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Meet the Speaker!
Chazle’ Woodley

Commercial Litigation Attorney at Gordon
Rees Scully Mansukhani.

| focus my practice on representing
businesses and organizations in premises
liability, product liability, and professional
negligence matters.

Email: cwoodley@grsm.com
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the condition of having or being

composed of differing elements :
VARIETY

Especially : the inclusion of people of
different races (see race entry 1 sense
Ta), cultures, etc. in a group or
organization




,—

fairness or justice in the way people
are treated

often, specifically : freedom from
disparities in the way people of
different races, genders, etc. are
treated



the act or practice of including and
accommodating people who have
historically been excluded (as because

of their race, gender, sexuality, or
ability)



Intersection of
DEIl with legal
practice

How does DEl intersect with the legal
profession and the way we practice?




Intersection of DEIl with legal practice

Diversity in Hiring and Retention

Client relationships and cultural competency
Equitable legal outcomes

Workplace inclusion

Ethical responsibilities and professional conduct
Training and development

Litigation and advocacy



Diversity in Hiring and
Retention

Law Firms & Legal Departments: DEI efforts often focus on
creating more diverse teams, ensuring that mmontégroups
(such as racial and ethnic minorities, women, LGBTQ+
individuals, people with disabilities, etc.) have equal
opportunities in recruitment and career advancement. Law
firms and corporate legal departments are increasingly
making DEI part of their strategic goals to foster inclUsive
work environments and combat systemic biases.

Practically, this looks like a law firm going to all NC law
schools to recruit and not selectinglaw schools based on
bias associated with the school or’students.

Bias and Representation: Legal practice benefits from a
broad representation of perspectives, espeoall}y in areas
such as criminal defense, immigration law, and family law,
where personal experiences and understanding of cultural
or societal norms can be vital.




Client Relationships and Cultural Competency

Cultural Sensitivity: A lawyer's ability to understand
and respect a client's background, culture, and
unique needs is increasingly important in providing
effective legal representation. Clients from
marginalized communities may have different
expectations, experiences with the legal system, or
needs that require a deeper cultural competency.

Access to Justice: DEl initiatives can help improve

access to legal services for historically underserved
communities. Lawyers and legal organizations that
prioritize DEl are more likely to provide services to
people who face systemic barriers, helping ensure
that legal representation is available to all.




Equitable Legal
Outcomes

Bias in Legal Systems: DEIl work in law addresses biases
that may be present in legal institutions, including the
judiciary, law enforcement, and legal decision-making. For
example, racial and ethnic disparities in sentencing, bail
practices, and policing are areas where DEI efforts can
push for reform and fairer outcomes.

Policy and Advocacy: Legal professionals often lead
advocacy efforts around policies aimed at improving equity
in education, healthcare, housing, and employment.
Attorneys who work in civil rights law, for instance, are at
the forefront of challenging policies that disproportionately
harm marginalized communities.




) Workplace Inclusion

Inclusive Legal Culture: Law firms and
legal departments are increasingly
focusing on creating inclusive
environments where diverse
perspectives are valued. This includes
addressing issues such as
microaggressions, unequal pay,
discrimination, and promoting mental
health and work-life balance, which
are critical for retention.

Leadership and Advancement: DEI
principles also guide leadership
pipelines, ensuring that diverse
attorneys have equal opportunities to
rise into leadership roles within firms,
practice groups, or corporate legal
teams.



Ethical Responsibilities and Professional
Conduct

Ethical Codes and DEI: Professional conduct rules, such as those laid out by the ABA (American Bar
Association), reflect growing emphasis on fairness and equity. Many state bars and legal organizations
have incorporated DEl-related standards or guidelines into their professional codes of ethics, which
require lawyers to work against discrimination and bias in the practice of law.

Anti-Discrimination Laws: The legal profession itself is subject to civil rights and anti-discrimination
laws. Legal practitioners must ensure that their practices align with DEI principles, particularly in cases
involving discrimination or civil rights violations.



Training and
Development

DEIl Training for Legal Professionals: Many legal

unconscious biases, structural inequalities, and .
. . o
cultural competence, all of which improve how 4

V4
organizations offer training sessions on diversity,
equity, and inclusion to their attorneys and staff.
These sessions help increase awareness of
|

legal services are delivered.

Bar Associations and CLE: Continuing legal e

education (CLE) programs sometimes include
DEl topics to keep legal professionals informed
of new practices and laws related to diversity and

equity.

-




Litigation and

Advocacy

Representation in Court: Attorneys
working on cases involving
discrimination, harassment, or civil
rights violations must understand
how to navigate issues of DEl in
their arguments, strategies, and
evidence presentation.

Amicus Briefs & Legal Reform:
Lawyers and legal organizations
often file amicus briefs or engage
in policy reform efforts to advocate
for DEIl principles, such as
challenging discriminatory laws or
practices that disproportionately
harm marginalized groups.



DEl in legal practice

DEl in legal practice promotes
fairness, combats bias, and
ensures that legal professionals
are equipped to provide
equitable, culturally competent,
and inclusive representation.

It's also about internal changes
in how law firms operate, but
also about the broader impact
they can have in the community
through advocacy and
representation.
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Let’s talk about bias

Implicit and explicit bias

B
2
- 2




Implicit Bias

Implicit bias refers to attitudes or stereotypes that affect our
understanding, actions, and decisions in an unconscious manner. We
don't realize we have these biases, yet they can influence our behavior
and judgments.

How It Works: Implicit bias is automatic and operates below the level of
conscious awareness. It's shaped by our life experiences, social and
cultural environments, and media portrayals.

For example, someone might unconsciously associate certain racial
groups with specific traits (e.g., associating Black people with higher
rates of criminality), even if they consciously reject those beliefs.

Impact: Implicit bias can affect how people treat others, whether in
hiring decisions, medical diagnoses, legal judgments, or even day-to-
day interactions. It's often subtle and not aligned with an individual's
stated beliefs or values. This means someone might hold implicit biases
that contradict their explicit beliefs about fairness and equality.

Example: A hiring manager might unconsciously favor candidates who
share their cultural background or gender, even if they don't explicitly
intend to discriminate.




Explicit Bias

Explicit bias refers to the attitudes or beliefs that we are
consciously aware of and can openly express. These
biases are intentional, and we are fully aware of them.

How It Works: Unlike implicit bias, explicit bias is
deliberate. People are aware of these biases and may
choose to act on them, either because they hold
prejudiced views or because they believe in stereotypes.

Impact: Explicit biases are often easier to recognize and
challenge because the person is aware of them. They may
lead to discriminatory behaviors that are overt, such as
refusing to hire someone based on their race, gender, or
sexual orientation.

Example: A person explicitly states they don't want to
work with people of a certain race or gender because of a
belief that one group is superior to another.




Cultural competence

Cultural competence for attorneys refers to the ability to understand,
respect, and effectively interact with clients from diverse cultural
backgrounds. It involves recognizing the influence of culture, ethnicity,
religion, language, and other aspects of identity on individuals’
experiences, values, and behavior, and adjusting one’s legal practice to
provide fair and sensitive representation to all clients.

For attorneys, cultural competence is not just about understanding
cultural differences, but also about applying this knowledge in ways that
positively impact their interactions, decision-making, and advocacy. It
requires a continuous commitment to learning, self-reflection, and
openness to new perspectives.



Key Elements of Cultural Competence for
Attorneys:

Awareness of One’s Own Cultural Identity: Attorneys should reflect on
their own cultural backgrounds, biases, and assumptions, understanding
how these factors influence their perception of clients and cases.

Understanding Clients’ Cultural Contexts: Attorneys need to be aware of
how a client’s cultural background can shape their needs, communication
styles, values, and legal issues. For example, understanding how cultural
norms affect a client’s response to authority or their willingness to share
personal information.

Effective Communication: Cultural competence involves adjusting
communication styles to ensure clear, respectful, and empathetic
exchanges. This could involve using interpreters or cultural mediators,
avoiding jargon, and ensuring that clients feel heard and understood.



Key Elements of Cultural Competence for
Attorneys:

Advocacy for Fair Representation: Attorneys must be able to advocate for
their clients while considering the cultural contexts that may impact their
legal cases. This might include understanding how cultural beliefs affect a
client’s decisions, needs, or approach to a legal issue, and working within
that framework to achieve the best outcomes.

Sensitivity to Cultural Differences: A culturally competent attorney should
be aware of issues like race, ethnicity, religion, gender, socioeconomic
status, and other factors that can affect how a client experiences the legal
system. Being sensitive to these differences ensures that clients feel
respected and understood, which can improve trust and the attorney-
client relationship.

Commitment to Ongoing Learning: Cultural competence is a lifelong
learning process. Attorneys should continuously educate themselves
about i#)erent cultures, legal issues affecting marginalized communities,
and best practices for working with diverse clients.



Inclusive
Communication

What are you saying?




What is inclusive communication?

nclusive communication in the workplace
reters to the practice of using language,
behaviors, and communication methods that
respect and acknowledge the diversity of
individuals, fostering an environment where all
employees feel valued, heard, and understood.
t's about ensuring that everyone, regardless of
their background, identity, or abilities, has
equal access to information and the
opportunity to participate in workplace
conversations and decision-making.




Key Principles of

Inclusive Language

Respectful Language:

e Avoiding Stereotypes and Bias: Use language®hat does not make \
assumptions about people based on their race, gender, age, disability, or
other identities. For example, instead of assuming that someone with a
disability needs assistance, ask if they do.

* Gender-Neutral Language: Be mindful of gender-specific terms. Use
neutral language like "they" instead of assuming someone's gender, or use
titles like "chairperson" instead of "chairman.”

e Culturally Sensitive Language: Ensure the language respects cultural
differences and avoids terms that could be considered offensive or
marginalizing.

Active Listening:

* Practice active listening, where you give your full attention to the speaker,
make eye contact, and reflect on their message before responding. This
shows respect for different viewpoints and ensures all voices are heard.

* Encourage diverse input: Actively seek out and listen to input from
employees with different backgrounds, experiences, and perspectives. This
fosters a sense of inclusion and ensures that diverse ideas contribute to
decision-making.

Non-Verbal Communication:

® Be aware of your body language, tone of voice, and facial expressions.
These can communicate respect, openness, or judgment, so ensure your
non-verbal cues align with inclusive intentions.

® Be mindful of differences in non-verbal communication across cultures. For
instance, while eye contact is often seen as a sign of respect in many
Western cultures, it might be perceived differently in other cultures.




Accessibility:

e Provide information in multiple formats: Englife that all employee
can access important communications, whether through accessible
websites, translated materials, or offering spoken or sign language
Interpretation services.

e Accommodate different needs: Be open to providing adjustments
that help employees participate fully in meetings or activities, such as
providing captioning for videos or allowing employees to work in
ways that suit their needs.

Inclusive Meetings:

* Create a safe space for all employees to share their ideas. This might
mean actively inviting quieter voices to contribute or ensuring that
discussions don't dominate by a single group or individual.

I nc I USive LC' n g U q g e e Clear and Simple Language: Use language that is easy to understand

for everyone, avoiding jargon or overly complex terms that may
exclude some employees from fully participating.

Key Principles of

Acknowledging and Valuing Diversity:

* Recognize the different perspectives that employees bring to the
table. Celebrate diversity by openly acknowledging different cultural

holidays, traditions, and ways of thinking, and incorporate them into
workplace practices.

e Create a culture of inclusion where all employees feel that their
unique contributions are respected and valued. Encourage
employees to share their experiences and backgrounds in a way that
helps others understand their perspectives.




Key Principles of Inclusive Language

Building Awareness and Educating Others:

Offer training sessions on inclusive communication and cultural competency
for all staff members. This helps employees understand the importance of
inclusive language and behavior in the workplace and gives them the tools to
practice it.

Promote self-awareness about the biases we all carry, and encourage
employees to examine how their communication might unintentionally
exclude or hurt others.

Feedback Mechanisms:

Create avenues for employees to share feedback about how communication
can be improved in the workplace. This might be through surveys, one-on-
one discussions, or anonymous suggestion boxes.

Use feedback to continuously improve and adapt communication strategies
to make them more inclusive and effective.



Why is inclusive language important?

Fosters a Positive Work Environment: When employees feel heard and
respected, they are more likely to be engaged, productive, and satisfied
with their work.

Enhances Collaboration: Inclusive communication encourages the free
exchange of ideas, which leads to more innovative and effective solutions.

Reduces Conflict: When communication is inclusive, misunderstandings
and conflicts based on exclusion or bias are less likely to arise.

Improves Retention: Employees are more likely to stay with an
organization that values diversity and inclusion, as they feel like they
belong and their contributions are appreciated.

Increases Representation: Inclusive communication ensures that
employees from underrepresented groups have the chance to contribute,
leading to more diverse voices in decision-making and leadership.



Equity in Hiring and

Promotion




Equity in hiring and promotion

Equity in hiring and promotion in a law
firm is about ensuring fair treatment,
access, and opportunities for all
employees, regardless of their
background, identity, or other factors
that could result in systemic
disadvantage (e.g., race, gender, sexual
orientation, disability, etc.). It's the
practice of providing equal opportunities
for all employees to advance based on
their abilities, qualifications, and
performance, without being hindered by
biases or discriminatory practices.

‘ This Photo by Unknown Author is licensed under CC BY



https://sparcopen.github.io/opencon-dei-report/intro.html
https://creativecommons.org/licenses/by/3.0/

Key Components of Equity in Hiring and
Promotion

1. Fair recruitment and hiring practices
Diverse hiring panels
Outreach to diverse talent pools

2. Promotion and career advancement
Clear, transparent criteria
Access to high-visibility projects

3. Reducing bias in the workplace
Implicit bias training

Accountability structures



Key Components of Equity in Hiring and
Promotion

4. Creating an inclusive firm culture
Inclusive leadership
Employee resource groups
5. Pay equity and transparency
Equal pay for equal work
Equitable benefits and support
6. Feedback mechanisms and continuous improvement
Employee feedback

Continuous monitoring



Final tips & takeaways

Be the change you want to see
within the profession.

Be mindful of your own biases.
Be culturally competent.

Be inclusive in your
communication.

Keep learning, keep growing,
and keep others accountable
to do the same.
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Chazle’ Woodley

cwoodley@grsm.com

Connect with me on LinkedIn!
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