
 

AABA Webinar: 
 

Walking the Walk: Initiatives to Diversify the Legal Profession 
October 14, 2020 

5:00pm –6:15pm 
 

Moderator: 

 

    Alison Tsao, SF Office Managing Partner, Carothers DiSante & Freudenberger LLP  

 

Speakers: 

 

 Kriti Rajput, Senior Corporate Counsel, AppDynamics LLC 

 Shirish Gupta, Mediator/Arbitrator, JAMS 

 Neel Chatterjee, Partner, Goodwin 

 Marc Fernandez, Assistant General Counsel, Intuit 

 Steven Chen, Senior Corporate Counsel, Zendesk 
 

Agenda: 
 

5:00 pm – 5:10 pm:        Opening remarks and introduction of speakers 

 

5:10 pm – 6:00 pm:        Discussion about how organizations and particularly legal 

organizations can implement diversity and inclusion initiatives to 

address bias issues in the workplace 

 

6:00 pm – 6:15 pm:        Q&A 
 
 
 
 

 

If you are an in-house legal team member, please participate in the AABA In-House 

Compensation Survey that will run until November 4, 2020 available 

at  http://tiny.cc/AABACompSurvey2020. AABA will generate an anonymized report from the 

data collected in this survey that will provide insight into the typical salary and benefits an in-

house legal team member in the Bay Area receives. To receive the report generated from the 

survey results, you must submit your e-mail address in the second form linked at the end of the 

survey, or be a member of AABA.  

 

Link to the Law in Tech Diversity website: http://www.lawintechdiversity.com/ 

 

Cisco Social Justice Initiatives website: https://www.cisco.com/c/en/us/about/social-

justice.html 

 

 

 

  



Materials: 

 

Harvard Business Review:  How to Fight Racism at Work 

 

 

Law360 Diversity Snapshot: How Does Your Firm Measure Up? 

By Jacqueline Bell | August 30, 2020, 9:02 PM EDT 

The legal industry has long struggled to change a difficult reality: 

the profession remains one of the least diverse. 

 

While there has been incremental progress, Law360's 2020 Diversity 

Snapshot shows that the ranks of U.S. law firms lack significant diversity, 

particularly at the top. 

 

Less than 10% of equity partners identify as a racial or ethnic minority. Few 

law firm leaders are attorneys of color. 

 

Initiatives and efforts to remake that reality have taken on a new urgency 

amid a global pandemic, the economic downturn and renewed calls for racial 

justice. Law firms are under pressure to revamp internal 

processes, fund new initiatives, examine hiring practices, create new 

programs and ensure that attorneys of color have equal access to 

opportunities. 

 

The legal industry faces two direct questions: Where are we now, and where 

do we want to be? 

 

The Diversity Snapshot — a picture of the legal industry captured before the 

pandemic scrambled the present and clouded the future — attempts to shed 

some light on some of those questions. 

 

When it comes to diversity, no law firms have discovered the answers. Any 

review of law firm data must first acknowledge that law firms as a whole 

fundamentally struggle with diversity and inclusion, and are at the 

beginning of a journey to correct longstanding problems, not the middle or 



end. 

 

Here, we looked at how law firms compare with firms of a similar size on two 

straightforward measures: the percentage of attorneys of color at the firm 

and the percentage of equity partners of color. 

 

For the firms that rise to the top on those two measures, we also provide a 

more detailed look at two other measures: the diversity of the firm's 

executive committee or similar management committee, and the percentage 

of recently promoted partners who are attorneys of color. 

 

We see this review as the beginning of a conversation that we hope will 

expand as we develop new ways of examining diversity in the profession, and 

evaluate the data that is the most relevant to answering difficult questions. 

As we continue to collect and analyze data, we welcome your 

comments here. 

 

Firms With 601 Attorneys or More 

 

For the largest firms that submitted data on their diversity efforts, the 

percentage of attorneys of color can range from 30% to less than 10%. Half of 

these law firms have attorney ranks that are between 15% and 22% attorneys 

of color. 

 

The firms at the top report that their attorney ranks are above 20% and their 

equity partner ranks are about 15% attorneys of color. 

 

Firms With 251 - 600 Attorneys 

 

For these firms that submitted data on their diversity efforts, the percentage 

of attorneys of color ranges from more than 35% to less than 5%. Many of 

these law firms have attorney ranks that are between 10% and 20% attorneys 

of color. 

 

Firms With 101 - 250 Attorneys 



 

For the firms in this group that submitted data on their diversity efforts, the 

percentage of attorneys of color ranges from nearly 45% to less than 5%. 

 

Several firms at the top of this echelon report that more than 25% of equity 

partners are people of color. 

 

Firms With 100 Attorneys or Fewer 

 

Among the smaller firms who submitted details on their attorney ranks, we 

looked for those that stood out for the representation of minorities in their 

attorney and equity partner ranks. Here are the 20 firms that rose to the top 

in both measures. 

 

 

Methodology: 

 

Law360 reviewed data from more than 300 firms to develop the ranking. 

In order to be included in the review, law firms had to at least provide 

demographic data on their overall attorney headcount. Firms had to have 

at least 20 attorneys in order to be reviewed. 

 

In order to compare organizations of similar size, we divided law firms into 

categories by the number of total attorneys reported: 601+ attorneys, 251-

600 attorneys, 101-250 attorneys, and 100 or fewer attorneys. For the first 

three size categories, we spotlight the 30 firms with top scores. For firms 

with 100 or fewer attorneys, we selected the 20 top-ranked firms from 

among those smaller firms that submitted data. 

 

In order to determine a firm's total score, we ranked law firms on their 

proportion of minority attorneys and their proportion of minority equity 

partners. Firms were awarded a proportion of the 50 points available in 

each category based on their rank in that category. Both measures are 

weighted equally. Possible scores range from 0-100. 

 



Most, but not all firms provided data on the additional measures, and not 

all firms had relevant data to share. Some firms do not have executive 

committees, for example. Firms that are marked "no data provided" could 

not provide data for those measures. The partner promotion measure 

includes firm responses to our survey query on the total number of 

attorneys promoted to partner, equity and nonequity. 

 

A few firms have merged since data on their 2019 numbers were provided, 

including Faegre Baker and Drinker Biddle. Since this data is reflective of 

numbers as of Dec. 31, 2019, they are listed under their previous names. 

 

  



Law360's Diversity Snapshot: What You Need To Know  
By Jacqueline Bell | August 30, 2020, 9:02 PM EDT 

Aglobal pandemic, economic uncertainty and a national 

reckoning on racial injustice have pushed the legal industry to ask 

hard questions about how firms develop and support their most vital 

resource: talent. 

 

The legal industry has long been one of the least diverse in the U.S., and the 

pandemic initially raised fears that financial rollbacks could undo even the 

most minimal gains in that area. But a growing racial justice movement is 

putting new pressure on law firms and legal industry leaders to do more to 

face and fix long-standing diversity and inclusion failures. 

Law360's latest Diversity Snapshot provides a data-driven view of U.S. law 

firms at the end of 2019. 

 

The jury is still out on how firms will fare after 2020, with some tentatively 

beginning to walk back austerity measures even as the public health 

crisis continues. 

 

For now, Law360's annual headcount survey shows a picture of an industry 

that is still struggling to turn diversity goals into realities, and that continues 

to report, at best, only incremental progress. 

 

Law360's annual Diversity Snapshot reveals more than 17% of attorneys and 

about 10% of all partners at surveyed law firms are minorities — similar 

results to last year's report. 

 

The more than 300 firms that responded to our survey include 87 of the 100 

largest U.S.-based firms, as ranked by the Law360 400. More than 80% of 

the top 200 largest U.S. law firms by head count participated. 

At every level of a typical law firm, the representation of minority attorneys 

increased by about one percentage point. 



 

This level of representation stands in sharp contrast to the growing number 

of law students of color who are matriculating at and graduating from U.S. 

law schools. People of color have made up more than 20% of law students for 

almost two decades and recently topped 30% of U.S. law school graduates. 

Some top-tier law schools are also reporting incoming classes with more 

than 40% of students identifying as a person of color. 

 

Black students make up nearly 8% of law students, while Hispanic students 

and Asian American students make up nearly 13% and about 6% of law 

school students, respectively. Multiracial students make up another 4%, 

according to data collected by the American Bar Association. 

 

However, the training of an increasingly diverse talent pool by U.S. law 

schools has yet to be reflected in the composition of U.S. law firms, 

particularly among the most elite group — law firm partners. 

 

At the firms Law360 surveyed, Black attorneys make up just over 3% of all 

attorneys, while those identifying as Hispanic make up over 4%. Asian 

attorneys are the best-represented minority group, making up about 7% of 

all attorneys. 

 

But in the partnership ranks, diversity fades significantly. 

 

Among nonpartners, just over 23% of attorneys identify as minorities. The 

number drops to just 10% for all partners. Looking at just equity partners, 

that number shrinks even further, to about 9%. 

 

Among the largest racial or ethnic groups, Asian American lawyers working 

at law firms are less likely than either Black or Hispanic attorneys to be 

partners — either nonequity or equity — according to data reported by law 

firms in this year's Law360 headcount survey. Twenty-three percent of Asian 

lawyers are partners, as compared with 26% of Black attorneys and 29% of 

Hispanic attorneys. 

 



Diversity Among Decisionmakers 

Within the uppermost ranks of law firms leaders, few firms 

could report that their firms were helmed by a person of color. 

 

More than 300 firms shared with Law360 the racial and ethnic composition 

of their executive or management committees. More than 40% of the firms 

that participated had no racial or ethnic diversity in those committees. 

 

Of the firms that reported the racial and ethnic demographics of their law 

firm leaders, more than 90% had leaders who identified as white. 

 

The leaders' titles included managing partner, chairman, CEO or similar 

rank. 

 

Pathways to Partner 

Promoting a slate of diverse talent is a core part of law firms' 

diversity efforts. Firms are facing pressure to be more mindful of the 

diversity of their partnership classes, and when large law firms fall 

short, they are increasingly called to account. 

 

Still, minorities are disproportionately represented in promotions to partner. 

 

Attorneys of color represent 16% of all partner promotions — equity and 

nonequity — reported by law firms in our annual survey. 

 

Black attorneys made up nearly 3% of those promotions, while Hispanic and 

Latino attorneys were more than 4% and Asian attorneys were 6%. 

 



Losing Talent 

When it comes to law firms making good on diversity goals, 

whether talented attorneys of color stay or go is a big part of the 

equation. 

 

For the firms that reported data to Law360, about 23% of attorneys who left 

their firms in 2019 were attorneys of color, even though they represent just 

17% of attorneys at law firms. Of nonpartners who left their firms, 27% were 

attorneys of color, even as attorneys of color make up just 23% of attorneys 

in that tier. 

 

Looking at the attrition of Hispanic, Black and Asian attorneys as a 

percentage of the total number of attorneys in those groups, nearly 12% of 

Hispanic attorneys departed law firms last year, while nearly 15% of Black 

attorneys did. More than 13% of Asian attorneys left their law firms. About 

9% of white attorneys went elsewhere. 

 

The Full Measure of Diversity 

True workforce diversity covers a wide variety of demographic 

differences, and the legal industry is starting to collect more 

demographic data on its workforce as clients increasingly demand 

diverse teams. 

 

Many of those corporations want to track not only the gender, race and 

ethnicity of the attorneys who might be working for them, but also attorneys 

who might identify as LGBTQ or who have reported a disability to their law 

firms. 



 

Most law firms that participated in our survey reported that they provide 

opportunities for LGBTQ attorneys to disclose information. About a quarter 

of respondents said they do not track that data. 

 

For the law firms that agreed to disclose LGBTQ data, more than 3% of all 

attorneys and more than 2% of partners identified as LGBTQ. 

 

Of the more than 300 U.S. law firms that provided detailed racial and ethnic 

diversity data to Law360, half told us they do not compile similar data on 

attorneys with disabilities. 

 

In law firms that did disclose this data to Law360, attorneys who disclosed a 

disability to their employers for purposes of diversity and inclusion made up 

about 1% of attorneys and 1% of partners, according to this year's survey. 

 

Traditionally, many attorneys have been leery of disclosing this type of 

information to their employers. 

 

But as clients increasingly ask for details on a broader spectrum of 

diversity beyond gender and race, diversity professionals are continuing to 

encourage disclosure and reaching out to their workforces in new ways. 

 

Diversity Initiatives 

This year, Law360 asked firms to talk about their diversity 

initiatives in order to be able to provide a more extensive snapshot of 

efforts underway. 

 

Most firms were able to affirm that they currently had a written diversity 

action plan. About one-fifth said such a plan was in the works. 

 

Other diversity initiatives have been less frequently implemented. Just over 



50% of law firms that responded to our survey said they have a designated 

diversity manager. 

 

Just over 30% of firms said they currently have a written succession plan 

that specifically creates opportunities for greater inclusion of diverse 

lawyers. 

 

Advancing Progress 

In this watershed moment for law firms and the legal industry, law 

firms are starting investing time and energy in new initiatives and 

alliances, attorneys of color are speaking out on the 

challenges they face, and challenging law firms to stop making 

excuses for a lack of diversity. 

 

More firms are funding initiatives to support racial justice. Questions of 

inclusivity are on the front burner as offices reopen, and calls continue 

for the legal industry to take a leadership role in fighting racism. 

Only time will tell if the urgency of the current moment translates into 

measurable results in years to come.More in Law360's 

Methodology: Law360 collected demographic data from more than 300 

U.S. firms, or vereins with a U.S. component, on their attorneys by head 

count as of Dec. 31, 2019, representing more than 117,000 attorneys, 

including more than 50,000 partners. Only U.S.-based attorneys were 

included in the survey, and firms had to have at least 20 U.S.-based 

attorneys to participate. Some attorneys declined to identify a race or 

ethnicity. 

 

80% of the top 200 firms in the Law360 400 submitted data to our survey. 

Of the top 100 firms in the Law360 400, 87 submitted data. 

 

Law360's data gathering methodology changed slightly in 2017 from 



previous years. 

 

Law360 now collects data from law firms using the race, gender and 

ethnicity categories used by the Equal Employment Opportunity 

Commission in its annual Employer Information EEO-1 survey. We also 

have added an option for attorneys who decline to identify a race or 

ethnicity. This did not result in a significant impact to results for overall 

diversity levels at U.S. law firms. 

 

In our analyses, the terms "minority" and "person of color" are defined as 

those who identify with one of any of these racial or ethnic groups: 

Hispanic/Latino, African American/Black, Asian American, Native 

American or Alaska Native, Native Hawaiian/Pacific Islander and two or 

more races. 

 

--Editing by Pamela Wilkinson and John Campbell. 
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Purpose 

To leverage the resources of the private bar in partnership with legal services organizations to amplify the voices of 

communities and individuals oppressed by racism, to better use the law as a vehicle for change that benefits communities of 

color and to promote racial equity in the law. 

Context 

Lawyers and law firms are uniquely positioned to analyze and advocate to change laws and policies that encourage, 

perpetuate or allow racial injustice. Many legal services organizations have spent decades working to dismantle systemic 

racism, and the private bar has historically been involved in serving underrepresented communities and individuals, 

supporting entities that serve those communities and advancing civil rights causes primarily through law firm pro bono 

programs. Recent events have affirmed and highlighted the need and responsibility for law firms to do more in partnership 

with legal services organizations to identify and dismantle structural or systemic racism in the law.  

The collaborative efforts of law firms, in partnership with legal services organizations, other sectors of the legal profession 

and key stakeholders, have the potential to create deeper and more lasting change than through firms acting independently. 

Focus 

The LFAA will facilitate the coordination of its member firms to best enable legal services organizations and the LFAA to 

create large-scale, coordinated pro bono projects that are both immediate and long-term in scope. Member firms will dedicate 

substantial pro bono resources to initiatives that address systemic racism as outlined herein. Law firms acknowledge their 

ongoing responsibility to increase diversity, equitable access to opportunities and inclusion of people of color within their 

ranks and, in tandem with the LFAA’s pro bono efforts, the leaders of the LFAA law firms are committed to examining and 

eliminating internal policies and practices that may perpetuate racial inequities within law firm structures. 

Mechanisms 

National collaboration across law 

firms. 

Development or enhancement of 

partnerships with legal services 

organizations and other stakeholders 

focused on race equity. 

Elevation of the voices of people and 

communities of color by leveraging 

the platforms of law firm leaders and 

law firms. 

Collaborative advocacy. 

Coordinated effort among law firm  

pro bono professionals and diversity 

and inclusion professionals. 

Involvement of corporate in-house 

legal departments in the LFAA 

initiatives. 

Action Items 

Host a summit of key stakeholders to 

prioritize the LFAA’s work facilitated by 

experts in the areas of racial justice and 

systemic project design.  

– Listen to and be guided by experts 

(including legal services organizations) 

and affected communities. 

– Blueprint a Systemic Racism Legal 

Inventory. 

– Charge the law firm pro bono 

professional community via the 

Association of Pro Bono Counsel 

(APBCo) with the organization and 

advancement of the LFAA. 

– Commit law firm leadership to 

continued action through the LFAA. 

 

Develop Systemic Racism Legal 

Inventory: a catalogue of laws, rules, 

policies and practices that result in 

negative outcomes for people of color, 

with priority focus to tackling anti-

Black racism as determined by affected 

communities and policy experts. 

Implement legislative and regulatory 

advocacy strategies to change laws, 

rules, policies and practices identified 

in the Systemic Racism Legal 

Inventory. 

Initiate high-impact litigation as required 

to effectuate reform identified in the 

Systemic Racism Legal Inventory. 

Evaluate the effectiveness of the 

LFAA through regular convening of 

stakeholders. 

 

 

For more information, please email LFAA contact Brenna DeVaney at Brenna.DeVaney@skadden.com. 

 

mailto:brenna.devaney@skadden.com


 

1 / Law Firm Antiracism Alliance 

 Member Firms (*As of 10/1/20 – 280 total)

Akerman LLP 

Akin Gump Strauss Hauer & Feld 

LLP 

Allen & Overy LLP 

Alston & Bird LLP  

Arent Fox LLP 

Armstrong Teasdale LLP 

Arnold & Porter Kaye Scholer LLP 

Ashurst 

The Axelrod Firm, PC 

Baker & Hostetler LLP 

Baker Botts L.L.P. 

Baker, Donelson, Bearman, 

Caldwell & Berkowitz, PC 

Baker McKenzie LLP 

Ballard Spahr LLP 

Banner Witcoff 

Barnes & Thornburg LLP 

Bass, Berry & Sims PLC 

Becker & Poliakoff 

Benesch, Friedlander, Coplan & 

Aronoff, LLP 

Bennett + Co 

Beveridge & Diamond, P.C. 

Bick Law LLP 

Bilzin Sumberg Baena Price & 

Axelrod LLP 

Blake, Cassels & Graydon LLP 

Blaney McMurtry LLP 

Blank Rome LLP 

Bodman PLC 

Boies Schiller Flexner LLP 

Bousquet Holstein PLLC 

Bowman and Brooke LLP 

Bracewell LLP 

Bradley Arant Boult Cummings 

LLP 

Brewer, Attorneys & Counselors 

Bricker & Eckler LLP 

Brown Rudnick LLP 

Brownstein Hyatt Farber Schreck, 

LLP 

Bryan Cave Leighton Paisner LLP 

Buckley LLP 

Bulkley, Richardson and Gelinas, 

LLP 

Bush Seyferth PLLC 

Butler Snow LLP 

Cadwalader, Wickersham & Taft 

LLP 

Cahill Gordon & Reindel LLP 

Carlton Fields 

Cassidy Levy Kent (USA) LLP 

Chapman and Cutler LLP 

Charles Russell Speechlys LLP 

Clark Hill PLC 

Clark Partington  

Cleary Gottlieb Steen & Hamilton 

LLP 

Clifford Chance US LLP 

Clinton & Peed 

Clyde & Co LLP 

Coblentz Patch Duffy & Bass LLP 

Conrad O’Brien PC 

Cooley LLP 

Covington & Burling LLP 

Cox, Castle & Nicholson LLP 

Cozen O’Connor 

Cravath, Swaine & Moore LLP 

Crowell & Moring LLP 

Davis & Gilbert LLP 

Davis Polk & Wardwell LLP 

Davis Wright Tremaine LLP 

Day Pitney LLP 

Debevoise & Plimpton LLP 

Dechert LLP 

Dentons US LLP 

Dinsmore & Shohl LLP 

DLA Piper LLP (US) 

Dorsey & Whitney LLP 

Duane Morris LLP 

Duval & Stachenfeld LLP 

Dykema Gossett PLLC 

Edelson PC 

Eversheds Sutherland 

Faegre Drinker Biddle & Reath LLP 

Fenwick & West LLP 

Finnegan, Henderson, Farabow, 

Garrett & Dunner, LLP 

Fish & Richardson P.C. 

Fisher Phillips LLP 

Foley & Lardner LLP 

Foley Hoag LLP 

FordHarrison LLP 

Foster Garvey, P.C. 

Fox Rothschild LLP 

Continued on next page 



 

2 / Law Firm Antiracism Alliance 

Frankfurt Kurnit Klein & Selz PC 

Fredrikson & Byron, P.A. 

Freshfields Bruckhaus Deringer 

LLP 

Friday, Eldredge & Clark, LLP 

Fried, Frank, Harris, Shriver & 

Jacobson LLP 

Friedman Kaplan Seiler & Adelman 

LLP 

Frier Levitt, LLC 

Frost Brown Todd LLC 

GableGotwals 

The Geller Law Group, PLLC 

Gibson, Dunn & Crutcher LLP 

Goldberg Kohn 

Goldberg Segalla 

Goldman Ismail Tomaselli Brennan 

& Baum LLP 

Goodwin Procter LLP 

Gowling WLG 

GrayRobinson, P.A. 

Greenberg Traurig, LLP 

Greenspoon Marder LLP 

Hanson Bridgett LLP 

Harter Secrest & Emery LLP 

Hausfeld LLP 

Haynes and Boone, LLP 

Hecht Partners LLP 

Herbert Smith Freehills LLP 

Hinshaw & Culbertson LLP 

Hogan Lovells 

Holland & Hart LLP 

Holland & Knight LLP  

Honigman LLP 

Hughes Hubbard & Reed LLP 

Hunton Andrews Kurth LLP 

Husch Blackwell LLP 

Hutchinson Black and Cook, LLC 

Ice Miller LLP 

Jackson Lewis P.C. 

Jenner & Block LLP 

Johnson & Johnson, P.C. 

Jones & Keller, P.C. 

Jones Day 

K&L Gates LLP 

Kahana & Feld LLP 

Kasowitz Benson Torres LLP 

Katten Muchin Rosenman LLP 

Keegan Werlin LLP 

Keker, Van Nest & Peters LLP 

Kelley Drye & Warren LLP 

Kelley Kronenberg 

Kilpatrick Townsend & Stockton 

LLP 

King & Spalding LLP 

Kirkland & Ellis LLP 

Kostelanetz & Fink, LLP 

Kramer Levin Naftalis & Frankel 

LLP 

Lankler Siffert & Wohl LLP 

Larson O’Brien LLP 

Latham & Watkins LLP  

Lathrop GPM LLP 

Linklaters LLP 

Littler Mendelson, P.C. 

Locke Lord LLP 

Loeb & Loeb LLP 

Lowenstein Sandler LLP 

Manatt, Phelps & Phillips, LLP 

Manning Gross + Massenburg LLP 

Maron Marvel Bradley Anderson & 

Tardy LLC 

Marten Law LLP 

Mattos Filho, Veiga Filho, Marrey 

Jr. e Quiroga Advogados  

Mayer Brown LLP 

McCarter & English, LLP 

McDermott Will & Emery LLP 

McDowell Hetherington LLP 

McElroy, Deutsch, Mulvaney & 

Carpenter, LLP 

McGuireWoods LLP 

McNees Wallace & Nurick LLC 

Michael Best & Friedrich LLP 

Milbank LLP 

Miller & Chevalier Chartered 

Miller Canfield Paddock and Stone 

PLC 

Mintz, Levin, Cohn, Ferris, Glovsky 

and Popeo, P.C. 

Modrall, Sperling, Roehl, Harris & 

Sisk, PA. 

Montgomery McCracken Walker & 

Rhoads LLP 

Moore & Van Allen PLLC 

Morgan, Lewis & Bockius LLP 

Morris, Manning & Martin, LLP 

Morrison & Foerster LLP 

Morvillo Abramowitz Grand Iason 

& Anello PC 

MSK Attorneys 

Munger, Tolles & Olson LLP 

Murphy & McGonigle 



 

3 / Law Firm Antiracism Alliance 

Murtha Cullina LLP 

Nelson Mullins Riley & 

Scarborough LLP 

Nixon Peabody LLP 

Norton Rose Fulbright US LLP  

Nossaman LLP 

Nukk-Freeman & Cerra, P.C. 

Nutter McClennen & Fish LLP 

Ogletree, Deakins, Nash, Smoak & 

Stewart, P.C. 

O'Melveny & Myers LLP  

Orrick, Herrington & Sutcliffe LLP 

Parker Poe Adams & Bernstein LLP 

Patterson Belknap Webb & Tyler 

LLP 

Patterson Thuente IP 

Paul Hastings LLP 

Paul, Weiss, Rifkind, Wharton & 

Garrison LLP 

Perkins Coie LLP  

Phillips Lytle LLP 

Pierce Atwood LLP 

Pillsbury Winthrop Shaw Pittman 

LLP 

Pinheiro Neto Advogados 

Polsinelli 

Porter Hedges LLP 

Porzio, Bromberg & Newman, P.C. 

Potomac Law Group, PLLC 

Potter Anderson & Corroon LLP 

Procopio, Cory, Hargreaves & 

Savitch LLP 

Proskauer Rose LLP 

Pryor Cashman LLP 

Quarles & Brady LLP 

Reavis Page Jump LLP 

Reed Smith LLP 

Riley Safer Holmes & Cancila LLP 

Robbins, Russell, Englert, Orseck, 

Untereiner & Sauber LLP 

Robins Kaplan LLP 

Robinson & Cole LLP 

Ropes & Gray LLP 

Rose Law Firm 

Roth Jackson Gibbons Condlin, 

PLC 

Ryan Ryan Deluca LLP 

Saul Ewing Arnstein & Lehr LLP 

SBM and Associates Inc 

Scale LLP 

Schiff Hardin LLP 

Schulte Roth & Zabel LLP 

Selendy & Gay PLLC 

Seyfarth Shaw LLP 

Shearman & Sterling LLP 

Sheppard, Mullin, Richter &  

Hampton LLP 

Sher Tremonte LLP 

Shook, Hardy & Bacon L.L.P. 

Sidley Austin LLP 

Simpson Thacher & Bartlett LLP 

Sirote & Permutt, P.C. 

Skadden, Arps, Slate, Meagher &  

Flom LLP and Affiliates 

Skierski Jain PLLC 

Smith, Gambrell & Russell, LLP 

Snell & Wilmer L.L.P.   

Spencer Fane LLP 

Spiritus Law 

Squire Patton Boggs (US) LLP 

Steptoe & Johnson LLP 

Sterne, Kessler, Goldstein & Fox 

P.L.L.C. 

Stinson LLP 

Stoel Rives LLP 

Stradley Ronon Stevens & Young, 

LLP 

Stroock & Stroock & Lavan LLP 

Sullivan & Cromwell LLP 

Sullivan & Worcester LLP 

Summit Law Group PLLC 

Taft Stettinius & Hollister LLP 

Tarter Krinsky & Drogin LLP 

Tenenbaum Law Group PLLC 

Thompson Coburn LLP 

Thompson & Knight LLP 

Travers Smith LLP 

Troutman Pepper 

Varnum LLP 

Vedder Price P.C. 

Venable LLP 

Verrill Dana LLP 

Vinson & Elkins LLP 

Wachtell, Lipton, Rosen & Katz 

Walden Macht & Haran LLP 

Waller Lansden Dortch & Davis, 

LLP 

Weber Gallagher Simpson Stapleton 

Fires & Newby LLP 

Weil, Gotshal & Manges LLP 

Weiner Brodsky Kider PC 

Wheeler Trigg O’Donnell LLP 

White & Case LLP 



 

4 / Law Firm Antiracism Alliance 

Wiley Rein LLP 

Wilkinson Barker Knauer, LLP 

Wilkinson Walsh 

Willenken LLP 

Williams & Connolly LLP 

Willkie Farr & Gallagher LLP 

Wilmer Cutler Pickering Hale  

and Dorr LLP 

Wilson Sonsini Goodrich & Rosati 

Winstead PC 

Winston & Strawn LLP 

Winthrop & Weinstine, P.A. 

Wolf, Greenfield & Sacks, P.C. 

Wolf Theiss 

Womble Bond Dickinson (US) LLP 

Wyatt, Tarrant & Combs LLP 

Young Conaway Stargatt & Taylor, 

LLP 

 

 

For more information, please email  

LFAA contact Brenna DeVaney at 
Brenna.DeVaney@skadden.com

 

mailto:Brenna.devaney@skadden.com
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