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               PROJECT SUMMARY  

  
 

Building diversity in the legal profession in the United States has become a 

well-established goal of numerous stakeholders including legal practitioners, 

public policy makers, law schools and firms; the courts, American Bar Association 

(ABA) and state and local bars. The overarching goal is to make the legal 

profession more inclusive by eliminating racial and ethnic bias, break down sexual 

and disability barriers, and achieve a legal workforce that reflects the country’s 

changing demographics (Stein, 2004; Stebleton, 2012; Wells, 2009). 

Hennepin County is a progressively diverse population, although its legal 

community does not now have an inclusive workforce of legal practitioners to 

serve the community. The Hennepin County Bar Association (HCBA) is looking 

forward to providing the leadership to cultivate a representative workforce of legal 

practitioners. Current initiatives to achieve legal diversity are still in the beginning 

stage. Pipeline program best practices reach out to minorities, engaging students in 

the high schools and colleges to help them successfully pursue academic 

excellence; encouraging them to pursue the law profession and sourcing 

opportunities for students who graduate from law schools to practice in the area. 

   The key research question for the project is: Where in the Hennepin County 

legal education pipeline is the loss of diverse candidates most prevalent? Analysis 

of the data determined that the greatest loss of diverse groups of candidates occur 
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at the point between high school-to-college where standards and requirements for 

high school graduation vs. standards and requirements for college admission 

become intensified. Here, the lack of actual academic preparation (in subjects such 

as English and language skills, reading, math, U.S history, and geography) in high 

school create a disadvantage for minority groups to compete successfully for high 

school graduation and  college and law school admissions. This disadvantage is 

intensified by conditions of poverty in which minority students live in poor 

neighborhoods and attend low-performing schools. These socioeconomic 

inequalities affect the academic performance of students at all levels of the 

educational ladder (Calleros, 2006; Ewell et al 2010; Wells, 2010). 

Plans of action recommended to “plug the leak”  in the pipeline include 

assessing opportunities to diversify from within, restructuring the present HCBA 

leadership to include minorities; implementing partnership strategies, building 

relationship with minority high school organizations through task force or working 

groups that engage feeder law schools; and mobilizing resources to support early 

intervention programs. The long term objective is to build an enabling environment 

of inclusive workplace where diverse employees all have a chance to strive and 

succeed in their professional lives.   

 

 

 

 



 

 
 

3 Running Head:  Raising the Bar 

 

Table of Contents  

 

I. Introduction to the Project …………………………………………………………………1-2 

 

1.1 Background of the Project…………………………………………………………………….4 

1.2 Purpose of the Project…………………………………………………………………………4 

1.3 Definition of Terms…………………………………………………………………………5-6 

1.4 Summary and outline of the Project………………………………………………………...6-7 

 

II. Literature Review…………………………………………………………………………….7 

 

2.1 Introduction…………………………………………… …………………………………...7-8 

2.2 Diversity in the Legal Profession……………………………………………………...……8-9 

2.3 The Pipeline Program Model ……………………………………………………………...9-10 

 Selected cases of Pipeline Programs.………………………………….………...10 

 Selected cases of schools promoting legal diversity………………...............10-11 

 Selected cases of Law firms promoting legal diversity……………………...11-13 

2.4 Causes of breakdowns, and “Leaks” in Pipeline programs………………………………13-15 

2.5 Legal Diversity in the Hennepin County ………………………………………………...15-16 

 

III. Research Method...…………………………………………………………………………17 

 

3.1 Research Approach…………………………………………………………………………..17 

3.2 Sources of Data and Collection Procedures.………………………………………..………..18 

 

IV. Data Analysis and Findings………………………………………………………………..18  

 

4.1 Introduction………………………………………………………………………………18-19 

4-2 Analysis of Data……………………………………………………………………….....19-33 

4.3 Findings of the Data…………………………………………………………...…………33-40 

 

V. Recommendations for Cultivating Diversity……………………………….……………...40 

 

5.1 Overview of the Project ………………………………………………………………..........40 

5.2 Discussion of Findings for the Research Question ……………………………………….…41 

5.3 Recommendations for Cultivating Diversity …………………………….........................41-42 

 

 

References 



 

 
 

4 Running Head:  Raising the Bar 

CHAPTER 1: INTRODUTION 

 

1.1 Background of the Project 

 

Hennepin County is a progressively diverse population. The Hennepin County Bar 

Association (HCBA) is looking forward to improve the administration of justice by fostering an 

enabling environment for achieving a representative professional legal workforce with diverse 

social backgrounds (HCBA Diversity Award Report, 2013.). The process through which the 

HCBA can build a professional legal service that is inclusive and representative of the 

community it serves begins with leadership in reaching out to the community, engaging students 

in the high schools and colleges and encouraging them to pursue the law profession; and by 

sourcing opportunities for students who graduate from law schools to practice in the area while 

nurturing a representative workforce of future legal practitioners (Berfanger, 2010; Maleske, 

2011). The diverse residents of the Hennepin County community who are the stakeholders in this 

project include (a) immigrants and other racial and ethnic minorities, women, LGBT and people 

with disabilities, (b) high schools in the community, (c) law schools and firms, and (d) The 

American Bar Association (ABA), and (e) the Hennepin legal community which comprises the 

HCBA and the Hennepin County Public Defender’s Office. The rationale behind this project is 

the desire of the Hennepin County legal community to undertake concrete actions in cultivating a 

representative workforce of legal practitioners for the future of the County.  

    1.2 Purpose of the Project 

 The HCBA looks forward to providing the needed leadership in reaching out to create the 

enabling environment and enhance opportunities for racial, ethnic minorities and 

underrepresented students in the community to pursue careers in the law profession. The purpose 
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of this project is to analyze and ascertain the point in the County’s “educational pipeline” where 

there is a loss of diverse candidates for the law profession in the Hennepin county area.  

1.3 Definition of Terms 

Educational Pipeline: Ewell et al (2011) define educational pipeline as the process or 

channel through which students pass from stages in school (kindergarten-to-high school-to-

college) to become successful members of the workforce. Factors that impact on the process 

include available early intervention strategies to improve actual academic skills in English, 

language skills, reading, math, U.S. history and geography; parental, employer, and community 

involvement to reinforce the message of the importance of graduation; and available financial 

resources and other support services that assist low income families to reduce the rate of 

dropouts and lead to successful completion. On-time high school graduation and college 

completion have ripple effects on the development of state and local communities. 

 Diversity: The definition provided by Luther College (2011) was adopted for the purpose 

of this project. Diversity describes the differences and similarities that people have based on their 

cultures and backgrounds. Diversity encompasses differences in perspectives, points of view and 

identity such as race, ethnicity, gender, sexual orientation, ability, age, socio-economic status, 

and nationality. It is important that these differences are understood so that they cannot be used 

to predict any individual’s values, choices and responses. Appreciating diversity is also critical 

for enhancing the intellectual, socio-economic, and moral life of local communities 

(www.luther.edu, 2011). 

Legal Diversity: In this project, legal diversity means a representative workforce of 

lawyers from diverse social backgrounds including racial, ethnic minorities, sexual orientation, 

http://www.luther.edu/
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disabilities and other underrepresented groups (Stein, 2004; Zack, 2011). The overarching goals 

of promoting legal diversity is to eliminate racial and ethnic bias, break down sexual and 

disability barriers, and achieve a legal workforce that reflects a community’s changing 

demographics (Stebleton, 2012; Wells, 2009). Diversity pipeline programs seek to work in 

partnership with schools, colleges, organizations, etc., to offer support and encourage young 

people, especially people in the underrepresented populations, to consider careers in the law 

profession. The objective is to design programs and activities that send volunteer attorneys and 

law students to communities, schools, and civic organizations to interact with youth and educate 

them on career options in the legal field; and the steps to take to become an attorney (Stein, 

2004; Stebleton, 2012; Wells, 2009).  

1.4 Summary and Outline of the Project 

According to its mission statement, the Hennepin County Bar Association exists to serve 

the needs of its community by promoting diversity and professionalism; and by working to 

ensure fairness, and confidence in the local legal system of justice (HCBA 3-Year Strategic 

Plan). There are five chapters in this project. Chapter 1 introduced the project; and discussed the 

purpose of the project and the research question that guided the project. In Chapter 2, we 

conducted a Literature Review of the project. We reviewed scholarly literature that is relevant to 

the promotion of legal diversity in the context of a comparative analysis of ongoing pipeline 

programs in feeder law schools. The accomplishments and challenges associated with these 

nationwide, state and local initiatives were also discussed. In Chapter 3, we discussed the 

research method adopted for this project. The detailed discussion of the research approach used, 

data collection procedures and the sources of data and the analysis of the data are presented. In 

Chapter 4, we focused on analysis and findings of the data; and in Chapter 5, we presented a 
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comprehensive analysis of the project along with the recommendations on the way forward for 

the Hennepin County Bar Association in its efforts to cultivate diversity in the County’s legal 

community.   

 

CHAPTER 2: LITERATURE REVIEW 

2.1 Introduction 

We reviewed the literature for this project by exploring various databases of university 

libraries, peer review journals, reports and publications on diversity programs of law schools, 

law firms, and state and local bar associations. Websites and search engines including Google 

Scholar were used to locate research-based peer reviewed articles, current journal studies, and 

published literature summarized or quoted by well-known authors. The goal of this chapter is to 

review and synthesize the literature on legal diversity and feeder universities pipeline programs 

promoting legal diversity nationwide in comparison to similar programs in the Hennepin County 

legal community. This literature review is organized in three sections. The first section briefly 

discussed the overarching rationale for cultivating legal diversity, the role of various feeder law 

schools and the responsibilities of local law firms. The accomplishments and challenges at 

national and local levels were also discussed. In the second section, we defined legal diversity 

and provided a conceptual basis for promoting legal diversity at both national and local levels. In 

the third and final section, we reviewed ongoing programs for promoting legal diversity, 

including interventions by academic and public institutions and organizations. We presented 

selected cases of ongoing pipeline diversity programs and other initiatives in universities of two 

other metropolitan areas to provide insights on framework and strategies for cultivating diversity 
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and the enabling environment within which the HCBA and Hennepin county legal community 

can achieve legal diversity in the years ahead.  

2.2 Diversity in the Legal Profession 

The review of the literature revealed that fostering diversity in the legal profession in the 

United States has become a well-established goal of numerous stakeholders including authors, 

legal practitioners, public policy makers, law schools and firms; and institutions such as the 

courts, the American Bar Association (ABA) and state and local bars. The overarching goal is to 

achieve greater diversity and make the legal profession more inclusive nationwide by increasing 

the number of minority, women, Lesbian, Gay, Bisexual, Transgender (LGBT), and disabled 

attorneys. The goal is also to eliminate racial and ethnic bias, break down sexual and disability 

barriers, and achieve a legal workforce that reflects the country’s changing demographics at 

federal, state and local levels (Stein, 2004; Stebleton, 2012; Wells, 2009). According to the 

American Bar Association (Bench & Bar, 2011), efforts to achieve greater diversity in the legal 

profession also finds rationale in need for the people to build trust in their institutions through 

broad participation and representation of all citizens. Similarly, as legal issues increasingly cross 

national and cultural boundaries (Chung, 2012), there is need to create a legal workforce with 

diverse social backgrounds, in the context of increasing racial, gender, cultural, and ethnic 

populations. The authors argue that a more diverse legal profession reflects the values and 

principles of representative democracy since it represents the community it serves. A diverse 

legal profession also enhances the administration of justice by ensuring fairness and fostering 

greater trust and public confidence in the justice system (Greco, 2006; Davis, 2007; Stein, 2004). 

In the last decade, the road to achieving a more inclusive legal profession has been 

spearheaded by law schools, legal practitioners acting through law firms, and the American Bar 
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Associations and its auxiliary state and local bars nationwide. The ABA has demonstrated its 

commitment to legal diversity in many ways through several of its auxiliary entities such as the 

ABA Commission on Racial and Ethnic Diversity, Commission on Women in the Profession, 

and the Commission on Mental and Physical Disability Law. The ABA works with state, and 

local bars to foster diversity at grassroots levels through developing educational programs, 

conducting public forums and offering assistance on programs designed to eliminate racial and 

ethnic bias (Mathis, 2007; Stein, 2004).  Other successful intervention methods have included 

diversity sensitization training, formal diversity networks, and mentoring programs (Davis, 2007; 

Wells, 2009).  

    2.3 The Pipeline Model 

A variety of initiatives have evolved over the decades to reach out, recruit and support 

minority and underrepresented students facing socio-economic and educational disadvantages in 

the high schools and colleges to study law. This new trend in diversity advocacy work, referred 

to as “pipeline” programs, creates the enabling environment for minorities to appreciate and 

successfully pursue legal education. Pipeline programs also encourage diversity in law schools 

and legal workplace environments to foster the best possible representation (Cashill, 2008). 

Pipeline programs reach out to minority and low income students and provide guidance to them 

throughout the pursuit of their education. These mentoring and sensitization initiatives evolved 

mainly on college campuses to reach out, recruit and support high school and college students 

who face social, economic and educational disadvantages to pursue an upward-bound path to the 

study of law (Maleske, 2011).The overarching goal is to eliminate racial and ethnic bias, break 

down sexual and disability barriers;  and to increase the number of diverse students entering law 
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schools, in order to achieve a legal workforce that reflects the changing demographics of state 

and local legal communities nationwide (Stebleton, 2012; Wells, 2009). 

 

Selected Cases of Pipeline Programs  

The breakdown of minorities in a given geographical area can often offer a great deal of 

insight as to the breakdown of minorities in the legal profession in that same geographical area 

(Halliday, 1986).  In this sub-section, we discussed ongoing legal diversity programs and student 

demographics of selected law schools and law firms.  We compared these demographics with 

law schools and law firms in the Hennepin County area in the context of legal diversity activities 

within the Hennepin County legal community. These schools and firms were selected because 

they have been engaged in legal diversity pipeline initiatives for more than two decades; and 

because their ongoing programs in fostering diversity represent best practices that the Hennepin 

County Bar Association can emulate.  The tables generated from these comparisons are reflected 

in our Data Analysis and Findings section.  

        Law Schools Promoting Legal Diversity 

Two of the law schools that were selected for this project are located in Essex County, 

New Jersey: Seton Hall University School of Law and Rutgers University School of Law.  Many 

minority students have benefitted from viable legal pipeline programs in these law schools. A 

description of some of these programs will give insight into ongoing pipeline diversity program 

best practices.  At Rutgers University Law School, earlier efforts at promoting legal diversity 

lead to the creation of an alternative admissions program for minorities and students with 

educationally disadvantaged backgrounds. The program is known as the Legal Education 

Opportunities Institute (LEO). Today, LEO has over 500 alumni in the legal profession. The 



 

 
 

11 Running Head:  Raising the Bar 

other program at Rutgers is the Summer Institute for Pre-Legal Studies. This program helps 

students to study and prepare for law school admission examinations. It is funded by the New 

Jersey Commission on Higher Education. The program reports that 80 percent of its participants 

who apply to law schools are accepted into an accredited institution (law.shu.edu). The third 

legal diversity program, is the New Jersey Law and Education Empowerment Project (NJ LEEP) 

which assists urban youth from grades 8 through 12 with intensive law-related and other college 

preparatory educational programs. In 2008, Seton Hall’s Dean Diversity Council was created to 

coordinate, support and complement the university’s law diversity programs. Similar programs 

are also ongoing at the Rutgers University School of Law. The Rutgers Future Scholars program, 

for example, supports academically ambitious high-school graduates who come from low-

income backgrounds. The program prepares students to successfully meet college admission 

standards (www.law.shu.edu/diversity, 2012). 

Law Firms Promoting Legal Diversity 

In the last two decades, the American Bar Association placed the clarion call for more 

diversity in the legal profession. In response to this call, most state and local bar associations 

nationwide especially those with diverse population demographics, are gradually responding 

through different approaches. The Chicago Committee on Minorities in Large Law Firms is an 

active champion of diversity law practice promoting pipeline programs such as The Chicago 

Legal Trek. The Legal Trek program supports minority students through mentoring, facilitating 

the law school admission process in local law schools, and advocate diversity practice of future 

law students (http://chicagocommittee.org/).   

 In Georgia, the Atlanta Bar Association provided leadership in working with other local 

bars associations in the state to form the Multi-Bar leadership council (MBLC). The role of this 

http://www.law.shu.edu/diversity
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council is mulched around the promotion and sustenance of diversity among practitioners in the 

state of Georgia (ABA, 2013). Another approach adopted by Atlanta Bar Association in fighting 

for diversity is the promotion of clerkship among minority law students (ABA, 2013).  The Bar 

association works strenuously hand in hand with the individual law firms in collaboration with 

the area law schools to prepare and accommodate minority students in the judicial courts and 

chambers (Palazzo, J. 2012). 

 Individual law firms in the Atlanta metro area also involved in widening the scope of 

diversity by providing funding and other resources. One such firm is Baker Donelson which 

established a scholarship program for minority law students (Hammerand, 2013). Similarly, 

individual law firms in the Hennepin County legal community have been taking initiatives to 

diversify their ranks. For example, the law firm of Faegre Baker Daniels set up a diversity and 

inclusion advisory group to promote hiring and retention of minorities among its ranks (Faegre 

Baker Daniels, 2012). The firm also implements clerkships and internships programs for   

minority law students in the Minneapolis-St Paul metro area.  

Another firm that promotes legal diversity is Briggs & Morgan. In the Twin-Cities, 

Briggs & Morgan is a leading contributor to diversity among legal professionals in the area. The 

firm is also a founding member of Diversity in Practice, an association of law firms and 

businesses that are instrumental in promoting diversity in their various sectors (Hawkins, 2011). 

Briggs & Morgan dedicated three scholarships for minority law students in  good academic 

standing: The Briggs and Morgan/Honorable Samuel L. Hanson Diversity Scholarship, 

(established at William Mitchell College of Law in 1994); The Frederick L. McGhee Memorial 

Scholarship, created in 2000 to assist minority students in attending the Minnesota Minority 

Recruiting Conference; and The Native American Indian Law Students Association, which 
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provides funds to association members who attend the Annual Federal Bar Association's Indian 

Law Conference (http://www.briggs.com/about/diversity).  

 

  2.4 Causes of Breakdowns and Leaks in Pipeline Programs 

The readings on the accomplishments and challenges of the pipeline programs address 

the issues in multifaceted ways.  In discussing the challenges, Ewell et al (2010) argue that on 

the average, African-American, Hispanic and other underrepresented high school students are 

four years behind their white and Asian counterparts in English and language skills, reading, 

math, U.S history, and geography. This lack of preparation in high school is inadequate for 

college achievements and ultimately for successful law school achievement. Therefore, it is not 

enough to design programs to help minority and underrepresented groups appreciate the value in 

pursuing professional legal education. They maintained that in order to truly expand the future 

pool of qualified minority applicants to law school and firms, the legal community must address 

education problems early in the pipeline beginning with actual academic preparation and 

achievement (Ewell et al, 2010; Wells, 2010). Similarly, Maleske (2011) argues in favor of 

education funding to foster diversity in the legal profession. He acknowledges that a 

disproportionate number of minority students are lost long before they get to take the law school 

entrance exams because “ leaks in the pipeline exist from pre-kindergarten all the way up the 

educational ladder, the result of disparate distribution of education funding and longstanding 

socioeconomic inequalities” (Maleske, 2011). 

Ginsburg (2012) argues however, that while some progress have been made, “leaks in the 

pipeline” continue to impede progress especially for minorities. For example, a lower rate of 

minorities graduate from high school; and those who do graduate are less likely to go on to 

http://www.briggs.com/about/diversity
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college. Still, minorities who enter college are less likely to graduate on time than their white 

counterparts. Hence, “African-Americans make up 13.4 percent of the U.S. population, but less 

than 4 percent practice law. Latinos comprise 14 percent, but only 3.3 percent practice” 

(Ginsburg, 2012). In recent years, statistics have also demonstrated that there are limited 

minorities working in law firms and studying law (Gannon, 2013). To be specific, “minorities 

account for nearly 12.9 percent of lawyers at firms nationwide, up only slightly from 12.7 

percent in 2011. Women accounted for 32.67 percent of all lawyers at the firms surveyed, barely 

an increase from 32.61 percent the prior year and minority women accounted for 6.32 percent” 

(Gannon, 2013). The ratio of minority women to their white counterparts is 6.32 percent to 26.35 

percent; an indication that minority women are underrepresented at the firms surveyed 

(www.nalp.org/minoritieswomen).  

Calleros (2006) argues that a significant roadblock to achievement of legal diversity also 

lies in the way law schools are ranked by institutions like U.S. News and World Report.   School 

rankings are not based on factors such as the quality of a law school’s educational program; but 

rather on factors that reflect “easy-to-measure numerical indicators like LSAT scores” as the sole 

basis for admitting students into law schools. The LSAT scores for law school admission are 

unfairly weighted in law school rankings. It does not encourage law schools to admit 

underrepresented students who might otherwise be qualified. Criteria such as the ability of 

students to overcome inherent socio-economic disadvantages, and the value of a diverse student 

body are never considered. Worse still, these LSAT-based rankings also tend to influence the 

admission decisions of many law schools (Calleros, 2006).  

Calleros (2006) concludes that if school rankings continue to rely on the same criteria as 

in the past, “I predict that the rankings will increasingly bring pressure to bear against diversity 
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in admissions over the coming years” (p. 134). In order to overcome this challenge, the author 

recommends that law schools and their faculty, staff, and students should not act in isolation. 

Instead, they should collaborate to break down barriers within their own communities and work 

with their counterparts at neighboring law schools to develop pipeline programs (Calleros, 2006).  

 

2.5 Legal Diversity in Hennepin County  

 Hennepin County is a progressively diverse population. It is home to about 1.1 million 

people with white and non-Hispanic individuals making up 75 percent of all residents; African-

Americans and non-Hispanics are 10 percent; Hispanics or Latinos are 6 percent; Asians are 

about 5 percent , while other races such as American Indian or Alaskan Native make up the 

remaining percentages (www.findthebest.com, 2013; wwww.city-data.com).  However, the 

County and its legal community do not have a diverse and inclusive workforce of legal 

practitioners to serve the community. The percentage of minority attorneys at 12 percent in the 

Hennepin County Bar Association is disproportional to the county’s minority population of 25 

percent (HCBA, 2013).  

  In recent years, the Hennepin County Bar Association (HCBA) has provided the needed 

leadership to work towards cultivating a representative workforce of legal practitioners for the 

future of the County’s legal community which comprises the HCBA and the Hennepin County 

Public Defender’s Office. The HCBA has recognized many individuals and organizations for 

their initiatives in advocating and promoting diversity in Hennepin County (HCBA Diversity 

Award, 2013). At various times, the HCBA has also sponsored debate tournaments and brief 

sensitization sessions with middle school students. Recently, the HCBA announced that it has 

http://www.city-data.com/
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teamed up with Big Brothers Big Sisters (BBBS) to establish a lawyer pipeline project for inner- 

city youths (https://www.hcba.org/NewsDetail.aspx).  

Despite these initiatives, efforts towards achieving legal diversity in the Hennepin legal 

community are still in the beginning stage. The HCBA does not currently have a legal diversity 

pipeline program. The 3-year HCBA Strategic Plan adopted by the Board of Directors in 2011 

acknowledges a commitment to diversity and the development of a professional legal 

community. However, the plan does not mention an action plan for achieving diversity 

(https://www.hcba.org/.aspx). Attorney Bentsi-Enchill (2013) argues that one of the reasons why 

diversity initiatives often fail is that organizations often fail to specify diversity objectives in 

their strategic plans. The process of achieving an inclusive professional legal workforce with  

diverse social backgrounds that serves its community begins with leadership in reaching out to 

the community, engaging students in the high schools and colleges to help them successfully 

pursue academic excellence; encouraging them to pursue the law profession and sourcing 

opportunities for students who graduate from law schools to practice in the area.  The clarion call 

is for the commitment of the legal community to promote diversity through planned and 

resourced pipeline programs that provide opportunities for direction, academic and financial 

support to minorities, women, LGBT and people with disabilities (Calleros, 2006). In order to 

achieve this goal, the statistics (Gannon, 2013), suggest that the Hennepin County legal 

community needs to develop and implement a number of strategies to create the enabling 

environment to attract racial and ethnic minorities, women, LGBT, people with disabilities and 

other underrepresented groups to the legal profession in the Hennepin County area. 

  

https://www.hcba.org/NewsDetail.aspx
https://www.hcba.org/.aspx
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CHAPTER 3: RESEARCH METHOD  

In this section, we discussed the research approach that was applied in this project. We 

provided the rationale for selecting this approach as the method of inquiry that is most suitable to 

answer the research question. We described the sources of data, and the method of data 

collection. We also presented an analysis of the data collected. 

    3.1 Research Approach 

 

The research methods that we utilized for this project are both qualitative and quantitative 

exploratory case study approach focusing on the review of documentary sources and data 

analysis. According to Singleton and Straits (2005), documentary sources include public 

documents, reports, mass media, and archival sources. The qualitative method of inquiry is often 

recommended for studies where the research requires exploration, and there is a need to present a 

detailed account of the topic utilizing statistical reports and the literature. This approach is 

preferred also because of the type of data required to answer the research question and the 

purpose of the study (Creswell, 2007; Rudestam & Newton, 2007). In the case of this project, the 

exploratory case study approach is preferred because the research question and the purpose of the 

project both revolve around the need to identify where the loss of diverse candidates is most 

prevalent in the educational pipeline in the Hennepin County area. The key research question for 

the project is this: Where in the Hennepin County legal education pipeline is the loss of diverse 

candidates most prevalent? The overarching objective of the project is to identify gaps in the 

legal educational pipeline and make recommendations on areas that should be targeted to 

cultivate greater diversity in the Hennepin County Bar Association.  
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3.2 Sources of Data and Collection Procedures 

 

 We focused on a review of the literature utilizing professional peer-reviewed journals, 

periodicals, publications, reports and other archival sources that concentrate on legal diversity 

pipeline issues at federal, state and local levels. We compared and contrasted demographics of 

ongoing pipeline programs of law firms, and law schools in the Hennepin County area with 

similar programs in law schools and firms that have ongoing programs in other metropolitan 

areas of other states. The data collection criteria were ethnic and gender demographics, feeder 

law schools, scholarships and other educational support opportunities for minorities, women and 

people with disabilities. The data collected were analyzed and compared with data of existing 

pipeline programs within the Hennepin Country legal community. The goal is to identify the 

dynamics that impact on the operations of legal education pipeline programs nationwide; and the 

leaks in the local legal diversity education pipeline and how the experience can aid the HCBA in 

its renewed efforts at cultivating diversity in the legal profession in the Hennepin County area.          

 

CHAPTER 4: DATA ANALYSIS AND FINDINGS  

4.1 Introduction 

This chapter presents an analysis of the data and the findings. The findings derive from a 

comparative analysis of three sets of data: peer review journals; publications on ongoing 

diversity programs of law schools, law firms, and other state and local bar associations; and 

reports and records of the Minnesota State Bar Association, and the local Bar Association of 

Hennepin County. The data provided in-depth understanding and contextual perspectives on 

accomplishments and challenges of fostering legal diversity in Hennepin County and nationwide.  
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The data analyses allowed us to determine if there were similarities, differences, or a 

combination of both. And by providing this statistical information, as well as rich descriptions, a 

stronger presentation of results emerged to answer the key research question and to contribute to 

understanding of the dynamics that impact on the loss diversity of potential law school 

candidates and legal practitioners for the law profession in the Hennepin County legal 

community (Creswell, 2009). 

        

4.2 Analysis of the Data 

The literature on the challenges of pipeline programs emphasize that on the average, 

African-American, Hispanic and other underrepresented high school students lack actual 

academic preparation (in subjects such as English and language skills, reading, math, U.S 

history, and geography) for college achievement and ultimately for successful law school 

achievement (Calleros, 2006; Ewell et al 2010; Wells, 2010). In order to gain in-depth 

understanding of the research problem, the Project Team began with an analysis of the social and 

economic factors that affect academic productivity for students in high schools. Poverty and 

other forms of socioeconomic inequalities impact on the academic performance of students at all 

levels of the educational ladder.  Table 1 shows the breakdown (by percentage) of poor residents 

in the City of Minneapolis and the State of Minnesota by race and ethnicity. In Minneapolis, 

according to the Table (1), Blacks are at 46 percent and Native Americans at 42.5 percent and in 

the State of Minnesota, Native Americans are at 35 percent and Blacks at 34.8 percent 

respectively. 
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Table 1: Breakdown by race of poor residents in Minneapolis and Minnesota (income below 

poverty) 

  

Source:  http://www.city-data.com/poverty/poverty-Minneapolis-Minnesota.html 

According to the Annie E. Casey Foundation (AECF) results released on poverty and 

reading skills for 3
rd

 graders (2012), the three risk factors that intensify the likelihood of children 

not completing high school are: (a) not reading proficiently at the end of third grade, (b) having 

lived in a high-poverty neighborhood, and (c) experiencing family poverty. Not all children who 

live in poor neighborhoods are necessarily poor. However, most of those who live in poor 

neighborhoods experience family poverty; and its ill effects remain with them through to high 

school. Children of poor families, living in poor neighborhoods with low-performing schools and 

limited services develop poor reading skills and are less likely to finish high school. Black and 

Hispanic children in the Minneapolis area fall in this category. They are not only more likely to 

live in poverty; they also are more likely to live in neighborhoods with limited services and low-

performing schools. Table 2 shows the acquired scores in Reading Proficiency for 10
th

 graders in 

Minneapolis public schools covering three years, 2010-2012.  
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 Table 3: Reading Proficiency Scores for 10th Grade, 2010 – 2012. 

  Source:  http://www.city-data.com/poverty/poverty-Minneapolis-Minnesota.html  
 

The high school and college readiness argument is evident in the case of minorities and 

other underrepresented groups in the Hennepin County area. Once minority and other 

underrepresented students successfully move on to high school, the ill effects of poverty, poor 

neighborhoods, limited services and poor-performing schools continue to impact negatively on 

their potential for admission into college and onward to law school (Calleros, 2006; Wells, 

2010).  

The question is: What factors determine college readiness for high school students?  The 

national standard that is used for entrance into college is the ACT composite score and the high 

school grade point average (HSGPA).  These scores are used as evidence for predicting long-

term college success at both four and two year institutions.  ACT has determined specific 

benchmark scores in each subject tested as the minimum scores needed in the subject area to 

have a 75 percent chance of obtaining a C or higher in corresponding credit-bearing college 

courses (www.ohe.state.mn.us). 

76 

56.9 

85.7 

42.4 
33.5 

47.1 
52.7 

0

10

20

30

40

50

60

70

80

90

100

2010

2011

2012

Reading MCAII Scores (Grade10) Minneapolis School District  

http://www.city-data.com/poverty/poverty-Minneapolis-Minnesota.html


 

 
 

22 Running Head:  Raising the Bar 

 

According to the Minnesota Office of Higher Education, the ACT test comprises four 

subject areas: English, reading, mathematics, science and an optional writing test. The ACT 

assessment helps colleges determine how well students are prepared for college. Colleges use the 

ACT scores for student admissions, advising, and placement. Minnesota's state universities 

generally require a composite score of 21 or higher for admission (ohe.state.mn.us/Pg.cfm). 

The highest possible ACT score is 36 and in 2012, 32 Minnesota students achieved a 

perfect composite score; meaning they scored a 36 in all four subject areas 

(http://www.ohe.state.mn.us/mPg.cfm?pageID=792). The Caucasian students scored the highest 

ACT score at 22 while the African American scored the lowest at 16 percent – a difference in 

scores of 6 percent (www.mplsk12.mn.us/uploads/sourth.spr-pdf). The research shows that 

seventy-four percent of Minnesota high school graduates in 2012 took the assessment 

(http://www.ohe.state.mn.us/pdf/MinnesotaMeasures2012.pdf). Some students took the test in 

their junior year, others during their senior year, and some took it in both years or twice in one 

academic year. For students who took the test multiple times, only the most recent scores were 

included in this analysis below: 
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Table 4: Minnesota State ACT College Readiness for Graduating Class 2012 

 

While the state of Minnesota has the highest ACT composite score in the nation, a 

significant proportion of the high school graduates are not prepared for college-level work after 

high school graduation.  This is most prevalent in the city of Minneapolis. There is more 

disparity when you breakdown the scores of Caucasians versus minorities within the school 

district.  According to Table 5, Caucasians score a respective 22.13, while the combined minority 

scores averaged 17.97. The minority groups researched are comprised of American Indian, 

African American, Asian, and Hispanic/Latino populations within the 9 Minneapolis high 

schools (www.ohe.state.mn.us).  
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Table 5: Minneapolis Public Schools Average ACT Scores 2010-2011 

  

In trying to determine where the leakage exists in the educational pipeline in the 

Hennepin County region, the research shows that many are being lost at the high school to 

college juncture due to poor ACT composite scores and efforts must be made to significantly 

increase the ACT scores for minority high school students (ohe.mn.us/pdf/MinnesotaMeasures) 

 
The obstacles to achieving diversity in the legal profession have been analyzed thus far in 

the context of the socioeconomic inequalities that impact on academic performance of African-

American, Hispanic and other underrepresented groups from kindergarten through high school.  

College readiness or adequate academic preparation for college achievement is also linked to the 

issue of how minority high school graduates perform on law school admission tests. Table (6) 

shows data on admission standards for the four feeder law schools in the Hennepin County area.  

    

  

 

 

0 

16.55 
18.82857143 18.55 

22.13333333 

0

5

10

15

20

25

American
Indian

African
American

Asian Hispanic /
Latino

Caucasian

Minneapolis Public Schools  
Average ACT scores 2010-2011 



 

 
 

25 Running Head:  Raising the Bar 

Table 6:  Admission Requirements of GPA/LSAT for Feeder Law Schools in Hennepin  

      County area  

 
Source:  http://www.law.umn.edu/prospective/profile.html     

 

Calleros (2006) argues that a significant roadblock to achievement of legal diversity lies 

in the way law schools are ranked based on indicators such as LSAT scores and scores of other 

admission tests. School rankings are based on factors that reflect “easy-to-measure numerical 

indicators like LSAT scores” as the sole basis for admitting students into law schools. According 

to Calleros, (2006), the LSAT scores for law school admission are unfairly weighted in law 

school rankings. The rankings do not encourage law schools to admit underrepresented students 
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who might otherwise be qualified. Criteria such as the ability of students to overcome inherent 

socio-economic disadvantages, and the value of a diverse student body are never considered. 

Worse still, these LSAT-based rankings also tend to influence the admission decisions of many 

law schools (Calleros, 2006). Haddon and Post (2006) argue that the lack of preparation in high 

school regarding low performance in English and language skills, Reading and Mathematics 

create a disadvantage for minority groups to achieve LSAT standards. 

 The LSAT does not measure motivation, perseverance, character, interpersonal skills, 

problem-solving skills, oral communication, and empathy for clients, commitment to public 

service or the likelihood that the applicant will work with underserved communities in the future 

following graduation.  The authors also argue that since the system of ranking of law schools by 

the U.S News and World Report, “the LSAT has become a symbol deployed by law schools in 

the competition for prestige, status, and applications”. Yet, to the extent that the Law School 

Admission Test remains the most important requirement for admission into law schools, they 

recommend alternative evaluation efforts in the context of a redefinition of merit (Haddon and 

Post, 2006).  

Ewell et al (2010) emphasize that the process of transition between high school and 

college requires high levels of relevant knowledge and skill; and that in order to acquire access to 

law school, a rigorous high school course taking is needed along with public policies for better 

alignment between high graduation standards and college and law school placement 

requirements.   

 The serious bottlenecks to the achievement of diversity in the legal profession have been 

discussed thus far in the context of the challenges that minorities face at various levels of the 
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educational ladder from the 3
rd

 grade through high school; and from law school admission test to 

challenges in pursuing a law degree. This subsection considers additional challenges minorities 

face after graduating from law school. A review of the literature shows that once a member of 

the minority or group graduates from law school, there is a new set of challenges that must be 

overcome. According to Hawkins (2011), minorities who graduate from high school and college 

and who gain admission to law school tend to get their JDs and pass the bar. Yet, minority 

attorneys face a new set of challenges in terms of their recruitment and retention. There are 

varied reasons why an astonishing 87 percent of law firm associates nationwide quit within the 

first five years on the job: organizational cultures, workplace values, perceptions of racial bias, 

discrimination, lack of advancement possibilities et cetera.  

According to Filisko (2010), the State Bar of California surveyed lawyers including 

females, lawyers 40 or older, GLBT and racial minorities and the result of the survey showed 

that 52 per cent of minority attorneys reported discrimination; 51 per cent of female lawyers also 

reported discrimination and 40 per cent of older lawyers also reported discrimination. More 

effort is needed to support diversity in the legal system and fostering diversity in the legal 

profession by law firms and the legal department of corporations need not be a mere 

demographic analysis of the number in each category of minority employee there are (Zack, 

2011). The overarching goal of diversity in firms and corporate legal departments is to build an 

inclusive workplace where diverse employees all have a chance to strive and succeed in their 

professional life.      
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Table 7: Perception of major/moderate bias in Minnesota State  

               Legal Community 2011 

 
                            Source: 2011 SAGE Report: Self-Audit for Gender Equity and Diversity 

  

 Similarly, the SAGE Report (2011) on gender equity and diversity by the Minnesota 

State Bar Association acknowledged that local organizational culture “encouraged sparing 

feelings by not giving honest feedback” which proved detrimental in the long run. The report 

also acknowledged that most attorneys perceived bias in their workplaces and in engaging with 

opposing attorneys. Another aspect of the local culture was the tendency to associate with friends 

from high school and college.  This kind of “sheltered environment” made attorneys from more 

diverse geographic locations to feel unwelcome. Hawkins (2011) also reported that in the Twin 

Cities, a disproportionate number of lawyers quit their jobs each year while employers at the 

same time continue to complain that the career-preparation pipeline is not producing enough 

candidates. Still on the nationwide scale, minority attorneys continue to flow into law firms, 

legal departments of corporations, and the courts. Many of the firms and corporations promote 

diversity and sponsor diversity programs.  
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 A survey of top diversity ranking and scorecard for some of the biggest law firms in the 

Minneapolis are is presented below:  

Figure 1:  National Ranking (Scores) of Law Firms for Diversity in Minneapolis -2012/2013 

2013 
Diversity 
Rank 

2012 
Diversity 
Rank 

Firm Location Diversity 
Score 

Percentage 
of 
Minority 
Attorneys 

Percentage 
of 
Minority 
Partners 

Total U.S. 
Attorneys 

9 8 Bowman 
and 
Brooke 

Minneapolis 37.0 19.1% 17.9% 173 

84 72 Robins, 
Kaplan, 
Miller & 
Ciresi 

Minneapolis 22.4 16.3% 6.1% 237 
 

156 138 Dorsey & 
Whitney 

Minneapolis 14.9 7.9% 7.0% 462 

176 N/A Fredrikson 
& Byron 

Minneapolis 12.2 7.3% 4.9% 275 

182 N/A Faegre 
Baker 
Daniels 

Minneapolis 11.8 7.2% 4.6% 653 

192 N/A Briggs and 
Morgan 

Minneapolis 10.4 6.7% 3.7% 178 

210 220 Leonard, 
Street and 
Deinard 

Minneapolis 7.8 5.3% 2.5% 185 

224 217 Lindquist 
& Vennum 

Minneapolis 5.1 4.4% 0.7% 181 

Source: http://www.americanlawyer.com/PubArticleTAL.jsp  

In Minneapolis, 8 law firms were represented on the top diversity ranking as indicated in 

the table. The Diversity Score Card is a chart of information which targets some of the biggest 

law firms in the nation and looks at their diversity and minority information including 

information on minority partners (americanlawyer.org, 2013). The 8 Minneapolis law firms 

represented on the survey were ranked as follows: 9 (Bowman & Brooke), 84 (Robins Kaplan), 

156 (Dorsey & Whitney), 176 (Street), 224 (Lindquist & Vennum). The total number of partners 

is 1276. The percentages of that number that are minorities are 5 percent; the percentage of 

http://www.americanlawyer.com/PubArticleTAL.jsp
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minority women is at 1.18 percent (nalp.org, 2011). Asians are ranked at 1.18 percent the total 

population of lawyers; of that percentage .5 percent are women (nalp.org, 2011). The number of 

African American partners is at 0.39 percent, zero percent of which are women (nalp.org, 2011). 

The total percentage of Hispanics is 2.74 percent; of that percentage, .47 percent is women 

(nalp.org, 2011). The diversity score was calculated by adding the minority percentage of US 

attorneys in the firms surveyed to the minority percentage of US partners in those firms 

(American lawyer.org, 2013).  

A growing number of other law firms not cited in the table (Figure 1) above and 

corporations are also pushing for a more diverse legal profession. Corporate legal departments 

have made important strides towards greater legal diversity. According to Nicholas (2013), more 

than 100 companies have expressed their commitment to increase diversity in their legal 

departments and amongst the number of outside counsel their firms hire. A number of early-

intervention best practices and approaches to developing and implementing pipeline programs 

have evolved. In the Minneapolis-St. Paul metropolitan areas for example, Diversity in Practice 

was organized to promote minority lawyers and encourage them to practice in the local legal 

community. The association is comprised of 29 law firms and 13 corporate legal departments 

and works with new lawyers on recruitment and retention issues. These issues revolve around 

getting minority lawyers into the Twin Cities and providing professional resettlement support to 

ensure that once hired, they can remain in the area. Diversity in Practice is also working to 

encourage few law graduates to remain and practice in the area by engaging law students early 

while in school (Hawkins, 2011).  

  The analysis of law firms in Minneapolis, Minnesota (Figure 1) confirms that making the 

changes that are needed to achieve legal diversity is still work in progress.  
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Figure 2 below highlights some of the most successful diversity pipeline programs and 

the specific early intervention program activities that they have been involved with. These 

program activities set the pace for other local legal communities to emulate in developing their 

own intervention initiatives.     

Figure 2: Successful Pipeline Programs  

Pipeline Program Description 

“Summer Research Diversity Fellowship in 

Law and Social Science for Undergraduate 

Students” (ABF,2013) 

 

Summer Research Fellowship is a program 

that is opened to every diversity group of 

Undergrads who may be interested in adding 

diversity in law or social science.  

Northwestern University Legal Trek “Legal Trek is a ten-week summer program 

sponsored by Northwestern University School 

of Law, designed to provide a hands-on, 

comprehensive overview of the legal 

profession to diverse college students and 

recent grads.  LegalTrek meshes traditional 

legal learning with opportunities to build legal 

skills.”(Northwestern University, 2013) 

“Legal Trek” (Chicago Committee, 2013, 

pipeline programs) 

Legal Trek is a college summer program 

designed to provide a hands-on, 

comprehensive overview of the legal 

profession. Legal Trek’s mission is to 

diversify the legal profession by encouraging 

and supporting college students from 

historically underrepresented groups to attend 

law school.  

“Pre-Law Undergraduate Scholars (PLUS) 

Program” (Kent College 2013) 

 

The program is primarily directed at 

undergraduate college students from 

disadvantaged groups that are 

underrepresented in the legal profession. 
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The Road To Law School Prelaw Seminars    

 Sophomore Super Saturdays Prelaw 

Seminars 

 Sophomore Summer Institute 

 Juniors Jumpstart the LSAT Prelaw 

Seminars 

 Achieving Success in the Application 

Process (ASAP) Prelaw Seminars 

Institute Council on Legal Education 

Opportunity (CLEO).  

This Institute promotes diverse courses to 

facilitate freshman to succeed in the law 

admission process.   

 

“Diverse Programs to work”. (JBF, 2013) 

 

The objective of this program is to promote 

diversity among judicial externs 

Baker Donelson  (Law Firm in Atlanta 

Georgia) 

Creates scholarships that sponsor minority 

law students throughout the state.  

 

Street Law, Inc. and the Law School 

Admission Council (LSAC) 

 

“Participating law firms are paired with local 

high schools. Volunteers from the firm teach 

students about substantive areas of law and 

then host a one-day conference at the firm.” 

(www.nalp.org). 

“Law firms’ participants are given the 

opportunity to work with a diverse group of 

interested young people in their community”. 

(www.nalp.org)  

In 2008 NALP and Street Law, Inc. partnered 

to create the NALP/Street Law Legal 

Diversity Pipeline Program (www.nalp.org). 

Jenner and Block Pipeline Program 

Chicago 

Debuted in 2013, hosting a conference for just 

fewer than 100 students from the Whitney 

Young Magnet High School in Chicago - 

students receive guidance from attorneys. 
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Figure 3: High school-to-college recruitment program 

 
Source:  http://web.wmitchell.edu/news/2013/07/high-school-students-ful-filled-in- 
                     summer-program-at-mitchell/  

 

The photo above shows students who recently participated in a high school-to-college 

recruitment program for potential law school students instituted by William Mitchell School of 

Law. “For many kids, June is a time to say goodbye to school and let their brains chill out. But 

the two dozen high school students who headed to William Mitchell for two weeks this June 

found their brains even more stimulated than ever—and they loved it” (www.wmitchell.edu). 

 

     4.4 Findings of the Data 

 

 

Building diversity in the legal profession in the United States has become a well-

established goal of numerous stakeholders including authors, legal practitioners, public policy 

makers, law schools and firms; and institutions such as the courts, the American Bar Association 

(ABA) and state and local bars. The overarching goal is to eliminate racial and ethnic bias, break 

down sexual and disability barriers, and achieve a legal workforce that reflects the country’s 

changing demographics at federal, state and local levels; and to make the legal profession more 

http://web.wmitchell.edu/news/wp-content/uploads/2013/07/FILL-2013.jpg
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inclusive nationwide by increasing the number of minority, women, Lesbian, Gay, Bisexual, 

Transgender (LGBT), and disabled attorneys (Stein, 2004; Stebleton, 2012; Wells, 2009). 

However, the findings from analyses of the data point to significant challenges for all 

stakeholders in the process of fostering legal diversity. The findings from the data analysis focus 

on factors that create gaps and loss of diverse groups in the legal educational pipeline for 

minority attorneys and serve as roadblocks to achieving legal diversity:  

 

1. Lack of preparation in high school for college achievement and ultimately for 

successful law school achievement 

 

The literature on the challenges of pipeline programs emphasize that on the average, 

African-American, Hispanic and other underrepresented high school students lack 

actual academic preparation (in subjects such as English and language skills, reading, 

math, U.S history, and geography) for college achievement and ultimately for 

successful law school achievement (Calleros, 2006; Ewell et al 2010; Wells, 2010). 

The research also finds that Poverty and other forms of socioeconomic inequalities 

impact on the academic performance of students at all levels of the educational 

ladder. Children of poor families, living in poor neighborhoods with low-performing 

schools and limited services develop poor reading skills and are less likely to finish 

high school (Haddon & Post, 2006).   
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Table 7: Minneapolis High School Graduation by Race/Ethnicity-2011 

 

Table 7 shows that minorities in the Minneapolis Pubic Schools graduate from high 

school at a lower rate than their white counterparts: 45 percentage points separate 

white (highest at 67 percent) and American Indian/Native American (lowest at 22 

percent) graduation rates (ohe.state.mn.us/pdf/MinnesotaMeasures2012.pdf) 

 

2. Low test scores (reading, language skills and math) in high school achievement 

tests such as MCAII and ACT’s.   

 

The ACT composite score for 2010-2011 was only a 19.23 for all the races in the 

Minneapolis school district. While the state of Minnesota has the highest ACT 

composite score in the nation, a significant proportion of the high school graduates are 

not prepared for college-level work after graduation. This is most prevalent in the city 

of Minneapolis, in Hennepin County. There is more disparity when you breakdown 

the scores of Caucasians vs. minorities within the school district.  Caucasians score a 

respective 22.13, while the combined minority scores averaged 15.54. The minority 

groups researched comprised of American Indian, African-American, Asian, and 

Hispanic/Latino populations within the 9 Minneapolis high schools.  This means that 

minorities are much more likely to leave high school unready to succeed in college. 
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This poor academic performance again is intensified by minorities living in poor 

neighborhoods with low-performing schools and limited services  

 (http://www.ohe.state.mn.us/pdf/MinnesotaMeasures2012.pdf). 

 

 

  

Table 8: Minneapolis Public High Schools Reading MCAII Scores by Race/Ethnicity 

 
 

 

Table 9: Minneapolis Public High Schools Math MCAII Scores by Race/Ethnicity 
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Table 10: Minneapolis Public High Schools ACT’s 2011Scores By Race/Ethnicity 
 

 
Source: http://www.ohe.state.mn.us/mPg.cfm?pageID=1967 

 

 

 Table 11: Bachelor’s Degree Completions 2010-2011 School Year 

Source: http://www.findthebest.com 
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3. Significance and variation of LSAT (law school admission test) and GPA (grade 

point average) requirements. 

The lack of preparation in high school regarding low performance in English and 

language skills, Reading and Mathematics create a disadvantage for minority groups 

to achieve LSAT standards. The LSAT does not measure motivation, perseverance, 

character, interpersonal skills, problem-solving skills, oral communication, and 

commitment to public service or the likelihood that the applicant will work with 

underserved communities in the future. Moreover, the way law schools are ranked by 

institutions like U.S. News and World Report create a disadvantage for minorities.    

School rankings are not based on factors such as the quality of a law school’s 

educational program; but rather on factors that reflect “easy-to-measure numerical 

indicators like LSAT scores” as the sole basis for admitting students and impacts on 

admission decisions of individual law schools in the context of setting very high GPA 

requirements (Calleros, 2006; Haddon & Post, 2006). Tables (Figures 12 & 13) below 

show the LSAT and GPA’s requirements for admission to the feeder law schools in 

Minnesota. 

  

Table12: Feeder Law Schools in Minnesota LSAT Requirement for admission 

 

Source: www.findthebest.com 
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Table13: Feeder Law Schools in Minnesota GPA Requirement for admission 

 

        

4. Lack of an enabling environment for recruitment and retention of lawyers 

 

Once an African-American, Hispanic or other member of the minority group 

graduates from law school, there is a new set of challenges that must be overcome. 

According to Hawkins (2011), minority attorneys face a new set of challenges in 

terms of their recruitment and retention. There are varied reasons why an astonishing 

87 percent of law firm associates nationwide quit within the first five years on the 

job: organizational cultures, workplace values, perceptions of racial bias, 

discrimination, and lack of advancement or promotion possibilities. The SAGE 

Report (2011) on gender equity and diversity by the Minnesota State Bar Association 

acknowledged that local organizational culture “encouraged sparing feelings by not 

giving honest feedback” which proved detrimental in the long run. Most attorneys 

perceived bias in their workplaces; and the tendency to associate only with friends 

from high school and college create a “sheltered environment” local culture which 

made attorneys from more diverse geographic locations to feel unwelcome. 
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5. The greatest loss of diverse group in the “legal education pipeline” of Hennepin 

County 

 

Where in the Hennepin County legal education pipeline is the loss of diverse 

candidates most prevalent? Analysis of the research data determined that the  greatest 

loss of diverse groups of candidates in the Hennepin County “legal education 

pipeline” occur at the point between high school-to-college where standards and 

requirements for high school graduation versus standards and requirement for college 

admission become intensified. Here, the lack of actual academic preparation (in 

subjects such as English and language skills, reading, math, U.S history, and 

geography) in high school create a disadvantage for minority groups in competing for 

high school graduation and college and law school admissions. This disadvantage is 

intensified by conditions of poverty and other forms of socioeconomic inequalities 

which impact on the academic performance of students at all levels of the educational 

ladder (Calleros, 2006; Ewell et al 2010; Wells, 2010).  

   

 

 

CHAPTER 5: RECOMMENDATIONS FOR CULTIVATING DIVERSITY 

 

5.1 Overview of the Project 

  

 

The Hennepin County Bar Association is considering the implementation of early 

intervention diversity pipeline program activities aimed at cultivating a representative workforce 

of legal practitioners for the future of the County. The HCBA looks forward to providing the 

needed leadership in reaching out to create the enabling environment including funding resource 

opportunities to encourage racial, ethnic minorities and underrepresented students to pursue 

careers in the law profession. The HCBA needs to know where in the educational pipeline is the 

loss of diverse candidates most prevalent in order to develop and implement pipeline program 

intervention strategies.   
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5.2 Discussion of Findings for the Research Question 

 

The process through which the HCBA can build a diverse professional legal service that 

is inclusive and representative of the community it serves begins with leadership in reaching out 

to the community, engaging students in the high schools and colleges and encouraging them to 

pursue the law profession; and by sourcing opportunities for students who graduate from law 

schools to practice in the area while nurturing a representative workforce of future legal 

practitioners (Berfanger, 2010; Maleske, 2011). Analysis of the research data determined that the 

greatest loss of diverse groups of candidates in the Hennepin County “legal education pipeline” 

occurs at the point between high school-to-college where standards and requirements for high 

school graduation versus standards and requirement for college admission become intensified. 

Here, the lack of actual academic preparation (in subjects such as English and language skills, 

reading, math, U.S history, and geography) in high school create a disadvantage for minority 

groups in competing for high school graduation and college and law school admissions (Calleros, 

2006; Ewell et al 2010; Wells, 2010). 

 

5.3 Recommendations for Cultivating Diversity: 

  

The following recommendations for fostering diversity in the Hennepin County legal 

community are based on best practices in ongoing pipeline programs and how to move forward:    

1. Organization and Opportunity to Add Value to the Cause  

 

There is a need to diversify the HCBA. The capstone team recognizes that there is 

also a need to assess opportunities for diversity initiatives from within. In order to 

promote diversity within the HCBA leadership, it is critical to begin the initiative by 

restructuring the present leadership to include minorities. Encourage collaborating 

partners to create enabling environment in their legal workplaces, law firms and 

corporate legal departments. The overarching goal of diversity is to build an inclusive 
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legal workplace where diverse attorneys all have a chance to strive and succeed in 

their professional life.      

2. Develop Partnership Strategies 

 

Plan and implement a community based intervention approach by liaising with 

minority community leaders in the Hennepin County area. Create alliances with  

local minority bar associations, local law firms and courts, law schools and students,  

law firms, corporate legal departments, local high schools, students and student 

organizations; and local businesses with similar interests in promoting diversity 

pipeline programs.   

 

3. Build Partnerships and collaborative Relationships 

 

Plan and implement robust collaboration with high school honor societies to select 

minority students within the Twin Cities for mentorship. Initiate a “from high school-

to-college-to law school” recruitment pilot program to include other metropolitan 

areas in Minnesota, also from outside the Twin Cities. Establish a “Task Force or 

Work Group” that includes representatives from the HCBA and the four feeder law 

schools in the Hennepin County area. Commitment of collaborating partners to 

program activities is critical; recognize individual partners for outstanding 

contributions to the successful implementation of diversity initiatives.  

 

4. Resource Allocation and Mobilization  

 

Diversity pipeline programs need to be linked to reliable funding and other resources. 

Resource mobilization is essential to providing support to, and enhancing high school 

students’ interests in the legal profession. Another suggestion would be to create a 

webpage on the HCBA website with names and sources where partners and students 

can (a) apply for mentorship, internship, or volunteer, (b) provide partners with a 

variety of tools of collaboration, and (c) assist prospective law school students with 

LSAT Preparation.  
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