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What is Diversity and Inclusion?
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Diversity
Refers to the variety of similarities and differences among people, including but not limited to: 
gender, gender identity, ethnicity, race, native or indigenous origin, age, generation, sexual 
orientation, culture, religion, belief system, marital status, parental status, socio-economic 
difference, appearance, language and accent, disability, mental health, education, geography, 
nationality, work style, work experience, job role and function, thinking style, and personality 
type.

Inclusion
A dynamic state of operating in which diversity is leveraged to create a fair, healthy, and 
high-performing organization or community. An inclusive environment ensures equitable 
access to resources and opportunities for all. It also enables individuals and groups to feel 
safe, respected, engaged, motivated, and valued, for who they are and for their contributions 
toward organizational and societal goals.

Source: Global Diversity & Inclusion Benchmarks, The Centre for Global Inclusion

Presenter
Presentation Notes
Broadly defined, diversity is the similarities and differences among people. It includes similarities and differences that may be visible, such as gender, age and race, and those that may not visible, such as education, socio-economic status, perspective of thought, and gender identity or expression.    
An inclusive culture is one in which everyone feels accepted and valued. Inclusion is the process of leveraging the similarities and differences among people for the benefit of all.  An organization that practices inclusion values diversity of thought. It recognizes individual perspectives and experiences and utilizes those differences to enhance its culture and improve productivity and profit. 
Creating an inclusive work environment takes mindfulness and doesn’t always correlate to the diversity measures people generally think of (those being ethnicity/race, gender, disability, sexual orientation, and veteran status). For example, hosting a happy hour event every time. Not thinking about how that would make people who do not drink feel. Being considerate and putting yourself in their shoes.
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Initiatives in the Legal Industry and 
Beyond
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• GC pledges to help promote diversity in the legal profession

• The Mansfield Rule’s focus on consideration of diverse 
candidates for leadership positions and promotions in law firms

• Business Roundtable’s commitment to create opportunities for 
people of all backgrounds

• Move the Needle Fund, a collaborative effort designed to test 
innovative initiatives to create a more diverse and inclusive 
legal profession  

Presenter
Presentation Notes
GC Pledges: https://www.law.com/americanlawyer/2019/01/27/170-gcs-pen-open-letter-to-law-firms-improve-on-diversity-or-lose-our-business/

Move the Needle Fund Founding GCs:�Lora D. Blum SurveyMonkey Inc.
James L. Chosy U.S. Bancorp
Ivan Fong 3M Company
Sonia Galindo FLIR Systems, Inc.
Bradley M. Gayton Ford Motor Company
Rachel Gonzalez Starbucks Coffee Company
Hannah Gordon San Francisco 49ers
Julie Gruber Gap Inc.
Marie Oh Huber eBay
Gregory B. Jordan PNC Financial Service Group
Jan Kang Chronicle LLC
Fleur Knowsley Google Fiber
Doug Lankler Pfizer
David Levine Bloomberg LP
Tom Lue DeepMind
Megha Parekh Jacksonville Jaguars
Louise Pentland PayPal
Laura Quatela Lenovo
Kim M. Rivera HP Inc.
Allon Stabinsky Intel
Kristin Sverchek Lyft
Scott C. Taylor Symantec Corporation
Amy Weaver Salesforce
Tony West Uber
Scott Wilensky Xcel Energy
Rishi Varma Hewlett Packard Enterprise
Mark S. Zemelman Kaiser Foundation Health Plan, Inc. and Hospitals
https://news.bloomberglaw.com/us-law-week/law-firms-pledge-5m-to-fix-legal-industrys-diversity-problem
https://www.mtnfund2025.com/



https://www.law.com/americanlawyer/2019/01/27/170-gcs-pen-open-letter-to-law-firms-improve-on-diversity-or-lose-our-business/?slreturn=20210217150654
https://www.diversitylab.com/pilot-projects/mansfield-rule-3-0/
https://www.businessroundtable.org/policy-perspectives/diversity
https://www.mtnfund2025.com/
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Diversity and Inclusion at DLA Piper

To emerge as a leader through 
insight, innovation, diversity 
and inclusion. We will put our 
people first as we work to 
deliver excellence in service to 
our clients.

Our Mission

Diversity and 
Inclusion Wheel
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All diversity, equity and inclusion goals align under the strategic pillars of Workforce, Workplace and 
Marketplace

D&I Strategic Pillars

Workforce (Our 
People)
• Enhance leadership 

accountability data and 
transparency specific to our 
workforce of lawyers 
through relevant key 
performance indicators.

Workplace (Our 
Environment and 
Culture)
• Foster a culture of belonging 

where our workplace 
environment reflects a 
culture of value and respect 
for the contributions made 
by our lawyers. 

Marketplace (Clients, 
Vendors, and Society)
• Define our marketplace as 

serving our clients, 
supporting women and 
minority owned suppliers, 
and serving our community.
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Gender Trends

A National Overview of Lawyer Demographics
Diversity in the Legal Profession

7

Source: ABA National Lawyer Population Survey: 10 Year Trend Analysis

Race/Ethnicity Trends
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https://www.americanbar.org/content/dam/aba/administrative/market_research/national-lawyer-population-demographics-2010-2020.pdf
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ABA Law School Data: JD Total FY Class Enrollment Data, Aggregate, Fall 2019
Diversity in Law School Enrollment
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Source:  American Bar Association 2020 1L Enrollment by Gender & Race/Ethnicity (Aggregate)

Gender in 1L Class (Fall 2020)

Women Men Other
20,829 17,206 167
54.5% 45.0% 0.4%

Race/Ethnicity in 1L Class (Fall 2020)

White Hispanic Native 
American Asian African 

American

Hawaiian 
Pacific 

Islander

Two or More
Races

Unknown/
Other

23,364 5,084 164 2,551 2,975 49 1,648 2,367
61.2% 13.3% 0.4% 6.7% 7.8% 0.1% 4.3% 6.2%

https://www.americanbar.org/groups/legal_education/resources/statistics/
https://www.americanbar.org/content/dam/aba/administrative/legal_education_and_admissions_to_the_bar/statistics/2019-fall-fyclass-enrollment-gender-race-aggregate.xlsx
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DLA Piper Lawyer Population
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As of March1, 2021

38%

62%

Lawyers by Gender
Female

Male

Firm-wide Diversity Statistics

47%
53%

All Lawyers Non-Partner Lawyers

Presenter
Presentation Notes
As of March 1, 2021:
All Lawyers
Female lawyers: 38%
Male lawyers: 62%

Partners
Female partners: 47%
Male partners: 53%
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DLA Piper Lawyer Population
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49%51% Diverse Non-Diverse

As of March 1, 2021

All Lawyers

Firm-wide Diversity Statistics

(Diverse inclusive of women, lawyers of color, 
LGBTQ lawyers, and veterans without double-
counting)

Presenter
Presentation Notes
As of March 1, 2021:
Diverse (w/o double counting): 49%
Non-Diverse:  51%
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DLA Piper Lawyer Population
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76%

4%

6%

10%
0%

1%
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Caucasian/White
Black/African American
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Asian American/Pacific Islander
American Indian/Alaska Native
Two or More Races
Not Specified

As of March 1, 2021

Lawyers by Race/Ethnicity

Firm-wide Diversity Statistics

Presenter
Presentation Notes
As of March. 1, 2021:
African American: 4%
Hispanic/Latino: 6.%
Asian American/Pacific Islander: 10%
Native American/Alaskan Native: 0%
Two or More: 1%
White: 76%
Not Specified: 3%
Total Lawyers: 1,498
Total Partners: 639
Total Associates: 558
Total Counsel: 175
Total Other Attorney: 126
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DLA Piper Lawyer Population
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of the lawyers 
promoted to partner in 

2020 were diverse

42%

of promoted partners 
were women

36%

of promoted partners 
were minorities

9%

Partner Promotions in 2020
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Resource Groups at DLA Piper
Each Resource Group serves the firm and its members on the following:

• Supporting and advocating for the inclusive recruitment, retention and 
advancement of all diverse lawyers

• Promoting an inclusive work environment where diversity of thought, 
background and experience are valued - not simply tolerated

• Serving as an advisory body for lawyers seeking innovative approaches to 
business development

• Promoting leadership among its members through national firm citizenship 
opportunities with leading D&I professional and community-based 
organizations

• Fostering mentorship, sponsorship and career guidance

• Creating a positive impact on the community through pro bono efforts and 
involvement

Presenter
Presentation Notes
These groups are voluntary, employee-led groups comprised of individuals who join together based on common backgrounds or demographic factors. The goals vary by resource group as they are determined by its members, but the objectives remain the same for all. [bullet points]
Their programming is decided by the chairs and the group’s members. They may opt to invite internal speakers to a meeting to share best practices that raise awareness and provide a learning experience, have members share success stories with the group, and attend commemorative month events to learn about specific diverse groups.
Resource groups will often collaborate with the local D&I Committee on their respective commemorative month celebrations as well.
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Resource Groups and D&I Committees
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Resource Groups
• African American/Black

• Asian American and Pacific Islander

• Hispanic/Latino

• Iris (our LGBTQ Group)

• LAW (Leadership Alliance for Women)

• Mosaic (for Diverse Partners & Of Counsel)

• Veterans and Military Families

• Working Parents

D&I Committees
• Include both lawyers and staff

• Established in more than 20 US cities

Presenter
Presentation Notes
To implement the strategic plan we looked at earlier, we rely in part on a network of resource groups and diversity and inclusion commitees throughout the firm. 
Each resource group focuses internally on issues unique to its members and externally on business development challenges and opportunities within its ethnic or cultural community.  Resource groups have the firm’s support from the very top, with members of the Executive Committee serving as champions who represent the groups at the executive level. The current resource groups include the Leadership Alliance for Women, or LAW, Lawyers of Color groups - Asian American and Pacific Islander, African American / Black, and Hispanic Latino, and the LGBTQ resource group for our lesbian, gay, bisexual, transgender, and specific to DLA, ‘questioning’ personnel which members voted to be named Iris.  All groups are open to members and allies.
LAW and the resource groups for people of color are for lawyers only. The LGBTQ group is open to lawyers and staff and includes straight allies who join the group to support the LGBTQ community. 
Finally, throughout the firm are diversity and inclusion committees which provide a forum for addressing issues at the local level, and provide educational, business development, and networking opportunities. Diversity and inclusion committees are active in most offices of the firm and include both lawyers and staff in their membership. 
�
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Resource Groups at DLA Piper
Each Resource Group serves the firm and its members on the following:

• Supporting and advocating for the inclusive recruitment, retention and 
advancement of all diverse lawyers

• Promoting an inclusive work environment where diversity of thought, 
background and experience are valued - not simply tolerated

• Serving as an advisory body for lawyers seeking innovative approaches to 
business development

• Promoting leadership among its members through national firm citizenship 
opportunities with leading D&I professional and community based 
organizations

• Fostering mentorship, sponsorship and career guidance

• Creating a positive impact on the community through pro bono efforts and 
involvement

Presenter
Presentation Notes
These groups are voluntary, employee-led groups comprised of individuals who join together based on common backgrounds or demographic factors. The goals vary by resource group as they are determined by its members, but the objectives remain the same for all. [bullet points]
Their programming is decided by the chairs and the group’s members. They may opt to invite internal speakers to a meeting to share best practices that raise awareness and provide a learning experience, have members share success stories with the group, and attend commemorative month events to learn about specific diverse groups.
Resource groups will often collaborate with the local D&I Committee on their respective commemorative month celebrations as well.
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D&I Committees
Local D&I Committees, led by local committee chairs and co-chairs, are 
tasked with the goal of promoting a more inclusive environment and 
enhancing office culture. 

Ways in which they achieve this are by: 

• Participating in, sponsoring, and hosting diversity conferences and 
events

• Targeting efforts focused on the recruitment and retention of diverse 
individuals

• Investigating professional and business development topics and 
innovative work/career models

• Serving as a source for measuring office morale and engagement

• Advocating for firm citizenship and engagement

Presenter
Presentation Notes
Most offices have a Diversity and Inclusion Committee and those committees include both lawyers and staff. The committees hold working lunches and meetings, in most cases, monthly.
It is expected that the programming is thoughtful and meaningful. 
D&I Committees sponsor activities and events like local association galas, provide educational opportunities, host panel discussions, and host commemorative month celebrations. They also assist, along with the Resource Groups, in planning and programming for the bi-annual D&I Summit.

The activities and events sponsored by the Committees are a great way to get engaged in and contribute to local diversity and inclusion efforts. 
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US Offices
Local D&I Committees

http://fusion/Departments/Diversity/Pages/DiversityLocalCommitteeChairs.aspx
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The D&I team is here to support you and your colleagues! Please reach out to the team with any questions you have.

D&I Team
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Who We Are

Natalie Vujko
Sr. Manager Diversity & 
Inclusion

Raymond Williams
National Diversity & Inclusion 
Partner

Sandra Holtorf
Administrative Assistant

Christina Serrato
Diversity & Inclusion 
Coordinator

Alyssa Eskra
Manager, Diversity & 
Inclusion 

Fenimore Fisher
Chief Diversity & Inclusion 
Officer

Amber Moreland
Diversity & Inclusion 
Coordinator

Aaron Wang
Diversity & Inclusion 
Coordinator
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What We Do
The national D&I team serves as the steward of the firm’s diversity and 
inclusion strategy. We provide guidance to the firm’s leadership 
concerning the implementation of Practice Group D&I Action Plans, and 
support our committees and resource groups in achieving their goals. 

Below are some examples of how the D&I Team can support you and 
your practice:

• We assist in the preparation of RFP responses, for which we provide 
diversity information.

• We manage internal and external leadership programs aimed at 
developing junior partners into strong business developers, rainmakers and 
leaders.

• We provide diversity and inclusion training and education through 
various partnerships, like NYU’s Center for Diversity, Inclusion and 
Belonging, in collaboration with Professional Development.

• We sponsor national diversity efforts and assist with conference 
registrations and marketing materials.
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What We Do: Pipeline and Leadership 
Programs (Internal)
• Women Emerging Leaders (WEL)  

• This program is for junior female partners and is designed to increase 
business acumen, provide opportunities for enhancement of business 
development skills, allow for a better understanding of leadership within our 
global firm, and develop, reward, and attract women lawyers. 

• Lawyers of Color Emerging Leaders (LOCEL)
• LOCEL mirrors WEL’s structure and includes programming that is aimed at 

addressing challenges unique to lawyers of color. 

Both LOCEL and WEL run concurrently with the EC/PC meetings and provide a unique 
opportunity to interact with firm, practice, and sector leaders.

• Raja Gaddipati Fellowship 
• A six week program fellowship, this diversity pipeline initiative targets 

underrepresented undergraduate students who have an interest in going to 
law school, and gives them a broad view of what it is like to work in a large 
law firm environment. 
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What We Do: Pipeline and Leadership 
Programs (External)
• Leadership Council on Legal Diversity (LCLD)

• Through its partnership with the Leadership Council on Legal Diversity, the 
firm hosts 1L students in its offices each summer and nominates emerging 
leaders to the Fellows and Pathfinders programs.

• Diversity Scholars program at the University of Maryland 
School of Law 
• This program awards scholarships to diverse students based on academic 

achievement, financial need and the recipients’ ability to contribute to the 
diversity of the school’s student body and the legal profession.

• UC Hastings Leadership Academy for Women
• The Hastings Leadership Academy for Women is an executive education 

course that prepares women law firm partners and in-house counsel to stride 
confidently to the highest levels of success in their firms and organizations, 
their communities and the legal profession.
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What We Do: Surveys 
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The D&I Team prepares and submits surveys for pitches and proposals, internal requests, and external 
organizations for consideration for awards and certifications. 

DLA Piper is proud recipient of the following recognitions:

Presenter
Presentation Notes
Mansfield 3.0 Plus Certification
In 2018 and 2019, DLA Piper earned Mansfield Certified Plus status, which indicates that we considered at least 30 percent women, LGBTQ attorneys and people of color in the candidate pools for leadership positions, lateral recruits and promotions over the past year and achieved actual representation of diverse attorneys. In 2020, we again, achieved Certified Plus status and also became Mansfield 3.0 Certified which includes LGBTQ attorneys in the definition of diverse and also measures diversity in pitch teams. In addition, we have signed on to Mansfield 4.0.


WILEF - Gold Standard Certification 
In 2020, and for the eighth consecutive year, DLA Piper received ‘Gold Standard Certification’ from the Women in Law Empowerment Forum (WILEF) , which recognizes the leadership roles achieved by women equity partners. 

Working Mother Best Law Firms for Women
In 2020, and for the ninth consecutive year, DLA Piper was named one of the Best Law Firms for Women by Working Mother in recognition of our success in hiring, retaining and promoting women; commitment to providing flexible work arrangements; and initiatives that enhance the advancement of women in law. 
Human Rights Campaign – Corporate Equality Index
In 2021, and for 14 consecutive years, DLA Piper earned a perfect score in the Corporate Equality Index published by the Human Rights Campaign, and was recognized as one of the ‘Best Places to Work for LGBT Equality.’ 


https://www.dlapiper.com/en/us/news/2019/03/dla-piper-earns-perfect-score-on-human-rights-campaigns-corporate-equality-index/
https://www.dlapiper.com/en/us/news/2019/07/dla-piper-ranked-among-best-law-firms-for-women-by-working-mother/
https://www.dlapiper.com/en/us/news/2019/09/dla-piper-receives-mansfield-20-certified-plus-status/
https://chipsnetwork.org/celebrate-leaders/honor-roll/chips-honor-roll-firms-2019/
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DLA Piper sponsors multiple minority bar associations and diversity organizations
What We Do: Sponsorships 
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What We Do: 
Commemorative Months

• CK Hoffler, President of the National Bar Association

• Harry E. Johnson, President and CEO of the Memorial 
Foundation

• Kurt Schmoke, Former Mayor of Baltimore

• Marco A. Davis, President and CEO of the Congressional 
Hispanic Caucus Institute

Associates in our Baltimore office Darryl Tarver and Neill Thupari
interview former Baltimore mayor Kurt Schmoke, former Maryland Court 
of Appeals Chief Judge Robert M. Bell and Professor Larry S. Gibson of 

the University of Maryland Francis King Carey School of Law
Our commemorative month presentations are available on Fusion.

Our team celebrates the richness of our cultures through national events featuring guest speakers for most 
commemorative months. Some of our past speakers include:

Presenter
Presentation Notes
The D&I Team secures speakers, develops PowerPoint Presentations and provides Event Invitations for these events. 

http://fusion/Departments/Diversity/Pages/Commemorative-Month-Materials.aspx
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What Role Can You Play in Creating a More Inclusive 
Workplace?
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• Join a Resource Group and/or your local D&I 
CommitteeBecome Active

• If you observe non-inclusive behavior speak up 
and help turn the situation into an opportunity of 
growth

Become an Ally
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Questions?
Contact the D&I Team 
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mailto:Diversity-InclusionUS-Administration@us.dlapiper.com
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