
© 2019 Snell & Wilmer1 © 2019 Snell & Wilmer

Law Firm Diversity & Inclusion 
Josh Woodard - Partner, Labor & Employment
and Women’s Initiative Committee Co-Chair



© 2019 Snell & Wilmer2

Agenda for Discussion

• Startling Statistics 
• Defining D&I
• Increased Focus on D&I
• #MeToo Movement / Backlash
• Tips for Reviewing D&I Efforts
• Lessons Learned
• Snell & Wilmer’s D&I Initiatives
• Bold New Ideas
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Startling Statistics
• Women comprise more than 50% of law students and 45% of 

law firm associates
– But, women comprise only 19% of law firm equity partners

• Huge talent drain on firms
– Reduced range of talent for clients
– Smaller base for client relationships
– Impacts growth
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Startling Statistics
• A Locke Lord partner (a woman of color) shared a 

story of how she found it difficult to get important 
experience:

– One of the firm’s litigators needed an attorney to help on a 
case and went through all of the men, all of the women, 
“then me.”

Source:  Why Women Leave the Profession
www.americanbar.org.  
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Startling Statistics
• The Philadelphia Bar Association asked 
• women lawyers to rate the following:

“I am happy at my job.”
• One associate responded:

– “Neutral. I am not happy or unhappy. I am resigned to the 
realities of an archaic and inefficient business model.”

Source:  What Women Want from Law Firms, Law 
Practice Today (July 2019),  www.lawpracticetoday.org.
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Startling Statistics
• 1,300 respondents from 350 of the U.S.’s largest law firms 

were surveyed:

– 81% of women were mistaken for a lower-level employee
– 60% of women left a law firm due to childcare commitments 

(compared with only 46% of men)
– 54% of women were responsible for arranging child care 

(compared to 1% of men)

Source: Why do experienced female lawyers leave?, ABA Journal 
(August 3, 2018), www.abajournal.com.
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Startling Statistics
• 79% of managing partners believe their firm has 

made gender diversity a priority.
– Only 54% of women concur.

• 71% of managing partners believe their firm has a 
culture that promotes women.
– Only 47% of women concur.

Source: Too Many Senior Women are Leaving the Profession, 
ABA Journal (August 3, 2018), www.abajournal.com.
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Startling Statistics
• Nearly 50% of women attorneys reported unwanted 

sexual contact
• 74% of women attorneys reported demeaning 

communications (compared to 8% of men)
• Women are chosen to act in lead roles by clients only 

17% of the time.

Source: Too Many Senior Women are Leaving the Profession   
www.abajournal.com, August 3, 2018
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Startling Statistics
• Women and men have comparable 

overall satisfaction with the practice of 
law.  

Source: Why do experienced female lawyers leave?, ABA 
Journal (August 3, 2018), www.abajournal.com. 
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Startling Statistics

• Women leave firms in far greater 
numbers than men.

• Underscores that women do not want to 
leave but feel pushed out. 

Source: Why do experienced female lawyers leave?, ABA 
Journal (August 3, 2018), www.abajournal.com. 
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Startling Statistics
• Harvard Business Review had debunked the theories that, 

in order to advance, women need to “lean in” more, 
become more ambitious, or receive special training.

• Harvard Business Review goes on the state that, instead of 
trying to “fix” or “improve” women, there needs to be a 
change in the culture of the organization, with buy-in, and 
accountability of leadership.  

Source: Too Many Senior Women are Leaving the Profession   
www.abajournal.com, August 3, 2018
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Startling Statistics
• Women attorney make 69 cents for every dollar earned by 

their male counterparts.  

Source: Too Many Senior Women are Leaving the Profession   
www.abajournal.com, August 3, 2018
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Defining D&I
• Diversity is being invited to the party. 

• Inclusion is being asked to dance.

• Diversity of Thought is not being made fun of how you dance.  
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Increased Focus on D&I
• Growing Public Scrutiny of D&I

– Business as usual snafus (i.e. Paul Weiss press release 
regarding new partners)
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Increased Focus on D&I
• Growing Public Scrutiny of D&I

Above The Law asked, What is the first thing you see in this 
picture?
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Increased Focus on D&I
– Putting the white in “white shoe” firms?
– That the woman was relegated to bottom corner billing?
– Nothing at all because this is what we are all accustomed 

to seeing in a large law firm?
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Increased Focus on D&I
• Growing Public Scrutiny of D&I

– Lawsuits (i.e. Jones Day) 
• “Jones Day’s fraternity culture presents female attorneys … 

with an unpalatable choice: participate in a culture that is 
at best inhospitable to women and at worst misogynistic or 
forego any success at the firm. For a female associate to 
succeed at Jones Day, she must at least tolerate the 
stereotyped expectations of the firm’s male power 
brokers.”
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Increased Focus on D&I
• Growing commitment to D&I among legal sectors

– Mansfield Rule signatories by firms and in-house counsel
• Named for Arabella Mansfield (first woman admitted to practice in 

the U.S.)
• Modeled after the NFL’s Rooney Rule (for every head coach 

opening, at least one diverse coach must be interviewed)
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Increased Focus on D&I
• Growing commitment to D&I among legal sectors

– Mansfield Rule
• Requires that at least 30% of candidate pool for promotions, 

senior-level hiring, and leadership should be women 

attorneys/attorneys of color.
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Increased Focus on D&I
• Growing market demand for D&I by clients

– 2016: ABA Resolution 113

– The ABA urges all providers of legal services, 

particularly law firms, to expand and create 

opportunities at all levels of responsibility for diverse 

attorneys.  
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Increased Focus on D&I
• Growing market demand for D&I by clients

– CEO Action for Diversity & Inclusion
• The largest CEO-driven business commitment to advance 

diversity and inclusion within the workplace.

• More than 750 CEO’s/Presidents participant
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Increased Focus on D&I
• Growing market demand for D&I by clients

– More than 170 GC’s Demanding Increased Diversity 

from law firms
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“#MeToo”
• The #MeToo movement brought a tidal wave of 

public allegations against powerful men for 
sexual assault and harassment.

• Started with 
Harvey Weinstein, 
but movement 
soon 
blossomed. . . 
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#MeToo Backlash
• Chilling effect on men?

– Will men meet behind closed doors with a 
woman?

– Will men engage in 1-on-1 mentoring with a 
woman?

– Will men invite women to travel for a work 
matter?  
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#MeToo
• Is More Training Needed?

– Traditional sex harassment training likely is not 
enough.  

• Research suggests men and women already know what 
harassment is and is not.  

– Harassers often rationalize bad behavior or 
believe the rules do not apply to them.  
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#MeToo Backlash
• Chilling effect on men?

– 2019 study found:
• 19% of men were reluctant to hire attractive women.
• 21% of men were reluctant to hire women for jobs 

involving close personal interactions.
• 27% of men avoid one-on-one meetings with women.

Source: The #MeToo Backlash, Harvard Business Review, 
(September-October 2019), www.hbr.org.  
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#MeToo Backlash
• Chilling effect on men?

– Rachel Strum, a professor at Wright State 
University who worked on the study:

“When men say, ‘I’m not going to hire you, I’m not going 
to send you traveling, [and] I’m going to exclude you from 
outings – those are steps backward.”

Source: The #MeToo Backlash, Harvard Business Review, 
(September-October 2019), www.hbr.org.  
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#MeToo Backlash
• What can men do?

– 476 CEO’s of Fortune 500 companies are men
– If we can get even 50% to care about diversity, we 

can accomplish much.  
– Lead by example
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Tips for Reviewing your D&I Efforts

• Quantitative Analysis
– Internal Analytics 

• Evaluate hires, promotions, attrition, billed hours, client leads, teams on client 
matters, and leadership at the firm based on diversity demographics

– National Data
• Good resources are the annual NALP Report on Diversity and ABA Legal 

Profession Statistics
– Pipeline Analysis of Available Talent 

• Who are your targeted law schools and geographic areas? Good resources for 
diversity demographics are Diverse Issues in Higher Education, US Dept of 
Education, and NALP Report on Diversity (for geographic-based insights)

– Academic-Based Research (i.e. what do the academics say?)
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Tips for Reviewing your D&I Efforts
• Qualitative Analysis 

– Programmatic Review 
• What are your current programs for the recruitment, promotion, and retention of 

diverse talent?  Do these have measurable impact? What areas/demographics 
aren’t you addressing?

– Stakeholder Voices
• Do a “listening tour”, town halls, or focus groups.  What’s at the top of attorneys’ 

minds as it pertains to D&I?
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Tips for Reviewing your D&I Efforts

• Qualitative Analysis 
– Individual and Organizational Surveys 

• What do your internal surveys say? Do you have relevant insights to use? What do 
other external climate surveys/research say?

– Best Practices (In & out of legal industry)
• What have other firms and industries done 

and learned?
– Client Surveys

• What types of insights are your clients 
requesting?

– Resource Review (Inclusive of ROI)
• How much money and resources have you 

invested, and what is the ROI?
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Map Out your Opportunities for Impact
• How can D&I be woven throughout all aspects of what you do?

• Don’t fall into the common mistake of being driven by program-based efforts.

• Can you articulate progress and efforts as they pertain to these common questions 
asked by clients:

• Retention of diverse talent
• Business development of diverse talent
• Diversity of your firm’s leadership roles
• Allocation of work among diverse talent
• Mentoring of diverse talent
• Lateral recruitment and hiring of diverse talent
• Fostering inclusion

• A thorough analysis and self-reflection will help to strategically understand where to 
prioritize efforts and resources.  
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Lessons Snell & Wilmer Learned
• We need to do better at increasing awareness and engage in efforts to 

weave D&I throughout all we do

• Being more ROI-centric on D&I programs, events, and sponsorships

• We can do better based on the data and qualitative evidence that we 
have  gathered.  
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D&I Efforts at Snell & Wilmer

• Involved in over 250 Pro Bono matters that directly affect diverse 
individuals / communities in 2018. 

• Involved in over 2 dozen initiatives and CLE’s that provide diversity-
focused professional development and/or a better understanding of 
diversity in the legal profession.

• Leadership and participation in over a dozen pipeline initiatives that 
aim to increase the firm’s diverse population.

• Networking with over 50 diversity-focused professional organizations.
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A Snapshot of D&I Efforts at Snell & Wilmer
2019 – The firm’s most diverse class of Summer Associates

o 44% ethnically diverse 
o 69% female

• Diversity programs that facilitate and expand the pipeline: 

o The Summer High School Internship Program for diverse high school 
students

o The Fellowship for Advancement and Resources Program for diverse 
college undergraduates and law school students

o The Diversity Legal Writing Internship Program for diverse law students
o The Women’s Business Development Training Program for female 

attorneys, and grant sponsorship of nonprofits serving diverse early-
childhood youth.  
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A Snapshot of D&I Efforts at Snell & Wilmer
• Ongoing leadership from the Firm’s Diversity Committee and Women’s 

Initiative committees who monitor and advocate for issues and policies 
affecting diverse talent at the Firm.  

• Facilitating policies and practices that support diverse talent (i.e. Ramp 
down/up for maternity/paternity leave).

• Being data-driven for measuring and tracking progress.

• Hiring a Director of Diversity, Inclusion and Community 
Outreach.
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Bold New Ideas
• In responding to why women’s gains 

in firms are so slow, one woman stated:

“Women lawyers need to be positively invested in the 
careers of other women lawyers, [they] need to be 
become mentors … and [they] need to … share the 
spotlight and opportunities with junior women.”

As stated by US Secretary of State Madeleine Albright, 
“There is a special place reserved in hell for women who 
do not support other women.”

• Source: As women lawyers gain influence, they must retain the law’s foundational 
values, ABA Journal, (December 20, 2018), www.abajournal.com 
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Bold New Ideas

• Morgan Lewis – Remote working program 
where lawyers work at home 2 days/week.  
– Beta test shows attorneys are more productive at home

• Baker Donelson – More than half of the firm’s new 
shareholders took parental leave.  

• Baker Hostetler – The firm works with Ellevate, a global 
professional women’s network. 
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Bold New Ideas

• Baker McKenzie – Launched Leaders Investing for 
Tomorrow (“LIFT”) focusing on elevating non-equity 
partners to equity partners resulting in the advancement 
of 25% of participants.

• Blank Rome – 120 women attorneys “hacked” the topics 
of leadership, D&I, and organizational efficiency. 

• Drinker Biddle – Firm-wide women’s retreat. 
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Bold New Ideas

• Latham & Watkins – 29% of the attorneys promoted to 
partner were women, and 1/3 of those were women of 
color.  And, almost 50% of the executive committee are 
working mothers.  

• Lowenstein Sandler – Created “Safe Space Discussions” 
to explore sensitive and professionally impactful topics.   
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Bold New Ideas

• Pillsbury Winthrop – Sends leaders of its Women’s 
Attorneys Network to Hastings Leadership Academy at 
UC Hastings College of Law, a course for women law firm 
partners and in-house counsel.  

• WilmerHale – Of the 2018 cases tried to verdict, women 
partners chaired or played major roles in 73% of them.   

Source: The 2019 Working Mother 60 Best Law Firms for Women, 
Working Mother, (July 3, 2019), www.workingmother.com.    
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Bold New Ideas
• Include women/minorities in your 

firm’s decision-making process.
– Especially in the firm’s long-term strategic planning 

process
• Train attorneys to recognize their own biases.

– Especially those who recruit and evaluate.
• Track assignments and make sure everyone has 

opportunities and such opportunities are not provided 
only through social channels.  
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Bold New Ideas
Extrinsic v. Intrinsic Rewards
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Bold New Ideas
• Plan for the future.

– If your firm has few women/minorities, 
or few women/minorities in leadership, evaluate 
what can be done differently.  

Source: Why Black Women Are Leaving Big Law (and What Firms Can Do About 
It), African American Attorney Network, (May 7, 2019), 
www.aaattorneynetwork.com.  
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Final Thoughts

• Aiming to “Be Better” is always a good guide for anyone who wants to 
start making progress. 

There is no “magic formula” for increasing D&I.  
Failures are ok!
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QUESTIONS?

Joshua Woodard
602-382-6281

jwoodard@swlaw.com 
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