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LAW PRACTICE MUSINGS

In today’s polarized social environment, 
the call for diversity, equity and inclusion 

(“DEI”) in the legal workplace evokes strong 
sentiment. As Filipino-American lawyers, 
we are pleased to see many in the majority 
embrace the value of DEI. Unfortunately, 
others are resistant and even openly hostile 
to the idea. 

Yet, despite having attained the rank of 
partner in our firms, we still face the ongoing 

challenge of deftly navigating such divergent 
sentiments. Sometimes the situation 
requires thick skin, patience for change and 
letting go of insults. Other times, we are 
called to educate or dispel misinformation. 
Sadly, some situations still compel us 
to fight back and defend our dignity. 
For those in the majority who want to create 
a more diverse and inclusive workplace, your 
challenge is to genuinely welcome people 
from diverse backgrounds. 

While these challenges seem daunting, 
we believe they often can be overcome 
with common sense and empathy. Other 
times, they require bravery, hard work and 
vulnerability. We are here to encourage you, 
despite the inevitable missteps you will have, 
to build a more inclusive profession better 
able to represent our clients and promote 
equal justice under the law.

Top 10 DEI Tips from Two Asian-American Partners

1. WHAT YOU MEASURE MATTERS. 
Metrics establish your baseline, track your progress and create 
accountability for your DEI plan (and yes, you should have a DEI 
plan and budget). Sands Anderson adopted the Midsize Mansfield 
Rule, which requires consideration of a candidate pool that is at least 
30% diverse for all hiring, marketing, promotions and leadership 
opportunities. This drives meaningful change.

2. DISRUPT THE MODEL MINORITY MYTH.
This “good” stereotype dehumanizes Asian Pacific American 
(“APA”) attorneys and drives a wedge between racial groups. It 
holds APAs to impossible standards and fosters unwarranted beliefs 
that we are not “aggressive” enough to practice law. Judge us by 
our actions and our character — not by this myth that erases our 
multifaceted identities and harms other minorities with the bigotry 
of low expectations.

3. STOP ASKING “WHERE ARE YOU FROM?” 
This question suggests that we do not belong where we work 
every day. Also, no, we don’t know the Filipino you met on your  
last airplane ride. Such irritating small talk reflects the majority’s 

implicit bias instead of a genuine attempt to connect. We are 
willing, however, to engage about our culture if you genuinely show 
up to meet us.

4. BE THOUGHTFUL IN YOUR ATTEMPTS TO WELCOME 
APAS.
Consider this example: If you host a dinner to welcome APAs and 
the customary menu is surf and turf, do not abruptly switch to Asian 
cuisine. This makes us feel awkward and tokenized, regardless of 
how delicious or expensive the meal might be. (To be clear: We both 
love Asian cuisine!)

5. ASK US HOW TO PRONOUNCE OUR NAMES EVEN IF YOU 
ARE UNSURE. 
It is that easy. Constantly mispronouncing or misspelling our names 
makes us feel belittled, disrespected and singled out.

6. SPONSORSHIP MATTERS.
For those in power, reach back to sponsor and mentor diverse talent. 
Open up your networks and publicly support us in your spheres of 
influence, without condescension.
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7. RESPECT SAFE SPACES.
Sometimes, the only time we can exhale is in the presence of other 
APA attorneys. When we invite you into such spaces, de-center 
yourself and let us celebrate APA attorneys who are often invisible 
in majority spaces. Sponsor affinity bars that create these safe spaces 
so that we can strengthen our APA networks.

8. BE INTENTIONAL ABOUT RECRUITING. 
Expand your network authentically to recruit diverse attorneys. 
Exercise patience and use competency-based hiring. Don’t limit 
yourself to traditional measures of success (e.g., law review, GPA); 
open up to candidates who can demonstrate the skills you really 
need (e.g., hard work, sound judgment, maturity, curiosity, etc.) 
through their life experiences.

9. DON’T MAKE US DO DEI WORK BY OURSELVES. 
Just like you, we need a lot of time to build our practices. When 
you also ask us to lead DEI without compensation or billable 
credit, you’re asking us to perform a “labor of love” in a business 
that runs on production and origination — two things that are not 
happening while we plan your APA Heritage Month celebration. 
Majority allies should help lead and execute these important 
initiatives.

10. BE TRANSPARENT ABOUT THE PRACTICE OF LAW. 
So much remains unsaid about how to have a successful law career. 
Tell your attorneys how they can make partner. Develop them as 
leaders and rainmakers. A fourth-generation lawyer may not need as 
much coaching on how to climb the ranks as the people who are the 
first lawyer in their families — but recognize that this difference does 
not make the latter any less worthy of your investment.

i s  a  pa r t ner  a t 
Christian & Barton 
LLP in Richmond, 

where he focuses his practice on business law, 
economic development law and health law. He is a 
director of the Asian Pacific American Bar Association 

of Virginia. He joined the VBA in 1995 and serves as vice chair of the VBA Law 
Practice Management Division and as a member of the Health Law Council. He 
also has served on the VBA Board of Governors and the Virginia State Bar Executive 
Committee of Bar Council.

is the first Asian-
American shareholder 
at Sands Anderson PC 

in Richmond, where she also chairs the firm’s Diversity 
& Inclusion committee. She represents, counsels and 
defends public and private employers throughout 

Virginia and is a graduate of the University of Richmond School of Law and the 
University of Virginia. She joined the VBA in 2007, is a member of the Law Practice 
Management Division Council, assistant treasurer and legislative chair for the Labor 
and Employment Section Council and previously served on the Joint Alternative 
Dispute Resolution Committee of the VBA and VSB.
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