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Step 3: Integrating Inclusiveness within Your Organization . 

Removing Structural Barriers 

o Pair members of the senior management team with diverse lawyers to allow 
information to flow between these two groups. ill 

o Consider putting the mentees in charge of the program so that it will be 
guaranteed to meet their needs. 412 

With any mentor or sponsor program, legal organizations also need to come to terms with 
how conscious and unconscious bias limits sponsorship opportunities. Research by the Center for 
Talent Innovation (CTI) shows that sponsorship is the #1 leveler for women stuck just below the 
top layer of leadership or management. However, men are afraid to sponsor women. CTI reports 
fear of being even suspected of an illicit relationship causes 64% of senior men to pull back from 
one-on-one contact with junior women. Half of junior women are hesitant to have one-on-one 
contact with senior men for the same reason.ill Legal organizations can break through this 
obstacle by offering training on the issue and encouraging mentorship or sponsorship in pairs or 
groups, as opposed to one-on-one. 

9. Affinity and Employee Resource Groups 

Affinity and employee resource groups play an important role in any organization seeking to 
become more inclusive. Traditional affinity groups serve many important roles: as support groups 
for people from various social identity groups, an advocacy group, a networking vehicle and 
resource, and a mechanism for informal mentoring and coaching. They are focused mostly on the 
members of the group, however, and have little connection to others in the organization or to the 
mission of the organization itself. Evolving affinity groups into employee resource groups (ERGs) 
that are open to other groups of people has the added benefit of focusing on the organization and 
its goals. ERGs take the work of a traditional affinity group to the next level by identifying top 
business goals for the organization and ways the group can help meet those goals. 

Corporations have long supported both affinity and employee resource groups and they are 
now much more common in larger law firms. Nearly all of the law firms profiled in the Vau/t/MCCA 
Guide to Law Firm Diversity Programslli have affinity groups or plans to establish them. The 
groups typically focus on race/ethnicity, religion, sexual orientation, gender (female), and parental 
status. As time goes on, legal organizations may see affinity groups form around different issues, 
including generational differences, green initiatives, and disability issues. ill 

Affinity/employee resource groups can be a tremendous resource to the organization by 
providing information that helps inform business strategy. Corporations often consult their affinity 
and employee resource groups regarding how to tap into new markets, recruit new employees, and 
market to different client groups. Affinity groups in legal organizations should seek to play a similar 
role, tapping into and leveraging the business goals of their organization in order to establish a 
unique, but potentially powerful role. 

Recommended best practices for affinity or employee resource groups:lli 

1. Establish a policy regarding the formation and operation of affinity groups, including 
identifying which groups will and will not be supported. There is no reason to be overly 
restrictive if the group has a purpose related to the organization's business goals or 
strategy. Some organizations even have affinity groups for white men who want to 
explore their role in diversity efforts or as fathers. 

2. Provide some sort of central coordination or support for all of the groups. 
3. All affinity groups should have the same structure, resources, and opportunities. 
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