
STATEMENT TO THE KOREAN CANADIAN LAWYERS ASSOCIATION 

By Henry J Chang 

Thank you for considering a formal 
endorsement of me as a candidate for Law 
Society of Upper Canada (“LSUC”) Bencher.  
As discussed when I spoke during the recent 
Korean Canadian Lawyers Association 
(“KCLA”) launch event, I am providing you with 
a brief statement regarding why the KCLA 
should support my candidacy.  

Professional Background 

I am a partner with the firm of Blaney McMurtry 
LLP, a 126-lawyer firm in downtown Toronto.  I 
co-chair the firm’s International Trade and 
Business Group and am a member of its 
Corporate and Immigration Groups.   

I obtained my JD from Osgoode Hall Law 
School in 1990.  I am currently a member of the 
State Bar of California and the Law Society of 
Upper Canada.   

I have also been recognized as a top 
practitioner by the Lexpert Legal Expert 
Directory, Who’s Who Legal, Best Lawyers, and 
I hold an AV rating from Martindale-Hubbell. 

Why I Support Diversity in the Legal Profession  

As a racialized lawyer who began practicing in 
the early 1990s, I personally experienced many 

of the barriers to entry and advancement that 
have been described in the LSUC consultation 
paper, Developing Strategies for Change: 
Addressing Challenges Faced by Racialized 
Licensees (the “Consultation Paper”).  

Although I secured an articling position at a 
relatively large law firm in Toronto, I was not 
hired back. I then struggled to find employment 
after being called to the bar. Admittedly, this is 
a problem that many young lawyers face today. 
However, my non-racialized colleagues 
appeared (at least from my perspective) to 
secure gainful employment more quickly and 
easily.  

Because I was unable to find employment, I 
eventually decided to open my own office as a 
sole practitioner. However, this had never been 
my plan. I had always expected to be hired 
back and to immediately begin working as an 
associate at a large law firm, in the field of 
corporate/commercial law.  

When I first opened my own office, I had no 
experience, no reputation, and no clients. 
Unlike some of my colleagues, I did not have 
any senior lawyers in my network who could act 
as my mentor. I also did not have any business 
contacts in my network, which might have been 
a source of referral work for me.  

I eventually established a successful practice 
but it was not initially in my preferred field of law 
and it took longer than it probably should have. 
Based on this personal experience, I believe 
that barriers to entry and advancement do in 
fact exist for racialized lawyers. There may be 
fewer barriers now than there were when I first 
began practicing law in 1992, but it is clear that 
many of these barriers still exist today.  



How I Would Promote Diversity  

I don’t believe that forcing diversity on law 
firms, using the threat of professional discipline, 
is the solution to this problem. Even if it 
manages to achieve diversity, non-racialized 
lawyers will believe that racialized lawyers are 
being advanced as a result of these rules and 
not because of their abilities. I believe that 
diversity can instead be encouraged by raising 
awareness and by providing proper mentor 
support to racialized lawyers, especially 
younger sole practitioners.  

Collecting and Publishing Diversity Statistics on 
a Law Firm Basis  

One of the proposals currently being discussed 
is a requirement that law firms report their 
diversity statistics. I am in favour of collecting 
diversity statistics broken down by law firm. 
There are several ways that this can be 
accomplished.  

Apparently many law firms are reluctant to 
collect and publish this information. This may 
be because of privacy concerns that may arise 
if individual lawyers are required to report their 
ethnicity to their employer. However, lawyers 
may be more willing to disclose this information 
to the LSUC.  

I believe that the LSUC could compile this 
information on its own, through its Members’ 
Annual Report. If the Annual Report asks 
members to self-identify their ethnic 
background and to state their firm name, the 
LSUC could easily collect and publish diversity 
statistics for each law firm. Of course, we still 
need to consider whether these questions 
should be voluntary or mandatory.  

Admittedly, diversity statistics could be 
misleading in a small firm environment. 
However, perhaps these statistics could be 
made available on the LSUC website for law 
firms larger than a specified minimum size.  

Diversity Awareness and CPD Requirements 

The recent implementation of a CPD 
requirement provides us with an opportunity to 
increase awareness of diversity issues. By 
requiring at least one hour of diversity training 
as part of each member’s professionalism 
requirements, we can help to increase 
awareness of diversity issues and offer 
solutions.  

Mentorship of Younger, Racialized Lawyers 

I believe that there is a tendency for 
experienced racialized lawyers, who have 
managed to overcome these barriers, to forget 
that they should be supporting younger lawyers 
who are still facing these issues. The only way 
to ensure diversity is for these individuals to 
mentor younger, racialized lawyers and to give 
them the support that they need to compete on 
equal footing with non-racialized lawyers. Only 
then will they have the same opportunities for 
entry and advancement.  

I have mentored younger racialized lawyers 
both on specific legal matters and in areas such 
as business development and career 
development, both informally and through the 
formal mentoring programs offered by the 
Federation of Asian Canadian Lawyers. 
Although I have done this for younger lawyers 
within my firm as well, I have made a conscious 
effort to offer these mentoring services to sole 
practitioners and lawyers at other firms who 
might not otherwise receive this guidance.  

One of the things that the LSUC should do is 
implement a formal mentor program for 
racialized lawyers. Such a program would help 
match younger racialized lawyers to more 
senior racialized lawyers (perhaps from the 
same ethnic group, perhaps not), who have 
agreed to act as mentors. This would go a long 
way toward ensuring better practical training 
and career opportunities for these younger 
lawyers.  



To ensure that the public receives quality legal 
services from diverse practitioners, it should 
ensure that younger racialized lawyers receive 
proper mentoring and support so that they can 
become skilled practitioners. A formal mentor 
program for these lawyers would provide this 
mentoring and support.  

Conclusion  

I believe that the above initiatives will greatly 
benefit Korean members of the bar in Ontario, 
as well as other racialized lawyers. I hope that 
the KCLA also shares these views. If it does, I 
would greatly appreciate your endorsement in 
the election this month. 


