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The Association of Law Firm Diversity Professionals (ALFDP) is proud to be a strategic partner with 
our highly valued and respected colleagues at the Minority Corporate Counsel Association (MCCA) 
in producing the 2011 MCCA/ALFDP Annual Survey of Law Firm Diversity Professionals.  This is the 
fourth year that the two organizations have worked together on this Survey.

Founded in January 2006, ALFDP’s mission is to act as a catalyst for the advancement of diversity 
in the legal profession through our collective knowledge, vision, expertise and advocacy in the 
arena of law firm diversity. As a collaborative organization, we work toward the common goals of 
advancing diversity within our own organizations and within the legal profession as a whole by 
sharing important information and experiences, and learning from one another.  MCCA has enjoyed 
unparalleled success for more than a decade in meeting its mission to advance the hiring, retention, 
and promotion of historically underrepresented attorneys in legal departments and the law firms 
that serve them. MCCA’s outstanding performance has made it an invaluable organizational role 
model and supporter of ALFDP, and a natural strategic partner on the MCCA/ALFDP Survey.

As diversity professionals who face myriad challenges in our efforts to promote and sustain diversity 
efforts within our firms, there is much to learn from the MCCA/ALFDP Survey. The Survey provides 
a comprehensive examination of national law firms, including the structures and processes that 
impact diversity efforts. The specific focus on the role of firm diversity professionals and related 
functions is unique relative to other industry surveys.  Firms that have established diversity 
departments and hired talented legal professionals to oversee their inclusion initiatives have 
demonstrated the highest level of best practices.  As such, we believe the Survey is a critical tool 
that provides important information to the many organizations committed to meeting diversity and 
inclusion goals in the legal profession.

The MCCA/ALFDP Survey provides key benchmark information, ensuring that an even greater 
number of law firms will have a tangible roadmap for replicating successful diversity initiatives 
where none exist or need to be bolstered. By providing a current industry snapshot of diversity 
initiatives and infrastructure at peer firms, the Survey is also a fantastic resource for current 
diversity professionals to further their individual professional growth and their firms’ diversity 
programs.

We are confident that you will find the MCCA/ALFDP Survey a key resource in our collective efforts 
toward achieving meaningful inclusion of diverse lawyers in the legal profession. We extend our 
appreciation to MCCA for inviting ALFDP to participate as a strategic partner for this year’s Survey. 
We look forward to further collaborating with MCCA to meet the challenge of fostering diversity 
initiatives that have lasting benefits.

Sincerely,

Maja D. Hazell
Director of Diversity and Inclusion, Fried, Frank, Harris, Shriver & Jacobson LLP
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President Emeritus, Association of Law Firm Diversity Professionals

President 
Maja Hazel
maja.hazell@friedfrank.com

Treasurer 
Denise Robinson
derobinson@omm.com

Secretary 
Genhi Bailey 
Genhi.Bailey@dlapiper.com

President Emeritus 
Sylvia James
sylvia.james@bakerbotts.com

Historian 
Theresa Cropper 
cropper@perkinscoie.com

Board Members-At-Large 
Michelle Wimes 
mwimes@shb.com   

Keith Earley 
Keith.Earley@finnegan.com





5



2 

 
 

 
Table of Contents 

 
BACKGROUND AND OBJECTIVES ............................................................................................................ 3 
 
METHODOLOGY ..................................................................................................................................... 3 
 
LIMITATIONS OF THE RESEARCH FINDINGS ............................................................................................ 3 
 
INTRODUCTION ..................................................................................................................................... 4 
 
FINDINGS ............................................................................................................................................... 5 
 

About the Participating Law Firms ...................................................................................................... 5 

Professional Dedicated To Handling Diversity Matters ........................................................................ 5 

Background and Experience................................................................................................................ 8 

Background and Experience................................................................................................................ 9 

Governance and Reporting ............................................................................................................... 10 

Role of the Diversity Professional ..................................................................................................... 10 

Extent of Global Responsibility ......................................................................................................... 10 

Compensation .................................................................................................................................. 11 

Demographics .................................................................................................................................. 12 

Support Staff .................................................................................................................................... 12 

Diversity Resources .......................................................................................................................... 14 

Retreats ........................................................................................................................................... 15 

Diversity Committees ....................................................................................................................... 16 

Biggest Diversity-Related Challenge in 2011 ...................................................................................... 16

EXHIBIT A - CONSOLIDATED RESULTS...................................................................................................17 
 
 
  
 

 



33

3 

 
 
BACKGROUND AND OBJECTIVES 
 
The Minority Corporate Counsel Association (MCCA) selected the Association of Law Firm Diversity 
Professionals (ALFDP) as its strategic partner to conduct a survey among law firms to explore diversity 
efforts and the role of diversity professionals in firms.  Together, these two organizations have 
conducted this survey every year since 2008. This survey is titled the MCCA/ALFDP Annual Survey of Law 
Firm Diversity Professionals (MCCA/ALFDP Survey).  
 
Objectives of the MCCA/ALFDP Survey: 

 
• Understand the role of diversity professionals at law firms; 
• Quantify the resources (financial, time, personnel, etc.) that law firms dedicate toward the 

advancement of diversity objectives; 
• Benchmark the scope of responsibilities and support provided this role; and 
• Identify new information or resources that diversity professionals need to further their 

professional growth, develop and implement diversity strategies/initiatives, and achieve their 
law firms’ diversity goals.  
 
 

METHODOLOGY  
 
MCCA engaged Stellar Coaching, LLC, to develop, administer, and analyze a survey to collect the data 
necessary to meet the stated objectives.  The survey was administered online using Survey Monkey® and 
was comprised of approximately 60 questions to be completed in about 20 minutes.   
 
An electronic invitation with a link to the survey was sent to over 250 law firms, which included the 
country’s largest law firms and ALFDP members. Responses were received from 113 individual law firms 
and collected during the first quarter of 2011.  Participants did not receive a financial incentive for 
participating and participation was purely voluntary.   
 
Only respondents who reported that their firms have a diversity professional were directed to questions 
about the role, compensation, and other factors related to the position.  Respondents who reported 
that their firms do not have a diversity professional bypassed certain questions specific to the diversity 
professional role and were directed to the next applicable section of the survey. 
 
This survey has been conducted annually since 2008.   Questions have been modified from survey to 
survey based on emerging data and societal and economic trends. 
 
 

LIMITATIONS OF THE RESEARCH FINDINGS 
 
The research which underlies this report is conducted in the form of an annual survey that is designed to 
produce a snapshot of law firm diversity metrics regarding the roles, responsibilities, and resources, 
including financial budgets, that law firms dedicate to their diversity and inclusion efforts. 
 
Because each law firm is uniquely structured, the survey contained some questions that ultimately did 
not apply to every firm or diversity professional. As a result, some respondents chose to skip certain 
questions.  
 
All information collected in the survey was self-reported by respondents with the understanding that all 
response data would be reported solely in the aggregate and that appropriate steps would be taken to 
maintain confidentiality of individual responses. MCCA did not engage in independent verification of any 
reported data.  
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INTRODUCTION 
 
As more and more law firms hire or retain full-time professionals entrusted with primary responsibility 
for advancing diversity efforts within the firm, the range of professional backgrounds and the 
responsibilities of the role vary greatly from firm to firm.  MCCA continues to learn more about this role 
in order to develop appropriate recommendations and resources aimed at empowering diversity 
professionals to be change agents and leaders within their firms and to achieve the goal of a more 
diverse and inclusive workplace.   
 
For the fourth year MCCA selected the Association of Law Firm Diversity Professionals (ALFDP) as its 
strategic partner to conduct this survey.  Since ALFDP’s membership consists of individuals who serve as 
dedicated diversity professionals in law firms, ALFDP offers an invaluable perspective on the types of 
questions posed.  By working together on this survey, MCCA and ALFDP seek to offer information that will 
assist law firms to compare/contrast experiences and to advance their diversity goals.  Since the survey 
examines trends across the profession, not all responding firms fit within the membership ALFDP’s 
requirements.  
 
The 2011 survey set a record for participation, with 113 firms responding.  This marks the first time 
more than 100 firms contributed to the data pool, allowing for the richest set of results to date. 
 
The MCCA/ALFDP survey reports data which law firms may use to benchmark the role, responsibilities, 
reporting relationships, dedicated resources, and budgets of the law firm diversity professional.  In 
addition, the data assist MCCA in determining what further information may be most useful to the 
profession and, most importantly, support the work of the law firm diversity professional.   
 
While many of the findings remain consistent from 2010, there were some significant changes, including 
the following:   
 
Shift in billable credit for diversity-related activities 

• The majority (69%) said attorneys do not receive billable credit for time devoted to diversity-
related activities, down from 76% in 2010.  Only 7% of respondents said attorneys get billable 
credit for all diversity-related activities, versus 8% in 2010,while 22% said some credit is given, 
up from 12% in 2010. 

 
Drop in full-time dedication to diversity initiatives  

• Only 39% of the respondents reported the diversity professional is dedicated full-time to 
diversity initiatives, a significant drop from 51% in 2010.  The decline may be explained by the 
increase in the number of diversity professionals who have assumed responsibilities that 
complement diversity related duties. In addition, for the 2011 survey, more firms that do not 
have full time diversity professionals responded to survey.  This includes a larger number of 
diversity professionals who have billing requirements that sometimes exceeds 50 % of their 
time.  

• Twenty-nine percent (29%) of respondents said their diversity professional is a practicing 
lawyer with a billable requirement, a significant jump from 17% in 2010. 
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Retreats 

• The percentage of responding firms holding retreats for diverse attorneys dropped from 35% in 
2010 to 29% in 2011.   

• More than two-thirds of respondents (68%) reported no change in their plans for retreats, 
versus 59% in 2010.  However, 12% plan to postpone retreats and another 21% report holding 
retreats but revising the format to reduce costs. No firms reported canceling retreats 
altogether, versus 6% in 2010. 

• Retreat frequency continues to shift, with no firms reporting retreats twice per year in 2011 
(versus 18% in 2010) and a substantial jump in the percentage of firms holding retreats once 
per year (38% in 2011, versus 24% in 2010).  

 
A copy of the full set of survey questions is set forth as Exhibit A to this report.  Since the title for this 
position varies greatly among firms, the MCCA/ALFDP Survey asked respondents to define the role of their 
firm’s diversity professional (question 10). Throughout this report, the terms “law firm diversity 
professional” or “diversity professional” are used to refer to this role.  In some cases, percentages may not 
add to 100% due to rounding or multiple allowable responses. 
 
FINDINGS 
 
About the Participating Law Firms 
 

Total Number of Lawyers 
The participants represent a wide range of law firms; however, most (80%) respondents were 
from large law firms (greater than 200 lawyers).   
 
The growing percentage of small law firms appears to be a function of more firms of all sizes 
participating, rather than shrinking law firm size. Year-over-year comparisons are not available 
for firms with more than 200 lawyers as the size categories were consolidated from 9 options in 
previous years, to 4 options in the 2011 survey.  Please see endnotes for a comparison.i

 
 

How many lawyers are in your firm? 2011 2010 2009 2008 
Fewer than 200 20% 

(+4%) 
16% 21% 2% 
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 Credit for Diversity Activities 

Most respondents (81%) said their firms have a separate or unique billing number to track 
diversity-related activities, down slightly from 2010 (85%) but up significantly from 68% in 
2009.  The majority (69%) also said attorneys do not receive billable credit for time devoted to 
diversity-related activities, down from 76% in 2010.  Only 7% of respondents said attorneys get 
billable credit for all diversity-related activities, while 22% said some credit is given, up from 
12% in 2010.   
 
Nearly two-thirds (65%) of respondents said attorneys receive non-billable credit for all of their 
diversity-related activities, while another 16% said they receive some non-billable credit.  These 
figures are consistent with those from 2010.  

 
Professional Dedicated To Handling Diversity Matters 

 
Most responding law firms (82%) have a law firm diversity professional, up slightly from 79% in 
2010.  Firms with more than 200 lawyers were more likely to have a diversity professional than 
firms with fewer than 200 lawyers. 
 

Does your law firm have a professional dedicated to handling diversity matters? 

  
How many lawyers are in your firm? 

  

Answer Options 
Fewer 

than 200 
201 – 500 501 – 1,000 

More than 
1,000 

Response 
Percent 

Response 
Count 

Yes 16 35 29 13 82.3% 93 
No 7 8 4 1 17.7% 20 

 
 
Of those firms that do not, 14% reported they do not intend to fill an open position, versus 4% 
in 2010.  Another 67% do not plan to establish such a position, versus 82% in 2010. 
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Most firms report that “Diversity Director” best defines the diversity professional’s role, 
although that figure has dropped slightly over the years.  The percent that selected “Diversity 
Partner” increased, although not back to the 2009 level; that said, many firms who selected 
“Other” indicated their diversity professional is at the partner level. Please see Question 10 in 
Exhibit A for the definitions provided for each role and detail of those who responded “Other.”  

 
Which of the following definitions best 
describes this person’s role?  

2011 2010 2009 2008‡ 

Diversity Coordinator 3% 
(0%) 

3% 8% - 

Diversity Manager 13% 
(-6%) 

19% 17% - 

Diversity Director 45% 
(-4%) 

49% 50% - 

Diversity Partner 20% 
(+6%) 

14% 25% - 

Other 18% 
(+3%) 

15% -‡ - 

 
‡ Question was added in the 2009 survey; “Other” was added as a response option with the 2010 survey. 

 
Only 39% of the respondents reported the diversity professional is dedicated full-time to 
diversity initiatives, a significant drop from 2010.   
 

How is the diversity professional’s time 
allocated? 

2011 2010 2009 2008* 

Full time 39% 
(-12%) 

51% 44% 60% 

50% - 99% 31% 
(+11) 

20% 25%  

Less than 50% 31% 
(+1%) 

30% 32%  

Combined with other responsibilities    40% 
 
* Possible responses to this question were added after the 2008 survey.  Please see endnote 2 at page 51 
for comparison of the phrasing. 
 

No firms with fewer than 200 lawyers reported their diversity professional spends 100% of 
their time on diversity matters, with many spending less than 25% of their time on diversity 
matters.  Time allocation at large firms varied, with many having a diversity professional 
dedicate full-time to the diversity role.  
 

How is the diversity professional's time allocated? 

  
How many lawyers are in your firm? 

  
Answer Options (% of 
time dedicated to the 
diversity role) 

Fewer than 
200 

201 – 500 
501 – 
1,000 

More than 
1,000 

Response 
Percent 

Response 
Count 

100% 0 12 16 7 38.5% 35 
76% - 99%  0 6 1 1 8.8% 8 
51% - 75%  6 6 6 2 22.0% 20 
26% - 50%  2 9 4 2 18.7% 17 
25% or less  7 2 1 1 12.1% 11 

answered question 91 
skipped question 22 
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Just over half of the responding firms (53%) have created this position within the last 4-6 years, 
while roughly one-third (31%) said the position was created within the last 3 years. Nearly 17% 
said the position was created 7 or more years ago.  

 

Firms continue to find qualified candidates internally, as the percentage of diversity 
professionals being hired from within rose once again.  
 

From where was the diversity professional 
hired?  

2011 2010 2009 2008 

External Candidate 38% 40% 45% 59% 
Internal Candidate 62% 60% 55% 42% 

 
 

 
Background and Experience 
 

Consistent with last year’s response, 77% of firms report the diversity professional holds a J.D. 
 
In 2011, 42% of respondents said their diversity professional is a non-practicing lawyer, the 
same percentage as 2010.  Twenty-nine percent (29%) of respondents said their diversity 
professional is a practicing lawyer with a billable requirement, a significant jump from 17% in 
2010, but comparable to 2009 (32%).  Eight percent (8%) of respondents said the diversity 
professional is a practicing lawyer without a billable requirement, as compared with 10% in 
2010 and 5% in 2009. 
 
 

Which of the following best describes the role of the diversity professional? 

 
How many lawyers are in your firm?  

Answer Options 
Fewer 

than 200 
201 – 
500 

501 – 
1,000 

More 
than 
1,000 

Response 
Percent 

Response 
Count 

Practicing lawyer with 
annual billable requirement 

8 6 9 4 29.0% 27 

Practicing lawyer with no 
annual billable requirement 

2 3 2 0 7.5% 7 

Non-practicing lawyer in the 
firm 

2 19 12 6 41.9% 39 

Non-lawyer professional 3 7 6 2 19.4% 18 
Other (please specify) 1 0 0 1 2.2% 2 
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Background and Experience 
 

Consistent with last year’s response, 77% of firms report the diversity professional holds a J.D. 
 
In 2011, 42% of respondents said their diversity professional is a non-practicing lawyer, the 
same percentage as 2010.  Twenty-nine percent (29%) of respondents said their diversity 
professional is a practicing lawyer with a billable requirement, a significant jump from 17% in 
2010, but comparable to 2009 (32%).  Eight percent (8%) of respondents said the diversity 
professional is a practicing lawyer without a billable requirement, as compared with 10% in 
2010 and 5% in 2009. 
 
 

Which of the following best describes the role of the diversity professional? 

 
How many lawyers are in your firm?  

Answer Options 
Fewer 

than 200 
201 – 
500 

501 – 
1,000 

More 
than 
1,000 

Response 
Percent 

Response 
Count 

Practicing lawyer with 
annual billable requirement 

8 6 9 4 29.0% 27 

Practicing lawyer with no 
annual billable requirement 

2 3 2 0 7.5% 7 

Non-practicing lawyer in the 
firm 

2 19 12 6 41.9% 39 

Non-lawyer professional 3 7 6 2 19.4% 18 
Other (please specify) 1 0 0 1 2.2% 2 

Other  
Fewer 

than 200 
201 – 
500 

501 – 
1,000 

More 
than 
1,000   

Practicing partner with an 
annual half-time billable 
goal. 

x       
  

Law firm executive, not a 
lawyer 

  
  
  

  x 
  

 
 
Despite the finding that most law firm diversity professionals had less than 5 years of prior 
compensated experience (55%), almost one-third (30%) had more than 10 years of non-
compensated diversity experience.   The most common forms of background/experience with 
diversity issues were law firm diversity committee (59%), external diversity 
committee/boards/organizations/associations (57%), and law firm administration (46%). 

 
Half (50%) have held the position 3 years or fewer and 42% have held the position 4-6 years. 
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Governance and Reporting 
  

When asked to whom the diversity professional reports, respondents were asked to “check all 
that apply” and, once again, in many cases the diversity professional has multiple reporting 
relationships.   
 
Many diversity professionals report directly to their firm’s chair or managing partner (60%, a 
slight rise from 56% in 2010), Chair of the Diversity Committee/Diversity Committee (44% 
versus 40% in 2010), or the executive/management committee (40%, up from 31% in 2010).  A 
new response category was added in 2011, Chief (C Suite) Officer, which 17% selected.  
 
The vast majority (93%) of diversity professionals presents regular progress reports or metrics, 
down slightly from 97% in 2010.  A large number of diversity professionals report monthly or 
quarterly to the diversity committee, firm chair, managing partner, and executive/management 
committee. 
 

Role of the Diversity Professional 
 

The responsibilities assigned to diversity professionals vary widely. Although every firm defines 
the roles differently, of the 22 areas of responsibility the survey queried, the most common 
responses were as follows:  
 

• Develops and promotes diversity goals and strategies (97%) 
• Implements and monitors objectives and strategies (96%) 
• Promotes awareness of issues that impact diversity in firm management, operations 

and governance (95%) 
• Develops programs to create an inclusive environment and encourages retention of all 

lawyers (95%) 
• Ensures development and approval of both a short-term and long-term strategic 

diversity plan (90%) 
 

Extent of Global Responsibility  
 
A significant number (58%) of the responding firms have offices outside of the US.   
 
Of those firms, 50% reported the diversity professional’s responsibilities include non-US offices.  
 
 
 
 
 
 
The most common areas of responsibility for diversity professionals working with non-US 
offices include: 

• Promotes awareness of issues that impact diversity in firm management, operations 
and governance (43%) 

• Develops and promotes diversity goals and strategies (41%) 
• Develops programs to create an inclusive environment and encourages retention of all 

lawyers (41%) 
• Serves as an internal diversity consultant to management (41%) 
• Collaborates with corporate clients regarding diversity initiatives, including reporting 

demographic data to corporate clients (41%) 
• Presents diversity updates at Management Committee meetings or as requested by 

firm management (41%) 
 

Do the diversity professional’s responsibilities 
include offices outside the US?  

2011 2010 2009 2008 

Yes 50% 50% 45% 63% 
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Compensation  
 

A broad salary range exists for law firm diversity professionals.  The breadth of the salary range 
reflects the differences among firms and the diversity professional’s seniority and 
responsibilities.   
 
Salaries ranges overlapped among the different definitions of diversity professional.  Firms who 
identified their diversity professional as “Diversity Coordinator” or “Diversity Manager” 
reported salaries from “less than $75,000” to “$175,000-$225,000.”  Firms who indicated their 
diversity professional is a Diversity Director reported salaries ranging from “$75,001-$125,000” 
to “$225,001 to $275,000.”  Firms whose diversity professional is best described as “Diversity 
Partner” reported salaries from “$175,001-$225,000” to “Greater than $325,000.”  Those in the 
“Other” category had the widest salary range, from “$75,001 to 125,000” to “Greater than 
$325,000.” 
 
 
 
 
 
 
 

 
Salaries appear to be holding steady.  Despite an increase in the number of smaller firms 
participating, there was little change in the number of respondents who reported their firm’s 
diversity professional earned a base salary of more than $225,000 and a slight decrease in the 
number of respondents who reported the diversity professional in their firm has a base salary 
of $175,000 or less.   
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

What was the highest ranking diversity 
professional’s 2010 base salary? 

2011 2010 2009 2008 

> $225,000 34% 
(-1%) 

35% 25% 32% 

< $175,000 42% 
(-5%) 

47% 61% 57% 

What was the highest-ranking diversity professional’s 2010 base salary? 

  
How many lawyers are in your firm? 

  

Answer Options 
Fewer than 

200 
201 – 500 501 – 1,000 

More than 
1,000 

Response 
Percent 

Response 
Count 

Less than $75,000 0 2 1 1 5.3% 4 
$75,001 - $125,000 2 11 4 0 22.4% 17 
$125,001 - $175,000 2 5 2 2 14.5% 11 
$175,001 - $225,000 1 9 5 3 23.7% 18 
$225,001 - $275,000 3 1 7 1 15.8% 12 
$275,001 - $325,000 1 1 2 2 7.9% 6 
Greater than $325,000 0 3 5 0 10.5% 8 

answered question 76 
skipped question 37 
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When it comes to the opportunity to earn bonus compensation over and above base salary, 
87% report the position is bonus-eligible (versus 82% in 2010).   
 

Bonus Received 2011 2010 2009 2008 
None (bonus eligible) 15% 

(-2%) 
17% 13% 12% 

1-10 47% 
(+9) 

38% 40% 45% 

>25% 0% 
(-1%) 

1% 3% 4% 

 
Most diversity professionals (94%) receive the firm’s standard benefits package offered to all 
firm employees, unchanged from a year ago. 

 
 
Demographics 
 

Most respondents chose to provide optional demographic information about the firm’s 
diversity professional. 

 
Nearly three-quarters (74%) report their firm’s diversity professional is female; 60% report 
their firm’s diversity professional is a woman of color, up from 55% in 2010.  
 
Regarding race/ethnicity, 59% report the diversity professional at their firm is Black or African 
American.  Another 25% reported that the diversity professional is White/Caucasian (non-
Hispanic).  Nine percent (9%) of responding firms said their diversity professional is Hispanic or 
Latino/Latina, while 4% said Asian American and 2% reported the diversity professional’s 
race/ethnicity is multi-racial/other.  
 
Approximately 7% are lesbian, gay or bisexual. 
 

Support Staff 
 

Most diversity professionals (82%) have support staff, down somewhat from 88% in 2010.  Almost half 
(47%) of those with staff have two or more individuals supporting/reporting to them. 
 
When asked about the total budget for salary, bonus, and benefits for all staff positions 
reporting to or supporting the diversity professional (excluding the diversity professional’s own 
compensation), respondents reported as follows: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Budget for Support Staff  2011 2010 2009 2008 
Less than $100,000 52% 

(-5%) 
57% 46% 46% 

$100,001 – $200,000 27% 
(0%) 

27% 32% 39% 

$200,001 – $300,000 14% 
(+3%) 

11% 10% 2% 

Greater than $300,000 6% 
(+1%) 

5% 12% 12% 
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The following charts provide additional information on support staff by firm size. 
 

 
 
 

 
 
  

Does the diversity professional have support staff?  

  
How many lawyers are in your firm? 

  

Answer Options 
Fewer 

than 200 
201 – 500 501 – 1,000 

More than 
1,000 

Response 
Percent 

Response 
Count 

Yes 12 28 27 9 81.7% 76 
No 4 7 2 4 18.3% 17 

answered question 93 
skipped question 20 

If yes, how many staff positions support/report to the individual? 
  How many lawyers are in your firm?   

Answer Options 
Fewer 

than 200 
201 – 500 501 – 1,000 

More than 
1,000 

Response 
Percent 

Response 
Count 

1 4 16 17 3 52.6% 40 
2 6 9 6 1 28.9% 22 
3 or more 1 3 5 5 18.4% 14 

answered question 76 
skipped question 37 

What is the total budget for salary and bonus for all staff positions reporting to or supporting the diversity professional 
(excluding diversity professional’s own compensation)? 
  How many lawyers are in your firm?   

Answer Options 
Fewer 

than 200 
201 – 500 501 – 1,000 

More than 
1,000 

Response 
Percent 

Response 
Count 

Less than $100,000 3 16 13 1 52.4% 33 
$100,001 - $200,000 5 6 6 0 27.0% 17 
$200,001 - $300,000 0 3 2 4 14.3% 9 
Greater than $300,000 0 0 2 2 6.3% 4 

answered question 63 
skipped question 50 
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Diversity Resources 
 

Beginning with the 2011 survey, respondents were asked to provide only total budget figures, 
rather than distinguishing between internal and external budgets as in previous years.  
 

What is the total diversity budget for the firm? 

  
How many lawyers are in your firm? 

  

Answer Options 
Fewer 

than 200 
201 – 500 

501 – 
1,000 

More than 
1,000 

Response 
Percent 

Response 
Count 

Less than $50,000 12 5 2 0 16.8% 19 
$50,001 - $100,000 4 13 1 0 15.9% 18 
$100,001 - $150,000 5 7 5 0 15.0% 17 
$150,001 - $200,000 1 4 3 0 7.1% 8 
$200,001 - $250,000 1 7 2 2 10.6% 12 
$250,001 -$300,000 0 1 4 0 4.4% 5 
$300,001 - $350,000 0 2 3 1 5.3% 6 
$350,001 -$400,000 0 1 4 1 5.3% 6 
Greater than $400,000 0 3 9 10 19.5% 22 

answered question 113 
skipped question 0 

 
 

Over 60% of respondents expect their budgets to remain the same as the previous year’s 
budget.  Approximately 20% expect their 2011 budget to be higher, and another 20% expect 
their 2011 budget to be lower. 
 
When it comes to sponsorships, almost three-fourths (74%) of respondents expect their 
numbers to remain the same. 
 
While the majority of diversity professionals (56%) manages and controls the firm’s total 
diversity budget, this number is down slightly from 2010.  
  

What portion of the firm’s total diversity budget does 
the diversity professional have discretion to manage 
and control? 

2011 2010 2009 2008 

Entire Budget 56% 58% 55% 79% 
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Retreats 
  
Less than one-third (29%) of the respondents report their firms hold retreats for diverse 
attorneys (down from 35% in 2009 and 2010, and 43% in 2008).  
 
 
 
 
 
 
  
 
 
 
 
For those that do host retreats, 69% report holding retreats for several minority or other 
groups at once.  Firms which do hold retreats continue to offer them to a variety of groups. Of 
the 12 firms which responded “Other,” five mentioned inviting firm leadership/management. 
 
 

Who is invited to retreats? 2011 2010 2009 2008* 
Racial/ethnic minorities  97% 

(+4%) 
93% 97%  

White/Caucasian (non-Hispanic) women  31% 
(-6%) 

37% 79%  

LGBT  63% 
(-7%) 

70% 61%  

Other  38% 
(+11%) 

27% 27%  

 
 

Frequency of Retreats 2011 2010 2009 2008* 
Twice per year 0% 

(-18%) 
18% 3%  

Once per year 38% 
(+14%) 

24% 52%  

Every two years or more 38% 
(+11%) 

47% 27%  

Other 24% 
(+12%) 

12% 18%  

 
* In 2008, these questions did not include “skip logic” and offered “not applicable” as a possible response.  
The significant number of “not applicable” responses does not allow for a meaningful comparison with 
subsequent years’ results. 
 
More than two-thirds of respondents (68%) reported no change in their retreat plans, versus 
59% in 2010.  However, 12% plan to postpone retreats and another 21% report holding retreats 
but revising the format to reduce costs. No firms reported canceling retreats altogether, versus 
6% in 2010. 

 

Does your firm hold retreat(s) 
for diverse attorneys 

Fewer than 200 200 or more 

Answer Options 
Response 

Count 
Response 
Percent 

Response 
Count 

Response 
Percent 

Yes 3 13% 30 33% 
No 20 87% 59 66% 
Don’t Know 0 0% 1 1% 
     
Total 9 100% 67 100% 
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Diversity Committees 
 

Almost all (99%) respondents reported their law firms have a diversity committee.   
 

Once again, approximately 80% of the committees have 11 or more members.  In most cases, 
the committees are firm-wide (96%); 19% reported that their firms have established diversity 
committees at the local-office level as well (same as 2010). 
 
The makeup of diversity committees remains diverse.  Once again, nearly all (96%) reported 
they include partners.  The majority includes associates (75%), administrative managers (75%), 
management committee members (66%), and heads of practice groups (64%).  These 
breakdowns are consistent with previous years. 
 
The role of the diversity professional within the diversity committee continues to vary.  This 
year, 33% of firms report the diversity professional fills the role of Diversity Committee Chair, 
up from 27% in 2010.  Only 3% report the diversity professional is not a member of the 
committee but reports to it, nearly the same (4%) as in 2010. 
 

 
 
 
Biggest Diversity-Related Challenge in 2011 
 

As in previous years, when asked to list their biggest challenge to advancing diversity, common 
responses included retention, recruitment, development, and maintaining morale, especially 
given the economic climate. 

 
 
Conclusion 
 

While law firms continue to devote resources to diversity and inclusion efforts, the lingering 
effects of the economy are being felt.  Firms continue to struggle to balance investments in 
diversity initiatives with the bottom-line.  The role of law firm diversity professional remains 
complex, encompassing a variety of functions, including thought leader, line manager, and 
“face of the firm.” 
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EXHIBIT A - CONSOLIDATED RESULTS 
 

ABOUT THE FIRM 
(Firm detail in Q1. held in confidence) 
 

Q2. How many lawyers are in your firm? 

Answer Options 
Response 
Percent 

Response Count 

Fewer than 200 20.4% 23 
201 – 500 38.1% 43 
501 – 1,000 29.2% 33 
More than 1,000 12.4% 14 

answered question 113 
skipped question 0 

 

Q3. How many lawyers are in your firm’s U.S. offices? 

Answer Options 
Response 
Percent 

Response Count 

Fewer than 200 20.4% 23 
201 – 500 41.6% 47 
501 – 1,000 33.6% 38 
More than 1,000 4.4% 5 

answered question 113 
skipped question 0 

 

 
 
 
 
 

Q4. Does your firm have a separate or unique billing number for diversity-related activities?   

Answer Options 
Response 
Percent 

Response Count 

Yes 81.4% 92 
No 17.7% 20 
Do not know 0.9% 1 

answered question 113 
skipped question 0 
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Q5. Do attorneys get billable credit for time devoted to diversity-related activities? 

Answer Options 
Response 
Percent 

Response Count 

Do not know 1.8% 2 
No 69.0% 78 
Yes, all 7.1% 8 
Yes, some (please specify) 22.1% 25 

answered question 113 
skipped question 0 

Yes, some (please specify) 

Chair of Diversity and Attorneys involved in Training 
Up to 10 hours 
Diversity Committee members receive billable credit.  Some diversity programs do receive billable credit 
and lunch and learns (not CLE) do not. 
up to 50 hours 
up to 100 hours 
After they have met the minimum billable hour requirement, diversity-related time is credited toward 
bonus eligibility. 
Pro bono diversity efforts 
Up to 100 hours per year for associates; indeterminate amount for partners 
If it relates to committee service 
Case by case 
Core hours credit is available. 
Those who are charged to do administrative tasks in relation to the diversity initiative are given time 
credit 
Interviews, programs, etc. 
Recruiting 
Chair of the Diversity Committee Only 
Diversity-related activities are factors considered in compensation at both the partner and associate 
levels. 
All activities are given subjective consideration. 
We do not have a billable hour requirement for attorneys. 
Up to 50 hours 
Diversity & Inclusion Committee members are allocated 20 hours annually 
Up to 50 hours for leadership roles 
Chairs of Diversity & Inclusion Committee receive billable credit. 
Thurgood Marshall College Fund 
Administrative time is credited up to 25 hours for the Diversity Committee chair. 
Diversity Recruiting, Training, and Pro Bono 
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Q6. Do attorneys get non-billable credit for time devoted to diversity-related activities? 

Answer Options 
Response 
Percent 

Response 
Count 

Do not know 1.8% 2 
No 17.7% 20 
Yes, all 64.6% 73 
Yes, some (please specify) 15.9% 18 

answered question 113 
skipped question 0 

Yes, some (please specify) 

Mentoring diverse attorney or law student, writing article related to diversity, serving in leadership role in 
diversity-related organization 
Heritage month programs that are not CLE do receive non-billable credit 
Diversity committee members 
See answer above. 
The firm does allow for non-billable time, although there is not a specific category for diversity, except for 
time spent on the diversity committee 
Case by case 
Diversity chairs 
Hours in excess of the core hours are recorded as non-billable. 
Interviews, programs, etc. 
Attorneys can track hours devoted to diversity-related activities under a diversity non-billable number. 
Administrative 
All activities are given subject consideration 
N/A all hours are billable as per question #5 
For D&I general activities 
Participation in diversity-related activities taken into consideration during evaluation process and for 
discretionary bonuses 
Factor in performance evaluations 
Certain pipeline activities 
It depends on the amount of the total non-billable hours. 
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Q7. Does your law firm have a professional dedicated to handling diversity matters? 

Answer Options 
Response 
Percent 

Response Count 

Yes 82.3% 93 
No 17.7% 20 

answered question 113 
skipped question 0 

 
 

Q8. Do you plan to designate someone in the role of diversity professional in the next 12 months? 

Answer Options 
Response 
Percent 

Response Count 

Yes, we do 4.8% 1 
No, we already have a fully staffed function. 0.0% 0 
No, we do not plan to establish such a position 66.7% 14 
No, we had someone who was laid-off or resigned and do not 
intend to fill the open position 

14.3% 3 

Don't know 14.3% 3 
answered question 21 

skipped question 92 
 
 
 
 
PROFESSIONAL DEDICATED TO HANDLING DIVERSITY MATTERS 
 

Q9. What is the highest-ranking diversity professional's title? 

 Response Count 

answered question 93 
skipped question 20 
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Response Text 

Attorney 
Attorney Development Manager--Diversity 
Chair of Diversity Committee/ Chair of the Committee on Diversity Issues/ Chair, National Diversity 
Committee/ Chairman of the Diversity and Inclusion Committee (6) 
Chief Diversity Officer/ Chief Diversity & Inclusion Officer (9) 
Chief Diversity Partner 
Director/Diversity Director/Director of Diversity/Director of Diversity & Inclusion/Director of Diversity 
Initiatives/Director of Diversity Programs/Director of Strategic Diversity Initiatives (21)  
Director of Diversity & Professional Development 
Director of Diversity and Community Affairs 
Director of Diversity and Legal Recruiting 
Director of Professional Development & Inclusion (2) 
Director of Professional Development and Diversity 
Director of Professional Development and Training 
Director of Recruitment, Diversity, and Attorney Development 
Director of Talent Management 
Director, Global Diversity 
Diversity Administrator 
Diversity and Inclusion Partner 
Diversity Chair 
Diversity Chair, Partner, Vice-Chair Litigation 
Diversity Coordinator 
Diversity Counsel (3) 
Diversity Initiatives Coordinator 
Diversity Partner (3) 
Head of Diversity 
Head of Diversity and Gender Initiatives 
Manager/Manager of Diversity/Manager of Diversity & Inclusion/Manager of Diversity 
Initiatives/Diversity Manager/Diversity Program Manager (9) 
Manager of Recruiting & Diversity 
Manager of Recruiting and Diversity 
Managing Director 
Member (2)  
Member and Director of Diversity 
Partner (5) 
Partner & Diversity Chair 
Partner and Chair, Firmwide Diversity & Inclusion Initiative 
Partner and Chief Diversity Officer 
Partner-in-Charge of Diversity 
Partner, Attorney Diversity Committee Chair 
Professional Development & Diversity Director 
Professional Development Manager 
Recruiting & Diversity Manager 
Shareholder 
We have 2 different professionals of equal rank:  Lawyer Recruiting & Diversity Manager / Professional 
Development & Diversity Manager.  We have completed this survey for both of them. 
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Q10. Which of the following definitions best describes this person's role? 

Answer Options 
Response 
Percent 

Response 
Count 

Diversity Coordinator  -- Primary duties include: scheduling and 
coordinating diversity-related programming, training and events and 
providing administrative support for other diversity committee-
related initiatives; monitoring and keeping the firm apprised of 
external diversity best practices; assisting with diversity-related 
surveys; assisting in development of diversity-related marketing 
materials; responding to client-related diversity-related information 
requests;  coordinating pipeline and minority recruiting efforts; 
identifying and recommending best practices related to diversity; 
gathering data regarding firm diversity needs and accomplishments; 
and monitoring diversity spending. 

3.2% 3 

Diversity Manager -- Primary duties are programmatic and 
managerial in nature including:  developing analytical tools and 
methods to measure the effectiveness of the firm's diversity 
initiatives; setting annual diversity training, programming and 
funding priorities; communicating and marketing the business case 
for diversity; reporting to firm management; monitoring the 
recruitment, retention, mentoring and promotion of diverse 
attorneys; promoting awareness of issues that impact diversity in 
firm management, operations and governance; and creating and 
building personal relationships with minority attorneys throughout 
the firm. 

12.9% 12 

Diversity Director -- In addition to the programmatic and managerial 
duties of a Diversity Manager, the Diversity Director has significant 
strategic responsibilities including:  creating and implementing long 
term diversity strategies and goals; serving as an advisor to firm 
management, office and practice group leaders on diversity-related 
issues; developing and implementing policies and procedures 
designed to meet strategic diversity objectives; serving as a member 
of or consultant to the committee and/or individual responsible for 
one or more the following functions:  attorney hiring, professional 
development, associate relations, associate review, associate 
compensation; reviewing, monitoring, and suggesting revision to 
employment policies and practices that impact the firm's diversity 
efforts (such as work assignment, attorney evaluation processes, 
part-time practices); serving as an external liaison for the firm in the 
diversity community, and collaborating with clients regarding 
diversity initiatives. 

45.2% 42 

Diversity Partner -- A practicing attorney who devotes at least 40% of 
his/her time to the firm's diversity efforts.  This individual's 
responsibilities include the strategic portions of the Diversity Director 
position and selected portions of the Diversity Manager position. 

20.4% 19 

Other (please specify) 18.3% 17 
answered question 93 

skipped question 20 
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Other (please specify) 

Chief Diversity Officer-all of the director plus all strategic responsibility 
Partner and Chief Diversity Officer -- strategic role at the partner level; duties are those of the "Diversity 
Partner" stated above, but on a full-time basis 
Diversity Partner - practicing attorney who devotes less than 40% of her time to diversity efforts 
Partner 
A member is the chair of our diversity committee and is in charge of diversity initiatives. 
Diversity Partner -- practicing attorney who devotes less than 40% of her time to diversity efforts. 
Diversity Partner - a practicing attorney who devotes hundreds of hours of his/her time to the firm's 
diversity efforts.  This individual's responsibilities include the strategic portions of the Diversity Director 
position. 
Chief Diversity, Pro Bono and Recruiting Officer 
Partner and Chair, National Diversity Committee 
Diversity Partner, time commitment devoted varies 
Strategic duties with a firm-wide diversity manager reporting to the position 
Diversity Director duties plus firm-wide Associate professional development director and firm-wide MCLE 
coordinator. 
Diversity Counsel 
Diversity Partner, a practicing partner who Chairs Diversity Committee 
Shareholder who directs diversity-related programs 
The Chief Diversity Officer is practicing attorney who devotes a significant amount of her time to the 
firm's diversity efforts. This individual's responsibilities include the strategic portions of the Diversity 
Director position and selected portions of the Diversity Manager position. In addition, the Deputy Chief 
Diversity Officer devotes at least 40% of her time on diversity efforts. 
Diversity Partner who is still practicing, but will eventually transition to full-time. 

 
 

Q11. How is the diversity professional's time allocated? 

Answer Options 
Response 
Percent 

Response Count 

100% of time dedicated to the diversity role 38.5% 35 
76% - 99% of time dedicated to the diversity role 8.8% 8 
51% - 75% of time dedicated to the diversity role 22.0% 20 
26% - 50% of time dedicated to the diversity role 18.7% 17 
25% or less of time dedicated to the diversity role 12.1% 11 

answered question 91 
skipped question 22 

 
 

Q12. How long ago was the position created? 

Answer Options 
Response 
Percent 

Response Count 

Within the last year 6.6% 6 
1 – 3 years ago 24.2% 22 
4 – 6 years ago 52.7% 48 
More than 7 years ago 16.5% 15 

answered question 91 
skipped question 22 
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Q13. From where was the diversity professional hired? 

Answer Options 
Response 
Percent 

Response Count 

From within the firm (internal candidate) 62.4% 58 
From outside the firm (external candidate) 37.6% 35 

answered question 93 
skipped question 20 

 
 
BACKGROUND AND EXPERIENCE 
 

Q14. Which of the following best describes the role of the diversity professional? 

Answer Options 
Response 
Percent 

Response Count 

Practicing lawyer in the firm with an annual billable requirement 29.0% 27 
Practicing lawyer in the firm with no annual billable requirement 7.5% 7 
Non-practicing lawyer in the firm 41.9% 39 
Non-lawyer professional 19.4% 18 
Other (please specify) 2.2% 2 

answered question 93 
skipped question 20 

 

Other (please specify) 

Practicing partner with an annual half-time billable goal. 
Law Firm Executive, not a lawyer 

 
 

Q15. What is the highest level of education attained by the person in the diversity professional role?  
(If the professional has more than one advanced degree, please check all that apply.) 

Answer Options 
Response 
Percent 

Response Count 

High school diploma 1.1% 1 
Associate’s Degree 2.2% 2 
Bachelor’s Degree 15.2% 14 
Master’s degree 9.8% 9 
MBA 2.2% 2 
PhD 0.0% 0 
JD 77.2% 71 
LLM or Masters in Law 2.2% 2 
Other (please specify) 2.2% 2 

answered question 92 
skipped question 21 

 

Other (please specify) 

Graduate Certificate in Education; MBA in Progress 
Professional in Human Resources 
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Q16. What level of compensated experience with diversity issues did the diversity professional possess 
prior to accepting his/her current role at your law firm? 

Answer Options 
Response 
Percent 

Response Count 

More than 10 years of experience 14.8% 13 
5 – 10 years of experience 22.7% 20 
Less than 5 years of experience 54.5% 48 
Do not know 8.0% 7 

answered question 88 
skipped question 25 

 
 

Q17. What level of non-compensated experience with diversity issues did the diversity professional 
possess prior to accepting his/her current role at your law firm? 

Answer Options 
Response 
Percent 

Response Count 

More than 10 years of experience 30.3% 27 
5 – 10 years of experience 27.0% 24 
Less than 5 years of experience 29.2% 26 
Do not know 13.5% 12 

answered question 89 
skipped question 24 

 
 

Q18. What experience prepared this person for the role of diversity professional? (Please check all that 
apply.) 

Answer Options 
Response 
Percent 

Response Count 

Firm diversity committee 59.1% 55 
External diversity committee, boards, organizations, associations 57.0% 53 
Law firm administration (recruiting, professional development, 
etc.) 

46.2% 43 

Substantive legal background (employment practice, etc) 37.6% 35 
Diversity professional in another setting 19.4% 18 
HR 11.8% 11 
Diversity professional at another law firm 10.8% 10 
Public legal service organizations 8.6% 8 
Diversity consultant (self employed) 5.4% 5 
Diversity consultant (with a consulting firm) 5.4% 5 
Other (please specify) 20.4% 19 

answered question 93 
skipped question 20 

 

Other (please specify) 

Diversity research 
Personal experience 
Law school career services background -- worked with diverse student groups 
Law School Career Services 
Academic background in related areas 
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Business management and administration 
Law School Admissions Dean 
Bar Association Diversity Director 
Successful practicing attorney promoted to partner; strong firm relationships with management; leader of 
firm's Women's Initiative 
Diverse individual 
President of State Bar Ass'n & Founder of Diversity Section 
Non-profit focused on diversity 
Law School Assistant Dean 
Substantive involvement with diversity issues within the Firm and external involvement. 
Diversity experience at government agency and with non-profit association 
Served as mentor to minority attorneys 
Law School Assistant Dean / Director of Career Development 
Prior employment as a diverse attorney at a large law firm 
Undergraduate degree in Women's Studies, Pro Bono Counsel position 

 
 

Q19. How many years has the incumbent held the position of diversity professional at this firm?   

Answer Options 
Response 
Percent 

Response Count 

Less than 1 year 9.9% 9 
1 – 3 years 39.6% 36 
4 – 6 years 41.8% 38 
7 or more years 8.8% 8 

answered question 91 
skipped question 22 

 
 

Q20. Does the diversity professional have a required billable target? 

Answer Options 
Response 
Percent 

Response Count 

Yes 29.0% 27 
No 69.9% 65 
Don't know 1.1% 1 

answered question 93 
skipped question 20 

 
 

Q21. What is the annual billable hours target? 

Answer Options 
Response 
Percent 

Response Count 

Less than 500 0.0% 0 
501 - 1,000 18.5% 5 
1,001 – 1,500 14.8% 4 
1,501 – 2,000 66.7% 18 
2,001 or more 0.0% 0 

answered question 27 
skipped question 86 

 



27
27 

 
GOVERNANCE AND REPORTING 
 

Q22. To whom does the diversity professional report?  (Please check all that apply.) 

Answer Options 
Response 
Percent 

Response Count 

Chair or Managing Partner 60.2% 56 
Chair of Diversity Committee/Diversity Committee 44.1% 41 
Executive/Management Committee 39.8% 37 
Executive Director/Firm Administrator 18.3% 17 
Chief (C Suite) Officer 17.2% 16 
Director of Professional Development 9.7% 9 
Human Resources Director 8.6% 8 
Other (please specify) 7.5% 7 
Director of Recruiting 5.4% 5 

answered question 93 
skipped question 20 

 

Other (please specify) 

Director of Legal Personnel 
Chief of Staff 
Chief Executive Officer 
The partner-in-charge of diversity is also a member of the firm's Executive Committee 
Vice Chair 
Firm Board of Directors 
And, chief diversity & inclusion officer 

 
 

Q23. Does the diversity professional present regular progress reports or metrics? 

Answer Options 
Response 
Percent 

Response Count 

Yes 92.5% 86 
No 7.5% 7 
Don't know 0.0% 0 

answered question 93 
skipped question 20 
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Q24. To whom and how frequently does the diversity professional present regular progress reports or metrics 
regarding diversity results?   (Please check all that apply.)  

Answer 
Options 

Weekly Bi-weekly Monthly Quarterly 
Semi-

Annually 
Annually 

Response 
Count 

Firm Chair 2 2 13 23 7 4 51 
Managing 
Partner 

1 3 21 23 4 3 55 

Diversity 
Committee 

3 3 38 32 3 2 81 

Executive/ 
Management 
Committee 

2 0 10 26 10 13 61 

Executive 
Director/Firm 
Administrator 

1 3 8 11 2 5 30 

Human 
Resources 
Director 

0 1 14 11 1 4 31 

Director of 
Recruiting 

7 4 10 9 4 2 36 

Director of 
Professional 
Development 

8 5 10 8 1 2 34 

Other (please specify or offer clarification) 16 
answered question 86 

skipped question 27 
 
 

Other (please specify or offer clarification) 

Diversity Committee refers to the Committee Chair. Updates are provided at monthly staff meetings attended by 
Managing Partner, Executive Director and all direct reports. 
Executive Partner/Diversity Committee Chair 
Progress reports and metrics are routinely provided to the Firm Chair, Firm Management and HR professionals. 
Practice Group Leaders - annually 
Partnership-Monthly 
Reports to Management Committee for various functions throughout week. 
Chair of Diversity Committee, Hiring Partners 
The Chief Talent Officer/Firm-Wide Recruiting Partner receives weekly reports. The Firm Chair is on the D&I Committee 
and receives the monthly reports. The annual report is shared by the Firm Chair with all attorneys and staff firm-wide. 
Reports are given to the Executive Committee, Partners, Practice Groups, Office Managing Partners and other groups 
throughout the year and upon request. Clients request reports on a periodic, quarterly or annual basis. 
Diversity Co-Chairs 
Meet with Diversity Committee on a bi-monthly basis. Discuss information with Directors of Professional Recruitment and 
Associate Development on a regular basis. 
Interaction with Firm chair, committee co-chairs and other directors is ongoing. 
Vice Chair 
Diversity Chair (weekly) 
Chief Legal Personnel Officer - weekly 
Board of Directors - Quarterly 
The Chief Diversity Officer is the Co-Chair of the Board of <firm> 
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Other (please specify or offer clarification) 
This Person also participates in the Practice Group Department Chair Meetings 
Women's Initiative Team -- full member 
The Diversity Counsel's input is sought in several covered areas (such as associate and income partner review) though she does 
not serve on the underlying committee covering these areas. 
Admission to Partnership Committee 
Women's Committee 
Mentoring Committee 
She is the Partner-in-charge of Diversity 
Although does not hold a formal role on a committee, plays active role in associate hiring, evaluation and compensation, and 
partner promotion decisions 
Although not a member, the diversity professional serves as an advisor/consultant to most of the committees listed. 
<Regional office> Executive Committee 
Director of Diversity serves as a member of the Alternative Schedules Committee which reviews requests from partners and 
associates for alternative schedules (e.g., reduced hours or alternate workdays). 
Associate Hiring Committee 
Member of mentoring, internal advancement and retention taskforce 
Diversity Chair serves on Management, Recruiting, Review/Compensation and Professional Development Committees 
The firm's recruiting committee for all associates and partners. 
Talent Management Committee; Women's Career Development Council 

 
 

Q25. On which of the law firm’s managerial committees does the diversity professional serve? (Please answer for all 
committees.) 

Answer Options 
Yes, Full 
member 

Yes, Ex Officio 
Member 

No 
Firm Does Not 

Have This 
Committee 

Response 
Count 

Executive or Management Committee 10 2 49 3 64 
Diversity Committee 81 9 2 0 92 
Lateral Lawyer Hiring Committee 17 5 23 26 71 
Summer Associate Recruiting Committee 26 15 27 7 75 
Professional Development Committee 18 10 25 16 69 
Associate Relations Committee 11 11 28 18 68 
Associate Review/Compensation Committee 12 10 32 13 67 
Income Partner Review/ Compensation Committee 7 1 42 16 66 
Equity Partner Review/ Compensation Committee 9 1 45 13 68 
Other (please specify or offer clarification) 16 

answered question 92 
skipped question 21 
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Q26. What are the diversity professional’s areas of responsibility? (Please check all that apply.) 

Answer Options 
Response 
Percent 

Response 
Count 

Develops and promotes diversity goals and strategies 96.7% 89 
Implements and monitors objectives and strategies 95.7% 88 
Promotes awareness of issues that impact diversity in firm 
management, operations and governance 

94.6% 87 

Develops programs to create an inclusive environment and encourages 
retention of all lawyers 

94.6% 87 

Ensures development and approval of both a short-term and long-term 
strategic diversity plan 

90.2% 83 

Ensures that the firm supports law school minority organizations and 
local and national minority bar associations 

89.1% 82 

Works with Recruiting Committee 89.1% 82 
Collaborates with corporate clients regarding diversity initiatives, 
including reporting demographic data to corporate clients 

84.8% 78 

Serves as an internal mentor to diverse attorneys 83.7% 77 
Manages the firm’s diversity-related external outreach programs 83.7% 77 
Serves as an internal diversity consultant to management 82.6% 76 
Presents diversity updates at Management Committee meetings or as 
requested by firm management 

79.3% 73 

Continually evaluates the effectiveness of the firm’s structure, policies 
and practices 

78.3% 72 

Makes presentations at orientation sessions for lateral partners, 
associates and summer associates 

77.2% 71 

Has influence or input over content and topics for training programs 77.2% 71 
Identifies minorities and other individuals with diverse backgrounds for 
recruiting purposes 

73.9% 68 

Works with Professional Development Committee 64.1% 59 
Interviews and evaluates diverse candidates for employment 55.4% 51 
Makes presentations at development trainings 51.1% 47 
Establishes a formal mentoring program for diverse lawyers 47.8% 44 
Establishes timetables and goals for hiring, development, 
advancement, etc. 

44.6% 41 

Establishes a formal mentoring program for all lawyers 25.0% 23 
Other (please specify) 7.6% 7 

answered question 92 
skipped question 21 

 

Other (please specify) 

Diversity Training 
Works alongside Hiring Partners and Director of Legal Recruiting and Managing Partners and Director of 
Legal Personnel 
The diversity professional works closely with the Chief Talent Officer, is a member of the Talent Management 
Team and has input into all areas that affect associate life, not just those concerning diverse associates. The 
diversity professional also explores and implements opportunities to include staff in D&I outreach and 
initiatives. 
Serves as a member of the Alternative Schedules Committee which reviews requests from partners and 
associates for alternative schedules (e.g., reduced hours or alternate workdays). 
Develops external diversity events with clients and student organizations.  Works with marketing department 
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for diversity branding and communications 
 
Monitor work distribution to attorneys of color; provide attorneys of color with professional development 
assistance on an as needed basis; affinity group coordination; attorney of color marketing effort 
coordination... 
Diversity Chair has responsibility for all of the above.  The Diversity Counsel assists in all efforts. 

 
GLOBAL RESPONSIBILITY 
 

Q27. Does your firm have offices outside the U.S.? 

Answer Options 
Response 
Percent 

Response Count 

Yes 58.1% 54 
No 41.9% 39 

answered question 93 
skipped question 20 

 
 

Q28. Do the diversity professional’s responsibilities include offices outside the U.S.? 

Answer Options 
Response 
Percent 

Response Count 

Yes 50.0% 27 
No 50.0% 27 

answered question 54 
skipped question 59 
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Q29. Please briefly describe the diversity professional's responsibilities for non-U.S. offices. (Check all 
that apply.) 

Answer Options 
Response 
Percent 

Response Count 

Promotes awareness of issues that impact diversity in firm 
management, operations and governance 

43.2% 19 

Develops and promotes diversity goals and strategies 40.9% 18 
Develops programs to create an inclusive environment and 
encourages retention of all lawyers 

40.9% 18 

Serves as an internal diversity consultant to management 40.9% 18 
Collaborates with corporate clients regarding diversity initiatives, 
including reporting demographic data to corporate clients 

40.9% 18 

Presents diversity updates at Management Committee meetings 
or as requested by firm management 

40.9% 18 

Works with Professional Development Committee 38.6% 17 
Ensures development and approval of both a short-term and 
long-term strategic diversity plan 

36.4% 16 

Implements and monitors objectives and strategies 36.4% 16 
Has influence or input over content and topics for training 
programs 

36.4% 16 

Makes presentations at development trainings 36.4% 16 
Manages the firm’s diversity-related external outreach programs 34.1% 15 
Continually evaluates the effectiveness of the firm’s structure, 
policies and practices 

34.1% 15 

Serves as an internal mentor to diverse attorneys 31.8% 14 
Makes presentations at orientation sessions for lateral partners, 
associates and summer associates 

31.8% 14 

Ensures that the firm supports law school minority organizations 
and local and national minority bar associations 

29.5% 13 

Works with Recruiting Committee 25.0% 11 
Identifies minorities and other individuals with diverse 
backgrounds for recruiting purposes 

22.7% 10 

Establishes timetables and goals for hiring, development, 
advancement, etc. 

18.2% 8 

Establishes a formal mentoring program for diverse lawyers 15.9% 7 
Interviews and evaluates diverse candidates for employment 15.9% 7 
Establishes a formal mentoring program for all lawyers 11.4% 5 
Not applicable 40.9% 18 
Other (please specify) 13.6% 6 

answered question 44 
skipped question 69 

 
 

Other (please specify) 

Efforts are being more fully developed 
Provides input and serves as a resource for HR professionals in the international offices 
Integration between US and non-US offices 
The firm has one office outside of the U.S. The firm's D&I policies and plans apply to that office, as 
appropriate, but D&I initiatives specific to that culture have not yet been developed. 
Create firm-wide diversity programs for all lawyers and staff 
Same as US 
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COMPENSATION 
 

Q30. What was the highest-ranking diversity professional’s 2010 base salary? 

Answer Options 
Response 
Percent 

Response Count 

Less than $75,000 5.3% 4 
$75,001 - $125,000 22.4% 17 
$125,001 - $175,000 14.5% 11 
$175,001 - $225,000 23.7% 18 
$225,001 - $275,000 15.8% 12 
$275,001 - $325,000 7.9% 6 
Greater than $325,000 10.5% 8 

answered question 76 
skipped question 37 

 
 

Q31. What was the diversity professional’s 2010 bonus? 

Answer Options 
Response 
Percent 

Response Count 

Position is not bonus eligible 13.3% 10 
Position is bonus eligible but no bonus was awarded 14.7% 11 
Less than 1% of salary 1.3% 1 
1-5% of salary 17.3% 13 
5.1-10% of salary 29.3% 22 
10.1-15% of salary 13.3% 10 
15.1-20% of salary 4.0% 3 
20.1-25% of salary 6.7% 5 
Greater than 25% of salary 0.0% 0 

answered question 75 
skipped question 38 

 
 

Q32. Please describe the diversity professional’s benefit package in 2010. 

Answer Options 
Response 
Percent 

Response Count 

The standard firm benefit package. 93.8% 75 
A benefit package negotiated with the individual. 6.3% 5 

answered question 80 
skipped question 33 
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OPTIONAL QUESTIONS 
 

Q33. What is the gender of the diversity professional? 

Answer Options 
Response 
Percent 

Response Count 

Male 26.1% 24 
Female 73.9% 68 

answered question 92 
skipped question 21 

 

Q34. What is the race/ethnicity of the diversity professional? 

Answer Options 
Response 
Percent 

Response Count 

Black or African American 59.3% 54 
White/Caucasian (non-Hispanic) 25.3% 23 
Hispanic or Latino/Latina 8.8% 8 
Asian American 4.4% 4 
Multi-racial/Other (please specify) 2.2% 2 
Native Hawaiian or Other Pacific Islander 0.0% 0 
Native American or Indian 0.0% 0 

answered question 91 
skipped question 22 

 

Multi-racial/Other (please specify) 

We are completing this survey for our 2 diversity professionals.  One of the professionals is a 
White/Caucasian, lesbian, female.  The other professional is an Asian, heterosexual, female. 
African American, Native American, Latina 

 

Q35. What is the sexual orientation of the diversity professional? 

Answer Options 
Response 
Percent 

Response Count 

Gay 1.1% 1 
Lesbian 4.4% 4 
Transgender 0.0% 0 
Bisexual 1.1% 1 
Heterosexual 93.3% 84 

answered question 90 
skipped question 23 
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DIVERSITY SUPPORT STAFF 
 

Q36. Does the diversity professional have support staff?  

Answer Options 
Response 
Percent 

Response Count 

Yes 81.7% 76 
No 18.3% 17 

answered question 93 
skipped question 20 

 

Q37. If yes, how many staff positions support/report to the individual? 

Answer Options 
Response 
Percent 

Response Count 

1 52.6% 40 
2 28.9% 22 
3 or more 18.4% 14 
Not applicable 0.0% 0 

answered question 76 
skipped question 37 

 

Q38. Please give the titles and salary of all staff positions. 

 Response Count 

answered question 66 
skipped question 47 

 

Response Text 

Diversity Manager, Diversity Assistant, Content Specialist, Data Specialist, 1/2 Internal communications 
director, 1/3 Project Manager 
Diversity Coordinator 
Coordinator, Global Diversity 
Administrative Assistant 
Diversity Specialist 
Administrative Assistant 
Administrative Assistant 
Administrative Assistant 
There is not a staff per se, but the Diversity Counsel has a secretary/administrative assistant on the same 
basis as billing attorneys. 
Legal Recruiting and Professional Development Administrator 
Human Resources Assistant, $46,500 
Legal secretary; Director of Recruiting & Professional Development 
Human Resources / Diversity Manager - $119,000 
Recruitment Manager & Pro Bono Coordinator, Recruitment Administrator 
Diversity & Inclusion Assistant 
Diversity/Recruiting Coordinator; $65,000 
Learning specialist; administrative assistant.  We do not divulge salary information. 
None are full time dedicated staff, but the following positions provide consistent support: Chief Attorney 
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Development Officer, Business Development Manager, Global Recruiting Director, and Recruiting and 
Attorney Development Manager 
Resource Center Specialist, $68K 
Coordinator of Recruiting and Diversity, Coordinator of Recruiting and Legal Personnel 
Diversity & Inclusion Coordinator, Talent Development Administrator 
Manager of Attorney Recruitment & Relations (less than half-time), Marketing and Business Development 
Manager (less than half-time) 
Two recruiting managers with salaries approx. $100,000 
Coordinator of Diversity Programs - $75,000 
Diversity Coordinator, Administrative Assistants - 2 
Business Development/ marketing staff, Recruiting staff, Administrative staff 
Manager of Human Resources, Executive Assistant 
Diversity and Inclusion Coordinator 
Secretary, Diversity Coordinator 
Administrative Assistant 
Manager; under $100k 
Senior Manager - $130,000, Coordinator - $75,000, Coordinator - $55,000 
Diversity and Professional Development Coordinator 
Administrative Assistant 
Business Development Manager 
Manager of Legal Recruiting, Manager of Professional Development and Diversity, Senior Legal Recruiting 
Coordinator, Professional Development and Legal Recruiting Coordinator 
Full-time diversity manager and legal secretary. 
Assistant 
Diversity and Inclusion Coordinator, Legal Assistant 
Administrative Assistant - Salary Not Known, Associate Director of Professional Development & Diversity - 
$107,500 
Administrative Assistant 
Legal Personnel Coordinator 
<name>; Director of Legal Recruiting, <name>; Director of Attorney Resources, <name>; Director of 
Professional Development 
Diversity administrator, Legal Recruiting Manager 
Client Services Consultant; Secretary 
Diversity Assistant 
Chief Talent Officer, Director, Entry-Level Recruiting, Director, Media & Public Relations, Recruiting 
Coordinator 
Recruiting & Professional Development Coordinator ($63,000); Recruiting & Professional Development 
Assistant ($41,000) 
In house training coordinator 
2 Coordinators - $65K, 1 Supervisor $120K 
Lawyer Recruiting Coordinator / Professional Development Coordinator 
Diversity Coordinator, $70,000, Secretary 
Manager, Associate Services & Diversity 
Diversity Programs Coordinator $80,000, Diversity and Inclusion - Special Projects (30-40% of employee's 
time dedicated to diversity; earns $140,000) 
Diversity & Community Relation Specialist 
Diversity Manager 
Associate Development & Diversity Manager, Legal Assistant, Development Assistant, Human Resources 
Legal Personnel Coordinator (1/2) - $82,000, Legal Personnel Coordinator (3/4) - $82,000, Legal Personnel 
Assistant (3/4) - $50,000 
administrative assistant - salary ? 
Recruiting Assistant - salary unknown 
Administrative Assistant 
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Our Diversity Committee receives the support of the firm's Professional Development Director, who 
attends all Diversity Committee meetings and supports the Chair of the Diversity.   Her salary is 
approximately $80,000. 
Legal Secretary - $58,000.00, Paralegal - $62,000.00 
Manager of Diversity - 70,000, Manager of Professional Development - 95,700, Pro Bono Counsel - 75,000 
Deputy Chief Diversity Officer, Diversity and Recruitment Manager, Other Recruitment and Marketing 
staff assist with diversity functions. 
Diversity Coordinator 

 
 

Q39. What is the total budget for salary and bonus for all staff positions reporting to or supporting the 
diversity professional (excluding diversity professional’s own compensation)? 

Answer Options 
Response 
Percent 

Response Count 

Less than $100,000 52.4% 33 
$100,001 - $200,000 27.0% 17 
$200,001 - $300,000 14.3% 9 
Greater than $300,000 6.3% 4 

answered question 63 
skipped question 50 
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DIVERSITY RESOURCES 
 

Q40. What is the total diversity budget for the firm? 

Answer Options 
Response 
Percent 

Response Count 

Less than $50,000 16.8% 19 
$50,001 - $100,000 15.9% 18 
$100,001 - $150,000 15.0% 17 
$150,001 - $200,000 7.1% 8 
$200,001 - $250,000 10.6% 12 
$250,001 -$300,000 4.4% 5 
$300,001 - $350,000 5.3% 6 
$350,001 -$400,000 5.3% 6 
Greater than $400,000 19.5% 22 

answered question 113 
skipped question 0 

 

Q41. How does the 2010 diversity budget compare to the anticipated/actual budget for 2011? 

Answer Options 
Response 
Percent 

Response Count 

About the same 60.9% 67 
Higher 19.1% 21 
Lower 20.0% 22 

answered question 110 
skipped question 3 

 
Q42. How do the number of your firm's sponsorships of external diversity events in 2010 compare to 
the anticipated/actual budget for 2011? 

Answer Options 
Response 
Percent 

Response Count 

About the same 73.9% 82 
Higher 11.7% 13 
Lower 14.4% 16 

answered question 111 
skipped question 2 

 
Q43. What portion of the firm’s total diversity budget does the diversity professional have discretion to 
manage and control (notwithstanding approval by superiors)?  

Answer Options Response Percent Response Count 

Entire budget 55.8% 63 
50% or more 15.0% 17 
Less than 50% 8.0% 9 
Authorized to make expenditures up to a specific dollar limit, 
above which requires an additional level of managerial approval 

7.1% 8 

Our firm does not currently have a diversity professional 14.2% 16 
answered question 113 

skipped question 0 
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Q44. Who else is involved in managing and controlling the firm's diversity budget? 

 Response Count 

answered question 34 

skipped question 79 

Response Text 

Diversity Committee members in each office 
Head of Marketing and Professional Development, Diversity Council co-chairs 
Diversity Committee Chairs 
Diversity Committee Chair, Executive Director, Managing Partner 
We don't have a separate diversity budget. 
Recruiting; Business Development 
Our Chief Operating Officer 
Firm Policy Committee 
Executive Partner/Diversity Committee Chair 
Managing Director of Talent Development 
Chief Operating Officer/Firm Comptroller 
Chief Practice Officer 
Managing Partner 
Chair of Diversity Committee 
Deputy CEO of Finance 
Managing Partners, Co-Chairs of the Diversity Strategy Committee 
Chair of Diversity Committee 
Executive Committee, Office Managing Partners 
Firm Owner 
Diversity Partner and Managing Partner 
No one else 
Chair of Diversity Committee, Managing Partners, Hiring Partners 
Chair, Diversity and Inclusion Committee 
Chair, Diversity & Inclusion Committee & Practice Group Leaders 
Please note with respect to questions regarding the diversity budget above, we do not have a defined 
diversity budget as the firm does not limit resources for diversity initiatives. 
<name>, Diversity Co-Chair; <name>, Diversity Co-Chair; <name>, Firm Administrative Partner & Dallas 
Office Leader; <name>, Chief Client Services Officer 
Executive Partner; Diversity Committee Co-Chairs 
Chief Talent Officer 
Diversity Committee Co-Chairs; Firm Chair; Executive Director 
Lead Partner for Diversity & Inclusion 
Chair & Managing Director of the Firm; Executive Director; and Chief Marketing Officer 
Diversity Shareholder, Chair of Diversity Committee 
Chief Recruitment Officer 
Managing Shareholder 
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BUDGET CONTROL IF NO DIVERSTIY PROFESSIONAL 
 

Q45. Who manages and makes decisions about diversity spending? 

 Response Count 

answered question 16 
skipped question 97 

 

Response Text 

Managing Shareholder, along with members of Diversity committee 
<name> 
Diversity Partner 
Chair of the Firm's Diversity Committee (an equity partner with a full-time legal practice in addition to 
committee duties), in cooperation with the Director of Human Resources 
Co-chairs of the diversity committee 
The Diversity Committee 
Diversity Committee/Executive Committee 
Co-Chairs of Diversity Committee 
Chair of the Diversity Committee/Firm Chair 
Diversity Committee Chair in Consultation with Managing Partner 
Diversity and Inclusion Committee, office management, firm management, corporate directors 
Diversity & Inclusiveness Committee, Managing Partner and CEO 
Chair of the Diversity Committee, Managing Partner, and Chair of the Firm 
Diversity Committee Chair and the Chief Recruitment and Professional Development Officer with some 
guidance from the Chairman 
Executive Principal, Diversity Chair, Dir. of Administration, and HR 
Chair of the Diversity Committee 
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RETREATS 
 

Q46. Does your firm hold retreat(s) for diverse attorneys? 

Answer Options 
Response 
Percent 

Response Count 

Yes 29.2% 33 
No 69.9% 79 
Don't Know 0.9% 1 

answered question 113 
skipped question 0 

 
 

Q47. How are retreats structured? 

Answer Options 
Response 
Percent 

Response Count 

For each separate minority or other group 12.5% 4 
For several minority or other groups at once 68.8% 22 
Both 18.8% 6 

answered question 32 
skipped question 81 

 
 

Q48. Who is invited to retreats?  (Please check all that apply) 

Answer Options 
Response 
Percent 

Response Count 

Racial/ethnic minorities 96.9% 31 
White/Caucasian (non-Hispanic) women 31.3% 10 
LGBT attorneys 62.5% 20 
Other (please specify) 37.5% 12 

answered question 32 
skipped question 81 

 

Other (please specify) 

Disabled 
Firm Leadership 
Firm Management 
Firm Management Group 
White/Caucasian men 
Women 
Select members of the Diversity and Management Committees 
Minority clients, alumni, and summer associates 
Firm leadership; outside speakers, including clients.  Women attorneys may also choose to hold retreats. 
Women attorneys may also choose to hold retreats. 
Everyone 
Physically Disabled 
Firm Leaders 
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Q49. How frequently are retreats customarily held? 

Answer Options 
Response 
Percent 

Response 
Count 

Twice per year 0.0% 0 
Once per year 38.2% 13 
Every two years or more 38.2% 13 
Other (please specify) 23.5% 8 

answered question 34 
skipped question 79 

 

Other (please specify) 

Two separate retreats-one for all women; one for lawyers of color, GLBT and disabled 
Our affinity groups do meet on a regular basis 
Every Other Year 
Once per 2 to 3 years 
2011 will be our inaugural year, with the intention for an annual retreat. 
As determined by the Diversity Committee Chair 
It depends on the group at issue, some once a year, some every other year or so. 
Held our first retreat three years ago.  Waiting to see if we can host another one this year. 

 
 

Q50. How has the economic downturn influenced any plans your firm may have had for a diversity 
retreat scheduled to take place in 2010 or 2011? 

Answer Options 
Response 
Percent 

Response 
Count 

No impact 67.6% 23 
Postponed retreat 11.8% 4 
Canceled retreat 0.0% 0 
Held or plan to hold retreat but revised format or event schedule to 
reduce costs. (please specify) 

20.6% 7 

answered question 34 
skipped question 79 

 
Held or plan to hold retreat but revised format or event schedule to reduce costs. (please specify) 
Revised Format 
Planning to dovetail with departmental retreats to reduce travel costs 
Changed location, schedule and format to save costs 
Reserved home of partner instead of hotel venue to host reception.  Hosted in the city office with the 
most attorneys, resources & staff support. 
Did not plan for the current year 
our retreat is held internally; plan to have internal speakers instead of hiring consultant 
We are planning to hold a retreat but know that costs must be minimum. 
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DIVERSITY COMMITTEE 
 

Q51. Does your law firm have a Diversity Committee? 

Answer Options 
Response 
Percent 

Response Count 

Yes 99.1% 112 
No 0.9% 1 
Do not know 0.0% 0 

answered question 113 
skipped question 0 

 
Q52. (For those without one) Does you firm plan to establish a Diversity Committee within the next 12 
months? 

Answer Options 
Response 
Percent 

Response Count 

Yes 0.0% 0 
No 100.0% 1 
Do not know 0.0% 0 

answered question 1 
skipped question 112 

 

Q53. How many people serve on the diversity committee? 

Answer Options 
Response 
Percent 

Response Count 

1 to 5 3.6% 4 
6 to 10 15.3% 17 
11 to 14 23.4% 26 
15 or more 57.7% 64 

answered question 111 
skipped question 2 

 

Q54. Is the diversity committee firm-wide? 

Answer Options 
Response 
Percent 

Response Count 

Yes 95.5% 107 
No 4.5% 5 

answered question 112 
skipped question 1 

 

Q55. Does each office have a diversity committee as well? 

Answer Options 
Response 
Percent 

Response Count 

Yes 18.8% 21 
No 81.3% 91 

answered question 112 
skipped question 1 
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Q56. Does the Diversity Committee include any of the following?  (Please check all that apply.) 

Answer Options 
Response 
Percent 

Response Count 

Partners 96.4% 107 
Associates 74.8% 83 
Administrative managers (HR, recruiting) 74.8% 83 
Management committee members 65.8% 73 
Heads of practice groups 64.0% 71 
Marketing/PR representative 49.5% 55 
Counsel 47.7% 53 
Managing partner or firm chair 46.8% 52 
Head of the firm 35.1% 39 
Head of the office 33.3% 37 
Administrative support staff 22.5% 25 
Staff attorneys 8.1% 9 
Paralegals 4.5% 5 
Other (please specify) 17.1% 19 

answered question 111 
skipped question 2 

 

Other (please specify) 

Executive Committee member 
Committee is informally structured.  All attorneys are invited to meetings. 
Executive Committee Member 
Pro Bono Counsel 
Chief of Human Resources and Special Counsel 
Senior Directors (HR, Recruiting, Professional Development) 
Diversity Manager 
Diversity Coordinator 
Hiring Partner, Representatives from each section 
Policy consultant (non-attorney professional) 
Senior Attorney 
Diversity & Inclusion Manager 
Diversity Counsel and Director of Professional Development and Recruiting 
Board of Directors Member 
Executive Committee member 
Will be adding heads of practice groups in 2011. 
Shareholders 
Members 
Diversity professionals 
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Q57. What is the role of the diversity professional regarding the Diversity Committee?  

Answer Options 
Response 
Percent 

Response 
Count 

Fills the role of committee Chair 33.0% 37 
Is a member of the committee but not the Chair 43.8% 49 
Is not a member of committee but reports to it 2.7% 3 
We do not currently have a diversity professional 12.5% 14 
Other (please specify) 8.0% 9 

answered question 112 
skipped question 1 

 

Other (please specify) 

Executive Director type role-leader, but not formally chair 
Administrative head of committee (under Chair) 
Effectively Chairs the Council, though there are technically two partner co-chairs 
Eliminating position. Replacing w/ combined duties 
Committee chair, Partner 
Is an Ex-Officio member 
Co-chair of Diversity Committee along with other partner 
Ex officio member 
Prepares for and co-leads the meeting with the Partner Diversity Chair 

 
 



46

47 

OPEN-ENDED QUESTION 
 

Q58. What is your biggest diversity-related challenge for 2011? 

 Response Count 

answered question 113 
skipped question 0 

 

Response Text 

Professional development 
Ensuring minority associates are given the developmental opportunities they need when types of work 
are more limited than in prior economies 
Potential clients who are unwilling to place litigation work with attorneys who are trying to develop their 
own practices. 
Resources to fully vet all sponsorship requests throughout the firm and ensure that we are maximizing 
our ROI. 
Continuing to keep diversity integrated into the firm's overall objectives. 
Completing requested/promised programming under budget. 
Balancing limited resources with growing diversity needs/demands 
Continued engagement of leaders. 
Scheduling training for all domestic offices (all attorneys and staff) 
Having management see the value in bring back retreat and other internal programming to boost morale. 
Keeping up the momentum and instituting value-added programs deemed interesting, beneficial and 
economical. 
maintaining the momentum; engaging others in the work of the Diversity Committee 
Translating momentum for women's leadership initiatives into a diversity driver with respect to racially 
and ethnically diverse and LGBT attorneys. 
Recruiting 
Ensuring exposure to corporate clients. 
Retention of diverse attorneys 
• Retention 
• Associates and Partners taking ownership of individual and collective diversity efforts 
Integration 
Continuing momentum for the current programming 
Our biggest diversity-related challenge for 2011 will be getting individuals to commit to specific diversity 
action items.  It is our hope that more individuals will be involved in furthering the firm's diversity and 
inclusion initiatives. 
Recruiting and retaining diverse attorneys 
Developing and retaining diverse lawyers. 
Leadership access and involvement in diversity efforts.  How to strike the right balance between bottom 
line financial performance and "soft" issues such as diversity. The emphasis on billable hours and revenue 
generation in a environment where clients have greater control and expectations makes it more difficult 
for attorneys to focus on diversity and inclusion, performance management, etc. 
Budgetary issues 
Recruitment and retention of minority partners 
Diversity retention and promotion 
Retention of women lawyers; support of LGBT attorneys without intrusiveness into their personal 
lives/decisions about how broadly they share their sexual orientation. 
General economic conditions and how it affects the firm's ability to hire new diverse lawyers. 
Partner engagement 
Implementing more formalized affinity groups with goals and budgets. 
Retaining women and racially and ethnically diverse partners 
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Attorney retention and increased hiring of diverse partners. 
Complete change in personnel, job description, committee structure, leadership, etc. 
Goal setting and benchmarking 
Managing both a global program and local ones in the U.S. using associates as change agents while 
recognizing the demands on their time from clients and partners. 
Retention of diverse attorneys including attorneys of color, LGBT attorneys and women working 
alternative schedules. 
With clients in virtually every major industrial country, <firm> knows the value, power and importance of 
recruiting and retaining professional men and women from social, economic, and cultural backgrounds 
which reflect a population as diverse as the clients whom we serve, and the communities in which we 
work and live. The firm is strongly committed to recruiting, mentoring, training, retaining and promoting a 
diverse pool of highly talented attorneys and staff.  
 
As an intellectual property firm, <firm> recruits candidates that are not only talented lawyers, but also 
possess the relevant advanced degrees and/or career experience in technology, science and/or 
engineering. The biggest challenge to building diversity this past year, as in previous years, has been 
acquiring a talent pool which possesses not only the legal and diverse backgrounds desired at the firm, 
but also the scientific knowledge valuable to IP firms. As a result, the candidates we seek are often in high 
demand. However, we embrace this challenge and continue to maintain our commitment to grow the 
firm with highly capable and diverse individuals.  
 
Our commitment to diversity is evident not only in our continued recognition as a leading firm in this area 
but also by the fact that, among our first-year class for 2010, 50% was female and 40% represented a 
variety of ethnic and cultural backgrounds including African American, Asian and Hispanic. The firm also 
announced an all-female new partner and counsel class at the end of the year. 
 
<firm> ranks as one of the most diverse firms in the nation according to American Lawyer Media. 
Managing Intellectual Property recognized the firm with the Strength in Diversity Award in April 2010. 
The firm is also named as one of the top 100 Large Businesses recognized for diversity in the United 
States by DiversityBusiness.com. 
Retention due to economic downturn and decline on demand for legal services 
Retaining diverse attorneys who are presented with in-house counsel opportunities 
Retention. 
Consistent high quality mentoring and competition among peer firms for ethnic minority lawyers. 
As the firm continues to grow, it remains important that we bring our diverse lawyers together to build a 
sense of community through a collaborative effort and encourage informal mentoring.  We will continue 
to create unique business development opportunities and provide skill development training through 
substantive work assignments for diverse lawyers at all levels. 
Externally, we see a number of clients who spend a fair amount of effort encouraging firms to focus on 
improving the diversity and tracking of the results.  We have found it very challenging to get these clients, 
and others to make greater use of national and internationally recognized and exceptionally qualified 
diverse attorneys when opportunities arise.  Over the next year, we plan to be much more direct in 
promoting our diverse lawyers as part of our overall enhanced focus on client relationship development 
and management. In addition to targeted mailings including information on our diverse attorneys (such as 
the information found at this link <link>) we will make more focused efforts to make sure our diverse 
attorneys have prominent roles in our pitches and other client meetings. 
Over the last few years, we tried to improve the allocation of resources for the various affinity groups and 
local diversity committees to ensure relative parity between them.  It became more challenging to 
maintain parity in 2010 as some groups grew and others contracted.  While the Diversity Committee 
enjoyed an increase in its budget over the last three years, including in 2011, it continues to explore ways 
to maintain balance between the affinity groups while encouraging each of them to increase their 
membership and expand their programs. 
 
The Diversity Committee decided in 2011 to increase its investment in pipeline projects, including the 
internship programs implemented by Girls, Inc., SAGE and P.O.S.S.E.  The Committee anticipates these 
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three programs will require a significant commitment of time and resources from the Firm as well as the 
local offices where the program attendees will be resident. 
 
Although the Diversity Committee's budget increased in 2011, it was required to re-direct resources away 
from worthy programs and events in order to invest in the activities of the affinity groups and local 
diversity committees.  There is an element of risk to re-allocating resources in this manner since it means 
the Firm is placing more of its resources with new projects or existing projects that had not previously 
received the same level of support.  The hope is that this effort will enhance the Diversity Committee's 
ability to extend its diversity efforts throughout the Firm and, thereby, create a sustainable diverse 
workplace into the foreseeable future. 
Keeping associate morale up 
Each year our greatest challenge is exceeding the expectations of all of our clients and developing new 
standards present only outside of the legal profession. 
Recruitment of new and diverse lateral attorneys to the firm, as well as retention of diverse attorneys 
already in the firm. 
Strategically aligning the global diversity committee initiatives with the local diversity committees 
Retention. 
Recruiting and retention 
Retention and promotion of our diverse lawyers. 
Recruitment and attrition of diverse individuals particularly during this economic downturn when we 
have not been doing much lateral hiring. 
Retention and Leadership Promotion 
Identifying effective pipeline initiatives 
Our biggest diversity challenge that we continue to face head on is developing and advancing women and 
attorneys of color into leadership positions.  We are cognizant that it is not just about getting women and 
minority attorneys onto firm committees, but rather that we must focus on developing the leaders we 
need for the committees and roles that are most influential in the firm.  This includes ensuring that our 
associates and partners have leadership experiences where they can hone their skills and have support in 
developing the book of business needed to assume practice group leadership positions.  Some of the U.S. 
leadership positions currently held by women and diverse partners at <firm> are Executive Committee 
Member and Partner-in-Charge of Diversity, Head of Global Talent Committee and Professional 
Development Committee Chair (Litigation), New York Administrative Partner, Partner-in-Charge of Pro 
Bono Programs, Partner-in-Charge of Women's Initiative, Partner-in-Charge of Custom Track Associates,  
Professional Development Committee  Chair (Transactional), Silicon Valley Office Leader, Vice Chair of 
Diversity Committee (LGBT Initiative).  Within the last year, three women have been elevated to 
significant leadership roles:  Practice Group Leader, Litigation (Mass Torts and Products Liability), Practice 
Group Leader, Financial Markets, and San Francisco Administrative Partner.  We also provide our partners 
with significant business development support. 
Continued growth in not only the number of diverse attorneys, but overall improvement in the quality, 
importance and sophistication of work and client responsibility undertaken and assumed by diverse 
lawyers. 
Time commitment from participants remains a challenge.  While people are committed to diversity, it is a 
challenge to get active participation given the manner in which the legal profession works. 
While our firm is highly committed to diversity, our biggest diversity-related challenge for 2011 is 
addressing diversity issues in the context of a very small firm with limited resources and no current 2011 
hiring plan. 
Developing a firm-wide business case for the support of diversity and inclusion initiatives 
Becoming more diverse given current economic climate. 
Increased hiring of diverse lawyers and retention 
A key initiative for our Diversity & Inclusion Council is to better promote our diverse attorneys, and their 
backgrounds, education, and sub-specialties and areas of expertise, both within the firm and with current 
and prospective clients, to increase their visibility and opportunities for selection in a broader range of 
projects and clients. 

Retention and promotion; working with limited resources 
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There are many continuing challenges that we face as we continue to develop and build our diversity and 
inclusion efforts at the firm.  For 2011, our biggest challenges will be 1) hiring numerous diverse attorneys 
to increase prior years' representation, given the loss of several diverse attorneys over the past year, and 
2) trying to retain diverse attorneys in an improving economy where they are continually receiving 
attractive opportunities. 
Hiring of African-American associates. 
Retention of minority candidates 
Dollars and internal motivation regarding non-billable time. 
The biggest challenge for all firms, in general, is the retention of associates, including minority and 
women associates. 
Partners continue to pay attention to diversity-related issues. 
Our challenge in 2011 will be the same as it was in 2010, but hopefully to a lesser degree.  That is, to build 
our diversity amidst the continued economic downturn.  The downturn, in conjunction with our firm's 
core value of fiscal restraint, has in the past hampered our ability to grow our overall attorney pool and 
specifically our diverse attorney pool as much as we would have liked to. 
Improved morale of diverse attorneys. 
Pipeline for women. 
Management and Retention 
Our biggest challenge for 2011 is adjusting our recruiting and retention strategies to accommodate the 
reality of smaller incoming classes.  In our search to locate and recruit the best talent, we need to 
continue to use innovative and strategic practices to attract, retain and promote attorneys of all 
backgrounds. 
Developing a program to assist with the professional development and retention of diverse attorneys. 
n/a 
The biggest diversity-related challenge for 2011 is continuing to do more with less.  Although the 
economy is improving we are still in a fiscally conservative mindset.  Our challenge is to keep people 
engaged and find ways to market and brand our commitment to diversity without high levels of spending. 
Developing strategies to "keep the keepers"; identifying and developing potential firm leaders that are 
diverse; managing/balancing existing D&I demands with ever-expanding responsibilities and limited staff 
support. 
Because of the impact of the economy on the amount of available workflow and recent rate pressure on 
all large firms, the attrition rate of our diverse and female Associates are a concern. 
An ongoing challenge that we face is recruiting a diverse slate of associates, and meeting this challenge is 
particularly important since we hire lateral associates only in rare circumstances. 
The recruitment of minority and female partners and mid-level associates and retention of diverse 
associates. During the past year, the Firm has made significant strides in increasing the number of lateral 
minority and female partners and associates. We remain committed to enhancing diversity to strengthen 
our ability to serve clients, retain diverse attorneys and sustain the professional growth of all attorneys. 
Like most large firms, <firm> has found it challenging to bring in and retain women and minority 
attorneys. We believe we will face the same challenge in 2011.   We must focus on fostering an inclusive 
and diverse work environment for all attorneys. <firm>’s firm-wide Diversity Committee has attempted to 
provide such an environment by developing and presenting diversity-related activities and programs for 
our lawyers and staff.  These in-house programs have focused on business development and client 
relations, as well as ethnic and cultural history and diversity.  
 
In 2011, <firm> will continue to address these challenges with more in-house diversity programming. 
<firm> has also taken steps to implement a firm-wide diversity training program. <firm> has also signed 
on to participate in SteetLaw/NALP’s Law Firm Pipeline Project. Additionally, we will continue to have 
members of Firm management participate in key diversity leadership organizations.  <name>, the 
Chairman of <firm>, serves on the Talent Development Committee for the Leadership Council on Legal 
Diversity (LCLD).  LCLD is an organization made up of corporate chief legal officers and law firm managing 
partners who share the belief that for the profession of law to prosper, it is critical to hire, engage and 
retain the best diverse talent.  <name>, the <Regional Office> Office Managing Partner, is heavily involved 
with the Center for Legal Inclusiveness (CLI), an organization committed to increase diversity and 
inclusion in the workplace.  Litigation Department Head, <name> is the co-creator of the <University 
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program> an organization comprised of female law students of color at <University>, dedicated to 
promoting educational, career and social growth by addressing the specific needs of the female minority 
community.  These examples showcase the Firm’s support and understanding of the critical importance 
of having active and sustained engagement from top leaders of the organization. 
Recruitment of diverse staff and attorneys 
Retention & Advancement: Creating an inclusive workplace by identifying and addressing the micro 
inequities that still occur and lead to higher attrition rates among women and diverse attorneys 
Retention and loss of diverse partners 
Recruitment and retention of diverse associates. 
Retention and development in order to increase diversity at the senior attorney level 
<firm> has made great strides in its diversity efforts despite the economic downturn.  However, it has 
been challenging to maintain our level of success in diversity recruitment because we are not hiring as 
many entry level or lateral attorneys as we have in past years, which limits our access to talented, diverse 
attorneys who could contribute their unique perspectives to our firm.  Furthermore, it is a challenge to 
continue to increase diversity at the firm and to participate in increasing numbers of diversity-related 
activities that are happening in our markets, and yet stay within our budget parameters. 
Professional development of women and diverse lawyers 
<firm>’s biggest diversity-related challenge in 2011 is to ensure that all attorneys, including women and 
minorities, have fair access to quality work assignments, meaningful informal mentoring, business 
development opportunities, and client contact that will permit them to develop and advance in the firm. 
Establishing means to measure such access, recognizing the existence of and reasons for any disparities in 
access, and devising methods to address those disparities are significant challenges. 
The biggest challenge for our firm in 2011 will be managing the economic situation facing many 
organizations and its impact on retention rates of diverse attorneys. Over the past year, many law firms 
had layoffs that disproportionately impacted diverse attorneys. At <firm>, we took affirmative steps to 
uncover the causes behind the disproportionality. Not only did <firm> look to its own internal business 
processes, but also reached out to external thought leaders to gain their insight into the issue. The 
research culminated into an article, to be published later this year, in which the authors, <name>, the 
Chairman and Managing Partner of <firm>, and <name>, the Chief Diversity Officer, propose strategic 
legal management of key business processes to end the increased layoffs of diverse attorneys. 
Retention of women and diverse associates. 
Retention, Recruitment, Advancement 
Attorney retention given associate lack of professional skills. 
Making diversity services available to clients. 
Recruitment and retention of diverse talent. 
Recruitment.  Our grade standards have become increasingly rigid as the economy tanked making it 
virtually impossible to bring enough students of color back to the firm for 2nd round interviews. 
Recruitment and retention of diverse attorneys. 
Recruiting and retention 
Maintaining momentum on key diversity initiatives without fatigue, and expanding focus on diverse 
attorney work allocation. 
Recruiting for diversity when overall associate hiring has been scaled back. 
Recruiting for diversity candidates in a down economy. 
Creating alliances that will strengthen retention efforts for the firm. 
Retention 
Doing more with less, or at minimum doing the same with less. 
Continue to make progress 
Attracting more attorneys of color. 
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Continuing our efforts to overcome a lingering perception that larger, more ethnically diverse U.S. cities 
and their law firms provide a professional environment more conducive to the success of minority 
lawyers -- and that, by contrast, regional Midwestern firms like <firm> are more "conservative" and place 
less value on diversity.  We continue to work to dispel this false perception.   In fact, we believe there is 
greater opportunity for minority lawyers to excel and be leaders in the community in markets in which 
minorities historically have been underrepresented in the legal profession, particularly at an 
entrepreneurial firm like ours that allows each attorney the flexibility to make his or her own unique  
contribution to the firm and the communities we serve. 
Our office is currently investigating our options in acquiring a larger office space.  Our goal is to provide a 
more diverse environment; specifically, have more diverse attorneys and staff individuals join our firm. 
Coordinating the efforts and energy of a number of different stakeholders to maximize efficiency; 
continuing to keep our diversity and inclusion initiatives fresh, innovative, effective, and well received 
Having consistent associate retention success and integrating the diversity initiatives in all regions of our 
recently combined firm. 
To make sure the firm understands how beneficial it is to have a diverse workforce and how that can lead 
to business development 
Communications 

 
     
 

ENDNOTES: 
 
1 Year-over-year comparisons are not available for firms with more than 200 lawyers as the size 
categories were modified in the 2011 survey as noted below: 
 

2010 2011 
Fewer than 100 Fewer than 200 
101 – 200 201 – 500 
201 – 300 501 – 1,000  
301 – 400 More than 1,000 
401 – 500  
501 – 600  
601 – 700  
701 – 800  
More than 800  

 
 
2  In the 2009 survey, the question and possible responses were changed. 

In 2008, the question read:  
Is the role of the diversity professional 
• Dedicated full-time to diversity 
• Combined with other responsibilities 

 
Since 2009, the question has read:  
How is the diversity professional’s time allocated? 
• Full time 
• 50% - 99% 
• Less than 50% 
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