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New York State Bar Association 

 

 

Diversity Plan 
Approved by the New York State Bar 

Association House of Delegates on Jan 31, 2020 
 

Commitment 

The New York State Bar Association continues its commitment to enhancing diversity at every 

level of participation. The Association strives to reflect the diversity of our profession and our 

society within its membership, leadership, program involvement and outreach to the community 

at large. 

 

History 

The Association’s House of Delegates adopted a diversity policy on November 8, 2003, which 

was amended by passage at the House of Delegates on January 31, 2020, to read: 

 

The New York State Bar Association is committed to diversity in its 

membership, officers, staff, House of Delegates, Executive Committee, 

Sections and Committees and their respective leaders. Diversity is an 

inclusive concept, encompassing gender, race, color, ethnic origin, 

national origin, religion, sexual orientation, gender identity and 

expression, age and disability. We are a richer and more effective 

Association because of diversity, as it increases our Association’s 

strengths, capabilities and adaptability. Through increased diversity, 

our organization can more effectively address societal and member 

needs with the varied perspectives experiences, knowledge, 

information and understanding inherent in a diverse relationship. 

 

The Committee on Diversity and Leadership Development in 2005 conducted a seminal 

Section Diversity Survey. The survey was designed to evaluate the level of diversity in Section 

leadership, membership and activities, and to inform the Association of ongoing Section initiatives 

to enhance diversity. The Committee transposed the results of that survey into a Diversity Report 

Card, which the Executive Committee considered as an informational item at its June 23 and 24, 

2005 meeting. Since that first survey and report in 2005, subsequent data-gathering efforts and 

resulting reports have been issued, with project oversight moved to the Committee on Diversity 

and Inclusion in 2011. With each report, more detailed data have allowed a more comprehensive 

analysis of how far the Association has come in raising the awareness of diversity issues within its 

own organization and the profession. After publication of the 2011 report, committee leadership 

agreed that that year’s format would serve as a benchmark for subsequent reports, with only 

minimal references to earlier editions of the report as needed. This agreement was made to coincide 

with the start of the presidential Section Diversity Challenge in 2011 – 2012, followed by a second 

yearlong challenge in 2012 – 2013. We recognize the leadership of Presidents Vincent E. Doyle 

III and Seymour W. James Jr. in issuing the Diversity Challenges. 
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The summary below provides a brief history of the Diversity Report Card’s development and its 

expanding scope – it initially covered only Sections but now includes NYSBA executive voluntary 

leadership, including governance and its Nominating Committee. The report continues to highlight 

the need for raising the level of diversity awareness within the profession and increase opportunities 

for attorneys to serve in leadership positions. 

 

2005 (First Edition) Diversity data reported gender, ethnicity/race and disability status. 

Nearly half of all Sections appointed a diversity chair and/or formed a diversity committee and 

developed a diversity plan. 

 

2007 (Second Edition) The report was circulated at the Section Leaders Conference to 

foster increased diversity awareness. It was also posted on the Association’s Web site and the 

report narrative published in the State Bar News. The report recommended developing a strategic 

plan, with the aid of the Association’s Office of Bar Services, to encourage collaboration between 

Sections and minority bar associations as a way to enhance Section diversity; and convening a 

joint conference of all Section diversity committees and/or leaders for the purpose of fostering 

collaboration among the Sections themselves. 

 

2009 (Third Edition) Sexual orientation status was added to diversity data reporting. The 

report recommended collecting diversity data from Section publications editors, CLE program 

chairs and faculty, with plans to promote increased self-reporting from Section members. It also 

requested additional administrative staff support (in the form of an intern or law student). 

 

2011 (Fourth Edition) Diversity data on House of Delegates and membership of NYSBA’s 

Executive and Nomination Committee added. The report recommended the Association promote 

enhanced communications and relationship building with its members and Section leaders and 

governance leaders regarding the importance of accurate self-reporting for purposes of collecting 

diversity data. 

 

2013 (Fifth Edition) Diversity data in NYSBA governance, broken down by Judicial 

District, added. 

 

2015 (Sixth Edition) Age data of overall Association membership added. 

 

2017 (Seventh Edition) The report spotlights eight Sections of the Association in order to 

highlight improvements and provide specific recommendations. 

 

To date, some but not all, of the recommendations presented within the reports have been 

carried out. For example, expanding coverage of diversity data to governance groups and 

continued self‐reporting of diversity status has taken place. However, significant resistance to 

diversity data collectibles continues. Fully one third of the Association ‘s House of Delegates fails 

to provide their data; 54 % of all NYSBA members decline to answer all demographic questions. 

The survey is being updated to make it easier to answer all questions, but we need to encourage 

response and timely data analysis and visualization. 
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Purpose and Goals 

 

Purpose 

For the purposes of the Diversity Plan (the “Plan”), the term “diversity” generally represents both 

diversity and inclusion. Diversity often pertains to the numbers – ensuring sufficient numbers of 

targeted populations are represented. Inclusion addresses how well the diverse individuals are 

included in all aspects of the organization. Diversity is often associated with recruitment; inclusion 

plays a pivotal role in retention. As such, this Plan is designed to achieve not just diversity – the 

presence of lawyers and law students from all backgrounds – but inclusion as well – their full and 

equal participation in the Association. 

 

Goals 

The Plan will promote and advance the full and equal participation of attorneys of color and other 

diverse attorneys (including diversity based on gender, race, color, ethnic origin, national origin, 

religion, sexual orientation, gender identity and expression, age and disability) in the New York 

State Bar Association and in all sectors and at every level of the legal profession through research, 

education, fostering involvement and leadership development in NYSBA and other professional 

activities, and to promote knowledge of and respect for the profession in communities that 

historically have been excluded from the practice of law. The Committee shall also foster the 

development of, monitor progress of and report on diversity initiatives of the Association, as 

well as partner with the Sections to continue to pursue enhanced diversity and inclusion in the 

Association, including among the leadership of the Association. 

 

The Diversity Plan sets forth numerous objectives and broad goals. In addition, certain 

implementation recommendations are set forth as specific actions the New York State Bar 

Association is urged to undertake in the immediate future. 

 

A. Require  wide  dissemination  of  the  Diversity  Plan  within  the  New  York  State  Bar 

Association, and public availability of the Diversity Plan, including: 

1. Membership-wide dissemination of the Diversity Plan after adoption, with a cover 

letter or email from the NYSBA President. 

2. Continuous availability of the Diversity Plan through pertinent pages on the NYSBA 

website. 

3. Distribution of the Diversity Plan, or emailing a link to the Diversity Plan, to all new 

NYSBA members. 

4. Reference to the Diversity Plan in member solicitation materials. 

5. Ensuring accessibility of the Diversity Plan to members with visual 

or other disabilities. 

 

B. Promote and track diversity within the NYSBA’s leadership, including: 

1. The Association’s Officers (President, President-Elect, etc.); 

2. Executive Committee; 

3. Standing Committees, Administrative Committees, Special Committees, Task Forces, 

Commissions, and other presidentially appointed positions; 

4. House of Delegates; 

5. Practice Sections, including top leaders, their executive committees and committee 

chairs; 
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6. Special emphasis on diversity among the Nominating Committee membership (see 

item “C” below). 

C. Promote and track diversity in the NYSBA’s leadership nominations and leadership 

development processes. 

1. Require diversity as an emphasis in all leadership nominations processes, including 

diversity among the decision-makers on the Nominating Committee. 

2. Require diversity as an emphasis in the Presidential appointments process, 

including diversity among the appointments committee members (such diversity to 

be measured, at least in part, by consideration of data that indicates the diversity of 

Association membership). 

3. Urge Sections to emphasize diversity in leadership training and development 

programs. 

4. Build diversity-related sessions into the annual Section Leaders Conference and all 

leadership training efforts. 

 

D. Urge adoption by all entities within the NYSBA of entity-specific diversity plans that are 

consistent with the objectives of this Diversity Plan, or their review and appropriate 

modification of existing diversity plans. 

1. Strongly encourage periodic review and updating of entity diversity plans. 

2. Recommend designation of an officer or other entity leader with responsibility for 

ensuring implementation of diversity plans. 

3. Advocate wide dissemination of entity diversity plans, as with the NYSBA 

Diversity Plan. 

4. Urge the compiling of uniform statistics and information on diversity participation 

by each entity and member. Association leadership shall encourage each leader 

and member to update their demographics here:  

https://members.nysba.org/MyNYSBA/Profile/Profile.aspx?ProfileCCO=6#/Profil 

eCCO. 
 

E. Promote diversity in NYSBA membership. Marketing and membership solicitation 

materials should be welcoming to diverse populations, including showing adequate 

representation of diverse populations in such materials 

 

1. The NYSBA should compile and disseminate uniform statistics and other 

information on lawyers and law students – both NYSBA members and non-members 

– for each of the major diversity categories and target non-NYSBA members for 

membership solicitations. The membership committee shall consider introductory 

joint memberships with diverse specialty associations. 

2. With assistance from the Association’s Office of Bar Services, NYSBA entities are 

urged to engage in active marketing, recruitment and outreach efforts to affinity bars 

and other professional organizations, legal communities, and law schools to promote 

diversity. 

3. NYSBA entities shall have liaison relationships with the diversity-focused entities 

of the Association (such as the Standing Committee on Diversity and Inclusion) and 

appoint persons who will be active liaisons. 
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F. Promote diversity in CLE and other programming, both live and virtual. 

 

1. Implement strategic actions to improve diversity among program chairs, speakers, 

moderators, and attendees. 

2. Ensure program content appeals to diverse communities, consistent with the 

sponsoring entities’ subject matter specialties, if any. 

3. Urge NYSBA entities to explore partnering or co-sponsoring opportunities with 

affinity bars and other organizations that can contribute to diversity. 

4. Ensure program venues and materials are accessible to participants with 

disabilities. 

5. Urge NYSBA entities to use program locations and venues, as well as social media, 

to enhance opportunities for participation by diverse lawyers and law students (e.g., 

locations that may minimize cost barriers; venues that may increase diverse 

community participation, like law schools with a diverse student body, affinity bar 

association locations; and social networking sites that may increase marketing 

efforts to diverse communities). 

 

G. Promote diversity in NYSBA publications (hard copy and electronic). 

1. Implement strategic actions to increase diversity in NYSBA members responsible 

for editorial policy and content of publications. 

2. Ensure content of publications appeals to diverse communities, consistent with the 

sponsoring entities’ subject matter specialties, if any. 

3. Ensure content of publications is accessible to persons with disabilities. 

 

H. Promote diversity in NYSBA entities’ “marquee” events (e.g., annual awards dinners, 

luncheons, receptions), including diversity of: 

1. Speakers, 

2. Award recipients, 

3. Planning and award nominations committees. 

4. Report in Section and Committee success in diversity of speakers annually to the 

Executive Committee. 

 

I. Enhance the current tracking and reporting of progress in diversity efforts, including: 

1. Enhanced and accurate reporting of NYSBA diversity members in leadership roles 

in the biennial Diversity Report Card, which will urge more robust participation 

and tracking by NYSBA entities; encourage greater promotion of the reporting 

process by NYSBA leadership and accountability for entities that require 

significant improvement in their diversity efforts. 

2. Ensure widespread dissemination of the biennial Diversity Report Card among 

NYSBA leadership and throughout NYSBA entities, providing accessible formats 

for persons with disabilities and through posting on the NYSBA website. 

 

J. Urge NYSBA entities to develop or enhance mentoring programs that target young 

lawyers and law students and are designed to advance diversity within the Association. 
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K. Urge NYSBA entities to develop, encourage and participate in “pipeline” events and 
organizations, designed to introduce young and/or diverse students (other than law 
students) to the law and increase diversity within the profession.

L. Promote NYSBA’s diversity accomplishments, including the following:

1. Develop and prominently post on the NYSBA website information about successful 
diversity programs and activities of the Association and its entities.

2. Invest in a regular presence in pertinent legal and diversity publications to showcase 
NYSBA diversity accomplishments.

3. Urge NYSBA members and staff with an expertise in diversity areas to regularly 
write and speak on behalf of the NYSBA.

M. Create a Diverse Speakers Bureau/Database, in conjunction with the standing 
Committee on Diversity and Inclusion.

N. Follow the Mansfield Rule (see https://www.diversitylab.com/pilot-projects/mansfield-  

rule/) with respect to leadership positions in all NYSBA entities, e.g. consider at least 
50% diversity candidates for all positions, with the goal of ultimately reaching 30%

diversity in leadership across the board.

https://www.diversitylab.com/pilot-projects/mansfield-rule/
https://www.diversitylab.com/pilot-projects/mansfield-rule/
https://www.diversitylab.com/pilot-projects/mansfield-rule/
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Recommendations 
 

Implementation Recommendation 1: That the Association designate a principal staff person to 

provide oversight of the implementation of this Diversity Plan. Each year, that person will develop 

and secure approval of specific annual implementation steps with a corresponding timeline, 

budget and assessment procedure.  

 

The Association should also consider a presidentially appointed member on its Executive 

Committee as a diversity liaison on behalf of the Committee.   

 

The Association shall take action as discussed above to improve submission of all demographic 

information by 10% more members and 25% more Association leaders at every level (section, 

committee, HOD, Executive committee) by January 31, 2021. 

 

Implementation Recommendation 2: That the NYSBA review the composition of the House of 

Delegates and its Nominating Committee, including the number of positions reserved for women, 

minorities, lesbian, gay, bisexual and transgender individuals, and persons with disabilities, and 

the manner of selecting the individuals for those positions, to ensure that the purpose of this 

Diversity Plan is being served in the nominations process. 

 

Implementation Recommendation 3: That the NYSBA consider creating an event, award or other 

form of recognition to honor on an annual basis the NYSBA entity that has shown outstanding 

leadership in diversity-related membership initiatives and other diversity efforts. 

 

Implementation Recommendation 4: That the NYSBA present at least one Presidential Showcase 

CLE program focused on diversity at each Annual Meeting. 

 

Implementation Recommendation 5: That the NYSBA prepare a Diversity Impact Statement as 

recommended in the 2010 ABA Presidential “Next Steps” Report (recommendation E.2. for Bar 

Associations) for every Executive Committee action item.  

 

Implementation Recommendation 6: That the NYSBA coordinate a centralized and accessible 

data collection and reporting center for diversity information that can be readily used to assess 

diversity data with stated goals. See above re: our goals for improved data collection. 

 

Implementation Recommendation 7:  That NYSBA leadership and Sections Caucus leadership 

express to Sections the necessity of incepting Diversity Committees for all sections and appointing 

liaisons to the standing NYSBA Committee on Diversity and Inclusion. 

 

Implementation Recommendation 8:  That all NYSBA entities create and submit personalized 

diversity plans by January 31, 2021. 
 


