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receiving the NAWL Public Service Award. Ms. Born was head of Arnold & Porter’s derivatives practice, chaired
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EDITOR'S NOTE

In October, NAWL and the NAWL Foundation published the sixth annual National Survey on
Retention and Promotion of Women in Law Firms and it is included in this issue for everyone
to read. This year’s Survey, as last year’s, included information regarding women as rainmakers
in their firms as well as the impact that lawyer terminations have had on women lawyers. This
year’s Survey shows that women represent a decreasing percentage of lawyers in big firms and
even more disconcerting, women have a greater chance to occupy positions that have dimin-
ished opportunities for participating in firm leadership and advancement. Women continue
to be underrepresented in the leadership ranks, equity partner ranks, and as rainmakers and
continue to earn less than their male counterparts. In fact, this year, the compensation gap
widened — women equity partners earned only 86% of the compensation earned by their male
colleagues. The Survey helps makes the business case for advancement of women into law firm
leadership. A copy of the Survey is also available for download on the NAWL website — www.
nawl.org. I urge you to read the entire Survey and circulate it to your colleagues. The informa-
tion contained in it can help in implementing changes that will move women forward into law
firm leadership.

In this issue, we celebrate NAWL’s Annual Meeting and Awards Luncheon and its many
well-deserving honorees. Please take a look at the pictures contained in this issue as well as those
on our newly re-designed website at www.nawl.org. I highly recommend that you log onto the
website and explore all that NAWL has to offer — committees, events, publications, articles of
interest. Reach out to any of the committee chairs that you are interested in and get involved. It’s
a worthwhile experience. You should also read the article in this issue about finding your per-
sonal advisory board by Ida Abbott. As the Survey number indicate, women are not advancing
in law firms at the rate they should be and a personal advisory board is but one tool you should
be utilizing to make your way. We also have a book review of Mika Brzezinski’s book entitled,
“Knowing Your Value: Women, Money, and Getting What You're Worth,” as reviewed by Donna
Gerson. Read these articles and then pass them along to a friend or colleague as well.

In addition, we have a competition winner here. For the sixth year, NAWL has sponsored
the Selma Moidel Smith Law Student Writing Competition, which was established to encourage
and reward original law student writing on issues concerning women and the law. The win-
ning essay is entitled “All Things Being Equal, Women Lose. Investigating the Lack of Diversity
Among the Recent Appointments to the Iowa Supreme Court by Abigail A. Rury, a law student
at Michigan State University Law School. Congratulations, Abigail, on a job well done!

I hope you enjoy all of the information contained in this issue. There is a lot of food for thought
and ways to make some changes going forward so that 2011 will be a successful year for all.

I'love hearing from our members and readers about what they like and don’t like about the
Women Lawyers Journal. If you have suggestions or want to write an article, please drop me an
email. I hope you enjoy the issue!

Warm wishes,

Deborah S. Froling, Editor
Arent Fox LLP

Washington, D.C.
froling.deborah@arentfox.com
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PRESIDENT'S LETTER

It was such an honor to assume the office of President of the National Association of Women
Lawyers at our Annual Meeting and Awards Luncheon this past July.

Every year, we gather to celebrate NAWL, its accomplishments and those who are committed
to the interests of women in and under the law. And in doing so, we are reminded that, in 1899,
a group of visionary women in New York City laid the foundation for NAWL. We are fortu-
nate that these pioneers had the foresight to recognize the need for a national bar association
for women lawyers. For 112 years, NAWL has thrived and continuously served as the voice of
women in the law™.

As we forge ahead, NAWL will reflect on the past, evaluate the present, and strive to create a fu-
ture that embraces the advancement of women. We invite our members, supporters, and friends
to join us as we look to the past for inspiration and wisdom, assess where we are today and the
challenges that remain and find ways to build a future profession that is more diverse.

The history of NAWL is a rich one. From supporting the suffrage movement and ratification
of the 19th Amendment, to helping women attain the right to practice law independently, to
taking a leadership role in creating opportunities for women to serve in the military, to drafting
laws, including the first Uniform Divorce Bill, to supporting nominees to the Supreme Court
of the United States, NAWL has been there making a real difference. Since its inception, NAWL
has provided a forum for all of these purposes (and many more), and the results of its efforts in
bringing everyone together to advance its mission will continue to serve as a powerful source of
inspiration as we move forward.

In addition to looking to the past for guidance, we also will evaluate, and be engaged in, the
present. If we want to continue to propel women lawyers forward, we must be in a position to
gauge where women are today and to evaluate the things we are doing to support their promo-
tion and retention. Based on the most recent Survey report issued by NAWL and the NAWL
Foundation, we learned, among other things, that the percentage of women equity partners has
essentially remained unchanged over the last six years and there has been a slight decrease in
women entering law firm practice. These results tell us that we need to continue evaluating why
the percentage of women equity partners has not improved, and we must engage in meaningful
discussions regarding ways that we can protect the pipeline of women in law firms and cause
positive change in the coming years.

To address the issues highlight in the Survey, we hosted a series of three Summits designed
to bring together thought leaders for the purpose of sharing their experiences and ideas about
practices that have or have not worked. Based on the information and ideas gathered through
the Summits, we will issue a report regarding solutions that will help advance women in law
firms and corporate legal departments.

During the upcoming year, we also will engage our members and supporters through other
programs, including several Networking Nights of Giving, our Mid-Year Meeting in Los Ange-
les, a variety of webinars and regional programs, a Supreme Court Program, and our very first
International Conference in London next Spring.

With respect to the future, NAWL will continue its goal of advancing women as part of a
more diverse and inclusive profession. This is something for which we should strive not only as
an organization, but as members of the legal community and the world at large. To that end, we
look forward to collaborating with our members, sponsors, supporters, and friends, and know
that, through our collective efforts, we can and will accomplish great things.

Warmest Regards,

Heather C. Giordanella
Drinker Biddle & Reath LLP
NAWL President, 2011-2012

wl



EVENT HIGHLIGHTS

NAWL Annual Meeting and Awards Luncheon

July 21,2011, New York, New York

At NAWL’s Annual Meeting and Awards Luncheon in New York, New York, Jamie Gorelick, Partner at Wilmer
Cutler Pickering Hale and Dorr LLP was awarded the Arabella Babb Mansfield Award by NAWL President, Dorian
Denburg. The award was given as part of NAWLs Annual Meeting and Awards Luncheon at the Waldorf=Astoria on
July 21, 2011. Other award winners included Brooksley Born, Retired Partner, Arnold & Porter LLP, the recipient of
the NAWL Public Service Award; NAWL's President’s Award winner, Prudential Financial, Inc.s Legal Department,

NAWL Past President Lisa Gilford, Alston + Bird LLP, with Amy  Attendees at the Networking Night of Giving wrap journals

Traub, Epstein Becker & Green P.C., at the luncheon. for Young Women'’s Leadership Network, an organization that
enables low-income students achieve their highest educational
potential and to break the cycle of poverty.

Anne Adler, Executive Director, Young Women’s Leadership  Attendees at the Networking Night of Giving participate in the
Network and Irsa Khaled, a student from the program, address ~ networking portion of the program.
attendees at the Networking Night of Giving.

Photos on this page by maryannerussell.com
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NAWL Annual Meeting and Awards Luncheon

July 21, 2011, New York, New York

and Michele Coleman Mayes, Senior Vice President and General Counsel of Allstate Insurance Company, the
recipient of the M. Ashley Dickerson Award. A new award presented at the Annual Meeting this year was the NAWL
Lead by Example Award which was presented to each of the Honorable Harold Baer, U.S. District Court, Southern
District of New York, and Marc Firestone, Executive Vice President, Corporate & Legal Affairs and General Counsel,
Kraft Foods, Inc.

A group of attorneys from AT&T pose with Immediate Past M. Ashley Dickerson Award winner, Michele Coleman Mayes,
President Dorian Denburg. Senior Vice President and General Counsel of Allstate Insurance
Company, with NAWL Treasurer-Elect, Marsha Anastasia.

Past NAWL President and current NAWL Foundation Board ~ Winners of the NAWL Outstanding Member Awards, from

member Holly English with Selma Moidel Smith and Robin  left to right: Jane McBride, Lisa Strauss standing in for

Rome. Randi Schnell, Dominica Anderson, Nancy Lottinville, NAWL
President-Elect Beth Kaufman, Stephanie Cohen, Anne
O'Neill and Laurie Charrington.
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WINNER—SELMA MOIDEL SMITH LAW STUDENT WRITING COMPETITION

All Things Being Equal, Women Lose.
Investigating the Lack of Diversity Among the Recent
Appointments to the Iowa Supreme Court

by Abigail A. Rury

NAWL has established the annual Selma Moidel Smith Law Student Writing Competition to
encourage and reward original law student writing on issues concerning women and the law.
This is the fifth year of the competition and we were gratified to receive many superb entries.
The winning essay is by Abigail A. Rury, a Ph.D. student at the University of Iowa in Education
Policy and Leadership Studies. She received her J.D. from Michigan State University Law
School and her B.A. from Smith College.

Selma Moidel Smith, in whose honor the Competition is named, has been an active member
of NAWL since 1944. Smith is the author of NAWD’s Centennial History (1999), and recently received NAWL's
Lifetime of Service Award. She is a past Western Region Director, State Delegate from California, and chair of
numerous NAWL committees. Selma served two terms as president of the Women Lawyers Association of Los
Angeles, and was recently named their first and only Honorary Life Member. She was also president of the Los
Angeles Business Women’s Council. In the ABA Senior Lawyers Division, Selma was appointed the chair of the
Editorial Board of Experience magazine (the first woman to hold that position) and was elected to the governing
Council for four years, also serving as chair of several committees and as NAWL’s Liaison to the Division. Selma
is a member of the Board of Directors of the California Supreme Court Historical Society and is Publications
Chair and Editor-in-Chief of the Society’s annual journal, California Legal History. She was president, and also
a Charter Member, of the National Board of the Medical College of Pennsylvania, which recently honored her
at the Board’s 50th anniversary.

Selma’s career as a general civil practitioner and litigator are recognized in the first and subsequent editions
of Who’s Who in American Law and Who’s Who of American Women, and also in Who’s Who in America,among
others. Her articles on the history of women lawyers have been published in the Women Lawyers Journal and
Experience magazine, and have been posted online by the Stanford Women’s Legal History Biography Project
(together with her own biography). Her original research includes the discovery of the first two women mem-
bers of the ABA (Mary Grossman and Mary Lathrop), both of whom were vice presidents of NAWL.

Selma is also a composer. Many of her 100 piano and instrumental works have been performed by or-
chestras and at the National Museum of Women in the Arts. She is listed in the International Encyclopedia of
Women Composers.

In addition to the winner of the competition published on the following pages, Kate Baxter-Kauf, a law student
at University of Minnesota Law School, received an Honorable Mention for her essay entitled “Breastfeeding
in Custody Proceedings: A Modern-Day Manifestation of Liberal and Republican Family Traditions.” Laurin
Winsor, a law student at Capital University Law School, received an Honorable Mention for her essay entitled
“Emergency Contraception: Violating the Liberty Interest.” Congratulations to Kate and Laurin!
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Introduction

In November 2010, Iowa voters ousted three sitting
state Supreme Court justices in reaction to the Court’s
unanimous Varnum v. Brien ruling, which struck down
the state’s prohibition against same-sex marriage as un-
constitutional.! To fill the gap left by the justices’ vacan-
cy, the Iowa Judicial Nominating Commission received
sixty applications, and forwarded the names of nine
nominees to the newly elected Governor Terry Brans-
tad.? Of the nine nominees, only one was a woman,
only one was a minority, only one had a non-traditional
legal career—“and then there [were] eight other can-
didates.” Perhaps not surprisingly, the three individu-
als selected to fill the Supreme Court vacancies were all
white men,* resulting in an incredibly non-diverse court
of last resort for Iowans, whose make-up does not re-
flect the state’s population.

Historically, Iowa has traditionally been a leader in
women and minorities’ rights. Iowa was the first state
in the country to admit women and minorities to prac-
tice law in 1869, after Arabella A. Mansfield successfully
passed the bar exam despite a state law that required ap-
plicants to be white males over the age of twenty-one.’
The same year, the University of owa was one of the first
law schools to accept women.® Carrie Chapman Catt, an
Towan native, was one of the leaders of the women’s suf-
frage movement at the turn of the twentieth century.’”
Catt, a graduate of Iowa State University, succeeded Su-
san B. Anthony as president of the National American
Woman Suffrage Association, and went on to found the
National League of Women Voters in 1920.% Gertrude
Durden Rush was the first and only practicing African-
American woman lawyer in Iowa for decades and was
also the only woman who helped establish the National
Bar Association, the oldest organization of African-
American lawyers and judges in the country, which was
founded in Des Moines, Iowa, in 1925.°

Despite Iowa’s history as a progressive state, it wasn’t
until 1986 that a woman served as an Iowa Supreme
Court justice—when Linda K. Neumann was appointed
to the bench (she served until 2003)."° Marsha Ternus
was appointed Iowa’s second female justice in 1993 and
first woman chief justice in 2006." Today, no woman
sits on the Iowa Supreme Court or the U.S. Bankruptcy
Court.'? Although no state has achieved parity on any
of its courts, lowa’s courts’ gender (im)balance pales
in comparison to its sister states.'> Across the country,
women make up 26% of state court judges.' At the fed-
eral level, women make up 22% of all judges.”” Only two
women (or 11%) serve as federal judges in Iowa.'® Iowa
is tied for fortieth in the nation based on the number
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of women currently in federal judgeships.”” Only forty-
nine out of 203 (or 24%) women serve as judges at the
state level, which places Iowa tied for twenty-ninth in
the country based upon its number of women in state
judgeships.'® Iowa has fallen behind.

Iowans should demand diversity on their Supreme
Court. A bench that reflects the diverse Iowa population
fights perceptions of unfairness and injustice.”” A wom-
an on the bench is important symbolically; it signals to
all Iowans—attorneys and non-attorneys alike—that
the government and judicial branch are open and re-
sponsive to their needs.”” A more diverse Supreme Court
will inspire confidence in its judiciary? and ensures its
legitimacy and success.”? In the wake of the retention
vote and the appointment of three new Supreme Court
justices, improving the public’s perception of Iowa’s ju-
diciary is critical to ensuring its independence.”

Additionally, the underrepresentation of women
on Iowa’s highest court sends a powerful message about
women’s advancement in society.” The presence of
women on the bench indicates to young Iowa women
that they, too, can become a Supreme Court justice or
achieve positions of leadership within her chosen field.
For women in the legal profession, a woman at the top
increases a woman’s sense of belonging in her chosen
profession, and may give her extra ammunition to per-
severe despite the biases and barriers she may encoun-
ter.”” Women in the judiciary also fight stereotypes by
expanding people’s notions of who can hold positions
of power.”

A diverse bench is vital to ensure equality among the
membersofthejudiciaryand for those whoappear before
it. Equal access ensures a sense of fairness and integrity
in Towa’s judicial system. Lynn Hecht Schafran summed
up the importance of diversity on the judiciary this way:

Having women judges of all colors matters for the
same reason that having male judges of all colors
matters. A diverse bench promotes trust and confi-
dence in the courts from a diverse public; it teaches
people to broaden their views about who can right-
fully hold positions of authority; it provides role
models who demonstrate what people can aspire
to; and it enriches the justice system by bringing
the full array of individual life experiences to the
substance and procedure of the law.?

This paper analyzes the applications and interviews of
the sixty applicants to the Iowa Supreme Court. This
examination was conducted to provide guidance to
Iowa’s women attorneys so that they can increase their

For women in the
legal profession,

a woman at the
top increases a
woman's sense of
belonging in her
chosen profession,
and may give her
extra ammunition
to persevere
despite the biases
and barriers she

may encounter.
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numbers on the bench. Part I of this paper reviews how
a lawyer becomes a Supreme Court justice in Iowa by
discussing the appointment system, the Iowa Judicial
Nominating Committee’s role in selecting nominees,
the governor’s role, and Iowans’ participation in the sys-
tem. Part II details the process and procedures that were
used to evaluate the candidates in early 2011. Part III
analyzes the applications and the Commission’s inter-
views and reveals implicit biases and gender stereotypes
on the part of both the applicants and the Commission.
Finally, Part IV offers solutions to improve the current
system to ensure better representation on the Court.

I. How a Lawyer Becomes an lowa Supreme Court

Justice
In an effort to remove politics from its judiciary, in 1962,
Iowa voters amended the state constitution to replace
judicial elections with the “Missouri Plan.”* The Mis-
souri Plan, sometimes referred to as the merit selection
plan, is both an appointment and an election system”
that attempts to balance judicial independence with po-
litical accountability.” The merit selection plan is based
upon the state of Missouri’s Nonpartisan Selection of
Judges Court Plan, and has been adopted in some form
by sixteen states.”

When there is a judicial vacancy, the Iowa Judicial
Nominating Commission® has sixty days to advertise
the vacancy, accept applications, and interview the ap-
plicants.” For each appellate-level judicial vacancy, the
Commission forwards three names to the governor.*
The governor has thirty days to appoint an individual
from the list provided to her.”® Supreme Court judges
initially serve a one-year term, after which her name is
placed on the ballot at the general election every eight
years.”® During a retention election, a judge runs unop-
posed; instead the ballot asks whether the judge should
retain her seat.”” A majority vote determines whether to
retain the sitting judge.” In the forty-eight years since
the merit-retention system was put in place, not a single
district court judge, appellate judge, or Supreme Court
justice was voted out by the electorate; in fact, most
judges receive more than 70% support.”

Each candidate was required to submit three docu-
ments: an Applicant Summary Resume, a Personal Data
Questionnaire, and a writing sample.*” The application
materials did not require the applicant to state his or her
gender, ethnicity, religion or political party affiliation.
Sixty candidates submitted applications to the Com-
mission, all of which were made available to the public
on the Iowa Judicial Branch’s website.*! For the first time

10

ever, the interviews were streamed live on the Internet.*
Each interview lasted approximately twenty minutes;
the applicant gave an opening statement, which was
limited to ten minutes, followed by a question and an-
swer period.* At the conclusion of all the interviews,
the Commission deliberated and forwarded nine names
to the governor, from which he selected three.*

Il. The Study

This paper was motivated by two interrelated questions.
Why were so few women nominees selected? And sec-
ond, was there a discernable reason why the number of
women nominees was not proportionate to the number
of women applicants?

To explore these questions, I engaged in an empiri-
cal analysis of the applicants’ written applications and
interviews. The sample was easy to identify; and it was
definite: the sixty applicants written submissions and
interviews, which were made public by the Iowa Judicial
Branch.* The challenge was how to translate the data to
observe trends and draw conclusions. The written ap-
plications were roughly fifteen pages in length (not in-
cluding the writing sample), comprising a total of about
900 pages and about twenty hours of interviews.

I created a spreadsheet of the basic identifiable fac-
tors as well as the traditional markers of success in the
legal profession. The data fields that I collected initially
included: gender, age, years practicing as an attorney,
current employment, whether the applicant worked
and/or lived in a rural or urban area, if the applicant
graduated from law school with honors, law review or
journal membership, state of law school, and finally, I
summarized the applicants’ responses to questions why
she was seeking the position, and how her appointment
would enhance the Court. While reading and coding
the applications, a few additional categories appeared as
especially relevant, and I included the following supple-
mentary categories: whether the applicant participated
in any current pro bono activities, the religion of the
applicant, and the gender breakdown of the applicants’
recommenders. During the interview, I noted whether
the applicant read his statement from prepared text,
referred to notes, or had no notes at all; if the appli-
cants’ familial-status was revealed; and the general tenor
of the question and answer session.* The goal of the
spreadsheet was to summarize the data so that it was
manageable, and to make both descriptive and causal
inferences from the data.*’
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I1l. Who's Who

Ostensibly, the goal of the Nominating Commission was
to select the most intellectually and legally distinguish-
able candidates for the vacancy.*® But what makes one
candidate superior to another? Neither the state con-
stitution nor its statutes set out qualifications besides
residency, bar admission, and age. A press release from
the Towa Judicial Branch asserted that the Nominating
Commission reviewed “each applicant’s background,
education, professional skills, and experience” and made
a decision on the basis of the applicant’s qualifications.*

The difference between the male and female ap-
plicants was de minimis.”® Of the twelve women who
applied, the average age was fifty-one years, they have
been practicing for twenty-five years, and 67% live in
urban areas.”' The average age of the forty-eight male
applicants was fifty-two years, they have been practicing
for twenty-six years, and 70% live in urban areas.” Only
two minority women® and only one minority man* ap-
plied. All the applicants bear standard law school mark-
ers of success in roughly equal numbers.” In fact, the
women slightly outperformed the men in one area: law
review/journal participation where 42% of the women
and only 31% of the men participated on law review
and/or a journal while in law school.

I predicted that any discussion of family would be
limited to the women applicants, initiated by either the
Commission or the applicant herself. Surprisingly, both
the men and women discussed their families in both the
written application and the interview. Thomas D. Wa-
terman discussed the trials and tribulations of teaching
his teenage triplet daughters how to drive.”® Lorraine J.
May stated unapologetically in her written application,
“My husband Tom and I have three remarkable daugh-
ters whose lives have contributed immeasurably to our
own and to the awareness we have about the world in
which we live””” Justice Wiggins asked nearly every
applicant during his or her interview to introduce the
guests sitting in the gallery, which nearly always includ-
ed the applicant’s family.

The sixty applicants were nearly indistinguishable.
The men and women were the same age, have been
practicing the same number of years, and had the same
success academically while in law school. Despite these
numbers, only one woman was selected as a nominee to
the Supreme Court.

IV. Losing the Race for Talent®
Despite the significant gains Iowa women attorneys
have achieved, the judiciary remains elusive. The lack

WLJ : Women Lawyers Journal : 2011 Vol. 96 Nos. 2 & 3

of gender diversity on the bench cannot be attributed
to a lack of qualified women because the data revealed
equally qualified men and women attorneys. The lack of
gender diversity is imputed to the absence of access and
opportunity for women.*”® The barriers women face in
the legal profession manifest themselves as unconscious
stereotypes (implicit or subtle bias), inadequate access
to support networks, inflexible workplace structures,
and sexual harassment.®

A. The Language Barrier

The similarity between the male and female applicants
begs the question—what’s the difference? The difference
lies in nuanced ways. The language used by the women
in their applications reveals one of the subtle distinc-
tions between the men and women. The women’s appli-
cations lack the confidence of the men. For example, in
response to the question, “Why are you seeking this po-
sition?” two women described themselves as “ordinary”
or “average;” not a single male applicant described him-
self in such a way. One woman who describes herself as
“average” is anything but.®' She is a shareholder in a firm
of 45 attorneys.®* She paid her own tuition and living
expenses while an undergraduate and law school stu-
dent. Moreover, she received a liver organ transplant in
2006 from her cousin, before which, she surely suffered
serious health issues.” Another woman also claims to
be “an ordinary person,” and she, likewise, is not ordi-
nary.** A self-described “soccer mom, church member,
volunteer, and small business owner,” this applicant also
graduated law school with honors, served in a senior ed-
itor position for a journal while in law school, gave birth
to her son during her third year of law school, is fluent in
Japanese, and is now the mother of four boys—three of
whom are teenagers.* Yet another female candidate de-
scribed herself as average during her interview, and she,
too, is anything but average. She served as a law clerk
for Towa Supreme Court Justice Louis Lavorato for five
years following graduation from law school, received an
award for outstanding service to her law school, had her
student note published by the Drake Law Review, and
has a Masters in Public Administration.”” There is noth-
ing ordinary about her or any of these women.

Not a single male applicant defined himself as aver-
age or ordinary. Contrast these women’s answers with a
few of the men’s responses. One male applicant wants
to be the next Supreme Court justice because “I am cre-
ative. I am a leader. I am a problem solver ... % His lan-
guage is assertive and confident. Another man seeks the
position because, “I believe that I have the reputation,
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skills, integrity and passion for justice to be an outstand-
ing Justice on the Iowa Supreme Court.”® Finally, anoth-
er male applicant states, “my breadth of legal experience,
judicial temperament and demeanor, and overall people
skills are what I believe the public want and expect in an
appellate judge.””® Their language is forceful and uses the
correct buzzwords for the position.

These examples suggest that both the applicants
and the commissioners have fallen victim to one of the
double binds and stereotypes that women encounter.
Kathleen Hall Jamieson refers to this as the femininity/
competence double bind.” This bind illustrates Ameri-
cans’ propensity to dichotomize the masculine and fem-
inine, and to favor the masculine over the feminine.”
The double bind further explains why the women did
not assert themselves in their applications and inter-
views because men and women approach relationships
differently.”” Women tend to value likability and inter-
personal connections, and men value power and influ-
ence.”” When a man boasts about an accomplishment,
it is accepted. However, a woman believes that speaking
about her accomplishments is arrogant and offensive.”
Instead, a woman believes that her accomplishments
should speak for themselves, and when they are not,
she thinks her contributions are discounted and not
valued.” The double bind helps to explain why four
women described themselves as ordinary -- the women
felt compelled to minimize their accomplishments. One
female applicant’s parting words undermine her other-
wise strong application, and illustrate the double bind.
“If T can leave you with one thought, it is this: I am an
average Iowan, who happens to be a lawyer who wants
to be a judge.””” She did not “happen” to become a law-
yer by chance; she worked hard for three years to earn
her degree and has earned the right to be Iowa’s next
Supreme Court justice.

B. Lack of Women Leaders

Yet another trend that appeared in the written applica-
tions was the lack of women whom the applicants iden-
tified as references.” Every applicant but one submitted
more men’s names than women’s names in response to
the question. Worse yet, 44% of the male applicants did
not list a single woman as a reference.” Moreover, 50%
of the male nominees to the Supreme Court did not
identify a single woman as a reference. This is especially
disconcerting for lowa women who wish to reach lead-
ership positions. If all Towa attorneys’ colleagues and
mentors are men, where are the women?

It is a common misconception that as more women
graduate from law school, many of the issues that women
face in the legal profession will resolve themselves natural-
ly.® Although the pipeline is filled with qualified women,
greater numbers of women entering the legal profession
are not sufficient to eliminate the barriers that women
face.®! In fact, based upon the current rates of women en-
tering the legal profession, it will take years for women to
become 50% of the partners in law firms, let alone become
half of Iowa’s Supreme Court justices.* “The gender disad-
vantages that women [leaders] face—the cultural, familial,
and organizational obstacles—manifest themselves pri-
marily in the process of gaining access to an elite position,
that is, the path to top leadership, rather than in perform-
ing the leadership position.”®

Despite a reduction in overt discrimination, thanks
in large part to anti-discrimination laws, women con-
tinue to face barriers in positions of leadership, as evi-
denced by the current make-up of the Iowa Supreme
Court.* The lack of women references in the applica-
tions suggests that women are not serving as mentors,
advisors or champions for male or females in the legal
profession. Lack of female leaders robs the legal pro-
fession of examples of successful attorneys. Workplace
structures and the perennial work/life balance are of-
ten the cause of women’s lack of participation in both
formal and informal support networks, since women
shoulder most of the household and childcare duties,
and as a result, lack the time to dedicate to developing
those relationships.*

A poll conducted by The White House Project in
2009 indicates that Americans are comfortable with
women in leadership positions, yet zero women now
serve on lowa’s Supreme Court.*® Although men may
be in favor of equal opportunity for women, frequently
in practice, men prefer to work with those who look like
them, and who share similar backgrounds and values.*”
Women are also often the cause of women’s failure to
advance in the legal profession. The Queen Bee syn-
drome persists -- the idea that a female in a position of
authority refuses to help subordinates because she did
not have the same advantages when she was in their po-
sition.® Women also frequently feel that they lack the
authority to mentor younger colleagues.* The result of
these behaviors is a lack of female attorneys in positions
to be listed as a reference on an application to the Iowa
Supreme Court.
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C. The Nominating Commission’s Failures.

The Nominating Commission’s most significant failure
was its questioning of the ‘minority’ applicants. The
commissioners were aware of a lack of justices from ru-
ral JTowa communities, as well as the lack of women on
its judiciary. To address these issues, the commissioners
asked a number of the applicants to discuss whether the
applicant considered the absence of rural justices on the
bench an issue, and if so, how the Commission should
address it. The commissioners also asked a number of
applicants whether gender should be considered when
the Commission made its decision.

The problem is not that the question was asked; it
is to whom the questioned was asked that creates the
problem. The Commission only asked these questions
of the women and individuals from rural communities.
The questions placed the applicants in one of two posi-
tions, deny the importance of the particular matter, or
admit its importance, but qualify the answer so as not
to offend the Commission. For example, one commis-
sioner asked, “As the Iowa Supreme Court is currently
constituted, there are no women . . . Tell me what our
Commission here today and the rest this week should
do as far as making that a consideration. Should we,
should we not, if we do, why, if we don’t why not?”*° The
applicant must bear a heavy burden when answering
the question; she must not only address how the entire
Commission should conduct itself when selecting the
nominees, she must also answer the question with an
eye towards her own application to the Supreme Court.
The applicants tiptoed into the controversial issue in
their responses, “gender is only one of the many factors
you should take into consideration. There is also a sense
of fairness that comes about from having a balanced Su-
preme Court. I don’t know that there’s any magic for-
mula. I also don’t believe that gender is the only issue
of balance that should be considered. I do believe that
balance is important, especially right now as we try to
regain the public’s trust in the judiciary.””!

The questions were unfair. The white men were not
asked if gender diversity on the Court matters, though
it might have benefitted the Commission and provided
new information and insight. Similarly, the attorneys
from Iowa’s most populous cities were not asked wheth-
er geographic diversity on the Supreme Court was im-
portant. This insensitivity reinforces stereotypes in the
minds of the commissioners and provides them with a
justification to choose whom they wish.
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V. Women Deserve a Fair Chance; Restoring
Confidence in lowa’s Judiciary

This paper proposes three solutions to tackle the lack

of diversity on the Iowa judiciary: education, commit-

ment to increase diversity, and encouraging women to

build professional relationships. The paper will discuss

each in turn.

A. Education

During a classroom exercise, a self-selected, socially
aware group of law students could not identify all the
gender biases present in an animated scenario in a
workplace setting.”” To illustrate the prevalence of ste-
reotypes, consider this situation: “a patient is brought
into the emergency room, and the surgeon says, ‘I can-
not operate on this patient: he is my son.’ The surgeon is
not the patient’s father. Why can’t the surgeon operate?
The answer is that the surgeon is the patient’s mother.”*

This riddle carries with it the hidden biases attrib-
uted to the medical field, and operates on the assump-
tion that surgeons are male—unfortunately, biases of
this sort permeate almost every occupation, including
the legal profession.” The Judicial Nominating Com-
mission must become literate in hidden biases. As my
empirical analysis reveals, the nature of the interviews
unfairly targeted the minority within the context of
the question. What the commissioners believe is an
objective, facially neutral evaluation process, is not. Re-
search confirms that any amount of gender bias, even
the smallest amount, leads to considerable professional
disadvantages.” The Commission is charged with ob-
jectively evaluating the applicants, and without proper
training, its assessment is flawed, leaving women attor-
neys unrepresented on the Court.

Stereotypes inform what makes a good lawyer and
what is expected of a lawyer—in terms of attitude, com-
mitment and competency.”® To counteract traditional
gender stereotypes, the Nominating Commission needs
effective education in bias sensitivity.” The Commis-
sion must ensure that it is using only job-relevant cri-
teria in its interviews and evaluations. The evaluations
must use valid, unbiased justifications. A helpful and
practical training must include a discussion of the po-
tential for bias, as well as practical tips for avoiding a bi-
ased review of an individual’s application. Training will
establish a shield against bias, which will ensure that the
list of nominees is comprised of truly the most qualified
applicants for the Supreme Court.”® As long as commis-
sioners unconsciously rely on gender stereotypes, dis-
parities will continue to exist.
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B. Commitment to Increasing Diversity
on the Bench

Iowa must translate its long history and commitment to
diversity into practice.”” It must hold its leadership ac-
countable for its current lack of diversity.!® A law firm
would set concrete goals and track its progress in re-
taining and promoting women, and the Court should
too. In fact, lowa already requires its appointive boards,
commissions, committees, and councils to be gender
balanced.'” It would be a natural extension to apply a
similar requirement to the Supreme Court. If not man-
dated parity, perhaps the state constitution or its laws
could require that the Court “reflect, as much as pos-
sible, a gender balance.”

Iowa does not have a specific provision in either
its constitution or laws that instructs the Nominating
Commission to consider diversity when evaluating
judicial applicants but it should adopt such a require-
ment. Missouri, from whom Iowa borrowed its system
of appointing judges, has a specific provision in its Su-
preme Court Rules, which instructs that “[tJhe Com-
mission shall actively seek out and encourage qualified
individuals, including women and minorities, to apply
for judicial office.”!? The Rules further require that “the
Commission shall further take into consideration the
desirability of the bench reflecting the racial and gender
composition of the community.”'®

Iowa should adopt a constitutional or statutory
provision instructing that the Commission work to
ensure a judicial bench that represents the diversity of
its citizens.'” Rhode Island provides another source of
model language: “[t]he governor and the nominating
authorities [] shall exercise reasonable efforts to en-
courage racial, ethnic, and gender diversity ... .”'® Fur-
thermore, the Nominating Commission should have a
manual or clear set of guidelines that identify the pa-
rameters of how and when diversity should be evaluat-
ed.'® A commitment to diversity on the Supreme Court
is one of the most important factors in ensuring that
more women serve as lowa Supreme Court justices.
Professional Relationships

Women need to increase their visibility and profes-
sional relationships are a fundamental component of a
successful career.'”” Multiple opportunities exist to cre-
ate professional relationships “that will propel women
to the top and to the inner sanctum of organizations.”'*®
The legal profession must encourage women in leader-

ship positions to share their success and career develop-
ment strategies with other women in the pipeline (and
directly challenge the Queen Bee syndrome).'” Women
should join women’s networks, such as the Iowa Orga-
nization of Women Attorneys (IOWA), whose mission
is to encourage women’s participation in the legal pro-
fession.'® Groups, like IOWA, host workshops, social
events, and speakers, which allow women to develop re-
lationships and practice career development skills, and
expand opportunities for women attorneys.'!!

Women also need to create personal advisory
boards, a group of individuals from all backgrounds
and outside of the attorney’s current place of employ-
ment.'"” These individuals contribute by providing a
unique perspective, and increase a woman'’s visibility by
introducing her to different ideas and people.'* Wom-
en also need a champion, a person that does more than
provide advice.""* A champion will use his or her access
to power players and actively promote the woman.' It
is also important to note that men can be women’s al-
lies, serve on her advisory board and/or be her cham-
pion. Men benefit from professional relationships with
women because men learn from women’s unique expe-
riences and perspectives, which is likely to improve the
overall work environment."'® Professional relationships
provide career growth and support, as well as personal
emotional encouragement. These relationships are es-
sential to women’s satisfaction and advancement in the
legal profession.

Conclusion

Nearly half of law school graduates entering the legal
profession are women, and the pipeline is filled with tal-
ent, yet women are entirely absent from Iowa’s Supreme
Court. On average, the women were numerically iden-
tical to the men yet only one woman’s name was for-
warded to the Governor as a nominee. Unfortunately,
applications of equal merit received differing treatment
based on gender. The lack of diversity on the bench
sends a detrimental message to the people of Iowa and
Iowa must address this issue. A bench that is represen-
tative of Iowa’s population is critical to ensure confi-
dence in the judiciary and confirms that the judiciary
promotes equal justice for all.'"” The public’s perception
of a fair and impartial system of justice is critical to its
service to the increasingly diverse Iowa citizens.
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s Practeng
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Inga Bumbary-Langston and Angela Onwuachi-Willig were the women of color who applied to the Court. Onwuachi-Willig was selected
by the Commission to be a nominee.

ConGarry D. Williams was the only male minority to apply for the Court.
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Report of the 2011 NAWL Survey on the Retention and

Promotion of Women in Law Firms

The NAWL Foundation and the National Association of Women Lawerys

The National Association of Women Lawyers® and The
NAWL Foundation® are pleased to report the results of the
sixth annual National Survey on the Retention and Pro-
motion of Women in Law Firms (“Survey”).** The NAWL
Survey is the only national study that annually tracks the
professional progress of women in the nation’s 200 largest
law firms5 by providing a comparative view of the careers
and compensation of men and women lawyers at all levels
of private practice, as well as analyzing data about the fac-
tors that influence career progression. By annually compil-
ing objective data about firms as whole, the Survey aims to
provide (a) an empirical picture of how women forge long-
term careers into leadership roles, (b) benchmarking statis-
tics for firms to use in measuring their own progress, and
(c) over a multi-year period, longitudinal data for cause-
andeffect analyses of the factors that enhance or impede the
progress of women in firms.®

This sixth year of the Survey presents a sobering pic-
ture of the prospects for women in “Biglaw.” Not only do
women represent a decreasing percentage of lawyers in big
firms, they have a far greater chance of occupying positions
— like staff attorneys, counsel, and fixed-income equity
partners — with diminished opportunity for advancement
or participating in firm leadership. We recognize that the
current economy has led to continuing challenges for big
firms. Nevertheless, those challenges explain neither the
uneven progress made by women lawyers compared to
their male counterparts nor the backward slide of gender
equity in law firms.

We look to the Survey results in an effort to explain
some of the reasons behind the current status of women
in firms and in hopes of developing a better understand-
ing of what firms can do in order to positively affect the
long-term advancement of their women lawyers.
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Snapshot of the 2011 Survey Results.

« Women’s Ranks In Firms Are Thinning. For the

first time since the Survey began in 2006, we
have noted a slight decline in the percentage of
women lawyers who are associates and non-eq-
uity partners in the nation’s largest firms. This
narrowing of the pipeline bodes ill for advancing
significant numbers of women into the ranks of
law firm leadership in the foreseeable future.

Women Have a Much Lower Rate than Men in Pro-
motion to Equity Partnership. Women lawyers ac-
count for barely 15% of equity partners, those
lawyers who hold an ownership interest in their
firms and occupy the most prestigious, powerful
and lucrative positions. This number is essen-
tially unchanged since 2006, the first year of the
Survey. Anecdotally, that level of equity partner-
ship has been fixed at the same level for 20 years.

Women Lawyers Are More Likely to Occupy Positions
that Are Not Partner Track. More than three-quar-
ters of responding firms employ nontraditional
“staff” attorneys, which are not partner-track
jobs. Women represent 55% of staff attorneys,
the highest percentage of women lawyers in any
law firm position. Moreover, these staff attorney
positions are typically not entry-level. A signifi-
cant percentage of lawyers holding these posi-
tions graduated from law school between ten and
twenty years ago.
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A similar phenomenon occurs at the counsel level. Wom-
en lawyers comprise 34% of counsel positions in firms
— a lower proportion than would be expected based on
the number of women associates starting out in firms. In
many firms, lawyers in the counsel position view it as the
stepping stone between associate and promotion to part-
ner. In fact, only a minority of firms indicate that most of
their counsel are eligible to become partners. Responding
firms gave a variety of reasons for their disinclination to
promote counsel. The most common response was that
counsel were “not considered suitable” or “do not have
sufficient business” for promotion to partner. When
women are in the first instance promoted less often than
men to counsel and then, like many men in that posi-
tion, are also relegated to the counsel position with lim-
ited prospects for promotion, the long-term result will be
fewer women in the senior levels of firms.

+ Women Are Not Credited as Rainmakers. Our data
show that women partners are less likely than
men to receive credit for even a relatively mod-
est $500,000 “book of business.” Parallel research
shows numerous problems that women experi-
ence within firms in obtaining credit for busi-
ness development, opportunities for team devel-
opment of new business, credit for new matters
from existing clients and other similar measures
of who is deemed to be a “rainmaker.” Whatev-
er the source of the problem, it is clear that the
lack of credit for substantial business hampers
women lawyers in maximizing compensation,
advancing into firm leadership, or negotiating an
advantageous lateral move.

* Women Have Low Representation in Law Firm Lead-
ership. Women continue to be markedly under-
represented in the leadership ranks of firms. The
majority of large firms have, at most, two women
members on their highest governing commit-
tee. A substantial number have either no women
(11% of firms) or only one woman (35% of firms)
on their highest governing committee. Along the
same lines, only 5% of firms place women in the
role of overall managing partner — a percentage
that is the same as in 2006, the first year of the
Survey. We suspect that the relatively low percent-
age of equity partners explains the low represen-
tation in law firm leadership and until law firms
figure out how to facilitate a greater number of
women to equity partners, the leadership ranks
will continue to under represent women.

+ Compensation Decisions Disfavor Women. As has
been the case ever since the Survey began col-
lecting data, women at every stage of practice
earn less than their male counterparts, with the
biggest difference at the equity partner level. In
2011, women equity partners are earning 86% of
the compensation earned by their male peers. In
less senior positions, women do not receive their
proportionate share of bonuses, but they fare
better in lockstep firms than in firms that have
abandoned a lockstep compensation system.

* Two Tier/Mixed Tier Firms Are Less Favorable to Wom-
en. The phenomena of two-tier and mixed-tier’
partnership structures continue to have a nega-
tive impact on women lawyers. In terms of both
compensation and advancement to equity part-
nership, women lawyers appear to be most con-
sistently successful in one-tier firms. Two-tier
and mixed-tier firms also have involuntarily ter-
minated more lawyers, both women and men, in
the current recession, than have one-tier firms.
Moreover, women represent an astonishing 80%
of “fixed-income equity partners,” those lawyers
in mixed-tier or other firms who are required to
contribute capital but do not share in the overall
profits of the firm.

We turn now to more detailed analyses.

Il. The Pipeline of Women Lawyers May Be
Diminishing.

In previous iterations of the Survey, we have been wont
to say that “[w]omen start out in about equal numbers
to men when they enter law firms as first-year associ-
ates.” However, the percentage of women entering law
schools may have peaked.® According to the American
Bar Association, women comprised only about 47% of
the law school population and 45.9% of all law school
graduates in 2009-10. Commensurate with that de-
cline, for the first time we are seeing a slight fall-off in
the percentage of women entering big-firm practice.
Women constitute only 47% of the current crop of first-
and second-year associates, down from 48% in prior
Surveys. It may not be a huge change, but it suggests
that the pipeline may be shrinking. And, a decreasing
number of entry level women lawyers only further de-
creases the pool of women left at the end of the pipeline
who are available for promotion into higher positions.
As we have seen in prior years, women lawyers leave
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big-firm practice at a greater pace than men, beginning
quite early in their careers.

Female flight gains momentum at each level of se-
niority, ultimately shrinking the percentage of women
lawyers in the partnership pool. In 2011, women consti-
tute 44% of 7th-year associates, 34% of counsel, 25% of
non-equity partners, and barely 15% of equity partners.

Nearly every large firm has expressed a commit-
ment to advancing women in private practice, so why
have the numbers not improved over the six years that
the Survey has been tracking this data? Although there
may be many reasons why women aren’t succeeding
in proportionate numbers, the Survey has identified a
number of factors — including firms’ structural choices,
the absence of women in firm leadership, and the lack of
credit for business development — that have undoubt-
edly contributed to the current lackluster situation.

Ill. The Changing Structure of Law Firms and its

Impact on Women Lawyers.
Law firms are much more complicated than they used to
be. At one time, the typical law firm had associates and
partners, and perhaps a few counsel. Partners were all
owners of the firm and shared in firm profits. Entering
lawyers were generally placed into an associate “class”
defined by graduation year, and often everyone in the
same class received the same compensation. Associates
typically advanced to partnership within the course of a
decade, based on satisfactory full-time practice. Lateral
attorney movement was rare, part-time practice was
nonexistent. Attorneys who performed unsatisfactorily
would be terminated, but discreetly, since their failure
also reflected poorly on the firm.

Today, the typical firm looks much different. It is
a two-tier or even three-tier partnership, with “non-
equity” as well as levels of “equity” partners. A signifi-
cant number of the firm’s lawyers began their practice
at some other firm. Below the partnership tier, there are
many attorneys who have little to no chance of ever be-
coming partners. Associates may be on a “partnership
track,” but the firm recognizes that most of these people
will wash out or leave before final partnership decisions
are made. And any attorney — even an equity partner
— may be terminated abruptly, at the firm’s discretion.

All of these changes in law firm structure have the
potential to affect women lawyers differently than men.
The data collected by the Survey suggest that, in general,
the structural changes occurring in firms have not ben-
efited women lawyers practicing there.
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A. Impact of Non-Partner Track Positions.

The use of “staff attorneys” and “contract attorneys” is
growing. Staff attorneys are employed by the firm but
are typically not eligible for partnership. Contract attor-
neys are employed by agencies and are also not eligible
for partnership.

In the 2010 Survey, we found that a majority of
firms hired staff attorneys and about half hired contract
attorneys. This year, the number has gone up. Over
three-quarters of firms hired either staff attorneys or
contract attorneys, and the propensity to hire in these
classification was only slightly less for AmLaw 100 than
for Second Hundred firms."* The median number of
staff attorneys employed at a typical big firm is nine;
and the median number of contract attorneys working
at any one time in a typical firm is nine.

Although contract attorneys are equally likely to be
men or women, 55% of staff attorneys are women. This is
the highest percentage of women in any category of attor-
ney practice. And since staff attorneys are not on a partner-
ship track, by definition this is a category with little if any
potential for women to achieve equity partnership.

One might view staff attorneys differently if these
employees consisted of recent graduates, whose job
prospects may have been adversely affected by the con-
tinuing global economic malaise, or of more senior
attorneys. Based on the responses to the 2011 Survey,
almost all staff attorneys graduated prior to 2007, and
nearly half of them graduated from law school prior to
2000. If women at this level of seniority are accepting
non-partnership-track positions within large law firms,
the question arises whether they were recruited for these
positions originally or somehow gravitated into these
positions after being on a firm’s partnership track for
some years. Either way, though, these positions dampen
the prospects for advancement of women in firms.

B. The Decline of Lockstep Compensation and the
Impact on Women Lawyers.

Not so many years ago, it was common practice for big
firms to pay the same salary and even the same bonus
to associates in the same class — a practice colloquially
called “lockstep.” Some firms followed this approach only
for their first-year associates although other firms were
known to pay lockstep to all associates in a given class.
While a lockstep system does not reward an associate for
any individual contributions to firm success, one of the
rationales for lockstep is that it minimizes subjective fac-
tors in evaluation of associates, including gender-based
distinctions."" Another benefit is that it does not pun-
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ish lawyers who have different rates of developing skills
along multiple dimensions. Too often, firms get fixated
on early “stars” We are not so convinced that it benefits
the firm to distinguish early frontrunners to the discour-
agement of others who, over a 5 to 8 year period, may
actually develop better skills for the benefit of the firm
and its clients. This is a complicated issue although anec-
dotally, men benefit more than women in non-lockstep
systems and not necessarily for reasons of pure merit.

For 2011, the Survey asked about the status of lock-
step promotion at large U.S. law firms. The responses
clearly indicate that lockstep promotion is a minority
approach. Only 27% of responding firms indicated that
they pay true lockstep — both salary and bonus — to all
of their first-year associates. And only 9% of responding
firms continue to pay true lockstep after the first year. At
the other end of the spectrum, almost 25% of firms vary
both salary and bonus amounts even for first-year as-
sociates. And after the first year, 56% of firms vary both
salary and bonus amounts.

From the Survey’s perspective, the important ques-
tion is whether the abandonment of lockstep com-
pensation structures has had an untoward impact on
women lawyers. Once a degree of discretion is intro-
duced into the compensation process, it is possible that
the discretion will be used, even unintentionally, to pay
women less than their male peers. To examine this pos-
sibility, we asked about the percentage of salaries and
bonuses firms paid in 2010 to all women associates, and
compared those answers for lockstep vs. other firms.

The good news is that, when it comes to salaries,
there is no appreciable difference in what firms pay men
and women associates, whether or not the firms follow
a lockstep approach. However, the payment of bonuses
shows a more troubling pattern. Since very few firms
pay “true lockstep” after the first year, in analyzing the
women’s percentage of the aggregate bonuses we distin-
guished between (a) firms which pay salaries in lockstep
and (b) firms which do not apply a lockstep approach to
either salaries or bonuses."

We found that women associates do not receive
their proportionate share of bonuses in either type of
firm. Nevertheless, it appears to be marginally better for
a woman associate to practice in a lockstep firm. In the
typical lockstep firm, the difference between the per-
centage of women associates and the percentage of ag-
gregate bonuses they received was nearly 6%. However,
in the typical non-lockstep firm, the difference between
the percentage of women associates and the percent-
age of aggregate bonuses they received was almost 8%.
In other words, women associates are likely to receive

)
]

smaller bonuses than their male peers no matter what
type of firm they work in, but the difference is slightly
more pronounced in non-lockstep firms.

Firms cite a number of reasons why they pay dif-
ferent amounts to different associates, whether they are
first-years or more senior. One common answer is that
firms vary salary depending on the office in which an as-
sociate practices. Another frequent response is that bo-
nuses are dependent on billable hours, which naturally
might vary from person to person. However, a number
of the criteria firms cite for paying different amounts
are less objective, for example: (a) work quality, (b) cor-
porate citizenship, and (c) non-billable activities such
as pro bono, recruiting and business development.

It strains credulity to believe that women associates
across the board are underperforming their male col-
leagues along all of the dimensions of practice which are
considered when bonuses are determined. At least pro-
visionally, therefore, the data suggest that firms’ bonus
systems incorporate a degree of discretion that permits
gender-biased decision-making. Further study of this
area could be enlightening,

C. The Evolving Prospects for Lawyers in the

Counsel Position.

The Survey has long recognized that firms apply the
title of counsel to many types of lawyers but until 2011
we explored only the raw numbers of lawyers in this
category. This year, as was true in 2010, we found that
women constitute 34% of counsel attorneys at the typi-
cal firm — a lower proportion than would be expected
considering that firms start out with women occupying
close to 50% of associate positions.

For 2011 we drilled deeper. We asked firms whether
90% of their counsel, in essence almost all of the lawyers
in that position, were eligible to be promoted to partner
and, if so, whether it was the firm’s policy to promote
counsel to partnership within two years. We also listed
a number of possible statements that a firm could make
about the roles its counsel play within the firm, with
specific emphasis on the reasons a firm might give for
not promoting its counsel to partner. The answers we
received were astonishing, and highlight that the counsel
role in many firms is not something to be sought after.

One third of responding firms indicated that 90%
of their counsel were eligible to be promoted to part-
ner. However, among that group of firms, only one
firm stated that it had a policy of promoting counsel to
partner within two years. Thus, at most of the respond-
ing firms, the position of counsel may be “off track” for
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partnership or even a permanent backwater from which
no egress is likely. And at almost none of the responding
firms can a lawyer — man or woman — be confident of
consideration for partnership in the near future.

What do firms think is the role of counsel in their
organizations? Prompted by the Survey, firms made a
variety of non-exclusive statements on this subject. Over
80% of responding firms agreed that “[i]n our firm, law-
yers in the counsel position are more experienced than
associates but for one reason or another are not consid-
ered suitable for promotion to partner” The next most
common statement, from 63% of firms, was that coun-
sels “do not have sufficient business to become a partner.”
A third common response, from 61% of firms, reflects
one of the traditional understandings of the counsel role,
that these lawyers “are winding down their careers and
moving towards retirement.” And, 35% of firms agreed
that at least some of their counsel “were previously part-
ners of the firm but have been de-equitized.”

Clearly, the title of counsel covers a wide variety of
roles and expectations within large law firms. However,
women are much more likely than men to be “counsel” in
firms than partners or equity partners — and therefore,
more likely than men to be viewed as “not suitable” for
partnership or not having “sufficient business” for part-
nership. We would encourage women lawyers and their
firms to take a harder look at the counsel position, es-
pecially because someone in the role of counsel who has
never been a partner (and is not edging to retirement)
has a less than strong chance of becoming a partner.

D. The Impact of Partnership Tiers.

Back in a simpler time, being a partner in a law firm
meant that you were an owner. A partner shared the
profits of the firm in a good year, but might lose that
investment if the firm failed. Some firms with those
structures are still around; the Survey defines them as
“one-tier” partnerships if at least 95% of the partners
own equity in the firm and are compensated on the ba-
sis of their equity investment.

Opver the years, however, firms have invented differ-
ent ownership structures, which in one way or another
strain the original definition of partner. A common
structure today is what is termed a two-tier partnership,
in which there are both “equity” partners and “non-
equity” partners. Equity partners are required to invest
capital in the firm and usually receive most of their com-
pensation on the basis of their relative ownership inter-
ests. Non-equity partners, in contrast, typically own no
shares in their firms and receive their compensation in
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the form of a fixed annual salary, often supplemented
by some kind of performance-based bonus. Non-equity
partners are marketed to firm clients as “partners,” but
they receive lower compensation, have less authority to
make important decisions, and have little if any voice
in firm governance. Persons outside of the firm are un-
likely to know for certain whether any particular firm
partner is an equity partner, since the firms and part-
ners themselves are reluctant to share this information.

In addition to one-tier and two-tier partnerships,
the Survey has identified a third type of partnership
structure, which we call a “mixed-tier” partnership. A
mixed-tier firm typically characterizes itself as “two-
tier” although in fact it has three tiers: (1) partners paid
on an income basis, (2) partners paid on a combined
income-equity basis (what we call, “fixed-income equity
partners”), and (3) partners paid on a full equity basis.
The Survey categorizes a firm as mixed-tier if at least
5% of its partners are fixed-income equity partners. The
2011 Survey found that 28% of firms are one-tier part-
nerships, 60% of firms are two-tier partnerships, and
13% of firms govern under a mixed-tier structure.

In a mixed tier structure, a partner in the fixed-
income equity tier is required to contribute capital to
the firm and may receive a (relatively inconsequential)
number of shares. However, these partners receive all or
nearly all of their compensation in the form of a fixed
annual salary and a performance-based bonus. Fixed-
income equity partners enjoy little or none of the upside
potential of being a true equity partner. Yet these part-
ners stand to lose their capital if the firm fails and may
be held liable for firm debts in the same way as other
equity partners. It is also our understanding that fixed-
income equity partners do not possess the governance
rights or business authority of true equity partners.

From our perspective, perhaps the most important
difference between mixed-tier and other types of firms
is the extent to which women are clustered in the cat-
egory of fixed-income equity partners. In the typical
mixed-tier firm, women constitute five out of every six
fixed-income equity partners — meaning that women
constitute an overwhelming majority in this category.
When we look at all mixed tier firms, of the many hun-
dreds of lawyers who are fixed-income equity partners
in firms with that category of lawyer, close to 80% of
them are women.

We find that the women in the fixed-income equity
tier are in the prime of their careers and is perplexing as
to why they should occupy this lower level equity tier in
such high numbers. The Survey asked firms to specify
the decade during which each of its fixed-income equity
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partners graduated from law school in an attempt to de-
termine whether seniority, or perhaps the lack of senior-
ity, might lead firms to consign lawyers to the mixed-
tier category. It turns out that the majority of lawyers
who are fixed-income equity partners graduated after
1980, including about 36% who graduated during the
1980s and almost 30% who graduated in the 1990s."
One might speculate that a fixed-income equity partner
who graduated from law school in 2000 or later has been
placed into the fixed-income equity partner category for
some limited period of time prior to being granted full
equity partner status. At the other end of the spectrum,
it is likely that some of the attorneys who graduated
before 1980 are in the process of winding down their
practices in preparation for retirement and have been
consigned to the fixed-income equity partner category
in recognition of their lessened contributions to the
overall success of their firms. But, about two-thirds of
the fixed-income equity partners have been practicing
law somewhere between 12 and 31 years. And, women
are disproportionately placed in this tier; about three-
quarters of fixed-income equity partners who graduated
in the 1980s and 1990s are women. By all accounts, the
lawyers who graduated in that time frame should be in
the most successful and lucrative years of their practice,
and yet they are put into a position within their firms
with less authority and upside potential than men with
whom they graduated from law school.

The Survey data do not tell us why firms have fixed-
income equity partners but several reasons stand out as
likely. First, from the firm’s perspective, it would appear that
a fixed-income equity partner is not counted as a partner
when the all-important “profits per equity partner” are cal-
culated."In other words, firms can show higher profits per
partner if they are allowed to exclude some partners from
the calculation. This alone might be a reason for firms to
create such a category of partnership. On the other hand,
by promoting women to fixed-income equity status, firms
can present better gender statistics to the outside world by
categorizing these positions as “equity partners.” Yet an-
other factor may be the level of business required by a firm
to promote lawyers to full equity status. Consistent with
the problem of women generating and receiving credit for
business, lawyers who are fixed-income equity partners
may not be viewed as generating sufficient business to war-
rant full equity status, or as having sufficient portable busi-
ness to threaten a lateral move.

Finally, as we have found in previous years, in some
respects women lawyers fare better in one-tier firms.
Women constitute 18% of the equity partners in one-
tier and mixed-tier firms, versus only 14% of equity

partners in two-tier firms. Moreover, throughout the
current recession, one-tier firms have been less likely to
reduce lawyer headcount than either two-tier or mixed-
tier firms. During the year preceding February 1, 2011,
75% of one-tier firms, 95% of two-tier firms, and 84%
of mixed-tier firms, terminated lawyers.

E. The Impact of Involuntary Terminations on Women
Beginning in 2009, the Survey has asked firms to share
data about involuntary terminations of lawyers in an
attempt to determine whether women have been more
or less affected by the ailing economy than their male
peers. A number of firms selectively chose not to re-
spond to questions about termination of male versus
female lawyers. In the group of responding firms, close
to 90% of firms terminated attorneys during the period
from February 1,2010 through January 31, 2011. As was
true in the two previous years, roughly 80% of those
terminated were associates.”® Thus, firms are continuing
to decrease their “leverage,” i.e., the ratio of associates to
partners, which had been increasing in the years prior
to the downturn.

Regarding the impact of gender, women were laid
off in very rough proportion to the percentage of posi-
tions they held. Thus, in the typical firm where layoffs
occurred, women constituted about 38% of terminated
associates (actually fewer than expected) and 50% of
terminated counsels (a little more than expected). How-
ever, there was large firm-to-firm variability in these
proportions and it is, therefore, hard to generalize to
all firms about gender differences. Nonetheless, women
being laid off at the rate which they occupy positions
means yet another threat to the long-term pipeline for
senior women in firms.

There were fewer terminations of part-time law-
yers, a position occupied in large part by women law-
yers, than in the preceding two years. Fewer than half of
responding firms terminated one or more part-time at-
torneys in 2010, a marked decrease from 2009 and 2008,
when a majority of firms terminated lawyers in these
positions. However, in about two-thirds of the firms in
which part-time lawyers were laid off, the majority of
those terminated were women.

Opverall, we continue to be concerned that law firm
terminations of recent years are depleting the pipeline
of partnership-track women lawyers. Our conclusion
from last year’s Survey remains the same: the dispropor-
tionate departures of women lawyers at every level will
result in disappointingly smaller numbers of women
partners and firm leaders for many years to come.
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IV. Women Lawyers in Law Firm Leadership.

A. Women in Law Firm Governance.

As in previous years, the 2011 Survey requested data
about women’s representation on the highest governing
committee of each firm.'® This committee is responsible
for a firm’s strategies, policies and practices, including
policies affecting the recruitment, training and ad-
vancement of lawyers in the firm.

Among the large firms, the median number of
members of the highest governing committee is ten.
There is substantial firm-to-firm variation in the num-
ber of women who sit on these committees. In 2011,
11% of firms have no women on the highest governing
committee, 35% have one woman member, and 31%
have two women members. Only 23% of firms include
more than two women on their highest governing com-
mittee. In essence, the majority of the big firms have, at
most, two women members on their highest governing
committee, with almost half the firms showing none or
one women member.

We continue to be concerned that the small num-
ber of women at the highest level of firm leadership has
broad and negative implications for the advancement
of women lawyers. A firm’s chief governing committee
makes decisions regarding firm policy, strategic growth
and direction, recruiting and lateral hiring, compensa-
tion, billable hour requirements, elevation to partner-
ship, and policies for time off or part-time or flex-time
work. The firm’s highest governing committee sets the
tone and the policies for overall firm culture. When so
few women are part of the dialogue on these important
and sensitive topics, it is less likely that the policies and
practices implemented by the firm will be responsive to
the career needs of women lawyers.

B. Advancement of Women into Equity Partnership.
For the sixth year in a row, we reluctantly report that the
proportion of women who are equity partners in large
law firms remains dismally low; in 2011, it is barely 15%.
As noted above, two-tier firms had a slightly smaller per-
centage of women equity partners (14%) than one-tier
or mixed-tier firms (18%)."” However, in no category of
firm can the numbers be called encouraging.

What does this mean for the progress of women
in private practice and their firms? It means a continu-
ing shortage in firms of lawyers in active practice for
reasons connected to their gender, deeply jeopardizing
the talent pool of lawyers available to firms and their
clients. It means that firms will continue to be unable to
fully address the diversity requests and requirements of
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their clients. It means a continuing dearth of female role
models for women associates, counsels and non-equity
partners, further jeopardizing retention of many talent-
ed lawyers. It means fewer senior-level women available
to be recruited into law firm leadership or firm manage-
ment with the result that women’s voices will be fewer
and less likely to be heard in important firm discussions
about policies and strategies that can make a positive
difference for women lawyers coming up through the
ranks. To the detriment of private firms, today’s scar-
city of senior-level women lawyers is likely to result in
a continuing scarcity of senior law firm members in the
years to come unless firms proactively and aggressively
change their policies and practices for retaining and
promoting women lawyers.

C. Women and Business Development.

How important is business development to success in a
law firm? “A lawyer’s ability to generate business is the
single most determinative factor in whether a lawyer will
become an equity partner.”'® Although some have ques-
tioned whether this standard should continue," it cannot
be assumed that in the current economic environment,
the focus on rainmaking will change anytime soon.

As we have seen in past Surveys, almost half of large
firms count no women at all among their top ten rain-
makers. Nevertheless, the relative absence of women at
the highest levels of business generation does not nec-
essarily mean that women aren’t generating business at
all, only that few women have achieved the nationwide
or specialty-wide level of prominence that would put
them in the top 2,000 American big-firm lawyers along
this dimension.

In 2011, webroadened our approach to data on busi-
ness generation. The 2011 Survey asked firms how many
of their partners, male and female, were responsible for
generating at least a $500,000 “book of business.”, The
choice of $500,000 was based on anecdotal discussions
that $500,000 is the minimum for initial recognition of
“business” in many large firms (although not the very
largest firms) and that firms seeking lateral partners of-
ten cite the $500,000 number as one that would interest
them in further discussions with a candidate.

We were surprised and somewhat disappointed by
the responses about business generation. At the typi-
cal firm, women partners constitute only 16% of those
partners who received credit for at least $500,000 of
business, which approximates their percentage as equity
partners. To put that number in context, the majority
of women partners do not appear to receive credit for
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a sufficient amount of business to cover their compen-
sation and overhead, or to embark upon advantageous
discussions with respect to a potential lateral move.
Moreover, it appears to be harder for women than men
to be recognized for that level of business. We found
that a much higher percentage of women partners were
relatively “bookless” compared to men — 56% of wom-
en partners compared to 38% of men partners.

If a partner does not have her or his “own” busi-
ness, it means that her or his value to the firm inheres
in the ability to service other people’s clients. Perhaps it’s
because a given partner is the “go to” person for Partner
X, or perhaps it’s because a given partner is a nationally
recognized expert in some esoteric legal field. Either way,
from the perspective of the firm, if a partner does not pull
her or his weight as a rainmaker, that partner is viewed as
a service partner. The responses to this year’s Survey tell
us that women are much more likely to be service part-
ners than men, based on the proportion of women part-
ners who are relatively bookless. Another possible infer-
ence from the data is that the firm’s top rainmakers, who
are almost all men, are more apt to protect a “bookless”
male colleague than a female colleague. In addition, the
general correspondence between the percentage of wom-
en having $500,000 book of business and their propor-
tionate share of equity partner positions might be read
to suggest that the lack of rainmaking credit explains why
women continue to represent such a small proportion of
a firm’s equity partnership.

Whatever the reasons, it appears that women across
the spectrum are challenged in their ability to bring in
their own business and in the current economic environ-
ment that can only make them more vulnerable. Overall,
the data clearly underscore the importance for a woman
partner to demonstrate that she can develop her own cli-
ents and also that she receive credit for the business.”!

D. The Continuing Compensation Gap Between

Men and Women
Since the Survey began in 2006, one of the perennial
sets of questions has been whether men and women in
the same positions are compensated similarly. In 2011,
overall female associate compensation is slightly less
than male associate compensation, although the differ-

ence is not large and is likely explained by greater female
attrition at the senior associate level. Meaningful differ-
ences in compensation show up, however, at every high-
er level in the firm — a result that has been consistent
in each year of the Survey. In 2010, the gap between fe-
male counsel and male counsel narrowed, with women
earning roughly 92% of what their male peers earned.
The gap between non-equity female and male partners
also narrowed slightly, with women earning 95% of the
income earned by their male counterparts. Finally, as
has been true in each year of the Survey, the gender gap
was widest at the equity level. For 2011, women equity
partners are earning 86% of the amount earned by their
male peers. That means that in a typical firm, male eq-
uity partners are earning roughly $70,000 more than
female equity partners.

In short, women are underrepresented in the ranks
of counsel, non-equity partner and equity partner;
and at each stage of their career progression in a firm,
women are likely to earn noticeably less money than
their male peers. Our data also show that compensation
generally is affected by a firm’s structure. One-tier firms
had higher lawyer compensation than two-tier firms at
all levels. Compensation in two-tier firms exceeded that
of mixed-tier firms at all levels.*?

V. Conclusion
The NAWL Foundation, in cooperation with NAWL,
sponsors an annual Survey designed to provide reliable
benchmarks about the status of women lawyers in pri-
vate law firms and the factors that impede or advance
their retention and promotion. We know from our
communications and interactions with large law firms
that there is a desire within firms to implement concrete
steps that will assist greater numbers of women lawyers
in advancing their careers. In particular, we are heart-
ened by the fact that 95% of responding firms disclosed
that they sponsor a women’s initiative, with the goal of
overcoming barriers to success that women may face.
We express our appreciation to all of the firms
that participated in the Survey. We especially applaud
NAWLs Law Firm Members and Sponsors for their in-
terest in initiatives like the Survey and their cooperative
efforts to enhance the role of women in the profession.
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Appendix on Survey Methodology

The NAWL Survey was sent in early Spring 2011 to the
200 largest firms in the U.S. as reported by American
Lawyer.” Although most attorneys in private practice
work in smaller settings, we chose to focus on the larg-
est firms because they are an easily defined sample, in-
clude firms from all parts of the U.S., and are viewed as
benchmarks for the larger profession.

The Survey solicited information about each firm’s
U.S.-based lawyers as of February 1, 2011. The 2011
questionnaire included comparative questions about as-
sociates, counsel, non-equity and equity partners, staff
and contract attorneys, law firm structure, compensa-
tion, governance, rainmakers and involuntary termina-
tions. As in each prior year, NAWL does not to publish
individual law firm data. We believe that, at the current
time, aggregate analyses rather than highlighting indi-
vidual firm data allows greater response rates on sensi-
tive questions and is consistent with the goals of tracking
how women are doing overall and setting benchmarks.

A total of 121 firms responded to the 2011 Survey,
which is an overall response rate of 61%. Responding
firms were not significantly larger than non-respond-

ing firms in terms of net operating income, profits per
equity partner, or gross revenue. However, respond-
ing firms were larger than non-responding firms in
terms of revenue per lawyer. Not all firms answered
every question. The Survey’s questions on compensa-
tion, books of business, and involuntary terminations
obtained the lowest response rates with, on average, 50
firms responding to questions about compensation, 60
firms responding to questions about books of business,
and 70 firms responding to questions about involuntary
terminations. Based on anecdotal reports, the lower re-
sponse rates for these questions suggest that the Survey
results are likely to under-represent the levels of gender
disparity along these dimensions.

The Survey was designed and developed by Stepha-
nie Scharf, a practicing lawyer and former Senior Study
Director at NORC, a national survey research center
based at the University of Chicago. The Survey was
administered first in 2006 and has been administered
annually since then. The 2011 analysis was assisted by
Amelia Branigan, MPES Fellow, in the Department of
Sociology at Northwestern University.

1 Barbara Flom is Secretary of the NAWL Foundation and chairs the 2011 Survey Committee. She practiced law for more than two
decades, primarily in AmLaw 100 firms. Her email contact is barbflom@gmail.com.

2 Stephanie Scharf is President of the NAWL Foundation and chairs the Foundation’s research initiatives. She practiced law as a partner in
AmLaw 100 firms before joining Schoeman Updike Kaufman & Scharf. Her email contact is sscharf@schoeman.com.

3 We thank Cheryl Tama Oblander, Butler Rubin Saltarelli & Boyd, for her contributions to the design of the 2011 Survey and editing this
Report. We also acknowledge and thank the hardworking members of the Survey Committee, without whom this Report would not have
been possible: Renee Bergman, Thorp Reed and Armstrong; Ya Marie Chan, SNR Denton; Sally Church, Thorp Reed and Armstrong;
Margaret Denton, Realogy; Felice B. Ekelmen, Jackson Lewis; Mindy Block Gordon, NAWL Foundation; Linda Lemel Hoseman, Winston
& Strawn; Mary A. Kelly, Prudential; Joni L. Landy, Thorp Reed and Armstrong; Charlotte Pashley, McGuire Woods; Christine Stanitski,
Finn Dixon and Herling; Lynn A. Whitcher, McGuire Woods; and Susan White, Westlaw-Thomson Reuters. We also thank Courtney
Murtaugh, Survey Administrator, for her dedication and attention to detail in her work on the Survey.

4 We gratefully acknowledge the support of the American Bar Association’s Commission on Women in the Profession, and in particular
the contributions to survey content of Roberta Liebenberg, Commission Chair 2008-2011.

As compiled by The American Lawyer. For more detail, see Appendix of Methodology.

6 Several state and local bar associations have used the Survey to enhance their dialogues about the progress of women in particular
geographic regions. We would be pleased to work with other organizations to extend the Survey into local and regional areas.

7 The 2008 NAWL Survey was the first national study to identify and collect data on a new type of law firm structure, the “mixed-tier”
firm, in which all equity partners are required to contribute capital to the firm but some are paid as if they were non-equity partners. To
our knowledge, although this is a growing category of partner, it has not been studied by any other entity.

8 Women Spurn Law Schools, http://thecareerist.typepad.com/thecareerist/2011/05/fewer-women-at-nations-lawschools.html, May 16,
2011. See also IILP Review 2011: The State of Diversity and Inclusion in the Legal Profession, Table 4 (showing that women’s highest
percentage of J.D. Degrees awarded occurred in 2004 and has since been on the decline).

9 Women Spurn Law Schools, cited in preceding footnote.

10 Specifically, we found that 72% of AmLaw 100 firms and 82% of Second Hundred firms use staff attorneys, while 71% of AmLaw 100

firms and 82% of Second Hundred firms use contract attorneys.

11 A recent provocative study suggests that the unconscious biases of decision makers may be at least partly responsible for various disparities
between men and women lawyers. Levinson & Young, Implicit Gender Bias in the Legal Profession: An Empirical Study, 18 Duke J. of Gender
Law & Policy 1 (2010). See also Biernat, Tocci and Williams, The Language of Performance Evaluations: Gender-Based Shifts in Content and
Consistency of Judgment, Social Psychological and Personality Science, published online 18 July 2011 at http://spp.sagepub.com.
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12 Almost no firms pay bonuses in lockstep unless they also pay salaries in lockstep.

13 Of this group, 27% graduated before 1980, 36% graduated during the 1980s, 29% graduated during the 1990s, and 8% graduated in 2000
or later.

14  The American Lawyer defines equity partners as “those who receive no more than half their compensation on a fixed-income basis.” A
fixed-income equity partner would thus not be counted in this calculation.

15  No equity partners were reported as having been terminated during the period surveyed.

16  Such committees are called the Executive Committee, Policy Committee, Management Committee, or some similar title.

17 Itis worth keeping in mind, however, that a significant number of the women equity partners in mixed-tier firms are fixed-income equity
partners.

18  Actions for Advancing Women Into Law Firm Leadership, Report of the National Association of Women Lawyers (July 2008). http://nawl.
timberlakepublishing.com/files/2008%20Summit%20Report.pdf.

19 New Millennium, Same Glass Ceiling?, http://www.pardc.org/publications/SameGlassCeiling.pdf.

20  For this question we did not distinguish between equity and non-equity partners, recognizing that non-equity partners may also be
generating business and receiving credit for it within their firms.

21 For more on this phenomenon from the perspective of women lawyers, see the PAR/MCCA study of 2010, conducted at the
encouragement of the ABA Commission on Women in the Profession, which studied many of the factors that hamper women in their
rainmaking efforts, including, among others, that women are often excluded from rainmaking opportunities, that they frequently do not
receive credit for their contributions to business development, and that they often become embroiled in disputes over billing credit.

22 For equity partners, median compensation was $773,550 in one-tier firms, $680,000 in mixed-tier firms, and $492,000 in two-tier firms.
For counsel, median compensation was $280,000 in one-tier firms, $216,000 in two-tier firms, and $174,593 in mixed-tier firms. And for
associates, median compensation was $197,067.50 in one-tier firms vs. $160,000 in both two-tier and mixed-tier firms.

23 The list of the nation’s largest 200 firms was published by American Lawyer in 2010 and was the basis for the population of firms surveyed
in early 2011. Certain other data about these firms was obtained from lists published in American Lawyer at various times in 2009, 2010
or 2011.
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One Is Not Enough: Building Your Personal Board Of Advisors

By Ida Abbott, JD

Ida Abbott helps employers manage, retain, and advance legal talent and serves as a mentor
and coach to high achieving individuals seeking professional success. A Fellow of the Col-
lege of Law Practice Management, Ida is co-founder and Director of the Hastings Leadership
Academy for Women at Hastings College of the Law, where she is also a Faculty Fellow. Ida has
more than three decades of experience as a lawyer and consultant, and is the author of several
books, including The Lawyer’s Guide to Mentoring (NALP, 2000) and Women on Top: The
Woman’s Guide to Leadership and Power in Law Firms (Thomson Reuters, 2010). She publish-
es a newsletter, Management Solutions, that is available on her website, www.IdaAbbott.com.

When it comes to mentors, one is good but more is bet-
ter. One person, even one who is fully committed to your
success, cannot address all your career needs. Research
shows that having a diverse, high quality “constellation”
of mentors accounts for more successful long—term
career outcomes than having one influential mentor.
Mentoring relationships with an array of individuals
provides a broader base of career support. You can have
a constellation of diverse mentors by creating a personal
“board of advisors.” The key is finding advisory board
members who address various career needs and share
one important characteristic: they are interested and
willing to help you succeed.

Who should be on your personal board of advisors?
That depends on how you answer three essential ques-
tions: what you need, what you hope to accomplish,
and what kind of help you want. The ways that mentors
help you usually fall into three broad categories: acquir-
ing knowledge and skills, developing your professional
identity, and advancing your career. Within each cat-
egory, mentors serve various functions. Some mentors
can help you in more than one way, and many mentors
fulfill two or more roles simultaneously, but it rare for
one mentor to serve you in every way.

Once you have answered the three essential ques-
tions, you can look for individuals who have the req-
uisite skills, knowledge, background, connections, and/
or influence you need. In addition to your needs, con-
sider what they might expect from you (if anything) or
what you can offer them in return; what would appeal
to them about helping you; and how you can best ap-
proach them. Keep in mind that their interest in you
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may not be altruistic; it may be because your success
will help them be more successful. If they don’t already
know you well, you should be ready to explain why you
are worth their time and attention.

When choosing mentors, most people gravitate to
people who are like them. There is a greater sense of com-
fort and trust when people share similar backgrounds,
demographic characteristics, experiences, and practices.
These mentors can be enormously valuable in lending psy-
chological support, getting you good work, helping you
understand how things really work in the office, building
confidence, making you feel included, and affirming your
professional self—image. But it is equally important to have
mentors who push back and see things differently. Having a
diverse board of advisors allows you to balance those men-
tors who are supportive and put you at ease with others
who propel you outside your comfort zone, challenge your
views and ideas, give you “tough” feedback, and urge you to
take risks and try new things. It is often these mentors who
most help you learn and advance.

Where should you look for members of your board?
Mentors can come from anywhere. In most instances,
decide first what you need and the characteristics of the
person who would be best suited to help you. Then try
to find that person. They may be in your firm — or not;
in the same practice area — or not; in the legal profes-
sion — or not. They may be older, younger or the same
age, and may come from any demographic group. Oc-
casionally, someone may unexpectedly reach out to you
and offer to help you. When that happens, think about
what talents, contacts, or experience they have and how
they might help you, and let them know.
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Whether you are seeking them or they reach out
to you, potential mentors may not be readily appar-
ent. Sometimes a person outside your firm or the legal
profession can help you in ways that an insider cannot.
Individuals who do not share the professional interests
and biases of the lawyers with whom you regularly work
and interact can frequently offer you new ideas and fresh
perspectives. For instance, someone in sales may not
know anything about law practice but they can help you
appreciate the fine points of selling your legal services.

Approaching potential mentors.
When you approach a potential mentor, be as clear and
specific as possible about:

+ What kind of help you want from them,

« How their help will further your career goals,

+  Why they are the right person to help you, and
+  How much time and effort it will take.

If your request is narrowly framed and reasonable, peo-
ple are more likely to say yes.

When you have a specific need, you can approach
several individuals at once. For example, if you are
opening your own office or are moving into a leader-
ship position with new and more extensive responsibili-
ties than you have ever held, you may desire immedi-
ate help from a number of individuals. But most often,
people accumulate multiple mentors over a long period
of time. During your early years as an associate, you
may seek mentors who are patient and effective teach-
ers, thoughtful career advisors, or supervisors who give
you stretch assignments that foster your professional
development and build your confidence. A few years
later, you may want someone who can help you become
a partner, introduce you to clients, or refer business to
you. Some of the mentoring relationships you build
may last for many years, while others may be short—
term, but their value to you will be cumulative.
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Categories of mentors for your board.

There is no magic formula for choosing the members of
your advisory board. Your board should be personalized
for your specific needs. However, during the course of
a legal career, most lawyers will want mentors who fall
into many or all of the following eight categories:

The Teacher

Mentors who are good teachers have more than knowl-
edge and expertise; they also have the temperament, pa-
tience and ability to help you learn. Teachers can help you
learn the technical skills you need to be a lawyer, but they
can also teach you about clients, managing others, billing,
business skills, and almost any aspect of practice. What
you need to learn will vary as your career progresses, so
you may want more than one teacher on your board.

The Counselor

Counselors offer guidance and support. They give you hon-
est feedback and objective advice, and provide insights that
you can rely on as you develop your career strategy. They
must have empathy and know you, your firm and the legal
profession well enough to understand the issues, expecta-
tions and dilemmas you are dealing with, as well as the op-
tions and opportunities available to you. It is wise to have
counselors both inside and outside your firm.

The Confidante

It is important to have someone on your board you can
confide in without fear of disclosure, embarrassment or
repercussion. Confidantes know you very well, sometimes
better than you know yourself. They provide emotional
support, do reality checks, and help you maintain a sense of
perspective and ideally, a sense of humor. This person can
be a friend, family member, or professional colleague.
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The Insider

You need information about how things really work
in your firm: the unwritten rules, the political dynam-
ics, who holds the power and who makes the decisions.
When you are junior, this person can warn you about
the assignments to go after and the partners to avoid.
When you are more senior, the Insider can give you in-
formation and insights that can help you position your-
self for a desirable committee appointment or a higher
bonus. At any career stage, the Insider can clue you in
to political factors that may affect your career strategy.

The Coach

Coaches help you improve your performance. They help
you identify and set development and practice goals and
hold you accountable for achieving them. They also moni-
tor your performance and work experience. Along the way,
coaches give you feedback, urge you to stretch and accept
new challenges, and give you encouragement and support.

The Champion

Champions have clout and are willing to exert it on
your behalf. They advocate for you and sponsor you for
promotions or high visibility assignments. The source
of their power may be their clients, leadership position,
business or community connections, political savvy or
the respect others have for them. Because champions
who sponsor or advocate for you put their own reputa-
tion and credibility on the line, most people will want to
know you well before serving as your Champion. They
need to have complete confidence in the quality of your
work, your character, the scope of your ambition, and
your commitment and determination to succeed.

The Role Model

A role model is someone you want to emulate. You may
want to model your entire practice after theirs, or you
may want to follow just one dimension, such as their
leadership style, career path, or approach to work—Ilife
challenges. Including them in your personal board of
advisors gives you a chance to observe them more care-
fully and ask them how they developed their practice or
style, why they made certain career choices, and what
tradeoffs they made to have a family and a career.

The Connector

Some individuals are well connected. They seem to know
everyone, either indirectly or through someone else
in their network. They can open doors by introducing
you to influential people inside the firm and to poten-
tial business contacts outside the firm. Connectors are
also valuable for helping you become connected within
a professional community, whether in your firm, a bar
association, or a national organization that interests you.

As you acquire mentors for your board, remember that
mentoring is a relationship based on mutuality. Consider
what you might do to reciprocate or at least acknowledge
each mentor’s generosity. A simple thank—you note may
be enough, but consider bringing your various mentors
together from time to time. Introduce them to each other
and give them a chance to expand their own business net-
works. Send them business referrals, nominate them for
mentoring awards, and find creative ways to show appre-
ciation for their investment

1 Monica C. Higgins and David A. Thomas, “Constellations and Careers:Towards Understanding the Effects of Multiple Developmental
Relationships,” Journal of Organizational Behavior, 22:223-247 (2001)
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As you acquire
mentors for your
board, remember
that mentoring is a
relationship based
on mutuality.
Consider what

you might do to
reciprocate or at
least acknowledge
each mentor’s

generosity.



Knowing the fair-
market value of our
contributions at
work is a critically
important piece

of knowledge

for today’s (and
tomorrow’s)
professional

woman.

BOOK REVIEW

Knowing Your Value: Women, Money, and Getting What

You’re Worth

By Mika Brzezinski (Weinstein Books, 2011)
Reviewed by Donna Gerson

Do you know your value? Mika
Brzezinski, co-host of MSNBC’s
Morning Joe, did not. When she
learned that her co-host, Joe
Scarborough, was earning 14
times her salary, Mika struggled
to ask for a raise. Brzezinski’s
journey to establish her value
in the workplace was fraught
with challenges both personal
and external. In the process, she
sought advice from influential sources, including Sheryl
Sandberg, COO of Facebook, Valerie Jarrett, President
Obama’s Senior Advisor, financial specialist Suze Or-
man, Norah O’Donnell, Chief Washington Correspon-
dent for MSNBC, and many more. It turns out that
even the most successful women struggle with issues of
worth and compensation.

The resulting book, Knowing Your Value, chronicles
Brzezinski’s personal journey and offers practical ad-
vice to all women who seek better compensation and
professional recognition. Written in a lively, conver-
sational tone, Brzezinski conveys practical tactics and

strategies on how to speak up, negotiate from a place
of power, close the deal, and get the compensation you
deserve. The book highlights differences between men
and women in the workplace and ways to move beyond
stereotypes to achieve one’s career goals.

Women lawyers still lag in pay equity and profes-
sional achievement. The Project for Attorney Retention
(PAR) surveyed the new partner class of 2011 and found
that law firms slid one percentage point in promotions
of women attorneys in U.S. offices since last year, nearly
33% compared to 34% in 2010. NAWL continues to be
at the forefront of compensation and promotion issues
for women lawyers. The NAWL Challenge to increase
female leadership in all sectors of the legal profession by
2015 is an important first step.

“Knowing the fair-market value of our contribu-
tions at work is a critically important piece of knowl-
edge for today’s (and tomorrow’s) professional woman,”
writes Brzezinski. “Our families’ future depends on our
knowing what we should be paid, and getting it. If we
can’t quantify and communicate our value with confi-
dence, the achievements of the tremendous women be-
fore us will have all been for nothing.”

Donna Gerson is the author of several legal career books and speaks at law schools nationwide on issues related to net-
working, business etiquette, and small firm hiring. Donna is a Career Service Partner with attorneyjobs.com (Thom-
son Reuters). She is licensed to practice law in the Commonwealth of Pennsylvania. www.donnagerson.com.
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COMMITTEE SPOTLIGHT

The International Women’s Day (IWD) 2012 Summit
Jointly Organized by NAWL and the Law Society of
England and Wales

National Association of Women Lawyers®

the voice of women in the law”

The Law Society

The International Committee of NAWL is expanding NAWLs footprint overseas in a first-ever summit jointly orga-
nized with the Law Society of England and Wales to be held in London on March 8, 2012 in conjunction with Inter-
national Women’s Day. The summit aims to challenge the career barriers women face in the legal sector in England
and beyond. Senior legal professionals from across the globe will gather at the summit in a bid to identify and address
the barriers to women’s career progression. The exchange of change strategies and ideas aims to create a manifesto
for women in the legal sector that will set an agenda for positive, tangible change.

NAWTLs International Committee seeks to engage globally in efforts that promote the recruitment, retention, and ad-
vancement of women in the legal profession. Our work focuses on expanding and strengthening NAWLs presence globally
by developing and participating in an active network of women bar associations and legal organizations; compiling a ro-
bust web-based library of dynamic resources and research materials; providing content and commentary on issues related
to the status of women in the legal profession in various jurisdictions throughout the world; and developing information
regarding best practices, innovative strategies and programs in the legal profession.
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NAWL NEWS

Recent NAWL Meetings and Programs

NOVEMBER 3-4, 2011

7th Annual General

Counsel Institute

A DYNAMIC TELECONFERENCE

BOOK DISCUSSION GROUP FOR
NAWL MEMBERS AND GUESTS

2:00 P.M. EST

FACILITATED BY KAREN
KAHN ED.D. PCC

Building Bridges: Making the Connections

The Institute provided a unique opportunity for women corporate counsel to
learn from leading experts and experienced legal colleagues in a collegial and
interactive environment. Plenary and workshop sessions with general counsel of
major public corporations and nonprofit organizations and other professionals
fostered frank discussions about what it takes to build and strengthen relation-
ships up, down and across organizations, improve legal skills and knowledge,
and make strategic decisions. The Seventh Annual General Counsel Institute
was an engaging and enriching program with opportunities to learn and net-
work with other senior legal professionals. Participants came from throughout
the U.S., Canada and Europe and included counsel from large Fortune 100 to
small private companies.

Sponsored by: Allstate Insurance Company * ALM + AT&T ¢+ Bank of America
* Blake, Cassels & Graydon LLP * Crowell & Moring LLP * DLA Piper  Epstein
Becker & Green, P.C. * Greenberg Traurig, LLP « Haynes and Boone, LLP « Hodg-
son Russ LLP « Huron Consulting Group * Intel Corporation ¢ Jackson Walker
LLP » Manatt, Phelps & Phillips, LLP « Mayer Brown « McCarter & English, LLP
* McDermott Will & Emery « McGuireWoods LLP + McKool Smith « MetLife
Nukk-Freeman & Cerra, P.C. » Ogletree, Deakins, Nash, Smoak & Stewart, P.C. «
Pfizer Inc. * Porzio, Bromberg & Newman P.C. « Siemens * Southern Company
Sutherland Asbill & Brennan LLP « The Cooper Group LLC « Walmart « Wragge
& Co LLP

OCTOBER 20, 2011
NAWL's Networking Night of Giving

SIMON, PERAGINE, SMITH
& REDFEARN, LLP

NEW ORLEANS, LA

The NAWL Networking Night of Giving-New Orleans benefitting Crescent
House Battered Women’s Program.

OCTOBER 20, 2011

NAWL's Networking Night of Giving
ALSTON + BIRD LLP

LOS ANGELES, CA

The NAWL Networking Night of Giving-New Orleans benefitting Daybreak.
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NAWL NEWS

Recent NAWL Meetings and Programs

OCTOBER 11, 2011
Connect, Listen & Learn Series

A DYNAMIC TELECONFERENCE
BOOK DISCUSSION GROUP FOR
NAWL MEMBERS AND GUESTS

2:00 P.M. EST

FACILITATED BY KAREN
KAHN ED.D. PCC

Power and Influence for Lawyers: How to Use it to Develop Business and
Advance Your Career
by Susan Letterman White

Power and Influence for Lawyers: How to Use it to Develop Business and Ad-
vance Your Career is a combination of scientific research, advice, suggested activ-
ities, and worksheets for law students and lawyers interested in achieving career
and personal success through the use of research based strategies. Susan wrote
this book to help lawyers learn to think and act more effectively in their efforts to
advocate for themselves, develop business, advance up the organization ladder,
or lead their teams and law firms in new directions.

Susan Letterman White, J.D., M.S., is a business strategy consultant who also
trains lawyers to think and act like business leaders through coaching, retreats,
workshops, presentations, and other programs designed for a law firm, law de-
partment, or lawyer’s unique needs including Crossing-Selling Strategy Teams
for Business Development, Women’s and Diversity Initiatives, and Strategic
Communication for Career Advancement and Business Development. Out-
comes of Susan’s work include better and more productive business meetings,
alignment and cohesion among an organization’s lawyers, identification of stra-
tegic opportunities, conflict management, better team performance, and im-
proved business performance.

Prior to consulting, Susan managed her own solo practice while raising children
and then joined Hepburn, Willcox, Hamilton, & Putnam in Philadelphia as an
associate, became a partner, and then the managing partner. In addition to her
].D. (from Loyola Law School), Susan has a master’s degree from American Uni-
versity in Organizational Development.

AUGUST 8, 2011
Roundtable Discussion
MINNEAPOLIS, MN

The Choices We Make: Alternatives to Private Practice and Why Women
Pursue Them

A roundtable discussion of the alternative career paths available to women
and the circumstances that influence their decisions. The panel included
women at different stages of their careers in public service, private practice
and corporate America.
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NAWL NEWS

Recent NAWL Meetings and Programs

JULY 20, 2011

NAWL's Networking Night of Giving
EPSTEIN BECKER & GREEN, P.C.
NEW YORK, NY

This philanthropy and networking event benefitted the Young Women’s
Leadership Network, an organization that enables low-income students to
achieve their highest educational potential and to break the cycle of poverty.

JULY 21, 2011

NAWL's Annual Meeting
and Awards Luncheon

WALDORF=ASTORIA
301 PARK AVENUE
NEW YORK, NY

The 2011 Annual Meeting and Awards Luncheon honored the following
individuals:

President’s Award: Prudential Financial, Inc. Legal Department, Susan Blount,
Senior Vice President and General Counsel

Arabella Babb Mansfield Award: Jamie Gorelick, Partner, Wilmer Cutler
Pickering Hale and Dorr LLP

M. Ashley Dickerson Award: Michele Coleman Mayes, Senior Vice President
and General Counsel, Allstate Insurance Company

Public Service Award: Brooksley Born, Retired Partner, Arnold & Porter LLP

Lead by Example Award: Honorable Harold Baer, U.S. District Court, Southern
District of New York; and Marc Firestone, Executive Vice President, Corporate
and Legal Affairs and General Counsel, Kraft Foods, Inc.

Virginia S. Mueller Outstanding Member Awards: Dominica Anderson,
Partner, Duane Morris; Laurie Charrington, Senior Associate, Jones Day;
Stephanie Cohen, Partner, McCarter & English LLP; Nancy A. Lottinville,
Counsel, Gibbons P.C.; Jane Mallor McBride, Principal and General
Counsel, Optimus Legal Management and Consulting; Anne O’Neill,
Partner, Hinshaw & Culbertson LLP; Randi Engel Schnell, Partner,
Bondurany Mixson & Elmore LLP

JULY 7, 2011
Join Live or Rewind Webinar

“Powerful Presence: 6 Steps to Greater Impact for Women Lawyers”
with Kelly Baker, Asbury Automotive Group, Allegra Lawrence-Hardy, Suther-
land Asbill & Brennan, Marsha Redmon, Lawyer Communications Coach
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NAWL NEWS

Member News

The law firm of Becker Meisel has announced the ad-
dition of Reneé F. Bergman as counsel to the firm, prac-
ticing in its Cherry Hill office, focusing her practice on
business litigation, including mediation and arbitration
in Pennsylvania, New Jersey and New York. Previously,
Ms. Bergmann was a member of Thorp Reed & Arm-
strong, LLP’s Commercial and Corporate Litigation
Group, as well as a member of the nationally ranked
franchise team with the global firm Nixon Peabody LLP.

Ms. Bergmann has specific experience representing
regional, national and international clients in commer-
cial contract disputes, business tort claims, franchise
litigation, employment discrimination suits, and insur-
ance coverage matters. She has represented financial in-
stitutions in connection with consumer-related claims,
breach of contract claims, as well as insurers in declara-
tory judgment coverage cases. Ms. Bergmann has suc-
cessfully briefed and argued matters in both state and
federal courts and negotiated favorable settlements in
substantial contract disputes.

Global law firm K&L Gates LLP has appointed litigator
Carolyn M. Branthoover as Administrative Partner of the
firm’s Pittsburgh office, effective August 1. Branthoover
succeeds Michael G. Zanic in the role, following Zanic’s
naming as co-leader of the firm’s new Energy, Infra-
structure and Resources practice area.

One of K&L Gates’ most experienced complex civil
litigators and first-chair trial lawyers, Branthoover has rep-
resented companies such as Alcoa, United Technologies,
DuPont, PPG Industries, and other leading corporations in
state and federal courts across the United States and before
domestic and international arbitration tribunals. She is a
past chair of the Pittsburgh office’s Associates Committee.

Keya Koul, an attorney at the New Mexico office of Cas-
tle Stawiarski, LLC, a provider of high-quality legal rep-
resentation, focusing on commercial foreclosure, bank-
ruptcy and mortgage-related litigation, has been named
the Outstanding Young Lawyer of the Year by the State
Bar of New Mexico.

The Outstanding Young Lawyer of the Year Award is
presented annually by the State Bar of New Mexico to an
attorney who has, during the formative stage of her legal
career, by her ethical and personal conduct, exemplified
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for her fellow attorneys the epitome of professionalism.
The State Bar of New Mexico presents this award to an
attorney who has demonstrated commitment to clients’
causes and to public service and who enhances the image
of the legal profession in the eyes of the public. Ms. Koul
received her Juris Doctor from Southwestern Law School
and concentrates her practice in the areas of real estate
and bankruptcy law. She also holds a Bachelor of Arts
degree in Spanish and biology from Smith College, and
a Masters degree in medieval Spanish literature from the
University of California, Los Angeles.

Ms. Koul is the vice chair of the State Bar of New
Mexico’s Young Lawyers Division, and serves on the
Board of the New Mexico Women’s Bar Association. She
is also a member of the American Bar Association’s Young
Lawyers Division (YLD), where she currently serves as
assistant editor of The Affiliate, the YLD’s newsletter. Ms.
Koul was also previously elected as an inaugural 2010
American Bar Association Touch 10,000 Ambassador.

The law firm of Becker Meisel has announced the addi-
tion of Suzanne lazzetta as counsel to the firm, practic-
ing in its Livingston office, handling both debtor-side
and creditor-side bankruptcy and restructuring mat-
ters. Previously, Ms. lazzetta was an associate at Lowen-
stein Sandler, where she spearheaded the development
of the business and finance curriculum at Lowenstein
Sandler University, the education arm of the firm, in
addition to playing an integral role in numerous high-
profile bankruptcy cases.

Ms. Tazzetta is the founder of the Quixote Law As-
sociation, a fellowship of attorneys and other individ-
uals who believe in using the law to fight for what is
right, and true, and just. She serves as the secretary of
the Board of Trustees of the Oskar Schindler Perform-
ing Arts Center in West Orange, New Jersey, indulging
her deep love of music, and serves as pro bono counsel
to Coming Home Rescue, Inc., a non-profit organiza-
tion in Rockaway, N.J. that rescues, cares for, and finds
new homes for homeless and unwanted dogs. She is also
member of the advisory board of LegalBizDev, an or-
ganization that helps law firms increase profitability by
improving project management, business development,
and alternative fee structures.
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RECOGNITION

NAWL congratulates the 2011 Outstanding Law Students. Selected by their law schools as the outstanding law
students of their class, these talented and dedicated awardees are among the best and brightest.

Honored not only for academic achievements, these students were also chosen for the impact they made in areas
beyond the classroom. The men and women listed below have worked to further the advancement of women in so-
ciety and promoted issues and concerns of women in the legal profession with motivation, tenacity and enthusiasm

that inspired both their fellow students and law professors.

NAWL is for women and men who want to change the world. We salute these individuals who have begun working
early in their careers to promote justice for women, and we encourage them to continue making a difference as their

careers blossom.

A

Jeannine Abukhater
Northern Kentucky University
Salmon P. Chase College of Law

B

Barbra R. Barreno
Vanderbilt University Law School

Allison G. Belnap
Brigham Young University
J. Reuben Clark Law School

Catherine Ruth Birdwell
Catholic University of America
Columbus School of Law

Allison Blackman
University of Idaho College of Law

Amanda K. Blaising
Loyola Unviversity Chicago
School of Law

Avery Blank
University of Maryland School
of Law

Jacqlyn Faye Bryant
Stetson University College of Law

c

Elizabeth Campbell
University of Michigan Law School

Jane Christie

Arizona State University
Sandra Day O’Connor College
of Law

Bodie Brier Coldwell
University of Maine School of Law

D

Gail M. Deady
Washington and Lee University
School of Law

April Denton
Willamette University College
of Law

Lydia Handler Devine
Fordham University School of Law

E

Hayley Ellison
St. Mary’s University School
of Law

G

Rachel J. Gallagher
Rutgers Univeristy Camden
School of Law

Lysbeth L. George
Oklahoma City University
School of Law

Lauren Nicole Giudice
Boston University School of Law

Valerie E. Gonzalez
Texas Southern University
Thurgood Marshall School of Law

Kristin E. Gray
Samford University
Cumberland School of Law

Eve Grina
College of William & Mary
Marshall-Wythe School of Law

Ingrid M. Gronstalanderson
University of lowa College of Law

H

StephanieHauser
University of Miami School of Law

Jennifer S. Horne
University of Utah
S.J. Quinney College of Law

J

Shannon Freeman Johanni
Syracuse University College of Law

K

E. Kate Kalanick
University of Minnesota
Law School

Nicole Kersting
University of Louisville
Brandeis School of Law

Candace Kilpinen
Valpraraiso University School
of Law

Maite S. Kollmann

Faulkner University

Thomas Goode Jones School
of Law

Allison Ann Kretz
Case Western Reserve
University School of Law

L

Anne Kee Leung
Rutgers University, Newark
School of Law

Erin B. Liotta
University of California, Berkeley
School of Law

M

Teresa Martinez-Moleane
University of Cincinnati
College of Law

Sarah E. Merkle
University of South Carolina
School of Law

N

Ha-Thanh T. Nguyen
George Washington University
Law School

P

Lucia Panza
Georgetown University Law
Center

Sarah Parks
University of New Mexico
School of Law
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RECOGNITION

R

Staesha Rath
New York Law School

Aishling Reilly
Drexel University College of Law

Abigail Anne Rury
Michigan State University
College of Law

S

Julia Saladine
American University
Washington College of Law

Heather Boyer Samuels
Nova Southeastern University
Shepard Broad Law Center

Aroma Sharma
Santa Clara University
School of Law

Davida Silverman
City University of New York
School of Law

Lee Adair Sparks
West Virginia University
College of Law

Alka Srivastava

Campbell University

Norman Adrian Wiggins School
of Law

Stephanie M. Swinger
Ohio Northern University
Claude W. Pettit College of Law

T

Rachel Victoria Tafaro
University of Baltimore School
of Law

Meaghan P. Thomas-Kennedy
University of Virginia School
of Law

Meredith K. Thompson
Elon University School of Law

Julie Trout
University of Akron School of Law

v

Corina Valderrama
Loyola University, Los Angeles
Law School

Crystal R. Villasenor
Florida Coastal School of Law

Lisa Vincent
Quinnipiac University School
of Law

w

Brooke N. Walker
Mercer University
Walter F. George School of Law

Jillian R. Wein
University of Pittsburgh School
of Law

Sarah R. Weissman
Duquesne University Law School

C. Grace Jun Eau Whiting
University of Memphis

Cecil C. Humphrey School of
Law

Jacquelyn K. H. Willingham
Wake Forest University
School of Law

Laurin JM Wisnor
Capital University Law School

Katherine Anne Womack
University of Richmond
School of Law

Beth Wooten

University of Oregon School of
Law

Y

Emily Yu
Emory University School of Law

z

Madeline Zuckerman
Touro College
Jacob D. Fuchsberg Law Center
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RECOGNITION

LAW FIRM MEMBERS

A. Kershaw, P.C. // Attorneys &
Consultants

Alston + Bird LLP
Andrews Kurth

Arent Fox LLP

Axiom

Baker & McKenzie LLP

Baker, Donelson, Bearman,
Caldwell, & Berkowitz, PC

Beery, Elsner & Hammond, LLP
Bodyfelt, Mount, Stroup, Et Al
Bondurant, Mixson & ElImore, LLP
Bressler, Amery & Ross, P.C
Brinks Hofer Gilson & Lione
Brune & Richard LLP

Bryan Cave LLP

Buchanan Ingersoll & Rooney PC
Butler Rubin Saltarelli & Boyd LLP
Butler Snow

Cahill Gordon

Carlton Fields

Chapman and Cutler LLP
Chester Willcox & Saxbe, LLP
Cooper & Dunham LLP

Cooper & Walinski, L.P.A.

Cox & Osowiecki, LLC

Crowell & Moring

Davis & Gilbert LLP

Davis & McGrath LLC

Davis Polk & Wardwell LLP

Day Pitney LLP

Dickstein Shapiro LLP

DLA Piper

Dorsey & Whitney LLP

Dow Lohnes PLLC

Drew Eckl & Farnham, LLP
Drinker Biddle & Reath LLP
Duane Morris LLP

Dykema Gossett

Edwards Angell Palmer &
Dodge LLP

Epstein Becker & Green, P.C.

Faegre & Benson LLP

Fenwick & West LLP
Fine, Kaplan and Black, R.P.C.

Fried, Frank, Harris, Shriver &
Jacobson LLP

Fulbright & Jaworski L.L.P.
Gibbons P.C.

Gibson Dunn

Giffen & Kaminski, LLC

Goldman Antonetti & Cordova,
P.S.C.

Gonzalez Saggio & Harlan LLP
Goodwin Procter LLP
Gordon & Polscer, LLC
Greenberg Traurig, LLP
Griffith, Sadler & Sharp, P.A.
Hall Estill

Haynes and Boone, LLP
Hinshaw & Culbertson LLP
Hirschler Fleischer, P.C.
Hodgson Russ LLP
Hollingsworth LLP

Huron Consulting Group Inc
Jackson Walker LLP
Johnston Barton

Jones Day

K&L Gates

Kaye Scholer

Kilpatrick Townsend & Stockton
LLP

Kuchler Polk Schell Weiner &
Richeson, LLC

Kutak Rock LLP

Labaton Sucharow, LLP
Larson King

Lash & Goldberg, LLP
Latham & Watkins LLP
Lebow, Malecki & Tasch, LLC
Leonard, Street & Deinard
Lowenstein Sandler

Magdich & Associates
Manatt, Phelps & Phillips LLP
Mayer Brown LLP

McCarter & English LLP
McCarthy Tetrault LLP
McDermott Will & Emery LLP

McDonald Law Group, LLC
McDonnell & Associates
McGuireWoods LLP
McKool Smith

McNair Law Firm, P.A.
Michigan Auto Law

Nelson Mullins Riley &
Scarborough LLP

Nixon Peabody
O'Brien Jones, PLLC

Ogletree, Deakins, Nash, Smoak
& Stewart, P.C.

Orrick, Herrington & Sutcliffe LLP
Parsons, Lee & Juliano, P.C.
Peckar & Abramson

Phillips Lytle LLP

Pierce Stronczer Law LLC
Porzio, Bromberg & Newman P.C.

Riker, Danzig, Scherer, Hyland
& Perretti LLP

Sachitano Strent Hostetter LLC
Schmoyer Reinhard LLP
Schoeman Updike & Kaufman
Sidley Austin LLP

Slate Carter Comer PLLC

Spencer Crain Cubbage Healy &
McNamara PLLC

Starnes Davis Florie

Steptoe & Johnson LLP

Steptoe & Johnson PLLC

Stites Harbison, PLLC
Sutherland Asbill & Brennan LLP
Swetman Baxter Massenburg, LLC
Taber Estes Thorne & Carr PLLC

Tatum Hillman Hickerson &
Powell, LLP

Townsend and Townsend and
Crew LLP

Troutman Sanders
Trusted Counsel, LLC
Vedder Price P.C.
Vinson & Elkins LLP
White and Case LLP
WilmerHale

Wolfe, LPA

LAW SCHOOL MEMBERS

Chapman University Schoo
of Law
Golden Gate University School

of Law

Hofstra Law School

Lewis & Clark Law School
Loyola University Chicago
Law School

Northeastern University
Oklahoma City University

Phoenix School o
Temple Univ
School of Law

University of Ida
University of Miami School of Law

University of M
Schoo

University of Missouri-Columbia

Wake Forest University School
of Law

Western New England College

School of Law

RECOGNITION

BAR ASSOCIATION
MEMBERS

men

California Women Lawyers

Florida Association for Wo

Lawyers

G ia As ion Black
n Attorneys

Hawaii Women Lawyers

International Bar Association

New Hampshire Women’s
Bar Association

ersey Women Lawyers
iation

North Carolina A
nen Attorneys

en’s Bar Ass

Ohio W

Oregon Women Lawyers
South

As

arolina Women Lawyers

ation

Virginia Women Attorneys
Association

ashington Women Law

CORPORATE LEGAL
DEPARTMENT MEMBERS

Allstate

AT&T Inc.

Consolidated Edison Co. of NY
Cox Communications, Inc.
Dell Inc.

Diageo NA / Legal Department
Fidelity Investments

Formica Corporation

General Mills

Hellerman Baretz

Henry Schein

Intel Corporation

John Deere

JPMorgan Chase & Co.
LexisNexis

Marsha Redmon
Communications

MetLife

New York Life

Prudential Financial, Inc.
Ryder Systems, Inc.

The Clorox Company
Legal Department

United Parcel Services
Legal Department

Valero Energy Corporation

Wal-Mart Stores, Inc.
Legal Department

NAWL THANKS
2011 PROGRAM SPONSORS

PREMIER SPONSORS

DLA Piper LLP (US)

GOLD SPONSORS

Alston + Bird LLP

Andrews Kurth LLP

Dickstein Shapiro LLP
Drinker Biddle & Reath LLP
Gibson, Dunn & Crutcher LLP

Kilpatrick Townsend &
Stockton LLP

SPONSORS

AT&T

Allstate Insurance Company
Cahill Gordon & Reindel LLP
Carlton Fields P.A.

Crowell & Moring LLP
Duane Morris LLP

Epstein Becker & Green, P.C.
Faegre & Benson LLP
General Mills Inc.

Haynes and Boone, LLP

Hellerman Baretz
Communications

Hinshaw & Culbertson LLP
Hodgson Russ LLP

Johnston Barton Proctor
and Rose LLP

JPMorgan Chase & Co.
K&L Gates LLP
Kaye Scholer LLP

Jones Day

Walmart

McCarter & English LLP

Ogletree, Deakins, Nash,
Smoak & Stewart, P.C.

Sutherland, Asbill &
Brennan LLP

White & Case LLP

Larson e King, LLP

Latham & Watkins LLP
LexisNexis

Manatt, Phelps & Phillips, LLP

Marsha Redmon
Communications

McDermott Will & Emery LLP
McGuire Woods LLP

New York Life Insurance
Company

Orrick, Herrington &
Sutcliffe LLP

Phillips Lytle, LLP
Prudential Financial, Inc.

Schoeman Updike &
Kaufman, LLP

Starnes Davis Florie LLP
Steptoe & Johnson LLP

Troutman Sanders LLP




NEW MEMBER LIST

New Members

From May 1, 2011 through August 31, 2011, the following have become NAWL individual members.
Thanks for your support of NAWL.

Kit Addleman
Haynes and Boone, LLP
Dallas, TX

Kristen H. Albertson
Walmart
Bentonville, AR

Jessica Ring Amunson
Jenner & Block LLP
Washington, DC

Maria Anastas

Ogletree, Deakins, Nash, Smoak
& Stewart, P.C.

San Francisco, CA

Shelli Anderson
Franczek Radelet
Chicago, IL

Andrea D. Ascher

Schoeman, Updike & Kaufman,
LLP

New York, NY

Alexandra Awai
Cooper & Dunham LLP
New York, NY

Randi J. Bader

New York Life Insurance
Company

New York, NY

Lauren Courtney Baillie
Public International Law &
Policy Group

Washington, DC

Nancy A. Barrood
Aegis Cartelle
Princeton, NJ

Whitney Barrows

Cetrulo & Capone LLP
Boston, MA

42

Elizabeth C. Barton
Day Pitney LLP
Hartford, CT

Maria Barton
Latham & Watkins LLP
New York, NY

Linda Kay Baxter

Swetman Baxter Massenburg,
LLC

New Orleans, LA

Allison G. Phillips Belnap
Fillmore Spencer, LLC
Provo, UT

lleana M. Blanco
DLA Piper LLP (US)
Houston, TX

Jill Bollettieri
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NETWORKING ROSTER

The NAWL Networking Roster is a service for NAWL members to provide career and business networking op-
portunities within NAWL. Inclusion in the roster is an option available to all members, and is neither a solicita-
tion for clients nor a representation of specialized practice or skills. Areas of practice concentration are shown
for networking purposes only. Individuals seeking legal representation should contact a local bar association
lawyer referral service.

PRACTICE AREA KEY
ACC Accounting Energy Media
ADO Adoption

ADR Alt. Dispute Resolution
ADV Advertising ERISA
ANT Antitrust
APP Appeals
ARB Arbitration
BDR Broker Dealer Family

Entertainment MedicalMalpractice

Environmental Mergers & Acquisitions
Municipal

Estate Planning Internet

Ethics & Prof. Resp. Nonprofit
Executive Compensation Occupational Safety & Health
Personal Injury

Probate & Administration

Product Liability

BIO Biotechnology Finance
BKR Bankruptcy
BNK Banking Gaming

BSL Commercial/ Bus. Lit. Gender & Sex
CAS Class Action Suits

Franchising
Real Estate

Risk Management
Government Contracts N IS
CCL Compliance Counseling Sexual Harassment
Civ Civil Rights

CLT Consultant

CNS Construction

Ccom Complex Civil Litigation
CON Consumer

COR Corporate

CRM Criminal

Cus Customs

DOM Domestic Violence
EDU Education Litigation
EEO Employment & Labor Land Use
ELD Elder Law

ELE Election Law

Guardianship
Health Care
Hotel & Resort

Sports Law
Social Security
Intellectual Property Security Clearances
Immigration Tax

Insurance Telecommunications
International Tort Litigation
Investment Services Toxic Tort
Information Tech/Systems Trade
Juvenile Law Transportation

Wills, Trusts&Estates
White Collar Crime
Lobby/Government Affairs Women’s Rights

Maritime Law Worker’s Compensation
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ALABAMA

Jennifer Rose

The Rose Law Firm, LLC

205 20th Street North, Suite 915
Birmingham, AL 35203
Jennifer@theroselawfirmlic.com
T. 205.323.1124

FAM, DIV, ADO, T&E

Marda W. Sydnor

Parsons, Lee & Juliano, P.C.
P.0. Box 530630
Birmingham, AL 35253
msydnor@PLJPC.com

DEF, LIT, MED, PRM, PRL

Deborah Ann Wakefield
Parsons, Lee & Juliano, P.C.
P.0. Box 530630
Birmingham, AL 35253
dwakefield@pljpc.com
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ARIZONA

Kimberly A. Demarchi
Lewis and Roca LLP
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Suite 1900
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kdemarchi@Irlaw.com
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ARKANSAS

Niki Cung

Kutak Rock LLP

234 E. Millsap Road, Suite 400
Fayetteville, AR 72703
niki.cung@kutakrock.com
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Dominica C. Anderson

Duane Morris LLP
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Suite 2200

San Francisco, CA 94105-1127
dcanderson@duanemorris.com
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Tiffany Dou

Gresham Savage Nolan &
Tilden, APC
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tiffany.dou@greshamsavage.com
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Emma D. Enriquez
Gresham Savage Nolan &
Tilden, APC
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emma.enriquez@
greshamsavage.com
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LIT, ILP, BRP

Renee Welze Livingston
Livingston Law Firm

1600 South Main Street,

Suite 280

Walnut Creek, CA 94596
rlivingston@livingstonlawyers.com
T: 925.952.9880

PRL, TRN, PIL, INS

EdIth R. Matthai

Robie & Matthai

500 S. Grand Avenue, 15th Floor
Los Angeles, CA 90071
ematthai@romalaw.com

Leila S. Narvid

Payne & Fears LLP
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San Francisco, CA 94107
In@paynefears.com

EEO

Ellen A. Pansky

Pansky Markle Ham LLP
1010 Sycamore Avenue,
Suite 308

South Pasadena, CA 91030
epansky@panskymarkle.com
T: 213.626.7300

ETH

Mary-Christine (M.C.) Sungaila
Snell & Wilmer LLP

600 Anton Blvd., Suite 1400
Costa Mesa, CA 92626
mcsungaila@swlaw.com

COLORADO

Linda J. Chalat

Chalat Hatten & Koupal PC
1900 Grant Street, Suite 1050
Denver, CO 80203
Ichalat@chalatlaw.com

T: 303.861.1042

PFL, PIL

Margaret Parnell Hogan
Littler Mendelson P.C.

1200 17th Street, Suite 1000
Denver, CO 80202
mphogan@littler.com

EEO

CONNECTICUT

Elizabeth C. Barton

Day Pitney LLP

242 Trumbull Street
Hartford, CT 06103
echarton@daypitney.com

Amy Kokoski

Axinn Veltrop & Harkrider LLP
90 State House Square
Hartford, CT 06248
alk@avhlaw.com

T. 860.275.8131

ILP, LIT, PAT

DELAWARE

Corrine Elise Amato

Morris James LLP

500 Delaware Avenue, Suite 1500
Wilmington, DE 19801
camato@morrisjames.com

T. 302.888.5206

BSL, COR, LIT

DISTRICT OF COLUMBIA

Jessica Ring Amunson
Jenner & Block LLP

1099 New York Avenue, NW,
Suite 900

Washington, DC 20001
jamunson@jenner.com

T. 202.639.6023

Lisa Barclay

Zuckerman Spaeder LLP

1800 M. Street NW, Suite 1000
Washington, DC 20001
barclay@zuckerman.com
COM, FDL, ETH

Deanna Dawson

Justice at Stake
Washington, DC 20004
ddawson@justiceatstake.org
T. 202.588.9434

Elaine Fitch

Kalijarvi, Chuzi & Newman, P.C.
1901 L. Street, NW, Suite 610
Washington, DC 20036
efitch@kcnlaw.com

EEO

Deborah Schwager Froling
Arent Fox LLP

1050 Connecticut Avenue, NW
Washington, DC 20036
froling.deborah@arentfox.com
T. 202.857.6075

COR, RES, SEC, M&A

Shanda Nicole Hastings

K & L Gates LLP

1601 K Street, NW
Washington, DC 20006
shanda.hastings@klgates.com
T: 202.778.9119

APP, CAS, BSL, SEC, GOV

Megan E. Jones

Hausfeld LLP

1700 K. Street, NW, Suite 650
Washington, DC 20006
mjones@hausfeldlip.com

T: 202.540.7149

Margaret S. Lopez

Ogletree, Deakins, Nash, Smoak
& Stewart, P.C.

2400 N Street, NW, Fifth Floor
Washington, DC 20037
margaret.lopez@odnss.com

T: 202.887.0855

BSL, EEO, LIT

Emily W. Mao

Alston + Bird LLP

950 F Street, NW
Washington, DC 20004-1404
emily.mao@alston.com

Andrea Lee Negroni

Buckley Sandler LLP

1250 24th Street, N.W.
Washington, DC 20037
alnegroni@buckleysandler.com
T: 202.349.8032

Ellen Ostrow, Ph.D., CMC
Lawyers Life Coach LLC

910 17th Street, NW, Suite 306
Washington, DC 20006
ellen@lawyerslifecoach.com

T: 202.595.3108

CLT

DELAWARE

Corinne Elise Amato

Morris James LLP

500 Delaware Avenue, Suite 1500
Wilmington, DE 19801
camato@morrisjames.com

BSL, COR, LIT

Stacey Novinger Smith
Richards, Layton & Finger
One Rodney Square

920 North King Street
Wilmington, DE 19801
smith@rlf.com

T: 302.651.7863
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FLORIDA

Diana Patricia Abril

elandia International, Inc.
8200 NW 52ND Terrace,
Suite 102

Miami, FL 33166
diana.abril@elandiagroup.com
T. 786.342.7403

Karen H. Curtis

Clarke Silvergate & Campbell, PA.
799 Brickell Plaza, Suite 900
Miami, FL 33131
kcurtis@csclawfirm.com

T: 305.377.0700

Jana Marie Fried

Bennett Aiello Cohen & Fried
25 Southeast Second Avenue,
8th Floor

Miami, FL 33131
jfried@bennettaiello.com
BSL, COM, EEO, PRL, TOX

Kathryn M. Fried

Lash & Goldberg, LLP

100 S.E. 2nd Street, Suite 1200
Miami, FL 33131
kfried@lashgoldberg.com

T: 305.347.4040

BSL, HCA

Jane Kreusler-Walsh
Kreusler-Walsh Compiani &
Vargas PA

501 S. Flagler Drive, Suite 503
West Palm Beach, FL 33401
janewalsh@kwcvpa.com

APP

Jill Sarnoff Riola
Carlton Fields, PA.
450 S. Orange Avenue
Orlando, FL 32801
jriola@carltonfields.com
T. 407.244.8246

ILP

Kathy Tayon

Fowler White Boggs P.A.

1200 East Las Olas Boulevard,
Suite 400

Fort Lauderdale, FL 33301
kathy.tayon@fowlerwhite.com

Carol E. Thorstad-Forsyth

Fox Rothschild LLP

Esparante Building

222 Lakeview Avenue, Suite 700
West Palm Beach, FL 33407
cforsyth@foxrothschild.com
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Rebecca J. Mercier Vargas
Kreusler-Walsh, Compiani &
Vargas PA

501 S. Flagler Drive, Suite 503
West Palm Beach, FL 33401
rvargas@kwcvpa.com

T: 561.659.5455

APP

GEORGIA

Melissa Caen

Southern Company

30 Ivan Allen Jr. Boulevard
BIN SC/203

Atlanta, GA 30308
mkcaen@southernco.com
T: 404.506.0684

Ronne G. Kaplan

Kaplan Family Law

3350 Ravenwood Parkway,
Suite 1900

Atlanta, GA 30339
ronne@kaplanfamilylaw.com
FAM

Adrienne Hunter-Strothers
Warner Mayoue Bates &
McGough, P.C.

Atlanta, GA 30339
astrothers@wmbmlaw.com
T. 770.951.2700

Debra Sydnor

Alston & Bird LLP

One Atlantic Center

1201 W. Peachtree Street
Atlanta, GA 30309-3424
debra.sydnor@alston.com

Elizabeth Tatum

Tatum Hillman Hickerson &
Powell, LLP

1737 West Wesley Road
Atlanta, GA 30327
etatumB5@gmail.com

HAWAII

Sharon Valentine Lovejoy
Starn O’Toole Marcus & Fisher
Pacific Guardian Center,
Makai Tower

733 Bishop Street, Suite 1900
Pacific

Honolulu, HI 96813
slovejoy@starnlaw.com

BSL, COM, EPA, LIT, LND

ILLINOIS

Shelli Anderson

Franczek Radelet

300 S. Wacker Drive, Suite 3400
Chicago, IL 60606
mca@franczek.com

T: 312.786.6119

EDU, EEO

Kara McCall

Sidley Austin LLP
One S. Dearborn
Chicago, IL 60603
kmccall@sidley.com
T: 312.853.2666

Cheryl Tama Oblander

Butler Rubin Saltarelli & Boyd
LLP

70 West Madison, Suite 1800
Chicago, IL 60602
ctama@butlerrubin.com

T: 312.696.4481

BSL, EEO

Rachael George Pontikes
Duane Morris LLP

Chicago, IL 60606
rgpontikes@duanemorris.com

Janet A. Stiven

Dykema Gossett PLLC

10 S. Wacker Drive, Suite 2300
Chicago, IL 60606
jstiven@dykema.com

T. 312.627.2153

BSL, COR

Roxanne Barton Conlin
Roxanne Conlin & Associates, P.C.
Edna Griffin Building, Suite 600
319 7th Street

Des Moines, IA 50309
roxlaw@aol.com

T. 515.283.1111

TRL, APP, MED, PRL, CIV

KANSAS

Sarah J. Loquist

Unified School District No. 259
201 N. Water

Wichita, KS 67202
sloquist@usd259.net

T: 316.708.8346

Linda S. Parks

Hite, Fanning & Honeyman L.L.P.
100 N. Broadway, Suite 950
Wichita, KS 67202-2209
parks@hitefanning.com

COR, BKR

Angel Zimmerman
Valentine, Zimmerman &
Zimmerman, PA.

112 W 7th, Suite 200
Topeka, KS 66603
angel@valentine-law.com

KENTUCKY

Angela McCorkle Buckler
Wyatt, Tarrant & Combs, LLP
500 W. Jefferson, Suite 2800
Louisville, KY 40202
abuckler@wyattfirm.com

T: 502.562.7391

EEO

Sarah Grider Cronan

Stites & Harbison, PLLC

400 W. Market Street, Suite 1800
Louisville, KY 40202
scronan@stites.com

TIPS

LOUISANA

Linda Kay Baxter

Swetman Baxter Massenburg, LLC
650 Poydras Street, Suite 2400
New Orleans, LA 70130
kbaxter@sbm-legal.com

EPA, TOX

Kristina S. Clark

Rosenberg & Clark LLC

400 Poydras Street, Suite 1680
New Orleans, LA 70130
tina@rosenbergclark.com

T: 504.620.5400

Louise C. Higgins
Irpino Law Firm

2216 Magazine Street
New Orleans, LA 70130
|.higgins@irpinolaw.com
PIL, CIV, LIT

MARYLAND

Jo Benson Fogel

Jo Benson Fogel, PA.
5900 Hubbard Drive
Rockville, MD 20852
jfogelpa@aol.com
FAM, EST, GRD
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MASSACHUSETTS
Faith F. Driscoll
RCN

14 Carlisle Road
Dedham, MA 02026
faithd@rcn.com

T. 781.326.6645
ILP

MICHIGAN

Elizabeth K. Bransdorfer

Mika Meyers Beckett & Jones PLC
900 Monroe Avenue, NW

Grand Rapids, MI 49503
ebransdorfer@mmbjlaw.com

T. 616.632.8000

Sue Ellen Eisenberg

Sue Ellen Eisenberg &
Associates, P.C.

33 Bloomfield Hills Parkway,
Suite 145

Bloomfield Hills, MI 48304
see@seelawpc.com

T. 248.258.5050

EEO

Catherine McClure
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The Duane Morris Women's Initiative was designed by and for Duane
Morris women attorneys to formally bring together women lawyers
throughout the firm to exchange ideas, foster and expand business
contacts and opportunities, and enhance attorney development. The
Initiative salutes the NAWL Women Lawyers Journal as a vehicle
for discussing substantive issues impacting women in the law.
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Advancing Women in the Legal Industry

EXPERIENCE LEADERSHIP.

Dickstein Shapiro is widely regarded for its commitment to advancing women'’s
issues in the legal marketplace. The Firm actively works to foster an environment
that is consistently employee- and family-friendly and maintains focused efforts
to attract the most talented female attorneys. In 2009, Dickstein Shapiro topped
the Project for Attorney Retention survey with 67% of its new partner promotions
going to women in the Firm. The Managing Partners of the New York and

Los Angeles offices, the Deputy General Counsel, two members of the Executive
Committee, and four of its five C-level officers are women. For the past 18 years,
the Firm has been an avid supporter of NAWL, and its attorneys have served

in various leadership positions. Dickstein Shapiro partner Katherine Henry is

a former NAWL President, and partner DeAnna Allen currently serves on the
NAWL executive board. Working together with NAWL and other like-minded
organizations, Dickstein Shapiro continues to improve the professional lives of

women attorneys by encouraging their development and retention.

To learn more about our Women'’s Leadership Initiative (WLI), contact WLI
Co-Leader Elaine Metlin at (202) 420-2263 or metline@dicksteinshapiro.com
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