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A MESSAgE FROM THE ExECuTiVE DirECTOr

Douglas s. Brown is the executive director of 
the connecticut Bar Association. Prior to his 
time at the cBA, Attorney Brown practiced law 
with tyler cooper & Alcorn; served as in-house 
counsel and then as a business executive with 
a global logistics company; and most recently 
served as a consultant and executive coach. 
He continues to teach strategy, leadership, and 
innovation at the Malcolm Baldrige school of 
Business at Post university.

verse candidates as well as rethink our 
conceptions about the “ideal” candidate.   

One speaker related a study where the 
exact same resume was given to a hiring 
committee with the only difference being 
one had a name perceived as a minority 
name.  The one with the minority name 
was consistently ranked lower. As law-
yers, we can do better.

2. Create a culture of accountability 
with specific goals.  In business we talk 
about creating goals that are SMART:  Spe-
cific, Measurable, Achievable, Relevant, 
and Time-specific.   When you create these 
goals you can measure your results and 
when you measure you make progress.   
Start with small goals to build momentum. 

3. Be mindful of micro-inequities.  
These are little things that have a growing 
impact over time.  Consider the images as-
sociated with your firm, the language you 
use; whether you are talking over women 
and minorities (or others who may not 
have your preferred communication style) 
as a matter of habit, how you apply your 
policies, your leadership style, and the 
type of relationship you have with indi-
viduals on your team.  

4. Intentionally promote those who are 
different than you.   We are naturally in-
clined to favor those who communicate 
like us or fit our vision of ourselves.  It is 
important to draw ourselves out of that 
comfort zone and think more broadly as 
we consider leadership.   The leaders of 
Connecticut’s legal community need to 
lead by example.  This is not a numbers 
game.  It is about genuine engagement.

 These are long-term opportunities to cre-
ate a stronger profession.  If you would 
like to get involved in how we can ad-
dress these issues in Connecticut through 
the CBA, please get in touch with me at 
dbrown@ctbar.org,  Every voice makes a 
difference. CL
Onward!
-Doug

Every summer the leaders of hundreds of 
bar associations across the country gather 
at meetings for bar executives and bar 
presidents to collaborate, share best prac-
tices, and identify areas for improvement 
through the National Association of Bar 
Executives (NABE) and National Council 
of Bar Presidents (NCBP).

We discussed a wide range of topics, in-
cluding how to foster and support legal 
entrepreneurship, the growing issue of 
law school debt in the profession, prepar-
ing young lawyers for practice, the chang-
ing nature of our practice because of tech-
nology and social shifts, and improving 
access to justice.

I will share more about these topics in fu-
ture columns.  In this issue I want to focus 
on our discussions about inclusiveness, 
why it matters, and some of the things we 
can do about it.

Our profession continues to be one of the 
least diverse in the United States. Under-
standing what is happening (or not hap-
pening) and why was a significant focus 
of our discussions in Chicago. Some of the 
most eye-opening statistics include:
• Minority groups represented only 

14.4% of lawyers in 2013, up slightly 
from 11.6% in 2009, but well below 

other industries.
• African American participation in the 

profession has declined about 1 % since 
2001 (to 4.2%), while Hispanic and 
Asian American participation has in-
creased by about a percent to 5.1%.

• The number of female attorneys is up 
about 2% since 2010, but remains at 
only 33.1% total.

• Nationally, minorities and women are 
significantly under-represented in the 
partnership ranks with only 21% being 
female and 7.3% representing minori-
ties.   There are opportunities for im-
provement because the associate ranks 
have better numbers:  44.9% female 
and 21.6% minority.

• Lawyers with disabilities represent less 
than 0.5% of law firm attorneys. 

• Meanwhile, minority enrollment in law 
schools was up almost 7% between 
2001 and 2013.

Experts in the field believe that implicit 
or unconscious bias is one of the hurdles 
we must overcome to ultimately solve 
this problem.  Unconscious bias refers to 
attitudes or stereotypes that affect our 
understanding, actions, and decisions in 
a way we do not recognize. These associa-
tions do not necessarily line up with our 
declared beliefs and may be contrary to 
what we actually want to accomplish.  Un-
conscious bias isn’t just held by the “ma-
jority” about “minorities.”  We all have it.  
And we all must work to identify and over-
come these biases if we are to accomplish 
our collective mission as a profession.   
The good news is that implicit bias can be 
changed and overcome with intentional 
action and mindfulness.

Strategies to overcome implicit bias dis-
cussed at our conferences include:

1. Be intentional about our hiring pro-
cesses, board outreach, and goals.   We 
can do this by casting a wide net into 
places that may be unfamiliar to us, such 
as considering different backgrounds and 
experiences. We can also be explicit when 
using search firms regarding a pool of di-
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