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NALP Trend Data: Women and Minorities at Law Firms, 2009 to 2012

PartnersPartnersPartners AssociatesAssociatesAssociates Total LawyersTotal LawyersTotal Lawyers Summer AssociatesSummer AssociatesSummer Associates

% Women Minorities Minority 
Women Women Minorities Minority 

Women Women Minorities Minority 
Women Women Minorities Minority 

Women

2009 19.21 6.05 1.88 45.66 19.67 11.02 32.97 12.59 6.33 46.62 24.04 12.9

2010 19.43 6.16 1.95 45.41 19.53 10.9 32.69 12.4 6.2 47.35 26.99 14.92

2011 19.54 6.56 2.04 45.35 19.9 10.96 32.61 12.7 6.23 47.71 27.11 15.19

2012 19.91 6.71 2.16 45.05 20.32 11.08 32.67 12.91 6.32 46.26 29.55 16.26

A M E R I C A N  B A R  F O U N D A T I O N



All Women All MinoritiesAll Minorities AsianAsian BlackBlack HispanicHispanic

% Total Total Women Total Women Total Women Total Women

Associates 45.35 19.90 10.91 9.15 5.31 4.29 2.61 3.38 1.92

Partners 19.54 6.56 2.04 2.36 0.82 1.71 0.58 1.92 0.48

NALP Data: Women and Minorities at Law Firms, 2011

A M E R I C A N  B A R  F O U N D A T I O N



Men Women Minority

Equity 64.2%
(11,748)

46.5%
(2,126)

45.2%
(623)

Non-Equity 35.8%
(6,537)

53.5%
(2,446)

54.8%
(754)

Total 100%
(18,285)

100%
(4,572)

100%
(1,377)

N = 22,856

NALP Data Distribution of All Partners by
Equity Status and Gender or Minority Status

A M E R I C A N  B A R  F O U N D A T I O N



After the JD II
• Nationally representative longitudinal study of lawyers who

passed the bar in 2000; interviewed in 2003, 2007, and 2012
• Oversample of minority attorneys

Sample Restriction
• Participated in Waves 1 and 2 
• Answered long version of survey
• Had valid responses on race and practice context

Final Sample with Imputations
• Final sample size = 2,748

Description of Data

A M E R I C A N  B A R  F O U N D A T I O N



Female attorneys of all races are less likely than males to be partners in private firms.
Female attorneys of all races have lower chances of becoming partner than any male group.

Race/Ethnicity
Percent PartnerPercent Partner

Race/Ethnicity
Male Female

African American 30.4% 2.6%

Asian 25.7% 14.3%

Hispanic 23.1% 6.3%

White 27.4% 17.3%

Race, Gender, and Partnership

A M E R I C A N  B A R  F O U N D A T I O N



Race/Ethnicity
Percent Plan to Leave within One YearPercent Plan to Leave within One Year

Race/Ethnicity
Male Female

African American 19.4% 39.4%

Asian 16.2% 16.4%

Hispanic 8.9% 12.2%

White 16.5% 13.3%

Women have higher tendency to leave in private law firms.
This is specially true for African American women.

A M E R I C A N  B A R  F O U N D A T I O N

Race, Gender, and Plans to Leave



Social Homogeneity
•  Percentage of male attorneys above mean
•  Percentage of minority attorneys below mean

Informal Isolation
•  Number of mentors below mean
•  Does not participate on recruitment committee
•  Does not join partners/senior attorneys for meal
•  Does not spend recreational time with partners/senior attorneys
•  Does not spend recreational time with associates

Perceived Isolation
•  Perceived discrimination
•  Desire for more mentoring
•  Desire for more training

A M E R I C A N  B A R  F O U N D A T I O N

Social Isolation

(For all three indices, 1 point is added for each condition. Results are normalized to produce 
a value between 0 and 1, which can be interpreted as percentage score on index.)



Informal Isolation Index (0 to 1)Informal Isolation Index (0 to 1)

Male Female

African American 0.591 0.659

Asian 0.624 0.525

Hispanic 0.463 0.626

White 0.487 0.581

Highest levels of informal isolation shown by African American women,
followed by Hispanic women, Asian men, and White and Asian women

A M E R I C A N  B A R  F O U N D A T I O N

Informal Isolation by Race x Gender
(ADJII - Private Law Firms Only)



Demographic
Characteristics

Race and gender
Marital status
Children

Social Isolation
Social homogeneity
Informal isolation
Perceived isolation

Human Capital
Educational credentials
•   Law school rank
•   Law school GPA

Professional experience
•   Employed full-time
•   Total hours work
•   Pro bono hours
•   Firm size
•   Practice context

A M E R I C A N  B A R  F O U N D A T I O N

Multivariate Analysis of Plans to Leave
(Private Law Firms Only)

Independent Variables



African American females are more likely than other groups to say they will leave

Controlling other demographic characteristics, human capital, and professional 
experience, African American women are still more likely to say they will leave

Control for social isolation
•  Informal and perceived social isolation

Significant effect on plans to leave
•  Difference for African American women is no longer significant

A M E R I C A N  B A R  F O U N D A T I O N

Multivariate Analysis of Plans to Leave
(Private Law Firms Only)

Results

Therefore, social isolation explains the tendency for African American women to say they will leave.



These measures capture the nature of social isolation in legal employment.

To retain and promote minority attorneys, it is necessary to break down
social isolation: more mentoring, inclusion in critical functions (like recruitment),

and more social interaction (sharing meals, recreational activities).

Other analyses indicate these patterns hold in other sectors of law practice.
African American women are more likely than other groups

to report they will leave government/nonprofit employers in the next year;
this is explained by social isolation.

Therefore, this is a general problem for the legal profession.

A M E R I C A N  B A R  F O U N D A T I O N

Implications



Representation of Minorities at Large Law FirmsRepresentation of Minorities at Large Law FirmsRepresentation of Minorities at Large Law FirmsRepresentation of Minorities at Large Law FirmsRepresentation of Minorities at Large Law Firms

2009 2010 2011 2012

Minority Partners 6.05% 6.16% 6.56% 6.71%

Minority Associates 19.67% 19.53% 19.90% 20.32%

All Minority Attorneys 12.59% 12.40% 12.70% 12.91%

Source: NALP Directory of Legal Employers

Diversity and Inclusion: The Leadership Gap

N A T I O N A L  A S S O C I A T I O N  F O R  L A W  P L A C E M E N T

Initial Employer Type = Private Practice
by Race / Ethnicity, Class of 2012

Initial Employer Type = Private Practice
by Race / Ethnicity, Class of 2012

White 51.6%

Black 36.3%

Hispanic/Latino 52.3%
Asian/PI 52.6%

American Indian 43.9%
Multi-Racial 49.5%



Continued Lack of Women in
Leadership Positions in Law Firms:
Complex, two-tier structure of law firms:
• 15% equity partners* (at one-tier firms, women constitute 21%) 
• 26% non-equity partners
• 35% counsel
• 46% associates*
• 70% staff attorneys (off partnership track position)

Women have not made significant progress economically or in reaching 
leadership roles since survey began in 2006
• Women’s compensation lags men’s at all levels
• On average, women equity partners earn only 89% of male equity partners’ 

compensation
• Women equity partners receive only 75% of the amount of business 

generation credited to men equity partners
• Women hold only 20% of positions on firm’s highest governance committee
• Only 4% of firms have women as firm-wide managing partners
• Flight of women lawyers from BigLaw starts early and accelerates over time
*Declined slightly over the past two years

Window Dressing of Diversity
(ie, Women’s Initiatives)
Only 42% report Women’s Initiatives as part of the firm’s strategic plan
Lack Funding: 
• Among the AmLaw 100, the average Women’s Initiative budget is 

approximately $119,000
• Among the next hundred largest law firms, the average budget drops 

to $48,000
Lack of Specific Mission and Evaluation: 
• Less than 60% of firms report evaluating Women’s Initiatives
• Only 70% of those evaluations are annual and firm-wide
• About 50% of evaluations are “informal” and not in writing
• Less than half are evaluated by management
• 40% of firms report no specific evaluation criteria
Lack Compensation:
• Virtually no lawyer leading a Women’s Initiative receives additional 

compensation for that service
• Fewer than 10% of firms give billable hour relief to heads of Women’s 

Initiatives, yet at 69% of firms the women heading these Initiatives are 
expected to develop business

N A T I O N A L  A S S O C I A T I O N  O F  W O M E N  L A W Y E R S

Leaders in the Law: A Look at the Numbers
Important Issues Facing Women Lawyers  Today



OPPORTUNITIES TO ENHANCE

•

INFORMATION
NAWL’s Reports
• Report on the Seventh Annual National Survey on 

Retention and Promotion of Women in Law Firms
• Report of a National Survey of Women’s Initiatives: 

The Strategy, Structure and Scope of Women’s 
Initiatives in Law Firms

• Actions for Advancing Women Into Law Firm 
Leadership: National Leadership Summit, July 2008

• Actions for Advancing Women in Law Firm Leadership 
and in the General Counsel’s Office: Report on the 
Second Summit, July 2013

IDEAS
NAWL Challenge: By 2015, women will comprise:
• 30% of law firm equity partners
• 30% of chief legal officers
• 30% of tenured law school faculty members
Disseminate information to generate ideas
• Hold summits to develop recommendations
• Reports on the Second Summits received by AmLaw 

200 diversity officers, heads of women’s initiatives, 
marketing and/or managing partners 

PLANS
Recommendations from the Report on the Second 
Summits for Law Firms and Corporate Law Departments
• Demand data-driven results
• Consider replacing mentoring with sponsorship
• Offer training for developing business skills and 

rainmaking, not just “soft skills”
• Revamp compensation systems to reward diversity 

mentoring and team building
• In-house counsel should demand that law firms give 

credit to women lawyers and have women lawyers 
actively participate on the team

• Companies should encourage external leadership 
opportunities for their lawyers to enhance both the 
organization and the lawyer

• Encourage transparency and spotlight diversity as a 
mechanism to get and keep work

• Require that meaningful information about diversity 
criteria be included in RFPs and require post-RFP 
reporting

ACTION
Collaborate with others
NAWL serves as catalyst to propel change
NAWL programs to address challenges:
• Pipeline to Equity Partnership
• Women in the Courtroom/Boardroom, etc
• General Counsel Institute

N A T I O N A L  A S S O C I A T I O N  O F  W O M E N  L A W Y E R S

Leaders in the Law: A Look at the Numbers
Using Catalyst Model to Find Ways to Address the Issues

*Stakeholders:
Includes law firms, law schools,
women bar and affinity groups,
state, local, national, and specialty
bar associations.



105 women currently serve
as General Counsels of

Fortune 500 Companies

M C C A

MCCA’s 2013 Annual General Counsel Survey

48 minorities currently serve
as General Counsels of

Fortune 500 Companies
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EMPLOYMENT FOR THE CLASS OF 2012 — SELECTED FINDINGS

Law School Class of 2012 Finds More Jobs, Starting Salaries Rise —

But Large Class Size Hurts Overall Employment Rate

The overall employment rate for new

law school graduates fell to 84.7%. Even

though the overall number of jobs ob-

tained by this class was higher than the

number of jobs obtained by the previous

class, the Class of 2012 was also bigger.

When coupled with fewer law-school

funded positions, this resulted in the

overall employment rate for the Class of

2012 falling almost a full percentage

point from the 85.6% measured for the

prior year. The overall rate has now fallen

for five years in a row since 2008. With the

Class of 2012 there are a number of mark-

ers that signify continuing weaknesses in

the entry-level legal job market, but none-

theless some signs of improvement are also

evident. The employment profile for this

class also reflects a “new normal” in which

large firm hiring has recovered some but

remains far below pre-recession highs.

NALP measures the employment rate

of law graduates as of February 15, or nine

months after a typical May graduation.

Analyses of these data for the Class of

2012 (measured in February of 2013) re-

veal an employment rate that has fallen

more than seven percentage points since

reaching a 24-year high of 91.9% in 2007

and that marks the lowest employment

rate since the aftermath of the last signifi-

cant recession to affect the U.S. legal

economy. Since 1985 there have only been

two classes with an overall employment

rate below 84.7%, and both of those oc-

curred in the aftermath of the 1990-1991

recession: 83.5% for 1992 and 83.4% for

1993. The employment rate for the Class

of 1994 was 84.7%, the same as for the

Class of 2012. (For information on trends

in graduate employment going back to

1985, see www. nalp.org/trends.)

Despite signs of modest improvement,

as evidenced by more law firm jobs as de-

scribed below, there are still signs of

structural weakness in the entry-level job

market. For instance, of those graduates

for whom employment status was known,

only 64.4% obtained a job for which bar

passage is required. This figure has fallen

over 10 percentage points just since 2008

— when it was 74.7% — and is the lowest

percentage NALP has ever measured. An

additional 13.3% obtained jobs for which

Job Market Begins to Recover with Class of 2012, But Employment

Rates, Salaries, Remain Far Off of Pre-Recession Highs

— Commentary and Analysis by James Leipold, Executive Director —

As expected, with the Class of 2012 we

see some employment markers continu-

ing to slide while others are showing

signs of recovery. The overall employ-

ment rate is down again, but despite this,

it is important to understand that the

jobs picture is actually improving, if only

slightly. This class found more jobs, and

more jobs in private practice, than the

previous class, but because the national

graduating class was so much bigger, the

overall employment rate continued to

fall. Median starting salaries for this class

have also rebounded slightly, reflecting

the availability of more jobs with the

largest law firms — those that pay the

highest salaries — than existed for the

previous class. On the other hand, the

percentage of graduates who found full-

time, long-term employment in jobs re-

quiring bar passage remained below 60%.

As you will see in the accompanying

Selected Findings report, it is a story of

good news and bad news at this point. I

continue to believe that the Class of 2011

represented the absolute bottom of the

curve on the jobs front, and the results

for the Class of 2012 bear that out, show-

ing, as they do, a number of improv-

ing markers, but at present, the em-

ployment picture remains decidedly

mixed.

The changes in the entry-level law-

yer job market since the Great Reces-

sion have been profound. Over the

course of the period that coincides

with the peaking of the legal economy

followed by the recession and its af-

termath, the employment outcomes

for new law school graduates have

raced from historic highs to historic

continued on page 2

continued on page 4
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Employment Status

Class of 2012 — As of February 15, 2013 # of graduates = 44,339

Employer Types

Class of 2012 — As of February 15, 2013 # of jobs = 37,538

Note: Figures in this chart reflect all job types — both legal and other. For clarity, the

category for unknown employer type, representing 0.4% of jobs, is not shown.

Note: Jobs for which an offer has been accepted but for which the start date is deferred,

and jobs for which type, e.g., bar passage required, was not specified, account for 0.5%

and 0.3% of jobs, respectively, but are not shown on the chart. Overall, 90.2% of jobs were

reported as full-time.

a JD provides an advantage in obtaining

the job, or may even be required, but for

which bar passage is not required (these

are often described as law-related jobs).

This compares with 12.5% for the Class of

2011 and is the highest since NALP began

comparable tracking in 2001. The percent-

age of graduates employed in other capaci-

ties was 6.7%. The unemployment rate was

also up for this class, measured at 12.8%,

up 0.7% percentage points from the 12.1%

measured for the Class of 2011. Of the re-

maining graduates for whom employment

status was known, 0.5% had accepted a job

as of February 15, 2013, but had not yet

started that job, and just over 2% of the

2012 graduates were continuing their aca-

demic studies full time. In a piece of

brighter news, however, the percentage of

jobs reported as part-time was down

somewhat from the previous year, at 9.8%,

compared with over 11% in 2011, and go-

ing down instead of up for the first time

since 2007. A portion of the decline may be

attributable to fewer law-school funded

positions and the portion of those law-

school funded positions which are part-

time falling from almost two-thirds to just

over half. The figure nonetheless contrasts

with 6.5% for 2008 and about 5% in the

years immediately prior to that. About

4.6% of jobs were both temporary (defined

as lasting less than a year) and part-time, a

figure that is also down from over 7% in

2011, the only year with comparable infor-

mation.

Of the 64.4% of graduates for whom

employment status was known who ob-

tained a job for which bar passage was re-

quired, just over 6% of these jobs were re-

ported as part-time, and therefore the per-

centage employed in a full-time job re-

quiring bar passage is only 60.7%. Because

some of these jobs will last less than one

year, the percentage employed full time in

jobs requiring bar passage that will last at

least a year is only 58.3%. Nonetheless,

both these figures are improvements over

the 2011 figures, which were 60% and

56.7%, respectively.

(continued from page 1)
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Just Over Half of Employed

Grads Found Jobs in Private

Practice

Additional analyses of the jobs data for

the Class of 2012 reveal that just over half

(50.7%) of employed graduates obtained

a job in private practice, up from 49.5%

for the Class of 2011 and close to the

50.9% figure recorded for the Class of

2010. However, that figure for the Class of

2010 was a full 5 percentage point decline

from 2009. For most of the 39 years for

which NALP has collected employment

information, the percentage of jobs in law

firms has been in the 55-58% range and

has been below 50% only once before

2011; that was in 1975. The combination

of a larger number of jobs overall and a

higher percentage of jobs in law firms

means that the number of law firm jobs is

up by almost 8 percent, and is the largest

number since 2009.

Additionally, jobs in the largest firms,

those with more than 500 lawyers, have

rebounded substantially from their low

point in 2011, and accounted for 19.1% of

jobs taken in law firms, compared with

only 16.2% in 2011. The number of jobs

taken in these firms — over 3,600 — is up

by 27% over 2011 levels, representing a re-

covery almost to 2010 levels but to no-

where near the 2009 figure of more than

5,100 jobs. At the other end of the spec-

trum, jobs in the smallest firms of 2-10

lawyers, while remaining almost flat as a

percentage of jobs, grew in raw numbers

to almost 8,200, from less than 7,600 in

2011.

Median Starting Salaries

Rise Slightly

Salary information was reported for al-

most 65% of the jobs reported as full-time

and lasting at least a year. The national

median salary for the Class of 2012 based

on these reported salaries was $61,245,

compared with $60,000 for the Class of

2011, and is the first year-over-year in-

crease in the overall median since 2008,

when the median increased to $72,000.

The national mean for the Class of 2012

was $80,798, compared with $78,653 for

the Class of 2011. The increase can be at-

tributed largely to the bounce back in law

firm jobs, particularly at large firms.

Nonetheless the overall salary median

and the median for law firm jobs specifi-

cally remain below those of 2008-2010.

The national median salary at law

firms based on reported salaries was

$90,000, compared with $85,000 the prior

year. With salary medians by firm size re-

maining essentially unchanged, the mod-

est increase in the overall median is

largely attributable to the increase in the

number of large firm jobs, with salaries of

$160,000 now accounting for over 29% of

reported law firm salaries. At the same

time, although salaries of $160,000 still

prevail at the largest firms, their share has

dropped since 2010. And though still a

tiny minority — less than 4% — salaries of

$50,000-99,000 for bar passage required

jobs at large firms are more common than

just two years ago, as more graduates are

taking staff attorney or similar positions

at lower salaries. (See Table 1 below.)

Median salaries in other sectors have

remained relatively flat in recent years.

The median salary for government jobs

has remained unchanged since 2009, at

$52,000. The median salary at public in-

terest organizations, which includes legal

services providers and public defenders,

was $44,600 in 2012, down a bit from 2011

but still up from just under $43,000 for the

two prior years. The median salary for

judicial clerkships was $52,600, little

changed from $52,000 in 2010 and 2011,

but up from $50,000 in 2009.

Other key findings from Jobs & JDs:

Employment and Salaries of New Law

School Graduates — Class of 2012:

� Part-time jobs were found in all em-

ployment sectors, but were especially

prevalent in academic settings, at 39%,

followed by public interest at 18%. Both

figures are down from the figures of

43% and 24% of jobs, respectively, mea-

sured for the previous class.

� Information collected on funding for

jobs with a fixed duration reveals that

just over 4% of jobs were reported as

funded by the graduate’s law school

compared with almost 5% for the Class

of 2011. Although 72% of these jobs

were reported as bar passage required,

almost half (47%) were reported as

part-time, and almost two-thirds (62%)

were reported as lasting less than a year.

Most of these jobs were in public inter-

est, government, and academic settings.

The total number of public interest

jobs, which includes jobs in public de-

fender and legal services offices, has

grown by over 700 since 2008; the num-

ber of academic jobs is up by about 200,

in no small part because of the presence

of law-school funded jobs in these sec-

Table 1 — Median Starting Salaries 2008-2012

2008 2009 2010 2011 2012

Change

2011-2012

Overall Median $72,000 $72,000 $63,000 $60,000 $61,245 + 2%

Law Firm Median $125,000 $130,000 $104,000 $85,000 $90,000 + 6%

(continued from page 2)
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lows. A few numbers illustrate the

scope of the change. In 2007 the

overall employment rate for the class

that graduated that year was 91.9%,

one of the highest NALP had ever re-

corded. Five years later, for the Class

of 2012, it stands at just 84.7%, a dra-

matic drop of 7.2 percentage points.

Nine months after graduation,

12.8% of the 2012 graduates neither

had jobs nor were they reported to be

pursuing additional study. A record

10.7% of the class continued to look

for a first job in February of 2013

(the other 2.1% reported that they

were not employed and not seeking a

job), nine months after most mem-

bers of the class graduated from law

school.

However, with the Class of 2012

we see the beginning of a rebound-

ing private practice sector, particu-

larly at large law firms, and with that,

we see some rebounding salary num-

bers. Nonetheless, we still see very

high unemployment and underem-

ployment, and there are no indica-

tions that the employment situation

will return to anything like what it

was before the recession. Adding to

the complexity of the jobs picture

this year the data show that law

schools funded fewer jobs for this

class than they did for the previous

class, and that certainly contributed

to the overall employment rate fall-

ing further. That an adjustment was

made there is not unexpected. Some

schools were funding jobs at a level

that was economically unsustainable

over the long haul.

Although it is certainly not a fair

measure of the value of a legal educa-

tion or the return on investment, or

even a fair measure of the success of a

particular graduating class in the

marketplace, the one number that

Commentary by James Leipold,

Executive Director

continued from page 1

continued on page 5

tors. One-quarter of the academic jobs

taken by the Class of 2012 were

reported as being research assis-

tant/fellow position funded by the law

school.

� Employment in business was 17.9%,

down a bit from the historic high of

18.1% reached in 2011, but still higher

than the 15.1% for the Class of 2010.

The percentage of jobs in business had

been in the 10-14% range for most of

the two decades prior to 2010, except

in the late 1980s and early 1990s, when

it dipped below 10%. About 29% of

these jobs were reported as requiring

bar passage, and about 39% were re-

ported as jobs for which a JD was an

advantage.

� Over 8% of these business jobs repre-

sent graduates working for agencies

that place individuals in temporary le-

gal, law clerk, or paralegal jobs, down

from almost 11% in 2011, and compa-

rable to figures for 2009 and 2010.

Moreover, the number of graduates

taking these kinds of jobs has varied

considerably since NALP began track-

ing this kind of job in 2006. The per-

centage for 2012 translates to some

550 jobs, far below the 700 reached in

2011, but higher than the 400-plus

jobs in 2009 and 2010.

� Public service jobs, including military

and other government jobs, judicial

clerkships, and public interest posi-

tions, accounted for 28.2% of jobs

taken by employed graduates, com-

pared with 28.8% in 2010 and 2011,

and up from 25.9% for 2009. The

higher percentages in recent years

notwithstanding, this percentage has

remained relatively stable for more

than 30 years, at 26-29%. Public inter-

est organizations, including public de-

fenders, accounted for 7.2% of jobs,

compared with 7.5% in 2011, 6.7% in

2010, and 5.6% in 2009. The changes

may be partly attributable to school

programs to provide fellowship and

grant opportunities in a variety of

settings, including public interest. Al-

though the percentage of jobs ac-

counted for by judicial clerkships

declined somewhat, the number of

clerkship opportunities has remained

relatively steady since 2010 at just over

3,300.

� Of employed graduates from the Class

of 2012, about 23% were seeking a dif-

ferent job, down a bit from the record

high of 24.6% for the Class of 2011 but

still much higher than the 15.9% fig-

ure reported for the Class of 2008. The

extent to which employed graduates

are seeking a different job varies by the

kind of job held and by graduate de-

mographics. For example, about 43%

of graduates with a job for which a JD

was an advantage were seeking a dif-

ferent job, compared to 15% of those

with a job requiring bar passage.

Graduates who attended law school

part-time were much more likely to be

seeking a different job than were grad-

uates who attended law school full-

time — 32% and 22%, respectively.

� Although fewer graduates from the

Class of 2012 are setting up their own

solo law practice after law school com-

pared with 2011, they accounted for

5% of law firm jobs and 2.6% of all

jobs, still high in comparison to 2007

and 2008.

There is much more to discover

about the most recent developments in

law school graduate employment. What

are new law graduates earning? How are

law firm opportunities for new law grad-

uates changing? How did women and

minorities from the Class of 2012 fare?

What cities and states offer the most em-

ployment opportunities, and where

should graduates look for the best pay-

ing jobs? NALP's comprehensive Jobs &

JDs: Employment and Salaries of New

Law School Graduates — Class of 2012

will answer these questions and more

about the employment experiences of

new law graduates and serve as a valu-

able resource and planning tool. This re-

port is the only resource of its kind. To

order a copy of the full Jobs & JDs —

Class of 2012 report, to be published in

August 2013, fax, mail, or email a copy of

the form on page 6 of these Findings to

the NALP office.
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has come to be the focus of so much of

the media scrutiny of legal education is

the percentage of the class that is em-

ployed in full-time, long-term jobs that

require bar passage, our best proxy for

jobs that can readily be considered to be

practicing law. In a bit of good news, for

the Class of 2012 the percentage of the

graduating class who were working —

and who had full-time jobs that were to

last at least a year and that required bar

passage — the figure rose to 58.3% from

56.7% for the previous class. At the same

time, the percentage of jobs classified as

JD Advantage, which can be thought of

as law-related jobs, also rose, from

12.5% to 13.3% of all jobs obtained, and

represents the highest percent of jobs

ever measured in this category.

Within the private practice jobs

ranks, even though the percentage of

the graduating class finding work with

the largest law firms rebounded slightly,

the number of jobs taken at the smallest

law firms, those with just 2 to 10 law-

yers, also continued to grow. The over-

all number of private practice jobs was

up by 8% for this class, and the number

of private practice jobs at the largest

firms, those of more than 500 lawyers,

was up 27% over 2011 levels. Nonethe-

less, this number, just over 3,600, is well

below the more than 5,100 large law

firms jobs obtained in 2009. And, while

the percentage of jobs at the smallest

firms was close to the same, the actual

number of jobs at firms of 2 to 10 law-

yers grew from 7,600 in 2011 to 8,200

for the Class of 2012.

Because the number of jobs at the

biggest firms did rebound somewhat,

we also measured a modest jump in

aggregate starting salaries as a result.

Slightly more salaries of $160,000

bumped both the overall median start-

ing salary and the median private prac-

tice salary by several percentage points.

The overall median jumped 2% to

$61,245, and the law firm median

jumped 6% to $90,000, both numbers, it

should be noted, that are well below the

pre-recession highs.

I am often asked if there are signs

that the entry-level job market is recov-

ering. Based on the results for the Class

of 2012, for the first time in more than

five years I am able to say yes. Looking

ahead, I would expect to see the em-

ployment picture for the Class of 2013

continue to improve, although that is

another very large graduating class, and

its size will take a toll on the overall em-

ployment rate. As class sizes come down

over time and the legal employment

market stabilizes somewhat, I would ex-

pect to continue to see modest improve-

ments in the job market in the near and

medium term future. Absent another

significant national or international

economic setback, I would expect to see

aspects of the employment profile for

the next several classes continue to inch

up, though there is nothing to indicate a

rapid recovery or a likely return to

pre-recession employment levels any

time in the near future.

Commentary by James Leipold, Executive Director

continued from page 4

NALP is an association of over 2,500 legal career professionals

who advise law students, lawyers, law offices, and law schools

in North America and beyond. NALP believes in fairness, facts

and the power of a diverse community. We work every day to be

the best career services, recruitment, and professional develop-

ment organization in the world because we want the lawyers

and law students we serve to have an ethical recruiting system,

employment data they can trust, and expert advisers to guide

and support them in every stage of their careers.

For information on NALP, visit www.nalp.org, call 202- 835-1001,

or write to the National Association for Law Placement, 1220 19th

Street, NW, Suite 401, Washington, DC 20036-2405.
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Order Your Copy of the Jobs & JD’s — Class of 2012

The market for recent law graduates is changing, and Jobs & JD’s is the most

comprehensive source of information on those changes. How are law firm

opportunities changing for new law graduates? Which geographic markets

provided the most jobs? Where did the graduates who are not practicing law

find jobs? How do employment findings vary by gender and race/ethnicity?

� Back up decisions with facts and statistics about the current legal

employment market.

� Become the expert source of information within your organization

on the legal market and recent trends.

� Have a wealth of information at your fingertips when you counsel

“law students, talk with your dean or hiring committee, or speak

with others about the legal market for recent law graduates.

Order your copy today using the form below.

Order your copies of Jobs & JD’s — Class of 2012 by July 15, 2013, and save if you are a NALP member. The cost

per copy for NALP members is $65 each (plus shipping and handling) for pre-orders placed by July 15, and $75

each after July 15. The cost per copy for nonmembers is $95 each.

Please send me _______ copy(ies) of Jobs & JD’s:. See prices in previous paragraph. Please add $9 for ground

shipping within the U.S. or $15 shipping to Canada; call or email NALP to inquire about costs of expedited

delivery and about costs of shipments to locations outside of the U.S. and Canada.

Date of Order: __________________________

Name: ______________________________________________________________________________________

Organization: ________________________________________________________________________________

Address: ____________________________________________________________________________________

City/State/Zip: _______________________________________________________________________________

Telephone: ( ________ ) _________________________ E-mail: ______________________________________

Payment method: Please invoice. (This option available only to NALP members.)

Purchase order # (if required by your organization): __________________________

Payment is enclosed. (Note shipping cost above; DC residents please add 6 % sales tax.)

Please charge to: Visa MasterCard American Express

Card # _________________________________________ Exp. date _______________

Security Code __________ Name on card: ___________________________________

Fax your order to 202-835-1112; email it to orders@nalp.org; or mail it to NALP, 1220 19th Street, NW, Suite 401,

Washington, DC 20036-2405. After its release in August 2013, Jobs & JD’s — Class of 2012 will also be available

through NALP’s Bookstore at www.nalp.org.

Coming by August 2013

Pre-order by July 15 and save
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Report of the NAWL Foundation’s National Survey of Women’s Initiatives 
 

The Structure, Strategy and Scope of 
Women’s Affinity Groups in Law Firms 

 
by 
 

Stephanie Scharf,  J.D., Ph.D.1,2 

This report describes the results of the first-ever national survey of women’s 

initiatives in law firms.  Conducted by the NAWL Foundation, the research and charitable arm of 

the National Association of Women Lawyers (NAWL), the survey provides benchmark data on 

the structures, strategies and scope of women’s initiatives among the nation’s largest law firms. 

The impetus for this research stems from the desire to identify possible solutions to the problem 

of gender equity in law firms.  Since 2006, NAWL and the Foundation have conducted an 

Annual National Survey of Retention and Promotion of Women in Law Firms, focusing on the 

nation’s largest 200 law firms (“the AmLaw 200”) to benchmark the progress firms are making 

to advance women into the higher levels of firm practice and governance and to explain the 

impact of firm policies and practices on the advancement of women.3  Through these studies, 

among others, it has become widely recognized that women are not advancing in private practice 

                                                
1 Stephanie Scharf is a partner with Scharf Banks Marmor LLP.  She is President of the NAWL Foundation and 
founder of the NAWL Annual Survey on Retention and Promotion of Women in Law Firms.   
2 The NAWL Foundation would like to thank Linda Chanow, Executive Director of the Center for Women in Law, 
University of Texas School of Law; Karen Kahn, Managing Partner of Threshold Advisors, LLC; and Carol 
Frohlinger, Negotiating Women, Inc. for their generous and helpful contributions to the survey questionnaire, which 
significantly enhanced the breadth and scope of the research.  We greatly appreciate their interest and support.  
NAWL Foundation Board Member Roberta Liebenberg first suggested the concept of a national survey of women’s 
initiatives and we thank her for her seminal ideas.   Foundation Board Members Christine Amalfe and Barbara Flom 
provided helpful comments and edits to earlier drafts.  
3 The NAWL Annual Survey of Retention and Promotion of Women in Law Firm tracks key indicators of 
advancement such as the percentage of women at different levels of practice including the highest level of equity 
partner, the percentage of women on a firm’s highest governance committee, extent to which women receive credit 
for rainmaking, women in the role of national managing partner, gender differences in compensation, and so on.  At 
the same time, the NAWL research has looked at firm structure, policies and practices, such as the tiering of law 
firm partnerships, expansion of job positions at the bottom of the law firm hierarchy, lateral hiring, lawyer 
terminations – to name a few – to determine how these structural components impact women in private practice.    
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at the same rate as men – the fact that only about 15% of equity partners are women in the 

typical large firm illustrates that conclusion as well as any statistic can. 4 

One approach to improving the situation has, in the last decade, become a staple of law 

firm culture:  the formation of a firm-wide “women’s initiative” or “women’s affinity group.”   

These groups appear to have a straightforward focus:  to retain and advance women lawyers at 

the firm, and some firms have put substantial resources into their women’s initiatives.  That said, 

there is almost no systematic information about the structure and functioning of these groups, or 

the actual impact of women’s initiatives on advancing women in firms.    

To begin to fill the gap, the NAWL Foundation fielded this national survey of women’s 

initiatives in the nation’s 200 largest firms, as defined by American Lawyer, focusing on 

descriptions of the financing, governance, structure and scope of activities of women’s 

initiatives.  What follows are the highlights of our survey results.   

Attached to this report is a copy of the Survey Questionnaire and the overall question by 

question statistics.  We publish the actual survey questionnaire in an effort to encourage others to 

perform research on this subject in the future.  We would be delighted for others to use all or part 

of the Foundation’s questionnaire.   

THE AREAS WHERE WOMEN IN LAW FIRMS NEED SUPPORT FOR 
ADVANCEMENT. 

 
Large law firms retain and advance their lawyers based on a number of criteria, 

which differ from level to level.  The criteria for reviewing an associate, for example, vary 

greatly from the criteria used to advance a lawyer from non-equity to equity partner.  The most 

                                                
4 The solution to the matter of gender equity will no doubt be multi-faceted. Indeed, the American Bar Association, 
under the auspices of President Laurel Bellows, has formed a Presidential Task Force on Gender Equity to promote 
a range of effective policies and practices for resolving the problem of gender equity.   
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advanced or successful lawyers in firms – those at the top of the law firm hierarchy – are 

typically defined along four interrelated factors: (1) position as an equity partner, (2) credited 

responsibility for business, (3) high level role in law firm management, (4) level of 

compensation.  In studying these markers of success in private big firm practice, the NAWL 

National Survey on Retention and Promotion of Women in Law Firms shows that women fare 

less well than men along each of these dimensions. (Each year’s report is posted at 

nawlfoundation.org.)  

First, women are far less likely to be equity partners then men.  In fact, although women 

account for 45% of associates, they account for only about 15% of equity partners – a statistic 

that has stayed roughly the same ever since the NAWL Survey began its measurements.  To put 

it in simpler terms, while nearly 1 in 2 associates is a woman, only 1 in 7 equity partners is a 

woman.    

Second, women are not credited as rainmakers at the same rates as men.  Almost half 

(46%) of all large firms report no women rainmakers among their top 10 business generators. 

Another one third of firms report only one woman rainmaker in the top 10.  And, women 

partners are less likely than men to receive credit for even a relatively modest book of business, 

although it is less clear the extent to which firms fail to give credit when it is due under a 

traditional origination model or whether women are not using approaches to generating business 

that match what firms require.    

Third, women are not typically in positions of firm-wide leadership.  About 9% of firms 

have no women on the highest governing committee – committees that typically have 10 or more 

members.  Only about 25% of firms have even one woman on their highest governing 
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committee.  In the same vein, only 4% of firms place women in the role of firm-wide managing 

partner.    

Fourth, women are not compensated by firms at the same level as men: men out-earn 

women at every level beyond associate.  The biggest difference in compensation occurs at the 

equity partner level.  In 2012, women equity partners earned 89% of the compensation earned by 

male equity partners.   An overwhelming number of firms – 98% – report that the highest paid 

partner in the firm is male.  

Is change needed in law firms? Yes.  Do firms wish to promote highly talented and well 

trained lawyers into leadership roles?  Of course – the future of firms depends on attracting, 

retaining and promoting talented lawyers.5  The critical question that firms face is, what can and 

should firms do to improve the retention and promotion of women lawyers?  

Women’s initiatives have been sponsored by firms, starting about 10 years ago, with the 

general purpose of providing innovative policies, practices and structures for advancing women 

in law firms.  Yet, what such initiatives actually do, and the impact they have on women in firms, 

is all too often not clear and at worst, open to criticism bordering on cynicism. 6 

For all of these reasons, we are pleased to present the results from this unusual national 

study of the mission, strategy and functioning of women’s affinity groups in large firms. 

 

                                                
5 And, as these results, and countless articles and reports about diversity generally and women in particular have 
concluded, firms need to do more than simply hire and hope for the best.  They need to have focused policies, 
practices and structures to retain and promote lawyers who are diverse and who do not fit the traditional mold.    
6 Forbes blogger Victoria Pynchon, for example, (see her column, Five Ways to Insure Your Women’s Initiative 
Succeeds ) offers the view that women’s initiatives at most large firms have been “dismal failures” :  they “lack buy-
in, are underfunded, and no one takes them seriously.”   Indeed, there have been scant systematic data on what 
women’s initiatives actually do along with the scope and effects of women’s initiatives on the constituency they 
were founded to serve: women lawyers.   
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OVERALL IMPLICATIONS OF THE SURVEY OF WOMEN’S INITIATIVES 
 
The Survey looks in detail at many aspects of how women’s initiatives function – what  

their actual activities are, how they are organized and funded, who participates, and how 

programs relate to other law firm policies and practices.  Before we guide you through the 

specific findings, we begin with two main “take-aways” from the survey results. 

1. Having started active women’s initiatives, firms should now be moving to the 

next phase:  more focused approaches to enhance their goals, strategies and functioning.   Many 

initiatives lack a specific mission or do not tie their mission to specific goals for advancement or 

particular types of programming.  Not all programs are subject to annual reviews or criteria for 

their evaluation.   It may be that programs should not be open to lawyers at all levels (which is 

typically the case) but targeted to the needs of lawyers at different levels of their careers.  There 

is an abundance of “soft” programs – networking stands out as the prototype – and not enough 

programs targeting the factors that have a direct impact on advancement within firms.  In short, 

we believe that women’s initiatives need to become more strategic in how they define their roles, 

the activities they offer and how they measure their success.     

2. Women’s initiatives are woefully underfunded.  The typical law firm spends far 

less on their women’s initiatives than the salary of a first year associate.   There are many ways 

in which firms can better provide more robust education and services that will help retain women 

lawyers and move them into the top tiers of firms – but the funding must be provided.  This 

should be an important focus of every large firm – with so many women graduating from law 

school, firms are behind the curve in retaining and promoting a very large segment of the legal 

talent pool.   

As the bases for these conclusions, we present more detailed findings from the Survey. 
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THE MISSION OF WOMEN’S INITIATIVES 

Virtually all large U.S. firms (97%) sponsor a women’s initiative – whether the group is 

titled “women’s initiative,” “women’s affinity group,” “women’s forum,” “women’s 

committee,” “women’s network,” “women’s resource group” or variations on those titles.   (For 

simplicity of reporting, we will refer to these groups as “women’s initiatives.”)  Most women’s 

initiatives began operating in or about 2000.  In 2005, almost half of AmLaw 100 firms had 

established women’s initiatives and by 2007, three-quarters of AmLaw 200 firms had established 

such groups.   

Close to 75% of women’s initiatives have a written mission statement (although that was 

more likely to be so in AmLaw 100 firms).  The substance of firm mission statements, however, 

varies widely.  Some firms have short-and-to-the-point mission statements, such as: 

“The mission is to promote advancement of women lawyers at 

the firm.”  

“To develop and promote women attorneys at all levels of the 

firm as business generators and leaders.” 

 

More typical, however, were long mission statements describing a combination of 

relatively abstract goals with no clear relationship to advancement and retention. Such statements 

often speak to ‘fostering change’ or ‘create networking opportunities’, ‘enhancing recruiting, 

retention, mentoring, networking and professional development’ and other similarly global 

statements.  They are not necessarily easy to translate into specific practice or programs.  Here 

are examples:  
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• The Women’s Initiative provides a forum for communication among women attorneys. 

The Initiative advocates for a workplace that supports the firm's women attorneys 

through formal written programs and policies consistently applied to all attorneys.  The 

Initiative promotes the attraction, retention, and career advancement of female attorneys 

through educational and networking events. 

• The Firm’s Women’s Initiative is dedicated to the recruitment, retention and 

advancement of women attorneys, and to sustaining a positive and supportive 

environment for the firm's women attorneys. The main goals of our Women’s Initiative 

program are to enhance professional opportunities both in and outside the firm for 

women lawyers, and to encourage all of the firm's attorneys to be active leaders.       

Commitment to Diversity: the firm’s commitment to the women lawyers at the firm is a 

long-standing core value that is a part of our overall dedication to diversity. As a firm, we 

value the positive energy created by a diverse workforce of lawyers and professionals 

that is inclusive of racial, gender, age, ethnic, national, sexual orientation and religious 

differences. We also appreciate, support and encourage the thoughts, ideas and values 

that underlie these differences. The Firm is committed to being a leader in diversity, and 

we strive to attract, retain and promote diverse lawyers and staff.    An Ever-Evolving 

Program:  While the mission of our Women’s Initiative program is established, the 

methods and details of the program are ever-evolving to help ensure that we stay attuned 

to how the program should be changed to meet the overall goals. 

Apart from a mission statement, do women’s initiatives identify specific objectives to 

achieve each year?  Some 80% of firms answered that they do identify such objectives, although 

it is unclear whether the objectives are written or have a direct link to specific goals of retention 
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and advancement.   Our view is that an effective initiative begins with an effective mission, and 

that it is not a trivial exercise to review the mission of a firm’s women’s initiative.  Such a 

review would have the great benefit of fostering thinking – or rethinking – about the overall 

purpose today of the firm’s women’s initiative and how it best translates into specific strategies 

and activities. 

AREAS OF ACTIVITY BY WOMEN’S INITIATIVES   

 One part of the survey asked about the nature of the activities and programs 

sponsored by the women’s initiative – with the results set forth below.  

 1.  Networking.  We begin with the activities that, as it turns out, are most 

commonly part of the activities sponsored by women’s initiatives: programs that focus on 

networking both within and outside the firm.   Thus:  

• Over 95% of firms offer programs devoted to networking within the firm.   

• Almost 90% of firms sponsor networking events for women in the firm and 

women clients.   

Women’s initiatives appear to be satisfied with their networking events.  Over half of 

firms (55%) report that a networking event for women lawyers in the firm has been among the 

most effective programs to meet the mission of the firm’s women’s initiative.  An even greater 

number (69%) report that a networking event for women lawyers in the firm and clients has been 

among the most effective ways to meet the mission of the women’s initiative.  Networking 

events are by far the programs that are rated highest for being effective in meeting the mission of 

women’s initiatives. 
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Interestingly, networking events exclusively for women partners are not as favorably 

viewed.  A little more than half the firms sponsor a firm-wide meeting of women partners but 

only 29% of firms consider these events to be mission-effective. 

However favorably networking events are viewed, the data beg this question: what 

exactly is the impact of networking on long-term success for women in firms?  Networking can 

serve valuable functions. It creates positive feelings about the firm and the people in it.  It fosters 

a feeling of connectedness to the firm.  It introduces women in the firm to their peers and more 

senior lawyers, in a setting that is social and convivial.   It brings together outside counsel with 

lawyers in the firm in a relaxed, not specifically “I want your business” way.   All that said, 

women’s networking events are at best indirect ways for firms to advance their women lawyers.  

To the extent that the principal focus of women’s initiatives is networking, they may not have as 

strong an impact on either retention of women lawyers or their advancement in the firm.   

2.  Advancement to Equity Partner/Leadership Roles.   To what extent do women’s 

initiatives specifically focus on advancement to equity partnership?  A good number of firms 

spend at least part of the efforts of their women’s initiatives on practices directed towards 

advancement of women lawyers.   Over three quarters of firms – 76% – provide a program for 

development of “soft” skills, for example, negotiation or navigating successfully within the firm.  

Over 80% of firms highlight specific achievements of women lawyers in the firm, thus providing 

both reinforcement for successes and role models for other women.  Succession planning that 

includes a focus on gender is provided by only about 1/3 of firms overall although AmLaw 100 

firms are far more likely to report succession planning focused on gender (41%) than Second 

Hundred firms (22%).   
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Monitoring of promotion rates for women lawyers compared to men lawyers is done by 

almost three quarters of firms (73%), although that type of monitoring is more common among 

AmLaw 100 firms (81%) than Second Hundred firms (62%).  We did not determine whether 

monitoring of promotion rates takes place at all levels or only at lower levels such as promotion 

from junior to senior associate, or from associate to counsel or non-equity partner.  Likewise, we 

do not know whether that information is published within the firm, or to what use such statistics 

are put, or whether any changes in promotion policies or promotion rates have taken place a 

result of analyzing the statistics.  

Monitoring of work assignments for women lawyers compared to men lawyers is 

conducted by close to 40% of firms, with monitoring more likely among AmLaw 100 than 

Second Hundred firms (about 50% versus about 25%). Monitoring, however, serves a valuable 

function because it provides benchmarking data over time about gender differences on an 

important aspect of success – promotion and work assignments.  Given the relatively low rates of 

promoting women into high levels of firms, the challenge for firms, we suspect, is what to do 

with that information, and whether it can be used to inform changes in policies and practices.   

And, over 60% of firms provide programming for leadership training.  

How are these programs viewed by women’s initiatives?  Somewhat to our surprise, these 

programs were not among the most commonly cited for advancing the mission of a firm’s 

women’s initiative.  That may be because women’s initiatives do not necessarily have a 

straightforward focus on advancement into leadership roles or equity partnership, but focus more 

on retention and networking.  No firm advised us that it had a program called, “How to Become 

an Equity Partner,” although anecdotally, a large number of firms would do well to educate their 

women lawyers about that process, starting with the first year of entry into the firm.     
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3.  Rainmaking.   Closely related to equity partnership is the ability to generate business.  

We know that women are not credited with business development at the same rate as men.  What 

are women’s initiatives doing to give women the skills and support needed to enhance business 

development? 

Over 90% of firms report they provide a program focused on business development skills 

and activities.  Almost two thirds of firms – 63% – have sponsored a large group training 

program to strengthen business development skills.  In addition, almost half of firms – 46% –  

have sponsored individualized or small group coaching (no more than 12 people) conducted by 

individuals in the firm in order to strengthen business development skills.  Almost half of all 

firms – 49% – provide training in business development skills by an organization outside the 

firm.    And, a third of all firms – 35% – provide an in-firm program on the subject of business 

development where clients are invited as guests or speakers.   

The majority of firms that have large group training programs to strengthen business 

development skills have one to three meetings per year. A smaller proportion have four to five 

and a few have twelve meetings.  A few have meetings approximately every month on average. 

One firm reported twenty annual meetings.   

While a substantial number of firms provide programs focused on business development, 

only about half of firms, however – 48% – believe those programs are most effective to meet the 

mission of their firm’s women’s initiative.  It is not clear to us exactly why this is so, given the 

strong emphasis in firms on rainmaking as an essential part of senior partnership.  One 

possibility is that there are not enough systematic and/or continuous programming over time, and 

that one-off or occasional programs in large groups are simply not effective for long term results.    
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4. Programs Tailored to Culture of the Firm 

Beyond these commonly sponsored programs, there is much greater variation in the types 

of programming firms sponsor, as the examples below show:    

• Some firms tie women’s initiative programs to their ongoing practices. 

o One firm with a large practice in a particular consumer industry developed a 

program for its women lawyers to provide pro bono legal services to indigent customers served 

by that industry.   

o One firm, part of an international network of firms, sponsors women attorneys' 

attendance at functions internationally to enhance opportunities to meet other women, lawyers, 

and clients from across the globe. 

o Firms may chart and monitor the number of women/minorities working on 

matters for a specific number of its clients. 

• At least one firm sponsors events for women alumni in the context of its women’s 

initiatives. 

• There are firms that focus at least some programs on subgroups of the women’s 

initiative. 

o Some firms described a “Moms” or “Parents” subgroup of its women’s initiative. 

o One firm described a Leadership Institute for Women of Color with special 

programming directed to that subgroup. 

o One firm sponsors an annual Working Mother's Weekend which the firm pays for 

moms and kids to travel to the city of a principal office, with nannies/activities for kids and 

meetings for the moms, including with the Managing Partner. 
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• Mentoring programs under the auspices of women’s initiatives have many 

variations.   

o For example, one firm described various “Mentoring Circles” targeting subgroups 

of the women’s initiatives, such as matching small groups of junior associates with senior 

associates; forming circles of young women partners; and forming circles between minority 

women and partners.   

o One firm has a mentoring program targeting lawyers who are at least in their 

seventh year of practice and have been affiliated with the firm for at least two years. The intense, 

year-long program focuses on leadership, marketing, management and professional skills 

development, professional mentoring and experiential learning. 

These tailored programs were typically viewed in comments by firms as valuable and a 

good mesh with the specific characteristics of a firm. 

PARTICIPATION BY WOMEN LAWYERS 

We asked about who within the firm participates in various types of activities sponsored 

by the women’s initiative.   Here is a summary of what we found. 

In the vast majority of firms, there are few limits on participation by women lawyers in 

women’s initiative events.  Fewer than 10% limit participation to partners, counsel and 

associates.    Virtually all other firms – over 90% – allow all women lawyers, regardless of job 

title or part-time status, to participate in women’s initiative events (even if all do not participate 

in all events).  A few firms indicated that both women and men, may participate, although we 

assume that must be to selected events.    

One issue these days is the role of “staff attorney” in firms, those who are at the lowest 

rung of permanent positions, which are not partner-track and are disproportionately occupied by 
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women.7  Consistent (with other surveys conducted by the NAWL Foundation and NAWL, 85% 

of responding firms employ women staff attorneys  This proportion is notably higher in National 

firms (virtually all) and Midwest firms (95.0%), and lower in East firms (71%)).  For the most 

part, women staff attorneys are invited to the same women’s initiative events as women 

associates. There are some exceptions – for example, one firm noted that women staff attorneys 

do not participate in the firm’s monthly business development training.  

Of course, eligibility is a different matter from actual participation.  Participation in 

women’s initiative events by women partners is somewhat uneven among firms.  About 70% of 

firms report more than half of their women partners participate in the women’s initiative.  A 

similar level of participation by associates takes place with about 70% of firms responding that 

more than half of eligible women associates participate in the women’s initiative.  The strong 

implication is that women lawyers at both junior and senior levels welcome the activities offered 

by women’s initiatives.   

LEVEL OF FUNDING AND STRUCTURE OF WOMEN’S INITIATIVES 

Having sufficient funds to implement meaningful programs is a critical factor for 

achieving the stated goals of women’s initiatives   To our great surprise, firms report relatively 

small amounts of funding for programs that could potentially have great impact on the stability 

and future of law firm talent.   

Among AmLaw100 firms which had a formal budget (over 80% of firms), there was an 

average of $119, 000 spent annually on activities for women’s initiatives.   Let us put that dollar 

amount in context:  the annual budget is far less than the salary of one first year associate, it is 

far less than the budget for “tables” at bar events, and it is far less then the cost of a part-time 

counsel.   Among the Second Hundred, the annual budget was much lower:  $48,000 on average.   
                                                
7 See data from the 2010 and 2011 NAWL Survey of Advancement and Retention of Women in Law Firms. 
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We expect those firms that do not have an annual budget spend even less on the activities of 

women’s initiatives.  

Fewer than half of firms – 42% – report that their women’s initiative is part of the 

strategic plan of the firm.8  On the other hand, some 85% percent of firms report that the 

women’s initiative is written into their firm’s diversity plan.  These data suggest that actions of 

women’s initiatives are reviewed at the level of the firm’s diversity effort which may or may not 

be the highest level of the firm. 

With respect to oversight, most firms report multiples lines of reporting.  Thus, 60% of 

responding firms’ women’s initiatives report to the managing partner. A slightly smaller 

proportion of responding firms – a little over 50% – told us that their women’s initiatives report  

to the firm’s highest governing committee.  A little more than 1/3 of women’s initiatives report 

to the Chair of the firm.  Not surprisingly, over 2/3 of women’s initiatives report directly to the 

firm’s Diversity or Inclusion Committee.    

While all firms appear to have some lines of oversight, not all evaluate performance of 

their women’s initiatives.  Less than 60% of firms report that in one way or another, their 

women’s initiative is evaluated by the firm.9  Of those, only about 70% report that firm-wide 

evaluations take place annually.   (A small number of firms have more frequent evaluations, and 

a few firms report “ongoing” evaluations.)  And, of those firms that conduct an evaluation of 

their women’s initiative, about half report that their evaluations are done “informally, not in 

writing.”  Of those that submit a written report, the focus is either of the past year’s activities or a 

combination of activities and evaluation of specific goals.   

                                                
8 This proportion is notably higher in National (59.1%) and South firms (60.0%).  This proportion is lower in East 
(29.0%), West (37.5%), and Midwest firms (30.0%). 
9 This proportion is notably higher among National firms (72.7%) and notably lower among East firms (47.2%).     
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Taking these responses together, it appears that fewer than half of all women’s initiatives 

are evaluated annually by management.  Similarly, fewer than half of all women’ initiatives 

submit written evaluations.  Moreover, it is not clear that the reporting and evaluation functions 

focus on specific goals.  Some 40% of firms report no specific criteria at all for their evaluation.  

Of those who report goal-related evaluation criteria, there is often no connection to concrete 

advancement criteria.  Thus, descriptions of evaluation criteria were often along the lines of  

“accomplishment of goals and activities identified at the start of each year” or “number of 

events, quality of events, participation level.”   

Some firms, on the other hand, had more focused criteria, such as “results in hiring, 

retention and promotion; representation of women in leadership positions” or “quantifying 

business development leads, clients and/or business added to the firm as a direct result of 

women’s initiative marketing and client development events.”    

Firms differ in how their women’s initiatives are led.  A little more than half the firms 

(55%) have one firm-wide head of the women’s initiative, and 75% of those firms identify the 

firm-wide head of the women’s initiative as a lawyer.  The placement of a lawyer as leader of the 

women’s initiative is notably higher among National (91%) and East (83%) firms compared to 

West (62%) and South (57%) firms.  For those women’s initiatives headed by a lawyer, over 

75% of the lawyers are equity partners.  In our view, that is the correct level of leadership if a 

women’s initiative is to have “teeth” and status within the firm.  In a minority of firms, the other 

lawyer leaders of women’s initiatives are non-equity partners, with a scattering of counsel and 

associates given that role. 

Virtually no lawyer leading a women’s initiative receives additional compensation for the 

time spent on this effort.  Only 6% of firms reported that additional compensation was paid.  
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Along the same lines, fewer than 10% of firms report that heads of women’s initiatives are given 

relief from billable hours in return for the time spent on the women’s initiative.  At the same 

time, in most firms (69%), and even more so in AmLaw 100 firms (75%) and national firms 

(87%), the lawyer who heads the women’s initiative is also expected to conduct business 

development.  In essence, the woman in this position is a volunteer, although there are some 

intangible benefits to heads of women’s initiatives (e.g., visibility within the firm and among 

clients, learning leadership skills among lawyers in the firm, personal gratification associated the 

work of the women’s initiative, etc.).  

For those firms who do not have a single firm-wide leader of the women’s initiative, the 

typical paradigm is to have several co-chairs.  The majority of firms (75%) also report that there 

is a firm-wide planning committee for the women’s initiative.  The size of that committee is 

surprisingly large.  The majority of firms report at least 12 members of the women’s initiative 

committee, with a quarter of firms reporting 20 members of more.  Not surprisingly, AmLaw 100 

firms report a greater number of committee members than Second Hundred firms.  In most firms 

(almost 95%), the committee has at least one representative from each office, which may account 

for the relatively large sizes of these committees.  Moreover, in a sizeable minority of firms 

(23%), there is a separate lawyer who chairs the women’s initiative for each office.  These 

statistics reflect the common approach that events should be planned and implemented on an 

office-specific basis even though the firm as a whole may provide ideas and resources for 

women’s initiative events.    

About 30% of firms report that the women’s initiative has male members10, although 

looking more closely at the data, males do not play an active “membership” role. In some 

instances, men were identified as members because the women’s initiative is housed in the 
                                                
10 This proportion is notably higher for AmLaw 100 firms (38%) than Second Hunderd firms (20%).   
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diversity or attorney development structure of the firm, which is headed by a man.  In some other 

firms, men are “ex officio” members by virtue of their leadership roles in the firm.  In a few 

instances, the firm reported that men are members because firm leaders who were male had 

spoken at the event.  It is apparent that some firms struggle with sponsoring a forum and events 

where participation is limited by gender, and therefore do not officially preclude men from 

joining the women’s initiative.  Other firms also recognize that isolating women’s initiative 

events by gender may also have negative consequences, and try to make connections between the 

women’s initiative and more general structures in the firm.    

A slight majority of women’s initiatives have a paid coordinator who plans and oversees 

activities (57% of firms).  Most of the firms with a paid coordinator provide a job with full-time 

attention to the women’s initiative.  Of those firms with a paid coordinator, the overwhelming 

majority (87%) report that the paid coordinator is a lawyer although she does not currently 

practice law.  Roughly 70% of responding firms have a paid coordinator who is a lawyer who 

divides her time between coordinating and a part-time law practice.  

When there is one firm-wide leader of the women’s initiative, she is typically appointed 

by the chair of the firm (about 60% of firms).  No firm reported that the head of the women’s 

initiative is elected.  A minority of firms reported that that the leader of the women’s initiative 

volunteered to be in that role.  Two other principal methods of selection were reported: either 

selection by or upon recommendation of the firm’s chief diversity officer or diversity committee, 

or selection by the firm’s governing committee.   

It is not typical for the firm-wide leader of the women’s initiative to be a member of the 

firm’s highest governing committee. Of those firms reporting one firm-wide head of the 

women’s initiative, fewer than 25% reported that this person is a member of the firm’s highest 
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governing committee. This proportion is even lower for AmLaw 100 (18) than Second Hundred 

firms (31%).  Not surprisingly, the firm-wide head of the women’s initiative is typically – 

although not uniformly – a member of the firm’s diversity committee.  Of those firms with a 

single firm-wide head of the women’s initiative, 67% report that this person is a member of the 

Diversity Committee.   

There does not appear to be a uniform length of time for someone to serve as head of the 

women’s initiative.  Of the firms with a firm-wide leader of the women’s initiative, the 

overwhelming majority – 93% –  report “no set term” for that position.  

OTHER POLICIES FOR RETENTION OF WOMEN LAWYERS 

To enhance retention of women lawyers, many firms provide programs designed to 

address perceived life-style needs of women lawyers, in particular to address the sense that 

women have family and other impediments to working full-time in time-intensive environments 

like law firms.  Thus, whether under the auspices of their women’s initiatives or through other 

sections of the firm, many firms have implemented programs and practices to retain women 

through periods of their life where full-time work in a firm is not feasible.  

Almost all firms –  95% of large firms – report that they allow flexible work schedules. 

Part-time work schedules are also provided by the overwhelming majority of firms (97%).      

Anti-bias training is provided by 70% of all firms (with AmLaw 100 versus Second 

Hundred differences, 81% versus 56%).11  Participation in anti-bias programs varies.   In a little 

more than half of the firms, all lawyers and staff participate.  In about another quarter of the 

firms, all lawyers participate.  As to the rest of the firms, there is a wide variation in 

participation.  Sometimes participation is limited to those who evaluate associates.  Sometimes 

                                                
11 There are notable regional differences; 100% of responding Western firms have anti-bias training while fewer 
than half of responding Southern firms have anti-bias training.   
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participation is broad, including all lawyers plus managers of administrative staff.  Some firms 

limit training to partners and other senior lawyers, to selected leadership groups, to newly hired 

attorneys, or to other subgroups.  In some firms, training boils down to “anti-harassment” 

training or general “inclusiveness” training, without a focus on gender anti-bias training. And, in 

a number of firms, participation is voluntary not required.   

CONSISTENCY ACROSS OFFICES 

The large majority of AmLaw 100 firms and most Second Hundred firms operate more 

than one office.  We thus inquired whether the women’s initiative operates within the U.S. on a 

firm-wide basis.  Both with respect to funding and design of programs, most firms operate 

office-by-office.   The findings are that:  

• Only about 25% of firms reported that their budget, strategy and activities of the 

women’s initiative are planned on a firm-wide basis.  

• About 2/3 of firms operate in a structure where the budget and strategy for the 

women’s initiative are planned on a firm-wide basis although specific activities are planned 

office-by-office. 

•  The remaining 8% or so of firms report an office-by-office approach, whereby 

each office manages and plans its own budget, strategy and activities for its women’s initiative. 

Just as most firms have some kind of centralized budget process, if not centralized 

programming, a slight majority of firms offer similar programs in all offices.   About 30% of 

firms report that most events sponsored by the women’s initiative are offered firm-wide in all 

offices at about the same time with the same content.  Another 30% report that most events 

sponsored by the women’s initiative are offered firm-wide although the timing and/or content of 

such events vary from office to office.  About 40% of firms report that most events offered by 
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the women’s initiative are planned for each office separately and are not offered firm-wide.  

Thus, even when the large majority of firms have some centralized funding or even event 

planning; events are planned with sensitivity to local office needs.   

A little more than half of firms responded that there is one office where the women’s 

initiative is more active.  Firms with an East Coast main office were much more likely to give 

that response (70%) than firms in other locations.  Typically, there was more than one reason 

given about why one office was more active than others12: 

• The office was the largest (71% of firms).  This is especially the case among East, 

West and Midwest firms that still had a dominant founding office (as opposed to “national” firms 

where there no longer was a clear dominant office).  

• The office housed top management of the firm (about 50% of firms, although this 

proportion is notably lower in National firms (18.2%) and notably higher in East firms (70.8%)). 

•  The office had the most women lawyers, a reason reported by some 60% of firms 

(although this proportion is notably higher in Eastern firms (79.2%)).  

• The office had a particularly interested group of women lawyers, a reason 

reported by about half of firms.  

 

CONCLUSION 

The NAWL Foundation designed this survey to obtain benchmark data about women’s 

initiatives in large law firms. Firms have repeatedly advised us that they are committed to the 

goal of increasing gender equity and they wish to implement concrete steps to assist their women 

lawyers in advancing their careers.  We hope that the data presented here will assist those efforts 

                                                
12 Firms could give more than one reason. 
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by sparking constructive dialogue across the profession on these important topics.  We express 

deep appreciation to all of the firms that participated in the Survey and their willingness to 

entrust us with confidential and sensitive data to facilitate the analyses presented above.  

 

 

Appendix on Survey Methodology 

The Survey was fielded in 2011 and directed to the 200 largest firms in the U.S. as 

reported by The American Lawyer.   Although we recognize that most attorneys in private 

practice work in smaller organizations, we have chosen to focus on the largest firms because they 

are an easily defined sample, include firms from all parts of the U.S., and are viewed as 

benchmarks and bellwethers for the larger profession.   

In advance of fielding the Survey, we contacted all 200 firms to determine first, if the 

firm had a women’s initiative and then, who headed it.  The questionnaire was then sent to the 

person identified as heading the initiative.  Over half of the 200 firms responded to the Survey.   

Except where noted in the report, responding firms did not appear to be different than non-

responding firms in terms of revenue per lawyer and profits per partner.  Responding firms were 

somewhat larger than non-responding firms in terms of gross revenue and net operating income.  

Except where noted, there did not appear to be strong geographic differences. Not all firms 

answered every question, with the questions about funding generating lower responses.  

As is the case with all of the Foundation’s research, we do not publish any individual law 

firm data.  We believe that performing aggregate analyses of the law firm population, rather than 

highlighting individual firm data, is more consistent with the goals of tracking how women are 

doing overall and setting benchmarks.  We also believe that the confidentiality we promise 
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encourages firms to be forthcoming with sensitive information that immeasurably enriches the 

data available for our analysis.   

The analysis was performed by Russell Bittmann and we thank him for his participation.  
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QUESTIONNAIRE 
 
 
 

1. Name of your firm  ______________________________________________________ 
 
 

2. How many offices does your firm have in the U.S.?    Number: _______   
 
 
3. Does your firm have a women's initiative, women’s committee, women’s affinity group or 

some other effort sponsored by the firm which is focused on advancing and/or retaining women 
lawyers at your firm? 

 
____   Yes  ____ No?  If NO, please go to Question 41.   

 
 
FOR THE REMAINDER OF THE QUESTIONNAIRE, we use the term “Women’s Initiative” to 
mean a women’s initiative, women’s committee, women’s affinity group or some other effort sponsored 
by the firm which is focused on advancing and/or retaining women lawyers.   
 

 
4.  What is the formal name of the firm’s Women’s Initiative?      

 
________________________________________________________________ 

 
 

5. In what year did the firm start a Women’s Initiative?   ________   
 
 

6. Over the course of the past year, did the Women’s Initiative provide any of the following for 
women lawyers in the firm?  Please CHECK ALL THAT APPLY: 

 
____ Program focused on business development skills and activities 
 
____ Networking event for women within the firm 
 
____ Networking event for women in the firm and women clients 
 
____ Mentoring program 
 
____ Program for development of legal skills 
 
____ Firm-wide meeting of women partners 
 
____ Leadership training 
 
____ Program for development of “soft” skills, for example, negotiation or navigating 
   successfully within the firm. 
 
____Highlighting specific achievements of women lawyers in the firm. 
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If your firm’s Women’s Initiative offers a program or activity not covered by the items in 
Question 6, please describe:  ________________________________________________ 
 

                     ___________________________________________________________________ 
 
         ___________________________________________________________________         

 
 
7. Whether provided under the auspices of the Women’s Initiative or some other function in the 

firm, does the firm provide any of the following?  Please CHECK ALL THAT APPLY: 
 
____ Flexible work schedules 
 
____ Part-time work schedules 
 
____ Succession planning that includes a focus on gender 
 
____ Monitoring of promotion rates for women lawyers compared to men lawyers 
 
____ Monitoring of work assignments for women lawyers compared to men lawyers 
 
____ Anti-bias training 
     
    If you checked anti-bias training, who participates in the training? 

____  All lawyers and staff 
 
____  All lawyers 
 
____  Partners, only 
 
____  Other (describe) ______________________________________ 

 
 
PLEASE ANSWER QUESTIONS 8 THROUGH 10 ONLY IF YOUR FIRM HAS MORE 
THAN ONE OFFICE WITHIN THE UNITED STATES.  (IF YOUR FIRM HAS ONLY ONE 
U.S. OFFICE, PLEASE GO TO QUESTION 11.) 

 
8. Does the Women’s Initiative operate within the U.S. on a firm-wide basis?  Please respond by 

checking the answer that is most correct.    
 

   ____   The budget, strategy and activities of the Women’s Initiative are  planned on a    
  firm-wide basis.   

 
    ____  The budget and strategy for the Women’s Initiative are planned on a firm-wide                  

  basis although specific activities are planned office-by-office.   
 
    ____  Each office manages and plans its own budget, strategy and activities for its 

 Women’s Initiative.   
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9. In your U.S. offices, are the same events usually offered in all offices?   Please CHECK  THE 
ANSWER THAT IS MOST CORRECT: 
 
____  Most events sponsored by the Women’s Initiative are offered firm-wide in all offices at 

about the same time with the same content.    
 
____  Most events sponsored by the Women’s Initiative are offered firm-wide although the 

timing and/or content of such events vary from office to office.   
 
_____Most events offered by the Women’s Initiative are planned for each office separately and 

are not offered firm-wide. 
    
 IF THE ANWERS TO QUESTIONS 8 AND 9 do not describe how the Women’s Initiative is 
 administered in  your firm, please tell us how it works: 
 
 ________________________________________________________________________ 
 
 
 ________________________________________________________________________ 
     
 

10. Is there one office where the Women’s Initiative is more active?  ___Yes  ___   No      
 If Yes, is that because the more active office is (check all that apply): 
 
 ____    the largest 

 
____    located in the same office as top management of the firm 

 
____    the office with the most women lawyers 

 
 ____     the office with a particularly interested group of women lawyers 

 
 
ALL FIRMS TO ANSWER THE FOLLOWING QUESTIONS 
 
11. Does the Women’s Initiative have a written mission? 
 

___  Yes        ___ No 
  
IF YES, what is the mission?  
 

 ___________________________________________________________ 
 

12. Does the Women’s Initiative identify specific objectives each year?    ___  Yes        ___ No 
 
 
13. Is the Women’s Initiative written into the strategic plan of the firm?    ___  Yes       ___ No 
 
 
14. Is the Women’s Initiative written into the firm’s diversity plan?            ___  Yes       ___ No 
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15. Does the Women’s Initiative report directly on its activities to (CHECK ALL THAT 
APPLY): 

 
 ____ the Managing Partner of the firm?   
 
       ____ the firm’s highest governing committee? 
   
       ____ the Chair of the firm? 
 
 ____ the firm’s Diversity or Inclusion Committee? 

 
 

16. Is the Women’s Initiative evaluated by the firm?  ___  Yes       ____ No 
 If YES, please answer Questions A, B and C: 
 

A. How often is the evaluation? ________________________________ 
 
B. What criteria are used to evaluate the Women’s Initiative (or are there no 

specific criteria)?     
_______________________________________________________ 

 
 _______________________________________________________ 
 
C.    How is the evaluation done? (check most correct answer) 
  
 ___ Informally, not in writing. 
 
 ___ Written report of the year’s activities. 
  
 ____  Written report of the year’s activities with an evaluation of the  

 success in terms of specific goals. 
 

17. Who within the firm participates in activities sponsored by the Women’s Initiative (even if they 
do not always participate in the same event)? 

 
___  Partners only 
 
___  Partners and counsel 

 
____  Partners, counsel and associates (but not staff attorneys) 

 
 ____  All women lawyers in the firm 

 
18. Does the firm employ women staff attorneys?    ___ Yes      _____ No 
 

 
 IF YES, are women staff attorneys invited to the same Women’s Initiative events as  
 women associates?  ___ Yes  ____ No 
 
 

19. Are part-time women lawyers invited to events sponsored by the Women’s Initiative?   
_____ Yes    _____ No 
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20. About what percentage of the women partners who are eligible to participate in the Women’s 

Initiative generally do so? 
 
 ____ Almost all  
 
 ____ More than half 
 
 ____ About half 
 
 ____ Fewer than half 
 
            ____  Fewer than a quarter 

 
21. About what percentage of the women associates who are eligible to participate in the  

Women’s Initiative generally do so? 
 
 ____ Almost all  
 
 ____ More than half 
 
 ____ About half 
 
 ____ Fewer than half 
 
            ____  Fewer than a quarter 
 
 

22. What is the structure of the firm’s Women’s Initiative?  
 Please CHECK ALL THAT APPLY: 

 
 ____   There is one firm-wide head of the Women’s Initiative. 
 
 ____   The firm-wide head of the Women’s Initiative is a lawyer. 
   If you checked this answer, what is her position in the firm: 

Equity partner ________ 
Non-equity partner _______ 
Counsel_________ 
Associate____________ 

 
 ____    The lawyer who heads the Women’s Initiative receives additional compensation 
  for the time she spends on this effort. 
  
 ____    The lawyer who heads the Women’s Initiative receives billable hours “credit” for the 
  time she spends on this effort. 
 
 ____    The lawyer who heads the Women’s Initiative is also expected to conduct  
  business development. 
 
 ____    There are several co-chairs of the firm’s Women’s Initiative, not a   
  single person who heads it firm-wide.   
 
 ____    There is a firm-wide planning committee for the Women’s Initiative.   
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  If you checked this answer, please  answer questions A, B and C:  
 
     A. How many persons serve on the Women’s Initiative   
    committee?  ______ 
 
   B.         The committee has one representative from each    
    office.     ____ Yes     ____ No 
 
    C.       The committee has representatives from each office    
             according to size of office      ____ Yes   _____  No   

 
 _____   There is a separate lawyer who chairs the Women’s Initiative for    
  each office. 

   
 ______  The Women’s Initiative is structured as a separate department in   
      the firm. 
 
 _____   The Women’s Initiative has male member(s).    
  If you checked this answer, please describe the number and role of men:   
  
  __________________________________________________________________ 
 
  __________________________________________________________________ 
 
   

23.  Does the Women’s Initiative have a paid coordinator who plans and                                                     
oversees activities?     _______Yes ______No 

 IF you answered Yes, please answer  questions A, B and C:    
 

A.          The paid coordinator’s job provides for full time                                    
attention to the Women’s Initiative.        

  ____    Yes, about full time    ____ No, closer to half time or less 
 
B.   The paid coordinator is a lawyer although she does not currently 

practice law.           ___  Yes    ____ No    
 
C. The paid coordinator is a lawyer who divides her time between 

coordinating and a part-time law practice.  ____ Yes    ____ No 
 

 
FOR FIRMS THAT HAVE A DESIGNATED FIRM-WIDE HEAD OF THE WOMEN’S 
INITIATIVE, PLEASE ANSWER QUESTIONS 24-27.  (OTHER FIRMS PLEASE GO TO 
QUESTION 28.) 
 

24. How is the firm-wide head of the Women’s Initiative appointed?  Please check the correct 
answer.  
 

_____   She is appointed by the Chair or the Managing Partner of the firm. 
 
_____  She is elected by women partners in the firm. 
 
_____  She is elected by women lawyers in the firm.  
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  ____  She is someone who volunteers to head the Women’s Initiative. 
 
 _____  Other (please describe): _______________________________________________ 

 
 

25.  Is the firm-wide head of the Women’s Initiative a member of the firm’s highest governing 
 committee?   ____ Yes       ___ No 
 
26.  Is the firm-wide head of the Women’s Initiative a member of the firm’s diversity committee?   
 ___ Yes         ___ No 

 
 27.  How long does one person serve as head of the Women’s Initiative? 
 
 _____    For one year 
 
 ______  For two years 
 
 ______ There is no set term  
 
 ______  Other (please describe): ____________________________________________ 

 
 

ALL FIRMS TO ANSWER THE FOLLOWING QUESTIONS 
 

28.  In the past year, has the Women’s Initiative provided any of the following business 
 development activities?   PLEASE check each activity that was provided in the past year: 

 
____ A large group training program to strengthen business development skills.   
         If Yes, how many times in the past year was this type of program presented? ____ 
 
____ Individualized or small group coaching (no more than 12 people) conducted by individuals                                       

in the firm to strengthen business development skills.   
         If Yes, how many times in the past year was this type of program presented? ____  
 
____ Training in business development skills conducted by an organization outside the firm.    
          If Yes, how many times in the past year was this type of program presented? ____ 
 
____  Networking event for clients or potential clients of the firm.    
          If Yes, how many times in the past year was this type of program presented? ____ 
 
____  In-firm program on the subject of business development where clients were invited as     

guests or speakers.    
          If Yes, how many times in the past year was this type of program presented? ____ 
 

 ____  Networking events for women lawyers within the firm.    
          If Yes, how many times in the past year was this type of program presented?  ____ 
 
Has the Women’s Initiative sponsored other types of business development activities not          

listed above?  If yes, please describe the type of activity:   
 _________________________________________________________________ 
        
         __________________________________________________________________ 
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29. Does the firm provide a mentorship program that includes women lawyers,  whether under 
the auspices of the Women’s Initiative or through another function of the firm? 

   
     ____  No, the firm does not provide a mentorship program. (IF NO, GO TO QUESTION 35) 

 
     ____ Yes, the firm provides a mentorship program for women lawyers under the auspices of 
               the Women’s Initiative. 
 
    ____  Yes, the firm provides a mentorship program for women lawyers as part of a more 
     general mentorship program administered by the firm. 
IF YOU ANSWERED YES TO QUESTION 29, PLEASE ANSWER QUESTIONS 30-34. 
(If you answered No to Question 29, please go to Question 35.) 
 

  
30. Which lawyers are eligible to be mentored? (Please check all that apply) 

 
  ____all associates 
 
  ____ women associates 
 
  ____ minority associates 
 
  ____ all counsel 
 
  ____  women counsel 
 
  ____ minority counsel 
 
  ____ all non-equity partners 
 
  ____ women non-equity partners 
 
  ____ minority non-equity partners 
 
  ____ Other (please describe): ____________________________________________ 
 

 
31. What proportion of the mentees in the program are women?  ________% 
 
 
32. Who are the mentors in the program? (Please check all that apply) 

   
____male partners 
 
____female partners 
 
____male counsel 
 
____female counsel 
 
____male associates 
 
____female associates 
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  ____  The mentors in the program are about an equal number of    
            male and female lawyers. 
 

33. Is there a formal evaluation of the mentoring program each year by mentors? 
         ____  Yes  ____  No 
 
34. Is there a formal evaluation of the mentoring program each year by mentees? 
         ____  Yes  ____  No 
    
 
ALL FIRMS PLEASE ANSWER THE FOLLOWING QUESTIONS 
 
35. In the past year, which of the following have been most effective to meet the mission of the 

Women’s Initiative?  (You may check up to 4 items):   
 
 ____ Networking event for women lawyers in the firm 
 
 ____ Networking event for both women lawyers in the firm AND clients 
 
 ____ Program focused on business development skills  
 
 ____ Mentoring program 
 
 ____ Program for development of legal skills 
 
 ____ Firm-wide meeting of women partners 
 
 ____ Leadership training 
 
 ____  Program for development of “soft” skills, for example, negotiation or navigating 

 successfully within the firm. 
 
 ____ Highlighting specific achievements of women lawyers in the firm 
 
 ____  Flexible work schedules 
 
 ____ Part-time work schedules 
 
 ____ Anti-bias training 
 
 ____ Succession planning 
 
 ____ Monitoring promotion rates for women lawyers compared to men lawyers 
 
 ____  Monitoring work assignments for women lawyers compared to men lawyers 
 
 _____OTHER (Please describe): ____________________________________ 
 
      
36. What do you think is the most effective aspect of your firm’s Women’s Initiative? 
 
 _______________________________________________________________________ 
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37. What has been the most disappointing aspect of your firm’s Women’s Initiative? 
 
 ________________________________________________________________________ 
 
 
38. If you were to change one aspect of your firm’s Women’s Initiative what would that be?  
 
       ________________________________________________________________________ 
 
 
39. Does the Women’s Initiative have a formal budget?  ____ Yes   ____ No 
 
       IF YES, what is the dollar amount of the annual budget? $___________ 
 
 
40. Is the firm’s marketing department involved in events conducted by the Women’s Initiative?   
 ____ Yes   ____ No 
 IF YES, what does the marketing department do?  Please check all that apply: 
 
 _____ Issues invitations  
 
 _____ Designs event materials 
 
 ____  Organizes events  
 
 _____Other (please explain) _______________________________________________ 
 

 
IF YOU WISH TO ELABORATE ON ANY ANSWER IN THE SURVEY AND THERE WAS 
NOT ROOM TO DO SO ABOVE,  or you wish to comment on any aspect of the survey, please 
do so here:  
 

     ______________________________________________________________________________    
 
     ______________________________________________________________________________ 
 
     ______________________________________________________________________________ 
 
 

41.      Please PRINT the name of a contact person in case we have a follow up question: 
 
Name  __________________________________       Telephone: _____________________ 
 
Email: __________________________ 

 
 
THANK YOU FOR RESPONDING.  WE WILL BE SURE TO SEND YOU A COPY OF THE 
SURVEY REPORT, EXPECTED TO BE PUBLISHED IN FALL 2011.   
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