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Ohio is better when we embrace diversity and strive to be inclusive of all 
individuals regardless of race, background, gender, religion, or disability.  
Through Ohio’s equity agenda, state agencies are actively engaged in healing 
those who are hurting, fighting discrimination, creating opportunities, 
focusing on inclusion, and building awareness of systemic change needed to 

end disparities.  Moving state government forward on the diversity, equity, and inclusion continuum 
shows that state government is committed to serving all people so they can live up to their  
God-given potential.

  MESSAGE FROM GOVERNOR DEWINE



Diversity, equity and inclusion are critical components 
to ensuring we best understand and serve our clients, 
community, and staff. At the core of the OPD is the idea that 
we demonstrate the deepest part of our humanity through 
our service to Ohioans, by interacting with and advocating 
for our clients and one another in a way that shows genuine 
compassion and care. Our diverse community is strengthened 
by our positive contributions to each other and to the Ohio 
community, in the spirit of the common good. Our people, 
our policies, and our public service are the foundations upon 
which our Diversity, Equity, and Inclusion (DEI) Plan is built.  

The different identities, experiences, and perspectives that 
every individual brings to the world should be where the 
world derives its strength. We should not be able to predict 
outcomes based on race, gender, class, age, ability, and a 
multitude of other dimensions of diversity. But the reality 
is, in this nation and in Ohio, we can. Race, in particular, is 
an indisputable factor in causing health, education, and 
economic disparities which have plagued Ohio and our 
nation since inception. And nowhere is racism more rampant 
and more destructive to people’s live than in our criminal and 
juvenile justice systems.  

Bryan Stevenson said the “war on drugs, mandatory 
minimum sentences, three-strikes laws, children tried as 
adults, ‘broken windows’ policing—these policies were not 
as expressly racialized…, but…[i]t is Black and brown people 
who are disproportionately targeted, stopped, suspected, 
incarcerated and shot by the police.”1 At every measurable 
point in our justice system, Black and brown people are 
treated differently. On average, Black men receive sentences 
that are 20% longer than white individuals for the same 
crime and when adjusting for criminal history.2 Today, 45% 
of Ohio’s prison population are Black Ohioans, while Black 
Americans only make up 14.3% of the total population of our 
state.3 From being stopped, searched, arrested, convicted, 
sentenced, and imprisoned, Black and brown Americans bear 
the brunt of a system that too often measures and judges 
them based upon the color of their skin rather than ensuring 
justice is served.  

OPD LEADERSHIP STATEMENT

The OPD is dedicated to addressing racism in the United 
States—most specifically in our criminal and juvenile 
justice systems. Through education, communication, and 
concentrated efforts to be more diverse, equitable, and 
inclusive, the OPD makes diversity and inclusion part of our 
culture. The OPD provides consistent training and educational 
opportunities for our staff from the moment of onboarding 
to individual and collaborative efforts in our daily work. All 
staff have taken the Implicit Bias Test, and continue to engage 
in trainings such as Implicit Bias, How to Talk About Race, 
What does it mean to be Anti-Racist, and Active Bystander 
training. We celebrate each other’s differences, engage our 
communities through mentoring and outreach efforts, and 
take strides to be the change. 

The OPD has also implemented a number of initiatives 
including, but not limited to, our Diversity and Inclusion and 
Racial Justice Working Groups, Employee Resource Group, 
and our leadership teams and staff engage in directed 
readings, discussions and reflective sessions around racism. 
We are committed to learning how we can become better 
allies and part of the change that needs to happen for all lives 
to matter.  

We are committed to combating systemic racism in our 
criminal justice system and more broadly within our society.  
The OPD will never treat the lives of Black and brown 
Americans as if they matter less. Black lives should matter—
and be valued with the same high regard as white lives—and 
OPD is proud to be part of the movement that embraces that 
change. 

From Our Directors
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Richard Cline, Chief Counsel   
Death Penalty Department       
   

Marcia Dukes 
Investigation Supervisor

Carly Edelstein 
Assistant Public Defender

Max Hersch
Assistant Public Defender 

Elijah Kelly
HCM Analyst

Elisa Lenssen***
HCM Director
 
 
 
Joe Medici, Chief Counsel
Legal Department

Tamra Meister
HCM Sr. Analyst

Jane Messmer
Assistant Public Defender

Kimberly Rigby
Supervising Attorney

               
Katherine Ross-Kinzie
Supervising Attorney

            
                                 
Kathy Sandford
Supervising Attorney

                           
Addison Spriggs
Assistant Public Defender
                                            
 
     
 

          Tim Young                 Elizabeth R. Miller 
          Ohio Public Defender                                              Assistant Director 

In closing, we want to reiterate that OPD is committed to diversity, equity, and inclusion in all of our work with one another 
and with Ohioans, and we hope that is evidenced throughout our DEI Plan. We celebrate the potential of every individual, 
and believe in a diverse, equitable, and inclusive culture where all voices are heard and our uniqueness celebrated. When we 
align what makes us all unique with our mission, vision and values, we are our most innovative, effective, and client-centered.

Supporting Statement

We, the Deputy Directors at the Ohio Public Defender and members of the Diversity and Inclusion Working Group, join our 
Director and Assistant Director in committing to enacting the goals in this document. Along with all members of team OPD, we 
will work together to achieve inclusion and equity in our service to Ohioans.

           
Laura Austen*,  Deputy Director                                
Policy & Outreach   
     
 
           
Jill Beeler, Deputy Director 
Appellate Services
     
               

John Cornely, Deputy Director
Trial Services

           
Sharon Flynt*, Deputy Director
Administration

 
Cherish Berry**    
HCM Sr. Analyst                                 
  
     
  
Charlyn Bohland***                                     
Supervising Attorney   
   

 
Brooke Burns***, Chief Counsel  
Juvenile Department
   
   

1Bryan Stevenson, “Slavery gave America a fear of black and a taste for violent punishment. Both still 
define our criminal justice system.” The New York Times Magazine, The 1619 Project, Aug. 14, 2019,  
www.nytimes.com/interactive/2019/08/14/magazine/prison-industrial-complex-slavery-racism.html

2Demographic Differences in Sentencing: An Update to the 2012 Booker Report, United States Sentencing 
Commission, November 2017, Commission, November 2017, www.ussc.gov/research-reports/demographic-
differences-sentencing 
3Ohio Department of Rehabilitation & Correction, Monthly Report, April 2020, drc.ohio.gov/Portals/0/
April%20Fact%20Sheet.pdf

*Member of the D&I Working Group   **EEO Officer   ***Working Group Subgroup Chair 
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■ Diversity: 1) The condition of having or being composed of 
differing elements; variety; 2) Human variety of experiences, 
identities, and perspectives that our employees bring 
to state employment. Sources: 1) "Diversity. "Merriam‐Webster.com. 
Merriam‐Webster, n.d., Feb. 28, 2018; 2) "Diversity." Embrace Diversity & Inclusion 
State Competency, State of Ohio, July 8, 2020.

■ Inclusion: 1) To take in or comprise as a part of a whole 
or group; 2) The practice of understanding and applying 
diversity to improve work culture and influence the way 
we serve Ohioans. Sources: 1) “Include.” Merriam‐Webster.com. 
Merriam‐Webster, n.d., Feb. 28, 2018; 2) “Inclusion.” Embrace Diversity & Inclusion 
State Competency, State of Ohio, July 8, 2020.

■ Equality: The state of being equal, especially in status, 
rights, and opportunity; fairness. Source: State of Ohio Definition, Office 

of Diversity & Inclusion, Nov. 2020.

■ Equity: The right of and access to resources to achieve the 
outcome of equality. Source: State of Ohio Definition, Office of Diversity & 
Inclusion, Nov. 2020.

■ Justice: Equality of economic, political, and social rights 
and opportunities within society for all people. Source: State  

of Ohio Definition, Office of Diversity & Inclusion, Nov. 2020.

■ Institutional Bias: A tendency for the procedures and 
practices of an organization to, in most cases unintentionally, 
operate in ways which result in certain social groups being 
advantaged or favored and others being disadvantaged or 
devalued. Source: Oxford Reference. Retrieved 15 Jun. 2020, from https://

www.oxfordreference.com/view/10.1093/oi/authority.20110803100005347

■ Systemic Bias: The oppression or marginalization of 
certain groups within a societal system(s) (i.e. health, 
education, criminal justice) resulting from the impact of 
the institutional bias of member organizations in fulfilling 
mission and serving the system(s). Source: State of Ohio Definition, 
Office of Diversity & Inclusion, Nov. 2020.

#TeamOhio: STATE OF OHIO VISION

■ Accessibility: The ability to access the functionality and 
benefit of systems, entities, or products; the degree to 
which a product, device, service, or environment is readily 
available for use by as many people as possible. Source: State of 
Ohio Definition, Office of Diversity & Inclusion, Nov. 2020.

■ Cultural Competence: A continuous learning process 
that builds knowledge, awareness, skills, and capacity 
to identify, understand, and respect the unique beliefs, 
values, customs, languages, abilities and traditions of 
all Ohioans to develop policies that provide effective 
programs and services. Source: “Cultural Competence" the State of 
Ohio Definition, Health Systems.

■ Equal Employment Opportunity Employer: In 
accordance with law, the State of Ohio and each State 
Agency gives assurance that all employment-related 
decisions will be based on objective and nondiscriminatory 
reasons, ensuring all employees and job applicants 
have equal and fair opportunity and access to State 
Employment. Authority: O.A.C. 123:1‐49; Executive Order 2019‐05D,  

Anti‐Discrimination Policy in State Government (Issued 1/14/2019).

 
■ Affirmative Action: A required State of Ohio program 
designed to identify and correct past systemic disparity of 
equal access and opportunity in State employment to ethnic 
and racial minorities and women. Authority: O.A.C. 123:1‐49.

■ Disability Inclusion: A required State of Ohio program 
designed to encourage and support individuals with 
disabilities to fully participate in the social and economic 
life of Ohio and to engage in competitive integrated 
employment, including having access and opportunity 
within State Government. Authority: Executive Order 2019‐03D, 
Establishing Ohio as a Disability Inclusion State and Model Employer of Individuals 
with Disabilities (Issued 1/14/2019).
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Ohio is a model for justice, equity, opportunity, and resilience to withstand future challenges. 
We are striving to become an advanced DEI organizational culture working to eliminate 
institutional and systemic bias for our people, in our policy, and within our public service.
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MISSION
Advocating. Fighting. Helping.

VISION
OUR
A Fair Justice System.

OUR 
VALUES
Compassion
We will be mindful of the conditions and experiences that shape 
those who come to us for help and each other.

Dignity
We will treat all with respect.

Equity
Our work and our office will be free from bias or favoritism 
towards others and each other.

Integrity
We will act with sound moral character and a dedication to
professional and ethical principles for our clients and each other.

Service
We will dedicate ourselves to protecting the rights of indigent
individuals, and in doing so will protect the rights afforded
to all citizens by the Constitution.

Community
We will foster a collaborative and supportive environment and
empower each other in our work protecting the rights of our clients.

OUR

 Diversity, Equity & Inclusion Plan                              5



The Office of the Ohio Public Defender (OPD) is the state 
agency that provides legal representation and other services 
to indigent people accused or convicted of a crime. We are 
committed to bringing about change in the criminal justice 
system to make Ohio healthier and safer by fighting for 
treatment for our friends and neighbors who suffer from 
addiction, advocating for mental health services for families 
and loved ones who so often end up in our criminal justice 
system instead of receiving the care they need, and helping 
protect and regain a precious right for our clients—liberty. 

The OPD was created in 1976 by R.C. 120 and is overseen by the 
Ohio Public Defender Commission. We have 140 permanent 
employees. Our main office is Columbus, and we have four 
county offices in Athens, Chillicothe, Marietta, and Warren. 
Our organizational structure consists of four divisions—

Administrative, Appellate Services, Policy & Outreach, and 
Trial Services. The OPD provides representation on wrongful 
conviction matters and appeals and postconviction actions 
in death penalty, criminal, and juvenile delinquency cases; 
at trial when requested by local courts, and in counties that 
contract with OPD for trial services; and at parole revocation 
hearings for more than 50,000 people in Ohio’s prisons. The 
majority of the clients we represent are male (77%) and white 
(73%). Twenty-three percent (23%) of our clients are Black or 
African American, and 1% are Hispanic or Latino. The OPD also 
provides technical assistance, research services, educational 
programs, and investigation and mitigation services to local 
public defenders and court-appointed counsel. The OPD is 
also responsible for reimbursing Ohio’s counties for their 
indigent defense services. 

#TeamOPD: OUR DEI STORY

Who We Are and Who We Serve
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Our commitment to inclusion is inseparable from our commitment to a fair justice system. We strive to ensure 
inclusive spaces and services for our staff, our clients, and Ohio’s diverse communities. We are committed to 
building a work environment where all our team members have a voice and can embrace our differences to 
innovate service to the public. We can best meet our public defense mission through a diverse workforce and an 
inclusive workplace, where employees thrive, our mission is accomplished, and Ohioans are served. #TeamOPD is 
grounded in diversity, equity, and inclusion as we work together to pursue fairness and justice for all people.

OUR DEI MISSION

OPD values an inclusive environment that celebrates each other’s differences, is free from bias, and a 
workforce that reflects the ideals we seek to uphold.

OUR DEI VALUES



Compliant

Organizational Diversity & Inclusion Continuum

Conventional Purposeful Competent Advanced

Our Progress along the Diversity & Inclusion Continuum

Since the inception of the Organizational Diversity and 
Inclusion Continuum for the State of Ohio in 2018, the 
OPD has moved with purpose beyond our starting point 
of Compliant. In 2018, we met all legal requirements 
and we completed self-assessments and analysis to 
identify growth areas and plan action steps to meet 
existing needs and achieve impact. In the three years 
that followed, methods and strategies moved us from 
reactive to proactive and toward a continuum placement 
of Conventional at the end of 2020. With substantial 
leadership support from our directors, we developed a 
D&I Plan, hosted D&I training and learning opportunities, 
and supported employee-led initiatives. The next few 
pages will share some of our successes with you. 

Our Employee Working Groups (“WGs” for short) are an 
informal way for employees to work with one another 
to innovate and improve our service to our clients, 

OPD WORKING GROUPS

Our Employee Working Groups (“WGs” for short) are informal ways for employees to work with one another to innovate 
and improve our service to our clients, customers, and one another. WGs allow employees to get to know colleagues from 
other areas of the organization with whom they may not otherwise collaborate, and they provide employees a chance to 
contribute outside their everyday job duties. They help improve workplace culture and morale, and assist in identifying 
and addressing office and community issues. The executive leadership at the OPD encourages employees to participate 
and identify new groups to address issues they see. Many leaders participate in groups themselves. We currently have 
nine active working groups. 

Internal-focused working groups include the Social WG, Wellness WG, and Newsletter WG. External-focused working 
groups include the Racial Justice WG, Kids in Adult Prison WG, Jail-Time Credit WG, Forensic Training Unit, and Experts 
WG. Working Groups connect with many DEI initiatives. In 2018, we formed the dedicated Diversity & Inclusion Working 
Group (as mentioned above).
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Our continuum placement goal for this three-year DEI plan is 
Purposeful. As you will see from the commitments presented 
at the conclusion of this plan, we are training our leaders, 
providing increasing skills-based training, continuing to offer 
and enhance engagement opportunities for staff, examine 
policies, and connect across our differences to innovate our 
service to Ohioans. 

In 2018, our Diversity and Inclusion Working Group, or D&I 
WG, was formed. The D&I WG is guided by the vision of a 
diverse and inclusive culture to better serve our community, 
with a mission to: Engage with one another and the 
community about inequity and inclusion; Foster a safe and 
welcoming environment; and Value each other and our 
differences.



ATTRACTING DIVERSITY

■ We committed to connecting with students of all ages in 
effort to show that a career in public service, and particularly 
in indigent defense, is achievable and meaningful. More than 
50 students have volunteered or interned with our offices 
since 2018, ranging in time from three months to a full year. 
In 2019, we partnered with Columbus City Schools to provide 
internship experiences to three high school students from 
Columbus Alternative High School,  in our Informational 
Technology and Juvenile Defense departments. In 2020, 
we innovated during teleworking to offer a new virtual 
opportunity for law students to ensure we continued to 
support student development. Since we began maintaining 
impact records of our work with students in early 2020, OPD 
staff have connected with more than 100 K-12 students, 
more than 150 college students, and more than 250 law 
students in educational settings, informational meetings, 
and as mentors. Examples of our connections include 
informational interviews, teaching classes, mentoring, 
coaching a mock trial team, judging mock trial competitions, 
speaking on panels, and conducting mock interviews.  

■ We launched a pilot Law School Connections initiative 
for Spring 2021, to foster our relationship with Ohio law 
schools with diverse student populations outside of the 
Columbus area, so that more students consider OPD as 
a place they may want to work and make a difference. 

■ We increased our social media story-telling presence, 
created a Diversity, Equity and Inclusion section on 
our website, and expanded where we post our vacant 
positions. After a recruitment dashboard data review 
indicated applicants for attorney positions were not 

Members of the D&I WG facilitate agency events and enact 
initiatives, assist OPD in identifying need areas and goals, help 
with surveys and assessments, engage with colleagues to gather 
feedback, and discuss inclusion in the workplace. The D&I WG 
is co-chaired by our Assistant Director and HCM Director, and 
typically meets once a month as a large group. Smaller subgroups 
also meet and focus on three areas: A diverse workforce; Value 
each other and our differences; Actively engage with the 
community.

All members of the OPD team contribute to diversity, equity 
and inclusion in their daily work. Working Groups do not replace 
those contributions, but are rather extensions of it. Working 
Group members regularly partner and engage with employees 
who are not active members. We thank all of our employees for 
their dedication to advancing diversity, equity and inclusion. 

2018-2020 Highlights and Successes

SERVICE PROFILE

OPD launched the Be A Voter project to promote 
and carry out voting rights education and 
advocacy for jailed voters. The project, led by 
our  Racial Justice WG in partnership with many 
employees across TeamOPD, worked with jailed 
and formerly incarcerated people, and provided 
educational and technical assistance to interested 
community partners. OPD staff have offered 
voter registration at community reentry events 
and within the Department of Rehabilitation and 
Corrections’ Adult Parole Authority Office seven 
times and provided educational materials and 
posters to Franklin County jails. 

We also provided voter registration and voting 
rights information and links to be posted on our 
website. In November, 2020, we provided poll 
workers to assist the Board of Election staff in 
delivering  ballots to jailed voters, monitoring 
voting, and returning secured ballots.  
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as racially diverse as applicants for other positions, 
we expanded where we recruit attorneys including 
affinity organization job boards/email lists, professional 
organizations, and law school career services offices. 

■ We built a searchable database of interview questions 
to identify best practices and ensure we are consistent 
and equitable in our evaluation of candidates, 
and we explored blind screening opportunities. 

RETAINING DIVERSITY, AND VALUING CONNECTION 
AND CULTURE

■ We facilitated and funded professional development and 
skills-based training for staff, so that all members of OPD had 
opportunities to learn and grow. In calendar year 2019, more 
than 80% of our workforce (117 individual team members) 
attended at least one training/professional development 
activity. During teleworking in 2020, we continued to provide 
learning and education opportunities with a focus on virtual 
opportunities. We created a list of work-related learning 
materials and a collaborative virtual space where staff 
are encouraged to share opportunities with one another. 



SERVICE PROFILE

The OPD advocated for Black 
lives and supported Senate 
Concurrent Resolution 14 
(SCR) to declare racism a 
public health crisis in Ohio. 
Our director gave testimony 
to shine a light on the 

racial disparities within the criminal justice system, 
and many OPD staff helped provide resources, 
information, and cites to include in the testimony. 
 
[View Video Here]

SERVICE PROFILE

The OPD advocated for 
Senate Bill 256 and House 
Bill 552, which abolish life 
without parole for youth 
and provide a second look 
to people who committed 
crimes as children. We 
provided testimony and 
a social media campaign 

to encourage Ohio to stand with 
23 other states and the District 
of Columbia in affirming that no 

child is beyond hope of redemption. 

SENATE B ILL  256:  K IDS SENTENCED

AS ADULTS -  PAROLE EL IGIB IL I TY

Sponsors Senators Lehner and Manning

United States Supreme Court and Supreme Court of
Ohio have ruled:

For non-homicide offenses, kids cannot receive life
without parole sentences  or sentences that exceed
their lifetime.   
For homicide offenses, kids cannot receive
mandatory life without parole because kids have
“diminished culpability and heightened capacity for
change.”   

SB256 is the next step–it abolishes discretionary life
without parole (LWOP) for kids and provides parole
eligibility for kids serving extended sentences in
adult prison:

After serving 25 years for homicide offenses;
After serving 18 years for all other offenses. 

SB256 does not grant parole eligibility for “Aggravated
Homicide Offenses,” defined as the purposeful killing
of three or more persons, or an act of terrorism that
involves murder or aggravated murder.

The bill provides juvenile offenders with an
opportunity to show the parole board that they

This issue has been vetted by the Ohio General
Assembly for 4.5 years over four bills and 16 hearings.

In 2016, HB521 (Manning) passed the House 92–4.

     

have been rehabilitated and pose no threat to the
community.

B I LL  SUMMARY

"We are a nation that believes in redemption."

Justice-involved children deserve love, mercy, 
forgiveness, and the support they need to change
their future. That’s why the Ohio Conservative
Juvenile Justice Network, policy leaders, and
judicial experts like me are advocating for this bill
and for these youth to have a ‘meaningful
opportunity’ to turn their lives around.

 
Justice Evelyn Stratton, Retired, OCJJN

To be clear, S.B. 256 would not automatically
grant a juvenile offender release after 18 or 25
years. It merely allows a parole board hearing to
determine whether the offender has been
sufficiently rehabilitated to be considered for
release. This meaningful hearing is what the
Constitution requires. 

 

Justice Paul Pfeiffer, Retired, Ohio Judicial Conference

My story is not unique. I am one of many people
who went to prison as children after they were
convicted of serious crimes who are now
dedicating their lives to strengthen our 
communities, our states and our country.

Xavier McElrath-Bey, The Campaign
for the Fair Sentencing of Youth

The changes proposed in Senate Bill 256 are not
radical, have been passed in other jurisdictions, 
and are meant to harmonize Ohio law with recent
court rulings.

Jeff Dillon, Americans for 
Prosperity Ohio

2

1

PROPONENT TEST I MONY

3

Graham v. Florida, 560 U.S. 48 (2011).
State v. Moore, 149 Ohio St.3d 557 (2016).
Miller v. Alabama, 567 U.S. 460 (2012).
The General Assembly heard from more than 40 proponents, including
judges, victims, religious leaders, released juvenile offenders, families of
incarcerated juvenile offenders, former prosecutors, juvenile development
experts, and legal experts.

1
2

4
3

4

- President Larry Obhof speaking in support of the bill on the Senate floor
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■ We offered and promoted many opportunities for 
employees to connect across personal and professional 
differences. In 2020 during social distancing and 
teleworking requirements, we created a Peer-to-Peer 
Connection program, where 40 employees participated in 
small groups to meet virtually. We hosted Virtual Townhall 
Meetings, where more than 65% of our workforce gathered 
virtually for wellness check-ins, answers to questions they 
had  related to teleworking, policy, client service, etc., 
and to have small breakout connection discussions. We 
also created a Virtual Breakroom to continually foster the 
casual interactions we used to have in-person in the office. 

■ In 2019, we introduced an Employee Resource Group (ERGs) 
structure to welcome employee-led groups that organize 
around shared backgrounds, interests or experiences, 
including the experience of encountering barriers to 
inclusion in the workplace. The Let’s Get Connected ERG 
formed that year and continues to meet. Their mission is 
to foster an environment where staff of color feel as though 
they can establish longevity and success at the OPD and 
where they are heard, valued, and engaged with at all levels. 
 
■ We enhanced our knowledge of our culture and its 
inclusivity by launching a new Diversity and Inclusion survey 
in 2019, which we conducted again in 2020 and will continue 
annually. The D&I survey asks employees to share their D&I 
learning need areas, and OPD leadership and the D&I WG 
utilize the results to shape responsive programming. The 
2020 survey also assessed whether change outcomes were 
achieved through our 2019 DEI programming. In 2020, 87% 
of survey respondents indicated that they feel that they 
belong at OPD, which is an increase from 79% in 2019. 

■ We expanded our inclusive celebrations of holidays and 
heritage. We organized and facilitated agency-wide 

discussions and localized discussions around inclusive holiday 
decorations and inclusive connection opportunities, and we 
transitioned our all-staff celebration events to December 
and July events. We recognized Black History Month with 
film and discussions, Women’s Equality Day with a viewing 
of a presentation by Stacey Abrams, and we provided multi-
media learning opportunities to recognize Juneteenth, 
National Disability Employment Awareness Month, 
and National Hispanic Heritage Month, among others. 
 
■ During the pandemic, we launched a Parent Support Group 
and a Social Support Group for employees. In these groups, 
which are co-chaired by executive and senior leaders, 
members of our team can discuss some of the common 
issues they are facing, find some creative solutions or ideas 
on how to handle things, and even just find a place to vent 
about some of the more difficult parts of life in our current 
times. 

IMPACTFUL ENGAGEMENT
 
■ Results from our D&I Survey show that of respondents 
who attended our DEI events in 2019, 89% reported that 
their attendance prompted change—be it a change in what 
they think about others, change in how they think, change in 
how they respond to others, or change in how they behave. 
Events supported by the D&I WG included: hosting a webinar 
on representing transgender clients; providing a training 
on the United States Supreme Court decision in Bostock 
v. Clayton County and other issues related to LGBT rights; 
hosting a “Creating Harmony between Generations at Work” 
training; offering a panel discussion on “Building Inclusion: 
Understanding Religious & Spiritual Differences”; facilitating a 
Brown Bag lunch on “Enter every conversation assuming you 

https://opd.ohio.gov/wps/portal/gov/opd/about-opd/communications/news/02-opd-testimony-on-racism-as-a-public-health-crisis


SERVICE PROFILE

The Chief Counsel 
of our Juvenile 
Department was 
selected to serve on 
the Columbus City 
Mayor’s Commission 

of Columbus Citizens to examine the policies, 
practices, training, and hiring of the Columbus 
Division of Police. They were the only lawyer 
and public defender on the Commission, 
and were appointed Chair of the Training 
Subcommittee to review training curriculum 
and make suggestions to improve it. The final 
report was submitted in the Fall of 2019, and 
one of the most prominent recommendations 
was the creation of a civilian review board  
which was placed on the ballot in November 
2020, and passed with overwhelming support. 

[View Video Here]
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have something to learn”; and screening documentaries or 
presentations and facilitating follow-up table conversations, 
including Just Mercy, John Lewis: Good Trouble, When They 
See Us, and Race Matters: the History of Race in America.

■ The Racial Justice Working Group organized and hosted “The 
Color of Justice: Litigating Race in the Criminal legal System” 
training in 2019 for indigent defense practitioners. Ninety-
six attendees learned about personal narrative in criminal 
defense, implicit bias, race and sentencing disparities, and 
written and oral advocacy, among other topics. The training 
focused on the effect race has on our criminal justice system 
and the problems that manifest from those systemic issues. 

■ We offered voluntary reading group activities to increase 
our shared skills and knowledge and to offer connection. 
Leaders facilitated the reading groups, and books including 
Crucial Conversations, Dare to Lead, and White Fragility.  
More than 70 employees participated.

■ We directly engaged in addressing racial bias and building 
anti-racism skills. All staff attended Implicit Bias Training in 
2019 presented by Robin Wright and Active Bystander Training 
in 2020 presented by Lena Tenney. Post-training survey 
responses indicate that 88% of attendees gained an improved 
understanding of how implicit bias affects their work and 80% 
of attendees felt they gained an improved understanding of 
how to be an active bystander. Since 2018, all new hires have 
participated in onboarding activities focused in these areas, 
including but not limited to: taking the Harvard Implicit Bias 
Test, which measures attitudes and beliefs that people may 
be unwilling or unable to report; watching the Ava DuVernay 

documentary 13th, which provides an in-depth look at the 
prison system in the United States and how it reveals the 
nation’s history of racial inequality; and watching the Bryan 
Stevenson talk, “We need to talk about injustice,” which 
shares hard truths about America’s justice system, starting 
with a massive imbalance along racial lines. 

OPD staff from the Juvenile, Legal, Human 
Resources, and Information Technology 
departments participated in career fairs at DYS 
facilities and DRC institutions. HR members also 
provided in-person virtual job readiness assistance 
and interview coaching to our youth.

Five OPD staff members serve on the Governor’s 
RecoveryOhio Advisory Council committee 
regarding mental health and substance use 
prevention, treatment, and recovery support 
services in Ohio. 

Over 60 OPD attorneys and core staff contributed 
to a Department of Rehabilitations and Corrections 
Release Project to help indigent people file judicial 
release motions statewide. The OPD filed more than 
400 motions directly, and handled the assignment 
of more than 1,400 total cases including county 
offices and the private bar. 

SERVICE PROFILES

OPD attorneys 
in our County 
and Central 
Offices 

participated in BMV clinics to assist with driver’s 
license reinstatements. 

https://www.youtube.com/watch?t=1732&v=eJIIfhlCwyU&feature=youtu.be


SERVICE PROFILE

The OPD collaborated with the Delta Sigma 
Theta Sorority’s Empowering Males to Build 
Opportunities for Developing Independence 
(EMBODI) program. Multiple OPD staff members, 
including our Director and Assistant Director, 
provided sessions focused on various aspects of 
the criminal justice system. OPD contributed to 
planning and providing/leading six sessions with 
the 21 program participants, who ranged from 
age eight to 17. Programming included Know Your 
Rights, Criminal Justice Roles, Race in the Criminal 
Justice System, and Career Day, where OPD staff  
demonstrated how jobs in IT, administration, 
investigation, library science, and internships are 
critical to assisting attorneys who do defense-
based work. The program helps to affirm and 
recognize young, Black males during a critical 
age of their development when too often the 
messaging from society is one of negativity. 
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■ We promoted and approved work time for programming 
from The Ohio State University Kirwan Institute for the 
Study of Race and Ethnicity, including but not limited to 
What does it mean to be an Anti‐racist? and Why is it so 
hard to talk about race? Additional materials are shared 
with new hires and with all staff throughout the year. 

■ We came together to serve our community. We served 
meals at shelters, donated food and winter clothing, 
organized food drives, toy drives, and contributed 
actively to the State of Ohio Combined Charitable 
Campaigns all three years. We also came together to 
celebrate our service, including holding Public Service 
Recognition Week and National Public Defense Week 
events. In June 2020, we joined public defender offices 
across the country in marching to support Black lives.
  
IMPROVED POLICY AND PROCESS 

■ As noted previously, we continually modified 
our recruiting and hiring practices and provided 
training to be more inclusive and remove potential 
bias. We also formed an internal Americans 
with Disabilities Act Team in our Administrative 
Division to evaluate and enhance accessibility.  

■ We updated our Equal Employment Opportunity, Anti-
Discrimination, Harassment, Retaliation and Reporting  

SERVICE PROFILE

OPD staff regularly engage in service 
activities to battle the inequities and 
exclusion caused by poverty. Our Athens 
county team packed 48 bags of food for 
the local food pantry, which could feed 72 
families for three days. 

Policy in 2019. In 2020, our EEO Officer presented the 
policy virtually at department meetings to personalize 
the required annual review and engage with employees 
in a discussion of the value of diversity and inclusion in 
the workplace.

■ We formed a leadership group to implement the  
Embracing Diversity and Inclusion competency in 
performance evaluations, to ensure we champion the 
competency and are equitable in defining expectations 
and action steps for staff to succeed. 

■ We introduced gender-neutral pronouns in agency 
policies and are reviewing all forms to continually 
improve use. In 2019, our main office front desk 
receptionist stopped assuming gender preferences for 
visitors in the building when they asked for directions 
to restrooms, and began providing both directions for 
all inquiries.



Our workforce generally represents Ohio’s gender and racial 
demographics (2019 census data for Ohio: Race–81.7% White, 
13.1% Back or African American, 4% Hispanic or Latino, 2.5% 
Asian, and 2.5 two or more Races; Gender–51% female). For 
purposes of DEI reporting, our positions are assigned to an 
EEO Job Category. Six categories apply at OPD, and in these 
tables, we illustrate the positions that fit into each category. 
Professional positions represent 60% of our workforce, and 
within that Professional category, the vast majority (70%) 
are Assistant Public Defenders. Assistant Public Defenders 
are also the positions where we most actively recruit, due to 
comparatively higher turnover than our other positions. 

GENDER

N %
Female 87 58%

Male 64 42%

RACE

N %
American Indian/Alaskan Native 2 1%

Black 21 14%

Hispanic 1 1%

Two or More 2 1%

White 125 83%
JOB GROUP CATEGORIES

Count %
Officials & Administrators 26 17%
Professionals 90 60%
Technicians 2 1%
Protective Service Workers 11 7%
Paraprofessionals 3 2%
Administrative Support 19 13%

 Protective Service Workers    11
 Criminal Investigator 2     6
 Mitigation Investigation Specialist    5

 Administrative Support    19
 Administrative Professional 1, 2 and 3   11
 Data Entry Operator 2      1
 Office Professional 2      6
 Law Clerk       1

 Officials and Administrators    26
 Assistant Director      1
 Board Commission Member 1      9
 Deputy Directors      6
 Human Capital Management Admin 1     1
 Information Technology Supervisor 1    1
 Public Defender      1
 Senior Assistant Public Defender 1 and 2      7

 Paraprofessionals      3  
 Paralegal/Legal Assistant 2     3

 Technicians        2  
 Information Technologist 1     2

 Professionals      90
 Assistant Public Defender 1, 2, 3 and 4    62
 Business Process Analyst 1 and 2    3
 Criminal Investigator 1     1 
 Financial Analyst      1
 Financial Associate      2
 Human Capital Mgt Analyst      1
 Human Capital Mgt Sr Analyst      2
 Investigation Supervisor 1     1
 Investigation Supervisor 2     1
 Liaison Officer 1      1
 Program Administrator 1, 2 and 3   12
 Public Information Officer 1     1
 Senior Financial Analyst     1
 Social Work Assistant      1

OUR OPD TEAM: SNAPSHOT DATA & EEO PROFILES
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JOB GROUP AND GENDER

Female Male
N % N %

Officials & Administrators 9 35% 17 65%

Professionals 51 57% 39 43%
Technicians 0 0% 2 100%
Protective Service Workers 6 55% 5 45%
Paraprofessionals 3 100% 0 0%
Administrative Support 18 95% 1 5%

JOB GROUP, RACE, AND GENDER

Officials &
Administrators Professionals Technicians Protective 

Service Paraprofessionals Administrative 
Support

F M F M F M F M F M F M
American Indian/ 
Alaskan Native 3.8% - - - - - - - - - 5.3% -

Black 7.7% 3.8% 5.6% 3.3% - 50% 18.2% 36.4% - - 10.5% 5.3%
Hispanic - 3.8% - - - - - - - - - -
Two or More - - 1.1% 1.1% - - - - - - - -
White 23.1% 57.7% 50% 38.9% - 50% 36.4% 9.1% 100% - 78.9% -

JOB GROUP AND RACE

Officials &
Administrators Professionals Technicians Protective 

Service Paraprofessionals Administrative 
Support

American Indian/ 
Alaskan Native 3.8% - - - - 5.3%

Black 11.5% 8.9% 50% 36.4% - 15.8%
Hispanic 3.8% - - - - -
Two or More - 1.1% - - - -
White 80.8% 88.9% 50% 45.5% 100% 78.9%
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Self-Reported Disability

As part of our onboarding process, we give employees the 
opportunity to self-report a Disability. This reporting is not 
required. We do not have active records of confirmed self-
reported Disability. We will utilize the new reporting area in 
the State of Ohio personnel system to house any disabilities 
identified through self-report moving forward.  The OPD 
does have active employee engagement with the ADA 
accommodation process and we actively promote services 
and support to ensure there are no barriers to participation 
in our workplace. Our ADA Coordinator, as well as our 
supervisors, managers and Appointing Authority, regularly 
provide accommodations and support employees who are 
navigating short-term or long-term periods of disability. 

AGE BY JOB GROUP

Officials &
Administrators Professionals Technicians Protective 

Service Paraprofessionals Administrative 
Support

Average 51 43 26 41 34 46

Minimum 35 26 25 25 27 23

Maximum 72 74 27 56 45 65

AGE AT OPD (YEARS)

Average 44

Minimum 23

Maximum 74

Veterans

3.4% of Team OPD served in the active military, 
naval or air service.
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Our People
Some of Ohio’s greatest assets are the more than 50,000 
state employees who are charged with carrying out the 
mission of each organization within the state enterprise. 
Valuing, respecting, and including all their dimensions of 
diversity assists in the delivery of mission focused service 
to all Ohioans. The State of Ohio is committed to becoming 
a model employer that values diversity, equity, inclusion, 
and accessibility. As a result, we make the following 
Commitments to ensure we continue to improve our 
internal equity through meaningful opportunity, access, 
and inclusion for all our people. 

Race, Ethnicity, and Gender Inclusion and Equality: 
Recruitment and Retention

■ OPD will advance and build our workforce by assessing 
and continually improving hiring practices and procedures 
in order to attract talented applicants who are People of 
Color and women, with a particular focus on impact areas 
where our recruitment has not historically represented 
the available talent and where we can correct past unjust 
racism and sexism. 
 
■ OPD will foster and maintain a workplace environment 
of respect, equity, diversity, and inclusion for employees 
and students of color and women  so that they can be 
engaged with their colleagues, and with our clients, and can 
contribute fully to our mission, vision, and values.

Disability Inclusion and Equality: Recruitment and 
Retention
 
■ OPD will evaluate ADA accessibility barriers, both 
structural and non-structural, and hiring practices 
and procedures to meet best-effort recruitment 
for individuals with visible and invisible disabilities. 
 
■ OPD will create a workplace where people with 
visible and invisible disabilities have opportunities to 
professionally learn and grow and to meaningfully and 
personally connect with the work and mission of OPD, so 
that people with disabilities have no barriers to developing 
and succeeding.

OUR OPD COMMITMENTS

Dimensions of Diversity Inclusion: Recruitment  
and Retention 
 
■ OPD will create opportunities that provide career access 
for groups traditionally underrepresented in the legal field 
or to those who have faced barriers, and will sharpen our 
recruitment practices to ensure that we attract a variety of 
talented individuals. 

■ OPD will commit to providing a multitude of engagement 
and development opportunities that make all staff feel 
empowered, appreciated and successful in doing the critical 
work needed to fulfill our mission. 

Creating Space for Employees to Share Their Diversity 

■ OPD will facilitate opportunities and environments that 
allow employees to bring their unique experiences and  
abilities to the workplace and be celebrated and appreciated, 
and will also commit to elevating our collective awareness 
of voices and experiences that may have been marginalized 
or excluded.

Our Policy

The work of Ohio government is implemented through its 
internal and external policy, practice, and process. Achieving 
systemic change and better service to all of Ohio will require 
identifying and removing hidden barriers and oppressive 
impacts, correcting institutional bias, and working toward 
equitable and holistic systemic transformation. As a result, 
we make the following Commitments to ensure we continue 
to improve our internal and external equity by examining our 
policy, practice, and process to identify, correct, and remove 
institutional and systemic barriers, bias, and oppression.

Equitable and Inclusive Internal Policy
 
Equal Employment Opportunity and  
Anti-Discrimination Policy

■ OPD will maintain, monitor, and train on agency policy 
and practice on Equal Employment Opportunity and  



Anti-Discrimination and to promptly identify, investigate, and 
correct violations, as required by Ohio Administrative Code 
and State EEO Policy and Directives. 

Disability Inclusion and ADA Law

■ OPD will maintain, monitor, and train on agency policy and 
practice on the Americans with Disabilities Act, including a 
process to request reasonable accommodations, and to 
promptly identify and correct violations, as required by State 
Policy and Directives.    

Human Resources Policy 

■ OPD will create, maintain, monitor and train on agency 
policies and practice that promote the values of respect and 
inclusion in its practices and strengthen internal processes to 
seek out and eliminate explicit bias and discrimination. 

Removal of Institutional Barriers, Internal  
Formal Systems 

Equity Review of Internal Diversity Programs & Policy

■ OPD will create, implement, and measure an Equity 
Review Strategy designed to evaluate EEO Policy (including 
investigations), ADA Title I Policy (including reasonable 
accommodations), Affirmative Action Plans, and Disability 
Inclusion Plan outcomes for disparate trends, determining if 
implicit and/or institutional bias is a contributing factor to the 
outcome, and design corrective measures to eliminate the bias. 
■ OPD will create, implement, and measure an Equity Review 
Strategy designed to evaluate agency internal policy, practice, 
and process outcomes for disparate trends, determining if 
implicit and/or institutional bias is a contributing factor to the 
outcome, and design corrective measures to eliminate the bias. 

Equity Review of External Diversity Programs & Policy 

■ OPD will create, implement, and measure an Equity Review 
Strategy designed to evaluate ADA Title II Policy (including 
reasonable accommodations) and Disability Inclusion Plan 
outcomes for disparate trends, determining if implicit and/or 
institutional bias is a contributing factor to the outcome, and 
design corrective measures to eliminate the bias. 

 
 
An important purpose of Ohio government is to provide for the 
general welfare of Ohio’s people. Eliminating bias and inequities 
in how we interact, engage, and assist our diverse populations 

Our Public Service
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of Ohioans achieves more equitable, accessible, and culturally 
competent public service. As a result, we make the following 
Commitments to ensure we continue to improve our external 
equity by examining our public service models to remove 
barriers and deliver more accessible and culturally competent 
service, ultimately removing systemic barriers in how State 
government provides for the general welfare of all Ohioans.

Accessible Service Delivery 

Accessibility ADA Review of Buildings and Public Spaces

■ OPD will create, implement, and measure an Accessibility 
Review Strategy designed to evaluate agency buildings and 
public spaces under ADA Title II Policy (including public 
accessibility) for accessibility, and design corrective measures 
to eliminate found barriers. 

Accessibility ADA Review of Cyber Spaces

■ OPD will create, implement, and measure a Cyber 
Accessibility Review Strategy designed to evaluate agency 
cyber spaces under ADA Title II Policy for accessibility, and 
design corrective measures to eliminate found barriers.

Culturally Competent Service Delivery

Identifying and Connecting to the Diversity of Ohio

■ OPD will create, implement, and measure a Review Strategy 
to evaluate agency programs and services based on the 
variety of cultures (ethnic, regional, religious, generational, 
etc.) found in Ohio to determine if barriers exist within the 
service delivery model, and design corrective measures to 
eliminate the bias. 

Equitable Public Contracting

MBE & EDGE

■ OPD will  create, implement, and measure Procurement 
Strategy designed to promote equal opportunity for 
businesses that qualify as Minority Business Enterprise (MBE) 
by meeting the procurement requirements as defined under 
Ohio Administrative Code. 

■ OPD will create, implement, and measure Procurement 
Strategy designed to promote equal opportunity for businesses 
that qualify as Encouraging Diversity, Growth, and Equity 
(EDGE) businesses by meeting the procurement requirements 
as defined under Ohio Administrative Code. 



To learn more about OPD, 
visit www.opd.ohio.gov

To apply for open positions, 
visit careers.ohio.gov 

Volunteers welcomed: Email 
hcm@opd.ohio.gov

Follow Us:

in

@OH_PubDefend

f @OhioPublicDefender

@Office of the Ohio Public Defender

We are #TeamOPD

Plan created, implemented, and monitored in accordance with the State of Ohio’s DEI Program and Policy, 2020.

OPD is an Equal Employment Opportunity Employer and does not discriminate against any employee or candidate for employment 
based on race, color, religion, national origin (ancestry), age (40 years or older), gender, gender identity or expression, disability, genetic 
information, sexual orientation, military status, status as parent during pregnancy or parent of a child or foster parent. 


