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INTRODUCTION
From the Chair

I am pleased to present this report on behalf of the State Bar Diversity Task Force. Established in
2012, the Task Force’s mandate was to determine the State Bar’s role in promoting and furtheting

diversity and inclusion in the Wisconsin legal profession.

I would like to recognize and thank the outstanding commitment of the State Bat Divetsity Task
Force members for the many hours and days of meetings, listening sessions, and drafting of
documents. ‘They did so despite very busy professional and personal obligations. A special thanks to
Sonabai Kanhai, State Bar Program Coordinator, who did an amazing job staffing our task force.
The State Bat Diversity Task Force is submitting our recommendations to Bar Leadership with great
expectations that they will be the foundation for a renewed and focused effort to promote diversity

and inclusion throughout the legal profession in Wisconsin.

We have reviewed efforts by many other state 4 ABA, as they too, endeavored to address the
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issue of diversity and inclusion, but it was the ﬁ}?@

s'icenin%;gessions that provided the task force
8 A

with heartfelt and tangible insight 1n‘;5)kww Qi‘vgratyﬁrkqéigl}asé%n, ot the lack thereof, means to
lawyers, judges, law faculty and law students. We hope that the majority of bar members will readily
conclude and agree that a diverse bar encompassing, among other things, divetsity of race, ethnicity,
national origin, religion, gendet, age, sexual orientation and disability helps to create a culture that
embraces people from the widest range of talent and experiences and promotes undetstanding and
respect for all people and different points of view in the legal ptofession. If this is true, and we

believe it is, then we, not sutprisingly, have much wotk to do.

The good news is the State Bar Leadership has recognized the need to do more to address diversity
and inclusion by appointing our Task Force. We would like to recognize President Patrick J. Fiedler,
President-Elect Robert R. Gagan, Past-President Kevin G. Klein, and State Bar Executive Director
Geotge Brown for their leadership and suppott of our efforts. Although the Task Force has been
working for more than a year to formulate our recommendations, the real work lies ahead. A
primaty emphasis undetlying all our recommendations, which will be detailed in the repott, is

incorporating diversity and inclusion in all aspects of State Bar activities and strategies. Duting our
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work as a Task Force, we noted opportunities to support diversity and inclusion that were missed,
not because of any intentional decision, but simply something not considered. The culture needs to
be changed, that is, we as a Bar should always at least ask the question, how can this action ot

process support diversity and inclusion or how might it exacerbate the lack of divetsity?

There was and is skepticism about what the Bar can or is willing to do about diversity and inclusion.

I am convinced that there is a clear understanding of the compelling impottance of ptomoting
diversity and inclusion as a fundamental obligation of the Bar. The Bar has the ability to seize the
opportunity to comprehensively support diversity and inclusion by adopting the following

tecommendations. I believe we, as a Bat, are up to the challenge.

I extend our heartfelt thanks and appreciation to the local bar leaders, Marquette Law School Dean,
Joseph Kearney, University of Wisconsin - Madison Law School Dean, Matgaret Raymond and to
everyone who contributed to our work and recommendations, especially to all of the groups who

participated in out listening sessions.

LhE7
It has been my distinct honor and privigg?.tggs%rvgg asgzgh&c%ir of the State Bar Diversity Task
Force. CEWISCONSIN

Carl Ashley
Circuit Court Judge

Chair of the State Bar of Wisconsin Diversity Task Force
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EXECUTIVE SUMMARY

The State Bar of Wisconsin, consistent with state bar associations around the country and the
American Bar Association, was concerned about the issue of diversity and inclusion within the legal
profession. The Wisconsin Bar Leadership committed to a formal effort to reevaluate how the Bar
could better promote diversity and inclusion. In December 2012, President-Elect Patrick J. Fiedlet

directed the creation of the Diversity Task Force with the following chatge:

4 N

“The charge of the Diversity Task Force is to determine the role of the State Bar in

Diversity Task Force Charge

promoting and furthering diversity within the law schools, the profession and the State Bar
by identifying an approach to diversity that will serve the Wisconsin legal profession. This

includes creating the State Bar’s definitio sdiversity”, a future committee structure,

otganization-wide diversity initiatives as we ture of the Diversity Cletkship Program

and divetsity based CLE programs. In addltlo the Task Force will develop an action plan

&
for the implementation of 1dentlﬁec’l ?gg é:é g%gfé fz f%%tshlp opportunities for diverse

lawyers with Wisconsin and the legal profession and articulate how diversity should inform,

shape and influence the work of the State Bar across the otganization.”

The Diversity Task Force included 13 members and a State Bar staff member who have a record of

demonstrated knowledge and commitment towatrd diversity and inclusion. We reviewed efforts from
other State Bars and the Ametican Bar Association. The Task Force engaged in 15 listening sessions
with a variety of groups who represent stakeholders in the Wisconsin legal profession. We examined
the State Bat’s past history in addressing diversity and inclusion and assessed the viability of existing
programming. We invite you to read the complete account of the Task Fotce’s methodology and
histoty of the State Bar in addressing diversity and inclusion found on page 15 and 17 respectively of

this report.
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The Task Force recommends and supports a comprehensive plan for the State Bar to actualize
systemic changes to increase and suppott diversity and inclusion. This starts with a definition of
diversity and the structure to implement our other recommendations, with State Bar leadership
taking an active role in monitoring and supporting the etfort. We are also recommending that
“diversity and inclusion” be incorporated into the mission and vision statement of the State Bar. In
order to signal a real change in the culture of out legal community, the Bar needs to make a clear and
significant commitment, and there is no greater indication for this than to embed in our mission and

vision statement the suppott for diversity and inclusion.

The full list of recommendations begins on page 21 of this report. You will find that they are fairly
detailed because we felt it was important to give those involved in the implementation process the
advantage of what we learned from our wotk. The executive summary highlights some of the major

recommendations and provides an overview of our overall recommendations.

e,

Summary of recommendatiGti§iof the Diversity Task Force

1. The Task Fotce tecommends that t ‘adopt the following definition of diversity:

The term “diversity” has a %ﬂ?ﬂ/ﬁ};‘;ﬂ%ﬂ }Mdt\eﬁm as the demographics in the state
change. It is an inclusife c’gﬂ%ﬁg hapdfeo a??%s,%rjm% other things, race, ethnicity,

national origin, religion, gender, gender identity, age, sexnal orientation and disability.
Inclusion helps to create a culture that embraces people from the widest range of talent and
experience and promotes understanding and respect for all people and different points of
view in the legal profession.

Duting out review of definitions from othet jutisdictions, we found two approaches: a broad
and flexible definition or a more limited definition that covered a distinct list of groups ot
categoties. Those who sought to limit the definition, in fairness to their rationale, did so
because they were concerned that efforts/resources to address diversity and inclusion might
be diluted to the point that those most in need would not receive the proper attention.
Although we likewise heatd the same concetns in our listening sessions, we concluded the
better option was to choose the broader definition. It would have been difficult, if not
impossible, for us to exclude any group from our definition since the concept is necessatily
inclusive and evet-changing. However, we further recommend that the Bar “[t]ailor specific

programs to the diverse, under-represented populations who need those patticular
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resources” in order to target efforts because not all groups identified in the definitions have

the same issues or needs.

The Task Force recommends that the Bar appoint a new Diversity and Inclusion
Oversight Committee:

Appoint a Diversity and Inclusion Oversight Committee as a Standing Commitiee to
sutveed the Diversity Task Force. The Diversity and Inclusion Oversight Commitice wonld
serve as the State Bar's diversity “think tank” to carry ont diversity and inclusion
compmitneent and goals. The committee would report directly to the State Bar Board of
Governors Executive Committee. The Excecntive Commitice wonld maintain diversity and
inclusion as a continwous item on its agenda.

The oversight committee is central to the success of the Bat’s commitment to diversity and
inclusion. The new oversight committee will not be the sole entity charged with actually
effectuating or incorporating diversity efforts into the Bat’s work, but rather it will assist,
coordinate and facilitate these efforts within all of the entities of the Bat. The committee will

be responsible for institutionalizing and jmplementing the Bar’s ultimate action plan with

regard to diversity and inclusion. Elev4 anding committee status will ensure
continuity of the Bat’s mission. Providing-th€ 4bility of the committee to repott ditectly to
the Executive Cotnmittee is inté%égd‘:}c;ﬂed og% %ggbstacles that might hinder access and
oF WISCORNSIN
communication between the committee and Bat leadership. Maintaining diversity and
inclusion as a continuous item on the Executive Committee’s agenda will allow the Bar
leadership to perform ongoing assessment of the committee’s wotk and to provide
contemporaneous feedback about diversity and inclusion activities, while also giving notice
to staff and the Bar membetship about the crucial importance of these efforts. A more
complete list of the suggested responsibilities of the committee is located on page 21 of this

report.

The Task Force recommends retention of the Diversity Outteach Committee, but
renamed, the Law Student Qutreach Subcommittee as a subcommittee of the
Diversity and Inclusion Oversight Committee:

Charge Law Student Outreach Subcommitiee with responsibility for playing leadership role
in forming and marketing collaboration among law schools, the State Bar, and employers
to enconrage and support diversity and inclusion,
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The Law Student Outreach Committee will revitalize the Diversity Clerkship Program and
consider new initiatives such as mentoring programs, pipeline programs, and shadowing
programs. The committee will continue its great collaboration with both Marquette and
University of Wisconsin Law Schools. The Task Force discussed a number of potential
programs that were suggested at our listening sessions, discovered through our outreach
efforts or from Task Force members. The committee will need to sort through what is
feasible subject to the guidance of the Diversity and Inclusion Oversight Committee and Bar

leadership.

The Task Force recommends that the Bar establish, update and publish reliable
data:

The State Bar should establish, update and publish reliable census data regarding the
drversity of State Bar members.

We found no legitimate effort on the part of any State Bar to address diversity and inclusion

ould establish a baseline of information with

without some objective evaluation. Th _A
% ve evaluation of what programs/initiatives are
®

needed, who the target groups %’goiﬂgib?’ ggld iaﬁrrégtb‘gd to determine and track whether
progress has been made ovegytimighf W éirailigs thhely fvillibe challenging to objectively

evaluate these efforts, but we strongly feel that it necessary to do so.

pertinent data points that will enable aiippje

The Task Force recommends that the State Bar model diversity and inclusion:

The Bar should model diversity and inclusion within the State Bar leadership, Excecutive

Committes, Board of Governors, Committce leaders, Division boards, Section leaders,

State Bar management and staff.
The Bar should set the tone from top to bottom that it values diversity and inclusion. The
Bar must lead not only by promoting the need for increased diversity and inclusion within
the legal profession, but also by setving as a model of diversity and inclusion as it pettains to

its own otganizational structure and staff.
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6. The Task Force recommends that the State Bat take a leadership role in promoting
and furthering diversity and inclusion in all facets of the Wisconsin legal profession:

The State Bar shonld support and promote increased diversity and inclusion in the Wisconsin legal

profession as it impacts lawyers, firms, employers, students, faculty, and the judiciary.
As a mandatory bar representing lawyers who practice in Wisconsin, the State Bar of
Wisconsin is in a unique position to advance the cause of diversity and inclusion in the
Wisconsin legal profession. Diversity and inclusion is already part of the Bat’s strategic plan.
The Diversity Task Force strongly suppotts adoption of these recommendations so that the
State Bar of Wisconsin can set a course demonstrating the commitment to cteate a culture
that truly embraces people from the widest range of talent and expetience and promotes
understanding and respect for all people and different points of view in the legal profession

in Wisconsin.

SRR
STATE BAR
arWISOCONSIN
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DIVERSITY TASK FORCE REPORT

State Bar of Wisconsin’s History with Diversity and Inclusion

‘The issue of divetsity and inclusion, or the lack thereof, in Wisconsin’s legal profession did not
receive much attention by the State Bar of Wisconsin until the mid-90’s. Tn 1993 the Minority
Placement Committee was formed to create summer clerkship opportunities for minoxity law
students. In 1994, through the effotts of the Greater Madison Aftican Ametican Lawyets, Wisconsin
Association of Minority Attorneys and then incoming State Bar President Pamela Barket, the State
Bar established the Diversity Outreach Committee and made the previously existing Minotity
Placement Committee a subcommittee of the Diversity Outreach Committee. The Diversity
Outreach Committee as it currently operates, was formed in 2007 when three already established
State Bar Committees, the Gender Equity Committee (formed in the late 90’s and referred to as the

Special Committee on the Patticipation of Women in the Bar until mid-2002), Minority Cletkship

Committee (formerly the Minority Placement tee) and Diversity Outreach Committee, were

ee. This new committee focused on the wider
"R

diversity needs of the State Bar, its mer%)elr—slgéngt'%b:elﬁ (;Ae%s and the state in general. The
Diversity Outreach Committee conéeitrbfddlitsviorkifhted aidas:

1) Diversity Cletkship Program — a program designed to match 1L’s from Wisconsin’s two
law schools with paid clerkships from patticipating employers. The purpose of the program
is to facilitate a rich learning experience for patticipating students and employers. The
progtam has provided first-hand experience in private law firms, corporate legal
departments, and governmental agencies. Thete is also an interviewing/networking skills
program that the planning subcommittee and staff arrange at both law schools as part of this
progtam for practicing attorneys to educate students on how to interview and network in a

legal environment.

The cletkship selection process begins in the fall by sccuring employers to patticipate in the
upcoming summer program. The student application process includes two selection rounds.

At the end of the selection process, each participating employer has interviewed all student
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finalists and both students and employets submit their matching preferences and a selection
is then made. Clerks wotk through the summer and there is a networking event for clerks,

employers and committee members at the end of the summer.

2) Diversity Counsel Program — creation and cootdination of a State Bar CLE program
devoted to legal diversity issues/considerations. The program raises awareness of the
conttibutions of diverse attorneys as well as engages and educates attotneys about diversity
issues. The program takes place in the fall and provides opportunities for attorneys to
receive quality, low cost CLE diversity programming. This is a self-suppotting program,
bringing in sponsors to cover the cost of the program, with excess sponsorship/registration
funds received going to the Diversity Designated Fund administered by the Wisconsin Law

Foundation to be used in future Counsel Program events and diversity education.

3) Diversity Statement — a subcommittee of the Divetsity Outreach Committee worked on a

diversity statement and guidelines for i June 2012 the State Bar Board of Governors

adopted the statement in the form of dggddIlifion declaring its commitment to diversity in

SR 6y

the legal profession. Also accong;)aflg%tlé_g dﬁeﬁi%statement to the Board of Governors
was the committee’s requestethatiglye Boagd ¢§GvEradel appoint a Diversity Task Force to
conduct ongoing studies on diversity. The Committee suggested these areas of focus: why a
latge percentage of minority law graduates in Wisconsin leave the state after graduation,
what percentage of those remaining get jobs and work in the legal profession, how many
remain employed in the legal profession in Wisconsin after 5 years, how to foster
communication on diversity programming and efforts between different State Bar entities
and spectalty bars in Wisconsin’s legal community, and study whether a mandatory diversity

CLE ctedit is appropriate for Wisconsin.

In Decembet 2012 then President-Elect Patrick J. Fiedler called for the creation of the Diversity

Task Fotce with the following charge:
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“The charge of the Diversity Task Force is to determine the role of the State Bar in

Diversity Task Force Charge .\

promoting and furthering diversity within the law schools, the profession and the State
Bat by identifying an approach to diversity that will setve the Wisconsin legal profession.

This includes creating the State Bat’s definition of “diversity”, a future committee

structure, otganization-wide diversity initiatives as well as the future of the Divetsity
Clerkship Program and diversity based CLE programs. In addition, the Task Force will
develop an action plan for the implementation of identified changes to cteate leadership
opportunities for diverse lawyers with Wisconsin and the legal profession and articulate

how diversity should inform, shape and influence the wotk of the State Bar across the

organization.”

Methodology of the Diversity Task

dl

In spring of 2013 the members of the %K?I%WWT%‘%& %lj&e ﬁere appointed and began their wotk
with a focus on the Charge. The Tagk Foge ponductedialtoia) 9fiseven (7) in-petson meetings. In
addition, several subcommittees were created and there were numetous meetings held via
teleconference. We felt strongly that it was important to gather the petspectives of a wide variety of
groups within the Wisconsin legal community regarding diversity and inclusion. As such, the Task
Force engaged in 15 listening sessions with the following groups: Wisconsin Hispanic Lawyers
Association (WHLA), Legal Association for Women (LAW), Wisconsin Association of African
American Lawyers (WAAL), Indian Law Section, Marquette University Law School Faculty and
Students, Wisconsin Chapter of the Association for Cotrporate Counsel (WISACCA), State Bar
Section Leaders Council, UW Law School Faculty and Students, Association for Women Lawyers
(AWL), State Bar Government Lawyets Division, State Batr Young Lawyers Division, State Bar
Executive Committee, Wisconsin Asian Bar Association (WABA), and representatives from the
disabled lawyers community and the LGBTQ lawyets community. The listening sessions proved to
be invaluable and insightful.
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Some of the following common themes were exptessed thtoughout the listening sessions:

1. Diversity should be broadly defined;

2. Leadership on diversity and inclusion should otiginate from the top of the State Bar;

3. In terms of programming, greater mentorship and intetnship oppottunities, and raising
awareness and education on diversity and inclusion were cited as examples that the State Bar
should strive to improve upon;

4. Improved diversity in the judiciary is needed; and

5. The State Bar should work to facilitate better communication and netwotking among the

vatious stakeholders.

In addition, the Task Force examined the reports and recommendations issued by other states,
including neighboring states. We also reviewed the efforts of the American Bar Association in this

regard. Many state bars have adopted a policy apd-action plan regarding divetsity and inclusion. The

recommendations contained within this repor t, in our opinion, the best course of action

going forward for the State Bat of Wisconsin given-it

P
assessment of existing programmin ,aﬂ%@gﬂ%{ %%R? %\r while also taking into account
8 progrmmig WS CHNE TR 8 ue

issues that are unique to the legal landscape in Wisconsin.

s%urrent ofganizational sttuctute, our

Duting the course of the year, the Task Force was proactively involved in efforts that we felt would
help lay the groundwork for implementation of the repott and recommendatioﬁs. First, the Task
Force sought and obtained approval from the State Bar leadership and the Boatd of Govetnors for
an amendment to the Bar’s strategic plan to include diversity and inclusion as one of its goals that
would codify the Board of Governot’s June 2012 commitment to diversity. Second, the Task Force
requested and obtained approval that a section in the bar annual dues statement be inserted to solicit
voluntary reporting of demographic information as a first step of establishing a baseline fot diversity
levels in the Wisconsin bar. Third, the Task Force partneted with the State Bar Communications
Committee in the Nominate a Legal Innovator Program. This initiative solicits submissions
regarding innovative practices in a variety of subjects (for example, use of technology, new
marketing strategies) that have been successful in creating value ot an advantage to consumers of

legal services. The Communications Committee was gracious in allowing diversity to be included as
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an additional component. It is our hope that we can identify and recognize best practices in the area
of diversity that can serve as examples of best practices for others. Finally, the Task Force facilitated
the creation of a video to market Wisconsin to diverse candidates that was screened at the National

Black Law Student Association convention in Milwaukee.

In the repott entitled “Diversizy in the Legal Profession: ‘The Nexct Steps™” | the American Bar Association
adequately summarizes why diversity in the legal profession is beneficial to the justice system:
»  Our political system requires broad participation by all its citizens. When attotneys and
judges come from diverse backgrounds, people have greater trust in the government and

judicial system.

*  Global customers, suppiiers, and competitors are composed of workforces from diverse
backgrounds and clients expect their lawyers to be culturally and linguistically proficient.

¢ Individuals with law degrees often possess the skill sets necessaty to become leaderts in their

communities. Access to a legal educationmust thetefore be broadly inclusive.

® The demogtaphics of the legal professig ld represent the demographics of our nation’s

L
STATE BAR
'The Task Force unanimously it eVihde T Es Bl e Wisconsin should take a greater

leadership role in improving diversity and inclusion in Wisconsin’s legal profession. We have

population as a whole.

provided a roadmap for how to achieve this. However, in out view, success depends upon the
commitment by State Bar leadership to make diversity an important ptiotity in action and words.
From now on, diversity and inclusion should be a permanent part of the discussion in everything the

Bar does.

* p. 25 Divetsity in the Legal Profession: The Next Steps, American Bar Association, Aptil 2010
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DIVERSITY AND INCLUSION RECOMMENDATIONS

I Adopt Definition of “Diversity” and Commit to Promoting Diversity
A. Incorporate commitment to diversity and inclusion in the mission and vision
statement of the State Bat’s strategic plan, with goals to include:

1. Increase representation and participation of diverse Wisconsin lawyers in all
aspects of the work of the State Bar, including leadership and staff;

2. Collaborate with Wisconsin law schools to increase and support diversity and
inclusion in legal education;

3. Collaborate with the Wisconsin Supreme Court to increase diversity, and
support and foster a culture of inclusion, in the Wisconsin judiciaty and the
practicing bat; and

4. Promote diversity and inclusion in the legal community and the justice
systeimn.

B. Adopt broad, inclusive definition:

“The term ‘diversity’ has a dynamic, meaning that evolves as the demographics in the
state change. It is an inclusive/gBHedHe that encompasses, among other things, race,
ethnicity, national otigin, religi Qj:_‘v_g,_ er, gender identity, age, sexual orientation and
disability. Inclusion helps to ciéatédeculture that embraces people from the widest
range of talent and e:zgefi%l‘c?* %Ed ii%;%g{nﬁtes understanding and respect for all

people and different’:g%;wf ey ipt lgga]l %Ofession.”

C. Tailor specific programs to the diverse, under-represented populations who need
those particular resources

D. State Bar leadership should seize opportunities to emphasize the importance of ]
diversity in all aspects of the legal profession and share successes

I1. Promote and Further Divetsity and Inclusion within the State Bar

A. Appoint new Diversity and Inclusion Oversight Committee as a Standing
Committee to succeed Diversity Task Force. The Diversity and Inclusion Ovetsight
Committee would serve as the State Bat’s diversity “think tank” to catry out
diversity and inclusion commitment and goals. The committee would teport directly

to the Board of Governors Executive Commitiee. The Executive Committee
would maintain diversity and inclusion as a continuous item on its agenda.
1. Committee duties:
a. Advise, facilitate and monitor the effotts of State Bat staff and other
Bar pattners (Boatrd of Governors, committees, divisions, sections,
etc.) with regard to diversity and inclusion goals and strategies;
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b. Collect information on other state bars’ diversity and inclusion
programs and projects, brainstorm new initiatives, and share with
appropriate Bar partners;

c. Setve as resoutce to assist President/Board of Governors in
identifying, developing and implementing effective diversity and
inclusion initiatives;

d. Recommend metrics to assess the Batr’s progress in advancing
diversity and inclusion; monitor progress and surface concerns to
Board of Governors;

e. Report at least annually to the Board of Governors on the progress
of diversity initiatives;

f. Maintain records on the Bar’s diversity and inclusion initiatives and
results.

2. Committee composition

a. Committee comprised of 9 members, each appointed to a three-yeat:
term with staggered terms so one-third of the committee terms
expire each year,

L Committee members should have interest in suppotting and

advanc1 cdiversity and inclusion efforts;

Wi Governors membets setve;
Jquld reflect diversity and include some

%efi“%ﬁr?“ﬁfh Eﬁ‘fﬁlﬁlm with State Bar policy and
oBWITEEONS I N

iv.  Committee should include lawyers, judges, law school faculty,
and law student representatives.

B. Retain Diversity Outreach Comtnittee and rename it Law Student Outreach
Subcommittee as a subcommittee of Diversity and Inclusion Oversight Committee
(see Section 111 for responsibilities).

C. State Bar should establish, update and publish reliable census data regarding the
diversity of State Bar membets.

1. Obtain baseline demographic information in the year 2014 by requesting
Demographic Data on dues renewal statement for ethnicity, gender, sexual
otientation, and disability and update periodically;

2. Collect diversity information from new State Bar membets as they join;

3. Collect information on retention of diverse new UW and MU law school
graduates;

4. Publish and regularly update diversity information in:

a. State Bar Annual Report
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b. President/Executive Director Repott to Board of Governors at least
annually.
c. Separate Report on the diversity of members of the judiciary
5. Monitot and report on televant comparisons [e.g Wisconsin general
demographics, other state bars, other state judiciaries)

D. Model diversity and inclusion within State Bar leadership including the Executive
Committee, Board of Governors, Committee leaders, Division boards, and Section
leaders

1. Establish in 2014, update, and publish reliable census data regarding the
diversity of State Bar leadership;

2. Develop and implement outreach strategies for all levels of leadership,
including continuation of the Leadership Summit;

3. Formally incorporate diversity and inclusion expectations in appointment
processes and repott results to Board of Governors and membership;

4, Regulatly share best practices for grooming/recruiting diverse leadets;

5. Codify the “Building Bridges Liaison” program into State Bar by-laws and
continue inviting affinity groups to appoint non-voting representatives to the
Boatd of Governors.

E. Model diversity and inclusion Withif“State Bar staffing,

1. ]sieglm.nng En ZO%f;qugaﬁ %ndgguﬂ.lilz reliable census data regarding the
versity of §iate Hor paflenerbys 1 N -
2. Include and evaluate staff diversity as performance objective for Executive
Ditector and departmental managers.

E. Facilitate formation of statewide LGBTQ and disabled lawyers affinity gtoups.

G. Charge State Bar staff with ensuring that the State Bar’s communications and
initiatives include a diversity component.

H. Charge State Bar staff with ensuring that State Bar sponsored CLE programs,
presentations and publications feature diverse presenters and authors.

III.  Promote and Further Diversity and Inclusion in the Law Schools

A. Charge Law Student Outteach Subcommittee with responsibility for playing
leadership role in forming and marketing collaboration among law schools, State Bar,
and employers to encourage and suppott diversity and inclusion, including:

1. Revitalize Diversity Clerkship Program
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a. Monitor and evaluate case law on race-based selection ctiteria for paid
suminer clerkships;

b. FEstablish a minimum grade point requirement for first semester;
Implement aggressive marketing campaign to recruit employets and
qualified applicants;

d. Explote increasing clerkships through alternative funding;

Explore providing CLE credit for lawyers who provide a cettain number
of hours of clerk supervision and mentoring;

f. Increase recognition of participating employers;

g Bxpand social component for patticipating clerks and employers beyond
curtent end-of-summer socials, to include a blog and in-person
gatherings to introduce patticipants, facilitate networking, and share
diversity best practices;

h. Consider asking each employer to offer a two-hour tour for all program
participants so all cletks have opportunity to tour all participating
employers;

i Invite all clerks to attend selected state and local bar activities during the
summer, as well as gatherings of the judiciary.

2. Facilitate better comnug qn/ collaboration to develop/expand programs

such as:

@

L Pipegn?a%o%taﬁtps @xp&)?{lg underrepresented middle school,
high sﬁog@r{ﬁr@}ei&fﬁg}uﬁﬁ?mdents to the pre-admission

process, law professors, review of cases and participation in mock

a. Pre-Law School

trial events);
ii. Pre-law study programs;
iii, LSAT preparation;
iv. School application ptepatation.
b. Law Students
i Pormal mentoring programs for 1L and 2L students, the specifics
of which should be designed with ditect student input;
ii.  Shadowing programs (learning about law practice by obsetving
practitioners in a variety of settings);
iii.  Short internships;
iv.  Rotations through different legal settings;
V. Career counseling (e.g. what classes to take/ trajectory if career
objectives are identified);
vi.  Tutoring;
vii.  Opportunities for/benefits of practicing law in Wisconsin
(including rural initiatives);
viii.  Intetviewing/job hunting skills;
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ix.  Provide networking/social opportunities.
c. New Graduates
i.  Transition to wotk expectations;
ii.  Resources;
iii.  Networking opportunities.

B. Develop tools that could be used to market Wisconsin to diverse candidates and
make available to law schools and employers.

C. Promote State Bar membership for law students at UW and MU, and for other law
students with Wisconsin ties.

D. Recruit employers to sign onto diversity pledge, post on wisbar.org,

E. Engage State Bar members and other community volunteers in recruiting diverse law
school faculty.

F. Provide opportunities to acquaint diverse out-of-state law students with
oppottunities throughout the s

IV.  Promote and Further Diversity it Visconsin Legal Profession as a Whole

D
STATE BAR o
%ngj ipreme: quﬁ t@; Gyt to promoting diversity and

inclusion in Wisconsin’s coutt system;

it

A. Encourage the Wisc

B. Explore ways to remove barriets in the election and appointment of diverse judges,
comtnissioners, and court staff,

C. Consider asking the Wisconsin Supreme Court to add requirement for diversity
credits;

D. Collaborate with Challenges Facing New Lawyers Committee to tesearch other
states’ loan repayment assistance programs and explore viability of Wisconsin
offeting similar program;

E. Solicit and recognize/reward diversity and inclusion best practice ideas from lawyers,
judges, employers, law schools and law students.

1. Collaborate with State Bar Communications Committee “Innovations”
subcommittee; include diversity as Innovations topic, solicit nominations
in April 2014 with selections published in fall 2014;

2. Publish petiodic Wisconsin I awyer articles on diversity;
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3. Sponsot biennial diversity best practices summit and/or include diversity
programs at State Bar conventions;

4. Provide blog or chat room for individuals to share questions and
recommendations/oppottunities on topics such as retention strategies,
family friendly policies, outreach to women lawyers returning to work,
et.)

F. Create diversity web page on public portion of wisbat.otg that includes:

1. Contact information for lawyers with expertise in representing
underserved populations;

2. Contact information for multi-lingual lawyers;

3. Contact information for attotneys willing to mentot/be a resoutce fot
diverse attorneys, law students and pre-law students;

4. Contact information for diverse bar associations in Wisconsin;

5. Blog or chat room to facilitate networking among diverse attorneys.

G. Offer orientation/welcome progtam for diverse lateral attorneys moving to
Wisconsin.

H. Produce training program(s) tanding differences/capitalizing on diversity

as asset, for use by local bar as

I. Encoutage local bar & WA Tté‘aeffeg %aie ar local bar grants to suppott
roa

diversity programs, 1nc w trlps to promote rural practices.

1s and other groups.

J.  Play leadership role in identifying and facilitating networking oppottunities for
diverse lawyers and law students with other diverse professionals (e.g. Black MBA’s).

K. Identify worthy projects that might qualify for Wisconsin Law Foundation funding.
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CONCLUSION

The State Bat of Wisconsin has taken the important first step of committing to furthering and
promoting increased diversity and inclusion in the Wisconsin legal profession by appointing the
Diversity Task Force to study this issue and submit recomtnendations. The wotk petformed by the
Task Force has opened dialogue amongst the various stakeholdets and has spatked optimism that

the State Bar is committed to lead on this important issue.

For your consideration, the Diversity Task Force respectfully submits this report with actionable
recommendations for immediate and long term implementation. It is our hope that the State Bar will
adopt the Task Force’s recommendations and embark on a new course of action that will increase
diversity and inclusion in the Wisconsin legal profession. Success will requite support and
commitment from the State Bar leadership to make diversity and inclusion a ptiotity both in word

and action.

Diversity and inclusion should become an im tdgrifocus of the State Bar. The legal profession is

entiched and better equipped by a comfauhif df divetefaviers who possess a wide range of talents
-y [

and perspectives. Greater diversity QA‘H-%&S%ﬁe@e%é?s ’nfgte public confidence and trust that

our legal system is fair and reflective of the public that it setves.
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