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Utah State Bar Commission
Friday, June 4, 2021

Zoom Video Conference
https://us02web.zoom.us/j/84729202906

Agenda

President’s Report: Heather Farnsworth

1.1 Recognize Christy Abad for 20 Years of Service

Action Item

2.1 Review 2021-2022 Budget Process and Approve Temporary Extension of
Funding for Current Operations: Heather Thuet

2.2 [SelectCommiffee offhe VearTiabh T Page 3]

2.3 Nelect Section of Tthe Year (1abh 7 Pagse X

2.4 Select Judge o1 the Yeadr (1ab 5. Page 151
2.5 yelect Lawver of the Year (1ab 4, Page 23|

Discussion Item

3.1 Governmental Relations and Lobbying: Doug Foxley & Frank Pignanelli

Information Items

4.1 UCLI Survev of Diversity in the Profession: Melinda Bowen (1ab 5, Page 47
4.2 2021 Sun Valley Summer Convention Status Report: Richard Dibblee
4.3 Supreme Court Review of Bar Exam Passing Threshold: Tom Seiler

Executive Session (Attachment Sent to Voting Commissioners Separately)

Adjourn

Consent Agenda (Tab 6, Page 75)

(Approved without discussion by policy if no objection is raised)

I'!!inutes of Agril 16i 2021 Commission Meeting

Attachments (Tab 7, Page 791

April 2021 Well-beina Committee for the Leaal Profession Progress Report


https://us02web.zoom.us/j/84729202906

Calendar

July 16 Bar Executive Committee 12:00 Noon Utah State Bar or Zoom (?)
July 28 Commission Meeting 1:00 p.m. Sun Valley, ID
July 28-31 Summer Convention Sun Valley, ID

JCB/Commission Agenda 6.4.21






UTAH BAR COMMISSION MEETING

AGENDA ITEM
Title: Committee of the Year Award Selection
Meeting Date: June 4, 2021
Item: 2.2

Submitted by: Bar Awards Committee

ITEM/ISSUE: To select the Committee of the Year Award recipient.

CRITERIA:
Awarded to a Committee of the Utah State Bar that has made outstanding contributions of
time and talents to Bar activities as well as provided outstanding services, programs and/or
activities for Bar members. The Committee serves the Utah State Bar mission of being a

united, inclusive organization - serving the legal profession and the public.

BAR AWARDS COMMITTEE RECOMMENDATION: TBD

NOMINEES:
Nominee Nomination Public? Previous Awards Received?
Governmental Relations Yes 2005 Committee of the Year
Committee 2017 Committee of the Year

PAST RECIPIENTS AND NOMINEES:

Past Recipients Other Nominations That Year

2020 CLE Advisory Committee

2019 Bar Journal Committee

2018 Innovation in Law Practice Committee
2017 Governmental Relations Committee
2016 Utah State Bar Leadership Academy
2015 Disaster Legal Response Committee
2014 Civics Education Committee Disaster Legal Response Committee
2013 Budget and Finance Committee
2012 Pro Bono Commission

2011 Unauthorized Practice of Law
2010 Bar Examiner Committee

2009 New Lawyer Training Program
2008 Admissions Committee

2007 Bar Journal Committee Unauthorized Practice of Law Committee, New
Lawyer CLE Committee

2006 Ethics Advisory Opinion Committee New Lawyer CLE Committee, Governmental
Relations Committee, UPL Committee

2005 Governmental Relations Committee
2004 Unauthorized Practice of Law

Committee |

2003 Needs of the Elderly Committee Client Security Fund Committee; Ethics
Advisory Opinion Committee

2002 Character & Fitness Committee Client Security Fund Committee

2001 No Award

2000 Admissions Committee

1999 Client Security Fund Committee

1998 Courts & Judges Committee

1997 UPL Committee

1996 Need of Children Committee

1995 Delivery of Legal Services Committee




1994 Ethics Advisory Opinion Committee

1993 Legislative Affairs Committee

1992 Ethics & Discipline Committee

1990 Bar Examiner Committee

INFO ONLY: DISCUSSION: ACTION NEEDED: X
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Chrisl:x Abad

‘om: WordPress <Nominations@utahbar.org>
Sent: Friday, May 28, 2021 1:41 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Frank R. Pignanelli Frank

Utah State Bar Committee

Nominee's Name

Frank R. Pignanelli Frank

Committee of the Year Award (Summer Convention)

The Government Relations Committee (GRC) is led by the amazing Co-Chairs Jaqualin Friend Peterson and
Sara E. Bouley. The committee is comprised of representatives of the Bar Sections, Courts, Commissioners,
and other Bar affiliated entities. Every legislative session, GRC members review hundreds of bills filed, often
under demanding deadlines to present responses in the next meeting. The primary purpose of the GRC is to
determine legislation that could have an impact, positive or negative, on the access to justice by citizens. Also,
they decide if any legislation will directly impact the practice of law. These recommendations are made to the
Bar Commission, which votes whether the Bar lobbyists should be engaged on the matter.

Equally important, the GRC alerts Bar sections as to legislative activities that could impact their practice of law.

The sections then determine whether they should engage directly with lawmakers to support, oppose, or amend
the legislation. The GRC often discovers unintentional errors and omissions in the drafting of legislation. This is
communicated to the sponsors who consistently express gratitude for this information.

All sections are respected and included in deliberations. On occasion, divisions among GRC members may exist
as to the approach towards a specific legislative item. But, the process works so well that there are never any
hard feelings. The GRC is very inclusive and promotes unity.

Also, GRC members will assist the efforts of the courts in its legislative activities.

Because of the GRC efforts, there are greater exchanges between lawmakers and the Bar. This is a positive
and invaluable development that pays dividends to Bar members. Oftentimes lawmakers request to appear



before the GRC in order to seek their approval.

Finally, because of their examination of legislation more than just lawyers are served. Thousands of Utah have
benefited from the GRC’s efforts to protect access to justice, the practice of law, and the fair administration of
the judiciary.

Because of their dedication and incredible work ethic that serves the profession and the public, the Government
Relations Committee should be named the 2021 Committee of the Year.

. Please select one:

My nomination is public and | give permission for my nomination to be shared with the nominee and published,
whole or in part, by the Utah State Bar.

Nominator Name

Frank R. Pignanelli Frank

Email address

frank@fputah.com

Date

. 5/28/2021






UTAH BAR COMMISSION MEETING

AGENDA ITEM
Title: Section of the Year Award Selection
Meeting Date:  June 4, 2021
Item: 2.3
Submitted by: Bar Awards Committee
ITEM/ISSUE: To select the Section of the Year Award recipient.
CRITERIA:

Awarded to a Section of the Utah State Bar that has made outstanding contributions of time
and talents to Bar activities as well as provided outstanding services, programs and/or
activities for Bar members and the public at large during the past year. The Section serves
the Utah State Bar mission of being a united, inclusive organization - serving the legal

profession and the public.

BAR AWARDS COMMITTEE RECOMMENDATION: 7BD

NOMINEES:

Nominee

Nomination Public?

Previous Awards Received?

IP Section Yes

2014 Section of the Year

PAST RECIPIENTS AND NOMINEES:

Past Recipients

Other Nominations That Year

2020 Indian Law Section

Litigation Section

2019 Litigation Section

2018 Cyberlaw Section

IP Section

2017 Limited Scope Section

LGBT & Allied Lawyers, IP Section, Family
Law Section

2016 Bankruptcy Section

Estate Planning Section

2015 Young Lawyers Division

2014 Intellectual Property Section

Young Lawyers’ Division

2013 Solo, Small Firm, and Rural Practice
Section

Appellate Practice Section, Juvenile Law
Section, Young Lawyers’ Division

2012 Estate Planning Section

Elder Law Section, Young Lawyers Division

2011 Elder Law Section, Young Lawyers
Division

2010 Military Law Section

2009 Appellate Practice

Constitutional Law Section, Solo, Small Firm
and Rural Practice Section

2008 Young Lawyers Division

Young Lawyers Division, Estate Planning
Section, IP Section

2007 Paralegal Division

Banking and Finance Section

2006 Litigation Section

Banking & Finance Section, Paralegal Division

2005 ADR Section

2004 Young Lawyers Division

2003 Family Law Section

Governmental Law Section; Real Property
Section; Young Lawyer’s Division

2002 Young Lawyers Division

Real Property Section; Young Lawyer’s
Division; Governmental Law Section

2001 Legal Assistants Division

1998 Legal Assistants Division

1997 Young Lawyers Division

1996 No Award

1995 Litigation Section




1994 No Award

1993 Litigation Section

1992 No Award

1991 Family Law Section

1990 Litigation Section

INFO ONLY:

DISCUSSION:

ACTION NEEDED: X

10
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Christy Abad
—
rom: WordPress <Nominations@utahbar.org>
Sent: Friday, May 28, 2021 2:44 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Jeremy Barton

Utah State Bar Committee

Nominee's Name

IP Section CLE Committee

Committee of the Year Award (Summer Convention)

| would like to nominate the IP Section CLE Committee for Distinguished Committee of the Year. The IP Section
CLE Committee provides a forum for learning and exchanging ideas among all members of the Utah’s legal
profession who are interested in patent, copyright, trademark, trade secret, and other intellectual property
matters. The IP Section CLE Committee met monthly over Zoom for the past year to plan various programs and
activities, such as the IP Section annual, nationally-attended CLE conference, the Utah IP Summit; monthly
CLEs programs; and the annual IP Section social event for members of the section.

The last year last been difficult for everyone due to the worldwide pandemic, but the IP Section CLE Committee
was able to be creative to find new ways to provide social and professional interaction among members of the IP
Section. The IP Section continued to offer monthly CLEs as well as the annual Utah IP Summit over Zoom.
Some of the monthly CLE programs included: a licensing bootcamp, Brexit's effect of patent law, patent reissue
practice, a patent examiner panel about patent examiner interviews, and African American inventors in the
Antebellum United States.

The Utah IP Summit in February had over 350 virtual participants and included programs about Name, Image,
and Likeness in collegiate sports, recent trends in § 112 case law, the 21st Century In-House Counsel, a
Trademark Trial and Appeal Board update, a patent prosecution panel, and 21st Century IP Ethics, as well as a
Keynote address by Trademark Commissioner David Gooder. The IP Section CLE Committee also reviewed
scholarships applications for local law students and awarded six $1,500 scholarships to law students at the
University of Utah and Brigham Young University.
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For the annual IP Section social event, the IP Section CLE committee planned a virtual Trivia Night and
Networking event in January for members of the Section and a guest. This activity offered a way for members of
the IP section to interact and network socially over Zoom and enjoy one another’'s company without talking about

the law.

Without the support of the IP Section CLE Committee, the IP Section would have never been able to provide the
above programs and activities for members of the IP Section during this difficult time.

Please select one:

- My nomination is public and | give permission for my nomination to be shared with the nominee and published,
whole or in part, by the Utah State Bar.

Nominator Name

Jeremy Barton

Bar Number

1661

Email address

jeremy.barton@stoel.com

Date

5/28/2021
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UTAH BAR COMMISSION MEETING

AGENDA ITEM
Title: Judge of the Year Award Selection
Meeting Date: June 4, 2021
Item: 2.4
Submitted by: Bar Awards Committee
ITEM/ISSUE:
To select the 2021 Judge of the Year Award recipient.
CRITERIA:

Awarded to a Utah Judge or Justice whose career exemplifies the highest standards of judicial conduct
for integrity and independence; who is knowledgeable of the law and faithful to it; who is unswayed by
partisan interests, public clamor or fear of criticism; patient, dignified and courteous to all who appear
before the court; endeavors to improve the administration of justice and public understanding of, and
respect for, the role of law in our society.

BAR AWARDS COMMITTEE RECOMMENDATION: 7TBD

NOMINEES:
Nominee Nomination Public? Previous Awards Received?
Hon. Deno Himonas Yes
Hon. Thomas Lee No
Hon. Brendan McCullagh | No
Hon. Rich Mrazik Yes
Hon. Camille Nieder No
Hon. Douglas Nielsen No 2008 Scott M. Matheson Award
Hon. Todd Shaughnessy No

PAST RECIPIENTS AND NOMINEES:

Past Recipients Other Nominations That Year

2020 Hon. Kate Appleby Hon. David Hamilton, Hon. Douglas Nielsen, Hon.
James Blanche, Hon. Laura Scott, Hon. Noel Hyde
Hon. Royal Hansen, Justice Deno Himonas

Hon. Thomas Kay

2019 Hon. John Baxter Hon. John Baxter, Hon. James Gardner, Hon. Diana Hagen
Hon. Kimberly Hornak, Hon. Thomas Kay, Hon. Eric
Ludlow, Hon. David Nuffer, Hon. Paul M. Warner, Hon.
Brooke Wells, Hon. Jeffrey C. Wilcox

2018 Hon. Thomas Higbee Hon. Mary Noonan, Hon. Doug Thomas

2017 Hon. Fredric Voros, Jr., Hon. Hon. Robert K. Hilder (Deceased.)

Stephen Roth

2016 Hon. C. Dane Nolan

2015 Hon. Claudia Laycock Hon. Brooke C. Wells, Hon. Carolyn B. McHugh, Hon. John

R. Morris, Hon. Augustus Chin, Hon. Thomas L. Kay, Hon.
David Nuffer, Hon. Paul M. Warner, Hon. Royal 1. Hansen,
Hon. Glen R. Dawson, Hon. Thomas L. Kay

2014 Hon. James Shumate Hon. Carolyn McHugh, Hon. John Morris, Hon. Brooke
Wells

2013 Hon. Michael D. Lyon Hon. Thomas L. Kay

2012 Hon. Royal I. Hansen Hon. Thomas L. Kay

2011 Hon. Dee Benson Hon. Randall Skanchy

2010 Hon. Robert K. Hilder
2009 Hon. Judith S. Atherton
2008 Hon. Glenn K. Iwasaki Hon. Glenn K. Iwasaki
2007 Hon Sandra Peuler
Hon. Gregory K. Orme
2006 Hon. Gordon J. Low Hon. Glen K. Iwasaki




Hon. Sandra Peuler

2005 Hon.

Andrew Valdez

2004 Hon.

William B. Bohling

2003 Hon.
(posthumously)

Ronald N. Boyce

Hon. Sandra Peuler; Hon. Sheila McCleve; Hon. Glen K.
Iwasaki

2002 Hon.
Hon.

Stephen H. Anderson
Jeril B. Wilson

Hon. Sheila McCleve; Hon. Glen K. Iwasaki

2001 Hon.
Hon.
Hon.

Raymond M. Harding, Sr.

Sharon P. McCully
Anne M. Stirba

2000 Hon.

Guy R. Burningham

1999 Hon.
Hon.

David Sam
Lynn W. Davis

1998 Hon.

Tyrone E. Medley

1997 Hon.

W. Brent West

1996 Hon.

Leslie A. Lewis

1995 Hon.

J. Thomas Green, Jr.

1994 Hon.

John A. Rokich

1993 Hon.

Bruce S. Jenkins

1991 Hon.

Cullen Y. Christensen

INFO ONLY:

DISCUSSION: ACTION NEEDED: X

15
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Christy Abad
= = —— —— ————————
rom: WordPress <Nominations@utahbar.org>
Sent: Friday, May 28, 2021 1:21 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Rick and George Ensor and Adondakis

Utah State Bar Member

Nominee's Name

Deno Himonas

Judge of the Year (Summer Convention)

Justice Deno Himonas joined the Third District Court in 2004 and the Supreme Court in 2015. Lawyers and
citizens appearing before him can attest to his knowledge of and faithfulness to the law and his patient, even-
handed manner. He dives into the facts and researches the law, providing thoughtfulness and consistency in the
law’s application to our daily lives. Many Utah jurists — we are fortunate to say — share these characteristics.

Where Justice Himonas distinguishes himself is his drive to improve Utah’s justice system in practical and
impactful ways. For example, while on the trial bench, Judge Himonas advocated for the drug court program,
which recognized that the justice system’s traditional manners of addressing addiction failed to address the
problem’s root and a better path forward existed to help individual defendants stay clean while extending
security for Utah's citizens and law enforcement.

Justice Himonas is now tackling the access to justice crisis. The facts are simple - citizens cannot afford a
lawyer to help with their basic legal needs. Pro bono and legal aid only go so far. Looking to the future, and the
past, Justice Himonas pushed forward technology and innovative solutions to provide critical legal services to
Utah citizens.

Justice Himonas did not take on this effort because it is easy — it is not. As with any effort to implement societal
change, his efforts are met with a certain amount of institutional indifference, which he seeks to understand and
address. But in doing so, Justice Himonas never loses sight of the data demonstrating the need for reform and

the potential solutions.
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Nor did the pandemic slow him down. Justice Himonas’ work to ensure the functioning of Utah’s courts is
reflected in his role on the Supreme Court and Judicial Council, as well as the Supreme Court representative
where the bodies intersect. He helped draft the pandemic-related judicial orders and worked with U of U
Healthcare on a pathway to resume jury trials.

He has always done his “day job” well, whether conducting complicated jury trials in the Third District Court or

- resolving complex issues with his Supreme Court colleagues. But Justice Himonas stands apart — and is our
Judge of the Year nominee — because the metaphorical 5:00 PM is not his quitting time. He works, tirelessly and
in important and controversial areas, to build a better legal system for Utah’s citizens.

Please select one:

My nomination is public and | give permission for my nomination to be shared with the nominee and published,
whole or in part, by the Utah State Bar.

Nominator Name

Rick and George Ensor and Adondakis

Bar Number

10877

Email address

rfensor@michaelbest.com

Date

5/28/2021
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Christy Abad N
rom: WordPress <Nominations@utahbar.org>

Sent: Wednesday, May 26, 2021 1:49 PM

To: Christy Abad

Subject: New submission from Nomination Bar Awards

Nominator Name

Anna Carpenter

Utah State Bar Member

Nominee's Name

Constandinos Himonas

Judge of the Year (Summer Convention)

Justice Himonas is a visionary, transformative public servant, and judicial leader. He is peerless in his
determination and ability to make our systems of law and justice more fair, humane, and equitable.

Only rare leaders can tackle and solve the most vexing structural problems in our complex society; Justice
Himonas is one of these. He sets ambitious, challenging goals and inspires others to join him in doing the work
necessary to meet those goals. He offers credit and praise to his collaborators while taking personal
responsibility in the face of critique.

Justice Himonas is directly responsible for Utah’s status as the state leading the nation in access to justice
reform. Thanks to his vision and tireless work, Utah’s reform projects are a beacon and blueprint for judicial
officers across the country and the world. From the perspective of many stakeholders who have dedicated their
careers to improving access to justice, Justice Himonas is the most important judicial officer working in America
today.

Throughout his career, Justice Himonas has led efforts to improve the administration of justice, particularly for
our state’s most vulnerable people. In the face of the current pandemic, Justice Himonas has been a key figure
in shaping the Utah courts’ response. As a member of the Supreme Court and the Judicial Council, as well as
the Supreme Court’s designee to resolve issues in which the Court and Council have overlapping jurisdiction, he
has been heavily involved in managing the judicial branch’s action steps and crafting orders to implement
COVID-related changes.
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Put together, the projects Justice Himonas has spearheaded have shifted Utah’s access to justice landscape
and sparked a national movement to follow Utah’s lead.

Please select one:

My nomination is public and | give permission for my nomination to be shared with the nominee and published,
whole or in part, by the Utah State Bar.

Nominator Name

 Anna Carpenter

Bar Number

- 17447

Email address

anna.carpenter@law.utah.edu

Date

5/26/2021
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Christy Abad
= = =
“rom: WordPress <Nominations@utahbar.org>
sent: Wednesday, May 26, 2021 2:39 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Douglas Crapo

Utah State Bar Member

Nominee's Name

Dino Himonas

Judge of the Year (Summer Convention)

Dedication to justice in recent opinions and his dedication to expanding access to justice and legal services for
all members of the public.

Please select one:

My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.

Nominator Name

Douglas Crapo

Bar Number

14620

Email address

douglasjcrapo@agutah.gov

Date
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Christy Abad
= = S ——— e ———ee—— — ——
rom: WordPress <Nominations@utahbar.org>
Sent: Wednesday, May 26, 2021 2:43 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

James Phillips

Igitab_..l;egal‘Comvmunity Member or Organization

Nominee's Name

Thomas Lee
Judge of the Year (Summer Convention)

For the past eleven years, Justice Thomas R. Lee has worked tirelessly to promote the rule of law in Utah. He is
not content to sign onto an opinion that he feels does not get the law just right. Thus, as at least one political
scientist’s study has found, he has written more opinions, whether that be majority, concurrences, or dissents,
than any other Utah justice by far. This is not the easy road—but the road required by his judicial oath. Further,
he has pioneered the use of corpus linguistics in judicial opinions, being the first judge to ever formally employ
such a methodology. And his continual work in this area has spread to courts around the country. Thus, so far,
the U.S. Supreme Court has employed or cited corpus linguistics in five cases; six U.S. Courts of Appeal have
relied on corpus linguistics at least once (2nd, 3rd, 4th, 6th, 11th, and D.C. Circuits), with the Ninth Circuit calling
for supplemental briefing performing corpus linguistics in a case earlier this year, six state supreme courts from
around the country have cited or used corpus linguistics (Ohio, Vermont, Michigan, Idaho, Utah, and Montana);
and numerous other federal district and state appellate courts have done so as well. That doesn’t even count the
dozens of briefs and academic articles that have employed or cited the methodology. All of this started with
Justice Lee. It is not often that a judge starts a legal movement. And he is likely the most well-known (and
perhaps well-regarded) Utah judge in national legal circles the state has ever produced. He therefore epitomizes
what Utah seeks in a jurist: excellence that is recognized beyond the state and an unwavering commitment to
his constitutional duty such that he goes above and beyond what duty requires. For these reasons, Justice
Thomas Lee should be named Utah’s Judge of the Year.

Please select one:



22
My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.

Nominator Name

James Phillips

. Bar Number

17302

Email address

jamescleithphillips@amail.com

Date

5/26/2021
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Christy Abad

————= —— ————————
rom: WordPress <Nominations@utahbar.org>

sent: Wednesday, May 26, 2021 7:07 PM

To: Christy Abad

Subject: New submission from Nomination Bar Awards

Nominator Name

Mark Baer

Utah State Bar Member

Nominee's Name

Brendan McCullagh

Judge of the Year (Summer Convention)

Any objective, independent individual who has appeared in front of, been mentored by or been part of any
project involving Judge Brendan McCullagh cannot possibly come away from that experience without realizing
that he absolutely and without equivocation knows his stuff, operates with integrity and professionalism and has
a grasp of what has to be done to complete his job. Very, very few judges have had to handle his case load over
the years, and particularly more recently as he has had to fill in for other Judges who have taken leave - one
way or the other - from the bench. Additionally, Judge McCullagh has pioneered new ways of conducting court
(read: on line process, ADR, and similar) which is quickly morphing into the 'go-to’ way of conducting court not
just around his jurisdiction, the 3rd District, but around the state and even the country. And that was just-in-time,
as it were. Imagine trying to conduct court during the pandemic without those efforts that he spearheaded?
Clearly Judge McCullagh has taken the lead on a process that has, in many ways, been the saving grace of the
judicial system during these unprecedented times.

Additionally, anyone who has observed him in the courtroom knows that he treats all with respect, dignity and
courteousness something especially impressive given the myriad of and unpredictability of large number of

individuals he must deal with on a daily basis.

Simply put, with this exemplary judge and his efforts both as an individual judge and as service to the community
and the profession, we are all in a better place.

Please select one:
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My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.

Nominator Name

Mark Baer

Bar Number

5440

Email address

mbskier@aol.com

Date

5/26/2021
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Chrisg Abad _ = _ _

rom: WordPress <Nominations@utahbar.org>
Sent: Wednesday, May 26, 2021 1:58 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Matthew Steward

Utah State Bar Member

Nominee's Name

Judge Rich Mrazik

Judge of the Year (Summer Convention)

Judge Mrazik is outstanding. He is courteous, professional, well-prepared. and his rulings are prompt and well-
reasoned. He has been presiding over a very complicated multi-party civil case involving many local and
national lawyers. | have heard nothing but praise from both local and national counsel for his level of
preparation, comprehension of complicated issues, and thoughtful rulings. His judicial temperament is excellent.
He is polite and courteous to counsel but also firm and direct when warranted. His team is organized and
responsive.

Please select one:

My nomination is public and | give permission for my nomination to be shared with the nominee and published,
whole or in part, by the Utah State Bar.

Nominator Name

Matthew Steward

Bar Number

7637

Email address
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Christy Abad
— —_—
From: WordPress <Nominations@utahbar.org>
Sent: Wednesday, May 26, 2021 1:40 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Matthew Hansen

Utah State Bar Member

Nominee's Name

Judge Camille Neider

Judge of the Year (Summer Convention)

In 2017, Judge Neider was confirmed as the first openly lesbian Judge in Utah. | think the community would
benefit from knowing that this appointment has been a tremendous gift to Utah and not just a political maneuver.
Her success is a success for Utah and many people that have been overlooked in the past.

Research has consistently shown that Judges are the most important factor in applying procedural fairness in a
courtroom. Judge Neider is a great example of using proper temperament and legal knowledge to keeping a
calendar moving forward and all parties feeling respected, heard, and valued.

Our State has many great judges. | feel like Judge Neider should be strongly considered for her skills and for a
statement to overcoming the hurdles that were placed in her path and overcoming those hurdles.

Please select one:

My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.

Nominator Name

Matt Hansen

Bar Number
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Chrisg Abad _

From: WordPress <Nominations@utahbar.org>
Sent: Wednesday, May 26, 2021 1:54 PM

To: Christy Abad

Subject: New submission from Nomination Bar Awards

Nominator Name

Janell Bryan

Utah State Bar Member

Nominee's Name

Douglas Nielsen

Judge of the Year (Summer Convention)

Judge Douglas Nielsen is a juvenile court judge in the 4th District Court. Since being appointed, he quickly
became known for his courteous and fair manner, his adherence to the law, and his respect for other
professionals and parties by working to run his calendar on time. | have been present in many hearings where
he has patiently read an applicable statute, then broke it down for my clients or other parties, and attempted to
explain his findings and rulings based on the law. He also often works to explain in layman’s terms what the
purpose of the proceedings are, the standard or laws that must be followed, and he attempts to help the parties
(many of whom are minors) and other participants understand the proceedings and feel comfortable and more at
ease with the legal process. | have also often seen him defuse very tense, emotional child welfare proceedings
with courtesy, respect, and patience.

Please select one:

My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.

Nominator Name

Janell Bryan

Bar Number
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Christy Abad
—————ae e ————
From: WordPress <Nominations@utahbar.org>
Sent: Wednesday, May 26, 2021 1:48 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

David Leta

Utah Legal Community Member or Organization

Nominee's Name

Todd Shaughnessy

Judge of the Year (Summer Convention)

Judge Shaughnessy has served the public and the bar with dedication and distinction since he was appointed to
the bench. He is an example for other judges and deserves this recognition.

Please select one:

My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.

Nominator Name

David Leta

Bar Number

1937

Email address

dleta@swlaw.com

Date






UTAH BAR COMMISSION MEETING
AGENDA ITEM

Title: Lawyer of the Year Award Selection
Meeting Date: June 4, 2021

Item: 2.5

Submitted by: Bar Awards Committee

ITEM/ISSUE:
To select the 2021 Lawyer of the Year Award recipient.

CRITERIA:

Awarded to a Utah State Bar member who, over a long and distinguished legal career, has by their
ethical and personal conduct, commitment and activities, exemplified for their fellow attorneys the
epitome of professionalism; who has also rendered extraordinary contributions to the programs and
activities of the Utah State Bar in the prior year.

BAR AWARDS COMMITTEE RECOMMENDATION: 7BD

NOMINEES:
Nominee Nomination Public? Previous Awards Received?
Wally Bugden Yes
Richard Burbidge No
Abby Dizon-Maughan No
Rick Haderlie No
George Hofmann Yes
Joni Jones Yes
Andrew Morse Yes
V. Lowry Show No 2011 Lifetime Service Award
Ann Marie Taliaferro Yes
Christopher Von Maack Yes

PAST RECIPIENTS AND NOMINEES:

Past Recipients

Other Nominations That Year

2020 James W. McConkie II

Doug Farr, Elizabeth (Terry) Dunning, Brad Parker,
Jonathan Peck, Lauren Scholnick, Margaret Plane,
Michael Liechty. Richard Mauro

2019 Paul Burke

Ross C. Anderson, Peter W. Billings, Patricia
Christensen, Susan Griffith, John Huber, Gary
Johnson, Anthony Plachy

2018 Karra Porter

Peter Billings, Gary Johnson, Rick Nydegger,
Pamela Vickery

2017 Paul M. Simmons

Mark Moffat and Annie Taliaferro, Jeff Hunt

2016 Annette Jarvis Laura Dupaix, Kent Scott, Joan Watt, Fran
Bruce Maak Wikstrom
2015 Ron Yengich Steven D. Peterson
2014 Charlotte Miller Sharon Donovan, Ben Hathaway, Lyle W. Hillyard,

Linda M. Jones, Janise Macanas, Karra J. Porter,
Stuart H. Schultz, Jenifer L. Tomchak, Peggy A.
Tomsick. Raymond Uno, Fran Wikstrom

2013 Peter Stirba

Janise Macanas. Brent Manning, Frank Carney

2012 Gary R. Crane

Brent Manning

2011 Robert B. Sykes

Francis M. Wikstrom, V. Lowry Snow

2010 Randy L. Dryer

2009 Paul T. Moxley

Peter Stirba

2008 Charles R. Brown

Paul Felt, Dale Lambert, Reed Martineau, Lori
Nelson

2007 Oscar McConkie

Charles R. Brown

2006 Max D. Wheeler

Sidney G. Baucom; Victoria Kidman, Max D.
Wheeler, Ronald Yengich

2005 James S. Jardine




2004 George B. Handy

2003 Jay E. Jensen
Rodney G. Snow

David G. Challed; David Jordan; L.S. McCullough,
Jr.; John L. Valentine; Ronald J. Yengich; Stanley J.
Preston: Kent B. Scott; Peter Stirba

2002 L. Brent Hoggan

2001 Alan L. Sullivan

Stanley J. Preston; Peter Stirba; Kent B. Scott

2000 D. Frank Wilkins

1999 Irene Warr

1998 Leonard J. Lewis

1997 Gayle F. McKeachnie

1996 Dale A. Kimball

1995 Gordon L. Roberts

1994 Joseph Novak

1993 William B. Bohling

1992 Hardin A. Whitney
Herschel J. Saperstein

1990 Brian R. Florence
Norman S. Johnson

INFO ONLY:

DISCUSSION: ACTION NEEDED: X
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Lhristy Abad
—— = = === —
From: WordPress <Nominations@utahbar.org>
Sent: Wednesday, May 26, 2021 1:40 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Kyler Ovard

Utah State Bar Member

Nominee's Name

Wally Bugden

Lawyer of the Year Award (Summer Convention)

Please select one:

My nomination is public and | give permission for my nomination to be shared with the nominee and published,
' whole or in part, by the Utah State Bar.

Nominator Name

Kyler Ovard

Bar Number

13570

Email address

kyler@kovardiaw.com

Date

5/26/2021
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Chris::z Abad

From: WordPress <Nominations@utahbar.org>
Sent: Wednesday, May 26, 2021 1:57 PM

To: Christy Abad

Subject: New submission from Nomination Bar Awards

Nominator Name

David Leta

Utah State Bar Member

Nominee's Name

Richard Burbidge

Lawyer of the Year Award (Summer Convention)

Dick has been a role model for lawyers who strive to achieve the highest standards of excellent client service.
He also has given generously of his time and money to support public, bar and educational endeavors. I'm
surprised that Dick has not previously received this award, as his selection for this honor is long overdue.

Please select one:

* My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.

Nominator Name

David Leta

Bar Number

1937

Email address

dleta@swlaw.com
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MAbad
= = = = ——1}
From: WordPress <Nominations@utahbar.org>
Sent: Tuesday, June 1, 2021 2:21 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Kate Conyers

Utah State Bar Member

Nominee's Name

Abby Dizon-Maughan

Lawyer of the Year Award (Summer Convention)

Abby is a great candidate for this award this year. She has always shown the utmost ethics and personal
conduct. In addition to her Bar activities, including Leadership Academy, this year and in previous years she's
worked hard towards racial equality and social justice reform: She chairs the Professional Standards Review
Board of the West Valley City Police Department; she's a member of the executive committee of the NAACP-
Salt Lake Branch and has served as the chair of the criminal justice committee for eight years; and last year
she--along with her sister and son--founded Utah Moms for Racial and Social Equity and hosted several
community townhall meetings to bring together neighbors, friends, colleagues to discuss racial/social justice
issues in a safe, welcoming place. These activities show a commitment towards those same values that the Bar
stands for - equality and justice for all.

Abby has also shown a commitment to the Bar profession through her ongoing mentorship, her involvement with
the Spring Bar Convention committee (she put together the Weldon Angelos federal sentencing CLE), and with
UCLI/UMBA.

| recognize that this award is usually reserved for those with a long legal career, but this has been an

exceptional year. | believe that Abby--with all of her extraordinary activities in the community and in the Bar-—-
warrant serious consideration. | appreciate your time.

Please select one:
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— — e e
From: WordPress <Nominations@utahbar.org>
Sent: Friday, May 28, 2021 12:01 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Michael Wright

Utah State Bar Member

Nominee's Name

Abby Dizon-Maugh

Lawyer of the Year Award (Summer Convention)

| would like to nominate Abby Dizon-Maugh as lawyer of the year. She joined our firm earlier this year, andasal
have come to know her, | have been extremely impressed. She not only displays high levels of competence and
professionalism, | have been impressed that she takes the time to serve the broader community as well as bar. |
found that she seeks out and mentors a number of young people who wish to enter the profession. As an
example, | learned that she met with, encouraged, and gave concrete advice to a young woman about how to go
about applying for law school and entering the profession. | learned this incidentally from my own son, who
casually mentioned that an attorney ffrom my office had agreed to meet with one of his friends who "really wants
to work in public servcie." He said that Abby had been helpful and inspiring. | think this generousity is typical of
Abby, She was a non-traditional law student, and has taken steps to help others who are also following the more
difficult path. | know she also serves of the Bar's Leadership Acadeny, is the long time chair of the Professional
Standards Review Board for West Vally City (the civilian oversite board for police), is a member of the executive
committee for the NAACP-Salt Lake City, and works tirelessly on behalf of the community. These are only a few
examples of her contributions to the bar and the community in general. She has been a member of the bar since
2013 and accomplished so much in such a relatively short time.

Please select one:

My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.

Nominator Name
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Christz Abad
= ==
From: WordPress <Nominations@utahbar.org>
Sent: Thursday, May 27, 2021 7:24 AM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Marissa Church

Utah State Bar Member

Nominee's Name

Rick Haderlie

Lawyer of the Year Award (Summer Convention)

Rick is a hard working attorney that always puts his clients needs first. He works countless hours to ensure
deadlines are met so that his clients get the best outcome. His energy and positivity inspire me to work harder
and really enjoy my career as a paralegal for the firm. He pushes me to think outside the box to find solutions to
better the clients case. He knows the law and fights for the clients best outcome at all times. He is not only a
great attorney, but a great boss and member of the firm. He often gets referrals from past clients because he is
easy to work with and responsive to clients which is so important to the client. He also has great ethics, which is
not always a common finding in some of the attorneys he works against. Overall Rick is a great attorney who
provides stellar product for his clients who always strives to do his best everyday.

Please select one:

My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.

Nominator Name

Marissa Church

Bar Number

164205
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MAbad
— — = — ———a—
From: WordPress <Nominations@utahbar.org>
Sent: Thursday, May 27, 2021 8:09 AM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Camille Jarvis

Utah State Bar Member

Nominee's Name

Rick Haderlie

Lawyer of the Year Award (Summer Convention)

Rick has been a mentor and example to numerous attorneys throughout his career. His professionalism is
always evident, even when dealing with difficult situations and sometimes difficult attorneys! He allows those he
mentors and trains to express their ideas without fear of repercussion and will redirect in a way that helps them
learn without humiliation. He is ethical in his dealings with opposing counsel and clients and ensures that those
he is around are treated with respect. He is humble and kind and understands that you can agree to disagree,
without being disagreeable!

Please select one:

My nomination is public and | give permission for my nomination to be shared with the nominee and published,
whole or in part, by the Utah State Bar.

Nominator Name

Camille Jarvis

Bar Number

13755

Email address
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Christy Abad
e ———— = e
From: WordPress <Nominations@utahbar.org>
Sent: Wednesday, May 26, 2021 4:28 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Kyle Shoop

Utah State Bar Member

Nominee's Name

Rick Haderlie

Lawyer of the Year Award (Summer Convention)

Rick is an excellent and ethical attorney. He who works tirelessly to ensure the profession is seen in an
exemplary light and to navigate difficult cases while balancing the interests of his clients verse the ethics of the
profession. He also has spent considerable time mentoring associates and attorneys, rather than just directing
their action, so as to seek to pass on the professionalism of the future of attorneys to young attorneys. it's been
a pleasure associating with Rick and he should be considered for Lawyer of the Year.

Please select one:

My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.

Nominator Name

Kyle Shoop

Bar Number

13356

Email address
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Christz Abad
—
From: WordPress <Nominations@utahbar.org>
Sent: Wednesday, May 26, 2021 4:42 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Jeffrey Trousdale

Utah State Bar Member

Nominee's Name

George Hofmann

Lawyer of the Year Award (Summer Convention)

Dear Committee,

| am nominating George Hofmann as the "Lawyer of the Year" because of his consistently excellent service to
his clients, his integrity, his humility, and his skill as a lawyer. Mr. Hofmann is a well-known bankruptcy attorney,
who regularly represents chapter 11 debtors, chapter 7 debtors, chapter 7 trustees, and creditors in bankruptcy.
He currently serves a chapter 7 trustee as well. As a young law clerk to the Hon. Joel T. Marker, (now) Chief
Bankruptcy Judge for the United States Bankruptcy Court for the District of Utah, Mr. Hofmann regularly
impressed me with his skill in the courtroom, his professionalism and candor, and the incredible value that he
provided to his clients. He is an effective "no-nonsense" attorney who takes his work seriously, but does not take
himself too seriously. This is an increasingly rare thing, | think.

Since joining Cohne Kinghorn, P.C., in 2013, | have had the privilege of working with Mr. Hofmann. | have
witnessed first-hand how he strives to provide efficient and cost-effective services to his clients. He has helped
hundreds of clients (maybe more) through the bankruptcy process. He has helped companies reorganize, small-
business persons start over, and creditors get paid. He is widely recognized as one of the preeminent chapter
11 debtor attorneys in the State, because he is driven by a desire to help people through bankruptcy. While
running a business (i.e., getting paid) is an important part of being an attorney, it seems to be low on Mr.
Hofmann's list of priorities. Rather, he strives foremost to uphold the standards of our profession. He serves as a
Trustee with integrity and compassion, doing his best to comply with the strict requirements of the Bankruptcy
Code. He is well respected among the other attorneys who practice in bankruptcy.
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Finally, Mr. Hofmann is a model example of the work-life balance that so many attorneys strive for. He is a
dedicated father and husband. He refuses to allow the never-ending stream of emails and demands that
attorneys fact to dominate his life. He sets reasonable boundaries on how much the profession can demand
from him. As a young attorney, Mr. Hofmann helped me to implement these same practices, oftentimes inviting
me on ski outings during the week, or encouraging me to avoid working on weekends. | truly appreciate the
mentorship and guidance he provided.

In short, Mr. Hofmann is a mentor, a public servant, a business-saver, a problem solver, a human-prioritizer, and
a gift to the profession. He is well deserving of being recognized as the attorney of the year in the state of Utah.

Please select one:

My nomination is public and | give permission for my nomination to be shared with the nominee and published,
whole or in part, by the Utah State Bar.

Nominator Name

Jeffrey Trousdale

Bar Number

14814

Email address

itrousdale@ck.law

Date

5/26/2021



41

Shiisey aaad
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From: WordPress <Nominations@utahbar.org>
Sent: Friday, May 28, 2021 12:49 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Amy Oliver

Utah State Bar Member

Nominee's Name

Joni Jones

Lawyer of the Year Award (Summer Convention)

On behalf of the Women Lawyers of Utah, it is my honor to nominate Joni Jones for Lawyer of the Year.

Joni Jones is the Division Director for the litigation section at the Utah Attorney General's Office, which is the
largest division at the Attorney General's office (about 40 employees). She has been involved in some of the
largest and most significant litigation in the state. The most recent case in which Ms. Jones demonstrated her
expertise and professionalism is the litigation filed against the University of Utah by the family of Lauren
McCluskey, the University of Utah student killed several years ago in a domestic violence incident. Ms. Jones
led the team of attorneys representing the University of Utah and was instrumental in negotiating a settlement of
the litigation. This involved many more complexities than a typical case, including working with both the
Governor's office and the Utah State Legislature. Given the subject matter of the litigation, the negotiations
required a lot of sensitivity to the plaintiffs, the University of Utah community, and the political and community
implications. Ms. Jones was diligent in her representation of her clients, but did so in a manner that
demonstrated the epitome of professionalism.

Additionally, over the past year, Ms. Jones demonstrated her leadership and creativity in working with
employees at the Utah AG’s Office to be able to continue to advance their litigation despite the many challenges
of the COVID-19 pandemic.

Please select one:

My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.
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_Chﬂ Abad
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From: WordPress <Nominations@utahbar.org>
Sent: Wednesday, May 26, 2021 4.01 PM
To: Christy Abad
Subject: New submission from Nomination Bar Awards

Nominator Name

Robert Sykes

Utah State Bar Member

Nominee's Name

Andrew Morse

Lawyer of the Year Award (Summer Convention)

| am pleased to nominate Andrew Morse, a partner at Snow, Christensen and Martineau to be Distinguished
Lawyer of the Year. | have litigated cases with Andrew for many years. He is extremely intelligent, competent
and fair with his opponents. He has a keen sense of justice. He has given many years of service to the Utah
State Bar. Most recently, Andrew organized a bar seminar on the use of force that drew nearly 2000 registrants,
many from around the country. He is deserving of this honor.

Please select one:

My nomination is public and | give permission for my nomination to be shared with the nominee and published,
whole or in part, by the Utah State Bar.

Nominator Name

Robert Sykes

Bar Number

03180

Email address



43

Christy Abad =

From: WordPress <Nominations@utahbar.org>
Sent: Friday, May 28, 2021 12:01 PM

To: Christy Abad

Subject: New submission from Nomination Bar Awards

Nominator Name

Victoria Carlton

Utah State Bar Member

Nominee's Name

V. Lowry Snow

Lawyer of the Year Award (Summer Convention)

V. Lowry Snow is an outstanding legal advocate, litigator, and mentor. Lowry is the epitome of professionalism
and has been a champion of the Utah Bar in Southern Utah. He has also been invaluable in his role as a Utah
House of Representative for which he has championed the positive changes we have seen with the juvenile
code recodification. | could not think of anyone that fits this award better than Lowry Snow.

Please select one:

My nomination is private and should not be shared with the nominee or published, whole or in part, by the Utah
State Bar.

Date

5/28/2021
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Chrisy Abad - -

From: WordPress <Nominations@utahbar.org>
Sent: Thursday, May 27, 2021 1:16 PM

To: Christy Abad

Subject: New submission from Nomination Bar Awards

Nominator Name

Karina Sargsian

Utah State Bar Member

Nominee's Name

Ann Mari Taliaferro

Lawyer of the Year Award (Summer Convention)

Ann Marie Taliaferro represents the best of our attorneys in Utah. | am a civil litigator at Holland & Hart LLP, and
[ took on a Post Conviction Relief Case pro bono. | have been working through uncharted waters, representing
my client to the best of my ability. Throughout my time with the pro bono matter, | have reached out to Utah
attorneys through a Facebook group page for answers to various questions related to my pro bono matter. Ann
always responded with advice and even provided me her phone number to call if | had any other questions. At
one point, there was an incarcerated witness that agreed to provide new testimony in support of my client, but
this witness needed counsel's advice on whether to provide such testimony. Ann agreed to meet with this
witness, pro bono, and provide the needed advice. | am still in awe of the amount of assistance that Ann has
provided me in my matter, unconditionally and happily. | did not know Ann before | took on my pro bono matter
and reached out to the Facebook group of attorneys. She had no reason to help me. If more Utah attorneys
followed Ann's examples, we would have one amazing Bar doing good for the community. Though | will add that
| believe our Bar is pretty amazing already.

Please select one:

My nomination is public and | give permission for my nomination to be shared with the nominee and published,
whole or in part, by the Utah State Bar.

Nominator Name

Karina Sargsian
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Christy Abad _
From: WordPress <Nominations@utahbar.org>

Sent: Wednesday, May 26, 2021 3:48 PM

To: Christy Abad

Subject: New submission from Nomination Bar Awards

Nominator Name

Greg Wayment

Utah State Bar Member

Nominee's Name

Christopher Von Maack

Lawyer of the Year Award (Summer Convention)

| write to nominate Chris Von Maack for the 2021 Lawyer of the Year Award. Chris and | started in the
profession at about the same time. He was young, but from the start he was the most intelligent, articulate, and
diligent attorney I've ever known. One of the first complaints he drafted was for the partnership dispute involving
the La Caille restaurant. His grasp of the facts and nuances of that matter directly contributed to a $4.7 million
dollar verdict for the client.

From that first day, Chris was a strong advocate for me as a paralegal. He argued for my abilities to draft
documents, research, and for being part of the trial team. I've been incredibly grateful for that.

Chris went on to 1st chair several trials and in 2011, he become a partner at Magleby & Greenwood. In May of
2018, Chris and Jason McNeill started the firm McNeill Von Maack.

Chris attended Rowland Hall through high school and then attended the University of California. He chose to
follow in the footsteps of his sister Linda D. Smith and his father, Robert Maack, who was well-loved and the
1998 Utah Trial Lawyer of the Year. He attended law school at the McGeorge School of Law at the University of
the Pacific, where he graduated Order of the Coif, was a writer and editor for the McGeorge Law Review and
served-as teaching assistant to Professor Pingree. Afterlaw school, Chris clerked for Judge Pamela T.
Greenwood on the Utah Court of Appeals.

He is a member of the Committee on the Model Utah Jury Instructions and the David K. Watkiss-Sutherland |l
Inns of Court. He is currently the chair of the Utah Supreme Court Professionalism and Civility Counseling
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Board.

He currently serves as a both the chair of the board for Rowland Hall and the chair of the R. Harold Burton
Foundation, a philanthropic organization that supports education, science, and health projects. Previously, he
has served on the boards of Preservation Utah and Salt Lake Honorary Colonels.

| would say above and before these things, Chris is a very active and loving father to his two children, Charlie
and Julia, and he is married to his high-school sweetheart, Alexandra. If you know Chris, you know he is
charming, witty, and is a real credit to the Utah legal community. | am honored to submit this nomination.

Please select one:

My nomination is public and | give permission for my nomination to be shared with the nominee and published,
whole or in part, by the Utah State Bar.

Nominator Name

Greg Wayment

Bar Number

45016

Email address

wayment@mecg.law

Date

5/26/2021






LOOKING IN &
LEADING OUT

Key Findings on Diversity
from the UCLI 2020
Certification Program Survey

y UCLI UTAH CENTER FOR - JUSTICE
- LEGAL INCLUSION LAB |




CREDITS

UTAH CENTER FOR LEGAL INCLUSION
Melinda Bowen, Executive Director
Ling Ritter, Associate Director
Aida Neimartija, UCLI Advisor, former Executive Director
Kristen Olsen, UCLI President

TRACKING PROGRESS COMMITTEE
Committee Chair: John Baldwin
Committee Members:

Dr. Christy Glass

David McNeill

Zachary Scott

Scarlet Smith

Marshall Thampson

REPORT AUTHORS

From Justice Lab at the University of Utah S.J. Quinney College of Law:
Sarah Martinez
Jackie Rosen
Ryan Williams

Special thanks to Anna Carpenter, professor and director of Justice Lab

Design by Megan Magray, www.meganmagray com

The headings in this report are typeset in Martin, a typeface
inspired by the Memphis Sanitation Strike of 1968. [t was
created by Tré Seals, founder of Vocal Type Co.

LOOKING 1N AND LEADING OUT: KEY FINDINGS ON DIVERSITY FROM THE UCLI 2020 CERTIFICATION PROGRAM

SURVEY

INTRODUCTION

PURPOSE OF THIS REPORT. Law is one of the Least
diverse professions in the country. Utah's legal
community is no exception. We area profession with
waorthy aspirations like ensuring access to justice,
fairness, and equality before the law. To reach
these goals, our legal institutions must represent
the communities we serve, Many legal employers
and members of the profession recognize this and
are working to make Utah's legal profession more
diverse, equitable, and inclusive. This report aims to
support that work.

This report is based on data collected from a
survey of Utah legal employers participating
in the Utah Center for Legal Inclusion's (UCLI)
Certification Program. LCLY's Cartiicatign Proaram
attracts law firms and legal organizations seeking
to improve diversity, equity, and inclusion (DEI)
within their organization. The Certification Program
offers employers methods, strategies, policies,
and standards for addressing DEL? The survey
was administered between November 2020 and
January 2021 and focuses on understanding the
representation of different racial, gender identity,
sexual orientation, and disability status groups
in Utah's legal profession. The data capture
the demographic makeup and policies of legal
employers as of December 31, 2019. This report
provides a benchmark that legal employers can use
to gauge their success in attracting, retaining, and
promoting diverse talent going forward. It is also @
resource for employers interested in making their
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workspaces more diverse, equitable, and inclusive.
UCLI intends to gather data in future years 1o
compare to this baseline. This report is a resource
for everyone involved in Utah's legal field, including
those who may one day enter it.

For partners, senior attorneys, managers, owners,
and others in workplace leadership, this report
presents the results of UCLI's certification survey,
identifies trends, and offers best practice suggestions.
InLarge part, this reportwas drafted with youinmind.
Your leadership and commitment are necessary for
Utah's legal field to see sustainable improvement in
the hiring, advancement, and retention of attorneys
from underrepresented groups.

For diverse lawyers, the data reported here reflect
your presence, work, and dedication to improving
the field for yourself and people Like you_This report
recognizes the contributions you have made and
will continue to make to Utah's Legal profession. The
authors hope this report will, at some level, validate
your experiences and support your work,

For lawyers, legal paraprofessionals, law students
and those interested in entering the legal field, this
report is a primer on diversity, equity, and inclusion
in law in Utah. Many in Utah's legal profession are
working to diversify our ranks, create and promote
more equitable workplace policies, and foster an
inclusive cutture. The authors of this report hope
you will join in this work.

L Allisan E Laffey & Allison Ng, Diversity and Inclusion In the Law: Challenges and Initlatives (Miry 2. 7717, hnpszl/vmw.amurl:anbar.orgl
i Les/: iversity-and lon-In-the inkifativest,

group: ty

9

2 UCLI, UCLI Certification Program Querview (2021), hitps /fwww utahcli org/certification/.
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The data and best practices this report presents are not just for Legal employers
or attorneys from underrepresented groups, They are for everyone in the legal
community. We each have arole to play in Looking inward at our current practices,
understanding what it will take to improve ourselves and the systems in which
we operate, and Leading out to make Utah's Legal community a welcoming place
that's an example for others to emulate.

ABOUT THE UTAH CENTER FOR LEGAL INCLUSION. UCLI was formed in
response to a long-observed pattern in the Legal profession: a Lack of diversity,
particularly of diversity in senior roles, To fully realize the values underlying
our American legal system—fairness, representation, access to justice, and
equality before the law, among others—it is imperative that the legal profession
adequately represent the communities it sets out to serve. Often, advocating
for or coordinating the implementation of equitable and inclusive policies falls
to the members of underrepresented groups these polities are supposed to
support. This can Lead to burnout and advocacy fatigue.

UCLI aims to play a critical role in resolving these issues. By coordinating
with the Utah State Bar and its affinity groups, legal employers, government
agencies, educational institutions, businesses, and community partners, UCLI
strives to enhance organizational inclusion, facilitate educational opportunities
and professional advancement for students and attorneys with diverse
backgrounds, and track the progress of legal inclusion efforts throughout the
state. Taking on the role of collecting and presenting benchmark diversity data
is just one way in which UCLI is working to advance diverse representation and
bring about an equitable and inclusive future for Utah's legal institutions and
justice system.

ABOUT JUSTICE LAB. Justice Lab is an intensive clinical course at the S.J,
Quinney College of Law where students engage in public interest legal work,
Justice Lab students work on projects related to access to justice, public policy,
and systemic change. Small teams of students work directly with government
and nonprofit clients to advance social change throughout the semester-long
course.

LOOKING IN AND LEADING OUT: KEY FINDINGS ON DIVERSITY FROM THE UCLI 2020 CERTIFICATION PROGRAM SURVEY
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SUMMARY OF KEY FINDINGS. The UCLI survey gives insight into the
demographics of Utah's legal profession? Key findings include:

+ Key Finding #1: Black, Indigenous, and people of color (BIPOC)*
occupy less than 5% of equity partner positions. Proportional BIPOC
representation decreases from associate to equity partner.

+  Key FindIing #2: Women and men are hired as associates at similar rates
but at each Level of advancement women's proportional representation
decreases as men’s increases.

+  Key Findlng #3: Women are twice as likely as men to have part-time
schedules.

+  Key Finding #4: The percentage of LGBTQ+ attorneys is 3.5 times Lower
than the percentage of LGBTQ+ attorneys nationally.®

«  Key Finding #5: The percentage of attorneys in Utah with a disability is
less than 1% of all attorneys, but is almost six times Lower than other
employed Utahns with a disability.

+ Key Finding #6: Respondent employers in Utah have fewer DE! and
schedule flexibility paticies than regional legal employers.

3 Due to methodology {parlicularty employer reporting) data on disabled and LGBTQ+ papulations are

Umited In this survey.

4 Refers to race/ethnicity and Inzlidgies census categories: Aslam, Black or African Amerlzsi, Littinx, Nitbes
American or Alaske Natve, Natws Hawalien or other Pacife Istander, and multiracisl Lawyers. Referenzes
to raclal and ethinle representation refer to these same census categories

5 fiatinmal fasschatlin for Law Placement, 2020 Repret o Diversity it U.S. Law Firms 10 (2021) (reporting
24t5% of LS. artnrmeys ldentify as LGBTQ) Inerinafies HALE 3070 Report on Diversity].

INTRODUTTION



WHY DIVERSITY,
EQUITY,AND INCLUSION
MATTER

Many lawyers enter the profession because of an interest injustice, equallty, and
faimess. As lawyers, we want to contribute to ensuring a just society, equitable
outcomes for our clients, and fair legal systems. By promoting diversity, equity,
and inclusion, the legal professlon can advance these broader goats.®

Beyond advancing worthy communlity goals, diversity adds value to our
relati ips and spurs pr growth, It also leads to bencficial business
outcomes.’

DIVERSITY, EQUITY, AND INCLUSION ARE GOOD FOR BUSINESS. Diverse
workplaces often produce more innovative ideas,” greater productivity,® and
happier employees."” Research has atso found that diversity is better for the
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bottom line when considering diversity of race,"
gender," and sexual orientation aridentity.” Notonly
are employees in diverse and Inclusive workforces
putting in more discretionary effort (the extra
work that emplayees put in because they want to,
rather than are required to),' they also have greater
intent to stay at such workplaces.” This means that
diversity not only increases productivity on the
employee level, it may also increase productivity at
the organizational level by allowing greater focus
on business effor(s rather than the time-consuming
hiring process. In addition, diverse legal teams
“achieve significantly higher performance ratings.™®
Collaboration and team commitment are greater
within diverse workforces."

In addition, business entitles that hire taw firms
are placing market pressure on legal emplayers

51

to focus on DEI. Many Utah business leaders have
publicly recognized the importance of raclal
DEI' Clients want law firms that are embracing
diversity.” In a competitive legal market, those who
are committed to diversity, equity, and inclusion
not only show potential clients that they are able to
attract and retain diverse talent, but also show that
they are equipped to handle diverse and complex
issues. But promoting diversity on the surface
without implementing inclusive pollcies and best
practices can lead to burnout, estracism, tokenism,
and conflict. The benefits of a diverse workplace
C ity are real and employers who are willing
to do the work to recruit more diverse talent and
bulld inclusive cultures to retain it are the enes who
are investing In the future.

11 Cedric Herring, Does Diversity Pay? Race, Gender, and the Business Catir for Diversity, 74 Au. Soc. Rev. 300, 304 (Apr. 2009} (IRJaclal diverslty
15 associated wilh increased sales revenur, more customers, greater market share, and greafer relanye prefm").
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THE UCLI SURVEY

RESEARCH DESIGN AND METHODS. UCLI
distributed the 2020 Certification Program Survey to
legal employers participating in UCLI's Certification
Program, The survey was sent to 53 employers
starting in November 2020 and received 31 unique
responses before closing at the end of January 2021.®
The survey collected data from legal employers
throughout the state and captured demographic
data from more than 1700 Utah attorneys. This
report anonymizes all data reported.

The survey was completed by a representative
from each employer, This method aimed to ensure
that the data accounts for all atterneys at each
respondent employer, rather than just those
who might respond to a survey sent to individual
attorneys and paralegals.

Respondent emptoyer size ranged from 3 to 273
attorneys, Employers included private law firms,
government offices, non-profit legal groups, and
in-house counsel offices of private companies.
The survey focused on four main demographic
categories: race and ethnicity, gender, LGBTQ+,
and disability status. Law firm demographic data is
generally separated into two categories: employee
title {including equity partner, non-equity partner,
associate, of counsel, summer associate, and
paralegal) and employer size (including firms of
2-20,21-50, 51-100, and 100+ attorneys). The survey

also collected information about legal employers'
internal pollcies. Government offices and other legal
organizations that do not follow these categories
selected the most similar categories. For example, a
senior attorney in a government office was grouped
with non-equity partners at private firms.

The purpose of the survey was to create a baseline
of demographic information on Utah's legal
community. Participating employers represent a
variety of practice areas and specialties, ranging
from family law and intellectual property to criminal
law and corporate litigation. The employers were
on average larger than those that make up Utah's
legal profession as a whole.* For example, only six
percent of the demographic data captured in the
survey is from attorneys who work at offices with
less than 20 total attorneys, despite more than half
of all Utah lawyers working at legal offices with
less than 30 attorneys.” In other words, the data
underrepresents attorneys from small firms.

After the data collection stage, Justice Lab students
from S.J. Quinney College of Law cleaned the data
and analyzed the responses, Responses from all 31
employers are included in the data reported here.
Data submitted from employers with significant
presence outside of Utah were excluded from the
demographic data in each Utah analysis but were
included for regional comparison in the policy data

20 The group of employers that falled to respond did nat have any particular charactertstics, There was no particular size or type of employer

that tended to fail to respond.

21 Appraximately 8% of attorneys In the UCLI survey worked at employers with fewer than 20 altorneys A recent Ulah Bar survey found that
55% of attorneys worked at employers with Less than 30 attorncys. Utah State Bar, 2020 Utah State Bar Member Survey Final Results 108

{Apr. 8, 2020), hps: P
73 2020 thah Seate Tar Member Lurvey

11/8ar-Survey.pdf [herelnafter 2020 Utah State Bar Survey]
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in Key Finding #6. Data from a total of 28 legal employers were included in
the gender findings and data from 27 legal employers were relied on for the
remaining demographic findings in this report. Raw numbers of attorneys
were converted into percentages, given the total numbers reported by survey
respondents. Responses about policies were sometimes turned into percentages
by counting the number of “Yes" resp and "No" resp indicating

whether a given employer had or did not have a listed policy.

ADDITIONAL DATA SOURCES. Data from the National Association for Law
Placement's (NALP) 2020 Report on Diversity in U.S. Law Firms was used to
provide a regional comparison to demographic representation in similar states.
NALP collects data from metropolitan areas, rather than from entire states.
This is a useful comparison to the UCLI responses because the majority of UCLI
survey responses were from Legal employers in the Salt Lake City metropolitan
area, NALP data from legal employers with offices in the Denver, Phoenix, and
Portland areas were used to provide the regional comparison. These regions
were selected to provide a rough comparison to Utah's legal market, in both
geography and demographics.

Justice Lab students also sought reflections from attorneys and law students
from underrepresented groups in Utah. Respondents were asked to share
experiences in the legal field where their diverse identity played a role in
how they were treated, the type of law they chose to pursue, or whether they
considered leaving the profession, It was sent to attorneys through UCLI and
Utah State Bar affinity groups (including the Utah Minority Bar Association and
Women Lawyers of Utah) and to Law students at the S.J. Quinney College of Law.
This report draws on the responses to highlight the lived experiences of these
attorneys and Law students in Utah. Quotes from these responses are included
throughout this report.
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Black, Indigenous, and people of color {"BIPOC")™ are vastly underrepresented
in the Legal field. In the United States, members of BIPOC communitles make
up approximately 40% of the overall population, but only 18% of lawyers.* A
similar disparity between the representative proportion of BIPOC communities
and BIPOC lawyers is present in Utah. Approximately 22% of the population
In Utah Is BIPOC, but only 9% of attorneys and 13% of paralegals in the Utah
legal community were reported as BIPOC.»

In the UCLI survey data, BIPOC representation is highest in summer associate
{17%) and paralegal {14%) roles and decreases as seniority increases within
Legal organizations, from assoclate (8%) to equity partner (4%). The first chart
depicts the number of legal professionals by role in the UCLI data.

The UCLI data suggests employer size may play a role in the decrease in BIPOC
representation in more senior positions, but also makes clear that regardless
of the number of attorneys at an employer, BIPOC tegal professionals are
underrepresented. Medium-sized employers of 21-50 attorneys had the
highest percentage of BIPOC summer associates and associates, but the Lowest
percentage of BIPOC attorneys in partner positions, perhaps indicating a recent
push by employers of this size to add more racial diversity to their staff.

An important method for increasing diversity and inclusion at every level
of a legal office's seniority Is having BIPOC attorneys or professionals sit on

T Refersto and Includes les: Aslan, Black or Afrlcan American, Latinx, Native
American or Alnska Native, Native Hawailan ar other Pacific Islander, and multiraclal Lawyers Referznces
to raclal and ethnie representation Include these same census categorles

24 NALP 2020 Diversity Report ar 16.

25 The Utah State Bar tracks the White, non-hispanic demographic as *Caucaslan” which Is no tonger a U'S
Census category, and may slightly skew the radal data due (o the manner In which Lhey are reported
(e.g., allowing respondents Lo select "Caucasian™ along with other identificrs). 2020 Utah State Bar
Member Survey; U'S Census V2019, QuickFacts
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in the UCLI survey, 40% require the inclusion of at
least one BIPOC attorney on committees related
to hiring, 27% require inclusion on committees
related to compensation, and 38% require inclusion
on committees related to promotion. Several
legal employers reported having committees or
specific representatives dedicated to matters of
organizational diversity and inclusion. Of the legal
employers surveyed, about 50% stated they had a
committee specifically dedicated to DEI, but only
about 30% reported giving billable hour credit to
attorneys for work related to diversity and inclusion
efforts. If BIPOC attorneys are asked to sit on DEI
committees or take on other DEI effarts in addition
to the workload expected of other attorneys, BIPOC
attorneys may become disproportionately burdened
with these well-intentioned obligations.” In general,

legal employers whose diversity committees were
tasked with writing and reviewing DE! policies were
also the ones giving billable credit to attorneys
for work related to diversity and inclusion efforts.
The responsibilities of other, non-compensated DEI
committees were often vague.®

Utah's law schools have among the lowest rates
of BIPOC student representation in the region at
roughly 17 percent.” In a 2021 analysis of the 200
Whitest Law Schools, Utah's twa law schools ranked
89th (University of Utah S.J. Quinney College of
Law} and S1st (Brigham Young University J. Reuben
Clark Law School).® However, there Is stlll greater
BIPOC representatlon at Utah law schools (17%
BIPOC) than at Utah Legal employers {9% BIPOC).

BIPOC Representation by Role in Utah's Legal Profession

® Utah @ Reglonal Compartson

Paralegals = —

SUMIMEr 401 s —
Amecipes ﬁ

Partert I

Source: UCLI 2020 Certification Program Survey, 2020 NALP Report on Diverfty

Note: Regianal comparisons for this and subscquent graphics in this section are based on 2020 NALP data from legal employers wié =fflzce w
the Denver, Phoenilx, and Portland areas. These reglons were selected to provide a rough comparison to Ulah's legal market, botf lit gesgeaphy

and demographlcs. Paralegal data was ot avallable In the NALP report
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maintenance of diversity within the firm )

20 Examples of vague responsibilitles include “advise on Issues related to OE)," “report on DEI efforts both Inside and autside the [organization),”
“discussing matters of diversity and mcluston at the firm,” "becoming educated about Inclusion and diversity,” etc

29 2(20 ABA 509 Disclasures Total JD Enrallment for Law schools in Arizona, Colorado, Idaho, lowa, Oregan, Minnesota, Malne, Montana,

Pirwad, Hes Mexlco, Vermund, Washington ond Wysming. Duta from a1l i schionis i eech state were Concordla
Unjurity Sehool of Les @ata weps frrem 2 2010 ALK 864 disctsslee b [ s iLhl=. While most of the states
snilprarg In the cesian, e1lie wtares were [ '

30 Vernellla R. Randalt, The Whitest Law Schools - 2021 (Mar. 8, 2021), hitps Mrazizm, FI03 L4 chesd 3
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BIPOC make wip lesd than 5% of equity partner positiars ragardless
of the size of the legal employer, and representation decreases from
associate to equity partner.

Key
= BIPOC
O White, Non-Hispanic

Parimers 533 §4000000000000000
50600808000060808000
30886000000008080000

68636800000808580000
50606000000800080000

Parategats  gaggditdiitd 000000
50606000000800000000
506080808000000000000
$0006800000000080000
58080800000008000000
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Demographics Key
@ White, Non-Hispanic
© BIPOC
@ Not Disclosed .
Utah us. Utah Legat LS, Legal
Population Population I nal

Source: US. Census VaTiHl, MMLFMMWQMIMMFSHW
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BIPOC Representation by Employer Size

3 Key 12

2-20 Attorneys 21 - S0 Atlorneys 51- 100 Attorneys 100+ Attormneys. Reglonal Comparson

Saurce LCL) 2020 Certification Program Survey, 2020 NALP Report on Diversity
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BIPOC Attorney Representation by Employer Size BIPOC Attorney Representation by Professional Role
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KEY FINDING #2

Women and men are hired as associates

at similar rates but at each level of
advancement women's proportional
representation decreases as men's increases.

The UCLI survey found that the proportional representation of women
decreased at every level of advancement in Utah's legal field. This finding is
consistent with the robust data in the 2020 Women Lawyers of Utah report,
Barriers to Advancement* Women are vastly overrepresented In paralegal
positions, tend to be underrepresentad In Junior attarney positions, and are
wastly underrepresented in senlor attormey positions The Ltah legal fisld's
representation of women Lags behind the region. Women make up roughly 1
out of every 4 partners at law firms in the region, but the average among
Utah Law firms surveyed was roughly 1in 6 (17%).”” Utah is behind national law
firms in reaching overall gender parity (29% women lawyers as opposed to 37%
nationally).*

Althiough women make up only 29% of lawyers at surveyed employers, the
vast majority of parategals are women [approximately 20%), This disparity in
repre ion of women lawyers and paralegals tracks with nationat
datn On average at law irms, women made up 44% of summer associates

31 Thir Wasmpn Eawyars 4f Ubal Wy faind 1ot “1sh women geprie
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32 NALP 7020 Report an Diversity (considering firms In Denver, Phoenix, and Parttand)
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i grearae et officer, e et 1F wamen m pArREeLee ke rises to adout 25% Farzsitners In
erasitinnak esvate Lans firm, Tt number i appresmanety TP

34 2020 Utah State Bar Survey, a1 99
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and only 17% of partners.” The UCL! survey did not
collect information that allowed for conclusions
about women of color ("WOC") and other
intersectional identities, but other industries have
found that similar trends are even more significant
for WOC.”

There is no clear trend in the UCL! data for gender
representation and employer size, As the Gender
Representation by Employer chartindicates, smaller

Women make up 39% of Assoclates and
25% of Partners (Equity and Non-equity)

Partners
sfofeXelels
66808600000
§00006008600
600608060600
Associates

Do Do

e Do
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KEY FINDING #2

employers hired greater percentages of women
summer associates {71%) compared to the other-
sized employers (41%, 50%, 39% at employers
sized 21-50, 51-100, and 100+, respectively} and
regional employers (60%), but large employers
had more women in partner positions {32%) than
smaller and medium-sized employers (22%, 14%,
23% at employers sized 2-20, 21-50, and 51-100,
respectively).”®

Key
Women

O Men

cDo cDe
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Do Do
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36 This Includes bath equily and nan-equily partners,

J7 MCKINSEY & COMPANY & LEAN IN, WOMEN IN THE WORKPLACE 2020 9 (2020} (“Far every 100 men promoted lo manager, onty BS women were
promated:-and this gap was even Larger far some women: Only 58 Black women and 71 Latinas were promaled.’}.

36 The percentage of wamen (n gariner roles drops to 17% when nzluding data only from private Law firms
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WEY FINDING #2 KEY FINDING #2

Gender Representation by Role in Utah's Legal Profession Gender Representation in Utah v. Nationwide
Utah @ Vpmen. - M
@ Reglonal Comparison

Paralegals
Summer Associates 50% 49%
Associates 0 3%
Pariners —_—
us

Source UCLI 2020 Certification Program Survey, 2020 NALP Report an Diversity

Utah |S. Utah Lawyers U.S. Lawyers
Population Population
Source: U'S Censtrs V2019, Utah State Bar 2020 Member Survey

Gender Representation by Employer Size
Figut es reprusent the percentage of women In the designated role.
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Source. UCLI 2020 Certification Program Survey, 2020 NALP Report on Diversity
Note: Regional dala for pasalegals was unavailable
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On average, 67% of part-time attorneys at surveyed employers In Utah were
women and 33% were men®® The UCLI data suggests that there are greater
percentages of women working part-time at large {100+ attorneys} and small
{2-20 attorncys) employers than at medium-sized ones. The percentages of
wormen working part-time at medium-sized employers (55%} was similar to the
regional comparison {58%), which was near parity with men.*®

> 0 a0 a0 e
Part-time 19¢99¢¢?

Attorneys

Key

N Y F XXX IXXRY XXX XITITT,
oM 408 eeeB0000000008000
G8850088850000006060

Many employers may offer part-time policies as a well-intentioned aption, but
research suggests taking advantage of these policies can be a double-edged
sword for women. Mothers in particular face additional barriers when they opt

for part-time schedules, Some mothers may face a “flexibility stigma,’ or bias
triggered by mothers taking parental leave or working part-time or flexible

39 Part-time altorneys are predaminantly womes, but only about 10% of attorneys in Utah wark part-
lime. Sce Barriers to Advancement, 2020 WLU Survey, al 26 {finding that “12% of wamen work par(-ume
compared to only 7% of men"}

40 The data does not address Lhe reasan causing (his disparlty. The relallvely small number of employer
respandents means even one or two employers wilh auLllers In each size category could meaningfully
influence the data One possible crplanatian for the differenre s that several medum-sized employers
In Utah serve Large tech clients, who may favor Legal representation with the kinds of schedule flexibllity
palicies lech glanls are known for. This may encourage both men and women 10 have pari-time schedules
at similar rates

schedules, after they return.”! This “flexibility
stigma” disproportionately impacts women, as
partially evidenced by a higher percentage of men
than women “believ[ing] that they could ask for
flexible work arrangements without hurting their
carcer."?

"A well-meaning [male] attorney
told me he would ‘hurry and

get approval' of an agreemel
from his client 'so that we can
wrap this up and get you back

home to your kids.' | do not
have kids, and lived alone at the
time. | worked a normal 40-60

hour work week just like any
ather young professional, but he
assumed | was . . . part-time[.]"

Part-time Schedules by Employer Size

@ Men @ Women
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A recent survey of policies at Utah companies
found that entry-ievel, part-time schedule policies
were common, but those policies were much less
common in higher level positions.® A metaphor
used to describe the loss of women from a field
before they reach representative proportions in
senior roles is called the “leaky pipeline,"* The
lack of these schedule flexibility policies for senior
roles may contribute to a leaky pipeline because it
may pressure women "to forgo promotions or leave
their companies rather than transition to full-time
roles."*

Schedule flexibility is especially relevant given
effects of the COVID-19 pandemic. Many Utah
women “left the workforce completely,” “took a
leave of absence,” or “downshifted’ . . . from full-
time to part-time work" in 2020.¢

00000

220 Attorneys 21- 50 Altarneys 51 - 100 Attorneys 100+ Attarneys Regicnal Comparison

Source: UCLI 2020 Certification Program Survey, NALP 2020 Report on Diversity

4] Commission on Women In the Professlon & MCCA, You Can't Change What You Can't See: interrupting Ractal & Gender Bias in the tegal

Profession, ADA 34 (2018)

42 1d. at 35 (2018} (32% of wamen of color and 36% of white women, but 50% of white men},
43 Utah Women & Leadership Profect, Ftexible And Famity-Friendly Policies at Utah’s “Best Places To Work”, UTAH STATE UNIv. 2 (Dec. 2, 2020).

44 Fenuite Yrieicyh, Matharine 8. (fsnanay,

Sarah Tidrauen, Fana Ly, htays 1 Slatia, Margaret Frys, itz Stathenleg £

Mewa Tad, A Ly i the llndl"nlr Pipetiae: ety nﬂlfliul’fﬂd‘ﬂmp’l‘ =itibectnrnl IWimers, 30 Feasmini i Pyvesl, L1 (7910)

45 See infra Best Practice #4, “Creale and uniformly apply Rlexible work palicies™; Utah Women & Leadership Project, Fiexible and Famity-
Friendly Policles at Utat's “Best Places fo Work”, UTAH STATE Unv. 2 (Dec. 2, 2020).

46 Decky Jacobs, Thousands of Utah Wamm Lr]tlhe Warhplm:e During COV!D 19 anﬂzmlr, New Report Shows, SALT LAKE TRIB. (Apr

6, 2021, 6:00 AM), https //

1_lerm=0_ dd‘151129-]64758(45!)-]2]72133 Utah Women & Lcndcrshlp

Prqe:k, The Impact a[COVlD -19 on Utah Women and Work: Changes, Burmout, & Hope, UTAH STATE UNIV. 2 (Apr. 6, 2021)
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KEY FINDING #4
community, which may be driven in part by survey LGBTQ+ Representation
KEY FINBING 4 design.* An employer survey accounts for all Heterosexual /Clsgender @ LGBTQ+
attorneys at a firm but the quality of responses

may be somewhat lower because employers are ‘ ‘
encouraged not to make assumptions. Not every
LGBTQ+ attorney may feel comfortable revealing

The percentage of LGBTQ+ attorneys in

Utah is 3.5 times lower than the Percemage their sexual orientation or gender identity in the
of LGBTQ+ attorneys nationally. workplace ®
USS. Popedation Utah Popidstian
“[Slome people | worked with

Employers in the UCLI survey reported that less than 1% of lawyers Identify in the leqa_L profe55|‘on RIS ‘ l
as LGBTQ+, suggesting LGBTQ+ attorneys are either underrepresented in strongly biased against those who

Utah's legal community or behaved in ways they considered

are not comfortable outing immoral [including the] LGBTQ+
u - themselves as LGBTQ+ in the i i
When | first started practicing W:rkplacis ! nationall b tc'c])mmll;‘nlty .y but theydfi:‘llkc" . Yot

T 3 €se blases were a goo ing. 5. Lawyers

law ... | was a closeted Lesbian of LGBTQ+ lawyers is more g g
as | was afraid to come out than three times higher than =
for fear | would be fired, or in the survey data (2.99% vs.

One reason employers may not be aware of LGBTQ+

not hired. [T]hat is one reason 0.85%).” In Utah, LGBTQ+ h emp )
attorneys in their offices is that LGBTQ+ attorneys

D people make up 4.5% of the
o [my] U population. Nationally, the may be concerned that their career mobility will
rate is 3.7%, ' be Llimited by discrimination, homophobia, and

hostility in the workplace.>* An essential way to help
LGBTQ+ attorneys to feel comfortable sharing their
identities, if they so choose, is to focus on building
supportive and inclusive cultures within law firms

USS. Law Schools
In its 2020 report, NALP relied on national data on LGBTQ+ law
students to conclude “that there is still the petential for additional

rowth in the presence of LGBTQ[+] associates."* [t is not clear " 3
igf this is the c:se in Utah because law school data on LGBTQ+ I think there arc_ people gndiother {galofices™
students in the state is not available. Nationally, there seems to who would not hire me =
be a decrease in LGBTQ+ attorney representation at higher levels now as an 'out’ lesbian.”
of seniority in law offices. LGBTQ+ Lawyers nationally made up
7.68% of summer associates, but only 4.66% of associates and
2.19% of partners.*

Source: 2019 Wittlams istitute LGET Dermogruphic Data, 2019 NALP
Diversity Report, UCLI 2020 Certifieation Program Survey

= of LGAT+ Kttsmeys tan tie (0L survey, uepporiing the concluslon
a fudl pictees of (hily pepetitizn. Martery i Avancenin 0 WLU Survey,
5ol w peamznty e Lestiinm, gay arheessual. Ooly twa

at 3z {“Aamang Ay ot
respandents Identified as transgender or nun-hlnary )

0 12 tha Heman Hlghns Campaign, sapreimately 50% +f LUETO+ persons ate clessted at work out of frar thit they might be
with coworkers, or mak pthers feel inranortable, A Workplace (9. Linderstanding the
e, Hlsw, s CAMPAIGN 6 [F11%],

.rrr_,-ﬂ veastl aed Qurer Employers Hitiaing Mamnphels Brerampey dn Alldiale
4 15!" Vi~ (34150 [ I ey wery desorioed &
rrily it i 4 LT serualtfies. . The ressarch 1 gadighes the fequitemont rnrzq.mlummmlnum\ ~|_pl"l|E e1]
aatemd beyond recegnition of mrgeta i 4 gz vk i vellefs end hete

attiludes can be woven mrwghou! some work cultures *)

The UCLI survey may not fully capture accurate data about the LBGTQ+

47 NALP 2020 Report, supra note 5, at 10 {reparting 2 99% of U'S. attomeys Identify as LGBTQ+) Flgures
compare NALP data to data obtalned in the UCLI 2020 Certification Program Survey.

481d at6 !
49 Id_at 10 a whelt berauss teaworh (¢ a= ipnrta)

3 |m-| e u‘wrlnnce! lgq )nu Ir Ihlanjnb xpplu:cn |ud|ls !ugnr_! gl
e e ey of £ shiad AHIENEIEON mInoricy, Fuprke Job atbiudes 2wl benzlt firms as
st nrorm wnllu(tlully and sbieeras’)
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LGBTQ+ INCLUSION IS
LINKED TO POSITIVE
BUSINESS OUTCOMES

Workplaces that are incluslve for the LGBTQ+ communlty are linked to "greater
Job proved workplace ps, Increased job satisfaction,
. .. [and) Improved health outcomes among LGBT[Q+) employees[.]™ Policies
that support LGBTQ+ people give businesses greater abllity to recrult the
highest-quallty candldates®™ and can encourage employees to stay with an
employer rather than looking elsewhere.®

54 MV. Lee Badgett, Laura E. Oursn, Angellkd Kastanis & Christy Mallory, The Business Impact of LGBT-
Supportive Workplace Policies, WILLIAMS INST. 1 {May 2013).

43 Shaun Pichler, Jandll Blazovich, Kirsten A. Cook, Janet M. Huston & Willlam R. Strawser, Do LGBT-
Ssiipertivr Covpornte Putivees Enfaros Plen Perfarmanen?, ALTr Fac. Puniovs 29 o1m [*LEAT
swipparive pelbeies 2w imparie=L i part, beembse they mumimie o Arm's sbdivy b aitrant highty skilled
\abor bn tight Labor markety.?)

36 MV, Lee Badgett et al, The Business impact of LGBT-Supportive Workplace Poilcles, at 1.
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KEY FINDING #5

The percentage of attorneys in Utah with a
disability is less than 1% of all attorneys,
but is almost six times Lower than other
employed Utahns with a disability.

Emplayers in the UCLI survey reported that less than 1% of lawyers have a
disability, which is similar to national trends. The percentage of employed
Utahns with a disabllity {5%) was almost six times higher than the number
of Utah Lawyers with a disabllity {0.8%), suggesting that the legal field is
particularly hard to break into for those with a disability or that attorneys prefer
not to disclose their disabilities to their employer. Although these numbers are
similar to those collected at the national level, it is likely the data reported
in the survey do not fully capture the number of attorneys with a disability in
Utah, Collecting data at the firm- or office-level is helpful in accounting for
every attorney at each emptoyer, but it may overlook those who choose not to
share their disability status at work. Some attorneys may have disabitities that
are obvious to their employer, such as partial paralysis, missing extremities,
deafness, or blindness. Other attorneys may have Less visible disabilities, such
as neurological learning disorders (e.g., ADHD), hearing loss, arthritis, or
chronic depression.

The Legal field can be particularly challenging to break into and navlgate for
attorneys with a disability. For those with physical disabilities, navigativing
law offices or court rooms may require thinking ahead or building extra time
into transit and arrival plans. This additional barrier placed on attorneys
with disabilities takes away from time they could be spending on their
careers, families, and other interests.” A lack of flexible hours, accessible

&7 tn mddls starpeys Fy alis b dlsadvntaged when | eotes B g Intiiteritad {2 carres
abvangemen, At sama Legal rmplayriz, Tt harriers 12 ailvnnrement €4 1y erskied
atean & ionAbie 15 08 gulfing wath the perine ind ntinrey B matte [ g
gree % f]d werk haliway Acknestedgm, ffieultie, Amil sy 2y mant borsd on
mare shjeciive eAtena, weuld baneft dusbled anierneys Seelifen B Practice £, Aevaatoment te2
‘b i Fede-barmil, Dpr Prespective B Low Stadnnt, iv LLAD 8- Law ERS WITH A6
S ASE TREM WSSty 31 Fiskictes 5: WITMur, Carcie & Betan, & Sepnhanis L Enars odr, 2018

or assistive technology® and other reasonable
accommodations® may unfairly disadvantage
attorneys with neurotogical and other disabilities.
Supporting attorneys with disabilities means
creating cultures where seeking accommodations
is encouraged, not ignored or criticized, Creating &
culture and environment that supports attorneys
with disabilities also supports attorneys without
a disability. Many of the accommodations that
benefit those with Lifelong disabilities are beneficial
to those without disabilities, those experiencing
temporary physical or cagnitive disability, or those
with undiagnosed disabilities.

"A past coworker .. wasfi
because he ‘just couldn't
handle' the caseload and was
taking too much time off.

[TIhis attorney inherited a . .
very difficult [caseload which]
involved a Lot of travel. ..
When he began experiencing
significant symptoms of mentat
ilLness, he asked management
for help {more manpower, more
resources, a more realistic
caseload, etc.}). He was told

to take time to ‘take care of
himself' but was not given any
other help. Soon he was fired
for taking too much time off.”
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This shared benefit applies to potential clients as
much as it does current and future employees.

Disability Representation
@ No Disabllity With a DisablLity

o

C

U.s. Employed Utah Employed
Population Population
o Q 26
US Lawyers Utah Lawyers

C

U3, Law Schools

Source: Census Mirpaw ACS, 1 ¥etir 2310, 3810 NALP Dheersity Arprt,
UCL! 2570 Certficatian Fregrem Survey

Moty Data an gpdeny With diubibites at Uiah Lim dchisds s not
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Apr. 24, 2021)
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Attorneys with disabilities make up Less than 1% of all attorneys
reported in the survey data.
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KEY FINDING #6

Respondent employers in Utah have
fewer DEI and schedule flexibility policies

than regional legal employers.

In the UCLI survey, 56% of employers reported at Least one formal policy aimed
at promoting diversity, equity, or inclusion, Of the employers reporting at least
one formal policy, 86% had at teast four of these kinds of DEI policies. Nearly
44% of employers of varying sizes reported not having any of the DEI policies
Listed in the UCLI survey. Policies were categorized in two ways: (1} those
promoting diversity, equity, and inclusion; and, {2) those providing flexibility to
employees in planning work schedules. Policies promoting DE included those

29

intended to ensure:

+ Equitable access to clients

+  Quality work assignments

+ Leadership and committee appointments
* Diverse marketing efforts

* Equitable pay

» Equitable opportunity for promotion

In addition to the DEI policies mentioned and depicted above, 68% of legal
employersreported having awritten policy or strategy regarding the recruitment
and hiring of attorneys or paralegals who would be considered diverse by their
gender, ethnic or racial background, or LGBTQ+ or disability status. Examples
of additional policies and strategies include:

+  Actively seeking out diverse candidates

* Considering candidates "based on their qualifications and experience,
regardLless of gender, race, orientation, age, religion, and/or disability”

*  Striving to have at least 30% of applicants be from diverse backgrounds

LOOKING IN AND LEADING OUT: KEY FINDINGS ON DIVERSITY FROM THE UCLI 2020 CERTIFICATION PROGRAM SURVEY

* Having a diverse recruitment panel

* Focusing on recruiting at law schools that have a more diverse student

body population,
* Incentivizing associates to participate in

63

KEY

ING #i

* Encouraging mentors to facilitate
introductions and professional

affinity groups within the legal c ity

= Having experienced attorneys sponsor/
mentor junior associates and law students

* Assigning tangible roles to leaders at the
firm in DEI Plans with accountability for
meeting certain diversity responsibilities

* Retaining a recruiter if certain targets
aren't met for attracting diverse candidates

Approximately 40% of legal employers reparted
having a policy that required inclusion of at Least
one diverse attorney in all decisions related to
hiring and promotion but only 27% reported having
a policy to include a diverse attorney in decisions
related to compensation. About 62% of legal
employers reported holding mandatory diversity
and inclusion training, usually annually.

Roughly 73% of legal employers reported having
a formal mentorship program to assist with the
training and advancement of newly hired attorneys.
Examples of formal mentoring programs include:

+ Patterning a program off the Utah Bar New
Lawyer Training Program

* Assigning a senior attorney to a junior
attorney as a contact for communication
and resources

*+ Planning bimonthly lunch & learns

* Incentivizing mentorship by compensating
participation in mentorship activities by the
hour

* Requiring monthly check-ins from the
mentoring attorney

* Having a formal associate training program

+ Empowering the senior attorney to assist
in the kinds of work assigned to the junior
associate

relati b the junior associate

and other experienced attorneys

One particularly important category of DEI policies
are those that give employees flexibility in work

scheduling, Hiring and retaining diverse talent
means fostering a work environment that accepts
a diverse approach to the profession. Examples of
policies that promote schedule flexibility include:

»  Paid maternity leave
* Paid paternity leave
« Paid parental leave
*  Flex-time scheduling

+ Part-time scheduling

Of the employers in the UCLI survey, 92% reported
having at least one formal policy aimed at
promoting flexibility in work scheduling. Of those,
76% had pollcies for pald maternity leave and 60%
had policies for pald paternity leave (this includes
those who had a policy for general parental Leave)
for associate attorneys and above. Of the surveyed
employers, 20% had no policy concerning paid
parental leave of any kind.

30

“I have female friends who have left
firms due to inequitable treatment

at larger firms, or lack of policies
for [accommodating] having kids."

The first set of policies listed above provide a look
into what Utah legal employers are doing to improve
diversity, equity, and inclusion in their workplaces.

KEY FINDING 6: EMPLOYER POLICIES
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The second set represents policies intended to adopt these types of policies, Even so, adding DEI Work Schedule Policies in Utah vs. Regiona[[y
provide attorneys with greater autonomy through and schedule flexibility policies will not magically Flgures represent the percentage of Ulah legal employers with certaln work schedule pollcles.
schedule flexibility. While it is clear that many Utah solve a lack of diversity. The UCLI data makes @ Utah  Regional
legal employers care deeply about addressing these  clear the need for a more comprehensive, effective, P Livasrery Lasen e —; on
issues, there is still a need for many employers to sustained approach.
m—— o
o
. . Py . . . . ot Farwmani Lrren _ =
Diversity, Equity, & Inclusion Policles in Utah vs. Regionally
Flgures represent the percentage of Utah legal emplayers with certain DEI policles Vi
® Utah @ Reglonal 0%
e _______n]
e emaa e — s AL o
Ausiggemen Source: UCLI 2020 Certification Program Survey
i - &“ ¥t Flesstiene stheduling generaliy Involves a policy that does not require employees Lo request farmal time off o change of schedule to alter
starting or ending times to the work day.
e R, e
o lona |
Work Schedule Policies by Firm Size
Bl U ‘ Figures represent the percentage of irms that have adopted pollcles for
pramoting schedule Levibilily for assaciate attorneys and above
ar Equal of Equitable Charew of Pramotion m e Maannaty L T Pod Patesty Lowor T Pyid Pasweasl Lowre 31 Viex Schacuiles P fipe Seheckden a2
Nene o These Fﬂ

Source: UCLI 2020 Certification Program Survey

Diversity, Equity, & Inclusion Policies by Firm Size
Figures represent the percentage af firms that have adapted policles promoting diversity, equily, and inclusion
+ [ Equable Accwss to Ctents [l Quatity I Loadwraivp B Madkating Effans
7% Equnl or Eqy nPoy  Fquslor Eq Pramotion  Nane of These
teglonel Camperison

2-20 Attomeys 21-50 Attomeys 51-100 Attorneys 100+ Alomeys R
Source: UCLI 2020 Certificatin Program Survey

Note; Regianal comparlsans for these graphics are based an firms that have offices bath In Utah and out of state Five legal emplayers reported this
Kind of tata. Legal emplayers who reported firm-wide policles, ranged In size from a handful of attormeys to over 100 attorneys Of legal employers
predominantly aperating In Utah, four employers of 100+ attorneys submirted data, six employers of 51-100 atiorneys, eight employers of 21-50
atiorneys, and nine employers of 2-20 atiorneys.

- [T —— [T e —
Source: UCLI 2020 Certification Program Survey
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BEST PRACTICES FOR
LEGAL EMPLOYERS

In light of the Key Findings described above, this section examines how employers
can move the needle® on diversity, equity, and inctusion and provides a broad
overview of some of those best practices.* In addressing the diversity issues
captured in the Key Findings, legal employers should be prepared to:

«  Commit to Long-term change driven by data collection and analysis

+ Reassess the effectiveness of one-off diversity training

+  Adopt policies that support diversity in recruitment, hiring, retention,

and advancement

The vast majority of research on DEI in the legal profession focuses on big law 22
firms. Thus, some of the ideas presented here may not be as feasible for or
responsive to concerns of government offices, legal non-praofits, in-house offices,
or small- and medium-sized firms. Legal employers are best positioned to be
aware of the challenges of their individual organizations. The recommendations
below offer a range of potential solutions for Legal employers.

60 For an example of an with h-based and data-driven ways to achieve
aggressive, measurable diversity goals, sec Move the Needle Fund, hitps://wvew.minfund2025.com/.

6L The best practices included In this repart are not Intended 1o be all incluslve bul Instead represent a
selection of best praclices, focusing on those that seemed most relevant In Uight of the survey responses
analyzed In this repart

BEST PRACTICES
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Increasing diversity, equity, and inclusion within organizations is a challenge.
Legal employers can recognize the challenge and rise to face it over the long
term rather than making one or two short-term efforts and losing momentum.
Sustainable and effective change requires systemic interventions and solutions
applied consistently over time,*

LEADERSHIP COMMITMENT

15 KEY. The first step to

making long-term change
is commitment from leadership.
The success of attorneys from
underrepresented groups is an
organization-wide issue. Often, these
attorneys are tapped to serve on
diversity committees and in other such
roles.® Although underrepresented
voices are important in these settings,
delegating this obligation to these
attorneys atone can overburden and
further marginalize them, decreasing
the success of DEl efforts.® Focusing
on underrepresented attorneys’ success as an organization-wide goal can
lessen these burdens and emphasize an employer's commitment to DEI.

SUPPORT STATEWIDE DATA COLLECTION. The UCL! survey is the
start of an ongaing effort to track diversity in Ulah's legal profession.

62 Diversity Sclence, Creating to Diversity, http: org/
sustalnable-diversity-tralning/ (Last visited Apr, 25, 2021).

63 ABA, VISIBLE INVISIRILITY, a1 38 {'[M]any firms overburdened wamen af color through divess iy ceiminitiss
AN, eI SV pmAntY A cher yrth efferts that rmargmaliss e Eleraity oty sl
plasa e of celprin ng rolen thiar cpmpatn far N
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Without collecting demographic data on the
profession, it is impossible to track whether the
approaches that employers are taking are working.
This demographic information is valuable both in
tracking how employers are doing and in providing
a comparison that individval employers can use to
see how they are doing in relation to their peers;

The 2020 Utah State Bar Member Survey also
provides valuable information about the Llegal
profession in Utah.® However, because the survey is
conducted only every ten years {roughly}, it shows
long-term change but there is not always up-to-date
data available. The Utah State Bar survey collects
data directly from attorneys rather than through
employers. The Women Lawyers of Utah's survey
also provides dermographic and qualitative data from
in-depth interviews.® Each of these data collection
efforts adds value and helps us answer a range of
questions about Utah's Legal profession. Supperting
statewide data collection and participating in
UCLI's Certification Program are important to track
how the profession is changing, where progress
has stagnated, and how the Utah legal profession
compares to the profession nationally.

POLICIES THAT CAN BE TRACKED. The
implementation of any DEI goal is a step in
the right direction, but DEl initiatives are much more

n COLLECT INTERNAL DATA AND FOCUS ON

&5 2000 Utah Siare Qur Mpmbar Survry.
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valuable when aimed at goals that can be tracked.”
Tracking outcomes allows employers to focus their
efforts on the most effective interventions. Some
p L policies were identified in the UCLI survey
and are featured in Key Finding #6. Sample policies
can also be found on UCLI's website. In addition
to those policies, Best Practices #2 and #3 feature
some potential changes that legal employers can
implement to reach DEI goals.

SAFE AND INCLUSIVE TD ENCOURAGE

OPENNESS IN REPORTING. Peychologicat
safety thrives in "a climate in which people are
comfortable expressing and being themselves."®
In this type of climate, lawyers should feel free
to share concerns and mistakes without fearing
embarrassment and to speak up without being
shamed.®

n BUILD A WORKPLACE CULTURE THAT IS

Creating a psychologically safe workplace culture in
an industry Like law is inherently difficult, American
legal culture is often adversarial and competitive
in nature. Many lawyers report constant feelings
of being “on edge or at risk of professional harm."™
Many lawyers are taught that success means never
asking for help." This becomes dangerous when
stress reaches a high, while confidence reaches a
low.

56 Wamen Lawyers of Utah, Barriers to Advancement: Findings from the 2020 Study of Gender 5 Racial Blas in Utalt’s Legal Profession (2020}

67 BenJamin Harkin, Thomas L. Wehb, Betty P. 1. Chang, Andrew Prestwich, Mark Connor, lan Kellar, Yael Benn & Paschal Sheeran, Does
Monftoring Goat Progress Promote Goal Attaimment? A Meta-Analysis of the Experimentat Evidence, 142(2) PsveH BuuL 198, 198 (2015}

68 Heldl K. Brawn, Fear and Lawyering: Create a work culture of safety’that taking and creative risks,
ABA J, (May1, 2019, 2:15 AM CDT), http: abajournat Lawyering fety (quoting Professar
Amy Edmondson).

69 1d
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71 Anne M. Brafford, Wit «Being Tusdml for Losprrs el Legal Empiloyers, ABA 81 [228), hatjr f/ mwi. nmlmr:mmﬂam’w
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Legal employers can promote paychologicat safely by Laking & more humane
appraach to feedback and mentorship of young lavyers.” Laura Delizenna's
article, High-Performing Temms Need Psychological Safaty. Here's How 1o
Create It, recommends the following steps to create a psychologically safe
workplace:

« Use cotlaborative, rather than adversarial, approaches to solve
problems.”

+  Promote empathy to enhance vulnerabitity and bonding, and create
trust,™

» Anticipate reactions and plan ahead.” When a conflict is inevitable,
strategically anticipate potential reactions and create responses that
avoid possible perceptions of attacking a colleague’s identity or ego.”™

« Exchange blame for curiosity.” Blame breeds defensiveness. Instead,
adopt a learning mindset and refrain from making assumptions.

«+  After a difficult exchange, ask a colleague for feedback on delivery and
describe the strateqy employed to deal with the prablem. This provides
a clear way forward for navigating conflict with specific people in the
future.™

g Trmmet Keed Prpchotoglonl Safety, Here's Maw oo Cremte It, HaRY Bus

72 Laura Dieflransi, !
it fplrbs-serape im/Gera MOR. Pysshet it amaters pdf.

Rev.3 (a1, 3
731d.at3
41d.at3
75 4.
76id at 4
771

76 Pan Staff, Canflict Managemin intervening in INzrfilace Conftict, Harit L Fea. ¢i NERTTIATION DAILY
BLo6 {Dec 17, 2620), higs /wiwn pon.har AU - B
intervening-in-workplace-confict/.

LOOKING {N AND LEADING OUT: KEY FINDINGS ON DIVERSITY FROM THE UCLI 2020 CERTIFICATION PROGRAM SURVEY

67

B

BEST PRACTICE 1: COMMIT TO LONG-TERM CHANGE



39

LOGKING IN AND LEADING OUT: KEY FINDINGS ON DIVERSITY FROM THE UCLI 2020 CERTIFICATION PROGR

BEST PRACTICE #2

Reassess DEI training.

The UCL! survey and informal reflections yielded insight into the cultures
at Utah's legal workplaces. Many of the diverse lawyers and law students
who shared reflections on their experiences described instances of bias and
microaggressions. Diversity training is a common method employers use to
prevent bias and microaggressions in the workplace.

This section defines and discusses bias and microaggressions. It then briefly
explains why diversity training on its own—and implicit bias training, in
particular—is often less effective than intended. Finally, it proposes a few
practices that may increase the cffectiveness of diversity training in concert
with other organization-wide DEI initiatives.

“| tive this experience every

day as a woman In this field.

| have been called both
‘mousy’ and 'aggressive.'

| have been called
‘sweetheart’ and ‘sugar’

and asked to fetch coffee. A
prominent defense attorney
asked me if | was my
colleague’s 'secretary’ when
we were both prosecutors
screening a case.”

79 Evelyn R Carter, (vuoma N. Onyeador, & Nell A, Lewls, Ir., D)
Training: Challenges 5 Recommendations, G(1) BEHAY. Scl.

omilted)

BIAS. “Bias can harm the mental
and physical health of employees
who  experience it, interfere
with  their  performance and
engagement, and undermine their
professional  development  and
promotion,"™ Implicit bias "refers
to the attitudes or stereotypes that
affect our understanding, actions,
and decisions in an unconscious
manner."® While explicit bias can be
understood as conscious bias where
“the person is very clear about his
or her feelings and attitudes, and
related behaviors are conducted

< & Delivering Effective Anti-bios
1{2020) (internal citalions

e vt .Jul.‘;.‘ I'nl e Sty 0 Recx it Eibnlelty, Undrrsmmﬂng Implicit Dlas (May 29, 2012), hitps //

AM SURVEY
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with intent,"™ explicit bias can also manifest as examples of bias and stereotyping in the workplace
negative actions, or simply “subtle exclusion." are countless: when women talk on the phone, it

is often labeled as "gossip" while men engaging in
Biases are harmful in part because they assume the same behavior are seen as being productive.””
things that may not be true. Research-based The "angry Black woman stereotype” assumes
Black women are angry when engaging in the sarme
behavior perceived as strength in white women.**
Men may be seen as passionate while women are
seen as emotional for the same behaviors.”

“| went to law school in Alabama
and briefly practiced there under
supervision. My experience was
that the sexism and racism and
ableism seemed more overt in
Alabama. ... However, it was

far more diverse, and there were
a Lot of folks who recognized

the problems and were trying to
make progress to solve them.

In Utah, | see the same biases, but
they are more implicit, disguised,
and unspoken. Folks seem
comfortable, and don't seem to want
to admit that these issues exist."

The quote to the left also helps describe the
difference between implicit and explicit bias

MICROAGGRESSIONS.  Microaggressions  are
comments or actions that subtly and often
unknowingly manifest a person’s prejudice
towards any underrepresented group of people.®
Microaggressions create barriers to diversity, equity,
and inclusion goals. Generally, microaggressions do
so by affecting several pieces of a Lawyer's identity,
ranging from fulfiliment in their work to their
physical® and mental health.* Since the pioneering
article on microaggressions was published in 2007
research has shown that microaggressions have
negative effects for those who experience them *

81 Natlonal Center for Cultural Competence at Georgetown University, Consclous  Unconscious Biases In Health Care, hitps //nccc georgelown
edu/bias/module-3/1 php (last visited Apr. 19, 2021)

8zid

How Gender Sterea
nt phane convers:

Teeveitt Women's Ascent up ihe Orga it Ladder, 5704} J.
43 fj+4 deal more Ukely to be seen as slachlng off for a woman

83 Madellne E. Heilman, Description and freseri
Soc. Iss. 657, 652 (2001) ('(A) behavior sush wa 1r
but productive for a man ")

B4 Rosanne A Doncvan, Tough or Tender: (Dis)Similarities in White College Studenrs’ Perceptions of Black and White Women, 35({2) PsYCH WoMEN
Q 458, 466 (2011}

85 Stephanle A Shiclds, Pazslonate Men, Emotisnal Women: Psychology Constructs Gender Difference in the Late 19th Century, 10{2) HIST. PsYcH
92, 92 (2007)

86 Merriam-Webster, Definution of mi Ptps bt yimicroagar {last visited Apr. 19, 2021).

87 Katheryn Freeman Anderson & Jessle K. Finch, The Role of Racial Microaggrestions, Stress, and Acculturation in Understanding Latino Health
Outeomes in the USA, 9 RACE & Soc FRoBs 218, 271 {2017).

el Microaggression and lts Effect on Mental Health (Aug. 36, 2020), hitps 7www phzer.com/news/hot-<oplcs/

icrnigre s #on_end_ite_tnel_sn_mmnzal Sedlih

89 Derald Wing Sue, Christina M. Capodilupo, Glna C, Terlne, Jennifer M. Buccerl, Alsha M. B. Holder, Kevin L Nadal & Marta Esqullin, Racial
Microaggressions in Everyday Life: mplications for Clinicat Practice, 62 Aw Psvck 271 (2007)

tx Them More

rimiTive R E17ic M Are Nt Mare Sentitive to Microsgmrmsions, TRy it Exierl
Byl THLY, 11820 (M, U7 CIRjeparted ceperances of mlcrnaggrrisiam mar
© e, s self- evizen, Wemty exnlutisn, stredd, deprrezion, and wickinl iest:sn. Thze effects
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"I can't even count the number of
times clients, opposing parties,
and ATTORNEYS | HAVE HAD
CASES AGAINST have mistaken
me for a receptionist/support
staff, despite the fact that my
office door has a plaque on it
that clearly states my name

and "Staff Attorney” on it.”

"One of my male coworkers and |
often brainstorm together. VERY
often, | will tell him about an
idea | have, and In a subsequent
meeting with our supervisors and
management, he will express the
idea as if it were his own. He does
not ‘credit’ me with the Idea, even
as people around us are telling
him how clever he is for thinking
of it, etc. When | confronted

him and told him it upset me,

he told me | was sensitive, and
attempted to gaslight me[.]"

Such effects include “identity confusion,” “lower
self-esteemn,” “suicidal ideation,” and "depression,”
Experts have outlined three distinct types of
microaggressions:

+  Microassault: When a person uses derogatory
language and "derogatory terms” Lo describe
members of underrepresented groups*

+  Microinsult: When a person "question[s] how
a person [from an underrepresented group]
obtained a particular job or place™

+ Microinvalidation: When a person “den[ies]
others' experiences of [discrimination] or
accus[es] them of being oversensitive™*

Microaggressions  differ from implicit biases
discussed in the previous section in that implicit
biases are the internal unconscious prejudice
someone holds against a diverse person, while a
microaggression is the outward manifestation of Lhis
bias. Microaggressions can be comments, actions,
or even nonverbal and environmental.®

A recent Workplace Experiences Survey found that
women and people of color are often mistaken for
administrative or janitorial staff—"(blecause of
the automatic association of lawyers with majority
men, lawyers from other groups are much more
likely to be mistaken for or viewed as less than a
Lawyer " This is an example of a microaggression.
This microaggression sends women and BIPOC the

have been found for a variety of ethic minorltics {e g , people of Black, Latinx, and Aslan Identity) and for some sexual minarities (e g,

blsexuals). ") (internal cltallons cmitted)
91 /d, at 1626,
921d at 1619.
93 /d at1619
94 {d, at 1619
95 Id, at 1619,

95 Commission on Women In Lhe Profession & MCCA, You Can't Change What You Can't See, at 18-19 {"[Q]nly 7% of white male lawyers
reparted this happening ta them, comparcd with 58% of women lawyers of calor.  Half of white women atso reporled being mistaken for
administralive {or custodial) staff Men of color also reported experiencing this happening at a much higher Level than white men, 39%: vs

7%
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message that they do not belong as an attorney
and reflects the implicit assumption that diverse
people are not expected to reach certain levels of
professional status. Attorneys and law students
surveyed for this report, along with respondents to
the Women Lawyers of Utah survey,” consistently
reported such experiences.

HOW TO PLAN EFFECTIVE DIVERSITY TRAININGS.
In recent years, many organizations have turned
to diversity training as a solution to problems with
diversity, equity, and inclusion, including problems
resulting from biases and microaggressions. Some
employers may conduct their own training while
others rely on outside support. No matter the
approach, employers should ensure that the training
is an effective use of employer time and money, by
considering, among other things, the following:

Use a Hollstic Approach to Improving

Diversity. Companies spend roughly $8

billion annually on diversity training.”
Another estimate suggests that “20% of US.
organizations offer training specifically aimed at
combating implicit bias, a number expected to grow
to 50% in the future.”™* One case study concluded
that implicit bias training fails to create a "sense
of urgency” around addressing such biases, fails
to create a vision for "what the organization will
Look like after changes are made,” and fails to leave
participants with “actionable takeaways™® To
remedy these, the study suggested that employers
could create individual accountability, for instance
by requiring employees to explain how they

97 Barriers to Advancement, 2020 WLU Survey, al 17.
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"While negotiating over the
phonel,] opposing counsel directed
me to ‘be a good Little girl and
settle the case.’ In addition to

that comment opposing counsel
implied that | was not good at
simple math and said, ‘Here, let
me just do that math for you."

"I did a trial advocacy training
out of state and while my male
counterpart on the fake trial was
given extensive feedback both
positive and constructive, the
only feedback | was given was
that | should wear ‘pantyhose’
and wear more ‘feminine shoes.”

have acted on the training in regular employee
evaluations,™

Emerging research also suggests employers should
implement a holistic approach by supplementing
diversity training with a range of other efforts, such
as those identified in this report or available through
UCLL. Effective DEI education must be ongoing

98 Ivuoma N. Onycador, Sa-kiera T. J. Hudson & Nell A, Lewis, Jr., Moving Beyond fmplicit Bias Training: Poticy Inslghts for Increasing
Organizational Diversity, B PoL'Y INSIGHTS FRQM THE BEHAY. & BRAIN Stis. 19, 20 {2021) '8y some eslmates, companies spend USSE billlon on
diversity training {Lipman, 2018}, often focusing on unconscious o implicit blas "),

99 Joanne Lipman, How Diversity Training Infurfates Men and Falts Women, TIME MAG [1an. 25, 2018) (referencing conversatlons the author has
had with major corporatlons in making a prediction for the future of diversity tralning)

100 Olivia Nelsam, Potential For Progress: Imylicit Bias Training's Journey To Making Change, JOSEPH WHARTON SCHOLARS 11,16, 22 (2017}

101 1d, at 25
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Some creative ways to incorporate DEI include
“courses, a book club, an email drip; guest speakers,
celebrations,or creating 20-minute microlearning
courses on different toplcs surrounding diversity
and inclusion, and dole them out month over
month."'@ Training alone is not enough to change
emplayee behavlor but can be effective when used
in combination with other practices, including those
identified in Best Practice #3.

Incentlvize Tralnlng. At some firms,
ol diversity training is optional, at others,
it is mandatory. Research suggests that
voluntary training only reduces implicit bias in
the short-term./® This may be because those who
need the training the most would not attend If it
were optional.'’®* Making training mandatory may
be overall more effective in promating behavior
change and learning,'®™ but it may have negative
consequences on those who did not want te
attend.'® To bridge the gap between those who do
not want to attend training but may benefit most
from attending, employers may consider offering
incentives to encourage attendance. Incentives can
be as simple as gift cards, "catered lunch"'¥, or as
substantial as time off, or menetary bonuses.'®

a3 Foeus on Your Audience. Firms should
= detarmine the target audicnce for training.
Given that some peapie are more likaly to
be subject to bias than others, research recommends
employing a scaffolded approach.'® In addition to a
broader, more comprehensive firmwide DEI strategy,
a scaffolded approach requires talloring the content
of diversity training to meet the specific needs of
the audience.!'"” Some employees may respond more
favorably to an education-based diversity training
sesslon, while others may benefit from a feedback
session or an internal mentorship program.

1@ Stephanie Escande, The Princlples Behind Successfut Antl-Bias and Diversity Tralning, 360LEARNING BLOS, hitps://360iearning com/blog/

successful-antl-bias-diversity-tralning/ (Last visited Apr. 20, 2021).

1 Frank Dobbin & Alexandra Kalev, Wy Doesn't Oiversity Tralning Work?, 10(2) AHTHROPOLOGY Now 48, 49 (Sept. 2018}
104 Evelyn R Carter et al , Developing 6 Delivering Effective Anti-Bias Tralning, at & {"[Wlien tralning s voluntary, behavioral leaming Is

significantly lower campared with when training Is mandatory.”)

105 Jd. {finding that voluhtary training "undermines other oulcomes that may be important for long-term change, such a5 behavioral learning")

(Internal eitatlons omitted)

106 Carol . Kullk, Molly B, Pepper, Lorlann Roberson & Sharon K. Parker, The Rich Get Richer: Predicting Participation in Violuntary Diversity

Training, 26{6) J. ORa BEHAV, 1,3 (2007),

107 Escande, The Principles Behind Sucoessful Anti-Blas and Diversity Tralning.

108 td

109 Evelyn R Carter et al, Developing & Delivering Effective Antf-Blas Training, at 62

110 /d. at 65
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The UELI survey shows that diversity in representation docreases as seniority.
increases within legal organizations, BIPOC and wormen are present 1o &

greater extant In entry-level posi jons but their rep ation decreases at
cach level of advancement within the profession. To address this decrease
in jon, legal 5 should work te Increase diversity at each

stop of the advancement process, Including recruiting, hirlng retention, and
advancement. The practices below can help.

- - Broaden ree les, Changing recrultment strategies can

\ead ta more diverse hiring. Posting open pesitions in the same places

and haping for a more diverse applicant peol is not effective. Instead,

post positions in a wide variety of places, including websites and job beards

specifically focused on pooplewho are diverse in ways thatare underrepresenied

among your current staff,™! In addition, posting open positions to 3 regional
audience may attract a more diverse poal of legal talent.”

postings can lead to fawer diverse applicants. Avoiding gender-coded

words is impertant because mare traditionally masculine words such
as "eompetitive” or inate” can di wamen from applying . . - because
they cus that women do not betong,"* I addition, ensuring that all the Usted
requirermonts are must-have quatifications, rather than a wishlist of preferred
qualifications can attract more wormen applicants.'**

. Be Intentional about job posting language. The language wsed in job

118 Mnpfgm Sl | e Dies 11 Yo Hiriig Procres? Remeing i TUses DlUng:l,W-ﬂwmn(ss,

AGIEE Bat LEAEN Liubyp=tug: SEI0Y, Waths nlireup -
bar | Iiikyrau it - baan: iy g-praces!

112 See supra Key Finding #1, noting greater raclal diverslty I the region than In the Utah survey
respaident pool.

13 Ranéstls Gaucher, Justin Friesen & Aaron C. Kay, Evidence That Gend=rt Warding in Job Advertisements
Fxiuts mnd Sustains Gender Inequality, 101 1. PERSONALITY & Soc. Psyei, 14, 11, 130 {2011},

114 Tara Saphia Mohr, Why Wamen Don'T Apply for Jabs Unfess They're 100% Qualified, HaRv. Bus. Ry
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Reconsider the resume and cover letter.
-To encourage. diverse talent to apply

employers can reassess the materials
applicants are reguired to submit! Studies have
shown that applications with "white® names are
more likely to make it through the application
process than identical applications with “non-white”
names.""®

Qe way to avoid potential bias is to “blind” the
Initial setection process by having somedne who
[sn't involved in the hiring decisions remgve names
and ather identifying information from applications
prior to raviewing them.™ at {
riamies can help address bias"! there is potential
that othar information on resumes “can be ksed to
Infor someane’s racial or ethnic background. "™ Far
Jstance, an applicant's address can be used as
proxy for race and graduation years can Lead to &n
inference about candidate age.”

To ensure a truly blind initial selection process,
employers can also consider whether the bencfits of

71

resumies gutwelgh their potential for bias. Instead
of requiring o resume, it may be more valuable to
assess applicants’ writing or research skills directly
o te fequire applicants to answer specific questions
that are relevant to the pesition.™

Interview more  diverse  candidates.
. Includingdiume’candidatesinthe‘ln(enliew

pool can leaid ta more diverse hiring. At
first glance, this may appear to conflict somewhat
with the goal of selecting candidates to interview
through a blind process. However, the two can work
in eoncert, If, after reviewing applications blindly
anil setecting candidates, the applicants selected
for Intervicws Lack divarsity, this can indicate that
the process was not truly blind or that more effort
is required 1o atiract & broader appticant poal. "If
anly one woman Is included in the finalist peal,
the statistical. possibility of her landing the jab is
zaro,"™ However, the likelihood of hiring a diverss
candidate ingroases sig tiy wien there are at
Least two diverse candidates in a hiring pool."”

g,

O, Mt A e amt-appia= b

TE5 Sov, .3, Rirhand Febant, Cxnuumeds Goadi Gant Utilewver Haz Been Haring Erployees Uzing Srain Games and Aribhoaal Jareliigesee—eni IV's

& g Siuceese, B, INEIDER §lima 33, 2017, 7133 AM1, bty /f

e ai coun Itinrs and thi mess diveres hiring

ui;nllqn:iuqtmur-n'sr:mm abizrmative spptination placa nf

Mirrmh bt praces],

140 Marlarny Bertrand £ Senasill Midlainddbon, Sre Emityand G Parn Empimyntle fmm Rkt e Sl AT Eeperlmen ool Lot

Mrrber DHcTin i b, HarL Dumeaw £F-Econ, e, e, 961 (2061,
147 Caviechia, Is Thera Bias in Your Hiring Procoss?

116 Stefanic K. Johnson & lessica F. ik, Feururef To fedies G‘Mmlnnlwmlizmmdmﬂmh Wiy Bus Rey, M. 5, 20000,
i el i el e Y e s f—

Itprd b gy
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119 Cavicchia, is There Bias in Your Hiring Process?.
120 1d
1211d.

122 MEERA DED, UNEQUAL PROFISSION 22 (2020},

wineley, et gendor fram e Indgrmiazien sapptied on ot fulty

123 “afanin - Jihas=iy, David R Hekman & Elsa T, Dliin, If There's Only One Woman In Your Candidate Pool, Trere s S=tictleslly No Chasirr
Feitifihs il - I —
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Focus on objective criteria. In the absence
. of clear, ohjective criteria, those making

hiring or advancement decisions tend to use
different criteria depending on the gender or race of
the applicant.2* For example, one study found that
the criteria used in hiring decisions were redefined
to justify hiring men over women.!”> The absence
of clear criteria can occur at the recruitment,
application review, and interviewing stages of hiring,
as well as when making advancement decisions.
Interviewing for “fit,” or looking for those who seem
to fitin with existing employees, can stand in the way
of hiring qualified, diverse talent'® Standardizing
interview questions and setting clear priorities for
candidate qualifications can allow employers to
better compare various candidates for the same
position.'””

Create and uniformly apply fexibte work
i s . palicies. Rosearch suggests thal men are

mare Lkely than women to wark flexible
hours or take a lighter workload without asking
permission first.” Men may be taking advantage of
flexIble schedules with minimal repercussions while
women are experiencing negative repercussions by
asking for flexibility.”” One way to address this is
to create policies that apply across the board, The

UCLI survey found that approximately 40 percent of
employers surveyed did not have part-time or flex-
time work policies in place.”® When a flexible work
policy automatically applies to everyone, there is
less risk that discrepancies in who uses the policy
will exist. Employers may consider encouraging
Legal professionals to work remately when needed,
take advantage of part-time options or adopt work
schedules customized to their personal needs
These policies benefit working parents™ and may
also improve retention.'”?

Reassess  mentorship  opportunities.
.!\\tufni'_ys rely on mentors 1o answer

questions, receive challenging projects,
receive introductions to other attorneys, and
understand many other aspects of professional
development, Some legal employers have formal
mentor programs while others’ are informal
However, employers should work to recognize and
address gaps in mentorship opportunities that
disadvantage underrepresented groups.

Some mentorships develop organically, which gives
individuals the flexibility to decide what type of
mentorshipis mosteffectivefor them Manyattorneys

m e firadiss gzl

L€ rre Luly Ltypa
Blacking| §, Wortan, deurpn A, Vandedlo & dalm AL Dariny, Cosistny
125 Michael | Norton et al , Casuistry and Social Categosy Bias, at 829

126 Cavicchia, Is There Dias in Your Hiring Process?.
1271

ey L Cetiim, Cxpatrcted Critarin: Aedefining Mer

ar4 4 ® (PO
Prvem, LY UIFE2004).

Jnlify Bacrimin
nf Cistesary flizy, 17 | BErssnarit

128 Nell Irwin, How Some Men Fake an F-Finur Worfnveek and Why it Matiers, 74, TiMEs (May 4, 2015) {citing Erin Reld, Embracing, Passing,
Reventing, and the Ideal Worker tmaie: i Fropte Navigate Expected st Esperivnced Professional tdentities, 26(4) 036. Se1. 97 (2015))
{"same 31 percent of the men and 11 percent of the women whose records Ms Reid examined managed to achieve the benefits of a more

moderate work sthedule without caplicltly asking for It.”),

agree that informal mentoring is more effective
than formal mentoring.” However, informal
mentorship programs can have significant negative
repercussions when they leave out historically
underrepresented groups. Evidence indicates that
most people have the potential for “affinity bias,”
which leads to mentors choosing mentees that Look
like themselves."" Because there are fewer BIPOC
and women, and potentially fewer LGBTQ+ attorneys
and attorneys with a disability, in the most senior
legal positions, affinity bias results in fewer BIPOC,
women (and potentially other marginalized groups)
having meaningful mentorship opportunities. For
example, an ABA study found that "[67%) of women
[attorneys] of color . . . wanted more and better
mentoring by senior attorneys and partners, as did
52% of men of color, 55% of white women, and 32%
of white men."”

Informal mentoring alone can lead to a self-
perpetuating system where underrepresented
groups are receiving fewer opportunities and,
thercfore, seen as Less qualified when advancement
decisions are made, The best approach to fostering
meaningful mentorship opportunities includes both
informal and formal mentoring.

Instituting an organized mentorship plan, supported
by regular feedback from mentors and mentees,
can also bridge the gap in mentorship quality and
availability. Employers should therefore regularly

133 ADA, VIsIBLE [NVISIBILITY, at 13,
134 14d
135/d.at 12
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seek feedback from individual employees to
determine their Level of satisfaction with mentorship
opportunities.

UCLI offers a formallzed, evidence-based mentorship
pragram that is intended ta narrow this mentorship
gap for law students entering the profession. UCLI's
program is focused on mentoring law students
during their legal education and into the transition
to careers as lawyers.” This program is valuable
because it bridges the gap and focuses on students
who may not have mentorship opportunities that
develop organically. UCLI is also happy to work
with Legal employers seeking to develop their own
internal mentoring programs that have the potential
to reap similar benefits for practicing attorneys.

Provent tokenism by  prioritizing a
. critical mass of diversity on boards and

committees, Tokenism s defined as “the
experience of being the only or one of the only
members of a group in the workplace.”” The UCLI
data suggests that attorneys with underrepresented
identities, especially in senior positions at the typical
law firm, may frequenily be "tokens

The experience of being a token can negatively
impact individuals.”® These negative impacts are
collectively known as "token pressures™ and are
far-ranging. Racfal token status can lead to lower job

40

129 1d. {(“Those speaifically requesting 2 Uighter werkload, who were disproportionately women, suffered in their perfarmance reviews; those who

h Cenly Inclusls toring Proy ), i il 11, 202
oo e v lsroeetly S uter ) 136 Utah Cenler for Legal Incluslon, Mentaring Program, hitps //ww utahcli org/mentoring/ {last visited Apr. 11, 2021)

137 Barriers to Advancement, 2020 WLU Survey, al 31 n 18 {citing RISABETH MEis FANTER, MER At WuMEy o T8 Ciranamian (17 Aia
HAHVEY WINGFIELD, No MORE INVISIBLE MAN: Pzt AsiD GEnlEs 11 MEN'S WORK (281 3TL Chplabepheer P Rdrpoizs, Tald Mendsiliorg £ Lan Shavrr,
Gender Inequality in Deliberative Particlpation, 106(1) A PoL Sci REV. 533, 514 Uiy, 250271,

138 KANTER, MEN AND WOMEN OF THE CORPORATION, 01 2C6-44 {dehining Lskaniim sl Aimilig thias takeniam hegativiy dhapes pasple's
eaperiences within groups)

130 See suprn Key Finding #6

131 Jamic J_ Ladge, Beth K. Humberd, Marla Baskervllle Walkins & Brad Harrington, Updating the Organization Man: An Examination of invalved
Fathering in the Workplace, 20 AcAD. MouT. PERSPS. 152, 167 (2015)
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satisfaction' and greater BIPOC turnover.' Token and/or minority colleagues.'” When there are only
women lawyers experience more frequent sexual one or two spots for diverse in uals in positions
har and discrimination than non-token of power, it creates a barrier not based on merit.
women,'? have lower performance ratings than
men,* and have Less informational and emotional Critical mass theory is the idea that marginatized
support than womnen in more balanced firms.'* groups are Less likely to participate fully when they
are a small minority in the room.'® When women
Underrepresentation and tokenism can be a barrier make up a minority of individuals in a group setting,
to advancement. For example, women are less likely they participate less than their male colleagues.'®

to be appointed to board positions if there is already
one woman on the board.** "Twokenism” is a related
finding that many corporate beards are much more
Likely to "include exactly two women . . . than would
be expected by chance” and that "decision makers
are .. less likely to add a woman to a board once
it includes two women."'* A recent study of diverse
lawyers found that "almost a third of women
lawyers and almost a third of lawyers of color felt

This means that groups may be missing out on the
insights of diverse group members simply because
the makeup of the group is not representative,
Women may not be fully empowered to contribute
equally until they are mare fully represented in
positions of power.’ Research on corporate board
gender diversity suggests “that at Least three female
directors are needed before boards experience
tangible benefits from gender diversity,"*

that there is only one ‘slot’ for someone like them
and that they have to compete with their women

140 Yoland Flores Niemann . John F. Dovidlo, Retationship of Sato Status, Academic Rank, and Percelved Distinctiveness to Job Satisfaction of
Racfol/Ethnic Minorities, 83 . APPLIED PSYCH, 55, 69 {1998),
141 Christopher D Zatrick, Marta M. Elvira & Lisa € Cohen, When Is More Beiter? The Effects of Racial Compositian on Voluntary Turnaver, 14
ORG Sct. 483, 492 (2003}
142 Janct Rosenberg, Harry Pl:rls!adl & Willlam R. F. Philtips, Now That We Are Here: Berimimintim, Dlspamytmml and Harevesent af
£ mEw [ ayers, 7 GENDCR & Soc 415, 429 (1993); Loulse F. Fltsperst: agmie, Tharles L Hutin Michele
® A=tecrdfeniy ond Caniegirenes nf Seaml Murgosment in Orpeck -om-—r A Tewt of gy dodegrated Ao
APPLIED PsYcH 575 sss LT} (1A srategminated Warsplate wes syl by kg stedf i high Levels of sevuat harassment.”)
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144 Jean E- Wallace & Flona M. Kay, Tokenism, Organizational Segregation, and Cowarker Relntions in Law Firms, 59 Soc PRoas 389, 403 (2012).

145 Nina Smith & Pierpacla {'ér+tits, Why So Few Women on Boards of Directars? Emplrical Evidence from Danich Companies in 19962010,
147(2) ). BUs ETHIcs 445, 404 L140).

146 Edward H. Chang, Katherine L. Milkman, Dotly Chugh & Modupr Akinola, Diversity Threshotds; How Social Norms, Visibility, ond Scrutiny
Relate to Group Composition, 62 ATAD. MG, J. 144, 144 (2019).
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In addition, “[wlhen women do not represent a critical mass, they experience
token pressures that heighten their visibility, reinforce negative stereotypes and
induce performance pressures,"2 Thus, itis important to reevaluate governance
committees and other groups to ensure that there is adequate representation.

Addressing tokenism requires actively assessing the makeup of boards and
other leadership groups to determine if token status is keeping those bodies
from achieving the benefits that come with having a critical mass of diverse
representation. One way to do this is to consider "at least 30 percent women,
lawyers of color, LGBTQ+ lawyers, and lawyers with disabilities for leadershipand
governance roles, equity partner promotions, formal client pitch opportunities,
and senior lateral positions,"s?

1 | ftabily. Legal employers typically make
pramatign decisions based on past performance, At first glance
this may seem to be a system based on merit alone, Howaver, past

performance is heavily d dent on the assi an employee is given.
This can result in a "thin file" problem. Research has shown that women'> and
BIPOC™ in professional careers are often given inferior work assignments and
receive less performance support {both formally and informally} compared to
their white, male peers.' Such inequity in the quality of work assignments and
feedback can lead to women and BIPOC having “thin files,” The quality of work
assignments and feedback has been shown to affect advancement opportunitics
and may play a role in retention by reducing job satisfaction and increasing
disengagement for women and BIPOC. This may contribute to the drop-off of
diversity in senior positions found in the UCLI survey,

One study showed Black associates were given lower-quality assignments than
white associates.'® Another found that women were assigned "predictable and

152 Women Lawyers of Ulah, Barrters to Advancement, at 14

153 This s referred to as the "Mansfield Rule ~ Diversily Lab, Mansfield Rule 4 0, hitps //www diversitylab
com/mansheld-rule-4-0/ {last vistted Apr. 19, 2021)

154 Janlce Fanning Madden, Performance-Support 8ias and the Gender Pay Gap Among Stockbrokers, 26(3)
GENDER & Soc’Y 489, 488 {June 2012)

155 Janice Fanning Madden & Alexander Vekker, Output-Based Perfarmance Pay, Performance-Support
Byas, and the Racial Pay Gap within  Large Reteit Stock Brokerage, 56(4) INoUs RELs 662, 685 (Oct
2037)

156 Madden & Vekker, Output-Based Performance Pay, Performance-Support Bias, and the Radlal Pay Gap
within @ Large Retall Stock Brokerage, at 685; Madden, Performance-Support Bias and the Gender Pay
Gap Amang Stochrohers, at 488

157 Irs Bahnet, Tacking the Thin File'That Can Prevent a Promotion, NY. TS (Oct. 3, 2017), hips //ww.
nylimes com/201 y-pi

158 Kevin Woodson, Race and Reppart: Homophily and Raclot Disodvantage in Large Law Firms, 83
FoRDHAM L REV. 2557, 2568 n 74 {2015) {citing Richard H, Sander, The Racial Parudox of the Carporate
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routine work” while men were given “developmental
work."® Such disparities in assignment quality may
be even worse for women of color. A recent ABA study
found that because "women of color were Less likely
to get good work” {including stretch assignments),
“by the time they were third and fourth year
associates, they had Less experience than the white
men who had joined the firm at the same time they
did."= This lack of quality assignments lowered
the advancement prospects of women of color “and
affected their entire career trajectories."™ The study
atso found that “44% of womnen of color ... . reported
being denied desirable assignments” compared to
only 2% of white men.'®

This discrepancy in work assignment quality and the
resulting “thin files” of BIPOC and women hightights
that simply making advancement decisions

“colorblind” will not, in isolation, ensure employers
meet DEI goals. Addressing these inequities directly
can lead to more equitable decisions based on the
commitment and talent of individual attorneys,
rather than on systemic, if unconscious, bias.

Ask for help. UCL| offers many other
. patential approaches ta explore.  For

instance, examining anboarding processes
to ensure that new employees have the tools to
succeed can decrease unequal access to support
early on. Incentivizing participation in affinity
groups can also create a supportive environment

poll

addresses their unique challenges.

Law Firm, 84 N C L. Rev. 1755, 1805-07 (2006)) {"Compared 11 mlils a2terieyd ., & inars prrceitans of bk
ey i Lt o moro of theie maters, or fipmg

an enlire matter on thelr own, being Involved In formulatin
cUents updated an matters.’)

sl handtbog
far be=miliig tnir

159 Helte Holt & Suzan Lewls, You Gan Stand on Your Head and Still End Up with Lower Pay': Gliding Segregation and Gendered Work Proctices
in Danish ‘Family-friendly’ Workplaces, 16(S1) GENDER, WORK, AMD ORG €202, €202 (2011)
160 Commisslan on Women in the Professlon & MCCA, You Can't Change What You Can't See, a1 46 (citing ABA, VISIBLE INVISIBILITY)

161 1d.
162 id. at 46

M SURVEY

CONCLUSION

The findings of the UCLI survey will not be surprising to most readers. The
general trends outlined in this report are largely conslstent with other
research findings about the state of diversity in the U.S. legal profession.
We belleve the best practices highlighted In this report will be helpful as
legal employers work to create systemic change. These recommendatlons
emphaslze the value of leadership and data-driven, holistic approaches

to dlversity, equity, and Incluslon, This effort to collect datals an
Important first step to this work, and Utah can be a {eader In similar
efforts going forward. We can genulnely reflect and engage with these
Issues to push diversity, equity, and Inclusion forward in our professlon.

This is just the beginning.
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UTAH STATE BAR
BOARD OF BAR COMMISSIONERS
MINUTES

APRIL 16, 2021
VIDEO CONFERENCE MEETING
President Heather Farnsworth and President-elect Heather Thuet.
Commissioners: John Bradly, Traci Gunderson, Rick Hoffman, Chrystal

Mancuso-Smith, Marty Moore, Mark Morris, Andrew Morse, Shawn Newell,
Mark Pugsley, Michelle Quist, Tom Seiler, and Katie Woods.

Ex-Officio Members:  Sarah Baldwin, Erik Christiansen, Cedar Cosner (for YLD), Kim Cordova,

Camila Moreno, Herm Olsen, Margaret Plane, Robert Rice and Dean
Elizabeth Kronk-Warner.

Not in Attendance: Ex-Officio Members: Raj Dhaliwal, Amy Fowler, Ashley Peck, and Dean

Gordon Smith.

Also in Attendance: Executive Director John C. Baldwin, Assistant Executive Director Richard

Dibblee, General Counsel Elizabeth A. Wright, and Supreme Court Liaison
Nick Stiles.

Minutes: 9:03 a.m. start

1. President’s Report: Heather Farnsworth

1.1

1.2

1.3

Bar President-Elect & Commission Election Results. Heather Farnsworth reported
that Katie Woods was retained as President-elect. Chrystal Mancuso-Smith and Greg
Hoole were elected to serve as Third Division Commissioners. Tyler Young ran
unopposed and was declared elected to serve as the Fourth Division Commissioner and
Megan Mustoe ran unopposed and was declared elected to serve as the Fifth Division
Commissioner.

Spring Convention Report. Heather Thuet reported that the virtual convention was a
success with 630 attendees on for day 1 and 650 attendees on day 2. The Bar received
lots of positive feedback about the program.

Use of Force Seminar/Follow Up: Shawn Newell & Andrew Morse. Event
organizers Shawn Newell and Andrew Morse reported that each of the three days had
close to- 1000 attendees: Mr. Newell reported that the event was well received and
served as a good launching point for more discussion about the issues surrounding
police use of deadly force. Mr. Morse reported that they will survey presenters and
attendees to get recorded feedback on the event. He also hopes that the Bar can arrange
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a presentation on the issue at the Summer Convention and that hopefully Dr. Smith
would be willing to present again. Mr. Newell will speak to Dr. Smith about his
availability.

2. Action Item

2.1

2022 Summer Convention. Richard Dibblee reported that the Lowes Coronado in
California offered the best room rates for the month of July. The Grand Summit in Park
City has too high of a food and beverage requirement. The Commission then discussed
the pro and cons of having an out of state convention. Marty Moore objected to holding
a convention outside of Utah. Tom Seiler objected to the cost of the convention. Rob
Rice reminded the Commission that the Supreme Court has asked the Commission to
ensure the conventions pay for themselves. After discussion on the issues and
objections raised, Mark Morris moved to hold the 2022 Summer Convention at the
Lowes Coronado. Michelle Quist seconded the motion which passed with Marty
Moore and Tom Seiler opposed.

3. Discussion Items

3.1

3.2

Rural Lawyers’ Commission Representation: Marty Moore proposed two ideas to
encourage more Bar representation for and inclusion of rural lawyers. First idea is to
have a Commission meeting in Moab in conjunction with the Litigation Section meeting
and invite rural lawyers 10 attend. Second idea is to have an ex officio member of the
Commission who would represent the 6, 7%, and 8" judicial districts. The Commission
discussed the issues with and barriers to participation by rural lawyers. After discussion,
the Commission decided it would have the meeting in Moab to better gauge interest in
an ex officio member. Rob Rice asked John Baldwin to provide the Commission with
the figures for the cost of an additional ex officio member for consideration at the next
Commission meeting. Michelle Quist moved to hold the October 15,2021
Commission meeting in Moab in conjunction with the Litigation Section Judicial
Excellence meeting. Chrystal Mancuso-Smith seconded the motion which passed
unopposed.

Investment Policies and Procedures. Marty Moore, who sits on the Bar’s Budget and
Finance Committee, reviewed the Bar’s investment portfolio with the Commission. The
Commission discussed the investments and the fees associated with managing the
investments. The Commission discussed concerns that the Bar is invested in bond funds
which pose too much risk. Tom Seiler moved to charge Marty Moore and Rick
Hoffman to work with the Budget and Finance Committee to develop a new
investment policy and review changing the current investment advisors.

4. Information Items

4.1

State Courts’ Plans for Jury Pilots and Restarting: Nick Stiles reported on current
Court policies for resuming jury trials. Mr. Stiles noted that vaccine rates and case
numbers have been encouraging so the policy may evolve. Mr. Stiles reminded the
Commissions to check the Court website for phase levels and associated precautions.
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Currently, all people must wear masks in all courthouses regardless of state and local
policy. Jury trials are taking place with “red phase” precautions which include COVID
testing for participants and enclosed witness booths with air filters. There is no date for
civil in-person arguments. Finally, Mr. Stiles reported that for some types of cases
remote hearings will continue beyond the pandemic. Judges, lawyers, and clients have
found that some proceedings are more efficient and cost effective if held remotely.

42 2021 Sun Valley Summer Convention Status Report: Richard Dibble reported that
80% of the Bar’s room block is full. The Commission then discussed some of the issues

with holding a hybrid in-person and remote convention. Attendees who select a “Zoom
only” option will be able to see all sessions at a lower rate.

5. Executive Session
Adjourn: 12:15 p.m.

Consent Agenda
1. Approved Minutes from the March 25, 2021 Commission Meeting.
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FINANCIAL STATEMENT HIGHLIGHTS

Notable Trends:
e The results of the first ten months of the fiscal year show total revenues underreporting compared to the
budget, while expenses are also underreporting, thus resulting in a favorable variance of $179,000
compared to the budget.

O

Interest revenue related to investments has been underreporting for the past ten months due to
the cuts made to the Fed rates since the COVID-19 pandemic began.

Some departments are experiencing slower-than-usual operations as a result of the pandemic. As
such revenues are underreporting and so are expenses. It appears that the lower-than-budgeted
expenses have helped to create a favorable variance compared to the budget.

In February 2021, the Bar applied for the Payroll Protection Program (PPP) through the CARES Act
and received funds totaling just over $653,000 to cover payroll expenses. The funds are currently
classified as a long-term payable on the entity’s Balance Sheet (or Statement of Financial Position)
and were deposited into a separate bank account that is segregated from other operating funds.
Following each payroll, qualified payroll expenses will be deducted from the separate account so
that the use of the funds can be easily tracked. The PPP program allows entities to submit an
application for forgiveness sometime between 8-24 weeks following receipt of the funds once they
can prove the funds were spent on qualified payroll expenses, which include: salaries, wages
capped at $100,000/annually per employee, employee benefits such as costs associated with
retirement plans, group health insurance, vacation time, sick and medical leave, and parental and
family leave, and state and local taxes on compensation. It is estimated that the funds will support
between three and three and half months of qualified payroll expenses; at which time an
application for forgiveness will be submitted.

Year-to-Date (YTD) Net Profit — Accrual Basis:

Fav(unfav) $ Fav(unfav)

Actual Budget Variance % Variance

YTD revenue 5,814,161 6,337,058 (522,897) -8%
YTD expenses 4,666,595 5,368,714 702,118 13%
YTD net profit/(loss) 1,147,566 968,344 179,221 19%

YTD net income is $1,147,566 and is $179,221 over budget.

YTD Net Profit —Cash Basis: Adding back year-to-date depreciation expense of $140,000 and deducting capital

expenditures of $316,000, the cash basis year-to-date net profit is approximately $176,000 lower.

Explanations for Departments with Net Profit Variances $10k and 5% Over/Under Budget and/or significant

activity:

Admissions: YTD Admissions revenue is $400,000, which is $13,00 (3%) over budget and $17,000 more than
last year’s revenue at this time. The higher-than-expected revenues mostly relate to Attorney Motions
(reciprocity admissions), which are difficult to estimate and therefore the variance from the budget is not
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unusual. Admissions expenses are also slightly under budget, mostly due to the lower-than-expected
program services expenses; which is due to less examinees at the Fall Bar exam than in prior years.

NLTP: YTD NLTP net spending is approximately $13,000 more than budgeted due to lower-than-expected
NLTP fees and both salaries and general and administrative expenses running slightly above the budget.
Salaries and wages appear to be slightly higher than budgeted due to a timing issue related to how salaries
and wages expense was spread over the twelve month budget period and due to a manager billing time to
the department that was not included in the budget. We also note the general and administrative
expenses are higher than budgeted, which is the result of IT security services added during the year and
applied to all departments.

CLE: The CLE department’s revenue is currently reporting $243,000 less than budgeted and expenses are
reporting $273,000 less than budgeted. CLE Registrations is the most significant revenue item for this
department, which is underreporting by $227,000; and is due to the Bar not holding in-person CLE events
due to COVID pandemic. Since the CLE department is not holding in-person events, its expenses are also
underreporting and significantly less than budgeted.

Fall Forum: The Forum that was held in October 2020, generated $56,000 in registration revenue, which is
less than budgeted. However, the online format of the Fall Forum resulted in relatively limited expenses.
As such, the Fall Forum is currently reporting a $30,000 net profit, which is $30,000 over budget.

Spring Convention: The 2021 Spring Convention was moved from an in-person event to a virtual event due
to COVID and the restrictions on large gatherings. The event generated $55,000 of registration revenue,
which is about 58% of what was budgeted for an in-person event. Also note that the online format did not
have sponsors so there was no sponsor or vendor revenue, which was budgeted to bring in more than
$25,000 in revenues. Similar to the Fall Forum, the online format of the event resulted in significantly
lower expenses and expenses will mostly relate to staff time spent to facilitate the event. As such, the
event is currently reporting just under $32,000 in net profit, which is $14,000 more than budgeted.

Member Services: Member Services YTD net spending is $198,000 compared to budgeted net spending of
$255,000, a difference of $57,000. Lower net spending is the result of higher than budgeted advertising
revenue for the Bar Journal; and lower than expected expenses related to meeting expenses, salaries and
wages and other administrative costs. We note that approximately $5,000 was budgeted for meetings
(meeting rooms, supplies and food) that have not occurred in person and instead have been held virtually
due to the pandemic. Additionally, a position in Section Support was vacated in September and was note
filled untit late April, therefore reducing total salaries and wages for the past seven months. Finally, we
note some administrative costs were budgeted related to computer maintenance and copy/printing;
although the related expenses have not occurred yet, they may be charged in future months thus
increasing net spending and aligning net spending closer to budget.

Public Services: Public Services YTD net spending is $427,000, which is $20,600 less than budgeted. The
lower net spending is mostly the result of lower-than-budgeted program expenses, which is expected as
the Tuesday Night Bar program has been taken virtually and required less program expenditures (like room
rentals, beverage costs and off-duty police officer pay). The lower expenses trend will most like proceed
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Bar Operations: Bar Operations’ revenue of $66,000 is underreporting by $117,000 compared to budget of

$138,000, which is the result of investment income underreporting due to low interest rate

S.

Facilities: As a result of the state-wide ban on large gatherings due to COVID-19, Bar meeting room facilities
have been underutilized, which has resulted in lower-than-budgeted revenues and expenses.

ADDITIONAL COMMENTS

Board Designated Reserves: In consultation with Bar management and the Budget & Finance Com
Commission informally targeted the following reserve amounts:

Operations Reserve (3 months’ operations) $1,581,302
Capital Replacement Reserve (equipment) 200,000
Capital Replacement Reserve (building)* 372,930

Total $2,154,232
Estimated cash reserve at April 30, 2021 54,357,251
Excess of current cash reserve over board-designated reserve $2,203,019

mittee, the

*During the June 6, 2020 Commission Meeting, the Board approved building improvements to include interior painting and carpet,
and repairs to external concrete areas. During the first six months of the current fiscal year, $277,070 was spent for concrete,

painting and carpet, thus depleting the $650,000 reserve to $372,930, shown above.



Revenue
Licensing
Admissions
NLTP
oPC
CLE
Summer Convention
Fall Forum
Spring Convention
Member Services
Public Services
Bar Operations
Facilities

Total Revenue

Expenses
Licensing
Admissions
NLTP
OPC
CLE
Summer Convention
Fall Forum
Spring Convention
Member Services
Public Services
Bar Operations
Facilities

Total Expenses

Net Profit (Loss)

Depreciation

Cash increase {decrease) from operations
Changes in operating assets/liabilities
Capital expenditures

Net change in cash

Utah State Bar
Income Statement

April 30, 2021
’7 Actual Actual Budget Fav (Unfav) % of Total YTD % of
LYTD YTD YTD variance Budget Budget Tot Budget
4,483,438 4,582,117 4,468,834 113,283 103% 4,515,114 101%
383,175 399,626 386,420 13,206 103% 372,410 107%
50,850 49,109 55,731 (6,622) 88% 59,149 83%
13,046 28,846 28,210 636 102% 29,187 99%
344,189 241,282 484,300 (243,018) S50% 528,038 46%
218,585 - - - #DIV/0! - #DIv/0!
83,224 56,368 79,903 (23,536) 71% 79,903 71%
(1,870) 55,992 123,000 {67,008) 46% 123,000 46%
239,102 256,345 242,625 13,720 106% 271,209 95%
13,419 46,699 49,926 (3,227) 94% 51,556 91%
157,961 66,352 172,299 (105,947) 39% 179,141 37%
169,800 31,426 245,810 (214,384) 13% 251,228 13%
5,154,918 5,814,161 6,337,058 (522,897) 92% 6,459,935 90%
97,803 171,313 142,762 (28,551) 120% 195,357 88%
478,452 431,245 433,911 2,665 99% 499,729 86%
68,464 86,141 79,725 {6,416} 108% 100,255 86%
1,256,197 1,204,872 1,216,841 11,968 99% 1,449,268 23%
418,386 208,005 481,382 273,376 43% 538,142 39%
277,439 6,519 9,724 3,205 67% 9,723 67%
75,596 26,701 79,903 53,202 33% 79,903 33%
44,546 24,197 105,296 81,099 23% 123,000 20%
541,089 453,968 497,555 43,587 91% 603,856 75%
476,774 473,376 497,171 23,794 95% 573,862 82%
1,544,675 1,284,802 1,329,292 44,490 97% 1,607,271 80%
430,815 295,455 495,153 199,628 60% 544,841 54%
5,710,238 4,666,595 5,368,714 702,118 B7% 6,325,208 T4%
5 444,681 | $ 1,147,566 $ 958,344 § 179,221 119% 5 134,727 852%
167,205 139,913 179,138 39,226 78% 214,988
611,886 1,287,479 1,147,483 139,996 112% 348,715
(2,966,800) (2,215,816) (2,215,816) - 100% 20,000
(43,627) (316,383) (318,737) 2,354 a9% (157,000)
§ (2,398,541) § (1,244,720) ¢ (1,387,070) § 142,350 90% $ 212,715 -585%
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Utah State Bar

Licensing
April 30, 2021
Actual Actual Budget Fav {Unfav) % of Total YTD % of
LYTD YTD YTD variance Budget Budget Tot Budget
Revenue

4010 - Section/Local Bar Support fees 17,128 17,292 17,102 190 101% 17.102 101%

4004 - Admissions - Laptop Fees - 575 - 575  #DIV/OL - #DIV/O!

4006 - Transfer App Fees - - - - #DIV/ol < #DIV/O!
4011 - Admissions LPP 2,700 2,255 2,294 {39) 98% 3,250 69%
4021 - Lic Fees > 3 Years 3,696,060 3,755,635 3,710,083 45,552 101% 3,710,510 104%

4020 - NLTP Fees = 750 E 750 #DIv/oL - #DIv/ol
4022 - Lic Fees < 3 Years 200,700 205,140 209,488 (4,348) 98% 210,010 98%
4023 - Lic Fees - House Counsel 44,940 47,490 48,978 (1,488) 97% 48,978 97%
4025 - Pro Hac Vice Fees 102,750 168,575 119,906 48,669 141% 151,150 112%
4024 - Lic Fees LPP 800 2,150 800 1,350 269% 800 269%
4026 - Lic Fees - Inactive/FS 120,390 116,710 119,530 {2,820} 98% 119,530 98%
4027 - Lic Fees - Inactive/NS 213,780 218,925 214,251 4,674 102% 215,408 102%
4029 - Prior Year Lic Fees . - - - #DIV/Ol 8,288 0%
4030 - Certs of Good Standing 20,010 14,720 25,342 {10,622) 58% 28,965 51%
4095 - Miscellaneous Income 580 205 1,060 (855) 19% 1,123 18%

4096 - Late Fees 63,600 31,695 - 31,695  #DIV/0! L #DIv/0l
Total Revenue 4,483,438 4,582,117 4,468,834 113,283 103% 4,515,114 101%

Expenses

Program Services 95 37,084 30,517 (6,547} 121% 36,597 -
Salaries & Benefits 70,767 97,735 78,292 (19,443) 125% 98,760 99%
General & Administrative 18,355 28,468 26,161 (2,308) 109% 50,726 56%
Building Overhead 7.586 8,045 7,792 (253) 103% 9,274 87%
Total Expenses 97,803 171,313 142,762 (28,551) 120% 195,357 88%
Net Profit {Loss) $ 4,385,635 | $ 4,410,804 $ 4,326,072 $ 84,732 102% $ 4,319,757 102%

Note: Includes LPP staff time and exam expense




Utah State Bar

Revenue
4001 - Admissions - Student Exam Fees
4002 - Admissions - Attorney Exam Fees
4003 - Admissions - Retake Fees
4004 - Admissions - Laptop Fees
4005 - Admissions - Application Forms
4006 - Transfer App Fees
4008 - Attorney - Motion
4009 - House Counsel
4011 - Admissions LPP
4095 - Miscellaneous income
4096 - Late Fees
Total Revenue

Expenses
Program Services
Salaries & Benefits
General & Administrative
Building Overhead
Total Expenses

Net Profit {Loss)

Admissions
April 30, 2021

Actual Actual Budget Fav (Unfav) % of Total YTD % of
LYTD YTD YTD variance _ Budget Budget Tot Budget
139,975 106,150 143,467 (37,317) 74% 135,575 78%
48,350 57,950 46,226 11,724 125% 46,225 125%
26,500 27,850 16,566 11,284 168% 22,850 122%
49,950 59,600 81,877 (22,277) 73% 47,700 125%
4,000 8,200 3,332 4,868 - 5,000 -
39,500 36,050 48,371 (12,321)  75% 54,250 66%
37,400 66,300 29,218 37,082 227% 42,500 156%
12,050 12,750 14,432 (1,682) 88% 15,450 83%
- 200 - 200 #DIv/o! - #DIvV/o!
2,525 3,576 2,931 645 122% 2,860 125%

22,500 21,000 . 21,000 #DIV/0I - #DIV/0!
382,750 399,626 386,420 13,206 105%| 372,410 103%
95,877 47,597 90,822 43,225 52% 92,190 52%
260,618 304,791 264,888 (39,903)  115%| 315,861 96%
104,639 64,591 59,212 (5,379) 109% 69,435 93%
17,218 14,266 18,983 4,722 75% 22,243 64%
478,452 431,245 433,911 2,665 99% 499,729 86%
$  (95.702)] § (31,620) § (47,491) $ 15871 -33% I_$ {127,319) 25%
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Revenue
4020 - NLTP Fees
4081 - CLE - Registrations
4200 - Seminar Profit/Loss
Total Revenue

Expenses
Program Services
Salaries & Benefits
General & Adminlstrative
Building Overhead
Total Expenses

Net Profit {Loss)

Utah State Bar

NLTP
April 30, 2021

Actual Actual Budget  Fav (Unfav) % of Total YTD % of
LYTD YTD YTD variance Budget Budget  Tot Budget
50,850 48,300 54,815 {6,515) 88% 58,050 83%

- 619 - 619 #DIV/0) = #DIV/O!
- 190 916 (726) 21% 1,099 -
50,850 49,109 55,731 {6,622) 8% 59,149 83%
3,159 - 5,576 5,576 0% 5,576 0%
48,382 66,230 59,624 {6,606} 111% 77,286 86%
13,167 16,870 10,343 {6,527) 163% 12,518 135%
3,756 3,041 4,182 1,141 73% 4,875 62%
68,464 86,141 79,725 {6.416) 108% 100,255 86%
$ (17,614)| $ (37,032) § (23,994) § (13,037) 154% $ (41,106) 90%
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Revenue
4095 - Miscellaneous Income
4200 - Seminar Profit/Loss
Total Revenue

Expenses
Program Services
Salaries & Benefits
General & Administrative
Building Overhead
Total Expenses

Net Profit (Loss)

Utah State Bar
OPC
April 30, 2021
Actual Actual Budget Fav{Unfav) % of Total YTD % of

LYTD YTD YTD varlance  Budget Budget Tot Budget
3,500 1,953 5,710 (3,757) 34% 6,687 29%
9,546 26,893 22,500 4,393 120% 22,500 120%
13,046 28,846 28.210 636 102% 29,187 99%
24,146 1,127 6,656 5,529 17% 7,060 16%
1,057,214 1,060,707 1,047,446 (13,261) 101% 1,250,874 85%
113,651 90,156 96,217 6,061 94% 112,941 BO%
61,187 52,882 66.522 13,640 79% 78,394 67%
1,256,197 1,204,872 1,216,841 11,969 9N 1,449,269 83%
$ (1,243,151)| § (1,176,025) $ (1,188,631} § 12,606 99%| |$ (1,420,082) B83%|
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Revenue
4052 - Meeting - Sponsor Revenue
4053 - Meeting - Vendor Revenue
4054 - Meeting - Material Sales
4081 - CLE - Registrations
4082 - CLE - Video Library Sales
4084 - Business Law Book Sales
4095 - Miscellaneous Income
4200 - Seminar Profit/Loss

Total Revenue

Expenses
Program Services
salaries & Benefits
General & Administrative
Building Overhead
Total Expenses

Net Profit (Loss)

Utah State Bar
CLE
April 30, 2021

Actual Actual Budger FaviUnfay)  %of | Total  YTD%of
LYTD ¥TD YD variance Budget Budget _Tot Budget
14,500 7,250 22,050 {14,800) 3% 22,050 33%
1,000 . - - #DIv/ol . .

: - - - #DIV/OL . -
55946 | 185949 412,970  (227,021) as% 422,340 44%
87,206 86,917 66,875 20,042 130% 93,409 93%
- - - - #DIV/OI - .

- . B - #Dv/ol . B
(14.462)|  (38.834) (17,595 (21,239) 221% {9,761) 398%
344,189 241,282 484,300 {243,018} S0% 528,038 46%
243,222 67,762 304,659 236,897 2% 332,452 205
105,988 | 100,696 109,645 8,949 92% 131,497 Tr%
53,253 27,184 55,097 27,914 {9% 59,714 A%
11,922 12,363 11,880 {383) 103% 14,478 85%
418,385 203,005 481,382 273,276 a43% 538,142 3%
¢ (a10m|s 33277 § 2018 § 30358 1140% $(10,104) -320%!
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Revenue
4051 - Meeting - Registration
4052 - Meeting - Sponsor Revenue
4053 - Meeting - Vendor Revenue
4055 - Meeting - Sp Ev Registration
Total Revenue

Expenses
Program Services
Salaries & Benefits
General & Administrative
Building Overhead
Total Expenses

Net Profit (Loss})

Utah State Bar
Summer Convention
April 30, 2021
Actual Actual Budget Fav(Unfav) % of Total YTD % of
LYTD YTD YTD variance  Budget Budget Tot Budget
181,985 = - #DIV/0! #DIV/0!
19,500 - - - #DIV/O0! - #DIV/OI
11,800 + - #DIV/OL - HDIV/O!
5,300 = - #DIV/ol - #DIV/0!
218,585 - - - #DIV/0I - HDIV/0I
241,401 15 6,692 6,677 0% 6,692 0%
21,359 6,304 3,032 (3,272)  208% 3,031 208%
14,679 200 {200) #DIV/OL - #DIv/ol
~ - - - #DIv/0I = =
277,439 6,519 9,724 3,205 7% 9,723 67%
$ (58,954)| § (6,519) $ (9,724) $§ 3,205 67%| |$ 19,723) 67%

89



Revenue
4051 - Meeting - Registration
4052 - Meeting - Sponsor Revenue
4053 : Meeting - Vendor Revenue
4055 - Meeting - Sp Ev Registration
Total Revenue

Expenses
Program Services
Salaries & Benefits
Gerieral & Administrative
Building Overhead
Total Expenses

Net Profit (Loss)

Utah State Bar

Fall Forum
April 30, 2021

Actual Actual Budget Fav (Unfav) % of Total YTD % of
LYTD YTD YTD varlance Budget Budget  Tot Budget
76,499 55,368 73,178 (17,811) 76% 73,178 76%
- - =+ - #DIV/0! - -
4,950 1,000 4,950 (3,950) 20% 4,950 20%
1775 =: 1,775 {1.775) 0% 1,775 -
83,224 56,368 79,903 (23,536) TiN 79,903 71%
64,336 18,732 68,507 49,775 27% 68,507 27%
4,160 1,825 4,160 2,335 44% 4,160 44%
7,100 6,145 7,236 1,001 85% 7,236 85%
= - - - #DIV/o! = -
75,596 26,701 75,903 53,202 TN 79.903 33%

$ 7.628 | $ 29,666 $ o 29,666 #DIv/ol $ - #bvjol
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Utah State Bar
Spring Convention

April 30, 2021
e
Actual Actual Budget Fav {Unfav) %of | Total YTD % of
LYTD YTD YTD variance _ Budget Budget Tot Budget
Revenue
4051 - Meeting - Registration (1,365) 55,992 97,000 (41,008)  58% 97,000 58%
4052 - Meeting - Sponsor Revenue (1,000) - 15,000 (15,000} 0% 15,000 0%
4053 - Meeting - Vendor Revenue - - 9,000 (9,000} 0% 9,000 0%
4055 - Meeting - Sp Ev Registration 485 - 2,000 {2,000} [ 2,000 0%
Total Revenue {1,870) 55,992 123,000 (67,008) 46% 123,000 46%
Expenses
Program Services 21,228 15,000 71,570 56,570 21% 89,092 17%
Salaries & Benefits 11,016 7,202 22,866 15,664 3% 23,041 31%
General & Administrative 12,302 1,995 10,860 8,865 18% 10,867 18%
Building Overhead - - - - #DIvfO! - -
Total Expenses 44,546 24,157 105,296 B1,09% 23% 123,000 20%
Net Profit {Loss) | $ (46,416) 4 31,795 517,704 § 14,091 180% $ - 4DIV/0Y




Revenue
4010 - Section/Local Bar Support fees
4052 - Meeting - Sponsor Revenue
4061 - Advertising Revenue
4062 - Subscriptions
4071 - Mem Benefits - Lexis
4072 + Royalty Inc - Bar J, MBNA, LM,M

Total Revenue

Expenses
Program Services
Salaries & Benefits
General & Administrative
Building Overhead
Total Expenses

Net Profit {Loss)

Utah State Bar
Member Services
April 30, 2021
Actual Actual Budget Fav (Unfav) % of Total YTD % of
LYTD YTD YTD variance  Budget Budget  Tot Budget
83,236 82,904 83,244 (340) 100% 83,244 100%
- . . - #DIV/0I - #DW/ol
147,795 164,326 151,730 12,596 108% 174,001 94%
90 30 60 (30) 50% 60 50%
964 900 1,013 {113) 89% 1,327 -
6.849 8.175 6,578 1,597 124% 6,577 124%
239,102 256,345 242,625 13,720 106% 271,208 85%
210,750 192,160 205,374 13,214 94% 255,521 75%
159,819 141,893 157,759 15,866 90% 189,562 75%
154,727 104,514 118,089 13,575 89% 139,242 75%
15,793 15,401 16,333 932 94% 19,531 79%
541,089 453,968 497,555 43,587 1% 603,856 75%
$ (301,987)| $ (197,623) $ (254,930) $ 57,306 78%| | $ (332,647) 59%

13
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Revenue

4063 -
- Law Day Revenue

- Miscellaneous Income
4120
4200+

4093
4095

Modest Means revenug

Grant Income
Seminar Profit/Loss

Total Revenue

Expenses

Program Services
Salaries & Benefits
General & Administrative
Building Overhead

Total Expenses

Net Profit (Loss)}

Utah State Bar
Public Services

April 30, 2021

Actual Actual Budget  Fav (Unfav) % of Total YTD % of
LYTD YTD YTD variance Budget Budget  Tot Budget
9,375 10,025 10,333 {308) 97% 11,600 86%

- - 1,750 {1,750} 0% 2,100 0%

40 20 27 7 74% 40 50%
3,000 39,576 36,812 2,764 108% 36,812 108%
1,004 (2,922) 1,004 {3,926) -291% 1,004 -
13,419 46,699 49,926 (3,227} 8% 51,556 ‘JI&I
150,049 106,469 162,419 55,950‘ 66% 166,869 64%
276,014 280,283 282,304 2,021 99%| 345,358 81%
39,386 76,939 40,097 (36,843) 192%| 47,097 163%
11,325 9,685 12,351 2,666 78%, 14,538 67%
476,774 473,376 497,171 23,794 5% 573,852 BI%
$ {463,355)| $ (426,677) $ (447,245) § 20,567 95% $ (522,306) 82%
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Revenue

4031 -
4052 -
4053 -
4060 -
4103 -
4095 -
4200 -

Enhanced Web Revenue
Meeting - Sponsor Revenue
Meeting - Vendor Revenue
E-Filing Revenue

In - Kind Revenue - UDR
Miscellaneous Income
Seminar Profit/Loss

Investment Income
Total Revenue

Expenses

Program Services
Salaries & Benefits
General & Administrative
In Kind
Building Overhead

Total Expenses

Net Profit (Loss)

Utah State Bar
Bar Operations

April 30, 2021
Actual Actual Budget Fav (Unfav) % of Total YTD % of
LYTD YTD YTD varlance Budget Budget Tot Budget
* ] - #DIV/O! #DIV/0!
- - ~ - #DIv/ol #DIv/o!
12,432 24,853 33,639 (8,786) 74% 33,639 74%
2,989 23 (2) 25 -1145% - #DIV/o!
949 20,680 1,007 19,673  2054% 1,159 1784%
. " - - #DIV/0I - .
141,591 20,796 137,655 {116,859} 15% 144,343 98%
157,961 66,352 172,299 {105,947) 39% 179,141 8B%,
231,501 6,443 47,803 41,360 13% 52,214 12%
1,027,744 1,045,235 1,014,191 (31,044) 103% 1,248,531 84%
236,042 189,631 218,525 28,894 87% 249,109 76%
4,636 5,074 = (5,074) #DIV/0! #DIV/0|
44,752 38.418 48,773 10,355 79% 57,417 67%
1,544,675 1,284,802 1,328,292 44,490 7% 1,607,271 0%
$ (1,386,714)| $ (1.218,450) $ (1,156,993) $ {61,457)  105% $ {1,428,130) 85%

94



Utah State Bar

Revenue
4039 - Room Rental-All parties
4042 - Food & Beverage Rev-All Parties
4043 - Setup & A/V charges-All parties
4090 - Tenant Rent
4095 - Miscellaneous Income
4103 - In - Kind Revenue - UDR
Total Revenue

Expenses
Program Services
Salaries & Benefits
General & Administrative
In Kind
Building Overhead
Total Expenses

Net Profit {Loss)

Facilities
April 30, 2021

Actual Actual Budget  Fav{Unfav} %of Total YTD % of
LYTD YTD YTD variance  Budget Budget  Tot Budget
71,383 9,314 101,602 {92,288) 9% 102,705 9%,
79,196 4,568 125,354 {120,786) 4% 125,574 4%
1,145 - 1,350 {1,350) 0% 1,351 0%
18,060 17,474 17,580 (106) 99% 21,672 81%
16 70 13 51 368% 21 333%
- - (95) 95 0% {95) 0%
169,800 31,426 245,810 {214,384) 1% 251,323 13%
77,728 5,250 120,722 115,472 4% 120,822 4%
140,054 141,156 135,811 (5,345}  104% 165,742 85%
23,640 (6,804) 30,628 37,432 -22% 15,564 -44%
12,460 190 16,950 16,760 1% 17,080 1%
176,933 155,663 191,042 35,379 81% 225,633 69%
430,815 295,455 495,153 199,698 60% 544,841 543
$ (261,016)| § (264,029) $ (249,343) $  (14,686)  106% $ (293,518) 90%
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Revenue
4001 - Admissions - Student Exam Fees
4002 - Admissions - Attorney Exam Fees
4003 - Admissions - Retake Fees
4004 - Admissions - Laptop Fees
4005 - Admissions - Application Forms
4006 - Transfer App Fees
4008 - Attorney - Mation
4009 - House Counsel
4010 - Section/Local Bar Support fees
4011 - Admissions LPP
4012 - Admissions Military Spouse
4020 - NLTP Fees
4021 - Lic Fees > 3 Years
4022 - Lic Fees < 3 Years
4023 - Lic Fees - House Counsel
4024 - Lic Fees LPP
4025 - Pro Hac Vice Fees
4026 - Lic Fees - Inactive/FS
4027 - Lic Fees - Inactive/NS
4029 : Prior Year Lic Fees
4030  Certs of Good Standing
4039 : Room Rental-All parties
4042 - Food & Beverage Rev-All Parties
4043 - Setup & A/V charges-All parties
4051+ Meeting - Registration
4052 - Meeting - Sponsor Revenue
4053 - Meeting - Vendor Revenue
4054 Meeting - Material Sales
4055 - Meeting - Sp Ev Registration
4060 - E-Filing Revenue
4061 - Advertising Revenue
4062 - Subscriptions
4063 - Modest Means revenue
4071 - Mem Benefits - Lexis
4072 - Royalty Inc - Bar J, MBNA, LM,M
4081 - CLE - Registrations
4082 - CLE - Video Library Sales
4090 - Tenant Rent
4093 - Law Day Revenue
4095 + Miscellaneous Income
4096 - Late Fees
4103 - In - Kind Revenue - UDR
4200 - Seminar Profit/Loss
Investment income
Total Revenue

Program Service Expenses
5001 - Meeting Facility-external only
5002 - Meeting facility-internal only
5013 - ExamSoft
5014 - Questions
5015 - Investigations
5016 - Credit Checks
5017 - Medical Exam
5020 - Exam Scoring
5025 - Temp Labor/Proctors
5030 Speaker Fees & Expenses
5031 Speaker Reimb. - Receipt Reg'd
5035 - Awards
5037 « Grants/ contributions - general
5040 - Witness & Hearing Expense
5041 - Process Serving
5046 - Court Reporting
5047 - Casemaker
5055 - Legislative Expense
5060 - Program Special Activities
5061 - LRE - Bar Support
5062 - Law Day
5063 - Special Event Expense
5064 - MCLE Fees Paid
5070 - Equipment Rental
5075 - Food & Bev-external costs only
5076 Food & beverage - internal only
5079 - Soft Drinks
5085 - Misc. Program Expense
5090 - Commission Expense
5095 - Wills for Heroes
5096 - UDR Support
5099 - Blomquist Hale
5702 Travel - Lodging
5703 - Trave! - Transportation/Parking
5704 - Travel - Mileage Reimbursement
5705 - Travel - Per Diems
5706 - Travel - Meals
5707 - Travel - Commission Mtgs
5805 - ABA Annual Meeting
5810 - ABA Mid Year Meeting
5815 - Commission/Education
5820 - ABA Annual Delegate
5830 - Western States Bar Conference
5840  President's Expense
5841 - President's Reimbursement
5845 - Reg Reform Task Force
5850 - Leadership Academy
5855 « Bar Review
5865 « Retreat
5866 - Wellbeing Committee

Utah State Bar
Income Statement - Consolidated By Account
April 30, 2021

Actual Actual Budget Fav (Unfav) % af Total Y70 % of
LYTD YTD ¥iE variance Budgat Budgst Tot Budgat
139,975 106,150 143,467 (37,317) TR 135,575 T8%
48,350 57,950 46,226 11,724 125% 46,225 125%]
26,500 27,850 16,566 11,284 168% 22,850 1225
49,950 60,175 81,877 {21,702} T3% 47,700 136%)
4,000 8,200 3,332 4,868 2456% 5,000 -
39,500 36,050 48,371 {12,321) e 54,250 L5
37,400 66,300 29,218 37,082 27% 42,500 156%
12,050 12,750 14,432 {1,682) BEX| 15,450 3%
100,364 100,196 100,346 {150) 100%| 100,346 100%
2,700 2,455 2,294 161 1078 3,250 TEH
425 = - #DIV/OI - #DIv/0!
50,850 49,050 54,815 {5,765) BTN 58,050 84%|
3,696,060 3,755,635 3,710,083 45,552 101% 3,710,510 101%
200,700 205,140 209,488 (4,348) S9N 210,010 98%|
44,940 47,490 48,978 (1,488) TR 48,978 975!
BOO 2,150 800 1,350 26574 800 269%
102,750 168,575 119,906 48,669 1a1% 151,150 112%|
120,390 116,710 119,530 (2,820} SR 119,530 SEN|
213,780 218,925 214,251 4,674 10Z%| 215,408 102%|
s - * - #HDIV/OI 8,288 0%
20,010 14,720 25,342 (10,622) 5B 28,965
71,383 9,314 101,602 (92,288) Lo 102,705
79,196 4,568 125,354 {120,786) a5 125,574
1,145 - 1,350 (1,350) o% 1,351
257,119 111,360 170,178 (58,819) % 170,178
33,000 7,250 37,050 (29,800) 20%] 37,050
17,750 1,000 13,950 {12,950) T, 13,950
= #DIV/0! -
7,570 * 3,775 (3,775) 0% 3,775 o%|
12,432 24,853 33,639 (8,786) 4% 33,639 TAK
147,795 164,326 151,730 12,596 108%) 174,001 945
30 30 60 (30) i 60 50%
9,375 10,025 10,333 {308) TS 11,600 Bk
964 500 1,013 (113) B% 1,327 -
6,849 8,175 6,578 1,597 124%| 6,577 124%4|
255,946 186,568 412,970 (226,402) &5%| 422,340 A48T
87,206 86,917 66,875 20,042 130%| 93,409 935
18,060 17,474 17,580 (106) % 21,672 Bi%|
. - 1,750 (1,750} 0% 2,100 0%
7,778 26,514 10,754 15,760 24TH 11,890 2235
86,100 52,695 - 52,695 #DIV/Ot #DIV/0!
2,989 23 (97} 120 ~24% {95} “24%
{3,912) {14,673) 6,825 (21,498) -215% 20,842 ~T0%
141,581 20,756 137,655 [116,855) 5% 144,343 1451
5,151,918 5,774,585 6,300,246 (525,661} b r=] 6,423,123 20%!
8,505 15 26,486 26,471 o 28,085 [
44,665 8,794 59,764 50,970 15% 60,689 14%
19,110 15,471 19,110 3,639 B1%| 19,110 B1%
35,998 52,715 66,418 13,703 TN 72,498 3%
500 931 638 (293)  M46% 755 123%
1,011 1,740 1,139 (601) 1ETH 2,177 BOH
160 - 320 320 % 320 -
- - - = #DIV/OI - -
6,450 . 6,543 6,543 % 6,543 034
9,667 6,500 15,548 9,048 A% 15,548 A2%
16,612 . 19,113 19,113 0% 19,800 %
4,866 6,723 5,491 (1,232) 122 9,787 £9%
9,000 500 12,670 12,170 L] 12,670 A%
1,498 14 4,324 4,310 0% 4,430 0%
940 282 895 613 3T 1,000 285
- 1,596 = {1,596) #DIV/OI #DIV/0!
40,937 44,935 43,087 (1,808)  104% 52,250 86%
41,719 50,000 37,517 (12,483) 153%| 60,000 B3%
2,595 - 2,595 2,595 0% 2,595 =]
65,000 60,000 60,000 = 10075 60,000 100%
2,625 = 3,500 3,500 % 4,400 o%
55,752 6,829 24,022 17,193 ZB% 24,843 7%
22,956 19,672 22,760 3,088 8% 34,507 57
62,252 - 38,365 38,365 0% 39,166 %
368,907 9,823 347,958 338,135 3% 357,568 3%
45,582 6,666 58,265 51,599 1% 58,603 1%
6,730 2,272 8,399 6,127 TS 8,689 25
8,601 1,298 6,006 4,708 2% 6,204 21%
28,863 30,619 32,190 1,571 5% 35,172 B
482 205 1,146 941 18%) 1,226 17
- - . - HDIV/OI . -
61,425 62,806 61,444 (1,362) 2% 73,721 BET
61,314 7,065 32,764 25,699 % 33,763 1%
20,255 282 5,301 5,020 5% 5,399 So4|
6,890 1,035 3,025 1,990 AN 3,625 I
4,571 = 690 690 % 790 %)
109 = < - #DWV/O! - HDIV/0!
14,983 = 2,500 ,500 % 2,500 0%
14,469 - - - HDIV/O! - #DIV/0!
19,896 100 - {100) #DIV/0! . HDIV/0!
15,245 - 2,350 2,350 o 2,350 0%
8,153 - - - #DIV/O! - #DIv/o!
7,133 205 - {205) #DIV/OI - #DIV/0!
22,234 15,163 15,771 608 S6% 20,000 76%.
2,899 - 3,532 3,532 % 3,532 %
4,571 - - #DIV/OI = =
11,645 10,000 10,000 % 10,000 s
431 - - #DIV/Ol = #DIV/0!
20,089 - 5,000 5,000 L1214 5,000 0%
46,477 46,239 45,687 (552) 1015 50,120 97%
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Utah State Bar
Income Statement - Consolidated By Account
April 30, 2021

Actual Actual Budget Fav (Unfav) % of Total YTD % of
LYTD ¥Y1D haye) variange By Budget Tot Budget
5867 - Bar Membership Survey 19,000 - - - #DIV/OI - #bwfol
5868 - UCLI Support 50,000 = = #DIV/OI - HDIV/O!
5960 - Overhead Allocation - Seminars - (3,404) {20,229) {16,825) 17% {20,001) 17%
5970 - Event Revenue Sharing - 3rd Pty 39,822 40,531 29,213 (11,318 139% 44 358 G2%
Total Program Service Expenses 1,363,594 497,620 1,121,318 623.697 4% 1,133,582 403
Salaries & Benefit Expenses
5510 - Salaries/Wages 2,499,534 2,556,730 2,466,765 (89,965) 104% 2,985,937 B63,
5605 - Payroll Taxes 187,465 188,620 186,459 (2,161) 101% 225,452 B4%
5610 - Health Insurance 221,413 232,806 241,572 8,766 96% 292,155 B0
5620 - Health Ins/Medical Reimb 2,874 6,100 5,817 {283) 105% 6,508 4%
5630 - Dental Insurance 12,631 12,598 14,550 1,952 87% 17,177 73%)
5640 - Life & LTD Insurance 15,127 15,891 16,528 637 96% 20,030 T9%;
5645 - Workman's Comp Insurance 1,856 1,952 1,592 (359) 123% 2,430 0%
5650 - Retirement Plan Contributions 218,218 222,437 221,188 {1,249) 101% 269,046 23%
5655 - Retirement Plan Fees & Costs 9,844 13,650 10,442 (3,208) 131% 20,411 67
5660 - Training/Development 18,175 3.274 15,105 11,831 2% 14,557 2256
Total Salaries & Benefit Expenses 3,187,135 | 3,254,057 3,180,018 (74,039) 107%| 3,853,703 23%
General & Administrative Expenses
7025 - Office Supplies 22,915 11,422 21,581 10,159 53% 23,799 4B
7015 - Office Equip Repairs - - . #DIV/0l - #DIvV/o!
7033 - Operating Meeting Supplies 17,393 1,398 22,034 20,636 % 22,130 65
7035 - Postage/Mailing, net 53,977 37,670 59,001 21,331 64% 52,676 bre
7040 - Copy/Printing Expense 135,027 86,258 133,491 47,233 65% 151,866 ST
7041 - Copy/Print revenue (16,576) {12,617) (21,226) {8,609) 59% (23,434) 545
7045  Internet Service 7,702 11,014 9,970 {1,044} 110% 11,767 4%
7050 - Computer Maintenance 43,946 33,023 45,882 12,859 T% 59,647 555
7055 - Computer Supplies & Small Equip 13,436 13,441 14,542 1,101 92% 16,651 1%
7089 - Membership Database Fees 31,343 41,437 35,178 {6,259) 8% 41,000 1015
7095 - Fax Equip & Supplies {25) (7) {25) (18) 29% (2s) -
7100 - Telephone 47,283 55,472 47,698 {7,774) 16% 56,910 7%
7105 - Advertising 30,781 3,195 7,840 4,645 41% 11,850 TS
7106 - Public Notification 433 290 1,141 851 25% 1,225 24%
7107 - Production Costs 500 . 83 83 0% 500 0%
7110 - Publications/Subscriptions 20,049 24,042 18,830 {5,212) 128% 23,438 1035
7115 - Public Relations 11,756 - = - #DW/01 - #DIV/O!
7120 - Membership/Dues 10,454 10,338 10,382 44 100% 11,071 as%
7135 - Bank Service Charges 703 591 861 270 69% 1,107 53%
7136 - ILM Service Charges 15,591 15,088 15,580 492 9T% 18,037 BAT
7138  Bad debt expense 0 - = - #DIV/0l = -
7140 - Credit Card Merchant Fees 52,557 56,324.93 47,844 (8,481) 118% 104,755 S4%)
7141 Credit Card surcharge (19,973) (24,337) (20,349) 3,988 120% (60,846) 40%
7145 - Commission Election Expense 2,693 2,717 2,699 (18) 101% 2,699 1015
7150 - E&O/Off & Dir Insurance 43,293 44,842 43,200 {(1,642) 108% 51,844 BER
7160 - Audit Expense 34,265 35,435 34,265 (1,170) 103% 34,265 103%)
7170 Lobbying Rebates 133 78 195 117 40% 205 38%
7175 - O/S Consultants 152,152 136,582 103,120 {33,463) 132% 118,698 115%
7176 - Bar Litigation 17,582 7,175 8,662 1,488 3% 10,000 T2
7177 - UPL 41,141 1,564 10,000 8,436 16% 10,000 16%)
7178 - Offsite Storage/Backup 3,889 - - - #DIV/Ol - #DIV/o!
7179 - Payroll Adm Fees 2,674 2,614 2,664 50 98% 3,161 B3N
7180 - Administrative Fee Expense 936 831 890 59 93% 1,065 T8%|
7190 - Lease Interest Expense - - - - #DIV/OI 770 ox
7191 - Lease Sales Tax Expense - - - - #D/ol - HDIV/O!
7195 Other Gen & Adm Expense 13,910 4,008 16,432 12,423 24% 17618 23%
Total General & Admini: ive Exp 791,942 599,889 672,464 72,575 89% 774,449 102%]
In Kind Expenses
7103 - InKind Contrib-UDR & all other 17,096 5.264 16,950 11,686 31% 17.080 1%
Total In Kind Expenses 17,096 5,264 16,950 11,686 31% 17,080 1005
Building Overhead Expenses
6015 - Janitorial Expense 23,802 13,676 29,088 15,412 47% 30,983 A
6020 Heat 16,446 18,880 17,714 {1,166) 107% 19,287 96%
6025 - Electricity 35,975 33,915 40,625 6,710 83% 46,470 3%
6030 - Water/Sewer 6,611 5,168 6,851 1,683 75% 8,030 6%
6035 - Outside Maintenance 13,272 11,116 13,691 2,576 81% 16,997 655
6040  Building Repairs 15,181 15,935 13,035 3,100 84% 21,302 755
6045 - Bldg Mtnce Contracts 31,248 25,621 31,178 5,557 82% 38,890 66%
6050 + Bldg Mtnce Supplies - - 687 687 0% 830 0%l
6055 - Real Property Taxes 25,182 28,596 24,115 {4,481) 119% 29,627 GIN
6060 - Personal Property Taxes 351 335 370 35 9% 434 TIH
6065 - Bldg Insurance/Fees 15,199 16,608 15,471 {1,137) 107% 18,546 0%
6070 - Building & Improvements Depre 45,012 56,199 46,291 {9,908) 121% 55,330 102%
6075 - Furniture & Fixtures Depre 7,458 2,622 8,602 5,980 30% 10,109 6%
7065 - Computers, Equip & Sftwre Depr 114,735 81,092 124,246 43,154 65% 149,549 544
Total Building Overhead Expenses 350,470 309,764 377,964 68,200 82% 446,384 7%
Total Expenses 5,710,238 4,666,595 5,368,714 702,118 8T% 6,325,208 903
Other
4300 - Gain {Loss) - Disposal Of Assets - - - - #DW/0I - #DIV/0!
4120 Grant Income 3,000 39,576 36,812 {2,764) 108% 35,812 105
3,000 39,576 36,812 (2.764) 108%| 36,812
Net Profit {Loss) $ 444681 $1147566 $ 968344 $ 179,221 119% § 134727 B52%




Utah State Bar
Balance Sheets

ASSETS
Current Assets
Petty Cash
Cash in Bank
Invested Funds
Total Cash/Investments
Accounts Receivable
Prepaid Expenses
A/R - Sections
Total Other Current Assets
Total Current Assets
Fixed Assets
Property & Equipment
Accumulated Depreciation
Land
Total Fixed Assets
TOTAL ASSETS

LIABILITIES & EQUITY
Liabilities
Current Liabilities
AP Trade
Other Accounts Payable
Accrued Payables
Cap Lease Oblig - ST
A/P - Sections
Deferred Revenue
Total Current Liabilities
Long Term Liabilities
Capital Lease Oblig
PPP Loan
Total Long Term Liabilities
Total Liabilities
Equity
Unrestricted Net Assets (R/E)
Fund Balance - Current Year
Total Equity
TOTAL LIABILITIES & EQUITY

19

98

4/30/2021 6/30/2020
S 625 $ 625
481,804 789,463
5,844,599 6,089,850
6,327,028 6,879,938
63,501 227,851
140,494 94,743
50,092 49,679
254,086 372,273
6,581,115 7,252,211
4,960,193 4,643,811
(4,169,579) (4,029,666)
633,142 633,142
1,423,756 1,247,286

S 8,004,870 8,499,498
S 81,737 104,237
7,502 109,826
584,307 481,137
3,892 3,892

1,495 173,165
21,731 2,158,156
700,664 3,030,412
(144) 4,112
653,072 -
652,928 4,112
1,353,592 3,034,524
5,503,712 5,853,847
1,147,566 (388,874)
6,651,278 5,464,974

$ 8,004,870 S 8,499,498
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INSTITUTIONAL LIQUIDITY
MANAGEMENT

Balance Sheet Classification
Base Currency: USD As of 04/30/2021

ILM-UT ST BAR (3176)

Dated: 06/02/2021

CE
IdentiSer Description
381410273 GOLDMAN:FS GOVT INST
CCYusD Cash
E3044VAPS LLDYOS BANK PLE
SSB0TRSRE Macquane Bank Limited
ST
Identifier Deacripiion
69371RP26 PACCAR FINANCIAL CORP
74153WCHO PRICOA GLOBAL FUNDING |
22532LARS CREDIT AGRICOLE SA (LONDON BRANCH)
89114Q3ve TORONTO-DOMINION BANK
59217GBX6 METROPOLITAN LIFE GLOBAL FUNDING |
22546QAR8 CREDIT SUISSE AG (NEW YORK BRANCH)
46848LTE1 JACKSON NATIONAL LIFE GLOBAL FUNDING
06576HACE BNZ INTERNATIONAL FUNDING LTD
(LONDON BRANCH)
084670BF4 BERKSHIRE HATHAWAY INC
89371RP75 PACCAR FINANCIAL CORP
48246UAR7 KW
00182EBC2 ANZ NEW ZEALAND INTL LTD (LONDON
BRANCH)
38141GGQ1 GOLDMAN SACHS GROUP INC
83051GAK4 SKANDINAVISKA ENSKILDA BANKEN AB
THO13XEDS ROYAL BANK OF CANADA
LT
ldaniibar Davcriplion
525ESC1YS LEHMAN ESCROW
STEUNTIA MASSMUTUAL GLOBAL FUNDING 1|
Summary
Identifier Descrption

* Grouped by: BS Class 2. * Groups Sorted by: BS Ciass 2.~ Weighted by: Base Market Value + Accrued, except Book Yield by Base Book Value + Accrued

Curran Unita

1,670,663.74
43.48
Z00,000.00
250,000 00

2,120,707.22

250,000.00
200,000,00

165,000 00
200,000.00
ZEL.000.00

3.404.000.00

Cumant Unita

300,000.00
250,000 00
550.000.00

Curent Units

0,074.707.22

AAA 0.030
AAA 0.000
he 3300
Aqe ooon
AdA -
Raling Coupon

A+ 3.100
AA- 2.200
AA- 2375
AA- 0.485
AA- 1.050
AA- 3,000
A 3.300
Al 2,100
AA 3.400
A+ 2850
A1+ 0.000
AA- 2875
A 5.250
AA 3.050
A 2,300
AA- —

Rathg ~ Colipon

NA 0.000
AA+ 2250
AA+ -
Rating Coupon
AA =

Effsclive
atirity
04/30/2021
0473072021
650772021
oEFER0ET

Effactive

Maturity

05/10/2021
068/032021
07/01/2021
0713072021
09/15/2021
1072872021
02/01/2022
09/14/2021

01/31/2022
030172022
01/25/2022
0172512022

0712712021
0372572022
042902022
142021

Effoctive
Maturity
01/01/2049
070172022

092172022

ogHer2021

0.040
0.000
0.187
0150
0067

i

1908

1.870
1.380
1,036
2.006
1518
0184

0142

0.200
0218

0.248
0,240
0243

1.110

0.000
0202

0202

Book
Yiald

0.040
0.000
1964
144

0240

031
0311

Yield

0304

Base Book Value Base Nef Total Marhol Baeo Accrund Base Market Valuo +
Unroahzed Gainflloss Price Balonce Aceruod

1,670,683.74 000 1 0000 0.00 1,670,683 74
43.48 000 10000 0.00 4348
200,105.13 8573 00,0347 315000 202:238.40
2AR.75 00 ooo R GO0 0.00 240 87500
2,120,787.25 -55.73 - 3,190.00 242382102
Bago Book Valve Base Netf Total Markel .Bm-mﬂw corued V-ﬁBmv -7m-._ 0 Vﬂlll—__';
Unreaired Gaind.oss Price Safance Accrued

§0,014.68 1037 100.0501 73625 50,761.30
109,853.46 389.14 100.1613 1,800.89 202,131.49
250,168 87 81513 100.3138 1,978.17 252,763.17
249,443.56 681.18  100.0488 3.37 250,120.12
316,016 25 1,844 85 100.6206 787 37 318,748.48
338,64023 280017  101.3473 56.17 341,596.57
253,330 61 2,359.14 1022759 2,062 50 257,752.25
251,788 50 -200.75  100.6235 686.42 252,244.17
256,113.18 -26588 102 3380 2,148.61 257,696.11
187,267 34 279304 102.1630 £83.50 100,943.68
249,626 39 0.00 98 8508 0.00 240,626.39
203,888 08 -1608.08 1018560 1,533.33 206,251.39
166,959 92 -104,99 101 1242 2,26168 168,116.80
205,045 76 -80.08 1024824 810.00 205,574.80
26834718 6101 1025141 Jg.89 50324 14
3,434,581.98 10.701.87 - 15,805.34 9.480.958.96
Soae Book Value HBate Net Tolal Mariol Base Accriod Bazo Market Viluo «
Unrealized Gaindosy Frice Bxlance Ascruad

0.00 2,190.00 0.7300 000 2,180.00

25557804 =320 6% 1022814 187500 a57.508 50
285,970.04 188748 - 1875.00 260,718.50
Base Book Value Baro Net Total Matkot g Accruod Bass Market Value «
Unrmairad Gaind oss Prce Balance Accrued

8,811,34537 4259340 e 2086034 §,844,599.10

* Holdings Displayed by: Lot
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UTAH STATE BAR
Membership Statistics
April 30, 2021
STATUS 04/30/20 04/30/21 Change
Active 8,670 8,831 161
Active under 3 years 857 867 10
Active Emeritus 232 266 34
In House Counsel 111 111 -
Foreign Legal Counsel 3 4 1
LPP 4 13 9
Military Spouse - - -
Subtotal - Active 9,877 10,092 215
Inactive - Full Service 818 796 (22)
Inactive - No Service 1,989 2,028 39
Inactive Emeritus 330 367 37
Inactive House Counsel 11 10 (1)
Inactive LPP - B -
Subtotal - Inactive 3,148 3,201 53
Total Active and Inactive 13,025 13,293 268
Supplemental Information
Paralegals 178 159 (19)
Associate Section Members 119 119 -
Journal Subscribers 125 125 -
Active Attorneys by Region
1st Division (Logan - Brigham) 191 199 8
2nd Division (Davis - Weber) 930 967 37
3rd Division (Salt Lake) 5,620 5,688 (32)
4th Division (Utah) 1,287 1,353 66
5th Division (Southern Utah) 506 543 37
Out of State 1,343 1,442 99
Total Active Attorneys 9,877 10,092 215

21
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Progress Toward Increased Well-Being
in The Utah Legal Community

Progress Report from the Well-Being Committee for the Legal Profession on Recommendations
from The Utah Task Force on Lawyer and Judge Well-Being

April 2021

Well-being Commitiee For The Legal Profession
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introduction

Established in June of 2019, The Utah State Bar’s Well-Being Committee for the Legal
Profession (WCLP) is charged with creating a well-being movement in the Utah legal
community.! To do so, the WCLP is implementing the recommendations set out in the
February 2019 report of The Utah Task Force on Lawyer and Judge Well-Being. At the same
time, the WCLP is working with the Utah Bar and other stakeholders in Utah’s legal
community to help address the well-being challenges of the COVID-19 pandemic.

This update provides a summary of significant activities and milestones accomplished
by the WCLP to date.

History of the WCLP

e February 2019: The Task Force on Lawyer and Judge Well-Being publishes Creating a
Well-Being Movement in the Utah Legal Community: Report and Recommendations.

o June 2019: The WCLP is established as a standing committee of The Utah State Bar.

o June 2019: The Utah Bar contracts with Martha Knudson to serve as its first Executive
Director. Ms. Knudson is an experienced lawyer with an advanced degree in the

science of well-being.

WCLP Membership

The WCLP is currently comprised of 12 members and two co-chairs. Co-chairs are Justice
Paige Petersen of the Utah Supreme Court and Attorney Cara Tangaro, formerly a Utah
State Bar Commissioner. The 12 WCLP members represent the various perspectives of the
shareholders in the Utah legal community, as well as one occupational epidemiologist with
extensive experience in studying the health and well-being of working populations, a clinical
psychologist working exclusively with law students, and a representative from Blomquist
Solutions, the Utah Bar’s Employee Assistance Program.

Robert Denny, Esq. Sean Morris, LCSW Executive Director to the WCLP
Kim Free, PhD. Andrew A. Morse, Esq. Martha Knudson, Esq., MAPP
Dani Hawkes, Esq. Cliff Rosky, Esg.
Bryan C. Hamlin, Esq. Jamie Sorensen, Esq. Co-Chairs of the WCLP
Leilani Marshall, Esq. Dr. Matt Thiese Justice Paige Petersen

Cara Tangaro, Esq.

Brook Millax:_c_l_,Es_q_. Dr. Le Nae Valentine

1 CREATING A WELL-BEING MOVEMENT IN THE UTAH LEGAL COMMUNITY: REPORT AND RECOMMENDATIONS FROM THE UTAH TASK FORCE ON
LAWYER AND JUDGE WELL-BEING (Feb. 2019) [hereinafter THE TAsk FORCE REPORT].

WCLP PROGRESS REPORT
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Milestones

The WCLP has implemented various Task Force Report recommendations and achieved a
variety of milestones. Significant efforts and achievements are listed below, categorized by
the major topic areas in the Task Force Report.

1. Increasing Awareness of the Importance of Well-Being and Providing Education on

Practical Tools for Building Well-Being,.

v

AR NN

AN

Launched a WCLP website (www.wellbeing.utahbar.org) to provide evidence-
based information, resources, and tools relating to well-being in the legal
profession.

Began disseminating regular well-being focused social media posts through the
Utah State Bar’s Instagram and Facebook accounts.

Launched monthly “well-being bites” in both written and podcast form that are
now included in each issue of the Utah State Bat’s e-bulletin.

Arranged for WCLP members to appear in numerous presentations and panels
addressing the state of well-being in the Utah legal community and the work
being done by the WCLP.

Arranged for WCLP members to present to law students on various well-being
matters.

Coordinated with the Utah Bar’s CLE department to ensure the inclusion of a
well-being track at the Utah Bar Fall Forum, Spring Convention, and Annual
Meeting.

Advised the CLE Advisory Committee on developing standards to encourage
high-quality well-being programming.

Published numerous articles on various Well-Being topics in the Utah Bar
Journal.

Organized a celebration of Na tional Well-Being Week in both 2020 and 2021 in
collaboration with the Utah State Bar.

Planned and presented a free 5-part CLE series on building resilience and
healthy coping practices during the COVID-19 pandemic.

Conducted a podcast interview with the Executive Director, Martha Knudson,
released by The Institute for Well-Being in Law (formerly the National Task
Force on Lawyer Well-Being).

>, Working with Bar Association Leaders, Affinity Groups, and Legal Employers to

Enhance Well-Being.

v

Initiated and hosted meetings with various bar association leaders to share
updates, discuss areas of collaboration, encourage well-being programs and
initiatives, and provide support as needed.

Developed Phase 1 Best Practices for Legal Professionals, an evidence-based
resource to assist legal professionals with learning to proactively pay attention
to well-being.

WCLP PROGRESS REPORT 3
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https:/ /wellbeing.utahbar.org /uploads/9/1/9/4/91940160/ 7£6a7503-b45b-
4919-a9ca-9020a6¢7a885.pdf

v" Developed Phase 1 Best Practices for Legal Employers, an evidence-based guide
to assist legal employers with creating a culture and practice of well-being in
the workplace.
https:/ / wellbeing.utahbar.org /uploads/9/1/9/4/91940160/ 6a39a0ee-6719-
4343-9508-2fd49fac339c.pdf

v Developed Phase 1 Best Practices for the Courts, an evidence-based guide to
assist the court’s with creating a culture and practice of well-being amongst
their stakeholders.

v" Hosted “Well-Being Breakfast” for Utah law firm leaders encouraging the use
of Phase 1 Best Practices for Legal Professionals and the creation of firm well-
being committees and policy / practice shifts.

v' Formed strategic partnership with UCLL

* Developed a 4-part CLE series focused on the importance of inclusion
and belonging to both D&I and well-being efforts and providing
evidence-based practical tools to help individuals and organizations
increase efforts.

= Developing a new component to UCLI certification that focuses on
practical tools for building inclusion / belonging amongst all
organizational members. Conceptualized as a “train the trainer” session.

v’ Formed strategic partnership with the Pro Bono Commission to encourage pro
bono work through the lens of well-being.

v Led the working group focused on encouraging diploma privilege candidates
to use pro bono hours to help fill their admissions requirement for 360 hours of
supervised practice. This resulted in over 3,000 pro bono hours completed by
this cohort in 2020.

v" Formed strategic partnership with the New Lawyer Training Program (NLTP).

" Provided yearly mentor training on well-being issues.

* New lawyer training session to emphasize the importance of well-being
to a successful and sustainable practice.

=  Worked with NLTP Director to provide evidence-based resources and
suggestions for mandatory a NLTP well-being module.

v Pormed strategic partnership with Utah Bar President resulting in a CLE series
focused on well-being issues in relationship to the pandemic.

v In the process of forming a strategic partnership with the Salt Lake Chamber of
Commerce to provide mental fitness resources and training to local law firms
and other legal employers.

v" Working with the State of Utah experts on suicide prevention to help develop
resources and strategies aimed at early intervention / prevention.

v" WCLP representative works closely with national lawyer well-being efforts,
serving on various committees for the Institute of Well-Being in Law.

v" WCLP representative serves on the newly reformed board of Lawyers Helping
Lawyers.

WCLP PROGRESS REPORT 4
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https:/ /wellbeing.utahbar.org/uploads /9/1/9/4/91940160/7(6a7503-b45b-
4919-a9ca-9020a6c7a885.pdf

v Developed Phase 1 Best Practices for Legal Employers, an evidence-based guide
to assist legal employers with creating a culture and practice of well-being in

the workplace.
https: / / wellbeing.utahbar.org/uploads/9/1/9/4/ 91940160/ 6a39a0ee-6719-

4343-9508-2fd49fac339c.pdf

v Developed Phase 1 Best Practices for the Courts, an evidence-based guide to
assist the court’s with creating a culture and practice of well-being amongst
their stakeholders.

v Hosted “Well-Being Breakfast” for Utah law firm leaders encouraging the use
of Phase 1 Best Practices for Legal Professionals and the creation of firm well-
being committees and policy / practice shifts.

v Formed strategic partnership with UCLL

= Developed a 4-part CLE series focused on the importance of inclusion
and belonging to both D&I and well-being efforts and providing
evidence-based practical tools to help individuals and organizations
increase efforts.

= Developing a new component to UCLI certification that focuses on
practical tools for building inclusion / belonging amongst all
organizational members. Conceptualized as a “train the trainer” session.

v Formed strategic partnership with the Pro Bono Commission to encourage pro
bono work through the lens of well-being.

v Led the working group focused on encouraging diploma privilege candidates
to use pro bono hours to help fill their admissions requirement for 360 hours of
supervised practice. This resulted in over 3,000 pro bono hours completed by
this cohort in 2020.

v Formed strategic partnership with the New Lawyer Training Program (NLTP).

= Provided yearly mentor training on well-being issues.

= New lawyer training session to emphasize the importance of well-being
to a successful and sustainable practice.

=  Worked with NLTP Director to provide evidence-based resources and
suggestions for mandatory a NLTP well-being module.

v TFormed strategic partnership with Utah Bar President resulting in a CLE series
focused on well-being issues in relationship to the pandemic.

v In the process of forming a strategic partnership with the Salt Lake Chamber of
Commerce to provide mental fitness resources and training to local law firms
and other legal employers.

v Working with the State of Utah experts on suicide prevention to help develop
resources and strategies aimed at early intervention / prevention.

v WCLP representative works closely with national lawyer well-being efforts,
serving on various committees for the Institute of Well-Being in Law.

v WCLP representative serves on the newly reformed board of Lawyers Helping
Lawyers.

WCLP PROGRESS REPORT
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3. Identifying and Understanding the Well-Being Needs of the Utah Legal

Community.

v

v

v

Worked with Dr. Matt Thiese of the University of Utah to develop, implement,
gather data, and release findings from the initial study to determine the well-
being baselines of Utah’s legal community.

Worked with Dr. Matt Thiese to develop, implement, and gather data on 1L law
students.

Developing follow-up surveys to determine impact of the pandemic on well-
being in the legal community and identify factors that either increased or
diminished well-being.

4. Increasing Awareness of the Importance of Well-Being and Offering Well-Being

Resources to Utah Law Schools.

v

v

$S

The University of Utah school of law provides access to a licensed mental
health counselor dedicated to law students.

Brigham Young University school of law hired an in-house psychologist
dedicated to working with law students.

WCLP member and law school professor Cliff Rosky offers a Mindfulness in
the Law course for law students and is conducting research on impact of
mindfulness practice on student well-being and performance.

BYU focuses on well-being as part of a 1L law practice management course.
WCLP has provided speakers at both law students on various well-being
related topics.

5. Working with Regulators to Improve Rules and Processes to Better Address Well-

Being in the Legal Profession.

v

Worked with the MCLE Committee on the Rules of Professional Conduct to
successfully amend Rule 14-402 (effective May 1, 2021) to expand CLE
programming to include credit for well-being, diversity & inclusion, gender
bias, and law practice management.

Advised the Office of Professional Conduct (OPC) on the need for expanded
use of disciplinary diversions for certain actions and provided information and
resources on potential avenues that have been successful in other jurisdictions.
Produced an hour-long recorded presentation on the importance of well-being
for the OPC bi-annual ethics school.

Assisted Dr. Thiese in gathering confidential data from ethics school
participants aimed at better understanding well-being issues for those under
disciplinary review.

WCLP PROGRESS REPORT 5





