequities turn into microaggressions when 
you choose to stay within your own comfort 
zone, regardless of the impact it might have on 
another individual. 
• How to not allow a microinequity to turn into a 

microaggression?
• When it does become a microaggression, then 

what do you do?
• Interrupt it in anyway possible 



Allyship



Being an 
Ally

An ally is someone who is not a member of an 
underrepresented group but who takes action to 
support that group. It is up to people who hold 
positions of privilege to be active allies to those 
with less access, and to take responsibility for 
making changes that will help others be successful.



Anti-Racist



Being Anti-
Racist

• A belief or practice that recognizes 
pervasive racism in society, and actively 
combats racial prejudice and 
discrimination in order to promote racial 
justice and equality:
• Most people are proud if they are not 
racist, but antiracism establishes a higher 
bar—what are you doing to dismantle 
racism?



Difference between an Ally and an Anti-Racist
Allies agree to: 

Have your back when you aren’t in the roomHave

Support minority effortsSupport

Empathize with what people of color are going throughEmpathize

Take actionTake

Anti-racists agree to:

Daily commitmentDaily 

Will ask the question as to whether something is 
anti-racist or notQuestion

Will Stay out of comfort zoneComfort

Will speak up and speak outSpeak



Don’t stop here: Continue in your EDI Journey

Education

Get educated so 
you understand the 
plight of diverse 
team members

Support

Support Minority 
Organization

Involvement

Get involved in 
groups and leverage 
that involvement 

Attend

Attend CLI’s 
monthly 
programming



Putting the Pieces Together

Learning about EDI helps understand plight of clients and 
team members

Core values and built into strategic plan

No shortcuts when it comes to EDI efforts

How can you be an ally?  How can you be an anti-racist and 
demonstrate an even stronger commitment to EDI?

Understanding EDI makes you a better employee


