
Overcoming an Aging Workforce
By Kim Morris, SVP of Operations, Accumatch

Let’s be honest, today’s workforce 
is aging. Baby boomers are reaching 
retirement age and younger people 
entering into the workforce do not have 
the skills or experience to replace baby 
boomers.  At the same time, this new 
workforce is not growing fast enough 
to fi ll vacated and new positions in most 
industries. It is estimated that by 2020, 
there will be at least 5 to 6 million jobs in 
the United States that are unfi lled.

This scenario creates quite the 
quandary for building future business 
and maintaining a diverse workforce. 
Companies big and small are going to have 
to start looking at how to solve this issue 
as they continue to grow their respective 

businesses and recruit new associates 
for varying roles in their companies. 
This also creates a diffi  cult situation for 
recruiters, as it is predicted that 45 percent 
of millennials plan to stay with their 
companies less than two years. This will 
create massive turnover and a recruiting 
nightmare. Gone are the days that people 
remain with the same company for their 
entire career.

I have thought about this issue a lot, as 
my industry requires specifi cally skilled 
people and most of the industry is aging. 
I have found that it is imperative to build 
with qualifi ed people who are well versed 

LGBT and 
Mortgage 
Leaders 
Collaborate to 
Better Diversity 
and Inclusion
By David Wharton, Five Star Institute

On December 7, 2017, the American 
Mortgage Diversity Council held an 
LGBT Roundtable Town Hall hosted by 
Bank of America in Dallas, Texas. The 
roundtable was the fi rst of several such 
events planned across the country during 
2018, designed to spur communication 
between the mortgage industry and the 
communities they serve. The events will 
culminate in late 2018 with a report on 
key fi ndings impacting diversity issues 
within the mortgage industry.

John Rieger, Executive Director 
for the American Mortgage Diversity 
Council, said, “This roundtable Town Hall 
connects the leaders of the Dallas LGBT 
community into a collaborative dialogue 
with the leaders of the mortgage banking 
and fi nancial services industry to shed 
light on the challenges facing all facets of 
their community in an eff ort to ensure 
that diversity and inclusion remains a top 
priority.”

Calling diversity and inclusion “core 
values,” Bank of America released a 
statement of support saying, “Bank 
of America is excited to be a part of 
the LGBT Town Hall and to be able 

Is The Glass Ceiling Half Full,
Or Half Empty?
By Magdalena Kozinska Esq, Wright, Finlay & Zak, LLP

In the 2016 presidential election, the 
issues of women’s rights and the equal 
treatment of women were at the forefront 
of many hotly contested debates–a focus 
which was amplifi ed by the presence of 
the fi rst major party female presidential 
candidate. Although this highly publicized 
platform increased scrutiny of the 
advancement of women in the workplace, 
and of the future steps still necessary for 
women to be truly treated as equals to 
their male counterparts, unfortunately, 
the rhetoric did not result in signifi cant 

improvement in the lot of women in the 
workplace, nor did it bring about any new, 
substantial eff orts to close the gap.
A new study conducted by the LeanIn.
org and McKinsey & Company found that 
“women remain underrepresented at 
every level in corporate America, despite 
earning more college degrees than men for 
thirty years and counting” (Women in the 
Workplace, October 2017). This holds true 
even in the legal profession, where women 
make up only 36 percent of the profession 
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(ABA: Market Research Department, 
April, 2016). This is a surprising statistic 
considering that in the 2010-2011 academic 
year, 47.3 percent of the Juris Doctorate 
degrees awarded were awarded to 
women, while in 2016, women made up 
51% percent of fi rst year law students 
(American Bar Association Section of Legal 
Education and 
Admissions 
to the Bar; 
and Olson, 
Elizabeth, 
December 
16, 2016, 
Women Make 
Up Majority 
of U.S. Law 
Students for 
the First Time). 
According 
to Deborah 
J. Merritt, a professor at Mortiz College 
of Law at Ohio State University and 
her colleague Kyle McEntree, executive 
director of Law School Transparency, 
while the number of female law students 
has risen, a signifi cant percentage of 
women wound up attending lower ranked 
schools, undercutting their employment 

possibilities and earnings potential (higher 
ranked schools generally have better 
track records for placing their graduates 
in full-time, long-term jobs requiring a 
law degree. Olson, Elizabeth, December 
16, 2016, Women Make Up Majority of 
U.S. Law Students for the First Time).
In 2016, 22.13 percent of partners at law 
fi rms were women, and of that fi gure only 

2.76 percent 
were minority 
women (2016 
Report on 
Diversity in 
U.S. Law Firms. 
NALP, January 
2017). In 2016, 
45 percent 
of associate 
positions in 
law fi rms were 
held by women 
and only 22.72 

percent of those were held by minority 
women. Id. Women are also twice as likely 
as their male counterparts to leave large 
law fi rms (Cohen, Nancy, Women Lawyers, 
Discipline and Leaving the Practice of 
Law, (March 7, 2016). Specifi cally, 85 
percent of minority female attorneys in 
the U.S. will quit large fi rms within seven 

years of starting their practice because 
they feel they have no choice. Studies by 
groups such as the ABA and the National 
Association of Women Lawyers show that 
law fi rms have made limited progress in 
promoting female lawyers over the course 
of decades, and women of color fare 
worst. (Jackson, Liane, Minority Women 
are Disappearing from Big Law- and Here’s 
Why (March 2106). Adding to the problem, 
in 2015, a woman lawyer’s salary was 89.7 
percent of what her similarly qualifi ed male 
counterpart made. A Current Glance at 
Women in Law, (January 2017), ABA, citing 
2015 Bureau of Labor Statistics, Median 
weekly earnings of full-time wage and 
salary workers by detailed occupation and 
sex.)

While women have higher enrollment 
numbers in law schools, the reality is that 
women, especially women of color, still 
face great obstacles to their success in 
the profession and do not receive the 
necessary support in order to rise to the 
top of their professional fi eld. There are a 
number of simple steps law schools and 
law fi rms can implement to help close the 
gap. First, improving mentorship programs 
across the board. Second, capitalizing on 
networking opportunities to introduce 
female lawyers to people in leadership 
positions and to encourage camaraderie, 
by assisting each other in business 
opportunities. Third, providing support 
in staff  meetings, court proceedings, and 
with other colleagues. Fourth, promptly 
and fully addressing any comments or 
conduct, whether, subtle or overt, that 
is demeaning, dismissive or alienating. 
Fifth, taking active steps to recruit women 
attorneys. Although the cracks in the glass 
ceiling continue to develop, there is still a 
considerable way for women to go.

 Magdalena Kozinska Esq., is 
an associate at Wright, Finlay & 
Zak, LLP, a WBENC Certifi ed 
Women Owned litigation and 
transactional law fi rm with 

offi  ces in California, Nevada, Arizona, Washington 
and Utah specializing in consumer fi nance and 
business services. Kozinska received her 
Bachelor’s Degree in International Relations from 
the University of Southern California and her Law 
Degree from Chapman University School of Law, 
with an emphasis in Advocacy and Dispute 
Resolution and a certifi cate for Commitment to 
Service.

“Women remain 
underrepresented at 

every level in corporate 
America, despite earning 

more college degrees than 
men for thirty years and 

counting.”-
LeanIn.org and McKinsey & Company
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