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Diversity can stem 

from a wide range of 

factors including 

gender, ethnicity, 

personality, cultural 

beliefs, social and 

marital status, 

disability, or sexual 

orientation…

WHAT IS IT EXACTLY?
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DIVERSITY MANAGEMENT
EFFICACY AND COGNITION

LIMITED RESEARCH

2014 Survey 2012 Survey

Who 221,479 Employees 500 State and Local 
Agencies

What Perception: diversity 
management programs 

work?

Effective diversity 
management program?

Findings Minority workers not 
convinced programs are 

fair and genuine

25% have programs
33% track progress
23% include in org 

strategic plan
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AFRICAN AMERICAN REPRESENTATION
Black Women

6.4%
Black Men

5.5%

All Others
88.1%

Officials &
Administrators

EEOC 2011 - 12.6% of the general population 

20%

30%

Admin In-Service/Maint

…in Support Roles

Immigrant Representation

16%

10%

Native-born Americans Immigrants

…in Government Employment

US Census 2000, 2009 - 20119% 18% 13%

Fed, State, 
Local Gov

For-Profit
Non-Profit
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Where is the Human Capital?

Shortfalls in Municipal Leadership Diversity 

2019 Survey 2010 Survey

Who 2,500 Managers
500 Cities

102 Cities

What Management
Executives Positions

Manager Roles

Findings 25.8% Female
16% People of Color

0% Latinas

Nationally (Zippia.com, 2020)
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Diversity Management Matters?
How do they Lead? What do they value?

2017 Survey 2016 Survey 2014 Survey 2012 Survey

Who 1,538 Managers
545 Agencies

2,500 Managers 221,479 Employees 500 State and Local 
Agencies

What Decision making:
Traditional or

Social Equity Values

Perception: impact of race 
on advancement 
opportunities?

Perception: diversity 
management 

programs work?

Effective diversity 
management 

program?

Findings Whites = exclusively 
traditional

Minorities = both 
traditional and social 

equity

7% Whites – not 
important 

25% minorities -
important

Minority workers 
not convinced 

programs are fair 
and genuine

25% have programs
33% track progress
23% include in org 

strategic plan

Why Does it Matter?

Representation

✓ Bureaucratic influence
✓ Voice in decision making
✓ Political power

Equality

✓ Career advancement
✓ Pay equity
✓ Fair treatment

Job 
Satisfaction

✓ Workforce morale
✓ Increase public service motivation
✓ Employee retention

Diversity 
Management

✓ Balanced traditional and social equity 
values

✓ Proactive recruitment goals
✓ Broad perspectives in service 

development

Past &
Future

✓ Decades of oppression
✓ Future generations
✓ Balancing societal wealth 
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BEST

PRACTICES

Strategic Plan

Recruitment & 
Hiring

Communicate 
Vision

Diversity 
Trainings

Management 
Accountability

Mentorship 
Programs

Cultural Affinity 
Groups

Allocate 
Resources

Oversight & 
Review 

Committees

o Allen et al., 2004

o Ewoh, 2013

o Nishishiba, 2012

o Pitts, 2007

o Shen et al., 2009

o Wyatt-Nichol & 

Antwi-Boasiako, 2012

GAPS & FUTURE RESEARCH

Knowledge

• What understanding do public administrators and managers 
have of diversity, equity, and inclusion concepts and how they 
influence the delivery of public services? 

Motivation

• What incentives and benefits are there for managers and 
leaders to embrace and administer diversity training 
initiatives, content, and support groups?

Organizational

• How do agencies hold public administrators and managers 
accountable for implementing and enforcing diversity 
initiatives through systems and policies?
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Chula Vista
AGENDA

DEI Perspective

DEI workplace benefits

City of Chula Vista 
Description
DEI efforts

City Attorney’s Office
DEI culture
Hiring pipeline
Recruitment
Employee development
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LEGAL FIELD AS A WHOLE
source: NALP 2021 DIVERSITY REPORT ON U.S. LAW FIRMS

Associates

The percentage of associates who were Latinx women in 2021 grew to 3.25%, surpassing the 
share of Black women associates (3.17%) for the first time.

% of Black associates overall increased by 1/10th of a % point to  5.22%, the rate of growth in the 
proportion of associates who are Black lags behind that of Latinx and Asian associates.

Partners

In 2021, there were modest improvements in the representation of women, people of color, and 
women of color at the partner level; however, all remain markedly underrepresented within the 
partnership ranks. Women experienced the largest year-over-year gains, increasing by 
approximately 0.9 % points from 25.05% of all partners in 2020 to 25.92% in 2021. 

Despite slight gains in 2021, just over 4% of all partners are women of color. Black women and 
Latinx women each continued to represent less than 1% of all partners in U.S. law firms.

LEGAL FIELD AS A WHOLE
source: NALP 2021 DIVERSITY REPORT ON U.S. LAW FIRMS

Equity and Non-Equity Partners

Equity partners in multi-tier law firms continue to be disproportionately 
white men. In 2021, 22.0% of equity partners were women and only 9.0% were 
people of color. 

Overall, the share of partners who are equity partners increased from 55.8% in 
2020 to 57.2% in 2021. Nearly 61% of men partners in multi-tier firms were 
equity partners in 2021, compared to just 48% of women partners, and 50% of 
partners of color.

Among non-equity partners in 2021, 67.5% were men, 32.5% were women, and 
12.0% were people of color. 
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LEGAL FIELD AS A WHOLE
source: NALP 2021 DIVERSITY REPORT ON U.S. LAW FIRMS

Lawyers with Disabilities

The reporting of lawyers with disabilities (of any race or gender) has been increasing 
over the past two years, but remains limited, both at the associate and partner levels. 
For office firms reporting these data, lawyers with disabilities represented 1.22% of all 
lawyers.

LGBTQ+

LGBTQ+ lawyers overall grew by approximately 1/3 of a % point from 2020 to 2021, the % 
of LGBTQ+ summer associates continued to grow at a more accelerated rate, climbing 
0.7 % points to 8.41% in 2021. Overall, 3.67% of all lawyers identified das LGBTQ+. 

LGBTQ+ summer associates has increased by almost 4 % points since 2017. This 
expansion in representation in the summer associate ranks suggests that there is still 
the potential for additional growth in the presence of LGBTQ+ associates at these firms. 

ROLE OF CITY 
ATTORNEY’S OFFICE 

IN DEI
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Advice and Training 
Regarding Discrimination

High quality, regularly scheduled trainings in this area have always been a 
good idea

Now legally required 

As of January 1, 2021 SB 1343 requires that private California employers 
with five or more employees, and all public employers regardless of size, 
provide interactive sexual harassment training and education to both 
supervisors and nonsupervisory staff.

Benefits of proper advice and training

Better work environment

Higher productivity

Risk management

Promote the “rule of law”

Be a Role Model

A healthy DEI culture must be modeled and encouraged

Should at a minimum provide active and conspicuous support 
of city-wide DEI efforts

Ideally, develop and implement your own DEI program 
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Examples
Community Outreach

School presentations (with a focus on schools in disadvantaged neighborhoods)

Community Forums (especially when focused on fair housing or policing)

Internship/Fellowship Opportunities 

Include outreach to groups/clubs representing minority/marginalized communities

Hiring Practices

Include outreach (described above, and to minority bar associations)

Go beyond “traditional” indicators of qualifications

Retention/Administration

Active mentorship

Emphasize career development/opportunities

Spread out “plum” assignments

Develop of mechanism for input and improvement of office DEI culture

Legal Limits and Best Practices 
for DEI Programs

Clear/non-discriminatory communication of policy objectives

Avoid quotas and explicit preference statements in hiring 
policies

Okay to use metrics to identify “imbalance in traditionally 
segregated job categories”

Outside consultant analysis can add 
value/independence/accepted methodologies to 
findings/objectives

Protect/use data without violating privacy rights
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Q&A
Thank You!
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