
The Diversity Scorecard records the average number of 

full-time-equivalent minority attorneys—Asian-American, 

African-American, Latino or Hispanic, Native American and 

self-described multiracial attorneys—at Am Law 200 and 

National Law Journal 250 law firms in the calendar year 2017. 

Lawyer counts are average full-time-equivalent (FTE) figures. 

Partner statistics include both equity and 

nonequity partners. Nonpartner figures include 

associates as well as special counsel, of counsel 

and other staff attorneys. The survey does 

not include contract attorneys. The heading 

“Other Minority” includes Native Americans 

and attorneys who said they are multiracial. 

Lawyers of Middle Eastern heritage are 

counted as nonminority attorneys for the 

purposes of this survey.

Prior to 2009, Diversity Scorecard rankings 

were based only on the minority percentage 

of all U.S. attorneys. Starting in 2009, we 

revised our rankings to stress the importance 

of hiring and promoting minority attorneys 

to partnership positions. Each firm’s diversity 

score is calculated by adding the minority 

percentage of all U.S. attorneys at the firms 

surveyed to the minority percentage of all U.S. 

partners at those firms.

A total of 34 Am Law 200 and NLJ 250 firms declined to 

provide us with numbers. The Am Law Second Hundred firms 

that did not submit their diversity numbers were: Arnall Golden 

Gregory, Boies Schiller Flexner, Buchanan Ingersoll & Rooney, 

Eckert Seamans, Gardere Wynne Sewell, Herrick Feinstein, 

Jeffer Mangels Butler & Mitchell, and Williams Mullen. 
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the top 40-rankeD FirMs
2017 

Diversity 
rank

2016 
Diversity 

rank Firm name
Diversity 

score*

% oF 
minority 

attorneys

% oF 
minority 
Partners

total U.s. 
attorneys

29 27 simpson 
thacher 35.1 25.3% 9.8% 814

31 38 thompson 
coe 34.3 19.6% 14.7% 194

32 34 sheppard 
mullin 34.2 22.4% 11.8% 652

33 33 Fish 34.0 21.3% 12.7% 343

34 31 covington 33.8 21.4% 12.4% 803

35 39 cadwalader 33.7 25.0% 8.7% 304

36 57 kasowitz 33.4 19.3% 14.1% 266

37 35 o'melveny 32.8 21.9% 10.9% 588

38 30 Haynes and 
Boone 32.7 21.0% 11.7% 501

39 42 littler 32.6 20.3% 12.3% 996

40 60 mcDermott 32.4 18.8% 13.6% 687

31 38 thompson coe 34.3 19.6% 14.7% 194
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“Last year, general counsel of 
major U.S. corporations issued a 
strong mandate to their outside 
counsel. Give us diverse teams of 
attorneys, they said, or else. While 
such strategies had been imple-
mented before by clients, this time 
the request took a much more se-
rious tone that threatened to affect firms’ bottom lines.

General counsel at Hewlett-Packard, Facebook Inc. and Met-
ropolitan Life Insurance Co. announced initiatives in early 2017 
that required more diversity among their outside counsel at the 
risk of decreased fees.

In the year since these mandates, Big Law has worked to meet 
the new demands, crafting and implementing diversity and inclu-
sion initiatives that strive to increase the recruitment of diverse 
talent and develop opportunities for minorities to rise through the 
ranks.

General counsel have used this year as a training ground to 
prepare law firms for the expectations ahead—and now they’re 
ready to get serious.

There is still a long road ahead for Big Law, as the results of 
our 2018 Diversity Scorecard show. The proportion of minorities 
in Big Law still continues to increase incrementally.

Minority lawyers working in Am Law 200 firms and NLJ 250 
firms increased just 0.5 percent in 2017, making up only 16.1 per-
cent of attorneys in Big Law, up from 15.6 percent in 2016. The 
percentage of minority partners also saw 0.5 percent growth in 
2017, to 9.1 percent from 8.6 percent the year prior. The total 
number of minority nonpartners at law firms inched up to 21.7 
percent from 21.2 percent in 2016.

The slight increase in the number of diverse attorneys in Big 
Law was mirrored among the different minority groups in this 
year’s Diversity Scorecard. Asian-American lawyers still remain the 
best-represented group, comprising 7.1 percent of Big Law attor-
neys in 2017, up from 6.9 percent the year prior. The proportion 
of Asian-American partners increased 0.2 percent from 2016 to 
3.5 percent last year while nonpartners only increased 0.1 percent 
across Big Law to 10 percent.

The total number of African-American attorneys only in-
creased from 3 percent to 3.1 percent last year. Likewise, the num-
ber of African-American partners and nonpartners only increased 
0.1 percent to 2 percent and 4.1 percent, respectively.

The total number of Hispanic attorneys also grew 0.1 percent 
to 3.8 percent in 2017. The same went for increases among part-
ner and nonpartner ranks, which grew to 2.7 percent and 4.6 per-
cent, respectively.
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For the fifth consecutive year, 
White & Case holds the top spot 
on the Diversity Scorecard rank-
ings. (Each law firm earned a 
score that is based on its percent-
age of minority lawyers plus its 
percentage of minority partners.) 
Of the firm’s 717 attorneys in the 

United States in 2017, 33.8 percent were minorities, including 21 
percent of U.S. partners. These percentages are up slightly from 
2016, when the firm reported that 33.4 percent of its attorneys and 
20.6 percent of its partners belonged to a minority group.

“Our commitment to a diverse and inclusive workplace is ab-
solute,” says Maja Hazell, global head of diversity and inclusion at 
White & Case.

“In addition to a number of affinity groups, initiatives and proj-
ects dedicated to increasing diversity and fostering more inclusive 
leadership competencies, we value education and growing under-
standing of our people’s varied backgrounds, interests and needs in 
order to deliver their best performance,” she adds.

Fragomen, Del Rey, Bernsen & Loewy, a New York-based 
firm that focuses on immigration law, held the second spot on the 
Scorecard for the fourth year in a row. Wilson Sonsini Goodrich 
& Rosati and Fenwick & West again ranked third and fourth, re-
spectively, while Best Best & Krieger jumped from No. 12 to the 
fifth spot on the scorecard.

Procopio, Cory, Hargreaves & Savitch; Morrison & Foerster; 
Curtis, Mallet-Prevost, Colt & Mosle; Kobre & Kim; and Cleary 
Gottlieb Steen & Hamilton rounded out the top 10 firms.

Further down the scorecard, several firms made notable gains in 
diversity. Kramer Levin Naftalis & Frankel made the largest leap in 
2017, jumping from No. 124 to No. 79, thanks to a slight increase in 
the number of Asian-American nonpartners and partners.

Reed Smith jumped up the rankings from No. 120 to No. 82, 
due in part to increases in its Hispanic head count. Hughes Hub-
bard & Reed also had one of the biggest jumps in 2017, moving 
from No. 74 to No. 41, while California-based Allen Matkins Leck 
Gamble Mallory & Natsis also bumped up from No. 81 to No. 45, 
thanks to some additions in its Asian-American head count.

Where there’s growth, there’s also decline. Schiff Hardin had 
the steepest drop in 2017, falling from No. 60 to No. 112. The 
firm’s percentage of minority attorneys fell from 16.4 in 2016 to 
13.7 last year due to significant drops in the number of Asian-
American nonpartners, African-American partners and Hispanic 
partners.

“We saw a modest 3 percent drop in our minority lawyer count, 
which is a trend we want to reverse because diversity has always 

Constangy, Brooks, smith & ProPhete

Cleary gottlieB steen & hamilton

BuCkleysandler

kasowitz Benson torres

thomPson, Coe, Cousins & irons

9.2%

7.4%

6.8%

6.8%

6.7%

Firms With highest Percentage oF aFrican-american attorneys
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been a strong tradition and a key component of Schiff Hardin’s cul-
ture,” says Schiff Hardin managing partner Marci Eisenstein. “We 
remain committed to recruiting and retaining top diverse talent.”

Greenspoon Marder also had one of the largest drops in 2017, 
falling from No. 46 to No. 85. Dickinson Wright fell from No. 
142 to No. 179 due to a 3.4 percent decrease in the number of mi-
nority attorneys across its offices in the United States.

a Mandate for change

In February 2017, Kim Rivera, chief legal officer and general 
counsel at HP, caught the attention of the legal community when 
she and HP announced a new diversity initiative that required its 
outside firms to have at least one diverse relationship partner on 
its matters or have one woman and “racially/ethnically diverse at-
torney” performing at least 10 percent of the billable hours.

Since then, Rivera and her team have been tracking hours sub-
mitted by their outside counsel and have looked at hours recorded 
by diverse attorneys on a quarterly basis, using a tool that both 
collects the data and automates it to determine whether firms are 
meeting the criteria, Rivera says.

And so far, the feedback from law firms has been quite positive.
“Firms have been overwhelmingly supportive of the initiative, 

and many have specifically expressed the desire to help ensure its 
success,” Rivera says. “We’ve heard from multiple firms that our 
initiative is providing the impetus to drive broader change within 
their own organizations.”

Over the course of the mandate’s pilot year, HP solicited in-
formation and reported the results but withheld no fees, Rivera 
says. That allowed the company to proactively identify and address 
any gaps or issues in its requirements or concerns over technology 
used to collect the information.

Not everything has been rosy.
“Although we have offered guidance and support during the 

ramp-up period, a handful of firms were not compliant with the 
initiative and we have already started withholding from invoices 
submitted,” Rivera says.

She doesn’t believe that any of these firms “aren’t getting it,” 
though. Rather, Rivera and her HP team understand that for some 
firms it will take longer to implement structures that enable them 
to meet the company’s criteria.

“We are working with these firms to understand their barriers and 
how we can help them overcome them,” she says. “Working together, 
we believe we can enable the systemic change we are striving for.”

new approaches, new opportunities

While diversity mandates like those issued by general counsel last 
year aren’t anything new, there has been a higher level of intensity 

around these issues of late, says Carlos Dávila-Caballero, director 
of diversity and inclusion at Cleary.

Before these diversity mandates, when clients requested metrics 
from law firms around diversity and inclusion, it was often through 
a diversity supplier program, Dávila-Caballero says.

For example, he says, “the corporation had diversity supplier 
mandates and that team would send us a communication and we 
would respond to it and that would be the end of that endeavor 
and you would not hear back.”

Even though corporations are still collecting the same informa-
tion, they aren’t doing it from the diversity supplier side. Instead, 
many requests have now come straight from general counsel of-
fices, which creates a different set of communications and evalua-
tions, Dávila-Caballero says.

“That means that I [and] the relationship partners at the firm 
are receiving email communications, telephone conversations, in-
vitations to sit and discuss the staffing,” he says.

And for a firm such as Cleary, where nearly 29 percent of attor-
neys are diverse, that means talking about best practices the firm 
has implemented and how companies can implement them in their 
own legal teams.

This has resulted in a variety of collaborations between clients 
and their law firms, whether that’s through diversity and inclusion 
programming and curricula on unconscious bias or mentoring, or 
through other endeavors.

“It really has opened the door, and it’s now presenting an excel-
lent opportunity for heads of diversity like myself [or] chief diver-
sity officers to work with internal leadership and collaborate with 
the general counsel and the relationship partners on a whole series 
of topics that [were] very inward-looking and now become exter-
nal,” Dávila-Caballero says. “And I think that will become a posi-
tive, and I think that is why we will start to see a lot more move-
ment in it.”

PepsiCo Inc., which, like HP, has one of the highest shares of 
ethnic minorities on its board, at 27 percent, implemented one of 
the more stringent diversity surveys.

In addition to using the American Bar Association Model Di-
versity Survey, the beverage company’s reporting requirement 
includes an essay question asking about the law firm’s diversity 
recruitment and retention strategies and other specific attributes 
that would drive a more diverse culture, says Michele Thatcher, 
senior vice president and chief counsel at PepsiCo.

“It’s just giving examples of things that they’re doing,” Thatch-
er says. “Knowing that we care about those examples really seems 
to have been positive.”

The inclusion of an essay also allows PepsiCo to look beyond 
the numbers that law firms report.
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““Whenever you have a statistical analysis or you have a formu-
la, that formula or stat may not tell the whole picture,” says Dave 
Yawman, PepsiCo’s executive vice president and general counsel. 
“And so the challenge is any time you’re asking just for numbers, 
how do you flesh out the story of what’s really going on at the 
firm.”

Yawman gives the example of a law firm that had four diverse 
partners leave over the course of the year for in-house positions. 
While the firm’s statistics were impacted, it wanted to assure its cli-
ent that its commitment to diversity and inclusion remained intact.

a Matter of intent

At the end of the day, the profession as a whole has to be proactive, 
deliberate and persistent, Yawman says.

Law firms can’t take a first-year associate and make that person 
a partner when they aren’t ready, but firms have to have an intent 
and stick with it year in and year out, he adds.

“It’s one of the things that we flesh out through our program, 
and through our discussions with firms, is no matter where any-
body is relative to their scoring, whether they are above or below 
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our median, we expect everybody, ultimately, to do a little better 
the next time that we ask,” Yawman says.

These discussions have also yielded conversations about per-
haps the biggest and most persistent issue when it comes to tack-
ling diversity in the legal profession: the pipeline.

“Some firms talked about the need to start at the high school 
level and start to drive diversity in terms of just getting diverse stu-
dents interested in the law and helping them put their career plan 
through college and, ultimately, hopefully, matriculating on to law 
school,” Thatcher says. 

While the number of diverse law students grows from year to year, 
it still hasn’t grown to a huge number, and firms are often left fighting 
over a small number of students from the beginning, says Atif Kha-
waja, co-head of Kirkland & Ellis’ diversity and inclusion committee.

“What I think the industry as a whole needs to do, and some-
thing we at Kirkland are committed to achieving, is to make the 
practice of law more interesting and inclusive so a broader mix of 
people choose to participate in it,” Khawaja says. 

Email: mtribe@alm.com
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