
15TH ANNUAL DIVERSITY LEADER AWARDS 
OFFICIAL EASY APPLICATION FORM

Profiles in Diversity Journal presents its annual Diversity Leader Award to  
organizations that are advancing the evolution of diversity and inclusion, and  
the Diversity Officers who help them achieve that goal.

Companies that are Diversity Leaders continually use the expertise of their 
diversity teams in new ways to help them meet the challenges of today’s business 
environment. In these organizations, the work of the diversity officer is regarded 
not as a series of programs, but as a strategy for change.

For more than two decades, Profiles in Diversity Journal has been in the 
business of recognizing the exciting and ambitious people, initiatives, and 
programs that support the success of diverse workforces across the country 
and around the world. We have also witnessed tremendous changes in both 
work environments and markets, resulting from globalization, technologi-
cal advancements, and shifting demographics.

Change has truly become an inherent and integral part of organizational 
life. And today, the most successful companies in the world rely on their 
diversity managers and teams to help them respond to this change.

The companies and people we celebrate in our 15th Annual Diversity  
Leader Awards issue view both challenges and opportunities through the 
lens of diversity and inclusion as a means to achieving business success.

We welcome your submission* and hope to see you among our Diversity 
Leaders for 2023! 

 James Rector
 Publisher
 Profiles in Diversity Journal

James Rector, Publisher   •   profiles@diversityjournal.com
Direct: 440-899-9223   •   Toll Free: 800-573-2867   •   Fax: 440-892-0737   •   Intl: 440-892-0444

Page 1 of 6

Winners will be announced via press release in January.

DLAPP23

EXTENDED 
DEADLINE:

January 31, 2023
Your nomination allows us  

to showcase and honor these  
Diversity Leaders and recognize  

the inclusive organizations  
that support their success. 

Our crystal award provides 
each recipient with a lasting 
reminder of this prestigious 
honor. It will be shipped 
directly to your designee 
for internal celebrations  
at organizations around  
the globe.
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“Each of us brings our own intersectionality to our work. As a woman and a lesbian who has been in leadership 

positions for more than 25 years, I personally know the importance of inclusion. This need for exemplary practices 

in diversity, equity, and inclusion is paramount in mental health and addiction treatment and support. Marginalized 

individuals have higher rates of mental illness, substance use, and suicide. To support recovery, we must support the 

individual with compassion and culturally safe services. As any astute leader knows, staff members who experience 

great belonging and feel respected provide optimal care. So, diversity, equity, and inclusion for our team are not just 

morally right, they are foundational to meeting our vision of mental health for all.” 

– Rebecca Shields, CEO

CMHA has three values: We are 
Client and Family Centered, 
Culturally Competent, and 

Innovative. The overall strategy of 

our culture is overseen by our board 

of directors and our CEO, Rebecca 

Shields. The strategy is implemented 

at all levels, from front line staff and 

volunteers to ensure health equity 

and access, to our administrative and 

leadership functions to deliver on 

our mission for our staff, clients, and 

community at large.
Of utmost importance at CMHA 

is cultural competence. It enables us 

to provide the best service and work 

experience. We are a diverse team 

working in a diverse community, so 

ensuring that we create a welcoming 

environment where understanding, 

learning, and listening are prioritized 

is paramount. 
Our cultural affinity groups, com-

prising the main language groups in 

York Region and South Simcoe (Chi-

nese, Russian, Italian, Farsi, Tamil, and 

Urdu), along with a 2SLGTBQ+ and 

Lived Experience of Mental Health 

Affinity Group, ensure that clients and 

staff know that they are welcome and 

understood. We also regularly en-

gage in truth and reconciliation work.

CMHA is a founding member of 

the Region of York Inclusion Charter 

and participates in many regional 

efforts. Core pages of our website  

are available in six languages—Chi-

nese, Italian, Russian, Tamil, Urdu, 

and French—to make our information 

and programs more inclusive of  

our community. 

In 2021, CMHA’s DEI efforts focused on health equity, as well as a safe 

and inclusive workplace. From our cultural competency strategy, we 

moved into focused work around anti-racism and anti-oppression. All 

staff members were required to attend a 12-hour course provided by 

the Canadian Centre for Diversity and Inclusion. Additional training was 

required to provide culturally safe care for 2SLGTBQ+ individuals and 

ensure Indigenous cultural safety and an understanding of the impacts 

of colonialism. 

We conducted antiracism and campaigns and events such as 

#STOPTHEHATE and inclusion activities such as Pride, Chinese New 

Year, Nowruz and many other celebrations. Throughout the year, we 

focused our newsletter, social media, and internal communications on 

diversity and equity. 

In 2022, CMHA will continue to focus on health equity. The pandemic 

has disproportionately affected racialized communities. Thus, additional 

training and outreach to serve those most in need requires a culturally 

competent and safe approach. We are increasing recruitment of lan-

guage specific providers, building partnerships with cultural communi-

ties and providers, and enhancing training to our clinical team. 

We have also scheduled board-specific DEI training. It is also our goal 

to relaunch our internal demographics survey to better understand our 

board, staff, and volunteer complement, and set new targets to ensure 

we represent the communities we serve. 

Canadian Mental Health Association (CMHA),  

York Region & South Simcoe
Headquarters: Newmarket, Ontario, Canada

Industry: Community Mental Health & Addictions

CEO: Rebecca Shields

Rebecca Shields, CEO

Her Credentials: Bachelor 

of Science, University of 

British Columbia 
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Credera
Headquarters: Addison, Texas
Industry: Professional Services/ConsultingCEO: Justin Bell

“Diversity, equity, and inclusion have long been a core part of who Credera is. We believe we create  the best solutions when unique perspectives and experiences come together.
“As we look to the future, we’re being very strategic about hiring people who enhance our culture  (not just fit it) and continue to promote a diverse and inclusive work environment.” 

– Justin Bell, President & CEO

In 2021, Credera was named 
one of Fortune’s 100 Best 
Companies to Work for Millenni-

als; a Top 100 Next Gen Workplace 
by Ripplematch; #16 on the Dallas 
Morning News’s Top 100 Places to 
Work; #10 on the Houston Chronicle 
Top Workplace list; and a Best Work-
place for Consulting and Professional 
Services in the United States. We 
were ranked #5 among the UK’s Best 
Workplaces by Great Place to Work 
and Fortune in 2020.

During the first year of its suppli-
er diversity program, Credera spent 
eight percent of its total controllable 
spend with diverse suppliers. And we 
are committed to growing that com-
mitment quarter over quarter.

Every year, Credera holds a 
company-wide Service Day. In 2021, 
the employees designed content 
or activities for 30 percent of Tech-
Girlz workshops, benefitting 25,000 
students; partnered with TechGirlz 
and Dreams for Schools to provide 
70 middle school children with STEM 
workshops; created 2,500 STEM 
kits and snack bags for children in 
one Dallas neighborhood; provided 
meals and toiletry kits to more than 
300 families at Dallas and Chicago 
Ronald McDonald houses; distributed 
meals, food boxes, pantry items, and 
PPE kits to thousands of community 
members; and more.

Credera held its first Diversity Day 
open house this January. 

In 2021, Credera invested in new channels and methods for recruiting diverse talent, including ROMBA, NCRF, NSBE, SHEP, Black is Tech, and BUiLT; added three additional HBCUs to our campus recruiting portfolio; and redesigned our hiring process to improve data collection of EEOC/diversity responses. We updated our performance management frame-work to include DE&I; analyzed DE&I data for hot spots; launched the Credera Veteran’s Network; and hosted listening sessions and Credera Listens panel discussions. We also published our first annual DEI&W Report; instituted bias training for everyone involved in recruiting  and hiring; and offered 10 instructor-led sessions to build awareness regarding gender identity, race, and bias.

By 2023, Credera plans to Increase female and underrepresented ethnic group workforce representation to 35 percent, especially at senior and executive levels; ensure that employee representation reflects community demographics; publish our second annual Global DEI&W report; maintain global alignment via quarterly Global DEIW Forums and collaboration within our ERGs; and attend 10 or more DE&I recruiting events. We will launch a DE&I-specific quarterly survey to assess engagement and improve reporting; launch mental and physical wellness groups; create Dis(Ability) and Interfaith ERGs; and develop a supplier-diversity program. Credera will also establish a CDO forum to connect with other CDOs; develop additional cultural videos and a DE&I-focused podcast series; produce an inclusive leadership toolkit and training content; and pursue DE&I professional certifications for OCDO team members.

Nickoria Johnson,  
Chief Diversity Officer & Partner

Her Credentials: BBA, management/
computer science, Benedictine Uni-
versity; studied at Howard University; 
Diversity & Inclusion Certificate, 
Cornell University

Her Philosophy: DE&I must be wo-
ven into the very nature of our daily 
activities, core to our company’s DNA 
and strategy, and etched into the 
hearts and minds of our people.
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“To create a truly diverse, equitable, and inclusive organization, we must be intentional. With intention-

ality at the forefront, I have personally pledged to leverage my position to advocate for diversity, equity, 

and inclusion (DEI) to be embedded in every facet of our organization. For 2021–22, we have set forth 

six strategic priorities to advance our DEI vision. As a firm, we commit to: (i) strengthen our firm-wide 

efforts; (ii) foster an inclusive community; (iii) prioritize growth; (iv) generate opportunities for education; 

(v) engage with external stakeholders; and (vi) require accountability in our efforts.” 

– Scott MacCormack, CEO

Our DEI vision is built on four 
pillars: Community, Growth, 
Education, and Engagement.  

We embed DEI through these four 
pillars across the verticals of our firm, 
which allows for better communi-
cation and coordination of efforts. 
Our success is driven by our cli-
ent-focused, office-specific, practice 
group-specific, and associate-specific 
initiatives and committees, as well as 
our attorney affinity groups and staff 
employee resource groups. To help 
drive strategy across the firm, these 
efforts report to our firm-wide  
Diversity Executive Council (DEC).

In October 2020, Davis Wright 
Tremaine established the Office of 
Diversity, Equity & Inclusion. As part 
of that establishment, the firm hired 
Yusuf Zakir as our first chief diversity, 
equity & inclusion officer (CDEIO). 
As our CDEIO, Yusuf reports to the 
managing partner and works closely 
with leadership across the firm to pro-
mote diversity, equity, and inclusion 
initiatives for staff and attorneys, both 
internally and externally. Yusuf has 
also restructured our DEI vision and 
framework. This framework helped 
build out our Office of DEI, which  
has now grown to seven full-time 
employees who oversee the strategic 
implementation of our various initia-
tives under each pillar. 

At DWT, we believe that “inclusion 
is everyone’s business” and hold all 
personnel at the firm, from leadership 
to attorneys to staff, responsible for 
participating in and supporting our 
DEI efforts. 

In 2021, Davis Wright Tremaine launched its Office of Diversity, Equity, 

and Inclusion (DEI) and built a team of seven full-time DEI professionals, 

including me. I am privileged to lead this team of DEI experts, as we 

embed DEI across our organization. In March 2021, we introduced our 

2021–22 DEI strategic plan. With this plan, we seek to foster a culture 

where all talented individuals—including those from traditionally  

underrepresented communities in the legal profession—can have, and 

can see, a path to success. 

We build this vision on four pillars: Community, Growth, Education,  

and Engagement. Our strategic plan had a number of key strategic 

priorities, and we have been able to make significant progress on all 

of them, including (i) developing a fully embedded DEI structure; (ii) 

launching our inaugural DEI@DWT Client Summit; and (iii) offering 

monthly education sessions for our organization, including by speakers 

like Nikole Hannah-Jones (The 1619 Project).

In 2022, we seek to continue the work outlined in our 2021–22 DEI 

Strategic Plan. This includes (i) refining our efforts to build community, 

including launching First Generation Professionals Affinity Group; (ii) 

elevating our practice group efforts ensure equity in access to opportu-

nities; (iii) offering DEI training at critical pivot points in the progression 

process; and (iv) further deepening our partnerships with clients to build 

on our shared commitment to DEI.

Yusuf Z. Zakir, Chief Diversity, Equity & 
Inclusion Officer

His Credentials: HBA, business management),  

University of Toronto; JD, Loyola Law School 

(Los Angeles)

His Philosophy: To foster a culture where  
all talented individuals—including those  
from traditionally underrepresented  
communities—can have, and can see,  
a path to success.

Davis Wright Tremaine LLP
Headquarters: Seattle, Washington
Industry: Law
CEO: Scott MacCormack
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“I will use my voice as a leader to advocate for diversity, equity and inclusion in the legal profession and in my 
community; ensure that our firm community continues to foster a culture of inclusion where everyone’s voice is 

respected and valued; use my leadership position to build a more diverse and inclusive legal profession by improv-
ing the equity of processes such as recruitment, development, sponsorship and advancement of diverse attorneys 
and women; meet at least twice a year with my organization’s Fellows and Pathfinders to discuss their experiences 
as well as opportunities for improvement and host an LCLD Leadership Lunch; engage with our Global Women’s 

Initiative and Affinity Groups to hear about their experiences and perspectives on ways the firm/I can support their 
development and professional goals; and meet regularly with the firm’s Deputy Chair of Diversity and Chief  
Diversity, Equity and Inclusion Officer to discuss progress against our diversity, equity and inclusion goals.”– Henry Nassau, CEO

At Dechert, Diversity, Equity and Inclusion (DEI) is a strategic goal and top priority, and DEI is the responsibility of all Dechert per-sonnel. The firm’s formal DEI Strategy program is driven by five full-time professionals—Chief Diversity, Equity, and Inclusion Officer; Global Director of Diversity, Equity, and Inclusion; Global Manager of Diversity, Equity, and Inclusion; Diversity Specialist; and Global Talent Coordinator—who are responsible for strategic oversight  and implementation of the diversity and inclusion initiatives of the firm. Dechert’s firm-wide Diversity, Equity and Inclusion Committee comprises 20 members. 
Diversity liaison partners (DLP), selected to oversee the diversity and inclusion efforts of their respective practice groups, collaborate with the DEI team to exchange valuable information and insights. They monitor assignments for equitable distribu-tion of opportunities and workflow and ensure that diverse individuals are being mentored and sponsored, advised regarding their development, and promoted internally and externally to the firm and clients. In order to be effective, DLPs participate in regular training. For example, in 2021,  DLPs received extensive training by Professor Jerry Kang from UCLA School of Law.  

Our Asian, Black, Family, Greater Middle Eastern, Latino, LGBTQ, and Veteran affinity groups, in addition to our Global Women’s Initiative, support the development and retention of di-verse attorneys. In 2021, we launched a new Disability Affinity Group, whose primary mission is to advocate for an inclusive and accessible workplace. 

Dechert was one of the first firms to pilot the Mansfield Rule principles outside the United States, and in the United Kingdom, and the first  law firm to sign the Business Statement Opposing Anti-LGBTQ State Legislation, taking a stance against discrimination of LGBTQ people  in proposed U.S. legislation. In 2021. the firm spoke out as hate  crimes toward members of the Asian community increased around  the United States. 

We sponsored the Black British Network (BBN), a 2021 initiative created by 56 Black Men campaign founder Cephas Williams. Our Stand Against Racism Town Hall and Speaker Series, launched in 2020, has become an integral part of our culture. Dechert was also a market leader in giving time off to commemorate Juneteenth (June 19). 
In 2022, we will design and launch an effective firm-wide mentoring program; implement a partner diversity scorecard to track diversity representation on client matters and pitch teams; build on our town hall and racial justice; and continue our interactive sessions on inclusive leadership, including allyship, affinity bias, attribution bias, covering, in and out groups, priming and unconscious bias. Dechert will also host an in-person Diverse Lawyers’ Symposium and a virtual SASS program for senior female associates, counsel, and national partners; and design DEI initiatives and professional-development opportunities for business service professionals. 

Dechert LLP
Headquarters: Philadelphia, Pennsylvania & New York, New YorkIndustry: Law
CEO: Henry N. Nassau

Satra Sampson-Arokium, Chief Diversity, Equity & Inclusion Officer
Her Credentials: Master of Public Administra-tion, Marist College; BA, political science,  State University of New York at Albany  
Her Philosophy: In the words of Dr. Maya  Angelo, “People will forget what you said,  people will forget what you did, but people  will never forget how you made them feel.” Take the time to listen and always treat  people with dignity and respect.



Part I: Organizational Challenge Assessment
We welcome any support documents you may wish to include that  
illustrate your commitment to or activity in the areas below:
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Website: 

Workplace recognition within past 2 years (e.g., Best Place to Work): 

Headquarters: 

Company or Organization: 

Business: 

CEO: 

Current Board of Director Composition: 

Current Senior Executive Staff Composition:

Number of Employees: 

Recognition for employee group outreach within the past 2 years (e.g., veterans programs, disability advocate):  

Recognition for Supplier Diversity Programs within the past 2 years: 

Recognition for Community Engagement Programs within the past 2 years: 

How is employee engagement measured? 

1. Organization Profile
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(Please fill in all form fields and be sure to save this file when completed)



Name of Chief Diversity Officer or Diversity Lead:______________________________________________________________ 

Title:______________________________________________________________________________________________

Email address & phone:________________________________________________________________________________ 

Education:__________________________________________________________________________________________

Prior roles inside/outside organization:______________________________________________________________________

Philosophy:__________________________________________________________________________________________

Name of Diversity Department Communications  Manager:_______________________________________________________

Communications  Manager email & phone:__________________________________________________________________
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Part I (cont.): Organizational Challenge Assessment
We welcome any support documents you may wish to include that  
illustrate your commitment to or activity in the areas below:

How does Diversity/Inclusion fit within your organizational structure? 

How many personnel are directly/indirectly involved in D&I work?

How are D&I initiatives/progress communicated to the Board? 

How are D&I initiatives/progress communicated to employees? 

How are your organization’s Diversity/Inclusion values communicated externally? 

2. Diversity Office Profile

Is Diversity & Inclusion discussed in your organization’s Annual Report? 

Does your organization run D&I-related print advertising in the media? 

Part 2: Diversity Officer’s Agent-of-Change Questionnaire

1. Personal Profile

DLAPP23

(Please fill in all form fields and be sure to save this file when completed)
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Part 2 (cont.): Diversity Officer’s Agent-of-
Change Questionnaire

What have you and your team accomplished in 2022? Please be specific and list accomplishments. 
 

What are your goals, objectives, and expectations with regard to achieving success in Diversity, Inclusion, and Equity in 2023? 
 

 

What do you see as the greatest challenges and obstacles to achieving these objectives in 2023 and beyond? 

What are your specific strategies for achieving C-Suite and Boardroom gender parity? 

2. Essay response (answer each of the following questions in 100-200 words, addressing each one with a subhead)

3. (Optional) CEO supporting remarks regarding the organization’s position on Diversity,  
    Equity and Inclusion. Include remarks on women in the leadership pipeline.

Page 4 of 6DLAPP23

(Please fill in all form fields and be sure to save this file when completed)
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Part 3: Photographs and Logo

Page 5 of 6

Please include your company logo in vector format (EPS or AI) and a high-resolution photograph of your 
diversity officer and your diversity team (jpeg or tif, 300 dpi, no smaller than 5x7, either horizontal or vertical) 
if available, for publication in association with this award. Photos of the CEO/leadership team engaged in  
DEI events are also encouraged, as well as photos of actual D&I internal and external events. 

Optional: We recommend a professional photograph be taken in an environment reflective of your organiza-
tion’s culture or business (e.g., in front of a company sign or with product, or in a business environment).  
For examples of appropriate settings, see our photo guide at http://www.diversityjournal.com/photoguide.

*Organizations may reapply each year for the Diversity Leader Award.

SUBMISSIONS MUST BE RETURNED BY
Tuesday, January 31, 2023

DLAPP23
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JAMS
Headquarters: Irvine, California

Industry: Alternative Dispute Resolution

CEO: Christopher K. Poole

“JAMS CEO Chris Poole has long made it a priority to publicly communicate our values around DE&I. 

For example, this past May, to mark the one-year anniversary of George Floyd’s death, he issued a pub-

lished statement reaffirming our commitment to “reduce racial inequalities, eliminate mistreatment and 

brutality, promote dialog and peaceful conflict resolution, and to promote diversity, equity, justice and 

inclusion at all levels.” Thanks to his leadership, JAMS was the first ADR institution to address Floyd’s 

death in 2020. Chris also contributes to our newsletter Pulse, which spotlights our DE&I efforts.”    

Our focus in 2022 is on increas-

ing the number of diverse 

neutrals selected from our 

panel. For several years, we’ve been 

focused on the supply side of the 

equation, steadily building a tal-

ented and robust roster of diverse 

neutrals, and we will continue adding 

to it in 2022. 
We want to put more emphasis 

on the demand side of the equa-

tion to ensure diverse neutrals get 

selected more often. In our industry, 

neutral selection is one of the most 

important metrics to track. The  

more often a neutral is selected, the 

more experience they obtain and 

the more opportunities they have 

to assist parties with their dispute 

resolution needs. 
To that end, we will be focused 

on extracting more insight from  

the data we are collecting around 

neutral selection. The deeper our 

understanding of to what extent  

and where clients select neutrals, 

the better position we will be in to 

advance our DE&I goals.
Increasing C-Suite and Board-

room gender parity has been a goal 

of JAMS, and we’re proud that we 

have achieved significant success 

in that area. Our JAMS boardroom 

comprises nearly thirty-six percent 

women; forty-five percent of our 

C-suite is occupied by women, 

including Kim Taylor who became 

president in April 2021. 

Over this past year, JAMS laid the groundwork to make lasting change in 

our organization and in the ADR industry. We created the JAMS Neutral 

Utilization Report, a tool that tells clients how often they choose diverse 

neutrals and conducted an internal survey of our 400-plus neutrals to 

encourage them to self-identify as to specific demographics so clients 

gain a more comprehensive view of our panel. 

The company established the JAMS Diversity Fellowship Program to 

provide training, mentorship, sponsorship, and networking opportuni-

ties for up-and-coming diverse ADR professionals. We also created an 

external newsletter called DE&I Pulse, which provides a comprehensive 

update regarding our efforts to combat discrimination in all forms and 

the progress we are making in promoting diversity, equity, and inclusion 

at JAMS and within the legal industry. 

JAMS created a tracking tool that records how often clients use our 

diversity and inclusion clause, which was designed to encourage the 

appointment of diverse neutrals, for arbitration agreements. 

Finally, we established six employee resource groups for diverse  

associates: Allhands@JAMS, Latinx@JAMS, Black@JAMS, AAPI@JAMS, 

Out@JAMS, and Body Positive@JAMS. 

Mark Smalls, Senior Vice President,  

Chief Marketing Officer and Chair  

of the JAMS Diversity Committee

His Credentials: MBA, marketing, Columbia 

University (a Johnson & Johnson Leadership 

Fellow); BA, management, Duke University

His Philosophy: To reap the full benefits of 

DEI, it must be imbedded in the culture of an 

organization. That includes education, candid 

conversation, goals, metrics, training, rewards 

and recognition. 
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Kelley Kronenberg
Headquarters: Fort Lauderdale, FloridaIndustry: Law
CEO: Michael Fichtel

“We value and respect the strengths and differences among our employees, clients, and communities because they reflect our future success. Our clients, suppliers, and strategic partners are increasingly diverse and multicultural.”
– Michael Fichtel, CEO  

Fueled by the mission to be a pro-
gressive law firm, Kelley Kronen-
berg has created a diversity and 

inclusion program that is open to all 
employees. It provides a platform for 
the firm to be inclusive in a proactive 
and meaningful way. Since its launch, 
the program has already shown 
higher satisfaction and increased 
collaboration across the firm’s 12 
offices. Kelley Kronenberg measures 
employee engagement in numerous 
ways. For example, we survey our 
employees yearly, track employee 
engagement at our events, and meet 
with our employees often to discov-
er ways in which they would like to 
engage more within the firm.

The Diversity and Inclusion 
Committee works directly with firm 
leadership to develop an attorney 
and senior administrative manager 
evaluation process and set clear ex-
pectations and accountability around 
diversity and inclusion. And all of the 
firm’s more than 400 employees are 
involved in D&I efforts.

All firm employees are required to 
attend and complete annual diversity 
awareness training, to enhance their 
knowledge of the firm’s conscious 
effort to promote and support an 
inclusive culture.

The firm’s Diversity and Inclusion 
Committee is actively involved in 
promoting internal and external  
campaigns through social media  
and events to propel recruiting  
and attracting diverse candidates  
with the assistance of our human 
resources department.

I plan on starting a program to retain diverse partners and attorneys,  and to hire new candidates at all levels from different backgrounds, through participation in minority bar associations and historically black universities and colleges. Adding a component of internal mentoring by pairing minority hires with partner-level and management employees  will make the orientation process welcoming and help minority hires  feel comfortable in getting to know the inclusive culture of the firm. 
I’m committed to working with firm management to showcase diversity and talent by providing opportunities to minority attorneys and including them in direct client relationships and business-development activities. I also intend to explore the firm’s resources and talent to bring together a group of attorneys and consultants who can lead the diversity and in-clusion practice. This includes working with clients who need assistance, with a focus on issues of diversity and working with culturally sensitive legal teams that have both the life and work experience in handling  matters where diversity issues are at the forefront. 

I look forward to collaborating with external diversity professionals  who can provide targeted consulting services, including training for  the hiring partners and managers on how to effectively hire and retain strong and diverse teams.   

Harsh Arora, Partner; Co-chair of the Diversity and Inclusion Committee

His Credentials: Certificate, Program on Negotiations, Executive Education, Harvard Law School; LLM, taxation, Boston University School of Law; JD, University of Central Flori-da, BS, Rosen College of Hospitality Manage-ment; DP, International Management Institute, Switzerland

His Philosophy: I am committed to combating racial injustice and advancing the fundamental principles of equality, inclusion, and justice. I am committed to serving communities from underrepresented backgrounds with a team of diverse lawyers and legal support staff.
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New American Funding
Headquarters: Tustin, California
Industry: Mortgage
CEO: Rick Arvielo

“In an industry where women are the minority, Patty Arvielo is a role model, 

using her voice and taking the lead. She mentors other women in business, 

and her natural leadership and commitment to helping women has fueled 

New American Funding’s success and contributed to her role as an iconic 

mortgage leader. She has been at the forefront of diversifying the mort-

gage industry and a key player in implementing changes to establish a 21st 

century workforce. At New American Funding, Patty Arvielo has created an 

environment where minorities, millennials, and women can excel on merit.”

– Rick Arvielo, CEO  
Diversity, equity, and inclu-

sion are at the very core of 
New American Funding. The 

company was built by people from 
diverse backgrounds, designed to be 
inclusive to all, and structured so all 
are treated equally. 

Through its Diversity and Inclusion 
initiative, New American Funding 
embraces and values differences. The 
company is constantly working to in-
crease diversity among its employees. 
As a result, we ensure that diverse 
voices are contributing to New Amer-
ican Funding’s continued success. 
Approximately 58 percent of our 
employees are female and 45 percent 
are minorities. Additionally, approxi-
mately 40 percent are millennials and 
23 percent are Hispanic.

In April, New American Funding 
celebrated Diversity Month, en-
couraging employees to “celebrate 
the beautiful tapestry of our unique 
cultures, backgrounds, and rich tradi-
tions . . . .” Employees provided their 
favorite songs, which were compiled 
into a playlist that celebrated the 
company’s diversity.

New American Funding celebrat-
ed Pride Month in June to “recognize 
the resilience and determination of 
the many individuals who are fighting 
to live freely and authentically.” We 
also commemorated Juneteenth with 
the leaders of our New American 
Dream initiative, who shared their 
reflections on Juneteenth with the 
workforce.

In October, the company com-
memorated Hispanic Heritage month, 
featuring an intimate discussion with 
cofounder and President Patty Arvielo 
and her mother, Carmen, who is a 
Mexican immigrant, on what it means 
to be a Hispanic-American.

Patty Arvielo, Co-Founder  
& President

Her Credentials: La Mirada  
High School

New American Funding has long outperformed other large lenders 

when it comes to lending to minorities. This is a result of our Latino 

Focus and New American Dream initiatives, and the company’s belief in 

hiring “mirrors”—people who are familiar with cultural differences and 

equipped to help those in minority communities. This has resulted in 

significant growth in our minority employment in the last several years.

 
New American Funding’s purchase lending in 2020 was 44.9 percent 

more than the industry percentage in lending to minorities. By working 

carefully and thoughtfully with minority borrowers, the company is en-

abling the minority community to build wealth, stabilize communities, 

and create generational opportunities. Despite two years of upheaval 

due to the pandemic, New American Funding had its two best years in 

2020 and 2021.

In 2017, New American Funding pledged to increase Hispanic  

homeownership with $25 billion committed to new mortgages for 

Hispanic borrowers, and to lending $20 billion in new mortgages to 

Black borrowers, by 2024. The company partners with Freddie Mac to 

host monthly virtual events to educate on and encourage Black home-

ownership as a means of creating wealth, and engages in numerous 

virtual events designed to educate the Hispanic community regarding 

the benefits of homeownership. These efforts will continue throughout 

2022 and beyond.  
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Pitney Bowes
Headquarters: Stamford, ConnecticutIndustry: Global Shipping & MailingCEO: Marc Lautenbach

“Our remarkable talent works in a culture of excellence, with passion and a proven ability to innovate, persevere, 
and succeed. Our focus on being diverse and inclusive makes this all the stronger. This has been true for awhile. 

We didn’t strive to create a diverse team and board because it was trendy. We did it because we firmly believe that 
diversity makes us better and inclusion is essential to drive engagement and deliver value to all our stakeholders.”   – Marc Lautenbach, President & CEO  

We take engagement very 
seriously at Pitney Bowes, starting with the CEO and his senior management team. We have an extensive employee engage-ment process that includes a survey administered by an outside company that keeps the data so our employ-ees are assured it is a confidential process. Our company only sees the metrics for aggregate scores. Our scores are compared to our year-over-year performance, as well as other indexes, such as high-performing companies (as defined by financial metrics and HR practices). 

 In 2021 our participation rates and scores in the 11 categories we measure exceeded the scores of high-performing companies in the majority of categories, including diversity and inclusion. There is ongoing conversation and follow-up on input and suggestions from the survey throughout the year, along with Pulse surveys to see how teams are progressing. Engagement scores are factored into measuring overall company performance and incentive pay for leaders, along with client net promoter scores and financial metrics.As part of the Senior HR Leaders team, Diversity and Inclusion reports to the chief human resources officer. We work collaboratively to make our company inclusive, so that a per-spective on enhancing diversity and inclusion is embedded in all aspects of talent management: talent acqui-sition, learning and development, performance management (including succession planning), compensation and total rewards, and health and wellness.

In 2021, we continued to increase awareness, stimulate conversation, and facilitate advocacy for the rich mix of diversity found within our workforce. We focused on deepening inclusion as employees learned more about themselves and each other. We conducted regular joint sessions and planning processes, created and delivered inclusive leadership training to all managers, enhanced digital presence, revised section in Corporate Responsibility Report, developed new employee portal, produced 25+ interviews, articles, and speaking engagements, and created space and opportunity to more fully see and know one another. We launched a Caregivers Network and created a series of activities addressing topics that included intersectional allyship, women on the frontlines, courageous conversations on race, LGBTQ+ Roundta-bles, resilience and mental wellness, and leadership conversations.  
In 2022, we will leverage our diverse workforce and inclusive culture to attract and retain the talent needed to win in our markets; enhance global alignment, collaboration, and support for diversity and inclusion initiatives; upgrade and expand our digital presence; strengthen oper-ational efficiency and impact of inclusion networks; deepen inclusion, understanding, and advocacy through activities, webinars, conversa-tions and articles; add to our diversity and inclusion learning curriculum; embed diversity and inclusion into talent management; and monitor the disclosure landscape and refining metrics.

Sheryl Battles, Vice President–Global Diversity, Inclusion, and Engagement
Her Credentials: BA, human biology, Stanford University

Her Philosophy: Rev. Dr. Martin Luther King, Jr. sums it up best: “The ultimate measure of a man is not where he stands in moments of comfort and convenience, but where he stands at times of challenge and controversy.” The work to create equi-table, inclusive opportunities for all voices to be heard and all talents to be valued is not for the faint of heart. It requires know-ing that the things you focus on some may not want to hear or be comfortable with, and going forward anyway.

http://www.diversityjournal.com/photoguide
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