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In the COVID-19 crisis, diversity and inclusion matter more than ever

For business executives the world over, the
COVID-19 pandemic is proving to be one of the
greatest leadership tests of their careers, Not only
must they protect the health of their employees
and customers, they must also navigate far-
reaching disruption to their operations, plan for
recovery, and prepare to reimagine their business
models for the ‘next normal’,

In this challenging context, the task of fostering
inclusion and diversity (I&D) could easily take a
back seat—and the painstaking progress made

by many firms in recent years could be reversed.

As this report shows, however, I&D is a powerful
enabler of business performance. Companies
whose leaders welcome diverse talents and include
multiple perspectives are likely to emerge from the
crisis stronger. In short: diversity wins, now more
thanever.

This report was originally due for release in

March 2020, but we put publication on hold as the
COVID-19 crisis ensued, Since then, in talking to
CEOs, CX0s and CHROs and assessing the radically
changed business landscape, we have come to the
conclusion that its findings are even more relevant
right now.

The report demonstrates that the business case for
gender and ethnic diversity in top teams is stronger
than ever. Since we first published Why Diversity
Matters in 2015, the likelihood of diverse companies
outperforming industry peers on profitability has
increased significantly. The data also shows that
there s a clear divergence in how companies are
engaging with 1&D. A third of the firms we have
tracked over the past five years have significantly
improved both gender and ethnic diversity on their
executive teams, while the majority have stalled or
gone backwards.

We also find that the dynamics around inclusion are
a critical differentiator for companies. Our evidence
is that an emphasis on representation is not enough;

employees need to feel and perceive equality
and fairness of opportunity in their workplace.
Companies that lead on diversity have taken bold
steps to strengthen inclusion.

Early signs suggest that the COVID-19 crisis could
deepen these trends. Companies that already

see 1&D as a strength are likely to leverage it to
bounce back quicker—and they will use this time

to seek new opportunities to boost representation
and inclusion to strengthen performance and
organizational health. As the CEO of a European
consumer-goods company told us: “| know we have
to deal with COVID-19, but inclusion and diversity is
atopic too important o put onto the back burner”,

On the other hand, some of the companies we have
spoken to are viewing 1&D as a "luxury we cannot
afford” during the crisis. We believe that these
companies risk tarnishing their license to operate
in the long term and could lose out on very real
opportunities to innovate their business model and
strengthen their business recovery.

If companies deprioritize I&D during the crisis,

the impact is felt not just on the bottom line but in
people's lives. Research and experience warn us
that diverse talent can be at risk during a downturn
for several reasons, including that downsizing can
have a disproportionate impact on the roles typically
held by diverse talent.*? As companies send

staff home to work, this could reinforce existing
exclusive behaviors and unconscious biases and
undermine inclusion. In addition, unequal sharing
of childcare and homeschooling responsibilities,
and unequal availability of home workspace and
accessto broadband could be putting women and
minorities at a disadvantage during this time of
working remotely.

Companies and their leaders can seize this
moment—both to protect the gains they have
already made, as well as to leverage 18D to position
themselves to prosper in the future.

' How "Neutral” Layoffs Disproportionately Affect Women and Minorities, HBR, June 2016

2 McKinsey & Company, Women in the Workplace 2019

Diversity wins: Howinclusion matters
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There is ample evidence that diverse and inclusive
companies are likely to make better, bolder
decisions—a critical capability in the crisis.

For example, diverse teams have been shown to be
more likely to radically innovate and anticipate shifts
in consumer needs and consumption patterns—
helping their companies to gain a competitive edge.?

In this context, the shift to technology-enabled
remote working presents an opportunity for
companies to accelerate building inclusive and agile
cultures—further challenging existing management
routines, With its benefits of increased flexibility,
remote working can facilitate retention of women
and minorities, who are often shouldered with a
disproportionate share of family duties. It thus
widens access to an array of diverse talent that may
not have been available to companies previously.*

Moreover, a visible commitment to 1&D during the
crisis is likely to strengthen companies’ global
image and license to operate. In times of crisis,
stakeholders typically interrogate a company's

purpose and values even more closely, potentially
even more so in the current pandemic. Those that
tap into the growing sense of solidarity thatis a
characteristic of the crisis—by reaffirming their
commitment to 1&D, supporting vulnerable talent
who are at greater risk of infection, and reaching out
to focal communities—could strengthen employee
motivation and win lasting approval.

The findings and case studies presented in this
report will be of enduring relevance to companies
in every industry, long after the world has emerged
from the COVID-19 crisis, But we are convinced
that, as companies and their leaders navigate the
crisis itself and plan their emergence from it, they
will find that 1&D is an essential enabler of recovery,
resilience, and reimagination.

3 Ibid.

t.html

4 https://www.nytimes.com/2020/03/31/us/equal-pay
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Executive summary

The business case for inclusion and diversity (I&D) is stronger
than ever. For diverse companies, the likelihood of outperforming
industry peers on profitability has increased over time, while

the penalties are getting steeper for those lacking diversity.

Progress on representation has been slow, yet a few firms are
making real strides. A close look at these diversity winners
shows that a systematic, business-led approach and bold,
concerted action on inclusion are needed to make progress.

Diversity Wins is the third in a McKinsey seties
investigating the business case for diversity,
following Why Diversity Matters (2015) and
Delivering through Diversity (2018).' This report
shows not only that the business case remains
robust, but also that the relationship between
diversity on executive teams and the likelihood of
financial outperformance is now even stronger
than before. These findings are underpinned by our
largest data set to date, encompassing 15 countries
and more than 1,000 large companies. The report
also provides new insights into how inclusion
matters, through an analysis of employee sentiment
in online reviews; this shows that companies need
to pay much greater attention to inclusion, even in
relatively diverse industries.

By following the trajectories of hundreds of large
companies in our data set since 2014, we find that
overall slow growth in diverse representation in
fact masks a growing polarization between these
firms., While most are stalled or even slipping
backwards, some are making impressive progress in
improving diversity, particularly in executive teams.
We show that these diversity winners are adopting
systematic, business-led approaches to [&D, with
special focus on inclusion. And we highlight the
areas where companies should take far bolder
action to bring about lasting change in inclusive
culture and behavior.

A stronger business case for diversity,
but slow progress overall

Our latest analysis reaffirms the strong business
case for both gender diversity and ethnic

and cultural diversity in corporate leadership—

and shows that this business case continues

to strengthen. The most diverse companies are now
more likely than ever to outperform

non-diverse companies on profitability.

Our 2019 analysis finds that companies in the top
quartile of gender diversity on executive teams were
25 percent more likely to experience above-average
profitability than peer companies in the fourth
quartile. This is up from 21 percent in 2017 and

16 percent in 2014,

Moreover, we found that the higher the
representation, the higher the likelihood of
outperformance. Companies with more than
30 percent women on their executive teams are
significantly more likely to outperform those with
between 10 and 30 percent women, and these
companies in turn are more likely to outperform
those with fewer or no women executives.

As aresult, there is a substantial performance
differential—48 percent—between the most
and least gender-diverse companies,

' The data set for Diversity Matters was assembled in 2014, while that for Delivering through Diversily was assembled in 2017, Likewise,
this report, published in 2020, is built on data gathered in 2019. We therefore refer ta three data sets in this report—for 2014, 2017

and 2019,

Diversity wins: How inclusion matters
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Inihe canse of elhnde and cultural diversity, the
findings nre equally compading. Wi found that
campanias in the lop guartile sulperformed those
i the fourth by 36 percant In terms of profitability
in 2019, shghtly up from 33 percentin 2007

and 36 percent in 2014, And, as we have previously
found, thera continues to ba a higher lkethood

of pulperformance diffarence with athnicity than
wilh gandes,

Daspite this, progress overall has been show,

I the companies In our original 2014 dida sel,
based in the United States and the Linited Kingdom,
female reprosentation on executhve leams has

risan from 15 |'_|nr|;m11_ in 3044 10 20 parcent in

2019, Across our global data sel, for which our data
slarts in 207, his numbier has moved up just oné
parcantage point from 14 to 15 porcent in 2019 -
and more than & ihird of companies still hove no
wamen sl all on thair oxaculivg Leams, This lack of
malerial progress Is ovident across all industries and
in mast countries, Similarky, representation of @lhric
mingeitios on US and UK execultive leams stood at
only 13 parcent in 2018, up from just T percent in
2044, For awr global data set in 2009, this numiber

is 14 porcent, up from 12 percent in 2017,

Diwarsifywini Hewinchmisn mattor

The widening gap between winners
and laggards

While overall progress on reprosentation s show,
our resaarch makes i clear thod this In fact hides
awidening gap bolwoeen leading 18D peaclilioness
and companies that hive yet to embrace diversity,
A third of {he firms we anabyzed have achiaved
real gains in top-team diversily over the five-year
poriod. But most firms have made Gtibe progress or
remalned slafic and, in some, gender and cullural
roprasontadion has even gone backwards.

This growing polarization babwaen high and low
performers is reflected in an increased ikelhood
of 0 performance penally, in 2019, fourih-quarile
companiea for executive-team gender diveraity
were 18 percent more likely than companes in
{he ather three quartiles to underpesfosm an
pralitabdily. This is up Irom 15 percent in 2007
and nine percent in 2015, And for companbas in
b foisr th quarktile of balh gender and athnc
cliversity thi: panalty is even steeper in 2018
by are OF percant mone likely te undenperfoem
on peafitabiity than all other companies in cur
datazat.
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By tracking the progress of companies in our
ariginal 2014 data set, we identified five cohorts
based on their starting points and speed of
progress on executive-team gender representation
and, separately, ethnic-minority representation.
The first two cohorts, Diversity Leaders and

Fast Movers, have shown strong improvement over
the past five years. For example, gender Fast
Maovers have almost quadrupled representation of
women on executive teams to 27 percent in 2019;
for ethnicity, companies in the equivalent cohort
have increased representation from just 1 percent
in 2014 to 18 percent in 2019.

At the other end of the spectrum are the Laggards,
which have seen their already poor diversity
performance decline further. In 2019, these firms
had an average of 8 percent female representation
on their executive teams—and no ethnic-minority
representation at all. The two other cohorts

are Moderate Movers, which have on average
experienced slower growth, and Resting on Laurels,
which started with higher levels of representation
than did Laggards, but have similarly seen this
decline since 2014,

We also found that the average likelihood of
financial outperformance in these cohorts

is consistent with our findings in the quartile
analysis above, For example, in 2019 companies

in the Resting on Laurels cohort on average

have the highest likelihood of outperformance

on profitability, at almost 82 percent—possibly
reflecting their historically high levels of diversity on
executive teams, Laggards, on the other hand, are
more likely to underperform their national industry
median profitability, at 40 percent.

How inclusion matters

We sought to explore how differing approaches

to I&D could have shaped the trajectories of

the companies in our data set, through analysis

of surveys and company research. These pointed

to two critical factors: a systematic approach to I1&D,
and bold action on inclusion.

We have previously advocated a systematic,
business-led approach to 1&D, based on arobust
bespoke business case, evidenced-based targets
and core-business leadership accountability.

Diversity wins: How inclusion matters
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To further understand how inclusion matters—and
specifically what aspects of inclusion employees
consider to be significant—we conducted for

the firsttime an analysis of indicators relating to
inclusion, outside-in, This analysis focused on
employee reviews about the firms they work for
made on online recruitment websites.

While this approach is indicative, it provides a more
candid read on inclusion than internal employee-
satisfaction surveys do—and it allows data across
dozens of companies to be analyzed rapidly and
simuitaneously. We focused on three industries
with the highest levels of executive-team diversity
in our data set: financial services, technology

and healthcare. In these sectors, comments directly
pertaining to I&D made up around one-third of the
total comments made, showing that this topic is high
on employees’ minds.

We analyzed comments relating to five indicators.
The first two—diverse representation and
leadership accountability for I&D—are markers

of a systematic approach to 1&D. The other three
indicators—equality, openness, and belonging—
are core components of inclusion. Across several
of these indicators, our findings suggest that there
are marked “pain points” in the experiences of
employees, as follows:

— While overall sentiment on diversity was
B2 percent positive and 31 percent negative,
sentiment on inclusion was markedly worse
at only 29 percent positive and 61percent
negative—which encapsulates the challenge
that even the more diverse companies still face
in tackling inclusion. Hiring diverse talent isn't
enough—it’s the experience they have in the
workplace that shapes whether they remain
and thrive.

— l.eadership and accountability as it pertains
to I&D accounted for the highest number of
mentions, and was also strongly negative.
On average across industries, 51 percent of
the total mentions related to leadership, and
66 percent of those mentions had negative
sentiment, This underscores the increasingly
recognized need for companies to engage their
core business managers better in the I&D effort.
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— Considering the three indicators of inclusion—
equality, openness, and belonging—we found
particularly high levels of negative sentiment
around equality and fairness of opportunity.
Negative sentiment around equality ranged from
63 to 80 percent across the industries analyzed.
Openness of the working environment, which
encompasses bias and discrimination, was also
of significant concern, with negative sentiment
across industries ranging from 38 to 56 percent.
Belonging elicited overall positive sentiment,
but from a relatively small number of mentions.

These findings highlight the importance not just

of inclusion overall, but specifically of the varying
extents to which particular aspects of inclusion
matter. Even where companies are more diverse,
many appear as yet unable to cultivate work
environments which effectively promote inclusive
leadership and accountability among managers,
equality and fairness of opportunity, and openness
and freedom from bias and discrimination.

Winning through inclusion

and diversity: taking bold action

We took a close look at the companies in our data
set that are achieving higher levels of diversity—
and benefitting from an increased likelihood of
financial outperformance. The common thread for
these diversity winners is a systematic approach,
together with bold steps to strengthen inclusion.
Drawing on best practices from these firms,

this report highlights five areas of action for
companies, as follows:

— Ensure representation of diverse talent. This
is still an essential driver of inclusion, Companies
should focus on advancing diverse talent into
executive, management, technical and board
roles. They should ensure that arobust, bespoke
business-driven case for 1&D exists and is well
accepted, while being thoughtful about which
forms of multivariate diversity to prioritize (for
example, going beyond gender and ethnicity).
They also need to set the right data-driven
targets for representation of diverse talent.

Diversity wins: How inclusion matters

— Strengthen leadership accountability and
capability for 1&D. Companies should place
their core business leaders and managers at
the heart of the 1&D effort—beyond their
HR functions or employee resource-group
leaders. They also need to strengthen inclusive
leadership capabilities among their managers as
well as their executives, and more emphatically
hold all leaders to account for progress on1&D.

— Enable equality of opportunity through
fairness and transparency. It is critical that
companies ensure that there is a level playing
field in advancement and opportunity, in pursuit
of true meritocracy. Companies should deploy
analytics tools to build visibility into
the extent to which promotions and pay
processes and criteria are transparent and fair.
They should de-bias these processes and work
to meeting diversity targets across long-term
workforce plans.

— Promote openness and tackle
microaggressions. Companies should uphold
a zero-tolerance policy for discriminatory
behavior such as bullying and harassment—
and actively build the ability of managers and
staff to identify and address microaggressions.
They should also establish norms for what
constitutes open, welcoming behavior, and ask
leaders and employees to assess each other on
how they are living up to that behavior.

— Foster belonging through unequivocal
support for multivariate diversity. Companies
should build a culture in which all employees
feel they can bring their whole selves to work.
Managers should communicate and visibly
embrace their commitment to multivariate forms
of diversity, building connection with diverse
individuals and supporting employee resource
groups to foster a sense of community and
belonging. Companies should also explicitly
assess belonging in internal surveys.
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The business case for inclusion & diversity
is stronger than ever
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There is a widening gap between leaders and laggards

One-third of the firms we tracked since 2014 have achieved real gains in exacutive team diversily, However
about 50% have made little or no progress and, within that, many have seen gendar and ethnic minority
represeniation even go backwards

Reprasentation in US and UK, %

Diwersity laadars Fast movaers

Gender

% of companias

Ethnicity

¥ of companbes 15%

Promoting diversity does not ensure a culture of inclusion

We used a social listening approach o analyze emplover reviews posted onling

Overall sentiment en diversity is positive But sentiment on inclusion is the opposite

52% 31% 29%  61%

Bold actions are needed to strengthen both inclusion and diversity

A systematic, business-led approach to &0 Bold staps to strengthen inclusion

esenlabion, particukaly Enable equably of oppartundty through {alrmess

and transparency’

ynaole opanness, lackling béas and

sCrimination

alonging through support for
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INTRODUCTION

Overall, women and people of color continued to make measured progress in representation at major U.S.
law firms in 2022 as compared with 2021, according to the latest demographic findings from the analyses

of the 2022 NALP Divectory of Legal Emplayers (NDLE) — the annual compendium of legal employer data
published by NALP. At the associate level, women now make up almost half of all associates — and will soon
likely become the majority based on the summer associate demographics — where women have surpassed
the 50% threshold for the past 5 years.

By race/ethnicity, Black associates saw the biggest year-over-year increase in representation, up by more than
half of a percentage point to 5.77% of all associates. Likewise, Black summer associates saw large gains this
year, increasing by 0.7 percentage points to 11,85% of all summer associates. The share of summer associates
who are women and/or people of color continues to exceed that of associates by 6-15 percentage points,
suggesting that the associate ranks will persist in their diversification over the next few years.

Progress at the partnership level has moved at a more sluggish pace, particularly for women of color. Black
and Latinx women each continued to account for less than 1% of all pariners in 2022, The percentage of
Black partners overall increased by just 0.1 percentage points, from 2.22% of all partners in 2021 to 2.32%.
Latinx partners experienced a similar increase, growing from 2.86% of all partners in 2021 to 2.97% in 20232,

NEW FOR 2022

NALP has added new trend data on summer associates by race/ethnicity in Table 5. In addition, trend
information for Mative American or Alaska Native, Native Hawaiian or other Pacific Islander, and
multiracial partners, associates, and lawyers overall have been added to the report and this information has
been split into 3 tables — one for each lawyer category (See Tables 2-4.) Additional trend data from 2006-
2008 were also added to these tables.

Finally, new analyses of data from the NALP archives expanded Table 1's trend information by two more
years to 1991 and ﬁgures from 2000-2005 were added for counsel and all lawyers.

1 © 2023 NALP
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COMMENTARY & ANALYSIS

BY NIKIA L. GRAY, EXECUTIVE DIRECTOR

This year'’s Report on Diversity in U.S, Law Firms raises a host of complicated reactions from me, serving as
both a source of hope and a source of frustration and disappointment. While the legal industry continues
to make measurable gains in the representation of women, people of color, and LGBTQ individuals in the
associate and summer associate ranks, it is equally clear that law firm leaders have failed to do the work
necessary to break down the systemic barriers that prevent these individuals from joining them in the ranks
of partnership. The data demonstrates that we are nowhere near achieving the progress one would expect
from an industry that has been focused on the issue of diversity for over 3 decades.

Maotably, the percentage of summer associates and associates of color continued to increase compared to last
year, with much of that growth attributed to the rise in Black summer associates and associates specifically.
[n the summer associate ranks, the total percentage of associates of color increased by 1.7 percentage

points compared to last year, with the percentage of Black and multiracial summer associates both rising
approximately 0.7 points to 11.85% and 5.48% of summer associates, respectively. In tandem with this,

the representation of associates of color reached a historic high of 28.32%, with the percentage of Black
associates increasing by over half a percentage point to 5.77%.

Women summer associates and associates also fared well, Although the percentage remained essentially flat
at 55%, women have accounted for more than half of all summer associates for the fifth year in a row. As
summer associate classes are closely correlated to the following year’s incoming associates, we are seeing this
fact reflected in the associate ranks where the representation of women — at 49.42% in 2022 — reached its
highest level since NALP began reporting the data more than 30 years ago.

LGBTQ representation at firms also saw an increase at the summer associate and associate levels. The
number of summer associates identifying as LGBTQ has continued to grow at an accelerated pace, reaching
9.37% this year. As with women associates, this steady growth in the LGBTCQ summer associate ranks over
the past few years is now being reflected at the associate level, with the percentage of LGBTQ associates
increasing at a similarly accelerated pace to 6.14% of all associates.

The strides made at the junior levels are a testament to the focused efforts of our educational institutions and
recruiting professionals, who have worked to increase the number of women and diverse students receiving

(Conlinued on page 3)

2 2023 NALP
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(Cantinued from page 2)

their JDs and entering law firms, It is also an indication that the national dialogue around social justice
issues, which shined a light on the challenges facing Black communities, resulted in law firms examining
their hiring practices with a lens of reducing the barriers to entry facing Black students and lawyers in
particular. Celebrations, however, would be premature. Firms now need to keep these lawyers. That’s proven
to be difficult.

Women, people of color, and LGBTQ individuals remain markedly underrepresented at the partnership
ranks. Although it is true that over the 30 years MALP has been compiling this information, law firms have
made steady, incremental progress in increasing the presence of women and people of color in the partner
ranks, that progress has been excruciatingly slow and nowhere near matches the increases seen in the
summer associate and associate ranks. In 2022, people of color accounted for only 11.40% of all partners
{equity and non-equity), while women comprised only 26.65%, and LGETQ individuals comprised 2.46%.
To put that into perspective, when NALP began reporting data on lawyers of color and women lawyers in
1991, people of color accounted for 2.14% of all partners and women accounted for 10.84% (NALP did
not begin collecting similar data on LGBTQ lawyers until 2002). That means that in just over 30 years, the
representation of people of color at the partner level has increased by less than 10 percentage points and
women by less than 16 points, At this rafe, we still won't be anywhere near parity in another 30 years. By
any measure, such abysmal progress is a failure and suggests that little work has been done to examine and
change the exclusionary practices that create inequalities and close the partnership ranks to non-Caucasian,
non-cisgender male, non-heterosexual lawyers.

For those law firm leaders struggling to understand why their efforts fail at the partnership level, I
encourage them to take a hard look at their organizations — their entire organizations, including their
professional employees. It is clear that while law firms can hire women, diverse, and LGBTQ) associates,
they struggle to keep them beyond the junior ranks and to develop them into partners. That is a problem of
inclusion, equity, and belonging, which cannot be solved by looking solely at one segment of the law firm
population, f.e., lawyers, to the exclusion of everyone else, Indeed, the dialogue at firms around DEI has
historically focused solely on lawyers, which is the anthesis of inclusive. This is simply logic; firms cannot
create inclusive environments while systematically excluding half of their population from consideration

of how policies, practices, and procedures result in inequities. 5o long as law firms continue to perpetuate
cultures that clearly have two classes of citizens — lawyers and everyone else — they will also perpetuate
cultures of “majorities and minorities,” “in people and out people,” and “us and them.” The end results of
such cultures are clearly laid out in NALP% data. For those law firm leaders who are brave enough to change
this paradigm, NALP can be a resource for you, and we look forward to engaging with you to elevate this
dialogue. Flease reach out to the NALP members at your firm and to the association, We will join you in
fighting the racism and prejudice that prevent law firms from becoming truly inclusive,
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HIGHLIGHTS

ASS0CIATES

+ Women, peaple of color, and women of color continued to make incremental progress in representation at
the associate level in 2022,

« Much of the increase in the percentage of associates of color can be attributed to an increase in the share of
Black associates, which grew by more than half of a percentage point, to 5.77%.

« The percentage of Asian associates has essentially plateaned since 2019, despite a one-year increase in 2021,

PARTNERS

« In 2022, there were moderate improvements in the representation of women, people of color, and women of
color at the partner level; however, all remain markedly underrepresented within the partnership ranks.

+ Despite small gains in 2022, just over 4% of all partners are women of color, Black women and Latinx
women each continued to represent less than 1% of all partners in ULS. law firms.

+ The percentage of Black partners overall increased by just 0.1 percentage points, from 2.22% of all partners
in 2021 to 2,32% in 2022, Latinx partners experienced a similar increase, growing from 2.86% of all partners
in 2021 to 2.97% in 2022,

EQUITY AND NON-EQUITY PARTNERS

« White men continue to be disproportionately represented in the equity partner ranks within multi-tier law
firms. In 2022, just 22.6% of equily partners were women. Additionally, only 9.0% were people of color —
a figure that is unchanged from 2021

« Overall, the share of partners who are equity partners increased from 57.2% in 2021 to 58.2% in 2022.
Nearly 62% of men partners in multi-tier firms were equity partners in 2022, compared to just 49% of
women partners and partners of color.

« MNon-equity partners were somewhat more diverse as compared to equity partners and partners overall —
almaost 33% were women and just over 13% were people of color.

{Confinued on page 5]
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COUNSEL

+ In 2022, the percentage of women counsel increased by more than 1.1 percentage points to 38.0%.

NON-TRADITIONAL TRACK/STAFF ATTORNEYS

» Despite a more than 1.1 percentage point decline compared to 2021, non-traditional track/staff attorneys
were the only lawyer positions in which women were the majority in 2022, with women making up nearly
55% of lawyers in this category.

SUMMER ASS50CIATES

« The percentage of summer associates who are people of color grew by 1.7 percentage points, increasing from
41.34% in 2021 to 43.03% in 2022, Most of this growth can be attributed to the rise in the percentage of
Black and multiracial summer associates, both increasing by approximately 0.7 percentage points to 11.85%
and 5.48% of all summer associates, respectively.

+ In 2022, the percentage of women summer associates was essentially flat at 55%. However, women
accounted for more than half of all summer associates for the fifth year in a row.

LAWYERS WITH DISABILITIES

» The reporting of lawyers with disabilities (of any race or gender) has been increasing over the past 3 years,
but remains limited, both at the associate and partner levels. For offices/firms reporting these data, lawyers
with disabilities represented just 1.41% of all lawyers.

LGBTQ LAWYERS

» While the percentage of LGBTQ lawyers overall grew by half of a percentage point from 2021 to 2022 (the
largest year-over-year increase since NALP began tracking these data) the proportion of LGBTQ summer
associates continued to grow at a more accelerated rate, climbing by nearly 1 percentage point to 9.37% in
2022, Overall, 4.17% of all lawyers identified as LGBTQ.

« The share of LGBTC summer associates has increased by almost 5 percentage points since 2017, This
continued expansion in representation within the summer associate ranks suggests that there is still the
potential for additional growth in the presence of LGETQ associates at these firms.

LAWYERS WHO ARE MILITARY VETERANS

« 'The percentage of lawyers overall who are military veterans was 1.92%, effectively unchanged from 2021,
Representation of military veterans was lowest at the associate level (1.52% of all associates).
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SIGNIFICANT FINDINGS

ASSOCIATES

The representation of women, people of coloy, and
women of color among associates continued to
expand and reached historic highs in 2022, Women
iow make wp nearly half of all associafes.

MNALP’s analysis found that representation of
associates of color has continued to increase

since 2010 (from 19.53% to 28.32%) following
widespread layoffs in 2009, However, over the same
period of time, women did not see a net increase
until 2018. Since 2018, the percentage of women
associates has grown — and at 49.42% in 2022

— is the highest this percentage has been in the
more than 30 years that NALP has been reporting
data. In contrast to the pattern for women as a
whole, representation of women of color among
associates increased from about 11% (2009-

2012) to approximately 16.5% in 2022, though
some backsliding in 2010 is noted. However, the
percentages for women and associates of color
remain 6-15 percentage points below that of
summer associates, suggesting that these figures
should continue to improve in the coming years.

(See Table 1.)

Much of the increase in the representation

of associates of color from 2011-2019 can be
attributed to increased representation of Asian
associates, which grew steadily throughout this
period before leveling off around 12% since 2019,

Diespite this plateau, the share of Asian associates
has increased by 4 percentage points since 2006,

Latinx associate representation has also grown

in more recent years. After remaining somewhat
stagnant at between 3.81% and 3.95% of
associates from 2008-2014, Latinx associates

have outnumbered Black or African American
associates since 2015. In 2022, 6.55% of associates
were Latinx, an increase of 0.4 percentage points
from 2021,

In contrast to trends among Asian and Latinx
associates, representation of Black or African
American associates fell every year from 2009-
2015 but has grown in each year since, although
typically that year-to-year growth has been small.
However, in 2022 much of the overall growth
in the percentage of associates of color can be
attributed to the increase in the percentage of
Black associates, which improved by nearly 0.6
percentage points to 5.77%.

In 2022, 0.18% of all associates were Mative
American or Alaska Native, 0.08% were Native
Hawaiian or other Pacific Islander, and 3.62% were
multiracial. {(See Table 3.)

By geography, areas in New York state outside
of New York City had the highest proportion
of women associates in 2022. Women were also

{Canlinued on page 7
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the majority of associates in a number of cities
including, but not limited to, Boston, Minneapolis,
Tampa, and Washington, DC. Miami and the
Silicon Valley had the highest percentage of
associates of color — both at more than 50%. These
percentages can be attributed to a large population
of Latinx associates in Miami and Asian associates
in the Silicon Valley. (See Tables 9 and 13.)

PARTMNERS

Women, peaple of color, and women of color
experienced moderate improvements in
representation at the partner level in 2022, Women
of color remain particularly underrepresented, with
Black and Latinx wonten each still making up less
than 1% of all partners.

During the 32 years that NALP has been compiling
this information, law firms have made steady,
incremental — though excruciatingly slow —
progress in increasing the presence of women
and people of color in the partner ranks. In 2022,
that slight upward trend continued, with people
of color accounting for 11.40% of all partners in
major U.S, firms and women comprising 26.65%
of the partners in these firms, up from 10.75%
and 25.92%, respectively, in 2021, (See Table 1.)
Diespite these increases, just over 4% of all
partners are women of color — a figure that
remains abysmally low due to the significant
underrepresentation of both women and people
of color at the partnership level and a pattern
that holds true across all firm sizes and most
jurisdictions.

Over the period that NALP has been reporting

this data, the gains for women and partners of
color have been minimal at best. In 1991, people of
color accounted for 2.14% of partners and women
accounted for 10.84% of partners. At the largest
firms of more than 700 lawyers, the representation
of partners of color (12.78%) and women of color
(4.91%) in 2022 was slightly higher compared to
firms overall, but not by much. Across all firm sizes
of 500 lawyers or fewer, the share of partners of
color was below 10% in 2022. (See Tables 1 and 9.)

As is the case with associates, most of the increase
in representation of partners of color since 2009
can be attributed to an increase in the number

of Asian and Latinx partners, particularly Asian
and Latinx men. Representation of Black or
African American partners has only increased by
0.6 percentage points during this time, and only
surpassed the 2% threshold for the first time in
2020, In 2022, Black and Latinx women ¢ach still
account for less than 1% of all partners, at 0.94%
and 0.97% respectively.

Additionally, 0.17% of all partners were Native
American or Alaska Native, 0,07% were Native
Hawaiian or other Pacific Islander, and 1.30%
were multiracial in 2022, The share of multiracial
partners has more than doubled since 2016,

(See Table 2.)

By geography, Sacramento and San Francisco had
the highest percentage of women partners. San
Diego and Miami had the largest share of partners
of color, primarily due to a large number of Latinx

partners. (See Tables 9and 12))
{Continued on page §)
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EQUITY AND NON-EQUITY PARTNERS

In 2022, the percentage of wonten equity partners
increased; however, the share of equity pariners of
color was flal compared to last year. Equity partners
are the least diverse of all categories of lawyers
included in this report.

This report includes findings on the demographics
of both equity and non-equity partners, Equity
partner information is reported in the NDLE
separately from the demographics grid information
used for the other analyses in this report. The
demographics of equity figures reflect firms with
multi-tier partnerships that also provided equity
and non-equity partner demographics in 2022,
‘This reporting accounted for 17,285 partners, of
which 58.2% were equity partners.

To the extent that broad trends in the data can

be identified over the period for which this
information has been collected, it appears that

the distribution of all partners by equity

status has moved only slightly towards greater
proportions of women and people of color, just
as women and people of color have made small
gains in representation among partners overall. For
example, between 2011 and 2022, the percentage
of all partners who were men equity partners fell
from 51.7% to 45.1% (with a low of 43.9% in 2020),
while the percentage of all partners who were
women equity partners rose from 9.5% to 13.1%
(with a low of 9.3% in 2012), and the percentage of
all partners who were equity partners of color rose
from 2.9% to 5.29. Notably, over the same period,
the percentage of partners overall who are equity

partners has decreased from 61.3% in 2011 to
58.2% in 2022 (with a low of 55.8% in 2020). (Sce
Tables 7 and 8.)

COUNSEL

In 2022, the percentage of women counsel increased
by more than a percentage point. The share of
counsel who are people of color also increased, but to
a lesser extent.,

The percentage of women counsel grew by more
than 1.1 percentage points to 38.00% in 2022, The
proportion of people of color and women of color
among counsel has, for the most part, increased
over the 11-year period in which NALP has been
collecting data exclusively for counsel, with one
small dip in the percentage of women of color

in 2017, However, at just 12.68% and 6.45%,
representation of people of color and women of
color among counsel is still quite low and only
slightly better than the percentages within the
partnership ranks. (See Table 1.)

NON-TRADITIONAL TRACK/
STAFF ATTORNEYS

Non-traditional track/staff altorney positions are
the only lawyer positions in which women are the
mutjority, In 2022, the percentage of non-traditional
track{staff altorney positions that were hefd by
wonten fell, but there was a slight increase in the
percentage of these positions obtained by people of
eolor.

{Conlinued on page 9)
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Representation among women in non-traditional
track/stalf attorney positions fell by about 1.1
percentage points to 54.85%, and this figure is
down by nearly 3 percentage points from a peak of
57.66% in 2018, However, the percentage of non-
traditional traclk/staff attorneys who are people of
color increased by approximately one-quarter of a
percentage point to 22.88%. (See Table 1.)

LAWYERS OVERALL

Representation of women, people of color, and
wonten of color among lawyers overall was up in
2022, reaching new highs. The percentage of lawyers
who are women of color surpassed 10% for the first
fime.

These increases reflect the growth experienced
across all lawyer categories combined — for
partners, associates, counsel, and non-traditional
track/staff attorneys. Although the overall figure
for women fell in 2010 and 2011, and again in
2015, the percentage for women (38.68% in 2022)
has exceeded the 2009 figure of 32.97% since

2014 — and has grown by more than 5 percentage
points over the past 7 years.

The representation of lawyers of color as a whole
rose by 0.7 percentage points to 19.21%, and has
also increased by more than 5 percentage points
since 2015. The share of women lawyers of color
increased by nearly half of a percentage point in
2022 to 10.15%.

SUMMER ASSOCIATES

The representation of women and people of color in
the sunumer associate ranks compeares nuch more
Sfavorably to the population of recent law scheol
graduates. The percentage of summer associates

of color continued to climb this year, increasing by
1.7 percentage points to just over 43%, following a
histaric 5-point gain in 2021. Wamen accounted for
over half af all summer associates (55.11%) for the
[ifth year in a row

According to data from the American Bar
Association (ABA), since 2000, the percentage of
graduates of color has ranged from 20%-32%, while
women have accounted for 46%-53% of graduates,
with the Class of 2021 representing a new high-
water mark for women. In 2022, 55.11% of summer
associates were women, 43.03% were people of
color, and 26.10% were women of color, Much of
this year's growth in the percentage of summer
associates of color can be attributed to increases

in the share of Black and multiracial summer
associates — each increasing by approximately

0.7 percentage points to 11.85% and 5.48% of all
summer associates, respectively. Since 2014, there
has been a nearly 13-percentage point gain in
the share of summer associates of color, largely
attributed to the 9.5 percentage point increase

in the percentage of women associates of color
during this time period. Since 2009, the share

of summer associates who are women of color
has more than doubled, growing from 12.90%

in 2009 to 26.10% in 2022, These figures suggest
the likelihood of continued improvements in the

[Conlinped on page 1)
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diversity of associates over the next few years,
After a nearly 10-percentage point gain over the
last & years, the share of women summer associates
was essentially flat in 2022, at just over 55%. (See
Tables 1 and 5.)

LAWYERS WITH DISABILITIES

Figures for lawyers with disabilities in law firms
remain below the levels for vecent law graduates and
are likely underreported,

The NALP Directory of Legal Employers also
collects information about lawyers with disabilities,
though this information is much less widely
reported than information on race/ethnicity and
gender, making it more difficult to draw definitive
conclusions about the representation of lawyers
with disabilities. In 2022, the percentage of
partners self-reported as having a disability was
more or less flat compared to last year at 1.08%;
however, this percentage is more than double that
of the 2019 figure of 0.46%. The share of partners
with disabilities had previously been slowly rising
from levels of approximately one-third of a percent
from 2012-2016 to closer to one-half of a percent
of partners from 2017-2019,

Representation of associates with disabilities
improved from 1.25% in 2021 to 1.63% in 2022,
Similar to the partner figures, the percentage for
2022 is close to triple that of the 2019 figure of
0.59%. Overall, 1.41% of all lawyers identified

as having a disability, up from 1.22% last year.
However, despite increases over the past few years,

10

these figures are still small, making it difficult

to draw any conclusions about trends going
forward, and more than one-quarter of the offices
included in the 2022 NDLE did not report data on
lawyers with disabilities. Although the presence
of individuals with disabilities among law school
graduates is not precisely known, other NALP
research from the Class of 2021 suggests that
about 5.5% of graduates self-identify as having a
disability. (See Table 15.)

LGBTQ LAWYERS

While the percentage of LGBTQ) lawyers has steadily
increased over the period since 2002 when NALP

[irst began compiling these figures, the greates

growtl has been af the summer associate level,

The overall percentage of LGBTQ lawyers

reported in 2022 increased by half of a percentage
point, climbing to 4.17%. However, LGBT()
representation among summer associates
continued to grow at an accelerated pace,
increasing by nearly 1 percentage point, from
8.41% in 2021 to 9.37% in 2022, Nevertheless, this
2022 figure is nearly 2 percentage points below the
percentage of Class of 2021 graduates identifying
as LGBTQ (11.3%).

‘The share of LGBT(Q) partners increased by
approximately 0.2 percentage points, rising to
2.46% in 2022; however, LGBT(Q associates saw
a much larger increase of 0.8 percentage points,
growing from 5.35% of all associates in 2021 to

{Confinugd on page 1)
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- 6.14% in 2022. Since 2019, the share of LGBTQ

associates has increased by 2 percentage points.

It previously took 11 years for the same increase
to be achieved from 2008-2019. The percentage
of offices reporting LGBT(Q) data has been around
90% or higher since 2008, and in 2022, 97% of
offices reported LGBTQ counts. Nearly three-
quarters (73.5%) of these offices reported at least
one LGBTQ lawyer in 2022,

Perhaps not surprisingly, there are wide geographic
disparities in these numbers, although this years
LGBTQ figures were more disperse than in
previous years. Historically, more than half of the
reported LGBTO lawyers have been located in just
4 cities: New York City, Washington, DC, the Los
Angeles area, and San Francisco. In 2022, Boston
replaced the Los Angeles area as one of the top

4 cities in terms of the total number of LGBTQ
lawyers, and slightly less than half of all LGBTQ
lawyers (47.7%) were working in New York City,
Washington, DC, Boston, or San Francisco,

‘These same 4 cities comprised 34.8% of the 99,292
lawyers included in these analyses. Thus, despite
their shrinking overall share, the percentage of
LGBTQ lawyers in these cities is correspondingly
higher — 5.65% overall (and highest in San
Francisco specifically at 7.30%) — compared with
the 4.17% nationwide figure. In these same 4 cilies,
the percentage of LGBTQ summer associates is
also slightly higher than the national figures, albeit
not by much — at 9.48% compared with 9.37%
nationwide.

11

In 2022, the overall count of 3,653 LGBTQ lawyers
grew by 9.7% from 2021, Over a longer span of
time, the number of LGBTQ lawyers is now
almost 4 times that from the 2002 NDLE, when
these data were first collected. In the 2002 NMDLE,
the number of LGBTQ lawyers reported was just
over 1,100 — less than 1% of the total lawyers
represented. It took until 2012 for the overall
percentage to exceed 2%, while 2020 was the first
year in which it surpassed 3%. Now just 2 years
later, this figure topped 4% for the first time in
2022. (See Table 17.)

‘The presence of LGBT() lawyers continues to
be highest amonyg associates, at 6,14%. LGETQ
associates were somewhat better represented at
large law firms — with firms of more than 700
lawyers reporting that 6.51% of their associates
identified as LGBTQ). (See Table 15.)

‘The higher percentage of LGBTQ summer
associates compared to associates and all lawyers
suggests that there is the potential for considerable
growth in the presence of LGBTQ associates at
these reporting firms. For example, the percentage
of LGBT(Q associates in 2022 was similar to the
summer associate figures from 2018 and 2019. The
overall figure for summer associates in 2022 was
9.37%. However, there is considerable variability
by firm size — with firms of 101-250 lawyers
reporting the highest share of LGBTQ summer
associates this year (10.61%).

{Confinuad on page 12)
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LAWYERS WHO ARE MILITARY VETERANS in 2020. Seventeen gender non-binary summer .
associates were reported in 2022, compared with 11 :
Aumng lawyers overall, m'{r.l'l’}' 2% are military in 2021 and & in 2020 |

veterans. A smaller percentage of associates were
military velerans compared to other types af lawyers,
BREADTH OF LAWYER REPRESENTATION

NALP began collecting data on military veterans IN THE NALP DIRECTORY
in the NALP Directory of Legal Empl in 2018,
and in 2022 nEarl; :;‘;:J;f nilii"nccsa’fif:: fepurt?:dﬂ The 2023 NALE Directory of Lepal Biplayers, l

which provides the individual firm listings on
which these aggregate analyses are based, includes
lawyer race/ethnicity and gender information for
mare than 99,000 partners, associates, and other
lawyers in 825 offices, and for more than 7,000

summer associates in 542 offices nationwide. The

NDLE is available at www.nalpdirectory.com. |

counts, including zero, of military veterans.
Reporting on veteran status for summer associates
was more limited, with just under 55% of offices/
firms reporting data. Overall, a higher percentage
of partners (1.97%) and other lawyers (2.95%) were
military veterans compared to associates (1.52%).
Small firms of 250 or fewer lawyers generally had a
larger proportion of military veterans as compared
to larger sized firms, except for at the associate
level. Among summer associates, 1.92% were
military veterans — identical to the overall lawyer
figure. (See Table 18.)

GENDER NON-BINARY LAWYERS

This was the third year in which data on gender
non-binary lawyers were collected in the NDLE.
Mearly 70% (69.8%) of offices/firms reported
counts, including zero, of non-binary lawyers in
2022, As with other demographic data, reporting
for non-binary summer associates was more
limited with just over half {50.7%) of offices/firms
reporting numbers. Overall, 42 non-binary lawyers
were reported in 2022, of which 33 were associates,
5 were counsel, 3 were partners, and 1 was a staff
attorney. This compares to a total of 20 non-binary
lawyers in 2021, and 9 non-binary lawyers reported

12 © 2023 NALP
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DEFINITIONS AND REPORTING

Law offices reported aggregate demographic data for their lawyers as of February 1, 2022, Law offices that
utilized the "not collected” or "unknown” reporting aptions for any demographic items are not included in the
aggregate figures for that particular demographic(s).

With minor modifications, NALP utilizes the U5, Equal Employment Opportunity Commission (EEOC)
race/ethnicity demographic categories within the NALP Directory of Legal Employers. Definitions for the race/
ethnicity categories included in this report are listed below.

Latinx — A person of Cuban, Mexican, Puerto Rican, South or Central American, or other Spanish culture or
origin, regardless of race.

Asian — A person having origins in any of the original peoples of the Far East, Southeast Asia, or the Indian
subcontinent including, for example, Cambodia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine
Izlands, Thailand, and Vietnam,

Black or African American — A person having origins in any of the black racial groups of Africa.

MNative American or Alaska Native — A person having origins in any of the original peoples of North and South
America (including Central America), and who maintains tribal affiliation or community attachment,

Native Hawaiian or other Pacific Islander — A person having origins in any of the original peoples of Hawaii,
Guam, Samoa, or other Pacific Islands,

Multiracial — A person who self-reports as belonging to more than one racial category.
In some tables and charts, NALP reports aggregate figures for people of color or lawyers of color.

People of color includes Asian, Black or African American, Latinx, Native American or Alaska Native, Native
Hawaiian or other Pacific Islander, and multiracial lawyers (or summer associates) as reported by law firms.

Tables 12-14 do not include separate columns for Mative American or Alaska Native, Native Hawaiian or other
Pacific Islander, and multiracial lawyers due to the relatively small number of lawyers reported, preventing more
detailed analysis by firm size and city. However, the overall percentages for these racial groups in 2022 and prior
years are included in Tables 2-4,

Limited reporting of gender non-binary lawyers also precludes more detailed analysis; however, counts are
included in the text of the report.

The partner numbers in this report include both equity and non-equity partners, unless otherwise noted in
Tables 6-8.

Equity Partners are those who file a Schedule K-1 tax form and receive no more than half their compensation
on a fixed-income basis,

Non-equity Partners are those who receive more than half their compensation on a fixed basis. These lawyers
may or may not be generally eligible for equity partnership.

13 © 2023 NALP
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Table 1. Women and People of Color at Law Firms, 1991-2022
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Table 1. Women and People of Color at Law Firms, 1991-2022 [continued)
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2014 5574

2013 Hﬁ. i
caoiz | W A

2011 NA M|
BT [} i
2009 NA_| WA A | omm | 63 [ e | W | us
2008 N | A [ wa | ms | e | ade | a2 | ot | 1209
2007 A No [ ma f 3tee | mas | 6 | dese | ae | fazs
2006 NA | A m 332 1058 58 | e 2305 1240
2006 Ja L HA 309 10406 N | arm 2245 A
ETE T NA mer | cem | Ne | wm | s | Na
_ 2003 WA WA NA 06 48 NA 4920 1887 A
w0z | wA | ma | e | mm [ em | M| em | ew | w
2001 LT I A B4 i 48.23 172 | HA
2000 NA NA ™ 2935 B2 M B s | M
1993 | KA _hA WA KA L I LI WA
1998 NA A NA A HA A HA1 1847 HA
97 | wo | om | om | e | wa | ames | s | W
13’95 I‘{A HA A BA HA MA 4334 | 19.27 A
Jteos [ oma | owa | oma | oma | W [  omA | e [ e | M
1994 A NA NA m NA NA 4218 1974 M,
1993 NA NA A N MA | NA | 4118 | 1am | NA
1992 WA WA [ KA L L) #T5 1602 NA
1981 MA MA HA WA A M 4183 13.88 My

MMWMNWW!MWZ

Notes: MA: Hol svalabla

* Rialars 10 racadelhnizity and inchrdas Asisn, Black or African American, Laliny, Matiee American or Alaska Native, Nathve Hewallen or other Pacilc lstandar, snd multiradal
lawpura,

"Amummmmmmmdmwuhmwmmmmunm

dala collection was expanded fo laclude gender within each rmoaliethnic: dala on women of color are nol availabls for prior years. Flgures.
%ﬁmwhm Duuwﬂulrrsm&mu and 201 2-prosent, and for non-iradiional rackistalf
aflominys
15 i 2023 NALP
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Chart1. Percentage of Partners Who are Women and People of Color at
Law Firms, 1991-2022
Percentage
mo
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Chart 2. Percentage of Associates Who are Women and People of Color at
Law Firms, 1991-2022

Porcontaon
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Trure, 2008, ke e Ik bl A Wty e T i,
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Chart3. Percentage of Counsel Who are Women and People of Color at
Law Firms, 2012-2022
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Chart4. Percentage of Non-traditional Track/Staff Attorneys Who are
Women and People of Color at Law Firms, 2014-2022
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Chart 5.

Chart 6.

Percentage of Total Lawyers Who are Women and
People of Color at Law Firms, 2000-2022

Porcentage
s

o
N 01 M DT M XY Mol Aol e Xl X WAl NG @0 T RS Bu mIT EW Ee BR mh ¥

—éomen —-Feople ol Color —\yaman of Cofor

Percentage of Summer Associates Who are Women and
People of Color at Law Firms, 1991-2022

Parcontage
Eno

to L)

gL

[ TPLE Y OO R T O O 0 P B0t U R0 300 ou JEOF OO O o 1Y S U e e ol 1P M0 e O N

—Vmen —People of Color —ifoemen of Color
inte: Hiaring bn 00, duia rfection et goreen vt iy pach recdaldefon't etegry. Berira olita m e, ol ok e st mvaletia b edon e
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Table 2.  Partners at Law Firms by Race/Ethnicity, 2006-2022

Partners

Nadive American or Nallve Hawallan or
Alaska Native

Mudlirzcial

Latime

2018 389 146 |.9} 075 2.52 ; .80 0.18 aar 005 oo N i-né |135
2018 | 363 | 138 | 183 | oss | 240 | omr | om | oos | ot | oee | os | om
2017 s v | 13| o | 240 | om | 0w | oot | oos | oce | om | om
2016 | 313 | w | s | os | 2m | oes | o1z | om | oo | om | o2 | om
2015 280 wi | 054 21 063 01t oot | oos | ooz | os0 | om
e e I T M v e B B
2013 e | am w6 | os0 | 19 | os¢ | o | oo | o | oo | 0w | oms
2012 | 248 | o | 173 | o0 | 1w | o8 | o5 | ooe | oor | oo | 0w | o
‘2011 2% | 0m I os8 | 192 | o48 | o | om | oos | om | ew | o
2010 | 2@ | osi | 17 | o086 | 470 | o4 | o9z | oot | ooe | oo | o | oo
T e B e B T e e B B B
2008 s | om 1 056 o | oa2 | o | ow | weos | ome | om | o
2007 | 1o+ | oes | s | o0s0 | 1% | o3 | ot | o4 | ma | wNA | ot3 | oo4
2006 s | om 55 | 08 3 | ox | o | o0 NA | oM | om
Source: The NALP Direcloy of Legal Employers, 2006-2022
Notes: Mk: Not aalable
The Native Hawaiian o oihver Pocic Islander calngory was added in 2008, Pror 0 2008, Native Hawaiian or cther Pacibi lslandar partnars wore Inchyded i the Sgures lor
JFasian paringrs.

19 © 2023 NALP
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Table 3.  Assoclates at Law Firms by Race/Ethnicity, 2006-2022

Associates

2021 1249 138 522 317 B 185 0,18 (i 11} (ili:i] = -ﬂi 3-.52 . 1._H
2020 -“1.2.1? .18 -_.-5.10 i 04 5.64 2.3 air ik 008 .04 336 1.83 o
2018 1247 T 4G 280 547 . 021 o (el 004 1 3.';'5“ ”-“'l.-Elr -
2018 | 1160 | eed | a4s | 285 | 4 | 245 | o | om ose | oo | aoe m
_;El-?__“T;]_ e _ﬂ.gi_ -_m 24z 4,57 223 018 TM'EI 008 | ﬂ.{!l“ i ﬂ:l_l 1.;;rj
20186 1125 635 i 41 232 B }ﬂ- T 2-.15 . mﬂ.'i;l . [iTe:) 0.0 004 I 287 146

2016 | 1w | &0 | 3 | 225 | 42 | 209 | om | oo | oo | o004 | 2% | 138
HEE‘;; IIIIIII ;6.51-. I"F;E; J """;‘iﬂ" I 24 155_ . 180 bz 010 0.10 005 z.-u';‘:" . .1.55.“ I
2013 10.;'& 564 410 243 JE2 1.8 (1R 009 3 U-.1'i_ [ -ﬂ:ﬂi-r- 2?3] .__1_.;?-“ :
2012 | o | sa0 | am | 285 | s | es | om | om | ow | oos | te | 102
Ilzﬂl'ii T -igﬁ.". FSL_M-- . 1.2 261 am 1.52 g 00g .15 oo 1.1 . 004 i
2010 8% | 615 | 4% | 2715 | asf 1 | o8 | ow | o2 | om | 1s | oss

2009 _9.!'! -5-.1;- B léﬁ -‘2'33 : 3:.% !‘Tﬂ 'dj:. "“-[H'l U.Ei_ 013 .29 074 )
2008 | aos | s | ams | 297 | sms | e | om | o | om | o3 | om | s
2007 | &8st | 4% | 485 | 288 | 36 | w4 | om | om v | | os | 0w
l_zi';au!- T 813 442 445 212 344 1.66 0 012 N HA --m{ " Ia—a‘

Source: The NALP Direclory of Logal Employers, 2005-2022

Motes: MA: Mot avalable

The Maliva Hawalian or olher Pacific |shander calegory was added in 2008, Priar lo 2008, Mativo Hawaiian o other Pacibic [slndar nssecintes were included In the Bgures
for Asian associales,
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Table 4.  Total Lawyers at Law Firms by Race/Ethnicity, 2006-2022

Total Lawyers

2022 aoe% |  adsw | aeew|  naowm|  asm| 2o | ae|  omew oot | 23| 12
2021 a6 | 4d0 | 383 197 ay | 2 | om o8 | o008 004 220 | 1.
2020 | 788 | 4 | 3ss | 1w | aw | 1s | ow o | oor | om | 210 5
2018 | | s PPy 1 a7 12 | om o008 | oo | o 19 | 0w
2018 78 34 | 3o | 1st | ass 1% | 0w o6 | om | om 7 | o0
2017 B | 365 | 2w 149 a4 147 | o | ow 006 | oo o | os
2016 675 | a5 | 284 | 14 | 3% | 140 | o045 | o006 | oor | om 8 | am
2016 | a4 | 3m | 21 12 | an 130 | 01 006 | o5 | om | 141 | om
2014 | 6M | an 283 | 148 | 208 | 1m | ot | ow 00s | om s | anm
2013 THEET 208 | 150 | 28 | 1m | o | oor | oo | om | 2s | om
2012 585 | 288 200 | 1 | 2m | 1@ | o 008 0.08 0 106 | o082
2011 | &8 | 288 a0 | 15 | 2m TR [T 0.1 om | oee | oar
‘2010 | 5w | em 300 | ts4 | 27 | 1w | o | oor | ot | ooe 0.8 043
2000 | 6 204 e | i | 2m 120 | o1 008 014 o0 | os0 | o
2008 s | 280 1% 17 271 T 008 | o5 | 008 0.50 029
2007 523 2 a2 | 16 | 2s | e | o1 | oo W | m | o | ow
2006 | 4 | a2e0 | a0 | s | 2. | o | om | e | wa| wa | oa2 | om

Sourcn: The NALP Direclory of Logal Employers, 2006-2022
Notes: N Nl ancilabin

Tha hative Hawailan o other Pacific Islander calegory was added in 2008, Prior o 2008, Natiwe Hewalian ar other Pacilic bslandar lwyers wera Incloded n (he figures

far sl towyers

21
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Table 5. Summer Associates at Law Firms by Race/Ethnicity, 2006-2022

Summer Associates

2022 16.07% 10.10% 1.85% 1.33% 9.23% 5.35% 029% 015% CL11% 0.04% 5.40% 1.08%

2021 | w0e | o | far | 74 881 451 v | ow | o 010 i | am

Im_ﬁﬂ I 1-3“-" “_Em..'ﬂ_m 145_ W 5.35“ i .73 i 442 0ar . 0.1 3:13_ " U.TE [ il:ﬁ- i 2‘.-'” I

2019 H.!H-_ B0 039 [ %] T84 4,60 0.ar o4 (1] 1R 1] 321 1.62 |
2018 | was | o0 | om0 | 6e1 | 28 | 43 | o3 | om | o | osz | am | 2

2m7 1310 “__?E a07 546 704 354 fikch| o4 010 T 008 261 145

2016 | 19 | 605 | as | 489 | 5o | am | om | om | om | o | 268 | 1s4

2016 | tawr | 770 | a4s | 47 | eoe | am | o3 | om | o2 | o0s | 2m | 14

2014 | tame | ras | ey | am | e | sm | o | o1 | om | om | 288 | 1;m |
-ilnx 1358 158 ?1';2 M 557 283 035 018 0.12 0.09 239 'I.'-Y.'“m |
2012 | o0 | 730 | 7ot | 43 | se6 | 202 | o3 | o1 | 0% | o | 23 | 4

2011 1.5 BT 7R3 443 4.81 xm 0.30 004 [k} 0.06 _?_65_ .-_1'.23_-

2010 ik 6.4 B2 46T 4.78 243 044 0,18 015 0og 1.45 [iF:h]

“2000 | ter3 | sso | zar | 4w | am | 2w | om | ow | om | oos | iz | oe ;
2003 10.54 652 702 43T 4,00 132 ik ir (i ] 0,10 1.15 054 s

2007 | 106 | s | 70 | 4m | 4o | 200 | o028 | o1 m N | os | om

“ME!H“ --iﬂl’ﬂ-" 515 h 813 4593 347 _tw- 028 015 _-PIJI_ i A 05 037

Source: The NALP Direclary of Logal Emplopors, 20062022

Hotes: NA: Not avaliable

Tha Mathva Hewalan or olher Pacic Islander cabegory was added in 2008, Prior lo 2008, Nalive Mawalian or other Paciic Islandar summer associales ware incleded in the
figures for Asian summer a3sociaies.

i @ 2023 NALP

835



836

2023 CONSUMER PRACTICE EXTRAVAGANZA

naT_p ‘ 2022 Report on Diversity

Table 6.  Percentage of Partners Reported as Equity Partners by Gender and
Race/Ethnicity, 2011-2022

1 | | |
2011 2012 2013 ! a4 | S | 2017 2018

Men partners 16,034 | 18278 | 18,083 | 17641 | 17APG | 1VASG | 16300 | 15830 | 15247 | 12734 | 13020 | 12656

% equity B4.9% 4.2 E36% 63.5% G18% B2.5% B2.6% B0.0% | 60B% 59.3% BOE% B1.6%
,,,"ﬂ'.,'.,, 4104 | 4578 | 470 | 4 | 45T sus _._E‘ﬂf* s.nse 5057 | 4435 | 4700 | 45
% Uity ATO% | 46.4% | 474% | 4T7% | 458% | 4B% | 4TO% | 6% | 4B7% | 450% | A75% | 404%
e T i

are people of 129 | 1423 | 4562 | 1540 [ 1647 | 1696 | 1670 | 1752 | 4820 | 1667 | 142 | 1857

%% equity 470% | 468% | 472 | 485% | 455% | 459% | 459% | d6F% | 466% | 463% [ 494% | 485%

Sowrce; The MALP Diseciovy of Lagal Employirs, 2011-2022

Netes: * Refers o racedethricly and Includes Aslan, Black or Alican American, Lalinx, Native American or Alaska Nathve, Nativs Hawaiian or ofér Paciiic lilander, and
imutfracial lswypes

Figures for 2022 ara based on 145 oficeafems &l have a Sered parinership and also reported information on equily and nan-equity partser counts. A number of frms that
olherwise reparted information on en olice-bry-oéica basis reporied their partnership information on a frm-wide basis. In some cases, firms did ot update their Bgures from 2021,

Table 7.  Distribution of Equity and Non-equity Partners by Gender and Race/
Ethnicity, 2011-2022

miz | 203 2014 2015 Fi 2017 2018 I 2019 I 01 | ik
| |

Equity partners | 12306 | 13854 | 13760 | 13508 | 13,078 | 13323 | 12630 | 12067 | 11633 | 981 | 10426 | 10067

% men B04% |BAT% | Bas% | s2o% |26% |8igw | Buow | soam | 7ars | 7ere | 7mom | 7ran
" % women T ison |1sm% | tas% | | 7asm | 6w | mrw | teen | o | 2w | zow | zew
wpeopieofoolor | 47% | 48% | 54% | 56% | 56% | so% | 6% | 6o% | 76% | &% | so% | 90w
I_E;nﬁ;ﬁ"h“ ol ?.B'u.': B.092 41 8,568 9,368 9178 a,7m B350 BETS T.588 .55 T8
" %% men 723% |727% | 724% | Ti8% | 72% | T06% | cam | easx | eagw | sadw | o7sw | @aw
"% women s |z | 2em |28 [oeew | zam | sorw | mosw | v | siew | sesw w_m_

% people of color® B3% | 84% 1% | 89% | S4% | 99% | 104% | 107% | 0% 1a% | f20% 13.2%

Source; The NALP Dirsctovy of Logal Employars, 2011-2022
Nede: * Refers o racalethnicity and includes Asian, Black or African American, Lotice, Mafiv Amvedican or Alaska Nafive, Nolive Hawaan of olher Pacifc lslandar, and
imulbracial bewyers.

Figures far 2022 ara basad on 145 ciicasSnms thal have a Bened parinership and also repored infamsation on equity and non-oquity pariner counts, A numbar of s (hat
olherwise rported informalion on an ofice-by-clion biis seporbed their partnership inforation an & im-wida bisis. In some cases, fims did nol update their fgures from
201, Sinca pariners of color are slso cousted In lhe men and women cslegaries, percentages acroas thesa thres calegores do nol add up lo 1007
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Table 8. Distribution of All Partners by Equity Status, Gender, and
Race/Ethnicity, 2011-2022

2013 | 2014 | 2015 | 2017 | 2018

Total pa 20238 | 228% [22881 |z247 |22aam | 22001 | 21950 |21028 | 20308 | e | 17723 | 17,285
CREwY oo [ [som [com |sew | s [sem |an | oo | ssen |san | s
%man 51.7% 51.4% 50.3% A0E% 48.1% 40.3% II;;"-&_ 46.2% 4-5]‘“_ _4&9'& -HE‘!G 45.1%
%% women ash | o | sew [103% [ 0% | tors | ros | mow | omex | new | izsx |
wooomeot | o | pon | sz | am | oo | sew | sew | sew | aes | s | sms | sow

;":m'_‘u‘:ﬂ“":"‘""’ 7% | me [see% | oaew | 4w | 4% | soew | azen | 4o | aeon | azen | aaw

% men 200% | 206% | 208% | @AM | 2% | 200% | 203% | 06% | 04% | N0 | Bk | 281%

% woman 10.7% 10.7% 1H.0% 1.2% 120% 12.1% 12.5% 13.0% 13.3% 14.0% 13.0% 13.6%
iﬁf’p‘“' 3% | 33% | 36w | 35w | aowm | 4w | e | 46w | 46% | 52w | sa% | se%

Source: The MALP Directary of Lagael Emplapers, 2011-2022

Notes: “Refers o racelethnicity and includes Asian, Black or Afdican Amarican, Latior, Mafiva Amarican or Mlaska Mative, Mafive Hawslian or other Paciic lslandir, and
multimcial lawyors.,

Figeeos for 2022 ave based on 146 officeaffims thal have a iered parinership and also reporied information cn equity and non-equity pariner counts. Anumber of frms that

afhenstsa repored information on an office-ty-olfice basks reporiad thelr parinanship information on a firm-wida basis, In soma cases, frms did nol updala Shair igunes fram
2021, Sinca pariers of color are also counled in B men and women caligodes, percentages across these thnes caliegories do not add up lo 100%.
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Table 9.

by Firm-Size and Geography, 2022

Azcociales

Women and People of Color at Law Firms — Partners and Associates

Total 825
By Number of Law,
mmmr 853 340 7405 4747 23,02 1245 47
" 101-250 lawyers 877 330 3470 4890 2257 1325 a5
251-500 lawyers PETS 349 4541 4740 | 2555 1401 137
501700 lawyers ot | am | 4w | was | mm | ws | m
79,784

_LosAngsies ares |

_Miami mes | bm | 26 | e N
Mitwaukee 508 23 = | e 1216 621 | 6
_ Minneapolis 643 2 | 58 | ey | wm | w0m | 16
Naw York City 1290 4% | 020 | s | sler | s | A
Northern MJ/
Newencasn: | W| R ) & S| RR )] Wl | BRL) BB} R
_ Northern Virginia o 1753 1340 an 82 4634 2073 732 5
g:langﬂ County, 235 2288 a7 B35 253 5099 3715 253 12
“Pnisdephia | s | mm | 73 o | s | en | wer | wm | @
Phoanix ur M ikl 21m 128 49,72 1875 625 10
{Condinued on page 26)
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Table 9.

by Firm-Size and Geography, 2022 (confinued)

Pittsburgh

Fartners

Assoclales

Women and People of Color at Law Firms — Partners and Associates

* Portland, OR 35 2928 Bl 280 i
RalelghDurham 130 %38 385 231 [ 5000

" Sacraments T wE 30 0.00 2 4512

“SaltlskeClty | 76 | 1879 | 388 263 | 15 | m
San Dilego 132 803 3333 1081 M0 4583

“SanFrancisco | 1078 | 3208 | 1980 790 | 1417 5512

“Seale = | 78 | 304 | 1w 583 | B | dam
Silicon Valley 546 272 e 516 Bgn 5317

"5t Louis 3w 7052 562 305 154 4610
Tampa e | 38 | 7 | i | @ 5501
Washington, DC 3875 831 | 1365 567 | 4306 | 5137
Wilmington, DE | 312 &S | 6 2B | % 4473

g : = 1 .
s Hoglcncdi 281 25,08 783 285 118 56,78 273 1610 13
mﬁ“ In B0 HT 65 255 T 4502 2713 895 "
Other areas in 38 252 528 251 107 5029 10.70 588 8
Mew Yiork
Tennossen 524 .76 52 1.70 32 50 AT 1745 1080 8
%m areasin 157 2044 9.4 368 118 4746 2m 1047 B

Sourca: Tho 2022 NALP Dineclony of Legal Emphyens
Hotes: “Risfers o racefathriclty and Includes Asian, Black or Alrican American, Lating, Mathe Amencan of Alasia Natve, Nathe Hawalian or olher Pacic Islandar, and

mealisacsl liwyess.

Cities and stales ane includied in (he table if there one o8 least 5 1eporting Brms and 25 tolal pariners of essocabes, Same city Information includes eee or mona offices In
adfjacent suburhs. Boston indudes one office in Cancoed, The Detroil area inclodes offiozs in Biomiield Hils, Detroil, Southdeld, and Troy. The Las Angeles area incudes
offices in Los Angeles and Sanla Monkea. The Northem New JerseyMewnrk anea inclodes ofices in Newark, Cranford, Flosham Park, Hackensack, and Moeriskwn,
Harthem Virginia Indudes offices In McLean/Tyson's Comer ond Restan, Orangs County inchides offices in Cost Mosa, Inving, and Mewpor Beach, Raleigh/Darham
Includes offices i RealnighiDurham and Resensch Trisngls Park. Seatfe includes one offica in Beliswue, Siicon Vialey inclafes olfices in Menlo Park, Palo Allo, E. Palo Alio,
Redwood ShonsRadwood City, and Sureyvale, With tha excaption of Tennessee, siate igures axchude cities reported sopamlely, Other areas in Michigan intludes fwo
firrea thal reparied fiom-wide clata, bul whise cffices wera predominately located in the state, Inchiding some Detrod avea lkocations nolincluded in the city infarmation above,
For mult-offs frms that reportad only fimmwida figures, the information wia attribuled 1o the reporting city i &1 keast 60% of the fim's lewyers an in et city.

© 3023 NALP
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Table 10.

2023 CONSUMER PRACTICE EXTRAVAGANZA

Track/Staff Attorneys by Firm-Size and Geography, 2022

Counsal

Women and People of Color at Law Firms — Counsel and Non-traditional

Total 009 | smo0% | qzee% | eas% | 3435 | sassw | z2mew | 1377% 825
By Numbar of Lawyers Fimnwhie: _ AL
100,08 Jowor kvyory 33 o L . W] suR ) i ) A b
101-250 lawyers 126 | 368 887 485 | %81 | wDs | ez | 958 | @
JatEempern. | 16 ) 0 no i . . o, 0 L ..
JOtTolwpers: | A5 | S | R | PN ] AR | BB | NN N ;.
701+ lawyers BA00 391 14.00 B89 | 2180 B83 | M08 | we8 | 451
Oy iy —= el
L . L. L TR S - xm an L .
Akl Mop . A0 B Y ol e
. Eosin L B By ] ) W
Charlotta e | 4s2 1266 | 92 1 1262
e - % | sm ] e | G | 1] BN
Cleveland 109 42.20 | ﬁ.ﬁﬂ 'IBE 1(] 44.1IB !
" Columbus 131 3159 534 229 4 50.00 3 3
_ Dallas 168 | 4468 2014 957 6 | 515 17.19 781 3
B AN &0 | 40 | &0l 3w ] W] &N
Dutiok e I . ] B | =
Houston 196 | 3838 | 186 |  BOG aF | =R : f
Kangas City, MO 8 | 4091 209 152 2 5313 625 313 8
_ Los Angeles area W | e | o2 | ez o1 | 505 | 4286 | 08 | s
e L o 2 I W . L o ..
i L L izl L = v . 20 -~ L
renpome 0 V. L 0 . L - el Ste 1
s ciaiodad o A M . ... i o O A L. S
Harttvem HNbimysk ® | 2 357 000 = = = i 5
"" Northem Virginia A | se3 | es | 452 | w0 | 000 | 3000 2000 5
Cronge: Sounky; T o A L0 O 3 MO .
Phitadalptia 145 4276 453 145 4 44,80 816 408 12
oo | m | wn | e [ we | - | - [ - | - | W
{Continsed on pages 26)
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Table 10. Women and People of Color at Law Firms — Counsel and Non-traditional
Track/Staff Attorneys by Firm-Size and Geography, 2022 (continuec)

* San Diego & 2619 19,05 i | W | a0 |

_SanFrancisca | 2 | 418 | 2353 | w03 | 98 Ba&T
Seattie y— h | a5 | oy | 1as | BRET | a0 |
Sllicon Valley 148 3019 265 1216 2 =)

51 Louis 42 40.48 T | 4.76 17 253

JTempa ] ® | n | M | 1788 | - =
Washington, DC Ll . L 0 L) . . I

_Wilrmirglen, DE 62 362 TED 385 - -

PN e Sy 5
Other arsas in Florida L B8 10064 8.4 — - —_ - 13
Other areas in
Mict 183 2538 613 o it} NG .67 aar 1
Other areas in 03 85 5 540 % 5662 43 435 B
Mew York v ’ : o
Tennessee 1] A a4 412 41 T0.73 244 244 B
Other areas in Texas 40 s 5,00 250 — — - - ]

Source: The 2022 NALP Directory of Lega! Emplayirs.

Hotes: *Refers bo racalethnicily and inchades Asian, Black or Afrcan American, Lating, Native Amarican or Alzska Nativa, Native Hewalan or other Pacific Iskandis, and
muffitacial lmayers.

Cities and states are included in the table if thone e ol loast 5 reporting fims and 85 total paniaers or associates. Some cily information Inciudis one or more ofices in
adjacont suburbs, Boston includes one ofiica in Concond, The Detrol area incudes officas in Bloomfinkd Hills, Detrok, Snefhiald, and Tray. The Los Angelas ared includes
eiffces in Loa Angeles and Santa Monka, The Morthem New JorseyNowark aroa inchudes offices in Newark, Crasloed, Flocham Park, Hackersack, and Marristown,
Meihem Vinginia includes offees in McLeanTysan's Comar and Roston. Orange County includes alfices in Casta Mesa, Irdne, and Newport Baach,

includes offices in RakighDurharm and Rescarch Triargle Park. Saattls ncludes cee offce In Bellevos. Siicon Valisy indudes offices in Menla Park, Pala Alto, E Palo Alto,
Radwood ShoresFedwood City, and Sunmyvala, With the exceplion of Tennesses, stabs Bgunas exciuds cifes reporiad separalely. Ofher arsas in Michigan inclades two
fira that reported firn-wide date, but whasa offices wera pradominalsly located in the stabe, inchading soma Detroit area locations ot inclided in the cly information abowve.
Fr mustl-cffica firmres thad reported orly ramwids figures, tha information was attributed bo the reparting city f at laast 60% of the fim's lawyars are in that city.

Dashes b the cowrsel and non-tradificnal trackistall attomeys columns indicalie that the fotal number of coursel or non-iraditionsl backistall aliomenys within a ity or slabe
was Jess than 10; theselone, data ane not reported in the lable.
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Table 11. Women and People of Color at Law Firms — Total Lawyers and
Summer Assoclates by Firm-Size and Geography, 2022

Tolal Lowyers Sumener Associstes

4938 w0 | Bs
5457 W0z | Hm®
AR | ®m\ | B
g5 | 45 | 20
5504 4414 27T
B a4 | w0
46,05 M 2168
EE5E | ange | m41
5088 | sm | e
50.66 341 5
4639 29003 1.
R R
6593 | w2 | mm
5609 s | B
sz | wes | Aw
T e
5676 HE 1351
50,28 58.23 ros
9.2 33 nzn
" Miwaukes gs8 367 BET | 345 B 2 £5.52 e | mu
e — R T N T T
G B I B e B i So | Ba
gm‘";“"m 4ok a7t 3216 1243 648 § = - 2= =
_MNohemVigia | 20 | %24 | wer | eer | s | — | — ] — | -
_OrmngoCounty, CA [ 583 | 324 | o8 | 68 | 12 | 3% | S0 | 000 | 77
Philadelphia 1,286 36.43 1280 640 12 3 5641 072 I3

(Continged on page 30)
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Table 11. Women and People of Color at Law Firms — Total Lawyers and
Summer Associates by Firm-Size and Geography, 2022 (continued)

Todal Lawyers Summer Associales

Phoenix 47 285 11.99 384 1 3 5000 25,00 it
Pitisburgh e 367 737 47 5 — s A P
 Portland, OR ] .13 nn | &1 T 3 58,06 B129 | 2809
RaleighDurham 210 N 10.95 85 B = - 92 =S
_Sacramento AL 13.36 481 & = = = =
_SatlskeCity 211 7701 995 560 7 = = - =
" BanDiege 424 B/21 | B0 | 1486 'S 3 | o000 | 3684 316
Son Francisco 2753 4515 3051 17.14 3 36 5650 5082 38,34
_Beate | 139 | 308 | 2080 | 15 ] 53 6349 5347 3,51
 Silicon Valley 1622 an | um | as ar M | ms3 | s | s
" St Louls W6 | M3 804 413 s | - | - | -1 -
Tampa | »e | 3 | 1585 ) Mo | 06 | - = = =
Weshington, 0G| fo13 | o5 | 2tss | s | i ™= 5575 | sl
N e RN N AN
Statos: byt
 OtherareasinFlodda | 454 | 265 | 1266 | 683 | 13 | M | &M 1429 .29
mzf:“’" 1,087 251 B.55 a4 n 3 BEAT I, 2z
s m 544 747 408 B 2 5447 2500 2500
Tennessee 1061 OS5 | 98 | 4f0 | 06 | B4 | 5838 | 43 | 200
Other areas in Texas a1 B2 13.85 a: [ 16 5625 200 18.75

Source: Tho 2022 NALP Directory of Legal Employers.

Rotes: “Rifors o raceiefnicity and incudes Asisn, Black or Alrican American, Lating, Ralhe Amenican or Alaska Mative, Native Hewalian or olher Pacific slander, and
muslivacal mwyers.

Cilies and stalos and inchedied in the table il Bere ane al kst 5 repording frms and 95 tolal pariners o sssociales. Some dly mformation includes ona of morne officas in
acfacent suturts. Boston incudes one offica in Cencord. Tha Detrol anes includes offices In Bloseald Hils, Detroll, Soulhfield, sed Troy. The Los Angeles aea indudes
oifices in Los Angebes and Sanla Mosdca. The Morthem Mew Jersey/Mewark anea inclodes offices in Mewark, Cranford, Flosham Park, Hackensack, and Momistown, Norlhem
Virginia includes offices in McLean/Tyson's Comir and Reston, Orange County inchades offices in Costa Mesa, Invine, and Mewport Beash, RaleighDurham inchides alficas
in Raleigh/Cucham and Resesch Trisegle Park, Sealils inchodes cne cice in Bellevee, Slicon Valley includes clfices in Menlo Park, Palo Allo, E, Palo lle, Riedweod
ShenesFodwesd City, and Sunmyvale. Wih the exceplion of Tennesses, stabs figures exclude ciies reporied separately. Other areas in Michigan includes two firms that
reporiad finn-wide data, bul whose offizes were peadominately locabed in the staln, includieg some Delroll area locstions nol indudad in the cy infermatien abowe, For
mul-offica fims that reporind only fmawida fgures, the infamation was attribubed ko the reporting oty if #l leas! 60% of tha frm's Lawyers ang in that iy,

Thar ruimber of offices reporfing one or more surmer associaes, inchuding demographic infarmation, was 542, Dashes in the summer associales columna indicate thal
fiwar than 5 officas in thet oty reporied summar associabas and thair accompanying demagraphic information, or the tobal number of summer associales reporied was
lesss than 10,

L] © 2023 NALP
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Chart7.

Percentage of Women and People of Color at Law Firms, 2022
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Table 12. Partner Demographics at Law Firms by Firm-Size and Geography, 2022

Fariners by Race or Ethnicity

. : :
All Pariners l = Lating

Total 42,061 1A0% | 4om | asts | tesw | 2w | oo | ozom | osre 825
By Mumber of Lawyers Firm-wide: i i '
100 or fewer 1,501 853 | 340 33 153 147 040 180 067 a7

101250 lawyars 634 B77 33 a5t 153 150 057 213 0,65 k]
251-500 lawyers 6,506 6.37 348 308 120 2 037 258 0,63 137

501-700 lawyers | 5114 1201 479 501 15 264 1.2 272 02 89
TO1+ lawyers 212519 12.78 L] 537 213 205 .07 345 1.12 454
T ents | 614 | wE | a5 31z | ome sl | 22
Austin 3 1747 BAT 42 256 3 [ 1@
Boston 1344 77 320 3.7 179 104 0.5
Chariotte 42 53 164 1B | D47 ) 20 | 7
“Chicage | 2488 | 978 382 M 18 | a7 076

(Cleveland | 454 | 3am | 08 1,76
" Columbus 566 988 | 424 194
Bl L. 0 R RS, .

Dervar 486 205 412 287
Deftroit area 622 675 27 193
Houson |71 | w3 | 851 | sst
Kansas City, MO 440 512 185 171
“losAngelesarea | 1373 | 74 | 708 | nam
" Miami 0 2065 B8 [N
Miwakee | 512 | sea | 2m | ww | o7
Minneapalis #a7 643 287 282

NewYorkCly | 5407 | 1298 | 438 638

Northern HJ!
Newark ares biE 49143 481 48

"~ Northern Virginia o | 140 | a1z | 515 | 108 | 206 | 108 | 309 206 5

ftengs County 7% | e 847 297 085 04z 508 212 12

Phitadelphia 563 738 274 274 069 282 147 0.8 0.34 12
000

Phoenix | 247 | st | 22 | om | o o | su | | w
{Continued on paga 33)
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Table 12. Partner Demographics at Law Firms by Firm-Size and Geography, 2022
(continued)

Pariners by Race or Ethnkeity

All Partners | k Adri Lalinx

_Portland, OR | 345 _ s | oar 020 2% 0.58 "o
Raleigh/Durham 130 000 | 2d | 184 | 00 | 000 | 0 6
Sacramanto 29 __Doo 202 ) 0O | 000 | 000 §

_ BaltLake City | 6. oo [ 132 1.3 132 0.00

_SanDiege | 182 | 313 | 1061 | 885 | 78 | 000 | 000 | 1AM | 455 | 0 9
San Francisco 1,076 149,80 7.0 1217 548 135__ ___E-_lﬁ__ I _3_IE I 133 X

I_?_e_xalll_ha________ a3 | 1\ 683 612 113 213 0B85 109 07 20

_SiiconVelley | 66 | k2 | 8 ) nir | 7. 165 0.48 440 128 L)

_Stlous | 33 | 66 | a0s | 102 | 07 | 38 | 188 | 02 | 061 | 008
Tampa 116 1.18 112 028 000 L R . S, N [ I

_Washington,DC | 3825 | 1365 | G67 | 548 0 A3 L) 259 ... Y OO - W
Wiminglon, OE | 512 | 608 | 288 | 25 | 182 | &0 | 064 | 128 032 "
a“u‘ ——— e—im msas mas.
Orhar areas In
Fiorida ool ol Il O ] el il 1l Ol - 5
Otivar areas in
Michigan 603 663 265 N R ) 1449 285 083 X 'I.33_ | _ﬁf '|'|. .
Othar areas in

_Now York ) o] s A W] o | W ] R | N >
Tennassen 58 529 1.70 0.57 0.3 1484 038 170 078 ]

“Otwramesin 1B
Teig 13r 949 365 1.46 073 0.00 000 .30 292 6
Source; The 2022 NALP Direclory of Logael Employers.

Nedes: *Rafers to racafethnicly and inchudes Asian, Black or African American, Laling, Nalive American o Alaska Native, Native Hawaiian or other Pacific lslandar, and
mulracial lmwyers.

Native Amatican of Alaska Native, Nalive Hewniian or other Paciic bslander, and mulfracial partners g includod in the owerall pesceatages for peapls and wornen of ealar but
ara ot reported separmataly due b B small number of parners repoded in 2022, Owerall, 0.17% of ol parners wane Malive Amercan o Alaska Native and 0.05% ware Nalive
Amerioan or Alaska Native women, 0.075% of 81 parsers wena Nathe Hawallan or ciher Pacile lslander and 00.03% wera Native Hawsllan or cther Pacific slandar woman, and
1.30% of all parinars wene mulimcial and 0.53% were muliracial women,

Cilies and stales ana included in the table If there aee al besst 5 reporting fems and 5 folsl parinens o ssocialies. Soma cy indemation includies one or mare offices in
adipcen] suburbs, Bosion includes ona office in Concord. Tha Detroll erea ncludes offices in Bloomdeld Hills, Detrail, Southfisld, and Tioy. Tha Los Angeles anea inchufes.
afficas In Los Angeles and Santa Monica, The Norhem Now JarseyHowark ooea includes ofices In Nowark, Crantord, Florham Park, Hackansack, ard Marrslown. Nertham
Virginia Inclodes olfices in McLean/Tyson's Corner and Resten, Orange County inchades olfices in Costa Mesa, Indne, and Newpont Beach, RalaighiDurham includes offcas
in Ralsighfurham and Research Triangls Park. Seatia intludes ana offce in Ballewsa, Sileon Valbey includes offices in Menko Park, Palo Allo, E. Pala Allo, Redwood Shoms!
Redwand City, and Sunmyale. With tha sxceplion of Tennessea, stata figures excude clies reported separalety. Other ereas in Michigan indudes teo firms that reported fime-
wide data, bt whose offices wars preckeminately localid in the state, including soma Dobroit anea kealions nol included in B city information above. For mul-ofice frms that
reporind cnly rerwice figunes, the Infarmation was alttuied b tha reporing city If a1 laast 0% of tha lrm's Iaasers ana in that city.
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Table 13.

Associate Demographics at Law Firms by Firm-Size and Geography, 2022

o e vy T e ety . Lowe M MY
il 795 2302 1245 956 440 403 252 453 252 47
101250 lawyers | 3478 257 1325 854 503 509 308 584 33 o8
251-500 lawyors 4841 b L] .o BA1 5,00 5A0 308 (%] 347 1
501-700 lewyers 449 ma 17584 1189 107 ALl 453 (il ] an i ]
Tﬂ'Hl-lawaI Im o _29.234. M " I1?.2-l I 1347 B4 5.33 ) 3-:;1 3 il E_?? _3.52_ 454 a
B e o . I i s e N -
_ﬂf_ﬂ\tﬂ B'H-__ 56D 14,75 652 1488 1242 _1]51_ = iﬂ_:l IEI 18
" Austin 2 | 2801 2% | o8 | 688 o 237 B53 190 15
Bislon 18 | 2338 | M8 | - 088 fiag: 385 23 B.i2 28 | W
_ Charlotte #16 16,83 938 433 240 505 264 | ss3 | 28 | 0
Chicago 2,300 Nz 124 8.1 154 594 306 594 2 | w2
244 1.52 540 244 152 081 7
588 | 4o | 72 | AT | aF0 | e | 1
.49 420 585 | 293 87 B __-iH 31
430 ]| 151 [T 344 21
296 | Lia ) T3 ) 48 | 130 | 043 | I
T i 686 | ae 35 | 5N i
335 238 Y 287 574 23 | 8
7.4 1103 543 342 BT 482 &
A RED 093 690 | 48 | m& | wm | 65
. BE 2] AN ] o f B 275 ie | 6
Minneapolis 538 1691 102 688 408 353 1.4 390 207 16
MNewvokCty | 20 | 3te | 180 | 1678 | 98 | sy | azm | s | 3w |
Northern NN
Hawark aes 132 19,10 10,61 ?-.'_)H 53 S.IJH-‘- “I'I-?:E.-' "_.4.55 .04 5
Northern Virginia 8 27 3 458 122 488 i | M 2 | 5
g}f“ﬂ“ Daunty, 753 715 7253 2174 1544 158 198 7 316 12
Philadelphia 519 208 1.56 6.55 385 113 443 462 1.73 12
" {Contimued an pags 35
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Table 13. Associate Demographics at Law Firms by Firm-Size and Geography, 2022
{continued)

s by Race or Ethnicity

can
AmErican

Phoenix | | 1ems 626 | 2 | 23 | a3 | om | om | al | 1w

Pisbugh | 28 | 13 | sss | aes | 238 | 23 | o [ 188 | 000 5
_Poland OR | w6 | 218 | na | 6 | 3¢ | 34 | M | 3s [ w0 | #
RalsignDuhem | 64 | 2188 | ars | 625 | 49 | o3 | a9 | s | om0 | 6
_Sacramento | &2 | 2805 | a7é | 978 488 0.00 0,00 hea 122 &
_SaltlakeCity | w5 | 1391 | ess | 280 | 261 | i | o0& | 6os | 7
San Diego #o | w3 | s | 2@ | 1200 | 125 | 135 | 500 | 280 | 8
" San Francisco 1417 40,08 .70 ___?E._s_.'l‘_'_ 1454 4.1 21}_1___ ?§4 q.?u i 39
- im ______:1_4_-_.-_1_2 a7 ' A58 300 5,06 243 iﬂ__
we | 82 | 2 | 288 | wm | sot [ oan | @
640 250 195 380 195 u..%?.:,'....u_,';?l‘,],_- _____3_
1-,'1_.._519,_ 2.‘[:5_ = 215 g5 430 HBU | lBﬂ _. ﬁ
a8 | w0t | 6es | sss | ser | sk | a6 n
708 | 4m | st | 3ss | im0 | 28 | os [ M
16,10 254 169 583 ixm 11.02 763 13
9595 427 D.as 1280 7.58 23 .00 1l
548 i 160 180 160 267 160 a
| mso | am | 24 | aw0 | 5w | s | s | 6
1047 164 085 33e 1.69 1356 E78 &

Sourca: The 222 MALP Direclory of Logal Employers.

Motes: *Refers fo racalethnicity and includes Asian, Black or Mricsa American, Laline, Matve Amadcan or Alaska Native, Hative Hewsiian or other Paciic lslander, and
mudlirock! lrayers,

Nafiva Amesrican or Alasia Hative, Naf Hawailan or other Paciic Islander, and mulliracial assecisles ar inchudod in th averall perceninges for people and women of color
but are nct reported separately dus b the small pomber of asscciaies reparted in 2022 Overal, 0,18% of & associutes were Nathae American or Alaska Malive and 0U10% wera
Mg Amirican of Alasio Nalive wamen, 0.05% of all associatos were Native Hawaiian or other Pacific Iskandar and 0.04% wera Nalive Hawaian or ofher Paciic ishnder
women, and 3.62% of af associales wore mullincial and 2.05% wor mullincil women.

Cities and states ara included bn tha tabla if there are el least 5 reporting firma and 95 lotal pariners or associates. Some clty information inchrdes ona or mona offices in
adiacen suburbs. Baoston incledes ona offica in Concord. The Defrol aeea includes ofices in Bloombieid Hills, Detrol, Scutfield, and Troy, The Los Angeles ansa inclydes
offices in Los Angelas and Santa Monica, Tha Nerthem Niew JerseyNowark s includos ofSces in Newark, Crantord, Florham Park, Hackensack, and Morisiown, Horthem
Virglnia inchades offioes in McLean/Tysoe's Comer and Reston, Orange County includas ofices In Cosla Mesa, Indse, and Newporl Beach, Ralelgh/Dorham Inchudes offices
in RaleiyhDurtam and Research Triangls Park. Seattls includes ane offica in Bellavus, Silicon Vallay incudes offices In Menla Park, Pals Alio, E. Palo Alto, Redwood Shores!
Redwood Clty, and Sunmyvale. With the exteption of Tonnessos, slala Squres enclude cilies reporiod saparalily. Other araas in Michigen inchudes o firms thal reperiad -
wides data, bol whosa ofices wane predominatily located in the siale, inchuding some Detod area localions nol included In tha city infomsation sbeve. For muli-olica firms fhat
repeativd coly Ermwida figures, the inkomation wes atirbuled 1o the reporting city if af laast 60% of the fimy's lawyers ana in ha city.
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Table 14. Total Lawyer Demographics at Law Firms by Firm-Size and Geography, 2022

Total 89,202 19.H% 10.155% B.06% A45% 3.92% 212% 454% 2.1% B25
_ By Number of Lawyers Firm-wide:
100 or fawer
Clewyers | 36 1275 513 5 23 297 105 258 1.23 v
101-250
 tawyers L "ﬁﬁ 1 _.13.?1 | _f.n _ vl 275 265 1.3 330 . 157 m.... |
251-500
 iwpeen 13,240 1543 7 52 260 155 175 4,08 193 17
501-700
lawyers il M O N LT O OO 0 O O . .
JTiviewynm | SdG | M | O WMAS | BB ) 5 | 4w ) 25 | A% | I& | A4
“Offcesin: |
Allanta 1548 17,66 838 | 452 | 23 | BEO | 485 | 285 | 168 | 18
Jhustin ) 8@ | s | 808 | 863 G I T i [ R
LBostan | 3608 | 163 | B | 0 TH0 | 244 241 13 . LILA I
N ?‘Iﬂfﬂ'& B 10143 11.65 6.22 L R 158 415 247 a6 148 H
Chicago 5,386 15.75 7.8 B4 3 L T A T |
Cleveland o 664 268 | 20 0% | an 1w | ams | em |7 '
Crlumbus 1,085 1239 60 | 291 | 188 441 122 244 1.22 1
Dallas 1.7 18,85 A.64 458 245 4.5 21 613 254 El |
_ Denver 118 | neo | 6w [ 308 | 185 132 062 43 183 b |
Delmkame: | -9 | CBA | A8 .o - 0 N, O O 0 [ . ) .
 Houston 192 | 2 | e | eBs | 33 | &0 | 268 | ik | a3 | 30 |
Kansas City 717 BT i18 156 112 265 084 265 126 8
Loafrpoies agte | 298 560 | 145 781 439 241 463 318 5
JMiami ) S | 3876 ) 1708 f 102 | 051 | 43 | 22 | e | 128 15
Miwadkioe | 883 | BT | 315 1% 080 12 045 i L O
Minnoapolis 1,653 ] 532 a7 260 181 o7 200 108 16 |
NowYorCiy | ot | 23 | f@ | wo | em | aor | 2w | s | 2@ | |
Northarn NJ/
) Newrark: area ] 1243 64D 541 M 216 o 162 2‘._9?. s i 5 - |
Northern
Mo, | %] Wen | AP ] MR G| el W) W) W] * |
Qrange Counly. | gg3 | 803 | 519 | 891 | ese | 1z 108 | sor | 28 2 ,
(Canfimisd on page 37)
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Table 14. Total Lawyer Demographics at Law Firms by Firm-Size and Geography, 2022

{continued)

Total Lawyers by Raca or Ethnicity

Blay

_Phiadephia | 1296 | 1280 | a0 | A2 | 246 | 440 | 200 | 2 | 0w | A2 _
CPhosnx [ 4 | W [ | ask | | os | oa | sw | 2w | 10
Pittsburgh 32 737 497 288 : 0.95 032 0.64 0.00 5
Porland, OR % | a7 5.2 au . 154 | 081 | 28 | oss | M

20 | o | e | aw s | 4w | om | ow |
A7 | 13m | 4t | 48 022 | oo | e | o 8
atl 0945 569 237 142 095 am 085 i"_

San Diega 424 B0 Hﬂ_— 16,04 ¥ oM o 943 o L

o | | e | oaa | s |ses | w

s | e s | s | sor | v | @
..... 25 | mm 20 | om | | e | w
| e 130 149 149 | o0m 8

B.40 1.68 482 28 7948 336 = ﬁ-_

11.38 852 421 8,36 S.E -!-.Dg ?Eﬂ : ?2 :

am | ew | o | se | aw | e | om | w
BA3 1.76 1.40 308 1.54 817 330 13
444 24 1.26 54 241 1.45 038 i
408 285 169 0.70 0,56 1.55 084 8
490 1.10 113 186 7 207 0.85 ]
631 133 066 133 066 830 432 ]

Saurea: The 2022 MALP Directory of Legal Emphyers.

Notes: *Rolers ta racelethnicity and includis Asisn, Black or Alrican Amesican, Latin, Matve American or Alaska Natve, Native Hawalian or other Paciic lander, and

pruliracial lwpers.

Mative Amarican or Alaska Native, Mot Hawaian or other Paciic Isksader, and mulracial lwyers ane inchided in tha overal percentages for paople aad woman of colos but
& nol reporied saparstely dua 1o B small mumber of associates reporied in 2022, Cverall, 0.17% of all lswyers wera Nathve Amerlcan or Alaska Nalive and 0.06% were Nalive
American of Alaska Nathm women, 0L07% of all lawyars wera Nalive Heawalian or other Paciliz Islander and 0.04% were Nadive Howalian or other Pagiic Islandor wamen, ood

2.34% of ol lowepors wero mubiraciad and 1.24% wons mullicacial women.

Ciips and sisies are incloded in tha table # fheve are af last 5 reporiing firms and 55 lotal pariners or assoclates. Some oty information inchedes one ar more offices in adjacent
suburts. Bealon incdudas ana offica in Cancord, The Detroit ares includes oficos in BloomEsid Hils, Delrodt, ScuthBield, and Troy. The Los Angelos area inchades offices in Los
Angelos and Santa Monica, The Northom Mew JerseyiNewark aroa includes offices in Newatk, Cranlord, Flarham Park, Hackensack, and Morristown, Northem Vieginds includes
ofices in MeLeanTyson's Comes and Reston. Orange County indudes offices in Costa Mesa, Indne, and Mewport Beach. RaleighDurkam incledes ofices in RaleighDurham
anvd Research Triangla Park. Seatfle inchedes ona offica in Baliavue. S8oon Vialay inclades offices in Manlo Park, Palo Alio, E. Palo All, Redwaood ShoresiRedwond City, and
Sunipvala. With the excaplion of Tonnossen, stiba figurs melude dlies mpored soparalely Othar amas in Michigan indludes twa firms that raperind fem-wids data, bul whose
offices wane predominately lozated in the slale, including some Detroil anea locaBions not inchaded In the city inlarmalion above. For enuli-office Srms thal reporied only limwide

figures, tha information was alfiboted 1o the reparting city If al lazst B0% of the fim's lyeyers am in that city.
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Table 15. Lawyers with Disabilities at Law Firms, 2022

Firma of 250 or Fawer

All Firms Lawyers
Partnars 33 106% 62 102% 5 Py raem| | 1%
Associales w 163 ) 133 1 w2 | e | ast a0 175
E;'::;m. 174 178 19 141 19 112 % 183 110 208
All Lawyers @ | | 118 115 103 35 148 @ | 15
E““m“ 1 243 = = = e 18 2395 B 27

Source: The 2027 NALP Direclory of Logal Employers.
Medas: "Data for counsel and non-leadional brackslall atiomeys ars combined,

Fhgures for laweyers with disabidiies are basad on 618 officesfinms reporting county, including 2ano, in all kswyer categeries: figures for sunsmer associales with dizablifes

ara based on 347 officesfims with & summer program and reporting counts, including 2o, Dashes in the summer assoclates row indicale thal e total number of summer

associsbes with disabBlies reporiad was bss than 10; tesefors, dala ara nol reperied in the table, Overal, counts of individuals with disabilitias, Inclding zers, cover 70,586 l
Lewyers and 4,855 summer associstes. Since raporfing ks 51l somewhat miled, trend information on krayers with disabiifies is not presanted.

Table 16. LGBTQ Lawyers at Law Firms, 2022

Firms of 100 or Firma of 101-250 Firmss of 251-500 Firms of 501-T00 Firms of 701+
Fewer Lawyers Lawyers Lawyors Lawyors Lawyers

Al Firms

£ % o Tedzl

Reporied

Partners
I M&Od&'lﬂﬁ- . 2.549. 6.4 . . 1 | 4456 138 4,85 st 508 g . 5,69 . 1,676 651
E;";';Tarr w | s | - - 20 169 5| 2m g 2 | w| as
_i'—“ﬂlﬂf [ s | aw | w | k| oo | 2 | s | 0| s | am | ass
m:m BI6 | 03 - - B | 1081 4| 7m nl om | | o
Source: The 2022 NALP Directory of Logal Employers.

Notes: *Diata for counsel and non-tradifional irack/stalf attoreys ane combined.

Figuses for LGETQ lawyars ate based on 800 officasfirms reporing counts, including zero, in sl Lawyer calegores; Squees dor LGETO strmmer assoclates are based an 500
olfcesfirms with a summer pogram and seporiing counds, inchuding rero. Dashes in @ row incicala (hal (e botal number of LGBTO lwyers or sunmer associalios was biss
than 10; therelors, data are nof reporied in he kable, Crarall, LGBTO counts, Including zero, cover 95,055 lawyers and 6,571 summer associstes,
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Table 17. LGBTQ Lawyers at Law Firms, 2004-2022

Al Lawyers

Associales

4,008 59
2021 3683 367 a6 2 | am |
2020 3,187 331 &8 210 1,93
2018 3028 29 [ 207 1,79
2018 280 | 288 | %00 21 1,581
2017 2664 264 B0 | 1m [ 1A
2016 2431 248 825 189 1304
218 | 27 234 785 150 1,244
2014 3,182 230 748 77 1172 29 a0 | am
2013 2,085 219 6 | 1S e | | am 376
212 | 2185 207 718 156 1,189 269 182 7
Tzom | 2087 168 724 144 1,168 243 128 275
2010 21397 148 752 147 1,162 % | @ 283
2009 2200 182 72 13 | 1m0 | 2 | m 22
2008 2080 171 &7 127 1,209 219 184 185
2007 | 1eed 152 566 119 106 | 1 | o | 17
2006 173 142 ge | | o 178 129 127
2008 1,488 1.18 504 091 [ 14 [0 o
2004 1.318 107 42 07 815 13 it 061
Source: The NALP Diractory of Lagal Employers. 2004 -2027
kL 02023 MALP
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Chart8. Percentage of LGBTQ Lawyers, 2004-2022
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Table 18. Lawyers Who are Military Veterans, 2022

Firms of 251-500
Lawyars

Firms of T01#
Lawyers

Pastners 06 197% | 17 271%| 1 20| m amen| 3 171%
. Associates 851 1.52 43_ _134_ 85 207 i 54 1.2 364 1.50
E::;r'ara' 358 295 5 3.42- K1iH] = 55 280 ; 196 283
Al Lawyers | 1615 192 o | 2 % | 2m 153 176 883 176
- m 10 1w | - - - = - & a9 21

Soarce; The 2022 NALP Direciory of Lagal Employers.
Nodes: *Data lor coursel and non-kaditional irack/stall atlomeys are combined,

Figures for mitary vederan lawyars ara basad on 709 oficeaffims repariing counts, including zers, in all lawper categonias; Bgures for milary
waleran summar associabes are based on 452 afficesfims with & summer program and reperfing counds, including zers. Dashes i the summer
ayacciates e indicate thl the talal rumber of neiltary wirlorans raparted was less than 10; heselare, data ang not raported in tha table. Overal,
military veleran counts, including zern, cover 84,066 lawyers and 5,727 summer associales, Since reporting is 251 somewhal limited, bend

information on military vederans is nod presanied.
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1220 19' Street NW, Suite 510

n a I Washington, DC zo036-2405
We advance law careers

Phone: (2o02) 835-1001

FOR IMMEDIATE RELEASE

January 12, 2023

Contacts: Nikia L. Gray, NALP Executive Director, ngray@nalp.org
Danielle A, Taylor, NALP Director of Research, diaylor@nalp.org

Phone: (202) $35-1001

Black Lawyers and Students Drive Diversity in Associate Ranks
at U.8. Law Firms; Gains at the Partnership Level Continue to Lag Behind

WASHINGTON, D.C. — NALP loday released its annual Report on Diversity at U.S, Law Firms,
available at www.nalp.org/reportondiversity, The report, based on information from the 2022-2023 NALP
Directory of Legal Employers (NDLE), shows that overall gains continued to be made in the
representation of women, people of color, and LGBTQ individuals in the associate and summer associate
ranks al major U.S. law firms in 2022 as compared to 2021, OF particular note, the percentage of Black
associates grew by nearly 0.6 percentage polnts to 5.77%, and the percentage of Black summer associates
increased by 0.7 percentage points to 11.85%.

While improvements were also made at the partnership level in 2022, progress continues to lag far behind
that of assoctates and summer assoclates, with people of color and women comprising just 11.40% and
26,65% of all partners, respectively, in 2022, For comparison, 28.32% of associates are people of color and
49.42% are women. The percentage of Black and Latinx partners each increased by just 0.1 percentage
points to 2,32% and 2.97%, respectively as compared to 2021,

“While the legal industry continues to make measurable gains in the representation of women, people of
color, and LGBTQ individuals in the associate and summer associate ranks, it is equally clear that law firm
leaders have failed to do the work necessary to break down the systemic barriers that prevent these
individuals from joining them in the hallowed halls of partnership,” said NALP Executive Director Mikia
L. Gray. "The data demonstrates that we are nowhere near achieving the progress one wounld expect from
an industry that has been focused on the issue of diversity for over three decades.”
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(Page 2 of 3)

Highlights:

» By race/ethnicity, Black associates saw the biggest year-over-year rise in representation, increasing by
nearly 0.6 percentage paints to 5.77% of all associates in 2022.

« The percentage of summer associates who are people of color grew by 1.7 percentage points, increasing
from 41.34% in 2021 to 43.03% in 2022, Most of this growth can be attributed to the rise in the percentage
of Black and multiracial summer associates, both increasing by approximately 0.7 percentage points to
11.85% and 5.48% of all summer associates, respectively.

« The percentage of women summer associates was essentially flat at 55.11%. However, women accounted
for more than half of all summer associates for the fifth year in a row.

« In 2022, people of color accounted for only 11.40% of all partners (equity and non-equity), while women
comprised only 26.65%, Over the more than 30-year span in which NALP has been reporting these data,
the representation of people of color and women in the partnership ranks has increased by less than 10
and 16 percentage points, respectively,

« Diespite small gains in 2022, just over 4% of all partners are women of color, and Black and Latinx
women cach continued to represent less than 1% of all partners in U.S. law firms.

+ The percentage of Black partners overall increased by just 0.1 percentage points, from 2.22% of all
partmers in 2021 to 2.32% in 2022. Lalinx partners experienced a similar Increase, growing from 2.86% of
all partners in 2021 to 2.97% in 2022

« San Dicgo and Miami had the largest share of partners of color, at 33,33% and 29.66% respectively,
primarily due to a high percentage of Latinx partners in those cities,

« Within multi-tier law firms, white men remain disproportionately represented in the equity partner
ranks. In 2022, just 22.6% of equity partners were women, Additionally, only 9.0% were people of color —
a figure that is unchanged from 2021,
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» While the percentage of LGBTQ lawyers overall grew by half of a percentage point from 2021 to 2022
(the largest year-over-year increase since NALP began tracking these data) the proportion of LGBTQ
summer associates continued o grow at a more accelerated pace, climbing by nearing 1 percentage point
ta 9.37% in 2022, Overall, 4.17% of all lawyers identified as LGBTQ).

» Although reporting of gender non-binary lawyers remains limited since NALP first began collecting
these data in 2020, the figure has grown each year. In 2022, 42 non-binary lawyers and 17 non-binary
summer associates were reported by law firms, compared to 20 non-binary lawyers and 11 non-binary
summer associates in 2021,

Read the Report on Diversity at U.S. Law Firms al www.nalp.org/reportondiversity.

About NALP

HALP is an assaciation of more than 2,500 legal carcer professionals who advise baw students, lawyers, law offices, and law
schoals in Morth America and beyond. What brings MALF members together is a common belef in theee fundamental things.
First, all low students and lawyers should benefit from a fair and ethical hiring process. Second, law stedents and lawyers are moxe
successful when supparted by professioml development and legal eareer professionals, Third, a diverse and inchusive legal
profession best serves clients and our communities. That's why MALF members work together every day to callect and publish
accurate legal employment data and information, and champion education and ethical principles for recruiting, professional and
career development, and diversity and inclusion. For more than 50 years, MALP has played an essential role in the success of our
members and the lnwyers and law students they serve. MALP maintains an onfine archive of press relenses mt
wiew.nalp.org/presseeleases. For additbonal information, contact MALP at infonalp,org or call {202) 835-1001.
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RESEARCH QUESTION: Given our finding in a previous study that supervising lawyers are more
likely than not to perceive African American lawyers as having subpar writing skills in comparison
to their Caucasian counterparts, we asked if confirmation bias unconsciously causes supervising

lawyers to more negatively evaluate legal writing by an African American lawyer.

CONFIRMATION BIAS:

A mental shortcut — a bias —

We first discovered empirical evidence that supervising lawyers perceived
African Americans lawyers to be subpar in their writing skills in comparison to
their Caucasian counterparts when we researched unconscious biases in the
legal profession over ten years ago. Since our surveys and focus groups at the
time were studying unconscious bhiases generally, we decided to study this
specific bias of writing skills in greater detail via the cognitive construct of

engaged by the broin that  confirmation bias.
makes ane actively seek
information, interpretation  This research summary provides a general overview of the methodology,
and memary to only results and key takeaways from the study. Please note that we studied this
observe and ahsorb that guestion only from the unconscious or implicit bias perspective, While the
which affirms established possibility of explicit bias exists, our research has consistently shown that
beliefs while missing data implicit bias is far more prevalent in our workplaces today than explicit bias,
that contradicts established  thereby guiding us to utilize our resources to study implicit instead of explicit
beliefs. biases.
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Methodology

Mextions, along with the assistance of 5 partners from 5 different law firms,
drafted a research memo from a hypothetical third year litigation associate
that focused on the issue of trade secrets in internet start-ups. We followed a
simple Question Presented, Brief Answer, Facts, Discussion and Conclusion
farmat far the memao, and we deliberately inserted 22 different errars, 7 of
which were minor spelling/grammar errors, 6 of which were substantive
technical writing errors, 5 of which were errors in fact, and 4 of which were
errors in the analysis of the facts in the Discussion and Conclusion sections.

This memao was then distributed to 60 different partners (who had previously While all of the partners
agreed to participate in a “writing analysis study” from 22 different law firms received the same mema,
of whom 23 were women, 37 were men, 21 were racial/ethnic minorities, and half the partners received a
39 were Caucasian. While all of the partners received the same memao, half the memo that stated the
partners received a memo that stated the associate was African American associate wos African
while the ather half received a memo that stated the associate was Caucasian: American while the other
half received o memo that
Name: Thomas Meyer Name: Thomas Meyer stated the associote was
Caucasian,
Sendarity: 3rd Yeor Assoclate Seniority: 3rd Year Associate
Alma Mater: NYU Law Schoal Alma Mater: NYU Low School
Race/Ethnicity: African American Race/Ethnicity: Caucasion

The 60 partners in the study received the memo electronically (an attached
paf) along with the research materials wsed in the preparation of the memo,
The cover email thanked each of them for participating in a study on *writing
competencies of young attorneys,” and asked them to edit the memo for all
factual, technical and substantive errors, The partners were also asked to rate
the overall quality of the memo from a 1 to 5, with “1” indicating the memao
was extremely poorly written and *5" extremely well written.

The partners were originally given 4 weeks to complete the editing and rating,
but we had to extend deadline to 7 weeks in order to obtain more responses.
53 partners completed the editing and rating of the memo. Of the 53
completed responses, 24 had received the memo by the “African American”
Thomas Meyer, and 29 had received the memao by the “Caucasian” Thomas.
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The exact same mema,
averaged a 3.2/5.0 rating
under our hypathetical
“African American” Themas
Meyer and a 4.1/5.0 rating
under hypothetical
“Covcasion” Thomas Meyer,

General Findings

The exact same memo, averaged a 3.2/5.0 rating under our hypothetical
“African American” Themas Meyer and a 4.1/5.0 rating under hypothetical
“Caucasian® Thomas Meyer. The qualitative comments on memos,
cansistenthy, were also more positive for the “Caucasian” Thomas Meyer than
our “African American” Thomas Meyer:

“Caucasian” Thomas Meyer “African Amarican” Thomas Meyer

“generally good writer but needs to “needs lots of work™
work on...”
“can’t belleve he went to NYU™

“has potentiol”

“good analytical skills* “average at best”

In regards ta the specific errors in the memao:

o An average of 2.9/7.0 spelling grammar errors were found in
“Caucasian” Thomas Meyer's memo In comparison to 5.8/7.0
spelling/grammar errors found in “African American® Thomas Meyer's
memao.

*  An average of 4.1/6.0 technical writing errars were found in
*Caucasian” Thomas Meyer's memo in comparison to 4.9/6.0 technical
writing errors found in “African American” Thomas Meyer's memao.,

¢  An average of 3.2/5.0 errors in facts were found in “Caucasian®
Thomas Meyer's memo in comparison to 3.9/5.0 errors in facts were
faund in “African American” Thomas Meyer's memao,

The 4 errors in analysis were difficult to parse out quantitatively because of
the variances in narrative provided by the partners as to why they were
analyzing the writing to contain analytical errors. Overall though, “Caucasian”
Thomas Meyer's memo was evaluated to be better in regards to the analysis
of facts and had substantively fewer critical commaents.
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General Findings Cont.

We did not ask for edits and/or comments on formatting. However, we did
recelve such edits andfor comments in 41 out of the 53 responses, and all of
them regarded changes that the partners would have liked to see on the
formatting in the memao. Of the 41 edits and/or comments on formatting, 11
were for “Caucasian® Thomas Meyer's memo in comparison to 29 for “African
American” Thaomas Meyer's memao.

There was no significant correlation between a partner’s racefethnicity and
the differentiated patterns of errors found between the two memos. There
was also no significant correlation between a partner’s gender and the
differentiated patterns of errors found between the two memos. We did find
that fernale partners generally found more errors and wrote longer narratives
than the male partners.

Analysis & Discussion

We undertook this study with the hypothesis that unconsclous confirmation
bias in a supervising lawyer's assessment of legal writing would result in a
mare negative rating if that writing was submitted by an African American

Confirmation bias manifests
itself most often in the

“dat thering™ phas
|awyer in comparison to the same submission by a Caucasian lawyer. In order : 5 g':' :, ::he !,:f
t.l'ﬂ” e (]
to create a study where we could control for enough variables to truly see the 3:11::: g ol v s i
impact of confirmation bias, we did not study the potential variances that can R
be caused due to the intersection of racefethnicity, gender, generational st i abtiait

differences and other such salient identities. Thus, our conclusion is limited to always unconsclous.
the impact of confirmation hias in the evaluation of African American men in

comparison to Caucasian men. We do not know (although we plan to study

the issue in the very near futurel) how this impact will splinter or strengthen

when gender and/or other identities are introduced.

The data findings affirmed our hypothesis, but they also illustrated that the
confirmation bias on the part of the evaluators oceurred in the data collection
phase of their evaluation processes — the identification of the errors — and not
the final analysis phase, When expecting to find fewer errars, we find fewer
errors. When expecting to find more errars, we find more errors. That is
unconsclous confirmation bias. Our evaluators unconsciously found more of
the errors in the “African American” Thomas Meyer's memo, but the final
rating process was a conscious and unbiased analysis based on the number of
errors found. When partners say that they are evaluating assignments without
bias, they are probably right in believing that there is no bias in the
assessment of the errors found; however, if there is bias in the finding of the
errors, even a fair final analysis cannot, and will not, result in a fair result.
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There are commanly held
racially-based perceptions
abaut writing akility that
unconsciously impact our
ability to objectively
evaluate o lowyer's
writing... These commonly
held perceptions transiate
inta confirmation hias in
ways thot impoct what we
see as we evaluate legal
writing. We see more errors
when we expect to see
errors, and we see fewer
errors when we do not
expect Lo see errors.

Key Takeaways

There are commonly held racially-based perceptions about writing ability that
unconsciously impact our ability to objectively evaluate a lawyer's writing.
Most of the perceptions uncovered In research thus far indicate that
commaonly held perceptions are biased against African Americans and in favor
of Caucasians.

These commanly held perceptions translate into confirmation bias in ways
that impact what we see as we evaluate legal writing. We see more errors
when we expect to see errors, and we see fewer errors when we do not
expect Lo See errors.

Recommendations for Mext Actions

Infusing the point at which unconscious thought has greatest impact with
objective mechanisms that force the conscious brain to add input, decreases
unconscious bias greatly. We have worked with many employers to revise
their formal and informal evaluation processes to be more infused with
objective interrupters that compel uncenscious biases to be filtered through
conscious analysis, and we have seen many success stories. So, make the
subjective more objective in order to make the unconscious more conscious,

EXAMPLE: In one law firm where we found that minority summer associates
were consistently being evaluated more negatively than their majority
counterparts, we created an interruption mechanism to infuse the subjective
with objective. We worked with the firm to create an Assignment Committee,
comprised of 3 partners through whom certain assignments were distributed
to the summer associates and through whom the summer associates
submitted work back to the partners whe needed the work done. When the
work was evaluated, the partners evaluating the work did not know which
associate had completed the work. The assignments for this process were
chosen judiciously, and there was a lot of work done to ensure buy-in from all
partners. At the end of the summer, every associate had at least 2
assignments that had been graded blindly. The firm then examined how the
blind evaluations compared with the rest of the associate’s evaluations and
found that the blind evaluations were generally more positive for minorities
and women and less positive for majority men.
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ldeas for Inclusion

= Distribute and discuss this study with senior lawyers in your
arganization to gather their reactions and perspectives. Ask them how

they would recommend making the subjective more objective in order Distribute ond discuss this
to reduee eanfirmation bias in their evaluation processes. study with senior lawyers in
your organization to gother
= If racialfethnic minorities are deemed to be subpar in writing skills, their reoctions and
send out samples of a minority lawyer's writing and a sample of a perspectives,

majority lawyer's writing without any identifying information attached.
Ask a few senior lawyers to evaluate both samples, Explore how the
samples may be evaluated differently when the lawyer's background is
not available.

« |mplement training on unconscious bias for everyone who is in an
evaluative position. Our unconscious bias trainings have proven
effective in reducing bias through raising awareness and insights into
how unconscious biases operate and can be Interrupted,

s If you offer writing assistance in the form of coaches, workshops and
such, offer the assistance to everyone, not just racial/ethnic minorities
in erder to prevent the reification of the bias.

Lead Rasearcher:

Dr. Arin N. Reeves | 312.822.0226
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Does the Federal Article | Bench
Reflect the Ethnicity of the
Populations that They Serve?
What If the Answer Is No?

By Judge Frank J. Bailey

the [ist wias a routing maotion to respen a bankorupicy case 5o that the conmemer debeor

could add a creditor that he mistabenty left out of his recently elosed case, Genevally,
such & motion would be unopposed and alloswed as a matter of cosrse. Buet here, afro s= cvedi-
torapposed the modion, After hearing at length from the eveditor that he woas disturbed thar the
debtor could get awery with not peying ks debes, the judge explained the law 10 the ereditor in
calm and simple termy. Then the judpe allowed the motion, explaining that if the creditor fele
he kad a basis to abject to the dischavge of hés claim, he woudd heove @ chance e do so laver. Well,
that is where the hearing went sidewsys. The creditor, an Afrlean Amerizan, said in a firm and
boued woice thar the fudge was a vaclie and that "t black man cannot get a fair hearing in this
count, * Although mcism was hasdly essablivhed in the handling of this motion {in fac, the dis-
e inwolved African Americans on bodh sides), ﬂmj@,@mrdhdm.m#wﬁng
&#m“ﬁ:mkﬁﬁmﬂmﬂhﬂmmmmﬂmdﬁu&thﬁﬂn

The Jederal bankrupecy judge entered the courmoom to handle a motion session. Frseon

dne alf sahite, and), i he ook am appeal to the Bankrupicy Appellate Pamel; nome of the odher
banbriptey fudges fn the cliesge would be Afvican Americon, Where fiedging relies on fafrmess,
up;;:;ﬁhnﬂutdupmmuhmﬁhmn{[mg,hﬂ&nhmumﬂﬂm

Spring 2016 ™ judges’ joumal

Introduction
At a recent program sponsoted by the
ABA Judicial Division, Judge Andee
Dravis of the Coure of Appeals for the
Fourth Circuit, chair of the Judicial Divi-
sion’s Standing Committee on Divewsity
in the Judiciary, convened a roundea-
ble discussion regarding diversity on the
Article [ federa] bench. ABA Prezident
Paulette Brown welcomed the gathering,
commended Judpe Davis and ethers for
their commitment toa diverse bench, and
plainly stated her full suppoet foe the work
of the Judiclal Division in this cegard, It
weas albso nated that by fac the lacgest num-
ber of cases filed in federal court are those
filed in Bankouptey Cowrt; thus, most
American citizenshave their federal coure
experience in front of a banknptey judge.
Moreover, magistrate judges handle the
day-to-day work in thousands of federal
cases, Thus, it matters & great deal that
thiose [itigants feel they ace meated equally
when they encounter an Amicle [ judge.
For those whe are uneware, federal
judges fall inta pawa bosiceatspocies defined
by the Constitution: Axticle [i judges, who
are appointed by the president upon con-
firmation by the Senate, and Article’l
judges, whao areappointed by ather fedeérl
Jidpes The first categocy, Article 11 judges,
includes federal district and circult judpes
who are appolnted for life terms, The sec-
ond group, Article | judpes, includes
magistrate judges, who are sppointed by
district judges for eight-year renevwable
terms, and bankouptey judges, who are
appointed by circuit judges for 14-year
tenewabile terms, It is the latter category—
Aticle | judpes—that was the subject of
Judge Davisk roundrable discussion,

Judge Frank J.
Ballay was
appainted aaa LLS,
barkruptcy judge
on Japuary 30,
2009, and served
a3 chief judge fram
December 2010
until Decembar
2015. His chambers
are in Boston and he is assigned to the
Eastern Division,
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Judge Davis Invited several “thoughe
Ieacders™ on diversity in the judiciary to the
roundrable. The leadership of the ABA
Matloral Confetence of Federal Trisl Judpes
(HCFT]), the Administrative Office of the
LLE. Courts, the Mational Conference of
Bankruptey Judges, the Fedeeal Mogistrate
Judges Association, the Brenman Center,
Justice ne Stake, Just the Beginning Founda
tion (Chicago), and the Institute for the
Advancement of the American Legal Sys-
tem were invited. The discussion was
divided ingo thres parts: first, there WETE [ire-
sentations to exploce the racial makeup of
the federal courts; second, thers were pre-
sentaticess abeut the reasons that the federal
bench, particularly the Artcle 1 bench, is
nondiverse; and finally, there was a discus-
sion of possible solutions to aid Article 11
judges in diversifying the Article 1 bench.

Current State of Diversity

As to the current stare of divessity on the
Auticle ] bench, the greup heand from Nancy
Dhunhase. Dunham, a former civil rights and
employment practices sttomey in the Diwrict
of Columbia, is the fir employment prac-

tices officer at the Adminisuative Officeof

the U.S, Courts. It is her job to advise the
Judicial Conference of the United States on
the diversity of the federal couns. Dunham
cormes from a Thtke VII background. She spent
the early part of her career fighting for equal
epportunity in the workplace. While Title
VI does not ensure diversity, i focus s a
pluralistic sociery and Dunham brings thae
perspective 1o hes work. The diversity of the
federal fudiciary should be measured agains
the diversicy of the American people, accord-
ing to Dunham, She reported that as of 2014,
the Article 11l bench was 2.3 percent Cau-
casian, 11.6 percent African American, &
peceent Hispanie, 14 peccent Asian Ameri-
can, and 0.4 pescent Pacific lslander, with
noMative American judges. In contrast, the
Autiche 1 bench was clearly much less diverse.
The magistrate judges were 82,7 peroene Cau-
casian, 7 pereent Afrlcan American, 4.1
percent Hispanic, 1.9 percent Astan Ameri-
cam, 04 percent Mative American, and 0.2
Afidcan American. 1.6 o Hlissamsic, 1.1
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peccent Asinn American, 0 peceent MNative
American, and 0 percent Pacific lander.
Theoe is reason to believe that both the Arti-
le I and Auticle | benches have become
maore diverse in the years since 2014, but
tamaver is Sow among those with lifetime
appointments a3 well 2s among those with
terms of either B oe 14 years.

Mext, on the current state of diversity,
was & comparison of the racial and ethnic
makeup of the general population with the

* New judges are
 being appointed
“every day and the
‘evidence is'th at the
ap pomtment& are
increasing diversity
" on the bench.

makeup of the judiciary. The Spécil Cam-
appointed by Judge Charles Day (D Md.)
and chaired by the suthor, hived two
Interns to consider whether, on a district-
by-district and circuleby-clrcuit basis, the
federal bench reflects the populations of
those federal districes. The interns first
gathered 2003 Census daca, which were
presented by state and breoks down the
data by ethnicity. Then they allocated the
population data into federal judicial dis-
tricts and further accumulated the data
imte judicial cireuits, When this work was
done, the interns could identify the ethnic
breakdown in each district and circuit,
Mexct, the interns ohtained the then-avail-
able ethnic breakdown of federal judges
from the Administarive Office of the ULS.
Coures. With this information, the interns
created a database that made it passible to
compare the ethnic makeup of the popula-
tions in the judicial districts and cirewits 1o
the ethnic makeup of the benches in thase

locations. The results were revealing.

In the Second Circuit (composed of
Connecticut, Mew Yock, and Vermend), for
exmmple, the African Ametican popula-
tion constitured 15 percent of the
population. By contrast, 15 pereent of the
district judpes were African American. Bug
on the Article | side, only B percent of the
magistrate judges and 0 percent of the
bankuptey judges weee Aftican Amerlcan,
The resules in the Third Circuit {composed
of Mew Jersey, Dielaware, and Perinsylvania)
were quits similar. Aceosding o the Cen-
sus data, the African American population
in that circuit was 13 percent, and 15 per-
cent of the district judges were African
American. But, agakn, the Article [ bench
is lagping: 4 percent of the bankruptcy
judges and 10 percent of the magistrate
judges were African Ameriean. It is worth
noting that the Hispande pepulation in the
Third Circuit is 11 percent enverall, while
Higpanie federal judges were represented
as follows: district judges, 11 percent; bank:
ruptcy judges, 4 percent; and magisrate
judges, O pereent.

Moving out of the Mortheast and into
the South, the Feurth Circuit’s {(Maryland
through South Carolina) population was
22 percent African American and 8 per-
eent Hispanic, whereas the districe court
bench was 15 percent African American
and, statistically, 0 percent Hispanic. The
magistrate judge bench, by comparison,
was 15 pereent African American and 0
percent Hispanic, and the bankruptcy
bench was 3 percent African American
and O'percent Hispanic. The Fifth Cirenit
{Mississippd 1o Texas) was 17 percent Afri-
can American, 28 percent Hispanic, and
3 percent Aslan American. The districe
court bench in the Fifth Circuit was 17 pes-
cent African American, 9 percent
Hispanie, and, statistically, 0 percent Aslan
American. The Article [ bench in the Fifth
Circuit was, again, less representative of
the general population: The magistrate
judge bench was 6 paresnt African Amerl-
can, & percent Hispanic, and 2 percent
Aslan American, while the Bankruptey
Court bench was 4 percent Asian Ameri-
can, 0 percent African American, and 0
percent Hispanic, for the time surveyed.

The Sixth Ciccuit (Michigan to

= Juclges” journal - Vol. 55 No, 2
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Tennessee) federal judiciary more closely
reflected thie population that it seeves. The
African American population was 12 per
cent, the Hispanic population was 4
percent, and the Astan American popula-
tlon was 2 percent. The district judges in
the Sixth Circuit represented the following
ethnicities 17 percent Afcican American,
1 percent Astan Amerdcan, bue 0 percent
Hispanic, statistically. Magistrate judges
wene § percent African American, 2 pee
cent Hizpanie, and 2 percent Asian
American, The Bankruprey Coure beeake-
down was 10 percent African American,
bt O pescens Hispanke and O pércent Asian
American. The reasons for the higher rep-
nesentation of Aftican Amerieon fudges in
the Steth Circilr is certainly deserving of
additicnal study.

Finally, the Minth Circuit, a large
cireult where the overall Caucasian pop-
ulsrion was 2 minority (49 percent), offers
interesting contrass. While the district
judge population was only 61 percent Cau-
casian, the bankouptey jucdge bench was
94 percent Cavcasian and the magistrate

‘judge beneh was B3 percent Caucasian,
Hispanics, with a population of 30 pee-
cent overall, vere underrepresented in the
Minth Cirewit on every bench, especially
on the bankouptey bench.

The foregoing is offered merely ns an
example of the data avaitable for every cir-
cubt and distebet In the LS. court system,
While the numbers are a bit gut of syne
because the Census data are from 2013 and
the judicial officer data are from a later
periad, the implications are clear: Overall,

the judicial officer population does not ™

reflect the genera] population thit thoss
aifficers serve. This docs not mean that the
jodicial officers do mot serve the communi-
means that they do not laok entively lie
those communities. And there are poten-
izl implications from that fict. When the
entire bench in a district is Caucastan, the
an implied bias: When the entire benchin
2 certain court is Caucasian, an ethnic
minariry lawyper may not feel that it is pas-
sible to achigve an appointment to the

bench on that court. When the entire
bench an & coure 2 Coucasian, @ newly
minted ethinic minsrity lawyer may not el
it s possihle po pursue a practice in the spe-
cialty area (e, bankrupeey) that is
Finally, [ hasten to add thar new judges are
being appointed every day and the evi-
dence s thar the appointments ace
increasing diversity on the bench.

How Did the Current

Judges Get Appointed?

Malia Feddick is manager of the Quality
Judges Initintive of the Institute for the
Advancement of the American Legal Sys-
tem (IAALS), o national legal research
center at the University of Denver. In
2013, IAALS conducted a study of the
selection, appointment, and reappoine-
ment process for bankrupecy judges. The
study invelved interviews with circuit
executives, clreuit fudges, bankruptey
judges, and merit selection panelists inall
federal judicial circults where there are
eejulae vacancies for bankmptey judges.
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Reddick presented the findings of the
IAALS at the raundtable,

Reddick began by noting that while the
Tudicial Conference of the United States has
adopted megulations on the selection of bank-
rupeey judges, for the most part these
regulations merely provide nonmandatary
guidance to the judicial councils of the vari-
ous circiies as to peatocels for selecting new
bankrupecy judges. In practice, the judicial
councils have adopted a wide range of
aspproaches o the selection poocess. Most (but
not all) elreules appoint a meric selsction
pane tocoondinate adventising the vacancy,
snlielting applicants, gathering the applica-
tion materials, conducting interviews,
checking references, and recommending a
slate of qualified condidates ro the elrcuit
judges for appairtment. As far as diversity Is
concerned, the guidelines offer Hecl detail
There is, of course, 8 requirement that the
selection process be free of discrimination,
but there is no affirmative puldance in the
regulations on methods or practices o
incresse diversiry. Thus, it i up 1o the cirouit
court toadopt any requirements that iemighe
deem appropriate to ensure that diverss cane
diclates apply and are given an opportunicy
at the appointment.

Turning to the diversity issue, Reddick

st e B et o S
that come in contact with a federal coure
are particlpants in the bankmnupicy system,
and by & wide margin. Thus, divessiy on the
banknaptey bench is particularly impartant
when perceptions of justice are at lssue. The
IAALS eeport noted that the bankruptcy
bench (s the least diverss federl bench.
According to the report, at the timne of the
study, 72 percent of Article 11l judges were
Caucasian compared to 81 percent of mag-
iszrare judges and 89 percent of bankrupecy
judges. The soudy also referred to another
study that conchuded that when a merit
selection panel is itself diverse, the lkeli-
hood of a diverse pool of applicants and a
diverss appointee I8 increased. One merit
selection panellst noted In response o the
TAALS survey that although her panel
“noted racial diversity” she did not think ic
was “tterminntive or limiting." [naddition,
it is worth noting that when a merit selec-
practitioners (and judges), the applicants and
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appointees tend to be less diverse because
they are regular participants in the practice,
which s lesalf often nondiverse.

As noted shove, magistrate judges are
appainted by the district judges to elght-year
renewable terms. Unlike the case of bank-
ruptey judges, Judielal Conference rules
veguirg that a merit selection panel be estab-
lished by the district judges to select qualified
candidates. The mericselection pancl must
consistof at lesst seven members, incleding
two nonlawyers. Mo district court judge or
retired Article 11 judge may be on the panel.
Seemingly in recognition that a diverse
mﬂuﬁhﬂhﬂlmﬂ:ﬁiﬁm

o m—— - .li.i,ﬁ. Ipﬁll iﬁwl
ruptey judiges. Of course, among the dutbes
assigned by the conference nubes to the merit
seleetion panel is a duty 1o “make an affic
mative effore to identify and give due
consideration to gll qualified applicants
without regand to race, color, age (40 and
over), gender, religion, national crigin, ot
disabilicy” But this puidance is directed to
aveading diseriminatory conduct (a directive
that one can Imagine is hardly needed). It
does not establish a goal for further diverss-
fying the bench,

Thus, with reference 1o mapitmze judpe
appointments, the Judicial Conference s
unambiguous that there must be & meric
selection panel, that the panel should
include diverse peaple, and that the panel
st attempt to make the appointment in
an unbiased manner. Thess pravisions,
ﬁﬁhﬂhﬁdwﬂﬁﬁﬁﬂﬁuﬁm

What Can Be Done to Ensure a
Pipeline of Diverse Applicants?
Many of the presenters had thoughts on
the reasons that Article [ judges do not
reflect the ethnicity of the populaticns in

the locations in which they sit. The prin-
cipal reason cited is that the pipeline of
diverse applicants for judicial openings is
not robust. Cualified diverse candidates
mint be encournged to apply To become
qualified, the candidates mist understand
the standards that are required to obtain
appointment a% o federal judge. This
requires mentoring and preparation. To
determine what is being done to advance
the goal of developing a strong pipeline
of diverse candidates, Judge Davis reached
out to the Mational Conférence of Bank-
rupicy Judges (NCB]) and the Federal
Magisiate Judges Assoclatian (FMJA)
to seek their reactions to the data and
ta hear what they have done to increass
diversity on thelr respeetive benches, The
remarks from NCB] and FM] A represen-
tatives were notable.

Judge Robert E. Mugen, president of the
N'CBJ started his comments by noting that
the majerity of his docket, like almost all
banknaptcy judges, involves consumer eases
where the debtors are both highly diverse
and highly disadvantaged. Judge Mugent
said that the MCD] has long recognized the
need o diversify the bankrupecy bench.
He committed the MCB] todoing all itcan
o emsure thar result.

Judge Jeffrey Hopkins, a bankruptey
judge from Cincinnati, Ohio, and former
president of the WCE], deseribed a long and
proud history of judicial outreach into the
affinity bar associations and to namvhite lew
students In an effore 1o actract yoursg lowyers
and law students Into che bankruptey prac-
tice, The MCE] hos created a scholarship
progran, called the Comelius Blackshear
are affered a chance to atterd educational
programs and to netwark with lawyers work-
ing in the insolvency and restructuring field.
The NCE] also has outresch prograrms at

oF  each of itsanrwal and midyear meetings cal-

culnted to artract law students to the
banksuptcy practice. In every city where the
NCB] meets, a group of judges, attomeys,
aned insolvency professionals arcanges a pro-
gram to introduce the local students o
oppottunities in the bankruptoy feld. In
addition, the NCBJ offers 2 "Mext

= Judges* joumal » Viol. 55 No. 2
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Genetation” program at its anmizl meetdngs
to help launch new lowyers, inchding lave
yers of color, Into the field. There are
scholarships for this program as well.
Judge Ramon E. Reyes, n magistiate
judge and an officer in the FMJA, echoed
his counterparts on the bankouptoy bench.
The FM]A has also done outreach to non-
white law students and peactitioners in
connection with its mestings, In sddition,
there are many local efforts o nientor
diverss lzwyers so that they are prepared 1o
apply for federal judgeships. Judge Reyes sug-
gested the need to recruit minority low
students to Internships and clerkships o
Artiele I judpes. Through thess activities,
inerny and elerks leam quickly that they
can asplre to a pasition on the federal bench.

Conclusion and Mext Steps

As the roundeable deew to a close; theres
ws discussion ahout adjusting perceptions
of merit selection panels and appointing
judges of what qualitles are needed o be
a suecessful Article [ judge. For sxample,

Spring 2016 + =Judges’ journal

. Is it hiecessary for a lawyer to be a long-

term bankruptey peactitioner In osder 1o be
a successful bankruptey judge? Or should
deep bankniptey experience be anly one
of the many qualitdes that the appolnting
ibdm r.l:ln.dd:r in a:inctﬁ'lg A new judﬂf

dillﬁin!lrnm an valid as hﬂ:h'uplnr
expericncs in predicting s successhul career
on the Benchl Due consideration should
be given to the success of 1 minoeicy law-
yer that has advanced in the piofession
notwithstanding the barrers nonwhite
Inwpers face. Just os a newly appointed dis-
trict judge with a strong history in criminal
taw can successfully learn 1o handle com-
plex civil litigation, a diverse lavwyer that
demonstrated excellence in practicing,
say, business litigntion should be ssen s a
strong candidate for the bankruptey bench.

The Judicial Division has presented a
sesolurlon to the ABA House of Delegares
in suppore of the divessification of all fed-
el coiirts. The resolution will be ready for
presentation at the ABA 2006 Annual
Meeting. The extraordinary efforts of Judi-
cinl Division |eadership, including Chair
Michael Bergmann, Chair-Eleet Judge
Linda Strite Murnane, and the Federal
Trial Judges Conference Chair Mannerte
Baket, a5 well as the vislon of Judpe Andie
Diavis and ABA President Faulitee Brown,
bhave bunched the ABA into the process
ofensuring that every Amecican feels chat
he or she will be treazed fairly in dur federnl
courts becayse the judicial aficers look a
lictle more like them. B

The author acknowledges the valusble
vesemrch atsistance of M Brand! (Univer-
sity of Michigan), Jamie Dingsdo {Tigfts
Universitg), Michnel Bailey (Fordham Usi-
versityl, and John Sutherland (Cberlin




AMERICAN BANKRUPTCY INSTITUTE

Faculty

Gregory A. Burrell is the standing chapter 13 trustee in Minneapolis, appointed in 2013, and is a li-
censed attorney in Louisiana and Minnesota. After graduating from law school, he worked as counsel
to a chapter 7 panel trustee and also handled consumer chapter 7 and chapter 13 bankruptcy matters.
He then went on to work as staff counsel to a chapter 13 trustee. While he was in his full-time role
serving as staff counsel to the chapter 13 trustee, Mr. Burrell started a bankruptcy law clinic at South-
ern University Law Center, where he taught bankruptcy law to third-year law students. The clinic
also gave students the opportunity to get practical experience representing indigent debtors in chapter
7 bankruptcy cases. He is a recipient of the NACTT Tireless Time and Effort Award, the Distin-
guished Trustee Award, and the Southern University Law Center Distinguished Alumnus of the Year
Award. Mr. Burrell is a Fellow of the 34th Class (2023) of the American College of Bankruptcy. He
authored “Eliminating Implicit Bias in the Bankruptcy Process,” published in the ABI Journal. Mr.
Burrell serves as a permanent member of the Bankruptcy Rules Practice Committee in the District
of Minnesota, is the current vice president of the National Association of Chapter 13 Trustees, and
is a member of the National Bar Association, Bankruptcy IDEA Consortium, ABI and the National
Association of Chapter 13 Trustees. In addition, he is a frequent speaker both locally and nationally
on bankruptcy-related topics, and he mentors career-seeking law students through the Tom Vaughn
internship program. Mr. Burrell received his B.A. in political science from Xavier University with a
minor in business administration, and his J.D. from Southern University Law Center.

Booker T. Carmichael is vice president and assistant general counsel for JPMorgan Chase & Co. in
Plano, Texas, where he supports both bankruptcy and law firm oversight business functions. Prior to
joining JPMorgan Chase, he was a trial attorney for the U.S. Trustee Program and was responsible for
bankruptcy litigation on behalf of the U.S. Trustee in Region 17. Mr. Carmichael received his B.S. in
economics and finance from Grambling State University and his J.D. from Southern University Law
Center.

M. Christine Maggard is a senior associate attorney in the Bankruptcy Division of Brock & Scott,
PLLC in Virginia Beach, Va., where, in addition to representing the interests of creditors in bank-
ruptcy, she serves on the firm’s Diversity Equity and Inclusion committee. She is licensed to practice
in all state and federal courts within the Commonwealth of Virginia. Ms. Maggard began her legal
career at the Office of the Virginia Attorney General in the Division of Debt Collection. With the
exception of a stint working in the Office’s Correctional Litigation Section, her practice has focused
on debtor/creditor relationships. Ms. Maggaard is a former president of the Virginia Creditors Bar
Association and a past seminar chair and past president of the Tidewater Bankruptcy Bar Associa-
tion, and she serves as the secretary for the Virginia Network of the International Women’s Insol-
vency & Restructuring Confederation. She also is a member of the American Legal & Financial
Network’s Women in Legal Leadership’s Social Media and Events Committee, secretary for ALFN’s
IDEA Committee, a member of the Virginia State Bar’s Diversity Conference, and an adjunct faculty
member for Virginia Commonwealth University’s Paralegal Studies Program. She also serves on a
consumer advisory subcommittee for the U.S. Bankruptcy Court for the Eastern District of Virginia.
Ms. Maggard is a frequent speaker at seminars and conferences regionally and nationally on mat-
ters including bankruptcy and diversity, equity, inclusion and belonging. She volunteers as a judge

873



874

2023 CONSUMER PRACTICE EXTRAVAGANZA

for college and high school mock trial competitions and donates her time to provide pro bono legal
services in conjunction with the Virginia Equality Bar Association’s Gender Marker Clinic. Ms. Mag-
gard received her undergraduate degree in English and rhetoric and communications studies from the
University of Virginia in 1986 and her J.D. from George Mason University School of Law in 1991.

Daryl J. Smith is the chapter 13 trustee for the Western District of Louisiana in Shreveport. He previ-
ously served as a staff attorney for the case trustee, prosecutor, litigator, lecturer and public servant.
Mr. Smith is a 2021 honoree of ABI’s “40 Under 40” program, a 2021 Blackshear Presidential Fellow,
and a 2023 Just the Beginning 5 under 40 member. He is admitted to the Tennessee and Mississippi
bars, and in the Federal Court of the Western District of Tennessee. Mr. Smith received his B.S. in
political science at Murray State in 2008 and his J.D. at Mississippi College School of Law in 2012.

Hon. Kathy A. Surratt-States is a U.S. Bankruptcy Judge for the Eastern District of Missouri in St.
Louis, initially appointed on March 17,2003, and served as Chief Judge from Feb. 1, 2013, until June
30, 2022. She began her legal career as law clerk to now-retired Bankruptcy Judge James J. Barta.
In 1993, Judge Surratt-States was an associate at Campbell & Coyne, P.C., where her work focused
on bankruptcy, commercial litigation and foreclosures. She then moved to Ziercher & Hocker, P.C.
in 1998, where she became partner. The firm later merged with Husch Blackwell, where she was a
partner in its insolvency practice group until her appointment to the bankruptcy court. In 1997, Judge
Surratt-States was appointed to the Panel of Bankruptcy Trustees for the Eastern District of Missouri,
and in 1999, she served as the chapter 7 trustee for Family Company of America, then the third-larg-
est grocery store chain in St. Louis. Judge Surratt-States served on the Board of Catholic Charities of
St. Louis and is a member of Altrusa International, Inc. of St. Louis, an international association of
professionals dedicated to serving their community. She also is a member of the Missouri Bar, the Bar
Association of Metropolitan St. Louis, the Mound City Bar Association, the National Conference of
Bankruptcy Judges, ABI and the International Women’s Insolvency & Restructuring Confederation
(IWIRC). Judge Surratt-States received her B.A. cum laude from Oklahoma City University in 1988
and her J.D. from Washington University School of Law in 1991.





