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AGENDA FOR TODAY
• Bias in the legal profession
• Preventing bias in the legal profession
• Preventing bias by promoting diversity in
the legal profession
• Best practices and model legal departments

BIAS IN THE LEGAL
PROFESSION

Bias and the Practice of Law
• CA Rule of Professional Conduct 2-400
– (B) In the management or operation of a law practice, a
member shall not unlawfully discriminate or knowingly
permit unlawful discrimination on the basis of race,
national origin, sex, sexual orientation, religion, age
or disability in:
(1) hiring, promoting, discharging, or otherwise
determining the conditions of employment of any
person; or
(2) accepting or terminating representation of any
client.

History of Gender Bias
• 1875: Wisconsin Chief Justice says that “the
natural law destines and qualifies the female sex
for the bearing and nurture of children of our race
and for the custody of the homes of the world…”
• 1879: First female admitted to practice before U.S.
Supreme Court
• 1944: U.S Supreme Court accepts first female law
clerk (for Justice Douglas)
• 1950: Harvard Law School accepts first female
student

History of Gender Bias
• 1960: Only 3% of attorneys are female
• 1972: Washington and Lee is the last law school
to accept female students
• 1981: Sandra Day O’Connor is first female Justice
appointed to U.S. Supreme Court
• 1993: Janet Reno becomes first female U.S.
Attorney General
• 1996: ABA elects first female president

Justice O’Connor

• Top graduate of Stanford Law School in
1952
• A large California firm offered her only a
secretarial position
• She refused the job and instead took a job as
a deputy county attorney

Justice Ginsburg
• Top graduate of Columbia Law School in
1959
• She did not receive a job offer from any
New York law firm
• Some law firms said she should apply to
work as a secretary

Justice Kagan
• In 1986 graduated first in class at Harvard
Law School
• In 1988 became law clerk for Justice
Marshall
• In 2003 named first female Dean of Harvard
Law School
• In 2009 named first female Solicitor
General

Gender Bias Study
• 73% of female attorneys reported gender bias in legal
workplaces as a major or moderate problem
– The two examples of gender bias women agreed occurred most:
• 70% - comments are made about the physical appearance or apparel of
female attorneys when no such comments are made about male
attorneys
• 69% - asked if they are attorneys when male attorneys are not

• 61% of women somewhat or strongly disagreed that they
are able to advance as far as male attorneys in the legal
profession
• 67% of female respondents perceived there was less gender
bias against women today than over the preceding five
years

Gender Bias Today
• Women comprise:
– 54% of population
• 47% of law students
• 31% of all lawyers

– 46% of law firm associates
• 20% of law firm partners
• 15% of equity law firm partners

– 31% of corporate attorneys
• 20% of Fortune 500 General Counsel

– 27% of federal & state judgeships

Gender Bias In
G.E. Legal Department?
• In-house counsel Lorene Schaefer filed gender
discrimination class action lawsuit
– Worked in legal department for 13 years – including 8 years
handling employment and labor issues
– Promoted to GC of Transportation Division in 2005 (1 of 7
GCs at GE) until demoted in April 2007
– Claimed that more than 1,000 female lawyers and executives
have been subject to “systemic, companywide discriminatory
treatment” – including lower pay and fewer promotions
– Claimed that number of women in top two levels (officer &
senior executive) has remained stagnant for the past 5 yrs
– Named GC Brackett Denniston as individual defendant
– Sought $500 million in damages for the class
– Lawsuit settled in February 2009 / Schaefer no longer w/ GE

In-House vs. Law Firm
• Do women have more success in law departments
than at law firms?
– “A most-hours-wins system tends to disadvantage women
because it favors law firm partners who have a specific
family form that most male law firm partners, but few
women law firm partners, have: the “two-person career.”
A lawyer with a two-person career has the advantage of a
spouse who takes care of most, or all, of the lawyer's
nonwork responsibilities, from waiting for the cable
repairman to picking up the dry cleaning to caring for
children and elders.”
– MCCA Report (June 2010)

History of Racial Bias
• 1865: First African-American admitted to practice before U.S.
Supreme Court
• 1868: Harvard Law School accepts first African-American student
• 1948: U.S. Supreme Court accepts first African-American law clerk
(for Justice Frankfurter)
• 1961: Reynaldo Guerra Garza is first Hispanic-American to be
appointed to the Federal Bench (Southern District of Texas)
• 1967: Thurgood Marshall is first African-American Justice appointed
to U.S. Supreme Court
• 1971: Herbert Young Cho Choy is first Asian-American (KoreanAmerican) to be appointed to the Federal Bench (9th Circuit)
• 1994: Billy Michael Burrage is first Native-American to be appointed
to the Federal Bench (District of Oklahoma)
• 2002: ABA elects first African-American president

Justice Marshall

• He was the grandson of a slave
• Denied admission to the University of
Maryland Law School because he was
African-American
• Attended Howard University Law School
and graduated first in his class in 1933

Justice Sotomayor
• In 1978, Firm of Shaw, Pittman, Potts &
Trowbridge suggested during recruiting
dinner she was at Yale only as a result of
affirmative action
– Formal complaint filed with law school
– Firm’s apology in December of 1978 made
news in the Washington Post

• In 1991, first Hispanic federal judge in New
York / first Hispanic female judge in U.S.

Racial Bias Study
• 77% of minority attorneys reported racial bias in legal
workplaces as a major or moderate problem
• 63% of minority attorneys believe current law school
graduates of color do not have the same opportunity
for employment in legal community as Caucasian
graduates
• 31% of minority attorneys reported they have been
denied employment, equal pay, benefits, promotion, or
another employment related opportunity within the
past five years

ABA Report: Minority Women
• Missing out on desirable assignments
–
–
–
–

44% =
39% =
25% =
2% =

minority women
Caucasian women
minority men
Caucasian men

• Would have liked more and/or better mentoring by senior attorneys or
partners
–
–
–
–

67% =
55% =
52% =
32% =

minority women
Caucasian women
minority men
Caucasian men

• Limited access to client development and relationship opportunities
–
–
–
–

55% =
43% =
24% =
3% =

Caucasian women
minority women
minority men
Caucasian men

Racial Bias Today
• Minorities comprise:
– 30% of population
• 20% of law students
• 10% of all lawyers
–
–
–
–

4% African-American
3.3% Hispanic
2.3% Asian
.2% American Indian

– 20% of law firm associates
• 7% of law firm partners

– 14% of corporate attorneys
• 8% of Fortune 500 General Counsel

Minority General Counsel
• 2012 Fortune 500 Survey of Minority
GCs:
– 47 (9.4 percent) = minorities
•
•
•
•
•

Increase of 4
28 = African American
11= Asian American
6 = Hispanic American
2 = Middle Eastern

Sexual Orientation Bias
• 32% of GLBT attorneys agreed it was safe for GLBT
attorneys to be open about their sexual orientation at work
• 84% of GLBT attorneys reported bias in legal workplaces
as a major or moderate problem
• 70% of GLBT attorneys have hidden their sexual
orientation or identified themselves as heterosexual because
of concern that revealing their orientation might negatively
impact their careers
• 36% of GLBT attorneys believe they have the same chance
of promotion as heterosexual attorneys

Sexual Orientation Bias
• National LGBT Bar Association “Out & Proud
Corporate Counsel Award”
–
–
–
–
–

Prudential
GlaxoSmithKline
Wells Fargo
Shell Oil
Microsoft

Sexual Orientation Bias:
Law Firms
• Human Rights Campaign – Corporate Equality Index
– 2006 = 12 law firms earned top rating of 100%
– 2012 = 55 law firms earned top rating of 100%
• Written non-discrimination policy covering sexual orientation &
transgender
• Offer inclusive health insurance, bereavement and family leave
policies to employees with same-sex partners
• Offer diversity training
• Have LGBT employee groups
• Engage in appropriate and respectful advertising to the LGBT
community
• Contribute to LGBT community organizations
• Decline to engage in any activities that would undermine the goal of
equal rights for lesbian, gay, bisexual, and transgender people

Age Bias In
Philip Morris Legal Department?
• 2007 – D’Arcy Quinn filed age discrimination lawsuit
–
–
–
–
–

–
–
–
–

In 2000, joined the company as counsel for anticounterfeiting matters
In 2003, promoted to director of brand integrity unit for Europe
Described as an “exemplary” employee in performance reviews
In 2005, after turning 50, told by senior management that he should
be “moving on” and that he no longer fit the “right profile”
In 2006, protested managers’ announcement that they would fire two
nonlegal members of the brand integrity group who were in their late
50’s and replace them with individuals in their 30’s because they
wanted “fresh young talent”
Soon after Quinn’s protest, management began to retaliate against
him by downgrading his performance reviews
In 2007, company told Quinn that he was being fired for
performance-related reasons
In 2008, Court rejected Philip Morris’ motions to dismiss
In 2012, parties settled lawsuit

Disability Bias Study
• 66% of disabled attorneys considered bias against
attorneys with disabilities in legal workplaces to be a
major or moderate problem
• 72% of disabled attorneys reported their employers
have made reasonable accommodations
• 27% of disabled attorneys reported they have been
denied employment, equal pay, benefits, promotion, or
another employment-related opportunity within the
past five years because of their disabilities

Disability Bias
• 2011 Report
– 19% of Americans have a disability
– 6% of attorneys reported having a disability
– 3.4% of law students requested accommodation for a
disability
– 7.6% lower employment rate

• ABA Commission on Disability Law explains:
– Disability is not viewed as an issue of diversity and
is not promoted as aggressively as issues with
women and minorities
– Stigmas attached to being disabled may discourage
attorneys from reporting their disabilities

Disability Bias:
A Pledge for Change
• “As legal employers, chief legal officers,
hiring partners, and hiring personnel, we
hereby affirm our commitment to diversity,
including diversity regarding individuals
with mental, physical, and sensory
disabilities in the legal profession.”
– www.abanet.org/disability/pledge

PREVENTING BIAS IN THE
LEGAL PROFESSION

Preventing Bias:
Understand Barriers
• “Like me” syndrome
• Stereotypes
• Negative perception by those who feel
threatened by EEO practices
• Ignorance of laws
• Outright prejudice

Preventing Bias:
Commitment by Management
•
•
•
•

Anti-bias policies
Training & education
Mentoring programs
Work-life balance

Preventing Bias:
Anti-bias Policies
•
•
•
•
•
•
•

Create & enforce anti-bias policies
Respond to complaints
Encourage use of employee hotline
Audit employment decisions
Conduct investigations
Take remedial actions
Follow-up on remedial measures

Preventing Bias:
Training & Education
• CA Law
– After January 1, 2006, employer covered by this section
shall provide sexual harassment training / education to
each supervisory employee once every two years
– Supervisory employees outside CA must be trained as
long as they directly supervise CA employees
– e-learning, both by webinars and by self-study methods,
is permissible

Preventing Bias:
Mentoring
• Formal mentoring
– Appoint someone to provide oversight to a mentoring
program
– Provide written guidelines / training / support
– Clearly spell out goals and expectations
– Expose mentees to successful women and minority
lawyers
– Impact lawyers at the earliest possibly entry
– Uphold confidentiality

Preventing Bias:
Mentoring
• Informal mentoring
– Workplace socialization
• Build a sense of connection to the organization

– Skills building
• Help develop competency to practice law

– Confidence building
• Serve as role model / emotional support

– Career advancement
• Advice on career options / advocacy for promotion

Preventing Bias:
Mentoring
• Obstacles to mentoring for women / minority lawyers
– Scarcity of women and minority lawyers in management and
partnership positions
– Economic pressures that permit little time or reward for
mentoring
– Male lawyers’ reluctance to enter mentoring relationships
with women and minorities because certain false assumptions
or negative stereotypes cloud their judgment
– Exclusion of women and attorneys of color from informal
workplace networks that are the springboards for mentoring
opportunities

Preventing Bias:
Mentoring
• General Mills’ Co-Mentoring Pilot Program
• Pairs minority and female director-level and above
employees with the top management of company
• Designed to promote a cross-functional, two-way
learning exchange and dialogue between the two
partners, who serve as both mentor and mentee
within the relationship
• Generates a broader awareness of gender and racial
issues at the most senior levels of the company

Preventing Bias:
Mentoring
• General Motors’ Mentoring Program
– Works with select law firms to identify promising
women and minority associates
– Matches associates with GM’s in-house attorney
mentors
– GM mentor works closely with firm to facilitate
associate development so that the mentee work for GM
fits into an overall firm development plan
– Goal is to develop lead attorneys that reflect the diverse
communities in which GM does business
– Ensure that GM’s external business success translates to
internal firm success

Preventing Bias:
Work-Life Balance
• Lawyers have the highest rate of depression of any
profession
• Between 20% and 25% of lawyers suffer from stress so
severe it impairs their practice
• 75% of attorneys would not want their kids to follow in
their footsteps
• 71% of graduates from the nation’s top five law schools
reported experiencing serious conflict between their work
and their personal lives
• 70% of lawyers in their 20s and 30s would be willing to
take lower salaries in exchange for more free time

Preventing Bias:
Work-Life Balance
• Impact on women
– 81% of all women in America have children
– 95% of American mothers work fewer than 50
hours per week year-round
– 75% of women graduates from top ten law
schools cited commitment to family and
personal life as a key barrier to the advancement
of women
– 66% of women leave law firm within 5 years

Preventing Bias:
Work-Life Balance
• Impact on minorities
– Caring for elderly relatives
•
•
•
•

Asians = 42%
Hispanics = 34%
African Americans = 28%
Caucasians = 19%

– Asians and Hispanics feel more guilt about the
level of care they provide, although they
provide more care than other groups.

Preventing Bias:
Work-Life Balance
• Impact on “millennials” (born after 1980)
– “Used to balancing many activities such as teams,
friends, and philanthropic activities, millennials want
flexibility in scheduling and a life away from work.”
– “They expect constant stimulation at work, and they
want constant feedback…and want to be able to give
feedback as much as they want to receive feedback.”
– “Millennials are the most connected generation in
history and will network right out of their current
workplace if these needs are not met.”

Preventing Bias:
Work-Life Balance
• Flextime among criteria for Wal-Mart’s
evaluation of law firms
– “We've found that even those firms that have
flextime policies, they haven't communicated to
attorneys in the firm that it's OK to use them
without fear or shame.”
– AGC Joe West

PREVENTING BIAS BY PROMOTING
DIVERSITY IN THE LEGAL DEPARTMENT

Promoting Diversity
• Background on diversity
• Promoting diversity in the legal profession
• Promoting diversity in corporate legal
departments
• Promoting diversity in law firms

Defining Diversity
• “In its broadest context, diversity is defined as recognizing,
appreciating, valuing, and utilizing the unique talents and
contributions of all individuals regardless of age, career
experience, color, communication style, culture, disability,
educational level or background, employee status, ethnicity,
family status, function, gender, language, management
style, marital status, national origin, organizational level,
parental status, physical appearance, race, regional origin,
religion, sexual orientation, thinking style, speed of
learning and comprehension, etc.”
• Society for Human Resource Management

Why Promote Diversity?
• Good for business
– Diverse attorneys bring valuable attributes to their organizations

• Bring in talent
– What makes a successful attorney is not immediately discernable
from a resume, transcript or twenty-minute interview

• Maintain talent
– Creating a diverse environment can help prevent turnover / reduce
recruiting expenses

• Reduce legal risk
– Failing in diversity can mean more workplace lawsuits

• Enhance reputation
– Inclusive organization can mean greater reputation and, therefore,
competitive edge

Promoting Diversity:
In Legal Departments
• Do companies believe in diversity?
– 30% reported having some type of diversity and inclusion
program
• 14% of departments with two to five attorneys reported
having a diversity program
• 87% of departments with more than 75 attorneys reported
having a diversity program

Promoting Diversity:
In Legal Departments
• Who is responsible for diversity?
–
–
–
–
–

General Counsel
Assistant General Counsel / Deputy General Counsel
Diversity Officer or Chair
Human Resources Director
Compliance Officer

Promoting Diversity:
In Law Firms
• ACC: A Statement of Principle (1999)
– As the Chief Legal Officers of the companies listed, we wish to express to
the law firms which represent us our strong commitment to the goal of
diversity in the workplace. Our companies conduct business throughout
the United States and around the world, and we value highly the
perspectives and varied experiences which are found only in a diverse
workplace. Our companies recognize that diversity makes for a broader,
richer environment which produces more creative thinking and solutions.
Thus, we believe that promoting diversity is essential to the success of our
respective businesses. It is also the right thing to do.
– We expect the law firms which represent our companies to work actively to
promote diversity within their workplace. In making our respective
decisions concerning selection of outside counsel, we will give significant
weight to a firm's commitment and progress in this area.

Promoting Diversity:
In Law Firms
• ACC: A Call To Action (2004)
– “…we pledge that we will make decisions regarding which law firms
represent our companies based in significant part on the diversity
performance of the firms. We intend to look for opportunities for firms we
regularly use which positively distinguish themselves in this area. We
further intend to end or limit our relationships with firms whose
performance consistently evidences a lack of meaningful interest in
being diverse.”
– Roderick A. Palmore, Esq. – Founder, “Call to Action”

– Over 100 GCs of Fortune 500 companies have signed
– www.cloCallToAction.com

Promoting Diversity:
In Law Firms
• Leadership Council on Legal Diversity (2009)
– New organization of chief legal officers and law firm
managing partners dedicated to improving diversity in the
legal profession
– “The members of the LCLD believe that having diverse
talent is a critical element to having the best talent. We also
recognize and respect the work of other like-minded
organizations committed to achieving a more diverse
profession, and we intend to work with them to make our
goals a reality.”
• www.lcldnet.org

Promoting Diversity:
In Law Firms
• Results of corporate pressure
– Large departments (75 or more) track billable hours
•
•
•
•

53% for minority attorneys
50% for women attorneys
18% for LGBT attorneys
11% for disabled attorneys

– Change in relationship
• 8% of all legal departments reported that they changed their
relationship with a law firm based on the diversity metrics or
efforts of the firm

Promoting Diversity:
Strategies for Inclusion
“Diversity is inviting people to the dance.
Inclusion is asking them to dance.”
-- Joe West, CEO of MCCA

BEST PRACTICES &
MODEL LEGAL DEPTS

10 Best Practices for
Corporate Law Departments
1. General Counsel is committed to diversity
•
•

Demonstrates dedication through ongoing support and
evaluation of internal and external diversity efforts
“For legal departments, the commitment of the
general counsel is essential. It is clear that the higher
up in the organization the commitment to diversity,
the more pervasive it becomes throughout the
organization.”

10 Best Practices for
Corporate Law Departments
2. Interpret diversity very broadly
•

Include not only race and gender, but also
ethnicity/national origin, age group, sexual preference,
veteran status, disabilities, parental status, lifestyle,
and educational background

10 Best Practices for
Corporate Law Departments
3. Metrics to measure progress
•
•

•

Plan is implemented by a diversity committee or task force
comprised of members of the department
“Majority of law departments interviewed have developed
some form of written ‘diversity action plan’ that includes
diversity initiatives, goals, and metrics in key areas, such as
staffing and outside spending”
“People who work in the legal field like structure and
formality…They believe you are serious about it and more
committed to it if you have it in writing. You also hold
yourself more accountable if you have a written strategy and
set written metrics.” (GC Gap, Inc.)

10 Best Practices for
Corporate Law Departments
4. Innovative recruiting techniques
•
•
•
•

Announce all open positions – via Internet / oncampus
Require internal / external recruiters to present diverse
candidates
Establish policies for handling applications and
standardize the interview process
Ask women and minorities in the department to play
active roles

10 Best Practices for
Corporate Law Departments
5. Focused retention efforts to reduce attrition
•
•
•

Establish formal mentorship programs
Provide networks of communication through
committees / periodic meetings
Create an environment in which people want to stay
•
•
•
•

Feel secure and accepted
Included as part of the team
Have others like them in leadership positions as role models
Have mentors who are interested in their success

10 Best Practices for
Corporate Law Departments
6. Key promotion and career development
opportunities
•
•
•
•
•
•

Review / formalize promotion plan
Effective evaluation and promotion processes
Formal management training / development program
Increase opportunities for career development through
rotational job assignments
Announce all promotional opportunities
Include those involved with equal employment
opportunities (EEO) in all promotional processes

10 Best Practices for
Corporate Law Departments
7. Tie compensation to diversity objectives
•
•

Percentage of compensation tied directly to
diversity objectives and measurable results
Microsoft pays bonuses for outside counsel
diversity – to both the firms / senior in-house
attorneys who work with them

10 Best Practices for
Corporate Law Departments
8. Influence diversity in outside law firms
•
•
•

By requesting and measuring diverse counsel
representation on legal matters
By developing preferred partner relationships based in
part on diversity progress of outside firms
“Measuring diversity of outside law firms was one of
the most notable changes found in the latest research.
Many legal departments view their dollars spent with
outside firms as a major way to increase legal work
done by minorities and women.”

10 Best Practices for
Corporate Law Departments
9. Sponsor / invest in “pipeline” programs
•
•
•
•
•

Programs aimed at helping develop the career path for
a greater number of diverse attorneys
Partner with selected law schools
Establish summer intern programs
Establish multicultural and achievement scholarships
Participate with local high schools (e.g., Career Day
functions)

10 Best Practices for
Corporate Law Departments
10. Network with other organizations that share
the company’s diversity values
•
•

•

Minority bar associations and diverse business groups
Way to advance the diversity principles of the law
department and cultivate a network of diverse lawyers
for future internal hiring or outside counsel retention
“Many of those interviewed encourage staff not to just
join, but to also become active members. Many noted
that specific staff held leadership roles in these
organizations and help direct the diversity initiatives
of the organizations.”

American Airlines
Legal Department
• “Employer of Choice” Award – MCCA
– Out of 31 lawyers, 10 are women / 8 are minorities / 4 are openly
gay
– In the past 5 years, women and minority lawyers have won a
majority of the department’s promotions

• Promotes diversity in outside counsel
– Spent $2.3 million on legal services from minority/women-owned
vendors – up from $1.2 million in prior years

• Runs mentoring program for minority law students in TX
– Offers summer internships

“We’ve made it abundantly clear that we welcome all
people…having a diverse legal staff sends the right message.”
(GC Gary Kennedy)

Sony Electronics
Legal Department
• “Employer of Choice” Award – MCCA
– Significant percentage of managing attorneys / staff attorneys are women
and minorities
– More than half of lawyers at Tokyo HQ are women

• Starts at the top
– Chairman of Sony Corporate focused on diversity
– Corporate Director of Diversity coordinates company-wide diversity
efforts
– Legal Dept management works closely with the Corporate Director of
Diversity - member of company’s umbrella diversity affinity group
– Legal Dept conducts a bi-annual survey to promote firms that make
diversity a priority
“Diversity was a priority from the moment I joined Sony. I inherited a
legacy from former general counsel Frank Lesher that was very
successful, and I built upon the great foundation he laid for diversity.”
(Former GC Michael Williams)

Resources for
Corporate Legal Departments
• Association of Corporate Counsel (ACC)
– Corporate Legal Diversity Pipeline Program
– www.acca.com

• Minority Corporate Counsel Association
(MCCA)
– In-House Resources
– www.mcca.com

• American Bar Association (ABA)
– Member Services
– www.abanet.org

THANK YOU!
“The legal system can force open doors,
and, sometimes, even knock down walls.
But it cannot build bridges. That job
belongs to you and me.”
-- Justice Thurgood Marshall
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Many female attorneys would answer that question with a resounding yes and remind their male, and female, counterparts that the
"old boys club" bias in the legal sector remains, despite the significant and obvious advances in the legal profession that have resulted
in a more level playing field. Unfortunately, the statistics measuring gender disparity in the legal profession demonstrate that these
female attorneys may be correct in perceiving that the "club" exists in full force. This should be surprising given that today females
have attained some of the ultimate and most revered positions in the law. One can look no further then the United States Supreme
Court to see the shards of a shattered glass ceiling around the feet of Justices Sotomayor and Kagan. Indeed, in Connecticut, a
female chief justice, the Honorable Chase Rogers, leads the State Supreme Court. Yet the gender gap still exists even though law
school graduation rates of males and females have nearly equaled and the number of male and female firstyear associates at law
firms has grown closer together. Despite that, the number of female attorneys in proportion to the number of male attorneys becomes
less and less as attorneys progress in their careers.
How do we explain this gender gap, and in particular how some females break the ceiling while others continue to gaze at it from
underneath. What happens to female attorneys as they progress in their careers? Although this article does not supply definitive
answers as to why female attorneys are succeeding in disproportionate numbers, it attempts to continue the discussion so that the
profession can answer this question and implement a strategy for narrowing the gap.
Women's Entry into the Legal Profession
Before we look to the present, let us be reminded of our past and specifically the days when law schools barred women from
attending. Women first attended law school in the mid1800s. The first woman to receive a law degree was Ada Kepley in 1870.
Robert Stevens, "Law School" (1983). After her admission, a handful of law schools started to admit women; however, the state and
federal bar denied admission and prevented women from practicing law. Thus began the historic struggle to gain the right to practice
law. The journey toward gender equality in the legal profession continued over the next hundred years, as more law schools opened
their doors to women.
Women attorneys and law graduates remained in the clear minority until the last 25 years. In the 1960s only 2.7% of all lawyers were
women. The next thirty years marked a steady increase in the numbers of women who graduated from law school. After the passage
of Title IX in the 1970s, amidst the rush of feminist advocacy, females slowly began overcoming the significant gender disparity. In
1970, just over 6% of the graduating class of law schools were women. An article from the Hartford Courant announcing the 1971 law
school graduates reported that 109 seniors received the Juris Doctor degree "including 8 women." Ten years later, it became less
necessary to highlight the woman law graduates because beginning in the 1980s and through the 1990s, the number of females
enrolled in law school and the number of females entering the legal profession increased dramatically. By 1993, the number of
females enrolled in law school peaked at 50.4%. Catalyst,Catalyst Quick Take: Women in Law in the U.S., New York: Catalyst, 2012.
As expected, the number of females in the legal profession increased. Consequently, the ratio of male to female firstyear associates
became more even as well. One would expect that the increased numbers of women entering the legal profession should produce a
marked rise in women attaining and holding prominent positions at law firms. Unfortunately, the statistics tell a different story.
The Gender Gap as It Exists Today
As Justice Ruth Bader Ginsburg once noted, "Women hold up half the sky. And they will do so in our Courts. They need no favors.
They need only equal respect for their talent and equal sharing by men of the job of bringing up the next generation." Ginsburg: Court
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needs another woman, Joan Biskupic, USA Today (May 5, 2009). Despite Justice Ginsburg's simple remedy, the goal of equality
between genders in leadership positions in the legal profession remains unfulfilled.
Although there are nearly equal numbers of male and female law school graduates as well as nearly equal numbers of summer and
first year associates, there continues to be drastically unequal numbers when it comes to equity partners and managing partners.
According to the American Bar Association's February 2013 report, A Current Glance at Women in the Law, compiled by the ABA
Commission on Women in the Profession, female attorneys are losing ground as they progress in their careers. This report found that
women in private practice only make up 19.5% of the partners, 15% of the equity partners and 4% of the managing partners at the
200 largest law firms. In 2012, this same study reported that women made up 5% of the managing partners at the 200 largest law
firms, showing a loss of 1% in one year. The other figures were unchanged.
Another national survey found that the number of women partners and associates declined from 2010 to 2012. National Association of
Women Lawyers and the NAWL Foundation, Report of the Sixth Annual National Survey on Retention and Promotion of Women in
Law Firms (October 2012). This report contains a comprehensive evaluation of the status of female attorneys in AmLaw's 200 firms in
the areas of leadership positions and compensation. The NAWL survey results show that over time, women are exiting law firms
more than their male counterparts. If they are exiting firms in such disproportionate numbers, it is of little surprise women have not
gained ground in leadership positions. The survey found that women not only exit from the AmLaw 200 firms "early and over time" but
they hold only 20% of the positions at the firm's governance committee. (NAWL Survey p 5). Women equity partners also earn less
then the men but the disparity in income was not explained by the differences in "billable hours, total hours, or books of business."
What is alarming about this survey is that women begin to fall behind at the associate level, indicating a problem advancing in the
profession right out of the gate. The first indication of falling behind is the compensation structure. While the base compensation for
associates is roughly equal, men earn more in bonuses than women do. The survey offered no data to explain the difference in pay,
other than to suggest it might be the result of fewer billable hours. That said the difference in billable hours between men and woman
was not striking. In fact, the data collected showed that men billed about 50 hours more then women per year?. There was also the
consideration of nonbillable hours for marketing, networking and pro bono work. The data revealed that the nonbillable time for
women was slightly higher then the men. The survey suggested that the billable time disparity might be explained by the assignment
of work to the associates. Thus, it posed the question: was billable work being evenly distributed between men and women
associates? There is no answer for that, except to examine how the gender disparity occurs.
Possible Causes for the Gender Divergence
There is much speculation in our community over what causes the gender gap. Perhaps there are systemic reasons inherent in the
typical structure of the law firm that inhibit the advancement of female attorneys in the profession. One obstacle could be the lack of
female "power players" in the wellconnected old boys club. On the other hand, maybe the reason lies in the traditional view of leaving
one's career to start a family. Although these may be plausible explanations, it remains unclear why females have narrowed the gap
between their male counterparts in law schools and as associates, but have failed to do so at the partner or other leadership levels.
Facebook CEO Sheryl Sandberg theorized that men succeed because they are more wellliked. In her Ted talk, she stated:
[T]he fact that as men get more successful, they're more wellliked, and as women are more successful, they're liked
less. It's a problem on two levels. Hardworking women are perceived as bitchy and difficult to work with, which stands in
the way of promotions and professional success. Second, women – who are socially groomed to be accommodating and
nice – undermine their own success by putting likeability ahead of ambition.
Sandberg refers to this notion as the likeability gap. All of which, "creates a perfect storm for women to leave (or be pushed out of)
highpaying legal jobs, while men are fasttracked to success." Jill Filipovic, Justice Ginsburg's Distant Dream of an AllFemale
Supreme Court, The Guardian, Nov. 30 2012. It is becoming increasingly difficult for females to break the barrier into leadership roles,
not for lack of trying, but because the other half of the population is consistently given a leg up.
Maybe the disparity is created, in part, because women leave the profession to start a family, while men typically do not and therefore
stay in the job long enough to climb higher on the ladder. Men also make more then woman, so many couples decide to forego the
lower paying job when deciding which spouse will stay home. Flipovic noted that about half the male attorneys have spouses that do
not work outside the home. Id. That means these men can concentrate on their career because someone at home is taking care of
housekeeping, childcare and everything else that goes into running a home. In contrast married women attorneys have spouses who
also work full time outside the home. It follows that they would have less time to devote to career advancing activities, such as
networking and marketing.
According to the NAWL Survey, when women stayed in their jobs, many shifted to a nonpartner track, or a "staff attorney" position
within the firm. The survey noted that staff attorney positions were not only on the rise, but also mostly occupied by women.
Interestingly, more women then men held this type of position. A staff attorney is a nonpartnership track position and therefore does
little to promote the advancement of woman into prominent positions within the law firm. As a nonpartner track position, it offers
flexibility and low pressure, two elements that might be ideal for a working parent looking for a better work/life balance, unavailable to
those without a stay at home spouse.
Another theory is that there is a lack of mentoring for young female attorneys. Flipovic's article also points out that male attorneys are
mentored more effectively and consistently then female attorneys. If female associates are not being mentored by partners, that may
explain their lack of advancement on par with their male counterparts. Mentoring is an important part of the young attorney's
development. It not only provides a platform for building the skill set that transforms associates into partners, it also opens doors for
professional advancement. Who among us does not have a mentor or role model that shaped our career and taught us how to be a
good lawyer. One clear explanation for a lack of mentoring is that there are fewer female attorneys available to mentor other females
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or even to serve as a role model. The women partners who are best suited for mentoring young female associates are likely stretched
very thin because of career and personal obligations. If the male partners are not mentoring females, this lack of mentoring may lead
the young female attorney to leave the firm.
Despite the evidence of female attrition at the upper echelon levels of law firms, the NAWL survey notes one piece of good news.
There is not much of a gender gap in the numbers of nonequity partners. Moreover, the women are only earning 2% less than men in
this position. Much like at the associate level, woman are billing slightly less then men, but have about the same number of non
billable hours. However,, there is still no clear explanation how the pay gap closes from the associate level to the nonequity partner
level. We could surmise that the female partner has overcome some of the reasons for female attrition, such as starting a family, to
reach this level.
If the number of female nonequity partners is on par with men, then what happens that prevents these women from reaching equity
status? It is widely recognized that equity partnership is the top of the career ladder for attorneys in private practice. However, the
statistics clearly show that only 15% of the equity partners are women. This figure has not changed in the 7 years NAWL has
conducted this survey. The surveys undertaken by both NAWL and the ABA have not accumulated any data that explains this
discrepancy. The explanation may simply be chalked up to the classic chicken and egg problem. Until there are a significant number
of women in high positions in the legal profession, the connections needed to attain such positions will likely remain in the hands of
the entrenched male establishment.
What Can We Do Close the Gap?
Despite the gender gap in the legal profession, law firms and legal businesses recognize this issue as a problem in today's workforce
and take steps to address it head on. DRI, and other industry leaders, hold seminars and workshops that discuss the causes of
gender disparity and provide initiatives to promote women in leadership roles. We are all aware of the women's networking lunches,
seminars and workshops designed to teach us the latest and greatest techniques for closing this gap. While each of these events is
pivotal to maintaining a public and industry forum to continue the promotion of women in leadership roles, we should all look for our
own internal options and creative solutions to this problem.
As a threshold matter, firms should examine their own internal composition to determine if and to what extent a gender gap exists.
Assuming there is some gender disparity, which is more likely than not given the statics cited in this article, here are some
suggestions to close the gender gap and improve retention of talented female attorneys in your firm.
Form a firm diversity committee to examine the role of woman lawyers at all levels. These committees provide a forum for
discussion of gender issues that should lead to solutions and help the firm retain their female talent. At the very least, this
should foster open communication and dialogue about gender issues in the firm.
Make a concerted effort to mentor female associates. Firms should promote and develop a policy to ensure that the dynamic
partners in your firm are mentoring the female associates. There should be a formal mentoring program to provide technical
training and foster career advancement.
Hold or promote genderneutral networking and marketing events, or make such events genderinclusive. For example, golf
tournaments are traditionally male dominated events. While many women do play golf, it remains a traditionally male dominated
networking activity. Make the game inclusive with golf lessons and gender balanced foursomes. On a personal note, a former
senior partner introduced me to the game with a set of clubs and lessons.
Analyze the worklife balance for all attorneys in the firm. Examine the firm's family leave policy to determine if it impedes
women from retuning to full time work and the need for alternative work arrangements that provide working parents with
flexibility. Consider hosting family friendly business networking or marketing events.
Send a dynamic female attorney to a leadership seminar. She is certain to bring back viable options and tools to help your firm
become a leader in gender equality within the industry.
Conclusion
While there is ample evidence that the gender disparity remains alive and well in the legal profession, there are solutions and a desire
to close the gap. Based on statistical trends, it is clear that female attorneys are not succeeding in proportionate numbers to their
male counterparts. Despite efforts to achieve gender equality at all levels of the legal profession, it certainly appears that female
attorneys are losing the ground. Consequently, there are two questions that deserve our attention: (1) why are females backsliding in
the legal profession and (2) what does this trend mean for the legal profession as a whole? Although there are no clear answers,
reflecting on these questions and implementing some of these suggestions, can help us empower change for diversity across genders
in law firms.
Angeline N. Ioannou
Goldberg Segalla
Hartford, Connecticut
aioannou@goldbergsegalla.com
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A Snapshot of Women in the Law in the Year 2000
A Snapshot of Women in the Law in the Year 2000 provides an overview of the status of women in all
sectors of the legal profession. Using the most current statistics on women in the law, it provides a
clear assessment of where women lawyers stand as we enter the new millennium.
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Circuit Courts (Court of
Appeals)
State Courts of Last Resort

164 current seats - 15 vacancies

42

25.6%

348

98

28.2%

International Trade Courts

8 current seats -1 vacancy

3

37.5%

Alliance for Justice Judicial Selection Database: Demographic Overview of the Federal Judiciary, as of
10/19/05.
http://www.afj.org/judicial/judicial_selection_resources/selection_database/byCourtRaceGender.asp

Women in the ABA
Total

Women

% Women

Membership

407,244

135,612

33.3%

Board of
Governors
Section/Division
Chairs
Committee
Chairs

36

10

27%

28

8

28.6%

75

22

29.3%

American Bar Association Marketing and Membership (as of August 2005)

Women presidents of the ABA:
• Roberta Cooper Ramo (1995 - 1996)
• Martha W. Barnett (2000 - 2001)
Women chairs of the House of Delegates:
• Martha W. Barnett (1994 -1996)
• Karen J. Mathis (2000 - 2002)

3

A Current Glance at Women in the Law 2005

For more details, see the ABA Commission on Women’s Goal IX Report at
http://www.abanet.org/women/2005GoalIX.pdf.
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A Current Glance at Women
in the Law 2006

Women in the Legal Profession

Women 30.2%

Total Lawyers
1,116,967

1

National Lawyer Population by State 2006. American Bar Association Marketing Research Department.
Bureau of Labor Statistics, “Employed persons by detailed occupation, sex, race, and Hispanic or Latino
ethnicity” 2005. http://www.bls.gov/cps/cpsaat11.pdf
2

Practice Settings
60.0%

56.0%

50.0%
40.0%
30.0%

Women

20.0%

10.0%

11.9%

12.8%
6.1%

10.0%

1.7%

0.0%
Private
Practice

Business

Government

Judicial
Clerkships

Public
Interest

Academia

Jobs & JD’s: Employment and Salaries of New Law Graduates-Class of 2004. National Association of
Law Placement.

Women in Private Practice
17.3% of Partners

47.9% of Summer Associates

44.1% of Associates

Women and Attorneys of Color at Law Firms - 2005. National Association for Law Placement, November
2005. http://www.nalp.org/press/details.php?id=57

Women in Corporations
Fortune 500 General Counsel

Women 16.6%

Men

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

15%

1%

.2%

O%

MCCA 2006 Fortune 500 General Counsel Survey, as of May 2006.
* MCCA was unable to confirm the race of 2 women

Fortune 1000 General Counsel

Women 15.7%

Men

MCCA 2006 Fortune 1000 General Counsel Survey, as of May 2006.

2

Women in Law Schools
100%
22,582
(46.9%)

80%

66,613
(47.5%)

20,804
(48.8%)

60%

Women

40%

Men
25,550

73,685

21,869

1st Year Enrollment - 3

Total J. D. Enrollment - 3

J.D.'s Awarded - 4

20%
0%

3

Legal Education Statistics Enrollment 2005-2006. American Bar Association Section of Legal Education
and Admissions to the Bar. http://www.abanet.org/legaled/statistics/charts/stats%20-%206.pdf
4
Legal Education Statistics Enrollment 2004-2005. American Bar Association Section of Legal Education
and Admissions to the Bar. http://www.abanet.org/legaled/statistics/charts/jdandllbdegrees.pdf

Law School Administration
100%
90%
80%
70%
60%
50%
40%
30%
20%
10%
0%

46
(20.4%)

254
(45.5%)

2,158
(69.4%)

179
304
952
Deans

Associates/Vice Deans
Men

Assistant Deans/Directors

Women

Law School Staff by Gender and ethnicity 2002-2005. American Bar Association Section of Legal
Education and Admissions to the Bar.
http://www.abanet.org/legaled/statistics/charts/facultyinformationbygender.pdf

5,000

4,636

4,000
3,000

2,536
(35.4%)

3,211
Men
1,157
(26.5%)

2,000

Women
686

1,000

521
(43.2%)

0
All Faculty

Tenured

Tenure - Track

Law School Staff by Gender and ethnicity 2002-2005. American Bar Association Section of Legal
Education and Admissions to the Bar.
http://www.abanet.org/legaled/statistics/charts/facultyinformationbygender.pdf
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Women in the Judiciary
Type of Court

Total # of Seats

Women

% Women

District Court Judges5

682 current seats – 32 vacancies

159

23.3%

Circuit Courts (Court of
Appeals)5

178 current seats - 16 vacancies

42

23.6%

9 current seats

3

33.3%

9

1

11.1%

State Courts of Last
Resort6

349

102

29.2%

Female Chief Justice6

53

17

32.1%

International Trade5
United States Supreme
Court

5

Alliance for Justice Judicial Selection Database: Demographic Overview of the Federal Judiciary, as of
6/2/2006.
http://www.afj.org/judicial/judicial_selection_resources/selection_database/byCourtRaceGender.asp
6
Judicial Selection and Retention Membership on State Courts of Last Resort, by Sex. September, 2006.
National Center for State Courts. http://www.ncsconline.org/WC/Publications/KIS_JudSelCOLRsex.pdf.
Note: The state courts of last resort include the Oklahoma Court of Criminal Appeals and the Texas
Court of Criminal Appeals.

U.S. Supreme Court Law Clerks
Percentages of Female Clerks Since 1990

Source: Supreme Court, as reported in Women Suddenly Scarce Among Justices’ Clerks. Linda
Greenhouse. August 30, 2006. New York Times

4

The Justices and Percentages of Female Clerks Since 2000
Breyer
Ginsburg O’Connor Stevens Thomas Souter
46%

46%

44%

39%

Rehnquist

Roberts

Alito

Kennedy

Scalia

28%

22%

13%

11%

7%

54%

36%

Women Suddenly Scarce Among Justices’ Clerks. Linda Greenhouse. August 30, 2006. New York
Times

Weekly Salary Men vs. Women Lawyers
$2,000
$1,500
Men

$1,000

Women

$500
$0

2002

2003

2004

2005

Men

$1,547

$1,610

$1,710

$1,748

Women

$1,073

$1,237

$1,255

$1,354

Women lawyers’ weekly salary as a percentage of male lawyers’ salary:
69.4%

|

76.8%

|

73.4%

|

77.5%

Bureau of Labor Statistics, “Median weekly earnings of full-time wage and salary workers by selected
characteristics,” http://www.bls.gov/cps/cpsaat39.pdf for 2005 and previous years

Women in the ABA
Total

Women

% Women

382,948

114,244

29.8%

Board of Governors

37

10

27%

Section/Division
Chairs

28

8

28.6%

Committee Chairs

75

22

29.3%

Membership

American Bar Association Marketing and Membership (as of May 2006)
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Women presidents of the ABA:




Roberta Cooper Ramo (1995 - 1996)
Martha W. Barnett (2000 - 2001)
Karen J. Mathis (2006-2007)

Women chairs of the House of Delegates:




Martha W. Barnett (1994 -1996)
Karen J. Mathis (2000 - 2002)
Laurel G. Bellows (2006-2007)

First woman member of the ABA:


Mary Florence Lathrop; Denver, CO (1918)

For more details, see the ABA Commission on Women’s Goal IX Report at
http://www.abanet.org/women/goal_nine_report.pdf.
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A Current Glance at
Women in the Law 2007
Women in the Legal Profession

Women 30.1%

Total Lawyers
1,143,358

2007 National Lawyer Population by State. American Bar Association Marketing
Research Department.

Women in Private Practice
17.9% of Partners

46.7% of Summer Associates

44.3% of Associates

Women and Minorities at Law Firms - 2006. National Association for Law Placement, November 2005.
www.nalp.org/content/index.php?pid=448

Women in Corporations
Fortune 1000 General Counsel

Women 15.7%

Men

MCCA 2006 Fortune 1000 General Counsel Survey, as of May 2006.
www.mcca.com/index.cfm?fuseaction=page.viewpage&pageid=1207

Fortune 500 General Counsel

Women 16.6%

Men

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

15%

1%

.2%

O%

MCCA 2006 Fortune 500 General Counsel Survey, as of May 2006. * MCCA was unable to confirm the race
of 2 women. www.mcca.com/index.cfm?fuseaction=page.viewpage&pageid=1207

Women in Law Schools
100%
80%

22,615
(46.2%)

66,085
(46.9%)

21,074
(48.1%)

60%

Women

40%

Men

20%

26,322

74,946

22,809

1st Year Enrollment - 1

Total J. D. Enrollment - 1

J.D.'s Awarded - 2

0%

1

Enrollment and Degrees Awarded, 2006-2007. American Bar Association Section of Legal Education
and Admissions to the Bar. www.abanet.org/legaled/statistics/charts/stats%20-%201.pdf
2
J.D. and LL.B. Degrees Awarded, 2005-2006. American Bar Association Section of Legal Education and
Admissions to the Bar. www.abanet.org/legaled/statistics/charts/stats%20-%207.pdf

Law School Administration
100%
80%

47
(20.8%)

272
(45.6%)

60%
40%

2,229
(69.2%)

179
325

20%

994

0%
Deans

Associates/Vice Deans
Men

2

Women

Assistant Deans/Directors

Law School Staff by Gender and Ethnicity 2006-2007. American Bar Association Section of Legal
Education and Admissions to the Bar.
www.abanet.org/legaled/statistics/charts/facultyinformationbygender.pdf
6,000
5,000

4,773

4,000

2,694
(36.1%)

3,000

3,209

Men
1,190
(27.1%)

2,000
1,000

Women
741

587
(44.2%)

0
All Full-Time Faculty

Full-Time Tenured

Full-Time Tenure - Track

Law School Staff by Gender and Ethnicity 2006-2007 ABA Section of Legal Education and Admissions to
the Bar. www.abanet.org/legaled/statistics/charts/facultyinformationbygender.pdf

Women in the Judiciary
Type of Court

Total # of Seats

Women

% Women

District Court Judges1

675 current seats – 33 vacancies

162

24.0%

Total Circuit Courts1

167 current seats – 13 vacancies

42

25.1%

International Trade1

9 current seats

3

33.3%

9

1

11.1%

State Courts of Last
Resort2

349

106

30.4%

Female Chief Justice2

53

19

35.8%

United States Supreme
Court

1

Alliance for Justice Judicial Selection Database: Demographic Overview of the Federal Judiciary, as of
9/7/2007. www.judicialselectionproject.org/demographics.asp
2
Judicial Selection and Retention Membership on State Courts of Last Resort, by Sex. July, 2007.
National Center for State Courts. www.ncsconline.org/WC/Publications/KIS_JudSelCOLRsex.pdf. Note:
The state courts of last resort include the Oklahoma Court of Criminal Appeals and the Texas Court of
Criminal Appeals.
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U.S. Supreme Court Law Clerks
Percentages of Female Clerks Since 1990

Source: Supreme Court, as reported in Women Suddenly Scarce Among Justices’ Clerks. Linda
Greenhouse. August 30, 2006. New York Times

The Justices and Percentages of Female Clerks Since 2000
Breyer
Ginsburg O’Connor Stevens Thomas Souter
46%

46%

44%

39%

Rehnquist

Roberts

Alito

Kennedy

Scalia

28%

22%

13%

11%

7%

54%

36%

Women Suddenly Scarce Among Justices’ Clerks. Linda Greenhouse. August 30, 2006. New York
Times

Weekly Salary Men vs. Women Lawyers
$2,000
$1,500
Men

$1,000

Women

$500
$0

2002

2003

2004

2005

2006

Men

$1,547

$1,610

$1,710

$1,748

$1,891

Women

$1,073

$1,237

$1,255

$1,354

$1,333

Women lawyers’ weekly salary as a percentage of male lawyers’ salary:
69.4%

|

76.8%

|

73.4%

|

77.5%

|

70.5%

Bureau of Labor Statistics, “Median weekly earnings of full-time wage and salary workers by selected
characteristics,” for 2006 and previous years. www.bls.gov/cps/cpsaat39.pdf
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Women in the ABA

Membership1
Board of Governors2
Section/Division Chairs,
2007-2008
Total Presidential
Appointments, 2007-2008
Committee Chair
Appointments, 2007-2008

Total

Women

% Women

383,737

124,986

32.6%

38

14

36.8%

28

8

28.6%

705

275

39.0%

81

25

30.8%

1

American Bar Association Marketing and Membership (as of September 30, 2007)

2

American Bar Association www.abanet.org/leadership/board/home.html

Women presidents of the ABA:
•
•
•

Roberta Cooper Ramo (1995 - 1996)
Martha W. Barnett (2000 - 2001)
Karen J. Mathis (2006-2007)

Women chairs of the House of Delegates:
•
•
•

Martha W. Barnett (1994 -1996)
Karen J. Mathis (2000 - 2002)
Laurel G. Bellows (2006-2007)

Treasurer-Elect
• Alice E. Richmond (2007-2008)
First woman member of the ABA:
•

Mary Florence Lathrop; Denver, CO (1918)

For more details, see the ABA Commission on Women’s Goal IX Report at
www.abanet.org/women/goalix.html.
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A Current Glance at Women
in the Law 2008

Women in the Legal Profession

Wom en 31.6%
Total Law yers
1,162,124

2008 National Lawyer Population by State. American Bar Association Market Research Department.

Women in Private Practice

18.3% of Partners
45.6% of Summer
Associates

45.1% of Associates

Minority Women Still Underrepresented in Law Firm Partnership Ranks — Change in Diversity of Law
Firm Leadership Very Slow Overall. National Association for Law Placement, November 2007.
http://www.nalp.org/press/details.php?id=72

Women in Corporations
Fortune 500 General Counsel
Women 18.4%

Men

2008

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

90.1%

4.4%

2.2%

2%

Fortune 501-1000 General Counsel
Women 15.6%

Men

2008

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

92.3%

3.8%

2.5%

1.2%

MCCA 2008 Survey of Fortune 500 Women General Counsel, as of May 2008. *One woman in the
Fortune 501-1000 declined to offer her race/ethnicity.
http://www.mcca.com/index.cfm?fuseaction=page.viewpage&pageid=1766

Women in Law Schools
100%
80%

23,218
(47.3%)

66,196
(46.7%)

20,669
(47.5%)

60%
40%
20%

Women
25,864
(52.7%)

75,523
(53.3%)

1st Yr Enrollment - 1

Total J. D. Enrollmt - 1

22,849
(52.5%)

Men

0%

1

J.D.'s Awarded - 2

Enrollment and Degrees Awarded, 2007-2008. American Bar Association Section of Legal Education
and Admissions to the Bar. http://www.abanet.org/legaled/statistics/charts/stats%20-%201.pdf
2
J.D. and LL.B. Degrees Awarded, 2006-2007. American Bar Association Section of Legal Education and
Admissions to the Bar. http://www.abanet.org/legaled/statistics/charts/stats%20-%207.pdf

2

Law School Administration
100%
80%

39
(19.8%)

275
(46.2%)

60%
40%

158
(80.2%)

320
(53.8%)

20%

312
(66.5%)

157
(33.5%)

0%
Deans

Associate/Vice/Deputy Deans
Men

Assistant Deans

Women

Association of American Law Schools, Statistical Report of Law Faculty 2007-2008.
http://www.aals.org/statistics/2008dlt/gender.html

Women in the Judiciary
Type of Court

Total # of Seats

Women

% Women

District Court Judges1

680 current seats – 31 vacancies

167

24.6%

Total Circuit Courts1

167 current seats – 11 vacancies

45

26.9%

International Trade1

9 current seats

3

33.3%

9

1

11.1%

349

106

30.4%

53

19

35.8%

United States Supreme
Court
State Courts of Last
Resort2
Female Chief Justice2
1

Alliance for Justice Judicial Selection Database: Demographic Overview of the Federal Judiciary, as of
10/8/08. http://www.judicialselectionproject.org/demographics.asp
2
Judicial Selection and Retention Membership on State Courts of Last Resort, by Sex. July, 2008.
National Center for State Courts. http://www.ncsconline.org/WC/Publications/KIS_JudSelCOLRsex.pdf.
Note: The state courts of last resort include the Oklahoma Court of Criminal Appeals and the Texas
Court of Criminal Appeals.

3

Weekly Salary Men vs. Women Lawyers
$2,000
$1,500
Men
Women

$1,000
$500
$0

2002

2003

2004

2005

2006

2007

Men

$1,547

$1,610

$1,710

$1,748

$1,891

$1,783

Women

$1,073

$1,237

$1,255

$1,354

$1,333

$1,381

Women lawyers’ weekly salary as a percentage of male lawyers’ salary:
69.4%

|

76.8%

|

73.4%

|

77.5%

|

70.5%

|

77.5%

Bureau of Labor Statistics, “Median weekly earnings of full-time wage and salary workers by selected
characteristics,” for 2006 and previous years. http://www.bls.gov/cps/cpsaat39.pdf

Women in the ABA

Membership1
Board of Governors2
Section/Division Chairs,
2007-2008
Total Presidential
Appointments, 2007-2008
Committee Chair
Appointments, 2007-2008

1

Total

Women

% Women

411,480

140,393

34.1%

40

14

35.0%

28

9

32.1%

705

275

39.0%

81

25

30.9%

American Bar Association Marketing and Membership (represents lawyer, associate, and student
as of September 30, 2007).
American Bar Association, http://www.abanet.org/leadership/board/home.html

members
2

Women presidents of the ABA:
•
•
•

Roberta Cooper Ramo (1995 - 1996)
Martha W. Barnett (2000 - 2001)
Karen J. Mathis (2006 - 2007)

President-Elect
•

Carolyn B. Lamm (2008 - 2009)

4

Women chairs of the House of Delegates:
•
•
•

Martha W. Barnett (1994 -1996)
Karen J. Mathis (2000 - 2002)
Laurel G. Bellows (2006 - 2008)

Treasurer
• Alice E. Richmond (2008-2009)
First woman member of the ABA:
•

Mary Florence Lathrop; Denver, CO (1918)

For more information on women’s advancement into leadership positions in the ABA,
see the ABA Commission on Women’s Goal III (Formerly Goal IX) Report Card at
www.abanet.org/women/goaliii.html.

ABA Commission on Women in the Profession
American Bar Association
321 N. Clark Street
Chicago, IL 60654
312-988-5715
abacwp1@abanet.org
www.abanet.org/women
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A Current Glance at Women
in the Law 2009
(November 13, 2009)

Women in the Legal Profession

Women 31.0%

Total Lawyers
1,180,386

2009 National Lawyer Population by State. American Bar Association Market Research Department.

Women in Private Practice

46.6% of Summer
Associates

19.2% of Partners

45.7% of Associates

Law Firm Diversity Demographics Show Little Change, Despite Economic Downturn. National
Association for Law Placement, October 2009.
www.nalp.org/uploads/PressReleases/09NALPWomenMinoritiesRel.pdf

Women in Corporations
Fortune 500 General Counsel
Women 15.0%

Men 85.0%

2009

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

88.2%

7.1%

2.4%

1.2%

Fortune 501-1000 General Counsel
Women 15.2%

Men

2008

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

89.4%

5.3%

2.6%

1.3%

MCCA 2009 Survey of Fortune 500 Women General Counsel, as of July/August 2009. *One woman in
the Fortune 500 and one in the 501-1000 declined to offer her race/ethnicity.
www.mcca.com/index.cfm?fuseaction=page.viewpage&pageid=1931

Women in Law Schools
100%
80%
60%

20,537
(47.1%)

23,407
(47.4%)

66,968
(46.9%)

26,007
(52.6%)

75,954
(53.1%)

1st Yr Enrollment - 1

Total J. D. Enrollmt - 1

Women

40%
20%

23,051
(52.9%)

Men

0%

1

J.D.'s Aw arded - 2

Enrollment and Degrees Awarded, 2008-2009 Academic Year. American Bar Association Section of
Legal Education and Admissions to the Bar. www.abanet.org/legaled/statistics/charts/stats%20-%201.pdf
2
J.D. and LL.B. Degrees Awarded, 2007-2008 Academic Year. American Bar Association Section of
Legal Education and Admissions to the Bar. www.abanet.org/legaled/statistics/charts/stats%20-%207.pdf

2

Law School Administration
100%
90%

41
(20.6%)
326
(45.7%)

80%
70%

258
(66.2%)

60%
50%
40%

158
(79.4%)

387
(54.3%)

30%

132
(33.8%)

20%
10%
0%
Deans

Associate/Vice/Deputy Deans
Men

Assistant Deans

Women

Statistics provided by the Association of American Law Schools

Women in the Judiciary
Type of Court

Total # of Seats

Women

% Women

District Court Judges1

680 current seats – 25 vacancies

168

24.7%

Total Circuit Courts1

167 current seats – 11 vacancies

45

26.9%

International Trade1

9 current seats

3

33.3%

9

2

22.2%

349

113

32.4%

53

18

34.0%

United States Supreme
Court
State Courts of Last
Resort2
Female Chief Justice2
1

Alliance for Justice Judicial Selection Database: Demographic Overview of the Federal Judiciary, as of
10/20/09. www.judicialselectionproject.org/demographics.asp
2
Statistics provided by National Center for State Courts, Knowledge & Information Services Division,
November, 2009. Note: The state courts of last resort include the Oklahoma Court of Criminal Appeals
and the Texas Court of Criminal Appeals.
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Weekly Salary Men vs. Women Lawyers
$2,000
$1,500
Men
Women

$1,000
$500
$0

2002

2003

2004

2005

2006

2007

2008

$1,547

$1,610

$1,710

$1,748

$1,891

$1,783

$1,875

Women $1,073

$1,237

$1,255

$1,354

$1,333

$1,381

$1,509

Men

Women lawyers’ weekly salary as a percentage of male lawyers’ salary:
69.4%

|

76.8%

|

73.4% | 77.5%

| 70.5% | 77.5%

|

80.5%

Bureau of Labor Statistics, Median weekly earnings of full-time wage and salary workers by detailed
occupation and sex. www.bls.gov/cps/cpsaat39.pdf

Women in the ABA

Membership1
Board of Governors2
Section/Division Chairs,
2009-2010 Bar Year
Total Presidential
Appointments, 2009-2010
Committee Chair
Appointments, 2009-2010

Total

Women

% Women

370,282

123,924

33.5%

38

11

28.9%

28

9

32.1%

760

337

44.3%

77

26

33.8%

1

American Bar Association Marketing and Membership (represents lawyer, associate, and student
members as of October 31, 2009).
2
American Bar Association, www.abanet.org/leadership/board/home.html

Women presidents of the ABA:





Roberta Cooper Ramo (1995 - 1996)
Martha W. Barnett (2000 - 2001)
Karen J. Mathis (2006 - 2007)
Carolyn B. Lamm (2009 - 2010)

4

Women chairs of the House of Delegates:




Martha W. Barnett (1994 -1996)
Karen J. Mathis (2000 - 2002)
Laurel G. Bellows (2006 - 2008)

Treasurer
 Alice E. Richmond (2008-2010)
First woman member of the ABA:


Mary Florence Lathrop; Denver, CO (1918)

For more information on women’s advancement into leadership positions in the ABA,
see the ABA Commission on Women’s Goal III (Formerly Goal IX) Report Card at
www.abanet.org/women/goaliii.html.

ABA Commission on Women in the Profession
American Bar Association
321 N. Clark Street
Chicago, IL 60654
312-988-5715
abacwp1@abanet.org
www.abanet.org/women
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A Current Glance at Women
in the Law 2011
(January 2011)

Women in the Legal Profession
Women 31.0%

Men 69.0%

American Bar Association Market Research Department, November 2010.
Note: 41 states reported gender statistics, representing 56% of the lawyer population.

Women in Private Practice
50.0%

45.4%

47.4%

40.0%
30.0%
20.0%

19.4%
15%

10.0%

Women
6%

0.0%
Partners-1

Equity Partners-2

200 Largest Law Firm

Associates-4

Summer Associates-5

Managing Partners-3

1. Law Firm Diversity Among Associates Erodes in 2010. National Association for Law Placement,
November 2010. www.nalp.org/uploads/PressReleases/10NALPWomenMinoritiesPressRel.pdf
2. Report of the Fifth Annual National Survey on Retention and Promotion of Women in Law Firms.
National Association of Women Lawyers and The NAWL Foundation. October 2010.
http://nawl.timberlakepublishing.com/files/NAWL%202010%20Final(1).pdf
3. Report of the Fourth Annual National Survey on Retention and Promotion of Women in Law Firms.
National Association of Women Lawyers and The NAWL Foundation. October 2009.
http://nawl.timberlakepublishing.com/files/2009%20Survey%20Report%20FINAL.pdf
4. Law Firm Diversity Among Associates Erodes in 2010. National Association for Law Placement,
November 2010. www.nalp.org/uploads/PressReleases/10NALPWomenMinoritiesPressRel.pdf
5. Id.

Women in Corporations
Fortune 500 General Counsel
Women 18.8%

Men 81.2%

2010

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

87.2%

7.4%

3.2%

2.1%

Fortune 501-1000 General Counsel
Women 16.0%

Men 84.0%

2010

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

91.2%

7.5%

1.2%

1.2%

MCCA 2010 Survey of Fortune 500 Women General Counsel, as of July/August 2010.
www.mcca.com/index.cfm?fuseaction=page.viewPage&pageID=2107
Note that due to rounding, not all numbers will add up to 100%.
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Women in Law Schools
100%
80%

24,305
(47.1%)

68,502
(47.2%)

20,191
(45.9%)
Women

60%
40%
20%

Men

23,813
(54.1%)

27,341
(52.9%)

76,737
(52.8%)

1st Yr Enrollment - 1

Total J. D. Enrollmt - 1

0%
J.D.'s Aw arded - 2

1

Enrollment and Degrees Awarded, 2009-2010 Academic Year. American Bar Association Section of
Legal Education and Admissions to the Bar. www.abanet.org/legaled/statistics/charts/stats%20-%201.pdf
2
J.D. and LL.B. Degrees Awarded, 2008-2009 Academic Year. American Bar Association Section of
Legal Education and Admissions to the Bar. www.abanet.org/legaled/statistics/charts/stats%20-%207.pdf

Law School Administration
100%
90%

41
(20.6%)
326
(45.7%)

80%
70%

258
(66.2%)

60%
50%
40%

158
(79.4%)

387
(54.3%)

30%

132
(33.8%)

20%
10%
0%
Deans

Associate/Vice/Deputy Deans
Men

Assistant Deans

Women

2008-2009 AALS Statistical Report on Law Faculty. Association of American Law Schools
www.aals.org/statistics/2009dlt/titles.html

Judicial Clerks*
Percent of Clerkships
Obtained By:

All
Clerkships

Federal
Clerkships

State
Clerkships

Local
Clerkships

Men

49.0%

54.3%

45.2%

45.7%

Women

51.0%

45.6%

54.8%

54.3%

* Note that these results are from the Class of 2009.
A Demographic Profile of Judicial Clerks – Patterns of Disproportionality. NALP Bulletin, November 2010.
www.nalp.org/nov2010_demog_clerkships
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Women in the Judiciary
Representation of United States Federal Court Women Judges
Type of Court
United States Supreme
Court
Circuit Court of
Appeals1
Federal Court Judges
in the U.S.2

Total # of Seats

Women

% of
Women

9

3

33.3%

179 seats/20 vacancies

48

30.2%

1,832

409

22.3%

1. Circuit Court of Appeals: Race/Gender Data. June 14, 2010.
www.afj.org/judicial-selection/race_gender_data.html
2. Women in Federal and State-Level Judgeships. A Report of the Center for Women in Government &
Civil Society, Rockefeller College of Public Affairs & Policy, University at Albany, State University of New
York. Spring 2010. www.albany.edu/womeningov/judgeships_report_final_web.pdf

Representation of United States State Court Women Judges
Type of Court

Total # of Seats

Women

% of
Women

359

111

31%

935

294

31%

10,654

2,557

24%

5,160

1,559

30%

17,108

4,521

26%

State Final Appellate
Jurisdiction Courts
State Intermediate
Appellate Jurisdiction
Courts
State General
Jurisdiction Courts
State Limited and
Special Jurisdiction
Courts
All State Court Judges
in the U.S.

The American Bench: Judges of the Nation – 2010 Edition, Forster-Long, Inc.
www.nawj.org/us_state_court_statistics_2010.asp

Total Representation of Women - Federal & State Judgeships
Women 26%

Men 74%

Women in Federal and State-Level Judgeships. A Report of the Center for Women in Government & Civil
Society, Rockefeller College of Public Affairs & Policy, University at Albany, State University of New York.
Spring 2010. www.albany.edu/womeningov/judgeships_report_final_web.pdf
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Weekly Salary Men vs. Women Lawyers
$2,500
$2,000
$1,500

Men

$1,000

Women

$500
$0
Men

2002

2003

2004

2005

2006

2007

2008

2009

$1,547 $1,610 $1,710 $1,748 $1,891 $1,783 $1,875 $1,934

Women $1,073 $1,237 $1,255 $1,354 $1,333 $1,381 $1,509 $1,449

Women lawyers’ weekly salary as a percentage of male lawyers’ salary:
69.4%

| 76.8% | 73.4% | 77.5% | 70.5% | 77.5% | 80.5% | 74.9%

2009 Bureau of Labor Statistics, Median weekly earnings of full-time wage and salary workers by detailed
occupation and sex. www.bls.gov/cps/cpsaat39.pdf

Women in the ABA

ABA Lawyer Members
Board of Governors
Section/Division Chairs,
2010-2011 Bar Year
Total Presidential
Appointments, 2010-11
Committee Chair
Appointments, 2010-2011

Total

Women

% Women

321,282

101,666

31.6%

40

14

35.0 %

28

11

39.3%

750

318

42.4%

92

27

29.3%

Goal III Report Card: An Annual Report on Women’s Advancement into Leadership Positions in the
American Bar Association. February 2011.

Women presidents of the ABA:





Roberta Cooper Ramo (1995 - 1996)
Martha W. Barnett (2000 - 2001)
Karen J. Mathis (2006 - 2007)
Carolyn B. Lamm (2009 - 2010)

5

Women chairs of the House of Delegates:





Martha W. Barnett (1994 -1996)
Karen J. Mathis (2000 - 2002)
Laurel G. Bellows (2006 - 2008)
Linda A. Klein (2010-2012)

Secretaries
 Donna C. Willard-Jones (1996-1999)
 Ellen F. Rosenblum (2002-2005)
 Bernice B. Donald (2008-2011)
 Cara Lee T. Neville (2011-2012)
Treasurer
 Alice E. Richmond (2008-2011)
First woman member of the ABA:


Mary Florence Lathrop; Denver, CO (1918)

For more information on women’s advancement into leadership positions in the ABA,
see the ABA Commission on Women’s Goal III (Formerly Goal IX) Report Card at
www.abanet.org/women/goaliii.html.

ABA Commission on Women in the Profession
American Bar Association
321 N. Clark Street
Chicago, IL 60654
312-988-5715
abacwp1@americanbar.org
www.americanbar.org/women
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A Current Glance at
Women in the Law
(September 2012)

Women in the Legal Profession
Women 33%

Men 67%

American Bar Association Market Research Department, April 2012
Note: 44 states, representing 59% of the lawyer population, reported gender statistics.

Women in Private Practice
5 0.0%
4 5.0%

45.4%

47.7 %

4 0.0%
3 5.0%
3 0.0%

19.5%

2 5.0%

1 5%

2 0.0%

Women

5%

1 5.0%
1 0.0%
5.0%
0.0%
Partners -1

E quity Partners-2

200 Largest Law Firm
Managing Partne rs-3

1

As sociates-4

Summer Associates-5

Law Firm Diversity Wobbles: Minority Numbers Bounce Back While Women Associates Extend TwoYear Decline. National Association for Law Placement, November 2011.
www.nalp.org/uploads/PressReleases/2011WomenandMinoritiesPressRelease.pdf
2
Report of the Sixth Annual National Survey on Retention and Promotion of Women in Law Firms.
National Association of Women Lawyers and NAWL Foundation, November 2011.
www.nawl.org/content.asp?pl=310&sl=345&contentid=345
3
Report of the Sixth Annual National Survey on Retention and Promotion of Women in Law Firms.
National Association of Women Lawyers and NAWL Foundation, November 2011.
www.nawl.org/content.asp?pl=310&sl=345&contentid=345
4
Law Firm Diversity Wobbles: Minority Numbers Bounce Back While Women Associates Extend TwoYear Decline. National Association for Law Placement, November 2011.
www.nalp.org/uploads/PressReleases/2011WomenandMinoritiesPressRelease.pdf
5
Law Firm Diversity Wobbles: Minority Numbers Bounce Back While Women Associates Extend TwoYear Decline. National Association for Law Placement, November 2011.
www.nalp.org/uploads/PressReleases/2011WomenandMinoritiesPressRelease.pdf
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Women in Corporations
Fortune 500 General Counsel

Women 20.2%

Men 79.8%

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

Middle Eastern

85.1%

8.9%

3%

2%

1%

Fortune 501-1000 General Counsel

Women 16.4%

Men 83.6%

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

Middle Eastern

93.9%

3.7%

2.4%

0%

0%

MCCA Annual Survey of Fortune 500 Women General Counsel Tracks Diversity Progress at the Top.
MCCA Minority Corporate Counsel, September/October 2011.
http://content.yudu.com/A1twvq/DivTheBarSepOct2011/resources/index.htm
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Women in Law Schools
100%
80%

22,798
(46.8%)

68,262
(46.7%)

21,043
(47.3%)
Women

60%
40%
20%

Men

23,452
(52.7%)

25,899
(53.2%)

78,026
(53.3%)

1st Yr Enrollment - 1

Total J. D. Enrollmt - 1

0%
J.D.'s Awarded - 2

1

Enrollment and Degrees Awarded, 2011-2012 Academic Year. American Bar Association Section of
Legal Education and Admissions to the Bar.
www.americanbar.org/content/dam/aba/administrative/legal_education_and_admissions_to_the_bar/stati
stics/enrollment_degrees_awarded.pdf
2
J.D. and LL.B. Degrees Awarded, 2010-2011 Academic Year. American Bar Association Section of
Legal Education and Admissions to the Bar.
www.americanbar.org/content/dam/aba/administrative/legal_education_and_admissions_to_the_bar/stati
stics/jd_llb_degrees_awarded.pdf

Law School Administration
100%
90%

41
(20.6%)
326
(45.7%)

80%
70%

258
(66.2%)

60%
50%
40%

158
(79.4%)

30%

387
(54.3%)

132
(33.8%)

20%
10%
0%
Deans

Associate/Vice/Deputy Deans
Men

Assistant Deans

Women

AALS Statistical Report on Law Faculty. Association of American Law Schools
www.aals.org/statistics/2009dlt/titles.html (2008-2009)
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Judicial Clerks*
Percent of Clerkships
Obtained By:

All
Clerkships

Federal
Clerkships

State
Clerkships

Local
Clerkships

Men

49.0%

54.3%

45.2%

45.7%

Women

51.0%

45.6%

54.8%

54.3%

* Note that these results are from the Class of 2009.
A Demographic Profile of Judicial Clerks – Patterns of Disproportionality. NALP Bulletin, November 2010.
www.nalp.org/nov2010_demog_clerkships

Women in the Judiciary
Representation of United States Federal Court Women Judges
Type of Court
United States Supreme
Court
Circuit Court of
Appeals1
Federal Court Judges
in the U.S.2

Total # of Seats

Women

% of
Women

9

3

33.3%

165 active

51

30.9%

1,874

451

24.1%

1

Women in the Federal Judiciary: Still a Long Way to Go. National Women’s Law Center, August 2012.
www.nwlc.org/resource/women-federal-judiciary-still-long-way-go-1
2
Women in Federal and State-Level Judgeships: A Report of the Center for Women in Government &
Civil Society, Rockefeller College of Public Affairs & Policy, University at Albany, State University of New
York. Summer 2012. www.albany.edu/womeningov/publications/summer2012_judgeships.pdf

Representation of United States State Court Women Judges
Type of Court
State Final Appellate
Jurisdiction Courts
State Intermediate
Appellate Jurisdiction
Courts
State General
Jurisdiction Courts
State Limited and
Special Jurisdiction
Courts
All State Court Judges
in the U.S.

Total # of Seats

Women

% of
Women

361

116

32%

977

316

32%

11,049

2,768

25%

5,072

1,596

31%

17,489

4,711

27%

National Association of Women Judges. www.nawj.org/us_state_court_statistics_2012.asp
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Total Representation of Women - Federal & State Judgeships

Women 27.1%

Men 73.9%

Women in Federal and State-Level Judgeships: A Report of the Center for Women in Government & Civil
Society, Rockefeller College of Public Affairs & Policy, University at Albany, State University of New York.
Summer 2012. www.albany.edu/womeningov/publications/summer2012_judgeships.pdf

Weekly Salary Men vs. Women Lawyers
$2,500
$2,000
$1,500

Men
Women

$1,000
$500
$0
Men

2004

2005

2006

2007

2008

2009

2010

2011

$1,710 $1,748 $1,891 $1,783 $1,875 $1,934 $1,895 $1,884

Women $1,255 $1,354 $1,333 $1,381 $1,509 $1,449 $1,461 $1,631

Women lawyers’ weekly salary as a percentage of male lawyers’ salary:
| 73.4% | 77.5% | 70.5% | 77.5% | 80.5% | 74.9% | 77.1% | 86.6% |
2011 Bureau of Labor Statistics, Median weekly earnings of full-time wage and salary workers by detailed
occupation and sex. www.bls.gov/cps/cpsaat39.pdf

Women Equity Partners Compensation
Women equity partners in the 200 largest firms earn 86% of the compensation earned by their male
peers.
Report of the Sixth Annual National Survey on Retention and Promotion of Women in Law Firms.
National Association of Women Lawyers and NAWL Foundation, November 2011.
www.nawl.org/content.asp?pl=310&sl=345&contentid=345
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Women in the ABA
ABA Lawyer Members
Board of Governors
Section/Division Chairs,
2011-2012 Bar Year
Total Presidential
Appointments, 2011-2012
Committee Chair
Appointments, 2011-2012

326,412

103,517

31.7%

38

14

36.8 %

28

8

28.6%

751

332

44.2%

91

30

33.0%

Total

Women

% Women

Goal III Report: An Annual Report on Women’s Advancement into Leadership Positions in the American
Bar Association. ABA Commission on Women in the Profession, February 2012.
www.americanbar.org/content/dam/aba/administrative/women/2012_goal3_women.pdf

Women Presidents of the ABA:





Roberta Cooper Ramo (1995 - 1996)
Martha W. Barnett (2000 - 2001)
Karen J. Mathis (2006 - 2007)
Carolyn B. Lamm (2009 - 2010)
Laurel Bellows (2012-2013)






Martha W. Barnett (1994 -1996)
Karen J. Mathis (2000 - 2002)
Laurel G. Bellows (2006 - 2008)
Linda A. Klein (2010-2012)


Women Chairs of the House of Delegates:

Secretaries
 Donna C. Willard-Jones (1996-1999)
 Ellen F. Rosenblum (2002-2005)
 Bernice B. Donald (2008-2011)
 Cara Lee T. Neville (2011-2013)
Treasurer
 Alice E. Richmond (2008-2011)
First Women Members of the ABA:



Mary B. Grossman; Cleveland, OH (1918)
Mary Florence Lathrop; Denver, CO (1918)

For more information on women’s advancement into leadership positions in the ABA,
see the ABA Commission on Women’s Goal III Report at www.ambar.org/goal3women.

American Bar Association - Commission on Women in the Profession
321 N. Clark Street, Chicago, IL 60654
Phone: 312-988-5715  Email: abacwp1@americanbar.org  Website: www.americanbar.org/women
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A Current Glance at
Women in the Law

(January 2013)

Women in the Legal Profession
Women 33.3%

Men 66.7%

American Bar Association Market Research Department, April 2012
Note: 44 states, representing 59% of the lawyer population, reported gender statistics.

Women in Private Practice
50 .0%
45 .0%
40 .0%
35 .0%
30 .0%
25 .0%
20 .0%
15 .0%
10 .0%
5 .0%
0 .0%

4 5.0%

19.9%

46.3%

15 %

Women

4%

Partne rs-1

Equity Pa rtners-2

200 Largest Law Firm
Managing Partne rs-3

1

As sociates-4

Summer As sociates-5

Representation of Women Among Associates Continues to Fall, Even as Minority Associates Make
Gains. National Association for Law Placement, December 2012.
www.nalp.org/uploads/PressReleases/2012WomenandMinoritiesPressRelease.pdf
2
Report of the Seventh Annual National Survey on Retention and Promotion of Women in Law Firms.
National Association of Women Lawyers and NAWL Foundation, October 2012.
http://nawl.timberlakepublishing.com/files/NAWL%202012%20Survey%20Report%20final.pdf
3
Report of the Seventh Annual National Survey on Retention and Promotion of Women in Law Firms.
National Association of Women Lawyers and NAWL Foundation, October 2012.
http://nawl.timberlakepublishing.com/files/NAWL%202012%20Survey%20Report%20final.pdf
4
Representation of Women Among Associates Continues to Fall, Even as Minority Associates Make
Gains. National Association for Law Placement, December 2012.
www.nalp.org/uploads/PressReleases/2012WomenandMinoritiesPressRelease.pdf
5
Representation of Women Among Associates Continues to Fall, Even as Minority Associates Make
Gains. National Association for Law Placement, December 2012.
www.nalp.org/uploads/PressReleases/2012WomenandMinoritiesPressRelease.pdf
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Women in Corporations
Fortune 500 General Counsel

Women 21.6%

Men 78.4%

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

Middle Eastern

83.3%

10.2%

3.7%

1.9%

1%

Fortune 501-1000 General Counsel

Women 15.6%

Men 84.4%

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

Middle Eastern

92.3%

3.8%

2.6%

1.3%

0%

MCCA’s 13th Annual General Counsel Survey: Measuring the Progress of the Nation’s Legal Leaders.
Minority Corporate Counsel Association, September/October 2012.
http://content.yudu.com/A1yfrd/DivTheBarSeptOct2012/resources/index.htm
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Women in Law Schools
100%
80%
60%
40%
20%
0%

22,798
(46.8% )

68,262
(46.7% )

21,043
(47.3% )

25,899
(53.2% )

78,026
(53.3% )

23,452
(52.7% )

1st Yr Enrollment - 1

Total J. D. Enrollmt - 1

J.D.'s Awarded - 2

W omen
Men

1

Enrollment and Degrees Awarded, 2011-2012 Academic Year. American Bar Association Section of
Legal Education and Admissions to the Bar.
www.americanbar.org/content/dam/aba/administrative/legal_education_and_admissions_to_the_bar/stati
stics/enrollment_degrees_awarded.pdf
2
J.D. and LL.B. Degrees Awarded, 2010-2011 Academic Year. American Bar Association Section of
Legal Education and Admissions to the Bar.
www.americanbar.org/content/dam/aba/administrative/legal_education_and_admissions_to_the_bar/
statistics/jd_llb_degrees_awarded.pdf

Women on Law Reviews1
Survey

Top 50 schools ranked by U.S. News & World Report
New York Law School Law Review (NYLS) – all law
schools not ranked in Top 50
Combined sample (Top 50 & NYLS)

Leadership Positions
42%
44%

Editors-in-Chief

43%

29%
32%
31%

1

2011-2012 Law Review Diversity Report. New York Law School Law Review and Ms. JD,
October 2012.
www.nylslawreview.com/wordpress/wp-content/uploads/2012/10/2011-2012-NYLS-Law-Review-DiversityReport.pdf

Law School Administration
100%
90%
80%

41
(20.6%)

70%
60%
50%
40%

158
(79.4%)

30%
20%

326
(45.7%)

258
(66.2%)

387
(54.3%)

132
(33.8%)

10%
0%
Deans

Associate/Vice/Deputy Deans
Men

Assistant Deans

Women

AALS Statistical Report on Law Faculty. Association of American Law Schools
www.aals.org/statistics/2009dlt/titles.html (2008-2009)
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Judicial Clerks*
Percent of Clerkships
Obtained By:

All
Clerkships

Federal
Clerkships

State
Clerkships

Local
Clerkships

Men

49.0%

54.3%

45.2%

45.7%

Women

51.0%

45.6%

54.8%

54.3%

* Note that these results are from the Class of 2009.
A Demographic Profile of Judicial Clerks – Patterns of Disproportionality. NALP Bulletin, November 2010.
www.nalp.org/nov2010_demog_clerkships

Women in the Judiciary
Representation of United States Federal Court Women Judges
Type of Court
United States Supreme
Court
Circuit Court of
Appeals1
Federal Court Judges
in the U.S.2

Total # of Seats

Women

% of
Women

9

3

33.3%

165 active

51

30.9%

1,874

451

24.1%

1

Women in the Federal Judiciary: Still a Long Way to Go. National Women’s Law Center, August 2012.
www.nwlc.org/resource/women-federal-judiciary-still-long-way-go-1
2
Women in Federal and State-Level Judgeships: A Report of the Center for Women in Government &
Civil Society, Rockefeller College of Public Affairs & Policy, University at Albany, State University of New
York. Summer 2012. www.albany.edu/womeningov/publications/summer2012_judgeships.pdf

Representation of United States State Court Women Judges
Type of Court
State Final Appellate
Jurisdiction Courts
State Intermediate
Appellate Jurisdiction
Courts
State General
Jurisdiction Courts
State Limited and
Special Jurisdiction
Courts
All State Court Judges
in the U.S.

Total # of Seats

Women

% of
Women

361

116

32%

977

316

32%

11,049

2,768

25%

5,072

1,596

31%

17,489

4,711

27%

National Association of Women Judges. www.nawj.org/us_state_court_statistics_2012.asp
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Total Representation of Women - Federal & State Judgeships

Women 27.1%

Men 73.9%

Women in Federal and State-Level Judgeships: A Report of the Center for Women in Government & Civil
Society, Rockefeller College of Public Affairs & Policy, University at Albany, State University of New York.
Summer 2012. www.albany.edu/womeningov/publications/summer2012_judgeships.pdf

Weekly Salary Men vs. Women Lawyers
$2,500
$2,000
$1,500

Men
Women

$1,000
$500
$0
Men

2004

2005

2006

2007

2008

2009

2010

2011

$1,710 $1,748 $1,891 $1,783 $1,875 $1,934 $1,895 $1,884

Women $1,255 $1,354 $1,333 $1,381 $1,509 $1,449 $1,461 $1,631
Women lawyers’ weekly salary as a percentage of male lawyers’ salary:
| 73.4% | 77.5% | 70.5% | 77.5% | 80.5% | 74.9% | 77.1% | 86.6% |
2011 Bureau of Labor Statistics, Median weekly earnings of full-time wage and salary workers by detailed
occupation and sex. www.bls.gov/cps/cpsaat39.pdf

Women Equity Partners Compensation
At the median, women equity partners in the 200 largest firms earn 89% of the compensation earned by
their male peers.
Report of the Seventh Annual National Survey on Retention and Promotion of Women in Law Firms.
National Association of Women Lawyers and NAWL Foundation, October 2012.
http://nawl.timberlakepublishing.com/files/NAWL%202012%20Survey%20Report%20final.pdf
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Women in the ABA
ABA Lawyer Members
Board of Governors
Section/Division Chairs,
2012-2013 Bar Year
Total Presidential
Appointments, 2012-2013
Committee Chair
Appointments, 2012-2013

325,902

102,715

31.5%

38

11

28.9%

28

8

28.6%

732

393

53.7%

90

40

44.4%

Total

Women

% Women

Goal III Report: An Annual Report on Women’s Advancement into Leadership Positions in the American
Bar Association. ABA Commission on Women in the Profession, February 2013.
www.ambar.org/Goal3Women

Women Presidents of the ABA:





Roberta Cooper Ramo (1995 - 1996)
Martha W. Barnett (2000 - 2001)
Karen J. Mathis (2006 - 2007)
Carolyn B. Lamm (2009 - 2010)
Laurel Bellows (2012-2013)






Martha W. Barnett (1994 -1996)
Karen J. Mathis (2000 - 2002)
Laurel G. Bellows (2006 - 2008)
Linda A. Klein (2010-2012)




Mary B. Grossman; Cleveland, OH (1918)
Mary Florence Lathrop; Denver, CO (1918)


Women Chairs of the House of Delegates:

Secretaries
 Donna C. Willard-Jones (1996-1999)
 Ellen F. Rosenblum (2002-2005)
 Bernice B. Donald (2008-2011)
 Cara Lee T. Neville (2011-2013)
Treasurer
 Alice E. Richmond (2008-2011)
First Women Members of the ABA:

For more information on women’s advancement into leadership positions in the ABA,
see the ABA Commission on Women’s Goal III Report at www.ambar.org/goal3women.
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Women in the Legal Profession

Women 34.0%

Men 66.0%

American Bar Association Market Research Department, April 2013
Note: 43 states, representing 59% of the lawyer population, reported gender statistics.

Women in Private Practice
50.0%
45.0%
40.0%
35.0%
30.0%
25.0%
20.0%
15.0%
10.0%
5.0%
0.0%

44.8%

20.2%

45.3%

17%

Women

4%

Partners-1

Equity Partners-2

200 Largest Law Firm
Managing Partners-3

1

Associates-4

Summer Associates-5

Representation of Women Associates Falls for Fourth Straight Year as Minority Associates Continue to
Make Gains-Women and Minority Partners Continue to Make Small Gains. National Association for Law
Placement, December 2013.
http://www.nalp.org/uploads/PressReleases/2013WomenMinoritiesPressRelease.pdf
2
Report of the Eighth Annual National Survey on Retention and Promotion of Women in Law Firms.
National Association of Women Lawyers and NAWL Foundation, February 2014.
http://www.nawl.org/p/cm/ld/fid=82#surveys
3
Report of the Seventh Annual National Survey on Retention and Promotion of Women in Law Firms.
National Association of Women Lawyers and NAWL Foundation, October 2012.
http://www.nawl.org/p/cm/ld/fid=82#surveys
4
Representation of Women Associates Falls for Fourth Straight Year as Minority Associates Continue to
Make Gains-Women and Minority Partners Continue to Make Small Gains. National Association for Law
Placement, December 2013
http://www.nalp.org/uploads/PressReleases/2013WomenMinoritiesPressRelease.pdf
5
Representation of Women Associates Falls for Fourth Straight Year as Minority Associates Continue to
Make Gains-Women and Minority Partners Continue to Make Small Gains. National Association for Law
Placement, December 2013
http://www.nalp.org/uploads/PressReleases/2013WomenMinoritiesPressRelease.pdf
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Women in Corporations
Fortune 500 General Counsel

Women 21.0%
Men 79.0%

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

Middle Eastern

81.9%

10.5%

5.7%

1.9%

0%

Fortune 501-1000 General Counsel

Women 16.8%

Men 83.2%

Caucasian

African American

Hispanic

Asian American/
Pacific Islander

Middle Eastern

91.7%

7.1%

1.2%

0%

0%

th

MCCA’s 14 Annual General Counsel Survey: The Continuing Climb: Diverse GCs Power Up. Minority
Corporate Counsel Association, September/October 2013.
http://content.yudu.com/A2cmbh/DivTheBarSepOct2013/resources/1.htm
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Women in Law Schools
100%
90%
80%
70%

21,252
(47.8%)

65,387
(47.0%)

23,229
(52.2%)

73,668
(53.0%)

1st Yr Enrollmt - 1

Total J.D. Enrollmt - 1

21,043
(47.3%)

60%
50%
40%
30%
20%

23,452
(52.7%)

10%
0%

Men

J.D.s Awarded - 2

Women

1

Enrollment and Degrees Awarded, 2012-2013 Academic Year. American Bar Association Section of Legal
Education and Admissions to the Bar.
www.americanbar.org/content/dam/aba/administrative/legal_education_and_admissions_to_the_bar/statistics/e
nrollment_degrees_awarded.pdf
2
J.D. and LL.B. Degrees Awarded, 2010-2011 Academic Year. American Bar Association Section of Legal
Education and Admissions to the Bar.
www.americanbar.org/content/dam/aba/administrative/legal_education_and_admissions_to_the_bar/
statistics/jd_llb_degrees_awarded.pdf

Women on Law Reviews1
Survey

Leadership Positions

Top 50 schools ranked by U.S. News & World Report
New York Law School Law Review (NYLS) – all law
schools not ranked in Top 50
Combined sample (Top 50 & NYLS)

Editors-in-Chief

46%
56%

38%
51%

54%

49%

1

2012-2013 Law Review Diversity Report. New York Law School Law Review and Ms. JD,
December 2013.
http://www.nylslawreview.com/wp-content/uploads/sites/16/2013/12/Law-Review-Diversity-Report-2013.pdf

Law School Administration
100%
90%
80%
70%
60%
50%
40%
30%
20%
10%
0%

41
(20.6%)
326
(45.7%)

158
(79.4%)

Deans

258
(66.2%)

387
(54.3%)

132
(33.8%)

Associate/Vice/Deputy
Deans
Men

Assistant Deans

Women

AALS Statistical Report on Law Faculty. Association of American Law Schools
www.aals.org/statistics/2009dlt/titles.html (2008-2009)
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Judicial Clerks*
Percent of Clerkships
Obtained By:

All
Clerkships

Federal
Clerkships

State
Clerkships

Local
Clerkships

Men

49.0%

54.3%

45.2%

45.7%

Women

51.0%

45.6%

54.8%

54.3%

* Note that these results are from the Class of 2009.
A Demographic Profile of Judicial Clerks – Patterns of Disproportionality. NALP Bulletin, November 2010.
www.nalp.org/nov2010_demog_clerkships

Women in the Judiciary
Representation of United States Federal Court Women Judges
Type of Court
United States Supreme
Court
Circuit Court of
Appeals1
Federal Court Judges
in the U.S.2

Total # of Seats

Women

% of
Women

9

3

33.3%

169 active

56

33.1%

1,874

451

24.1%

1

Women in the Federal Judiciary: Still a Long Way to Go. National Women’s Law Center, June 2014.
www.nwlc.org/resource/women-federal-judiciary-still-long-way-go-1
2
Women in Federal and State-Level Judgeships: A Report of the Center for Women in Government &
Civil Society, Rockefeller College of Public Affairs & Policy, University at Albany, State University of New
York. Summer 2012. www.albany.edu/womeningov/publications/summer2012_judgeships.pdf

2012 Representation of United States State Court Women Judges
Type of Court
State Final Appellate
Jurisdiction Courts
State Intermediate
Appellate Jurisdiction
Courts
State General
Jurisdiction Courts
State Limited and
Special Jurisdiction
Courts
All State Court Judges
in the U.S.

Total # of Seats

Women

% of
Women

361

116

32%

977

316

32%

11,049

2,768

25%

5,072

1,596

31%

17,489

4,711

27%

National Association of Women Judges. www.nawj.org/us_state_court_statistics_2012.asp
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Total Representation of Women - Federal & State Judgeships

Women 27.1%
Men 73.9%

Women in Federal and State-Level Judgeships: A Report of the Center for Women in Government & Civil
Society, Rockefeller College of Public Affairs & Policy, University at Albany, State University of New York.
Summer 2012. www.albany.edu/womeningov/publications/summer2012_judgeships.pdf

Weekly Salary Men vs. Women Lawyers
$2,500
$2,000
$1,500

Men

$1,000

Women

$500
$0

2004 2005 2006 2007 2008 2009 2010 2011 2012 2013
Men
$1,710 $1,748 $1,891 $1,783 $1,875 $1,934 $1,895 $1,884 $2,055 $1,986
Women $1,255 $1,354 $1,333 $1,381 $1,509 $1,449 $1,461 $1,631 $1,636 $1,566

Women lawyers’ weekly salary as a percentage of male lawyers’ salary:
| 73.4% | 77.5% | 70.5% | 77.5% | 80.5 | 74.9% | 77.1% | 86.6% | 79.6% | 78.9% |
2013 Bureau of Labor Statistics, Median weekly earnings of full-time wage and salary workers by detailed
occupation and sex. www.bls.gov/cps/cpsaat39.pdf

Women Equity Partners Compensation
At the median, women equity partners in the 200 largest firms earn 89% of the compensation earned by
their male peers.
Report of the Seventh Annual National Survey on Retention and Promotion of Women in Law Firms.
National Association of Women Lawyers and NAWL Foundation, October 2012.
http://www.nawl.org/d/do/150
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Women in the ABA
ABA Lawyer Members
Board of Governors
Section/Division Chairs,
2013-2014 Bar Year
Total Presidential
Appointments, 2013-2014
Committee Chair
Appointments, 2013-2014

325,243

107,244

32.97%

40

10

25%

28

7

25%

818

428

52.3%

101

47

46.5%

Total

Women

% Women

Goal III
Report:
An Annual Report on Women’s Advancement into Leadership Positions in the American Bar Association.
ABA Commission on Women in the Profession, February 2014.
www.ambar.org/Goal3Women

Women Presidents of the ABA:
•
•
•
•

Roberta Cooper Ramo (1995 - 1996)
Martha W. Barnett (2000 - 2001)
Karen J. Mathis (2006 - 2007)
Carolyn B. Lamm (2009 - 2010)
Laurel Bellows (2012-2013)

•
•
•
•

Martha W. Barnett (1994 -1996)
Karen J. Mathis (2000 - 2002)
Laurel G. Bellows (2006 - 2008)
Linda A. Klein (2010-2012)

•
Women Chairs of the House of Delegates:

Secretaries
• Donna C. Willard-Jones (1996-1999)
• Ellen F. Rosenblum (2002-2005)
• Bernice B. Donald (2008-2011)
• Cara Lee T. Neville (2011-2014)
Treasurer
• Alice E. Richmond (2008-2011)
First Women Members of the ABA:
•
•

Mary B. Grossman; Cleveland, OH (1918)
Mary Florence Lathrop; Denver, CO (1918)

For more information on women’s advancement into leadership positions in the ABA,
see the ABA Commission on Women’s Goal III Report at www.ambar.org/goal3women.
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Report of the Eighth Annual NAWL National Survey on
Retention and Promotion of Women in Law Firms
By Stephanie A. Scharf1, Roberta Liebenberg2 and Christine Amalfe3
The NAWL Foundation®, the research and charitable arm of the National Association
of Women Lawyers, is pleased to report the results of the eighth annual National Survey on the
Retention and Promotion of Women in Law Firms (“Survey”).4,5 The Survey is the only
national study that annually tracks the professional progress of women in the nation's 200
largest law firms by providing a comparative view of the careers and compensation of men and
women lawyers at all levels of private practice, as well as analyzing data about factors that
influence career progression. The goals are to provide (a) an empirical picture of how women
	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
   	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  
1

Stephanie Scharf, a senior partner with Scharf Banks Marmor LLC, Chicago, concentrates her practice on
commercial litigation, life sciences and complex tort defense. Ms. Scharf created the Annual NAWL National
Survey in 2006, after having practiced law for over 20 years as an associate, partner and senior partner in two
AmLaw 100 firms. She is now a principal in a majority women-owned law firm. Ms. Scharf is a former President of
NAWL and was the first President of the NAWL Foundation. Before graduating from law school in 1985, she
received a Ph.D. in Behavioral Sciences and was Senior Study Director, NORC, The University of Chicago. Her
email contact is SScharf@scharfbanks.com.	
  
2
Roberta (“Bobbi”) Liebenberg is Chair of the American Bar Association Commission on Women in the Profession,
Chair of DirectWomen, and is a Board Member of the NAWL Foundation. She is a senior partner at Fine Kaplan
and Black in Philadelphia, where she focuses her practice on class actions, antitrust and complex commercial
litigation. In August 2012, Ms. Liebenberg was appointed by ABA President Laurel Bellows to serve as first Chair
of the ABA Gender Equity Task Force. She previously served as Chair of the ABA's Commission on Women in the
Profession from 2008-2011. Her email contact is RLiebenberg@finekaplan.com.
3
Christine Amalfe is the current President of the NAWL Foundation. She is a director and Executive Committee
member of Gibbons PC and she chairs the Firm’s Employment and Labor Law Practice Group. She is also a trustee
of the New Jersey State Bar Association and a member of the New Jersey Gender Parity Council. Her email contact
is camalfe@gibbonslaw.com.	
  
4
Barbara Flom is Secretary of the NAWL Foundation and chaired the 2013 Survey Committee. She practiced law
for more than two decades, primarily in AmLaw 100 firms. Since 2008, she has been integral to the completion and
reporting of the Annual Survey. 	
  
5
The Foundation thanks the 2013 Survey Committee for their enthusiasm and work on the 2013 Survey:
Barbara A. Kaye, Honigman, Miller Schwartz and Cohn LLP; Martha Gifford, Law Office of Martha E. Gifford;
Alyson Wooten, Kilpatrick Townsend; Elizabeth K. Blenner, Susanin Widman & Brennan PC; Stinson Mundy,
Moran Reeves Coon PC; Natasha Wilson, Greenberg Traurig LLP; Patricia Winston, Morris James LLP; Lindsay
Carlson, Alston & Bird LLP; Sandra Kroll, Pamela Smith, Katten Muchin Rosenmann LLP; Lindsay Eriksson,
Decision Quest; and Ann T. Hollenbeck, Honigman, Miller Schwartz and Cohn LLP.
We take special note of the help provided by Courtney Murtaugh, Administrator of the NAWL Foundation and
Survey Administrator, and express deep appreciation for her dedication and unflagging energy on the work of the
Survey.
	
  

lawyers successfully forge long-term careers and attain leadership roles in firms, (b)
benchmarking statistics for firms to use in measuring their own progress, and (c) over a multiyear period, longitudinal data for cause-and-effect analyses of the factors that enhance or
impede the progress of women in firms.
In 2013, we saw an enhanced focus on the challenges faced in achieving greater levels
of inclusiveness and diversity, especially in private practice settings. In addition to the ongoing
work of the NAWL Foundation, the American Bar Association’s Gender Equity Task Force –
formed in summer 2012 by ABA President Laurel Bellows – highlighted the long-standing pay
gap for women lawyers, particularly women equity partners. The Task Force identified the
challenges that firms, clients and individual lawyers face, and provided specific strategies and
best practices that can be implemented to close the gender pay gap.6
The business case for increasing gender diversity among the ranks of equity partners
and in leadership positions at law firms is crystal clear. The continued attrition of women
from law firms and the concomitant under-representation of women among equity partners and
firm leadership adversely affect not only law firms, but also their clients. Law firms lose
valuable women lawyers in whom they have invested substantial resources, and also lose
women role models and mentors for their less senior women attorneys. In addition, the
attrition of women partners from firms adversely affects clients, as they lose the services of
talented and skilled attorneys with whom they have developed a close working relationship
and who possess knowledge and expertise concerning the client’s business and legal matters.
	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
   	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  
6

See, e.g., these Task Force publications, issued in 2013: Closing the Gap: A Road Map for Achieving Gender Pay
Equity in Law Firm Partner Compensation; Power of the Purse: How General Counsel Can Impact Pay Equity for
Women Lawyers; Toolkit for Gender Equity in Partner Compensation; What You Need to Know about Negotiating
Compensation.
Http://www.americanbar.org/groups/women/gender_equity_task_force/task_force_publications.html.
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To remain competitive, firms need senior women equity partners to lead matters for their
clients and to participate in meaningful numbers on their compensation, management and
executive committees.
In sum, equitable treatment and inclusiveness for women in the profession is the better
business model. Gender diversity enables law firms and clients to benefit from diverse
perspectives, the ability to tap into a broader array of talent, and creates a culture that
maximizes the potential of all attorneys, male and female.
The ongoing effort to obtain reliable and valid measures of the status of women in
private practice provides an essential context for assessing how well the legal profession treats
its women members and how any given firm is doing compared to its counterparts among the
200 largest firms. This year, in addition to our core questions about compensation, leadership
roles, rainmaking and equity partnership, the Survey included questions about the obstacles to
promotion of women lawyers, the impact of the gender composition of management and
compensation committees on disparities in partner compensation, the impact of race and
ethnicity on advancement in firms, gender differences in the hiring of lateral equity partners,
and approaches to succession planning. The new data, coupled with our years of ongoing
analysis, have given additional context to the complex issues faced by law firms and women
lawyers.
Our results this year reveal that, although women in the surveyed law firms have made
some inroads, overall the pace of progress remains unacceptably slow as women continue to
confront the same barriers that have been identified in the seven prior NAWL Foundation
national surveys. However, the gains reported in the Survey provide some cause for optimism,
and demonstrate that progress can be achieved when law firms take the necessary steps to
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ensure that their women lawyers are treated fairly and are afforded every opportunity to
advance and succeed. It is also important to emphasize that clients can and should exercise
their considerable economic clout to help ensure that the outside women lawyers who handle
their matters receive fair origination and billing credit and compensation so that they can
advance and succeed in their law firms.
Snapshot of the 2013 Survey Results
•

There continues to be a disproportionately low number of women who

advance into the highest ranks of large firms – in spite of a decades-old pipeline of women
law school graduates. Since the mid-1980’s, more than 40% of law school graduates have been
women. Therefore, by now, one would expect law firms to be promoting women and men at
nearly the same rate. Such parity has not been achieved, with the typical firm still counting less
than 20% of its equity partners as women.
•

Lateral hiring at the level of equity partner favors men. Many new equity

partners have been hired laterally from other firms, and that practice is especially prevalent at
AmLaw 100 firms. In addition, firms laterally hire men into equity partnerships much more often
than women. A long-term consequence will be that the ratio of men and women equity partners
is likely to stay the same – overwhelmingly male – for quite some time.
•

The large majority of firms will not report data about compensation of their

men and women lawyers – and we believe that is because the gender pay gap found in so
many past studies continues to be substantial. We also believe that with a meaningful
commitment to gender pay equity, there are policies and practices that give law firms the ability
to achieve this goal.

-4-

•

The gender composition of law firm governing and compensation committees

impacts the extent of the gender pay gap within a firm. When two or more women are
members of a firm’s highest governing committee and/or its compensation committee, the
impact on compensation for women equity partners is tangible. When a firm’s compensation
committee has two or more women members, the typical compensation for female equity
partners is roughly on par with the typical compensation for male equity partners. In firms
without that level of gender representation on these key committees, the compensation gap is
much wider: women equity partners earn somewhere between 85% and 89% of male equity
partners’ compensation.
•

Women continue to lag behind men with respect to credit for rainmaking

and client revenue. In most firms, the vast majority of big rainmakers – those top 10 lawyers
given credit for substantial billings –	
  are men. In the typical AmLaw 100 firm, women are
credited for roughly 80% of the client billings credited to men. In the typical Second Hundred
firm7, women are credited with 89% of the client billings credited to men. Traditional paradigms
for allocating revenue credit –	
  rather than a more modern, shared credit approach as has been
adopted by some professional services firms – may explain why the vast majority of firms still
credit men as their biggest rainmakers.
•

Firms view women’s perceived lack of business development and high rate

of attrition as the two primary reasons why the number of women equity partners has
not been increasing. While firms view these factors as reasons why they have not advanced
more women into equity partnership, at the same time there is little doubt that firms can have a
meaningful impact on the business for which women are given credit, on forestalling attrition
	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
   	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  
7

The “Second Hundred” firms are those ranked 101-200 in the AmLaw 200.	
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among women lawyers, and on the other factors that blunt the long-term prospects for women
in firms.
•

Minority women lawyers are not being advanced consistent with the

available pipeline and are advanced less often than male minority lawyers. Overall in the
AmLaw 100, female minorities occupy 2% of equity partnerships and male minorities occupy
6% of equity partnerships. In the Second Hundred firms, women minorities occupy 2% of
equity partnerships and male minorities occupy 4% of equity partnerships. These data show
the continuing double bind of gender and minority status faced by women of color.
•

Formal succession planning has not been a means, to date, of identifying and

grooming women leaders. While the practice of succession planning has been recommended as
a way for firms to prepare women and other diverse lawyers for future leadership roles, it has not
received widespread acceptance in large firms. The majority of firms do not engage in formal
succession planning and, when they do, gender diversity is not a significant consideration.
•

Advancing women in law firms is not a universal goal in the AmLaw 200,

as it should be. While it appears that some firms are taking effective actions to redress the
obstacles facing women as identified in this Survey and previous surveys by the NAWL
Foundation, unfortunately many others are not. Too many firms continue to fail to recognize
that facilitating the advancement of their women lawyers also redounds to the benefit of the
firms themselves as well as their clients.
Below are more detailed analyses and reporting.
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A.

Advancement into Equity Partnership and Other Positions
This year, the typical firm in the AmLaw 200 reported that women made up

approximately 17% of the equity level of partnership.8 The 2013 statistics are about
the same whether we look at AmLaw 100 firms or the Second Hundred firms. We
note, as well, that these statistics are consistent with data gathered by the National
Association for Law Placement (“NALP”) about the number of women partners in
various law firm offices.9
We found, however, a substantial difference between one-tier and two-tier
firms, a finding noted in previous Survey reports. One-tier firms report that about
22% of their equity partners are women, while the typical two-tier firm reports only
17% of its equity partners as women.
This year we also surveyed whether the newest annual promotions to equity
partnership –	
  those that took place between February 1, 2012 and January 31, 2013 – were
more likely to include women. To the extent that firms are likely to advance women
partners, we should be seeing enhanced prospects for women among the newest
promotions to equity partnership. The numbers, however, were somewhat disheartening –
at least with respect to the very largest firms. In AmLaw 100 firms, only about 20% of
new equity partners were female. Second Hundred firms showed a better balance of male
	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
   	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  
8

The Survey defines an equity partner along traditional lines: a lawyer who owns an interest in her or
his firm and receives the majority of her or his compensation as a distribution tied directly to that
ownership interest. A non-equity partner receives his/her compensation in the form of fixed salary
and/or performance-based bonus. A “mixed tier” partner – a form of partner that has gained ground in the past
few years – is a lawyer who receives the majority of her or his compensation as a salary and a lesser portion based
on an ownership interest in the firm. Some firms, for example, may title a mixed tier partner as “equity partner”
although in reality that partner does not have the same level of compensation or governance rights as full-fledged
equity partners. 	
  
9
NALP’s data are reported on an office by office basis, and not about firms as a whole. NALP also reports
that a large number of firms did not want to differentiate between equity and non-equity partners – a reporting
artifact that skews the data to appear more favorable for women.
See http://www.nalp.org/demographics_of_equity_update.	
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and female promotions: some 40% of new equity partners were female. The number of
lawyers promoted into equity partnership is small to begin with: the typical AmLaw 100
firm promoted roughly 10 lawyers into equity partnership in the 2012 time frame, and the
typical Second Hundred firm promoted roughly 5 lawyers into equity partnership in 2012.
In any event, it remains to be seen if this is a one-year statistical aberration or whether it
augurs a new trend.
Another phenomenon, however, is affecting the gender composition of equity
partners. To a large extent, promotion to equity partner no longer occurs because of
sequential promotion from associate to non-equity partner to equity partner within one
firm. Instead, many firms acquire new equity partners through lateral hiring. Whether
lateral hiring is efficient or beneficial as the major means of growth is an open
question.10 A recent American Lawyer/LexisNexis survey estimates that fewer than
30% of law firms found the hiring of laterals to have been “very effective” over the past
five years, and 10% said hiring laterals was either neutral or negative. But, even of
those that considered the hiring neutral or negative, the large majority of firms expect
to continue lateral hires. As one commentator put it, lateral hiring of law partners all
too often comes with high expectations and average to low success rates.11
Nonetheless, for an individual lawyer, a lateral move can greatly increase compensation
and stature.

	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
   	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  	
  
10

"Lateral Hiring Push Will Continue Despite Uncertainty About Its Impact", American Lawyer, October 16,
2012. http://www.americanlawyer.com/id=1202575195242&slreturn=20120923153002
http://hildebrandtblog.com/2013/02/13/is-lateral-hiring-good-for-law-firm-business/	
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http://about.bloomberglaw.com/practitioner-contributions/successful-lateral-integration-for-law-firms/	
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When we last studied lateral hiring in 2009, we found that for both male and
female lawyers, moving was a better strategy than staying in the original firm; males
were recruited far more often for equity partnership than females; and firm structure
impacted the extent to which home-grown lawyers or lateral hires were promoted to
equity partner, with one-tier firms more likely than two-tier firms to promote women
from within the firm to equity partner.12
Today, lateral hiring continues to dominate the process by which big firms move
lawyers into equity partnership. 13 Our results shows that in the AmLaw 200 firms, some
80% of new equity partners are lateral hires, which means that only 1 out of 5 new equity
partners, on average, was promoted after a number of years in the firm. Some 66% of all
new male equity partners are recruited laterally; about one-half of new female equity
partners are recruited laterally. One possible explanation for the gender difference is that
men are more likely to seek lateral moves when they have substantial business. That said,
the data on lateral hiring raise questions that cannot be answered in the Survey. We
recommend that firms closely examine whether they are experiencing gender differences in
promoting lawyers to equity partner from within the firm and also when they recruit equity
partners on a lateral basis.
We also were able to show with Survey data that a firm’s willingness to share data
on the advancement of women lawyers is, in and of itself, an indicator of the firm’s
effectiveness in advancing women lawyers. In 2013, there were a substantial number of
firms –	
  33 –	
  that declined to participate in this Survey although they had previously
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See 2009 Report of NAWL Annual Survey, www.nawlfoundation.org.	
  
Even as recently as 10 years ago, a firm’s “new” equity partners would typically be from the ranks of junior
non-equity partners, with promotion to equity partner tied to year of graduation from law school. 	
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participated in our Survey as recently as last year.14 There may be several explanations
why some firms declined to participate in the 2013 Survey. Firms are much more leanly
staffed with each passing year and at the same time are asked to participate in more and
more studies about law firm performance, thus stretching the resources they have for
participation in any given study.
Another explanation is that those firms that declined to participate in the 2013
Survey are generally less interested in the subject of advancing women lawyers and/or are
hesitant to share, even on an anonymous and confidential basis, statistics that show that
their women lawyers lag behind their male counterparts.
Regarding the gender composition of other positions in firms, the 2013 Survey data
show that 47% of associates are women; 38% of counsel are women; and 29% of nonequity partners are women. With respect to staff attorneys – those lawyers who are not on a
partner track and are in positions more junior than associates – the 2013 Survey shows that
64% are women. The data this year show the same trend as in previous years: the greatest
percentage of women occupy the lowest positions in firms (staff attorneys), and the highest
positions in firms (equity partner) are occupied by the lowest percentage of women. In
short, the higher up the pyramid you look in the 200 largest firms, the fewer women you
will find.
B.

Compensation
The Survey’s questions with respect to compensation obtained the lowest response

rate, by far. Despite assurances of confidentiality and anonymity, only 48 firms were
willing to provide data on compensation of equity partners. Of those, the large majority
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On the other hand, a substantial number of new firms participated in the 2013 Survey, which means that
that the 2013 data set are sufficiently robust to allow the conclusions we draw from the Survey this year. This
year, just under 100 firms participated in the Survey. 	
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were in the Second Hundred; only 18 firms in the AmLaw 100 were willing to disclose the
compensation they paid to their male and female equity partners.
With this quality of data, any compensation statistics would suffer from response
bias – first, because less than a quarter of the nation’s 200 largest firms actually reported
about compensation at the equity level and second, because a disproportionately larger
number of AmLaw 100 firms would not report about equity level compensation. Firms’
unwillingness to report about gender and compensation – even in a situation like this where
the individual firm is never identified and results are reported only in the aggregate –
reinforce what we know from past NAWL Surveys, from studies sponsored by the ABA
Commission on Women, and from extensive anecdotal reports: the gender pay gap for
women equity partners remains significant. Thus, it continues to be the case that
compensation at the highest level of firms remains an overwhelmingly male enclave.
Within the AmLaw 100, 96% of firms report that their highest paid partner is male; within
the Second Hundred firms, 92% of firms report that their highest paid partner is male.
And, as noted above, women lag behind men with respect to origination and billing credit
for rainmaking and client revenue.
We believe, though, that the pay gap can be eliminated if law firms, perhaps
prodded by their clients, focus on strategies for doing so.15 We have confidence in this
prediction because of data (below) showing that certain law firm best practices have a
major impact on eliminating the gender gap in compensation.
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See, e.g., references in Footnote 6.	
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C.

Governance and Compensation
A number of studies suggest that the gender composition of corporate decision-

making committees make a difference in the advancement and compensation of women.16
For the first time, the Survey analyzed whether the gender composition of key law firm
committees likewise affects compensation of women lawyers. Our analysis is limited
because so many firms, especially those in the AmLaw 100, would not report their relative
male/female compensation.
With these factors in mind, the data do show a clear effect. For the 31 firms that
have two or more women on the governance committee, in the representative firm, women
equity partners earn 95% of what male equity partners earn.17 In contrast, for the 17 firms
where there are fewer than two women on the governance committee, women equity
partners earn only 85% of what male equity partners earn.
Similar results occur when women achieve a critical mass on compensation
committees. 18 For the 17 firms that have fewer than two women on the compensation
committee, in the typical firm, women equity partners earn 89% of what the male equity
partners earn. In those firms that have two or more women on their compensation
committees, the gender pay gap is just about eliminated.
The lesson is clear: a critical factor in closing the pay gap is increased gender
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E.g., http://blogs.law.harvard.edu/corpgov/2012/07/24/gender-composition-of-boards-important-forcompetitiveness/	
  
17
In about half of the surveyed firms, 23% of the highest governing committees are female. The remaining
firms have fewer female members on their highest governing committees. 	
  
18
We note, at the threshold, some 36% of firms report that their governing and compensation committees are
one and the same. Almost 10% of firms report they do not have a formal compensation committee. We are
not quite sure how to interpret these statistics because we know from anecdotal evidence that some firms who
reported no separate compensation committee in fact have a separate group of lawyers who do consider and
make recommendations about compensation, even if such a group is not titled a “committee” or may be a
committee that makes recommendations about a range of administrative issues, not only compensation.
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diversity on governing and compensation committees, not simply one token female or none
at all.
D.

Rainmaking

We are reluctant to delve too deeply into the numbers concerning origination credit,
since there is so much variation in how firms attribute origination credit to their partners.
Nonetheless, women continue to be given less credit than men for client origination and the
situation is worse for women in the larger firms. In 2013, in reporting firms, the typical
male equity partner was given origination credit for just over $1 million, an increase over
the 2012 figure. The typical female equity partner was given origination credit for
$867,000, or about 87% of billings credited to men. There are marked differences,
however, between AmLaw 100 and Second Hundred firms. As a prime example, in the
typical AmLaw 100 firm, women are credited for roughly 80% of the client billings
credited to men, while in the typical Second Hundred firm, women are credited with 89%
of the client billings credited to men.
We recognize that firms allocate origination credit in myriad ways, and not
necessarily on the basis of the lawyer who is actually responsible day-to-day for managing
the work of the client. Traditional paradigms for revenue credit may explain why the vast
majority of firms still count men as their highest rainmakers. Thus, when asked about the
number of women included in the firm’s top 10 rainmakers, 34% of firms have no women
in the top ten, 57% of firms have 1 or 0 women in the top ten, and 84% of firms have 2 or
fewer women in the top ten. On the other hand, that means that 16% of firms have at least
3 women who are credited with sufficient revenue for the firm that they are counted in the
top 10 of business generators.
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E.

Law-Firm Perceived Obstacles to Promotion of Women Lawyers
In this year’s Survey, we asked firms to tell us what they perceive to be the

greatest obstacles to retaining women associates and promoting women to equity
partner. We deliberately structured the question to allow open-ended answers – and the
answers were telling about the challenges faced by women lawyers, as perceived by the
firms.
Only 6% of firms report that retaining women associates is not a problem, while
the vast majority of firms see at least some obstacle to retaining women associates.
Approximately 38% of firms believe that work-life balance issues are obstacles to
retention; 22% believe that lack of business development opportunities is the greatest
obstacle; 13% believe that lack of mentors or women in leadership is the greatest
obstacle; 11% believe that confusion about partnership track or the difficulty of
partnership track is the greatest obstacle; and 11% believe that better outside job options
are the greatest obstacle for retaining women associates.
When describing impediments to the attainment of equity partnership by women,
firms focus on four similar factors but weigh them differently. The greatest obstacle for
women to achieve equity partnership – as described by 44% of firms – is lack of
business development. Attrition was an obstacle identified by 31% of firms – which was
described variously as women leaving the firm or a slowdown in work for women who
stay in the firm. The other two common obstacles included work-life balance (10%) and
fewer sponsors and mentors (11%). Only 4% of firms do not perceive any obstacle to
promoting women to equity partner.
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These various impediments are, of course, to some extent within the control of a
firm: many firms create inordinate demands for billable hours, do not provide equal access
to business opportunities, do not promote women into leadership roles, and do not make
transparent the criteria or process of promotion to partnership. Our data showed, for
example, that a number of firms –	
  12% –	
  do not permit part-time lawyers to be promoted to
equity partnership, an impediment that lacks a solid rationale in today’s market and which
disproportionately impacts the promotion of women lawyers.
The systematic loss of a large swath of senior female lawyers from firms
jeopardizes the long-term health of firms as well as the continuity and quality of their client
services.
F.

Advancement of Minority Women
There is little question that minority women – compared to white men, white

women and minority men – face the most daunting challenges to advancement in law
firms.19 Because few organizations collect systematic data on the impact of race and
gender at the level of equity partnership, the Survey periodically looks at those statistics
and did so again in 2013. We found that within the typical AmLaw 100 firm, female
minorities account for only 2% of the equity partners and male minorities account for
6% of equity partners. In the typical Second Hundred firm, women minorities occupy
2% of equity partnerships and male minorities occupy 4% of equity partnerships.
It states the obvious to note that minority lawyers are not achieving partnership at
the rate they are entering law firms. Minority women who advance continue to play the
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See MCCA/PAR/ABA 2010 study finding that women attorneys of color are often excluded from
rainmaking opportunities, their contributions to rainmaking are discounted, and their efforts to obtain fair
billing credit are often disputed. New Millennium, Same Glass Ceiling? The Impact of Law Firm
Compensation Systems on Women, J. Williams and V. Richardson, at www.attorneyretention.org. 	
  
-15-

role of pioneers in the AmLaw 200. Indeed, various reports over the past 10 years show
that virtually no progress has been made by the nation’s largest firms in advancing
minority partners and particularly minority women partners into the highest ranks of
firms.20
G.

Succession Planning
In recent years, succession planning has been the subject of greater interest by

law firm management. There are several reasons why, including the desire to maintain
ongoing, robust client relationships as senior partners take on a range of responsibilities
that do not directly pertain to the client or reach retirement; the growing recognition
that leaders are likely made, not born, and that the development of management skills
enhances successful leadership; and the recognition that succession planning can be a
vehicle for achieving diversity goals.21
This year, the Survey examined how large firms were managing succession
planning. We found that, overall, firms have not yet formalized their approach to
choosing successors of current law firm leaders. The overwhelming majority of firms –
95% – have not identified their next managing partner. With respect to practice group
leaders,22 only about 30% of firms have a formal succession planning process. Of
those, roughly two-thirds report that a committee or some kind of collaborative process
is used to choose future practice group leaders. Otherwise, for the most part, a firm
leader, such as the chair of the firm, appoints practice group leaders.
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See, e.g., http://www.nalp.org/2004womenandattorneysofcolor, http:www.nalp.org/lawfirmdiversity_2013.
See also http://www.lexisnexis.com/legalnewsroom/lexis-hub/b/diversity/archive/2010/09/29/statisticsreveal-that-minority-lawyers-greatly-affected-by-recession-cutbacks-women-make-gains-as-partners.aspx	
  
21
See, e.g., http://www.americanbar.org/publications/law_practice_magazine/2011/may_june.html. See also
Closing the Gap: A Road Map for Achieving Gender Pay Equity in Law Firm Partner Compensation.	
  
22
Most, but not all, large firms that we sampled are organized around practice groups. 	
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Firms report that several factors are taken into account in choosing new practice
group leaders. The most common factor is management skills (45% of firms). Other
factors considered by firms include tenure with the firm/level of experience (11%),
degree of revenue generation (20%), client relationships (8%), and diversity, including
racial/ethnic and gender diversity (16%).23
We also asked about how the next client relationship partner is chosen when the
current relationship partner retires or leaves the firm. The data show no consensus
among firms about the approach they use, and certainly no overwhelming reliance on
clients to make those choices. About 25% of firms say that the current relationship
partner decides on his or her successor, which is the traditional “inheritance” approach
to becoming the next relationship partner. Otherwise, many different approaches are
used. Among a range of approaches that were reported, some firms choose relationship
partners with input from the current relationship partner and some client input; some
firms report that the firm leader is involved in the selection although it is unclear to
what extent; some firms report a committee is involved; and some firms report that they
do not have a designated relationship partner. And, of course, a firm may use more than
one approach to choose the next relationship partner for a given client.
Succession planning is a process that potentially opens up – or closes –
opportunities for women to be recognized for the meaningful roles they play in client
service. We urge clients to be proactive in selecting their relationship partners, and not
leave the decision entirely, or almost entirely, in the hands of their outside law firms.
We also question the viability of firm systems that permit only one person to be
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These percentages do not add up to 100% because firms could choose more than one answer.	
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designated as a relationship partner – a topic that should also be the subject of a
discussion between client and firm.
Conclusion
The NAWL Foundation, together with NAWL, sponsors an annual Survey
designed to assess the progress of women lawyers in the 200 largest U.S. law firms and
to elucidate the factors that impede or support their retention and promotion. 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 by sparking
constructive dialogue and concrete actions across the profession on these important
topics.
We express deep appreciation to all of the firms that participated in the 2013
Survey and their willingness to entrust us with confidential and sensitive data to
facilitate the analyses presented above. We also applaud those individuals, law firms and
companies that support the work of the NAWL Foundation for their interest in the
Survey as well as their other cooperative efforts to enhance the role of women in the
legal profession. And we especially recognize this year’s larger donors to the NAWL
Foundation, which include: New Jersey Women Lawyers' Association, Gibbons PC,
Pricewaterhouse Coopers LLP, Rosen Seymour Shapss Martin and Company LLP,
Allstate, Altria Group, Inc., Baker & McKenzie LLP, Bollinger Insurance Solutions,
Comcast, Dechert LLP, Deloitte Financial Advisory Services LLP, DiFrancesco
Bateman PC, DLA Piper LLP, Doar Litigation Consulting, DTI, Exelon Corporation,
Facebook, Fox Rothschild LLP, Gap Inc., GlaxoSmithKline, Greenberg Traurig LLP,
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Hodgson Russ LLP, Holland and Knight LLP, Kirkland & Ellis LLP, Kroll Ontrack,
Latham & Watkins LLP, Litigation Management, McKenna Storer, Merrill Corp,
Montgomery McCracken LLP, Morgan Lewis LLP, Navigant, Norton Rose Fulbright
LLP, Orrick, Herrington & Sutcliffe LLP, Pohlman USA, Quaker, Scharf Banks
Marmor LLC, TransPerfect Legal Solutions, US Legal Support , Veritext Corp., and
Wiss & Company LLP.

Appendix on Survey Methodology
The NAWL Survey was sent in March 2013 to the 200 largest firms in the U.S. as
reported by The American Lawyer24 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.
The Survey solicited information about each firm's U.S.-based lawyers as of
February 1, 2013. The 2013 questionnaire included comparative questions about
associates, counsel, non-equity and equity partners, staff and contract attorneys, law firm
structure, compensation, governance and rainmakers. As has been true since the inception
of the Survey in 2006, NAWL does 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
encourages firms to be forthcoming with sensitive information that immeasurably
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The list of the nation's 200 largest firms, as defined by revenue, was published by The American
Lawyer in 2012 and served as the basis for the population of firms surveyed in early 2013. 	
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enriches the data available for our analysis.
To measure representativeness of the Survey sample, we compare Survey
respondents to the population, the 200 largest firms as reported by The American Lawyer
(“AmLaw Firms”). 92 firms responded to the 2013 Survey, a response rate of 46%. 50
of the 92 are in the AmLaw 100, and 42 are in the Second Hundred. The response rate
varied by region. National firms had the highest response rate (54%) while International
firms had the lowest (29%). National firms account for a higher proportion of the Survey
while East firms account for a lower proportion of the Survey.25
The typical Survey respondent is not significantly different than the typical
AmLaw Firm by revenue per lawyer or profits per partner. The typical Survey firm is
slightly larger in terms of net operating income and gross revenue.
Response rates varied by question. The Survey’s questions on compensation
received the lowest response rates. Only 52% responded to questions on median equity
partner compensation. On the other hand, many questions had response rates greater
than 90%. This includes questions on topics asked in previous years such as race and
ethnicity and highest governance committee members, but also includes new topics such
as new equity partner hiring and how firms select a new managing partner.
The 2013 analysis was assisted by Russell Bittmann, Economics Ph.D. student at
The University of Chicago.
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20% of AmLaw Firms are National as opposed to 23% of this year’s Survey respondents. 34% of AmLaw
Firms are from the East as opposed to 29% of this year’s Survey respondents. All other regions’ respective
proportions are within 2 percentage points of each other.	
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Women at the Top
Women’s representation in Fortune 500 leadership positions has stagnated in recent years.
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Fortune 500 Board Seats Held by Women

Women’s representation in Financial Post 500 leadership positions has slowly increased in
recent years.
WOMEN’S SHARE OF FINANCIAL POST 500 LEADERSHIP
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Financial Post 500 Senior/Corporate Officer Positions Held By Women—All
Companies
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The Canadian Labour Force
In 2011:
Women ages 15 and older made up 47.3% of the labour force.1
62.3% of all women 16 years and over were in the labor force compared to
71.5% of all men. 2
56.2% of visible minority women aged 15 and over reported being part of the
paid workforce in the 2006 Census.3
In January 2012, women comprised 35.4% of all management positions and 22.9% of all
senior management positions.4
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In 2006, visible minority women made up 7% of management positions.5
Employment rates for mothers with children under the age of 6 have more than doubled
since 1976, from 31.5% to 68.1% in 2007.6
In 2007, 79.5% of mothers with school age children worked outside the home-approaching the employment rate for women with no children at home
(80.9%).7
The U.S. Labor Force
In 2012:
Women made up 46.9% of the labor force.8
57.7% of all women 16 years and over were in the labor force, compared to
70.2% of all men. 9
Women comprised 51.5% of management, professional and related positions.10
In 2011:
55.8% of all mothers with children under the age of 1 were in the labor force11
The labor force participation rate of parents with children under the age of 18
was 70.6% for mothers and 93.5% for fathers.12
Women in Law
In the U.S., for the 2009-2010 academic year, women made up 47.2% of law school
students.13
In 2011, women were 31.9% of all lawyers.14

http://catalyst.org/knowledge/statisticaloverviewwomenworkplace

6/17

7/29/2015

Statistical Overview of Women in the Workplace | Catalyst

US Women in Law, Associates vs. Partners, 2011
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Source: Bureau of Labor Statistics, Current Population Survey, "Table 11: Employed Persons by Detailed
Occupation, Sex, Race, and Hispanic or Latino Ethnicity," Annual Averages 2011 (2012); The National
Association for Law Placement, "Law Firm Diversity Wobbles: Minority Numbers Bounce Back While
Women Associates Extend TwoYear Decline" (November 3, 2011).

In Canada in 2009, women were 37.4% of all lawyers for whom gender data was recorded.
15

Women and MBAs
Women in the U.S. earned 36.8% of MBAs in 2010-2011.16
Women in Canada earned 34.5% of MBA in 2010-2011.17

* The terminology was changed from "corporate officer" to "senior officer" in 2010 in an
attempt to standardize across company type and provide Catalyst with more robust data.
Catalyst has not found a statistically discernable difference in the overall officer population using
these two terms.
http://catalyst.org/knowledge/statisticaloverviewwomenworkplace
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Women CEOs of the S&P 500
List

This list names all the women who currently hold CEO positions at S&P 500 companies. Women
currently hold 23 (4.6%) of CEO positions at S&P 500 companies. To find out how many women
are at other levels of S&P 500 companies, take a look at the Women in S&P 500 Companies
pyramid.
Topics: Women in Leadership
Centers: Equity in Business Leadership
Date: April 3, 2015
Mary T. Barra, General Motors Co. (GM)
Heather Bresch, Mylan Inc.
Ursula M. Burns, Xerox Corp.
Debra A. Cafaro, Ventas Inc.
Susan M. Cameron, Reynolds American Inc.
Safra A. Catz, Oracle Corp. (co-CEO)
Lynn J. Good, Duke Energy Corp.
Marillyn A. Hewson, Lockheed Martin Corp.
Ellen Kullman, EI DuPont De Nemours & Co. (DuPont)
Lauralee E. Martin, HCP Inc.
Gracia C. Martore, Gannett Co. Inc.
Marissa Mayer, Yahoo Inc.
Sheri S. McCoy, Avon Products Inc.

http://www.catalyst.org/knowledge/womenceossp500
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Carol Meyrowitz, TJX Companies, Inc.
Beth E. Mooney, KeyCorp
Denise M. Morrison, Campbell Soup Co.
Indra K. Nooyi, PepsiCo, Inc.
Phebe N. Novakovic, General Dynamics Corp.
Debra L. Reed, Sempra Energy Corp.
Barbara Rentler, Ross Stores Inc.
Virginia M. Rometty, International Business Machines (IBM) Corp.
Irene B. Rosenfeld, Mondelez International Inc.
Meg Whitman, Hewlett-Packard (HP) Corp.

Methodology: This list is based on the S&P list of companies published by Dow Jones from
October 2014. Whenever possible, we update our list throughout the year whenever a woman
becomes CEO or departs a CEO position at any of the listed companies. Women are counted in
our list starting on the date they officially take over their positions. We strive to keep this list
accurate and timely; if you have found that we have missed something, or have any questions,
please email us at icrequest@ask-catalyst.org.
Catalyst also maintains an historical list of women CEOs that have appeared on the Fortune list
from 1972-2014. If you would like a copy of the list, email icrequest@ask-catalyst.org.
How to cite this product: Catalyst. Women CEOs of the S&P 500. New York: Catalyst, April 3,
2015.
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• Limited access to client development and relationship opportunities

–
–
–
–

• Would have liked more and/or better mentoring by senior attorneys or
partners

–
–
–
–

• Missing out on desirable assignments

ABA Report: Minority Women

•
•
•
•
•

Increase of 4
28 = African American
11= Asian American
6 = Hispanic American
2 = Middle Eastern

– 47 (9.4 percent) = minorities

• 2012 Fortune 500 Survey of Minority
GCs:

Minority General Counsel

Turning Up Pressure Will Improve Firm Diversity, GCs Say
April 30, 2014

Copyright © 2015 Portfolio Media, Inc. All rights reserved.

Author: Andrew Strickler

Summary
Pushing up the number of women, minority and LGBT lawyers in law firms may take more arm-twisting by
corporate clients, panelists at a New York bar forum told a Wednesday gathering of general counsels and
attorneys.

Body
Pushing up the number of women, minority and LGBT lawyers in law firms may take more arm-twisting by
corporate clients, panelists at a New York bar forum told a Wednesday gathering of general counsels and
attorneys.
Speaking at the Midtown New York City Bar Association building, forum moderator Joseph West, president of the
Minority Corporate Counsel Association, evoked the lifetime ban handed down this week by the National
Basketball League against Los Angeles Clippers owner Donald Sterling for making racist remarks.
"First, the players started saying, 'If I'm a free agent, I'm not going to play for the Clippers,'" West said. "Then, the
sponsors started pulling out. I think the lesson for firms is ... that if clients start saying, 'I'm not going to send my
work to that firm,' you'll start to see more parallels."
Panelist H. Gwen Marcus, executive vice president and general counsel at Showtime Networks Inc., agreed that
in-house counsels must use their leverage to push firms to take a more aggressive approach to promoting
diversity.
Marcus, a frequent speaker on diversity issues and a onetime Paul Weiss Rifkind Wharton & Garrison LLP
attorney, also criticized diversity efforts by many legal organizations that lump together women and minorities but
fail to address the less visible LGBT community.
"When they talk just about women and people of color, it backfires and is counterproductive," she said. "What is
designed as well intentioned and meant to be inclusive actually feels exclusive."
A fall 2013 report from the MCCA showed the percentage of minority attorneys increased modestly in recent years,
from 13.4 percent in 2009 to 14.27 percent in 2012.
About one in eight attorneys promoted to partner in 2012 was part of a racial or ethnic minority group, according
to the diversity survey conducted by the MCCA and Vault.com. Retention for minority lawyers remains a concern,
according to the report, with a disproportionately high percentage leaving their firms.
A report released in February by National Association of Women Lawyers found women lawyers comprise just 17
percent of equity partners in the country's 200 largest firms, a proportion that has remained nearly static in the past
eight years.
Saniya Ahmed
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The panel, which also included general counsels from New York Life Insurance, Praxair Inc., NBCUniversal, Bank
of New York Mellon and Xerox Corp., also spoke frankly about the need for women and minority lawyers to be good
"owners" of their careers and the responsibility of white males, along with their diverse colleagues, to mentor
young lawyers.
Teresa Sebastian, senior vice president and and general counsel for Darden Restaurants Inc., also urged minority
and other attorneys take career risks and speak up about the direction they want to take.
"Law firms do need to be open to frank discussions and not make associates feel like a failure if they come with
their personal truth about where their talent or natural affinity lies," she said. "You're going to get so much out of the
lawyer if they enjoy what they're practicing."
--Editing by Christine Chun.
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Body
Most general counsel in the Fortune 500 go for the gold when it comes to their compensation. White men,
however, are going beyond the gold and grabbing the platinum. Do women and minority general counsel
unwittingly settle for less? Data gleaned from Securities and Exchange Commission filings and conversations with
experts who negotiate compensation for general counsel present a compelling case that the problem is
commonplace.
Julie Goldberg, managing director of Korn/Ferry's legal specialty practice, is highly familiar with this issue. "Some
of the most competent, able women who are GCs just haven't gone to the mat the way men do [over
compensation]," says Goldberg, who has placed nearly 75 general counsel in her 10 years of legal recruiting. "You
don't see the level of analysis and intensity in women that you do in men."
According to data culled from ALM surveys (ALM is The Recorder's parent company), proxy statements, and the
Minority Corporate Counsel Association, there is good news and bad news on this front. First, the good news: The
number of women on Recorder affiliate Corporate Counsel's annual list of the 100 best-paid general counsel is
on a steady and gradual rise. Fifteen women appear on Corporate Counsel's latest survey of the 100 best-paid
general counsel, which is a record. Now for the bad news: When you look at the number of white women,
minority men, and minority women in the top 100 salary positions over a recent five-year period, there is a
noticeable and troubling disparity.
Clearly, the data contained in securities filings tells only part of the story. Public companies are required to list only
their top five highest-paid employees. GCs who are not among the top five may still be highly compensated.
Nevertheless, the available data paints a disturbing picture.
According to Goldberg and other experts, the problem of not being appropriately compensated is complex, with at
least four dimensions: gender-based, psychological, generational, and racial.
Gender is an ever-present issue when considering disparities in workforce demographics. As a rule, white male
candidates will go toe-to-toe to enhance their offers and compensation packages. Women are not as good at
putting themselves at risk and tend to be more accepting of the initial offer.
"Women are socialized so that it is hard to say 'I want' without breaching what society deems appropriate," says
Jane Pigott, founder and managing director of R3 Group, LLC, a diversity consulting firm. According to Pigott,
women typically believe that their achievements at work alone will get them noticed and rewarded, without the
need for self-promotion: "There are societal expectations for feminine and masculine behavior, and you are
punished if you cross those lines. Women are punished for displaying masculine behavior, but they are also
punished for displaying feminine behavior."
This article appeared in print alongside Negotiation Slip-Ups, a list of tips from a woman who made a lot of money in
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house at Morgan Stanley Dean Witter.
That mind-set is obvious to those interviewing the candidates, according to Christine Edwards, a partner at Winston & Strawn
in Chicago who, as the chief legal officer at Morgan Stanley Dean Witter, was the first woman to crack the list of five highest-paid
GCs on Corporate Counsel's annual survey. "In interviews, female candidates will be strong, confident, and engaged, but
when you switch to the topic of compensation, their eyes will drop, nine times out of 10," Edwards says.
The psychological dimension is another major factor in salary negotiations. For many women and people of color, discussing
salary is extremely uncomfortable. So negotiating for what may seem like a great deal of money is particularly difficult. "It is
something that is really deep-seated," says Korn/Ferry's Goldberg. "A lot of it is psychological, and some of it is experiential. It
is part of the milieu in which you grow up and function."
The problem is also a generational one. "For women who are considered for general counsel-level positions, we're still talking
about the generation that was taught to please and be the best they can be," says Goldberg. "Women want so much not to be
seen as difficult and high-maintenance."
Racial issues play out in the corporate environment just as they do everywhere else. The disparities in pay among GCs who
are white men, white women, and people of color are striking, according to Veta Richardson, executive director of the Minority
Corporate Counsel Association.
Diversity Viewpoints Our ongoing Hot Topic page rounds up the latest stories about efforts to improve diversity in the
legal profession, plus the specific challenges and milestones of that journey.
Here are three things women and minorities can do to address this issue:
Try to figure out the impact that race and gender have on how you conduct your negotiations (e.g., body language, eye contact,
how you listen and what you hear). Analyze your own psychology and behavior and avoid such telltale gestures as Edwards'
drooping-eyes syndrome. There are many studies, books, and other resources that can be used to understand the
psychological dynamics of salary negotiations. These include: "Women Don't Ask: The High Cost of Avoiding Negotiation ? and
Positive Strategies for Change," by Linda Babcock and Sara Laschever; " Do Women Lack Ambition?" by Anna Fels, Harvard
Business Review, April 1, 2004; and " Women and Minorities Negotiating Salaries," by Lee Kass and Kathleen Gale, posted
on the Minority Scientists Network Web site, September 27, 2002. (One quick tip: Practice asking for your compensation goals
in the mirror, or by role playing with another person.)
Develop your own private team of advisers, consisting of executive compensation specialists, people who understand what is
acceptable in negotiating with your prospective employer, and current and former GCs. If you are using a recruiter, effectively
leverage him by asking questions such as: Where does the position of general counsel fit among the other senior executives?
What are the most effective ways to articulate my value to this CEO? What compensation negotiating strategies have worked
with this CEO and company in the past?
Finally, think positioning and valuation. Develop a strategy that culminates in a clear definition of your value. Here, start with the
obvious, which is the compensation analysis in the company's proxy statement. This addition to a public company's filings is a
treasure trove of information. Mine it well. As part of this process, find out where the general counsel position stands in the
batting order of the top executives of the company. Most importantly, in addition to your technical competencies, identify the
unique dimensions (e.g., extensive contacts with the political party that controls the U.S. Senate and House of Representatives;
other unique or special qualifications) that you possess. How much does your prospective employer value each of those
dimensions? In the end, though, compensation negotiations are really pretty simple: You get what you ask for, not what you're
worth.
Lloyd M. Johnson Jr. is a principal of Messick & Johnson, an executive search and consulting firm. Michele Coleman
Mayes is senior vice president and general counsel of Pitney Bowes Inc. This article first appeared in Corporate Counsel,
a Recorder affiliate.
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Body
Most general counsel in the Fortune 500 go for the gold when it comes to their compensation. White men,
however, are going beyond the gold and grabbing the platinum. Do women and minority general counsel
unwittingly settle for less? Data gleaned from Securities and Exchange Commission filings and conversations with
experts who negotiate compensation for general counsel present a compelling case that the problem is
commonplace.
Julie Goldberg, managing director of Korn/Ferry's legal specialty practice, is highly familiar with this issue. "Some
of the most competent, able women who are GCs just haven't gone to the mat the way men do [over
compensation]," says Goldberg, who has placed nearly 75 general counsel in her ten years of legal recruiting.
"You don't see the level of analysis and intensity in women that you do in men."
According to data culled from ALM surveys (ALM is Corporate Counsel's parent company), proxy statements,
and the Minority Corporate Counsel Association, there is good news and bad news on this front. First, the good
news: The number of women on Corporate Counsel's annual list of the 100 best-paid general counsel is on a
steady and gradual rise (see "You've Come a Long Way!" page 102). Fourteen women appear on Corporate
Counsel's latest survey of the 100 best-paid general counsel, which is a record (see page 83). Now for the bad
news: When you look at the number of white women, minority men, and minority women in the top 100 salary
positions over a recent five-year period, there is a noticeable and troubling disparity (see "What's Wrong with This
Picture?" page 102).
Clearly, the data contained in securities filings tells only part of the story. Public companies are required to list only
their top five highest-paid employees. GCs who are not among the top five may still be highly compensated.
Nevertheless, the available data paints a disturbing picture.
According to Goldberg and other experts, the problem of not being appropriately compensated is complex, with at
least four dimensions: gender-based, psychological, generational, and racial.
Gender is an ever-present issue when considering disparities in workforce demographics. As a rule, white male
candidates will go toe-to-toe to enhance their offers and compensation packages. Women are not as good at
putting themselves at risk and tend to be more accepting of the initial offer.
"Women are socialized so that it is hard to say 'I want' without breaching what society deems appropriate," says
Jane Pigott, founder and managing director of R3 Group, LLC, a diversity consulting firm. According to Pigott,
women typically believe that their achievements at work alone will get them noticed and rewarded, without the
need for self-promotion: "There are societal expectations for feminine and masculine behavior, and you are
punished if you cross those lines. Women are punished for displaying masculine behavior, but they are also
punished for displaying feminine behavior."
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That mind-set is obvious to those interviewing the candidates, according to Christine Edwards, a partner at
Winston & Strawn in Chicago who, as the chief legal officer at Morgan Stanley Dean Witter, was the first woman
to crack the list of five highest-paid GCs on Corporate Counsel's anuual survey. "In interviews, female candidates
will be strong, confident, and engaged, but when you switch to the topic of compensation, their eyes will drop, nine
times out of ten," Edwards says.
The psychological dimension is another major factor in salary negotiations. For many women and people of color,
discussing salary is extremely uncomfortable. So negotiating for what may seem like a great deal of money is
particularly difficult. "It is something that is really deep-seated," says Korn/Ferry's Goldberg. "A lot of it is
psychological, and some of it is experiential. It is part of the milieu in which you grow up and function."
The problem is also a generational one. "For women who are considered for general counsel?level positions,
we're still talking about the generation that was taught to please and be the best they can be," says Goldberg.
"Women want so much not to be seen as difficult and high-maintenance."
Racial issues play out in the corporate environment just as they do everywhere else. The disparities in pay among
GCs who are white men, white women, and people of color are striking, according to Veta Richardson, executive
director of the Minority Corporate Counsel Association.
Here are three things women and minorities can do to address this issue:
Try to figure out the impact that race and gender have on how you conduct your negotiations (e.g., body language,
eye contact, how you listen and what you hear). Analyze your own psychology and behavior and avoid such telltale
gestures as Edwards's drooping- eyes syndrome.
There are many studies, books, and other resources that can be used to understand the psychological dynamics
of salary negotiations. These include: Women Don't Ask: The High Cost of Avoiding Negotiation?and Positive
Strategies for Change, by Linda Babcock and Sara Laschever; "Do Women Lack Ambition?" by Anna Fels,
Harvard Business Review, April 1, 2004; and "Women and Minorities Negotiating Salaries," by Lee Kass and
Kathleen Gale (posted on the Minority Scientists Network Web site, September 27, 2002). (One quick tip: Practice
asking for your compensation goals in the mirror, or by role playing with another person.)
Develop your own private team of advisers, consisting of executive compensation specialists, people who
understand what is acceptable in negotiating with your prospective employer, and current and former GCs. If you
are using a recruiter, effectively leverage him by asking questions such as: Where does the position of general
counsel fit among the other senior executives? What are the most effective ways to articulate my value to this
CEO? What compensation negotiating strategies have worked with this CEO and company in the past?
Finally, think positioning and valuation. Develop a strategy that culminates in a clear definition of your value. Here,
start with the obvious, which is the compensation analysis in the company's proxy statement. This addition to a
public company's filings is a treasure trove of information. Mine it well. As part of this process, find out where the
general counsel position stands in the batting order of the top executives of the company. Most importantly, in
addition to your technical competencies, identify the unique dimensions (e.g., extensive contacts with the political
party that controls the U.S. Senate and House of Representatives; other unique or special qualifications) that you
possess. How much does your prospective employer value each of those dimensions? In the end, though,
compensation negotiations are really pretty simple: You get what you ask for, not what you're worth.
Lloyd M. Johnson, Jr., is a principal of Messick & Johnson, an executive search and consulting firm. Michele
Coleman Mayes is senior vice president and general counsel of Pitney Bowes Inc.
Sidebar: Make Them an Offer They Can?t Refuse
Michael Corleone had a consigliere. Do general counsel in the Fortune 500 need one? Whether you need a
wartime consigliere (negotiating a noisy withdrawal) or a peacetime consigliere (negotiating your compensation),
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you may want to call Christine Edwards. While some women and minority men have difficulty negotiating a fair
compensation package, Edwards clearly does not. She was the first woman to break into Corporate Counsel's
top ten list of 100 highest-paid GCs. As chief legal officer at Morgan Stanley Dean Witter, she ranked number four
in 1997 and number three in 1998 on Corporate Counsel's annual survey. (No woman entered the top ten after
Edwards until Maura Abeln Smith of Owens Corning ranked number three in 2002.)Now a partner in Winston &
Strawn's corporate practice group, Edwards has identified four categories of mistakes that women make when
negotiating compensation.
1. "Here's what I made in my last position." Your salary doesn't depend on what you made in your last job,
according to Edwards. It depends on the value you bring to the new organization.
2. "Just cover my expenses."Edwards says you shouldn't focus on what your mortgage payment is or how much
your kids' college tuition costs. "Your value is not what your expenses are," she says.
3. "Just get me in the door, and I'll take it from there."Some candidates think that if they can just get a foot in the
door, their salaries will rise when they prove how smart and indispensable they are. It doesn't work that way,
particularly at large companies that have salary grades and a limited pool of money for raises and bonuses. "It's
much wiser to come in at the right value from the start," she says."I've had the experience with women who have
asked [the company] as often as men [have] about compensation," says Edwards. But according to her, as soon
as a woman hears that her initial demand may not be feasible, she fails to follow up?unlike many men. "Women
back down after hearing concerns, whereas men simply ask, 'Okay, how can we restructure this to make it work
for both of us?' " says Edwards.
4. "I don't know what I'm worth, but it's more than he is."When it comes to bonuses, employees aren't supposed to
discuss them?and, of course, that is the first thing they do. Asking for the right-sized bonus is critical. "You have to
think a long time about what you ask for," Edwards advises.
Often, women have either not done their homework or are not prepared to negotiate. There are no good excuses
for this. These same highly accomplished lawyers would not dare fall short when representing clients. Edwards
asks, "Why shouldn't the same expectations apply when negotiating for themselves?"
? L.M.J. and M.C.M.
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A Seat
at the Table

(Opposite) photograph by Matt Niebuhr; headshots courtesy of Amy Schulman, Rhonda Joy McLean, Siri Marshall, and Margaret Ackerley

by Kaitlin Thomas

According to data collected by the ABA Commission on Women,
from approximately 1994 to 2002 the percentage of women general counsel
in Fortune 500 companies increased from 4 percent to 15 percent.
That 2002 statistic has held steady, with women continuing to hold
15 percent of the top legal positions in Fortune 500 companies, and 15.2 percent
in Fortune 501–1000 companies today.

Women are, undoubtedly, a minority in the world of chief legal officers.
And yet, dozens of Yale Law School alumnae have served
or are serving as general counsel.

The Law Report recently spoke with four women graduates with
GC experience. The women profiled here make little of the fact that they’re
women working in male-dominated positions—they’re focused
simply on being lawyers, on lending wise counsel to the businesses for
which they work. Here they talk about what drew them to the world of
corporate law, advice they have for aspiring GCs, and the types
of legal and business issues they face.
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“Women should not feel that they have to do one
particular thing to be successful in this field.”

“In this type of position, you need people
with a broad perspective whom you can trust.”

Rhonda Joy McLean ’83

Siri Marshall ’74

deputy general counsel of time, inc.

former senior vice president, general counsel,
secretary and chief governance and compliance officer of general mills

Rhonda McLean’s biggest piece of advice to those

corporate litigator,” she says. “Ultimately, though, that work
who are interested in an in-house career? “Develop yourself as didn’t reach my soul.”
a person,” she says. “Pursue what you’re interested in. Give yourShe moved on to the Federal Trade Commission as a staff
attorney and was named Assistant Regional Director of the
self room to experiment.”
Now deputy general counsel of Time, Inc., McLean knows of Northeast Region. While at the FTC, McLean also taught adminwhat she speaks—she found her way to a law degree and a gen- istrative law at CUNY for several years.
eral counsel’s office by a fairly non-traditional
A little more than ten years ago, McLean was
route.
recruited by Time, where she is now responsiFor many years McLean assumed she’d be a
ble for regulatory compliance of all consumer
professional musician. A mezzo-soprano, she
marketing materials for the forty magazines
was raised in a family of musicians, and even
published by Time, Inc., in the United States
trained as a classical pianist for sixteen years.
and Canada. McLean provides advice and counHer parents taught music in public schools in
sel to more than 300 clients, negotiates promotion agreements, and participates in the shapsegregated North Carolina in the 1960s. When
the high school in her hometown of Smithfield
ing of national and international advertising
was integrated, thirteen-year-old McLean was
and data privacy and security protocols for
Time. She works with twenty-five in-house
one of a handful of students who led the way.
She was heckled and tormented, but remained
attorneys (the company has 10,000 employees
Rhonda Joy McLean ’83
at the school.
worldwide; 4,000 of those in New York) and
“As a result of that experience, I became more
more than sixty-five firms that serve as outside
counsel.
politicized,” McLean says. She became increas“It’s a time when we’re all trying to reinvent ourselves with
ingly interested in not-for-profit organizations and community
building work and helped the NAACP with voter registration. social media,” she says of the magazine industry. “Right now
When she graduated from college (at the age of nineteen) we’re developing software to make service delivery more effiMcLean planned to return to music. Her mentors had other cient. This is an example of how my job has evolved—I’m doing
ideas, suggesting law school instead. McLean jumped at the things that I wasn’t hired to do because they didn’t even exist
idea. “I wanted not to be intimidated by the law,” she explains, when I was hired.” But social media is “exciting, frustrating,
“I wanted to understand it.”
and challenging,” she says. “I am energized by these challenges
Following her 1L year at UNC Chapel Hill, McLean took a and by the smart people I work with.”
One of McLean’s points of pride is her commitment to mensummer class with Yale Law School Professor Steven Duke ’61
llm, who urged her to transfer to YLS. She did so in the fall of toring young women. She’s just co-authored a book titled The
1981 and immediately became involved with a variety of orga- Little Black Book of Success: Laws of Leadership for Black Women that
nizations, including the Black Law Students Association (BLSA) she describes as a “mentor in your pocket.” (See page 18.)
and the Greenhaven Prison Project. “The more I discovered, the
“Women should not feel that they have to do one particular
more I fell in love with the law,” she remembers. (Incidentally, thing to be successful in this field,” McLean says about positions
BLSA recently honored McLean at their annual alumni dinner in general counsel offices. “There is no longer one route to these
with the Jane M. Bolin ’31 Alumni Service Award.)
roles. You should explore what is interesting to you and have
McLean was thirty when she graduated from YLS. Too old to areas of expertise that you can market. Develop yourself as a
clerk, she feared. Professor Harlon Dalton ’73 convinced her person, a human being, a lawyer. I really encourage young
otherwise. After two years clerking for the Hon. Anna Diggs women to try to have a gap between college and law school. It
Taylor ’57 in the Eastern District of Michigan, McLean entered helps to bring experience, wisdom, and maturity to whatever
the private sector. “For the first couple of years, I loved being a you do.”

Siri Marshall is a true veteran of the general counsel

ing and communicating risk, making sure that people underworld. Following fifteen years as in-house counsel at Avon, stand all the implications of business decisions and, most
including as the company’s general counsel, Marshall spent importantly, finding viable solutions.”
another fourteen years at General Mills. In 2003, Corporate Legal
Marshall was responsible at General Mills for developing
Times named her one of Corporate America’s Five Most Influential guidelines for working with outside counsel. She had a close
Women. In 2006, Inside Counsel named her one of North America’s relationship with a few outside counsel, whom she used as a
Fifty Most Influential In-House Counsel.
personal sounding board. “In this type of posiAmong the things that attracted Marshall to
tion,” she explains, “you need people with a
the GC world—and then kept her there for
broad perspective whom you can trust—espealmost three decades—was the breadth of the
cially with issues you might not be able to share
work the positions offered and her ability to
with people internally.”
The personality and professional traits that
influence the scope of her own practice.
“There are a wide variety of issues and responMarshall counts among the most important for
sibilities involved in this kind of work,” Marshall
the job include intelligence, keen analytical
says. “I loved that it was not only my legal skills,
skills, curiosity, healthy skepticism, and flexibility. “There is constant change and you need
but leadership, management and strategic
thinking that I was using on a daily basis.”
to be able to interact with a wide variety of
people and issues in this type of job,” she
Marshall’s road to the GC office began at
Siri Marshall ’74
Debevoise & Plimpton, where she spent five
says.
years as a general corporate lawyer, also doing
Among the other traits that Marshall considtax and litigation work. Marshall was fascinated
ers paramount for a successful GC are commuby business (“I liked the idea of being a decision maker—not just nication skills, teamwork, thought leadership, organizational
an adviser,” she says) and was drawn to Avon in 1979, where she leadership, and good judgment.
ultimately became senior vice president, general counsel and
“People look to the general counsel for judgment and decisecretary with responsibility for global legal and government sion making,” Marshall says. “It’s important for people interaffairs. She now views the jump from life in a firm to the cor- ested in this kind of position to keep honing those skills by getporate world as the most important move of her career. “At that ting as varied experience and exposure as possible. Develop your
time,” she says, “it seemed like a risky move. But once I made leadership skills.”
“I don’t see any obstacles at the moment that are unique to
the leap, I never looked back. I loved the diversity of my practice.” At Avon, Marshall’s work included complex M&A and lit- women,” she adds. “The obstacles in this field are the same as
in any business. Women have to be effective in a culture where
igation issues and the defense of hostile takeovers.
General Mills recruited Marshall in 1994 and she remained they may be a minority—this is true in finance and many other
at that company until her retirement in 2008. She had respon- industries too. The most important thing you can do is to
sibility for the company’s worldwide legal issues and compli- develop yourself broadly. Get a broad exposure to the legal world
ance programs as well as its board and corporate governance.
and broad business experience. And be true to who you are.”
Working as part of a team to grow the company’s brands was
“These are terrific jobs,” Marshall says. “They are endlessly
appealing to Marshall, who was the only woman on the execu- fascinating and challenging. There is a lot of flexibility in what
tive leadership team at both Avon and General Mills.
you do. It can be very challenging, very rewarding.”
At General Mills she worked with a legal staff of forty lawyers,
six of whom were based outside of the U.S.
“Very, very few questions are purely legal,” she says of the
work of general counsel. “Most of what you do as GC is analyz-
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“It’s rewarding to be in a position that carries
some responsibility for helping to
safeguard the enterprise, and includes proactive
counseling and risk management.”
Amy Schulman ’89
senior vice president and general counsel of pfizer
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“I’ve found that having a deep understanding of
and appreciation for the ‘business’
has made me a more effective counselor,
able to appreciate the problems and help find
good ways forward whenever possible.”
Margaret Ackerley ’91
senior vice president and general counsel of world wildlife fund

Amy Schulman was a partner in a large international

with the billable hour, replacing it with flat fees and incenlaw firm, working with Fortune 500 clients on class-action liti- tives.
The legal and corporate worlds have taken notice.
gation and handling complex legal, scientific, and regulatory
issues when she decided in 2008 to make the leap to the corpoIn 2009, The National Law Journal named Schulman to its list
rate world as general counsel of Pfizer.
of the Twenty Most Influential General Counsel. She was also
“The fact that I have a seat at the business table is borne of included in Forbes magazine’s 2009 list of The World’s Most
the fact that I am a lawyer,” Schulman says. It was that oppor- Powerful Women.
tunity to be part of both the advisory and decision making proThe most important quality for a general counsel is being a
cess that, in part, drew Schulman to the bio-pharmaceutical good lawyer, Schulman stresses. “A solid grounding in law—
giant. “It’s rewarding to be in a position that carries some grasping facts and having a foundation in the law—is what really
responsibility for helping to safeguard the
matters,” she says. “And you need to remain
enterprise, and includes proactive counselcalm and have a temperament for the unexing and risk management,” Schulman says.
pected.” That was just one of the lessons that
Schulman focused on as a visiting lecturer at
Following her graduation from YLS in
1989, Schulman worked at Cleary Gottlieb
the Law School this past winter when she
taught a course titled “Anatomy of a Mass
and then at DLA Piper, where she was a partner with an impressive list of clients and a
Tort” in which she lectured about how Pfizer’s
member of the firm’s Global Board and its
attorneys managed high-profile products liability litigation.
Executive and Policy Committees. Her clients
included Pfizer, for whom she did a substanAmong Schulman’s other pieces of advice
tial amount of work.
to would-be GCs: “You need to be adept at lisNow at the helm of Pfizer’s worldwide legal
tening and learning what your client needs.
division (which, itself, is 1,000 employees
You need to understand the client’s goal.”
Schulman is one of five women on Pfizer’s
strong), Schulman is responsible for a wide
Amy Schulman ’89
executive leadership team. “There is nothing
range of legal and regulatory areas, including intellectual property, litigation, regulaabout the in-house role that is unique to
tory law, governance, licensing, and acquisiwomen,” she says. “Women have the opportutions. In her first year at Pfizer, Schulman found herself working nity here, as in other places, to thrive.”
on complex negotiations, including issues related to the com“I’ve been blessed throughout my career to have challenging,
pany’s $68 billion acquisition of pharmaceutical company meaningful work. My work at Pfizer is the culmination of a lot
Wyeth and a multifaceted government resolution.
of what I understand lawyering to be,” Schulman says. And
Under Schulman’s leadership, Pfizer has also completely working at a bio pharmaceutical company is a plus—“helping
revised how it works with outside counsel. In what has been people live healthier lives is rewarding to me on a personal
described as a pioneering approach, the company has done away level,” she says.

Shortly after the birth of her second child, Margaret

At WWF, Ackerley now handles general corporate legal matAckerley ’91 learned about an opening at World Wildlife Fund ters for the company, including contracts, tax, corporate goverand, in her words, “jumped at the opportunity.”
nance, intellectual property, employment, litigation, technol“I’ve always had a deep reverence for nature, and the oppor- ogy, estates, fundraising, charitable giving, and various
tunity to combine that personal passion with my professional regulatory compliance issues. The legal team at WWF, as at
career was very exciting,” she says.
many nonprofits, is relatively small. Ackerley directly oversees
In addition to serving as general counsel for the nonprofit several departments, for a total of around a dozen or so professince 2000, Ackerley is a member of WWF’s senior management sionals, and relies heavily on in-house staff to cover as many
team—a position that allows her to help
legal issues as they competently can. “I work
shape and implement the organization’s
with outside counsel from a number of
conservation strategy. “Being in-house, and
excellent firms when we need legal represenhaving these dual roles, the line between
tation outside the U.S.; when the area is
highly specialized or technical, such as
purely legal advice and business counseling
is not rigid,” she says. “I’ve found that having
ERISA; or when the issue is sufficiently novel
a deep understanding of and appreciation
and high-profile that we need counsel deep
in a particular area,” she says.
for the ‘business’ has made me a more effecA key attribute of a good general counsel
tive counselor, able to appreciate the problems and help find good ways forward whenis the ability to work with business colever possible.”
leagues to find solutions as often as possible,
Ackerley credits rigorous training and an
while knowing always that the organization
exposure to a range of substantive areas of
is relying on your sound judgment and prulaw in her early career for giving her the
dent management of risk, Ackerley says.
solid footing for an in-house position. After
General counsel need the ability to size up
Margaret Ackerley ’91
graduating from Yale, she clerked for U.S.
matters quickly, to handle the unexpected,
District Court Judge Stanley S. Brotman in
and to operate across many different functhe U.S. Virgin Islands. “I learned a lot about
tional areas. “We may be the last true generlaw, the judicial process, and the intersection of reason and alists in the profession,” she adds. “While a lawyer serving as
result in those two years,” she says. Following her clerkship, general counsel will undoubtedly have areas of expertise, in
Ackerley joined what was then Wilmer, Cutler and Pickering, this role you have to be able to take on issues from every angle
where, she says, she again was fortunate to work closely with and address them, often in a short timeframe. The work is fast“terrific” mentors. She did a variety of work at Wilmer, includ- paced and definitely not static—and that, coupled with being
ing litigation and regulatory advising, for both corporate and able to devote your professional time to one client that you care
nonprofit clients.
deeply about—is what makes it fun.” Y

