
We are a global law firm focused 
on serving the Tech & Innovation, 

Energy & Infrastructure and Finance 
sectors. Offering early at bats, small, 

diverse teams, agile working options and 
the opportunity to make a social impact.
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#4 for Diversity 
– Vault, 2020

Top Firms for Gender Equity 
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– Yale Law Women, 2020 and 8x 
 Singled out for Agile Working & 
 advancement while Agile Working

Top 5 for Pro Bono 
– The American Lawyer, 2020

100 Best Companies to Work For 
– Fortune, 2020 and 5x in a row

#1 Most Innovative Law Firm in North America 
– Financial Times, 2016, 2017 + 2018, 
 Runner-up in 2019

That’s what we mean by charting your own course.
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Law Firm Demographic Profile

Does your firm have more than one tier of partnership?

No

ASSOCIATES (2019) SUMMER ASSOCIATES (2019)

Men Women

White/Caucasian 130 133
African-American/Black 9 14

Hispanic/Latinx 16 12
Alaska Native/American Indian 0 1

Asian 29 46
Native Hawaiian/Pacific Islander 0 0

Multiracial 10 19
Openly LGBTQ 16 19

Individuals with Disabilities 1 5
Total 223 255

Men Women

White/Caucasian 12 19
African-American/Black 4 6

Hispanic/Latinx 4 4
Alaska Native/American Indian 1 0

Asian 2 7
Native Hawaiian/Pacific Islander 0 0

Multiracial 1 2
Openly LGBTQ 3 2

Individuals with Disabilities 0 0
Total 24 39

Some associates have declined to state or have not self-identified as being
members of any of the ethnic or racial groups referenced above.

One summer associate has declined to state her race/ethnicity.

EQUITY PARTNERS (2019) NON-EQUITY PARTNERS (2019)

Men Women

White/Caucasian 180 62
African-American/Black 8 1

Hispanic/Latinx 3 0
Alaska Native/American Indian 1 0

Asian 22 6
Native Hawaiian/Pacific Islander 0 0

Multiracial 1 0
Openly LGBTQ 10 2

Individuals with Disabilities 0 0
Total 236 73

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a

Some partners have declined to state or have not self-identified as being
members of any of the ethnic or racial groups referenced above.

OF COUNSEL (2019) NEW HIRES (2019)

Men Women

White/Caucasian 50 17
African-American/Black 4 1

Hispanic/Latinx 2 1
Alaska Native/American Indian 0 0

Asian 4 4
Native Hawaiian/Pacific Islander 0 0

Multiracial 2 1
Openly LGBTQ 2 2

Individuals with Disabilities 0 0
Total 68 26

Men Women

White/Caucasian 50 46
African-American/Black 3 5

Hispanic/Latinx 5 5
Alaska Native/American Indian 0 0

Asian 12 16
Native Hawaiian/Pacific Islander 0 0

Multiracial 1 4
Openly LGBTQ 9 6

Individuals with Disabilities 1 2
Total 82 88

Some of counsel have declined to state or have not self-identified as being
members of any of the ethnic or racial groups referenced above.

Some attorneys have declined to state or have not self-identified as being
members of any of the ethnic or racial groups referenced above.
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Strategic Plan and Diversity Leadership

How does the firm's leadership communicate the importance of diversity to everyone at the firm?

Orrick's leadership uses every opportunity at its disposal to effectively communicate the importance of diversity and inclusion to everyone at the firm. This includes the following
examples of regular forums for discussion: town hall meetings with lawyers and staff conducted by the firm's chairman; meetings by the partners-in-charge of the firm's Diversity
and Inclusion and Women's Initiatives with each business unit and practice group leader regarding that group's demographics, successes and challenges; meetings of the firm's
of color, LGBTQ+, and female affinity groups and forums; meetings of the firm's diversity chairs and local office diversity and inclusion committees; firm's annual partners
meeting; firm-wide training seminars held annually for summer associates, new associates and midlevel associates; firm retreats; the firm intranet and web site; and various print
and electronic communications distributed both internally and externally to clients and prospective clients.

In addition, for the past 11 years, we've dedicated a day annually — Dive/In@Orrick — to talking about diversity and inclusion. Global in scope, it features events in each of our
25+ offices with thought-provoking experts and speakers.

We also publish a semi-annual newsletter called "Perspectivas" that highlights the strengths and skills of our diverse lawyers. Shared with clients and our internal team, the
newsletter's core purpose is to help diverse lawyers succeed by generating business. We include a podcast with a person of color, called "Listening in Color," and highlight
publications, awards and other accomplishments of our diverse lawyers.

Who has primary responsibility for leading diversity initiatives at your firm?

Lorraine McGowen, Partner, Co-chair of Firm-wide Diversity and Inclusion Committee; Darren Teshima, Partner, Co-chair of Firm-wide Diversity and Inclusion Committee;
Duane Hughes, Managing Director, Move the Needle and Inclusion; and Sheryl Garko, Partner, Chair of Firm-wide Women's Initiative.

Does your law firm currently have a diversity committee?

Yes

If yes, do one or more members of the firm's management/executive committee (or the equivalent) serve on the diversity committee?

Yes

If yes, how many attorneys are on the committee, and in 2019, what was the total number of hours collectively spent by the committee in the furtherance of
the firm's diversity initiatives?

Total attorneys on committee: 4
Total hours spent on diversity: 2982

Does the committee and/or diversity leader establish and set goals or objectives consistent with management's priorities?

Yes

Has the firm undertaken a formal or informal diversity program or set of initiatives aimed at increasing the diversity of the firm?

Yes

If yes, is it formal or informal?

Formal

How often does the firm's management review the firm's diversity progress/results?

Quarterly

How is the firm's diversity committee and/or firm management held accountable for achieving results?

We announced our participation as a founding firm in the Move the Needle (MTN) Fund to improve diversity and inclusion in the legal profession. This five-year, $5 million effort
will apply research-backed methods to drive meaningful change. Our goal is that, by 2025, the teams serving an initial set of 40 clients will comprise at least 55% diverse lawyers
— including women, lawyers of color, and LGBTQ+ lawyers — with meaningful roles appropriate to their seniority.

We achieved Mansfield Certification Plus status for the second year in a row for ensuring consideration of least 30% women, lawyers of color and LGBTQ+ lawyers for leadership
and governance roles, equity partner promotions, senior lateral positions and formal pitches. As a certified firm, our recently promoted diverse partners can participate in a client
forum with leading in-house counsel. Orrick is participating in Mansfield 3.0, which includes lawyer with disabilities.

We renewed our focus on improving sponsorship at Orrick: partnering with the Center for Talent Innovation; dedicating a half-day at our global leadership team meeting to the
topic; and written feedback from our senior leadership team for every partner sponsor of a rising or lateral partner.

Succession planning for clients begins five years prior to planned partner retirement, including written plans for mentoring potential successors. The plan is reviewed by practice
leadership, senior management and our Board, and key planning considerations like client team diversity and identifying lead relationship roles for our diverse lawyers are
addressed.

We continued our Balanced Scorecard Initiative, holding business group leaders accountable for the diversity metrics in their groups.

Is your firm minority-owned or women-owned?

No
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Law Firm Diversity Initiatives

INITIATIVES FOR ALL DIVERSE ATTORNEYS

Already
Completed

Currently
Addressing

Not a Current
Priority

X Undertake communication from firm management that diversity is a top priority of the firm

X Formalize diversity plan and committee with action steps and accountability to management

X X Conduct firmwide mandatory diversity training for all attorneys and staff annually

X X Implement bias interrupters with respect to hiring/assignments/evaluations/compensation reviews/promotions/
etc.

X X Focus on strengthening firm's mentoring program

X Conduct internal diversity needs assessment (e.g., culture and environment surveys) and/or retain diversity
consultant to examine how firm culture might be more welcoming of minorities

X Support law firm's internal affinity networks

X Hire a director of diversity or other full-time professional to implement the firm's diversity program

X Coordinate or work with clients on diversity issues

X X Develop/expand relationships with minority bar associations and other legal diversity organizations to offer
firm's support of these networks
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR MINORITY ATTORNEYS

Already
Completed

Currently
Addressing

Not a Current
Priority

X Increase the number of minority attorneys at the associate level

X Increase the number of minority attorneys at the partnership level

X Increase the number of minority attorneys in leadership positions

X X Focus on strengthening firm's mentoring program for minority attorneys

X X Manage/monitor allocation of work assignments and/or hours billed to ensure minority attorneys have equal
access/inclusion on top client matters

X

Other (please specify): Orrick partners with organizations that encourage and support under-resourced and
ethnically diverse students who have an interest in pursuing a legal career — programs dedicated to maintaining
a diversity pipeline. The firm has instituted a variety of mentoring and sponsorship programs, designed to
promote critical connections and advancement on the part of attorneys of color, LGBTQ+, women and other
diverse lawyers. Our continuing participation in The Mansfield Rule and founding firm role in the Move the
Needle Fund (MTN) Initiative will continue to foster client-facing and leadership opportunities for our of color
lawyers. We hold a biennial lawyers of color retreat. And we have developed innovative ways to raise the
profiles of diverse lawyers, such as The Conversation @Orrick, which is an online knowledge hub featuring
discussions about practical, forward-looking topics. Each conversation includes diverse participants, and many
include an in-house client participant.
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR WOMEN ATTORNEYS

Already
Completed

Currently
Addressing

Not a Current
Priority

X Institute a formal part-time policy that addresses partnership prospects

X Increase the number of women at the associate level

X Increase the number of women at the partnership level

X Increase the number of women in leadership positions

X Focus on strengthening firm's mentoring program for women

X X Manage/monitor allocation of work assignments and/or hours billed to ensure women have equal access/
inclusion to top client matters

X Provide accommodations specific to mothers (e.g., lactation rooms)

X X Implement policies to address gender pay equity

X

Other (please specify): Orrick has introduced an array of programs that positively impact our ability to attract,
retain and develop women lawyers. The Women's Initiative (since 2003), Women's Lean In Circles, and the
Women's Affinity Group help support a collaborative culture. We also offer the most holistic parental support
of our peer firms — combining generous leave time and innovative and supportive policies and programs upon
a parent's return. Agile Working, the On-Ramping Program, the OnRamp Fellowship, and a Parents' Forum
are just a few features of our supportive programs. We also offer paid memberships in women's associations
and organizations. In addition, Orrick has created successful business development networks for women in IP,
Employment and Energy and Infrastructure practices.
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR OPENLY LGBTQ ATTORNEYS

Already
Completed

Currently
Addressing

Not a Current
Priority

X Offer same-sex domestic partners the same benefits available to married individuals

X Increase the number of LGBTQ attorneys at the associate level

X Increase the number of LGBTQ attorneys at the partnership level

X Increase the number of LGBTQ attorneys in leadership positions

X X Focus on strengthening firm’s mentoring program for LGBTQ attorneys

X X Manage/monitor allocation of work assignments and/or hours billed to ensure LGBTQ attorneys have equal
access/inclusion on top client matters

X Ensure that EEO and non-discrimination policies specifically address gender identity

X Provide accommodations for LGBTQ attorneys (e.g. bathroom facilities)

X

Other (please specify): As reflected by our 14th consecutive score of 100% in the Human Rights Campaign's
Corporate Equality Index Annual Survey, Orrick is dedicated to ensuring that its LGBTQ+ lawyers thrive,
and that the firm serves the LGBTQ+ community. Our LGBTQ+ affinity group meets regularly to ensure that
LGBTQ+ lawyers thrive at Orrick. In 2019, we held the firm's first LGBTQ+ retreat, with 46 lawyers attending
from our U.S., Europe and Asia offices. Orrick has long prohibited discrimination on the basis of sexual identity
or orientation. Since the early 1990s, Orrick has provided health and other benefits to its employees' domestic/
same-sex partners. Orrick was one of the first firms to offer an additional benefit — known as a "tax gross-up
payment" — to address the disparate tax treatment of same-sex domestic partner health benefits in the U.S. In
2012, we began offering fully inclusive transgender benefits. Other policies relating to families (bereavement
leave, etc.) apply equally to domestic/same-sex partners and spouses.



Orrick, Herrington & Sutcliffe LLP
2020 VAULT/MCCA LAW FIRM DIVERSITY SURVEY

Response to Spring 2020 Vault/MCCA Law Firm Diversity Survey. Complete survey results available in Law Firm Diversity Database

(http://mcca.vault.com). Copyright © 2020 Vault.com Inc. and Minority Corporate Counsel Association, Inc. All rights reserved.

Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR ATTORNEYS WITH DISABILITIES

Already
Completed

Currently
Addressing

Not a Current
Priority

X Increase the number of attorneys with disabilities at the associate level

X Increase the number of attorneys with disabilities at the partnership level

X Increase the number of attorneys with disabilities in leadership positions

X Focus on strengthening firm’s mentoring program for attorneys with disabilities

X X Manage/monitor allocation of work assignments and/or hours billed to ensure attorneys with disabilities have
equal access/inclusion on top client matters

X Ensure that EEO and non-discrimination policies specifically address individuals with disabilities

X Implement accommodations for current and future attorneys with disabilities (e.g., access, technology, etc.)

X Other (please specify): Our continuing participation in The Mansfield Rule (Mansfield 3.0) will foster client-
facing and leadership opportunities for our lawyers with disabilities.
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Pipeline Initiatives

Does your firm actively engage in initiatives to feed the diversity pipeline by encouraging minority students to consider law as a career and/or assisting them
in pursuing such opportunities?

 Participate in established pipeline programs, such as SEO, Legal Outreach, Prep for Prep or Street Law

 Fund scholarships for minority high school or college students

 Mentor minority high school or college students

 Participate in or host mock trial programs or career events

 Provide internships or employment to minority high school or college students

 Outreach to middle school students

Please discuss any additional efforts to reach out to diverse undergraduates, high school, middle school or grade school students.

Orrick believes a commitment to diversity must touch the very beginnings, where diverse individuals enter the legal profession-the critical pathway that leads from high school
to college, to law school and into their first legal jobs. To support its commitment, Orrick has devoted significant time, effort and financial support to sponsor and underwrite
events specifically intended to increase the diversity pipeline and to reach young student audiences to help them understand the legal profession and to let them know this is a great
time to be a lawyer. Whether it's tutoring high school students, sponsoring a college-to-law school pipeline program, providing internships or creating job fairs, our lawyers and
staff are dedicated to ensuring equal access and opportunity for everyone. Programs we support include SEO, Legal Outreach, New York City Bar Association's Vance Center for
International Justice African Legal Fellows Program, Silicon Valley Urban Debate League and Bay Area Urban Debate League to name a few.
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Recruitment - New Associates

Does your firm annually recruit at any of the following types of institutions?

Ivy League law schools: Columbia University, Harvard University, Yale and the University of Pennsylvania.

Other private law schools: Boston College, Boston University, Duke University, Fordham University, George Washington University, George Mason, Georgetown University,
Loyola Law School (Los Angeles), New York University, Northwestern, Notre Dame, Santa Clara University, Seton Hall, Stanford University, University of Southern California,
University of the Pacific McGeorge, and Washington University.

Public state law schools: University of California-Berkeley, University of California-Davis, University of California-Hastings, University of California-Irvine, University of
California-Los Angeles, University of Houston, University of Michigan, University of North Carolina, University of Texas and the University of Virginia.

Law schools of Historically Black Colleges and Universities (HBCUs): Howard University

Diversity job fairs: Past and present support has included: Annual Orrick "Founded" Bay Area Diversity Career Fair now in its 16th year, Lavender Law Conference and Career
Fair, East and West Coast Black Law Student's Association Career Fairs. In 2015, we were pleased to co-found the nation's first-ever Veterans' Legal Career Fair, in Washington,
D.C. This unique two-day event continues to expand with panel presentations, a networking reception, a half- day traditional career fair, scheduled one-on-one interviews, and
small group discussion. Our goal is to match employers seeking to hire experienced lawyers with lawyers who have served in the U.S. military, military spouses or who are
transitioning out of military service. We continue to be a resource year-round by helping participants find jobs in private practice and to help top employers gain access to a pool
of first-rate candidates who have received unique training, skills and legal insights through their military service. Our sixth annual event is scheduled for October 22 and 23, in
Washington, D.C.

Do you have any special outreach efforts directed to encourage minority law students to consider your firm?

 Hold a reception for minority students

 Advertise in minority law student association publications

 Participate in or host minority law student job fairs

 Sponsor minority law student association events

 Firm lawyers participate on career panels at schools

 Outreach to leadership of minority student organizations

 Scholarships or intern/fellowships for minority students

 Other (please specify)
In July 2019, Orrick conducted the 15th annual Bay Area Diversity Career Fair for second-year law students in collaboration with the Bar Association of San Francisco. This fair
is the nation's leading job fair for incoming second-year law students of diverse backgrounds. Underwritten by Orrick, the Bay Area Diversity Career Fair provides a much-needed
event for employers in the Bay Area as well as diverse law students across the country. In addition to interviews, Orrick provides participating students with other educational
and networking opportunities, including a networking reception with prospective employers and a panel featuring diverse lawyers in a variety of practices. We are scheduling our
upcoming 16th annual event for Winter 2021.

Orrick supports a number of diversity fellowships and scholarships. Past and present support includes multi-year grants to the Michigan Veterans' Clinic, the California Bar
Foundation's Diversity Fellowship and the UCLA Law School Fellows Program, which targets students from economically disadvantaged communities in Southern California. In
addition, Orrick's summer program has hosted Diversity Fellows from the University of Washington's Gregoire Fellowship Program and the Sacramento County Bar Association's
Diversity Fellowship Program.

Do you have any programs specifically targeted at first-year students?

Yes, Orrick organizes, sponsors and participates in a series of diversity events and activities targeted at first-year law students. We host our own sector fellowship program,
now in its third year. The program pairs diverse first-year law students with in-house legal department opportunities in conjunction with our summer associate program. Orrick
also participates in the Leadership Council on Legal Diversity's 1L Scholars Program, Support for Educational Opportunity (SEO), Law in Technology Diversity Collaborative
(LiTDC), Morgan Stanley's Summer Internship Program and Microsoft's Summer Associate and Early in Career Associate Retreat.
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Recruitment - New Associates

ALL 2L SUMMER ASSOCIATES (2019) OFFERS MADE* (2019)

* Summer associates who received an offer of full-time employment

Men Women

White/Caucasian 11 17
African-American/Black 2 2

Hispanic/Latinx 4 1
Alaska Native/American Indian 1 0

Asian 1 7
Native Hawaiian/Pacific Islander 0 0

Multiracial 1 0
Openly LGBTQ 3 1

Individuals with Disabilities 0 0
Total 20 28

Men Women

White/Caucasian 11 17
African-American/Black 2 2

Hispanic/Latinx 3 1
Alaska Native/American Indian 1 0

Asian 1 7
Native Hawaiian/Pacific Islander 0 0

Multiracial 1 0
Openly LGBTQ 3 1

Individuals with Disabilities 0 0
Total 19 28

One summer associate has declined to state her race/ethnicity. One summer associate has declined to state her race/ethnicity.

OFFERS ACCEPTED* (2019) NEITHER ACCEPTED NOR DECLINED (2019)

* Summer associates who accepted an offer of full-time employment * Summer associates who neither accepted nor declined an offer of full-time
employment because of postgraduate clerkship/fellowship

Men Women

White/Caucasian 8 15
African-American/Black 2 2

Hispanic/Latinx 3 1
Alaska Native/American Indian 1 0

Asian 1 7
Native Hawaiian/Pacific Islander 0 0

Multiracial 1 0
Openly LGBTQ 3 1

Individuals with Disabilities 0 0
Total 16 26

Men Women

White/Caucasian 1 1
African-American/Black 0 0

Hispanic/Latinx 0 0
Alaska Native/American Indian 0 0

Asian 0 0
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0
Openly LGBTQ 0 0

Individuals with Disabilities 0 0
Total 1 1

One summer associate has declined to state her race/ethnicity.
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Recruitment - Lateral Associates and Partners

LATERAL ASSOCIATE HIRES (2019) LATERAL OF COUNSEL HIRES (2019)

Men Women

White/Caucasian 18 20
African-American/Black 2 4

Hispanic/Latinx 4 3
Alaska Native/American Indian 0 0

Asian 4 6
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 2
Openly LGBTQ 3 3

Individuals with Disabilities 0 1
Total 37 40

Men Women

White/Caucasian 3 3
African-American/Black 0 0

Hispanic/Latinx 1 0
Alaska Native/American Indian 0 0

Asian 0 0
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0
Openly LGBTQ 0 0

Individuals with Disabilities 0 0
Total 5 4

Some associates have declined to state or have not self-identified as being
members of any of the ethnic or racial groups referenced above.

Some of counsel have declined to state or have not self-identified as being
members of any of the ethnic or racial groups referenced above.

LATERAL PARTNER HIRES* (2019) NEW PARTNERS PROMOTED* (2019)

* Both equity and non-equity * Both equity and non-equity promoted from associate or of counsel rank

Men Women

White/Caucasian 13 4
African-American/Black 0 0

Hispanic/Latinx 0 0
Alaska Native/American Indian 0 0

Asian 2 2
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0
Openly LGBTQ 2 0

Individuals with Disabilities 0 0
Total 15 8

Men Women

White/Caucasian 9 3
African-American/Black 0 0

Hispanic/Latinx 1 0
Alaska Native/American Indian 0 0

Asian 1 1
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0
Openly LGBTQ 2 0

Individuals with Disabilities 0 0
Total 12 4

Some partners have declined to state or have not self-identified as being
members of any of the ethnic or racial groups referenced above. One partner has declined to state his race/ethnicity.

NEW EQUITY PARTNERS* (2019)

* Whether hired laterally or promoted from within

Men Women

White/Caucasian 22 7
African-American/Black 0 0

Hispanic/Latinx 1 0
Alaska Native/American Indian 0 0

Asian 3 3
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0
Openly LGBTQ 4 0

Individuals with Disabilities 0 0
Total 27 12

Some partners have declined to state or have not self-identified as being
members of any of the ethnic or racial groups referenced above.
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Recruitment - Lateral Associates and Partners

What activities does the firm undertake to attract diverse attorneys?

 Partner programs with women, minority, LGBTQ or disability-focused bar associations

 Participate at diversity job fairs

 Attend events at diversity legal organizations

 Seek referrals from other attorneys

 Utilize online job services (e.g., MCCA Job Bank)

 Hire recruiting professional who specializes in identifying diverse candidates

 Firm is Mansfield Rule certified

 If the firm is not Mansfield Rule certified, does it plan to be certified?

 Other (please specify)
As mentioned in question 3.8, Orrick achieved Mansfield Certification Plus status for the second year in a row in 2019 for ensuring consideration of least 30% women, lawyers of
color and LGBTQ+ lawyers for leadership and governance roles, equity partner promotions, senior lateral positions and formal pitches. Orrick believes that discussing diversity
and the issues diverse lawyers face with law students and young lawyers can make a difference in the future of the bar. The firm organizes, sponsors and participates in a series of
diversity panels in conjunction with local law schools, law student diversity groups, local bar associations, the Minority Corporate Counsel Association and Leadership Council on
Legal Diversity. Over the past decade, Orrick has hosted diversity panel discussions and events at a number of law schools and at the firm for diverse law students. The diversity
panels have featured distinguished diverse business leaders, including lawyers from law firms of all sizes, nonprofit organizations, Fortune 500 companies, and the judiciary and
government entities. Panelists have discussed important issues such as career choices, issues faced as a minority in the legal profession, overcoming the issues of a diverse lawyer,
using diversity as a strength in their career path and recommendations about pursuing a career as a lawyer. We support community organizations and programs that encourage
diverse people, including high school students, to pursue careers in the law.

Do you use executive recruiting/search firms to seek to identify new diversity hires (partners or associates)?

Yes

If yes, are any of these executive recruiting/search firms women and/or minority-owned?

Yes

If yes, list all women and/or minority-owned executive search/recruiting firms to which the firm paid a fee for placement services in the past 12 months:

Firms we have used in the past include, but are not limited to: Footprint Legal and Kovensky Daniels.
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Retention and Professional Development

A T T O R N E Y S W H O L E F T T H E F I R M I N 2 0 1 9

1ST-YEAR ASSOCIATES 2ND-YEAR ASSOCIATES

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a

3RD-YEAR ASSOCIATES 4TH-YEAR ASSOCIATES

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a

5TH-YEAR ASSOCIATES 6TH-YEAR ASSOCIATES

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a
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Retention and Professional Development

A T T O R N E Y S W H O L E F T T H E F I R M I N 2 0 1 9

7TH-YEAR ASSOCIATES 8TH-YEAR PLUS ASSOCIATES

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a

OF COUNSEL NON-EQUITY PARTNERS

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a

EQUITY PARTNERS

Men Women

White/Caucasian n/a n/a
African-American/Black n/a n/a

Hispanic/Latinx n/a n/a
Alaska Native/American Indian n/a n/a

Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a
Openly LGBTQ n/a n/a

Individuals with Disabilities n/a n/a
Total n/a n/a
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Retention and Professional Development

Please identify the specific steps you are taking to reduce the attrition rate of diverse attorneys.

 Develop and/or support internal employee affinity groups (e.g., networks within the firm for minorities, women, LGBTQ attorneys, or individuals with disabilities)

 Increase/review compensation relative to competition

 Implement procedures to ensure gender pay equity

 Increase/improve current work/life programs

 Adopt dispute resolution process

 Succession plan includes emphasis on diversity and greater inclusion of minority men and women in firm leadership

 Work with diverse attorneys to develop career advancement plans

 Introduce diverse attorneys to key clients, including to lead engagements

 Review work assignments and hours billed to key client matters to make sure diverse attorneys, particularly minority attorneys (for whom research indicates a greater
inclusion problem), are not being excluded

 Strengthen mentoring program for all attorneys

 Professional skills development program for all attorneys

 Provide a gender-neutral parental leave policy that covers adoptions

 Other (please specify)
As a five-time Fortune Best Place to Work, we focus on supporting parents, strong on-ramping programs, Agile Working and wellness support. This culture supports our retention
and advancement initiatives for our diverse attorneys, including: Inclusive Credit Allocation, Compensation and Advancement. Five years ago, we reshaped our credit allocation
system — replacing a single billing partner system with shared credit between originating work and delivery of engagement. More recently, we have committed to reinforcing the
value of engagement credit — which better captures the relationship management roles more commonly played by our diverse lawyers. We see this as a critical step in creating
the career paths of our next generation of partners and leaders. Half of our lawyers advanced to partner over the past five years are diverse, including our 2020 class that is 60%
diverse. To ensure there is no unconscious bias in our decisions or adverse impact on diverse populations, we conduct equity analyses on our compensation proposals each
year. Since we started testing, we have seen a significantly greater percentage of women partners and partners of color advancing in compensation than men and non-minority
partners. Sponsorship, Coaching and Leadership Training. Detailed in question 3.7, we have taken concrete steps to improve the value of sponsorship at Orrick. We also enrolled
over 400 lawyers in our real-time feedback program that allows reviewers to share comments and emojis for a quick "pulse check" — this feedback is especially powerful for
diverse lawyers for equal access to coaching and mentorship. We send about 25 lawyers annually to leadership training programs — the Harvard Law School Women's Initiative
Leadership Executive Program, IILP Social Incubator, the Charting Your Own Course Conference and the New York City Bar Associate Committee — and our lawyers also
participate in Leadership Council on Legal Diversity's (LCLD) Fellows and Pathfinder programs.

Does your firm have part-time/flex-time policies that permit attorneys (male or female) to work alternative schedules?
Yes

Comments:
Over the past five years, we've made a real shift in our policies around when, where, and how our lawyers and staff work. We aim to remove the stigma and support our team
members in achieving both work and life goals. Our Agile Working options include flexible work arrangements, job sharing, working from home, and opportunities to work
remote locations where Orrick doesn't have an office. We also expanded our efforts to ensure that lawyers at all levels who work on flexible arrangements are fairly compensated
in the event that they exceed their expected hours' commitment. In 2019, 167 Orrick lawyers took advantage of our Agile Working arrangements — 53% women and 47% men.

What impact, if any, will the decision to work part time have on an attorney's ability to make a partner, or if already a partner, to remain a partner at your
firm?

None, in fact, since we have made Agile Working available, we have elevated a number of lawyers working a part-time schedule to partner. Further, over the last four years, 20%
of our new partner classes have utilized Agile Working arrangements.

How many current equity partners have worked part time, exclusive of maternity/paternity leave or short-term disability?

Historical data not tracked.
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Retention and Professional Development

PART-TIME ATTORNEYS PART-TIME ATTORNEYS TOTAL NUMBER OF ATTORNEYS
(2019) Men Women Total (full and part-time)

Associates 16 41 57 478

Of counsel 13 17 30 94

Non-equity partner n/a n/a n/a n/a

Equity partner 6 6 12 309
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Management Demographic Profile

F I R M W I D E C O M M I T T E E S 2 0 1 9

EXECUTIVE/MANAGEMENT COMMITTEE* HIRING COMMITTEE*

* Attorneys on the Executive/Management Committee or equivalent * Attorneys on Hiring Committee or equivalent

Men Women

White/Caucasian 12 4
African-American/Black 0 1

Hispanic/Latinx 0 0
Alaska Native/American Indian 0 0

Asian 1 0
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0
Openly LGBTQ 1 1

Individuals with Disabilities 0 0
Total 13 5

Men Women

White/Caucasian 10 1
African-American/Black 1 0

Hispanic/Latinx 0 0
Alaska Native/American Indian 0 0

Asian 2 2
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0
Openly LGBTQ 0 0

Individuals with Disabilities 0 0
Total 13 3

Represents firm-wide Hiring Partners, in some offices our hiring committees
are open to a number of lawyers and staff.

PARTNER REVIEW COMMITTEE* ASSOCIATE REVIEW COMMITTEE*

* Attorneys on the Partner Review Committee or equivalent * Attorneys on the Associate Review Committee or equivalent

Men Women

White/Caucasian 12 4
African-American/Black 0 1

Hispanic/Latinx 0 0
Alaska Native/American Indian 0 0

Asian 1 0
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0
Openly LGBTQ 1 1

Individuals with Disabilities 0 0
Total 13 5

Men Women

White/Caucasian 54 19
African-American/Black 1 0

Hispanic/Latinx 1 0
Alaska Native/American Indian 0 0

Asian 8 4
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 1
Openly LGBTQ 1 0

Individuals with Disabilities 0 0
Total 64 24

ATTORNEYS ON THE DIVERSITY COMMITTEE OR
EQUIVALENT

Men Women

White/Caucasian 1 9
African-American/Black 5 4

Hispanic/Latinx 3 1
Alaska Native/American Indian 0 0

Asian 7 5
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 2
Openly LGBTQ 2 3

Individuals with Disabilities 0 0
Total 16 21

Orrick's Diversity and Inclusion Committees are open to all lawyers and some
staff. The numbers listed above only include our Diversity & Inclusion Chairs.
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Management Demographic Profile

O T H E R L E A D E R S H I P R O L E S

Leadership positions (2019) U.S. office heads
Practice group/

department leaders Committee leaders

Total number of positions 15 24 56

Number of such positions held by:

Minorities 1 3 20

Women 4 4 25

LGBTQ attorneys 1 0 4

Individuals with Disabilities 0 0 0

Represents U.S. leaders only.

Please provide information regarding all diverse attorneys who currently head offices, practice groups and committees. Enter responses in
the following format: Attorney, Office location/Practice group/Committee (No. of attorneys in office/practice group/committee).

U.S. OFFICE HEADS

How many offices does your firm have in the United States? 14

Minorities heading offices: Adrian Patterson, Houston (40)

Women heading offices: Patricia Eichar, Sacramento (29); Laura Metzger, New York (237); Heather Sussman, Boston (21); Julia Riechert, Silicon Valley (75)

LGBTQ attorneys heading offices: Patricia Eichar, Sacramento (29)

Individuals with Disabilities heading offices: [No response]

PRACTICE GROUP/DEPARTMENT LEADERS

Minorities heading practices: Juliano Banuelos, Compensation and Benefits (11 U.S.); Aravind Swaminathan, Cyber & Privacy Advisory and Compliance (18 U.S.); Darren
Teshima, Complex Litigation and Dispute Resolution (90 U.S.)

Women heading practices: Elyse Echtman, Complex Litigation and Dispute Resolution (90 U.S.); Amanda Galton, Technology Companies Group (78 U.S.); Jenna Magan, Public
Finance (74 U.S.); Jess Perry, Litigation Business Unit Leader (340 U.S.); Heather Sussman, Cyber & Privacy Advisory and Compliance (18 U.S.); Julie Totten, Employment
Practice Groups (54 U.S.)

LGBTQ attorneys heading practices: [No response]

Individuals with Disabilities heading practices: [No response]

COMMITTEE LEADERS

Minorities heading committees: Lorraine McGowen and Darren Teshima, Co-Chairs Firm-wide Diversity & Inclusion Committee (numerous committees are open to all lawyers);
Michael Tu, Technology Committee (6 U.S.)

Women heading committees: Mel Bostwick, Annual Committee (10 U.S.); Sheryl Garko, Women's Initiative; Eileen Heitzler, Finance and Audit Committee (10 U.S.); Lorraine
McGowen, Firm-wide Diversity & Inclusion Committee (numerous); Jill Rosenberg, Firm-wide Pro Bono Committee (11 U.S.)

LGBTQ attorneys heading committees: [No response]

Individuals with Disabilities heading committees: [No response]
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The Firm Says

Orrick has a long-standing commitment to improve the diversity and inclusion of our firm and the legal profession. Our goal is to be the most diverse and inclusive firm among our
Tech & Innovation, Energy & Infrastructure, and Finance law firm peers. To support this goal, we continue to increase the diversity of our leadership team, our partnership, our
client teams and our summer associate classes. Most recently and most exciting, we have focused on innovative ways to collaborate more closely with corporate legal departments
who share our goals.

In addition to our founding firm role in the Move the Needle (MTN) Fund initiative and our continuing participation in the Mansfield Rule, both discussed above, below are further
examples of our collaborations:

Client Advisory Boards. To engage more deeply with clients on D&I issues, we launched the Women's Advisory Board in 2015 and the Diversity & Inclusion Advisory Board in
2019. Both boards meet several times a year to discuss best practices, benchmark and provide feedback on Orrick's efforts.

The Job Board. Our goal is to keep our diverse lawyers at Orrick, but we recognize some will choose to do other things with their Orrick experience and training. When that's the
case, we hope they will consider roles with our clients. To facilitate this, we host a confidential job board, where our associates have accessed more than 600 in-house postings to
date. Inspired by our Women's Advisory Board, this idea has been a win-win for our lawyers and our clients.

Community Networks. We have founded several "communities" of diverse professionals for which we host regular events: Successful Women in Intellectual Property (SWIP), a
forum for women in IP and technology law; Women in Energy; Women in Employment Network; and The Dinner series to connect women entrepreneurs. And we also support
and participate in the leading diverse professional associations and conferences, including: Minority Corporate Counsel Association, Institute for Inclusion in the Legal Profession,
ChIPs, 1844, The Advancement Initiative, DirectWomen, She Shares, Girls in Tech Catalyst Conference, Alpha Club, Parity Partners, Lesbians Who Tech + Allies San Francisco
Summit and StartOut.

The Conversation @Orrick. In 2020, we launched a new knowledge hub featuring 40+ videos of our team exploring topics related to company lifecycle, cyber & privacy,
intellectual property, compliance & regulatory, employment law, and legal service innovation. The Conversation @Orrick features short, 10-minute clips of practical, forward-
looking topics — each one including diverse participants and many including in-house perspectives from our clients. Our partner In-House Focus offers one-hour, CLE-creditable
versions of many of the videos that our clients can view for CLE credit free of charge.

Internally, we shape and enhance our Best Place to Work culture through a number of policies and programs so that we can continue to recruit, retain and advance our diverse
talent. Examples include:

Agile Working. Over the past five years, we've made a real shift in our policies around when, where, and how our lawyers and staff work. We aim to remove the stigma
and support our team members in achieving both work and life goals. Our Agile Working options include flexible work arrangements, job sharing, working from home, and
opportunities to work remote locations where Orrick doesn't have an office. We also expanded our efforts to ensure that lawyers at all levels who work on flexible arrangements
are fairly compensated in the event that they exceed their expected hours' commitment. In 2019, 167 Orrick lawyers took advantage of our Agile Working arrangements — 53%
women and 47% men. Over the last four years, 20% of our new partner classes have been Agile Working.

Supporting Parents. Four years ago, we set the bar among big law firms with our parental leave policy for lawyers. We made these changes to help ensure our team members are
able thrive professionally while raising a family. We also hoped to make an impact on the approach to parental leave throughout our profession. Since then, we are delighted that
many of our peer firms have enhanced their programs. We recently took a fresh look at our policies and decided to do even more.

Our previous policy distinguished between primary caregivers and non-primary caregivers, as well as between lawyers and staff. Now, we provide 16 weeks of paid leave to all
eligible Orrick parental caregivers, whether they are a lawyer or staff member. In addition, a birth parent is eligible for another six to eight weeks of disability benefits (depending
on whether she has a natural birth or cesarean section), for a total of up to 22-24 weeks. We have also extended by six months the period in which our team members can take
advantage of our leave policies. Over the last four years, 11% of our new partner classes have been on parental leave during their year of promotion.

Onramping. Through our on-ramping program, lawyers have a reduced hours workload expectation during the first month back from primary caregiver leave. We also offer
"guardrails" to provide returning parents with predictable hours. Our "leave liaison" coaches parents upon their return and works with the practice group leaders to help ensure a
successful on-ramp. While these programs are gender neutral, they specifically help women stay and advance at Orrick. Three partners in our 2020 new partner class on-ramped
from primary caregiver leave within the past year and one member of the class was on parental leave at the time of promotion. We are also members of The OnRamp Fellowship
in the U.S. and sponsored the launch of the Reignite Academy in London to create paths for women who want to return to practice after taking time off to raise families. We have
hired three fellows from the OnRamp Fellowship in the U.S. and a fellow as part of the Reignite Academy in London.

Wellness Support. As a signatory to the ABA's Well-Being Pledge, we've made wellness a focus. Our full-time Mindfulness & Wellness Coordinator leads our program. We hold
mindfulness seminars, weekly meditations, and have dedicated meditation spaces in our offices. Our chairman Mitch Zuklie talks about wellness in our internal communications,
reminding lawyers and staff to take care of themselves and each other. We offer training for our partners and all team members in how to recognize when they or someone else
needs help. For the past two years, we have offered "unplug on us" — an annual $15,000 vacation paid for by the firm for our hardest working team members. And we recently
introduced "wellness dollars" — a gift card after intensive months of work to encourage associates to unplug and focus on their wellbeing.

Additional notes on our 2019 progress include:

We updated our associate bonus policy to include up to 20 hours of credit annually for time spent planning, executing and participating in D&I-related activities — so our
associates never have to choose between client service and advancing D&I.

We offered summer associate fellowships to six diverse 1Ls, who split the summer between us and our clients, including Personal Capital, Verizon Media, Citrix and Blackboard.
In addition, we partnered with a client to provide a tech-focused summer experience for a diverse 1L as part of the Law in Technology Diversity Collaborative.

We enrolled 400+ lawyers in our real-time feedback program, an especially powerful tool for diverse lawyers to ensure that they get equal access to coaching and mentorship.

Our Chairman, Mitch Zuklie, joined the Board of Leadership Council on Legal Diversity (LCLD), and our team members continue to participate in the Fellows and Pathfinders
programs.

We signed two letters — one spearheaded by the Human Rights Campaign and Out Leadership and the other by the Transgender Legal Defense & Education Fund — that affirm
our support for the rights of transgender, gender nonconforming and intersex people in the United States.
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For additional information, please contact one of our diversity and inclusion leaders:

Lorraine McGowen, Co-chair, Diversity & Inclusion Initiative, (212) 506-5114

Darren Teshima, Co-chair, Diversity & Inclusion Initiative, (415) 773-4286

Duane Hughes, Managing Director, Move the Needle & Inclusion, (212) 506-3718

Sheryl Garko, Chair, Women's Initiative, (617) 880-1919


