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OUR COMMITMENT TO RACIAL JUSTICE 
AND TRUE EQUALITY

ROPES & GRAY HAS ALWAYS ADVOCATED  

for human rights, dignity, and the principles of 

justice and equality under the law for all. It is  

a commitment we have demonstrated not only 

with words, but with action.

We will continue to recognize and act on what 

must be done to ensure true racial justice and 

equality. So many have worked tirelessly to 

accomplish change for so long; we will continue 

working until the fruits of those efforts are seen 

in our communities, both outside and within the 

firm. We remain steadfast in our commitment.

ropesgray.com
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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 335 247
African-American/Black 26 19

Hispanic/Latinx 15 20
Alaska Native/American Indian 4 1

Asian 54 75
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 0 0
Openly LGBTQ 31 8

Individuals with Disabilities 2 3
Total 466 387

Men Women

White/Caucasian 70 54
African-American/Black 6 12

Hispanic/Latinx 5 4
Alaska Native/American Indian 0 1

Asian 5 9
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 4 8
Openly LGBTQ 9 7

Individuals with Disabilities 0 1
Total 92 91

Our total numbers include attorneys who do not choose to self-identify as a
particular ethnicity/race. "Native Hawaiian/Pacific Islander" is grouped into
the "Asian" category.

Our total numbers include attorneys who do not choose to self-identify as a
particular ethnicity/race. "Native Hawaiian/Pacific Islander" is grouped into
the "Asian" category.

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

Men Women

White/Caucasian 167 59
African-American/Black 4 5

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

Asian 9 4
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 0 0
Openly LGBTQ 4 3

Individuals with Disabilities 0 0
Total 196 77

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

Completing our self-identification information is voluntary, therefore the total
count for attorneys may include attorneys who have chosen not to self-identify
as a particular ethnicity/race. Additionally, "Native Hawaiian/Pacific Islander"
is grouped into the "Asian" category.

The firm has a one-tier equity partnership structure.

OF COUNSEL (2019) NEW HIRES (2019)

Men Women

White/Caucasian 14 13
African-American/Black 0 0

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

Asian 2 1
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 0 0
Openly LGBTQ 0 0

Individuals with Disabilities 0 0
Total 18 18

Men Women

White/Caucasian 63 42
African-American/Black 6 1

Hispanic/Latinx 4 2
Alaska Native/American Indian 1 1

Asian 11 19
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 0 0
Openly LGBTQ 2 0

Individuals with Disabilities 1 2
Total 96 71

Our total numbers include attorneys who do not choose to self-identify as a
particular ethnicity/race. "Native Hawaiian/Pacific Islander" is grouped into
the "Asian" category.

Our total numbers include attorneys who do not choose to self-identify as a
particular ethnicity/race. "Native Hawaiian/Pacific Islander" is grouped into
the "Asian" category.
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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?

The firm's leadership communicates the value and importance of diversity through email, use of an internal and external website, through messaging during state of the firm
meetings, partner meetings, lawyer retreats, trainings, and educational programming. The firm's internal website has a dedicated diversity page that provides contact information
for Diversity Committee members, showcases the firm's attorney affinity forums, explains firm policies and provides a variety of diversity and inclusion resources and information,
including a calendar of upcoming programs and events. The firm has a dedicated diversity and inclusion team and hosts programs and events that allow us to engage in dialogue
about diversity and inclusion issues that impact our culture and community.

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

There are a number of lawyers and business support professionals with responsibility for diversity initiatives. Our Diversity Committee is chaired by two partners, Joan McPhee
and Regina Sam Penti, and the Committee's efforts are supported by a dedicated diversity team, including Kia Scipio (Director of Diversity & Inclusion), Bee Chaffers (Women's
Initiatives Manager), Jessica Rivera (Diversity & Inclusion Specialist) and Diana Estrella (Diversity & Inclusion Assistant).

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: 16
Total hours spent on diversity:  [No response]
Comments: Furthering our diversity initiatives is part of the daily work that our committee members do and therefore very hard to accurately quantify.

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

Yes

If yes or partially, please explain.

The Director of Diversity & Inclusion, works collaboratively with the firm's senior leadership, which includes the Policy Committee, practice group leaders, leaders of the affinity
groups, and the directors of legal recruiting, professional development and training, and human resources to plan, communicate and implement new strategies for hiring, retaining
and promoting the firm's diverse talent.

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?

Ropes & Gray's 1L Diversity Summer Program offers a select number of highly qualified and diverse first-year law students the opportunity to participate in all aspects of the
firm's Summer Associate Program. Candidates participating in the 1L program are eligible to earn an offer to return for their 2L summer. Additionally, the firm created the
Roscoe Trimmier Jr. Diversity Scholarship, named after our beloved retired partner. Mr. Trimmier was the firm's first African American partner and a leader of our efforts. Each
scholarship provides a $25,000 award to outstanding second-year law students to offset the expenses of their legal education, and includes a paid summer associate position
following completion of the second year of law school.

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

Monthly

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

By having a member of the firm's Policy Committee on the Diversity Committee, firm management is able to stay in regular communication with the Diversity Committee on its
strategy, goals and objectives. Individual and practice group contributions to the firm's diversity goals are a part of the annual attorney review process for associates as well as
partners. The Diversity Committee itself regularly evaluates all of its programs and other initiatives to ensure their effectiveness and reports on progress to the Policy Committee
on a quarterly basis.

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

X 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 X Increase the number of minority attorneys at the associate level

X X Increase the number of minority attorneys at the partnership level

X 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

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 X Increase the number of women at the associate level

X X Increase the number of women at the partnership level

X 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 Implement policies to address gender pay equity
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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 X Increase the number of LGBTQ attorneys at the associate level

X X Increase the number of LGBTQ attorneys at the partnership level

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

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

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

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

In addition to supporting law student affinity groups at a number of law schools, the SEO Law Fellowship Program, as well as professional legal affinity group career fairs (e.g.
Lavender Law Conference and Career Fair), we reach out to students in our communities to help educate and create awareness of the opportunities that exist within the legal
profession. Through our efforts, we are able to expose young people to information, career role models and mentors within the legal profession.

Each year we invite college students who are interested in law school to participate in a 10-week rotational internship at the firm's Boston office through the Boston Lawyers
Group (BLG) Summer Internship Program. The BLG is a consortium of Boston-area law firms, governmental law departments, and in-house corporate counsel that collaborates on
various programs and initiatives to support the efforts of its member organizations to recruit, advance, and retain attorneys of color. The internship program provides students with
the opportunity to work in several different departments and become exposed to all aspects of law firm life.

The firm also partners with Legal Outreach to provide summer internship opportunities in the New York office for high school students interested in the law. Legal Outreach
serves urban youth from underserved communities in New York City by encouraging academic success through programs geared toward law and education. The selected
candidates spend a week learning about the law, preparing a case and participating in a mock trial.

Ropes & Gray's Paralegal Program is a structured two-year program that identifies potential attorneys as undergraduates, focuses on career development while they are at the firm
as paralegals, and then invites them back as associates if qualified. Many pipeline programs focus on law school recruiting. This novel approach is to start sooner in a student's
career.
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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 Law School, Cornell Law School, Harvard Law School, University of Pennsylvania Law School, Yale Law School

Other private law schools: American University Washington College of Law, Benjamin N. Cardozo School of Law, Boston College Law School, Boston University School of
Law, Brooklyn Law School, Duke University School of Law, Fordham University School of Law, George Washington University Law School, Georgetown University Law
Center, New York University School of Law, Northeastern University School of Law, Northwestern University School of Law, Santa Clara University School of Law, Stanford
Law School, Suffolk University Law School, University of Chicago Law School, University of Notre Dame Law School, University of Southern California Gould School of Law,
Washington University School of Law

Public state law schools: University of California Berkeley School of Law, University of California Davis School of Law, University of California Irvine School of Law,
University of California Los Angeles School of Law, University of Illinois College of Law, University of Maryland School of Law, University of Michigan Law School,
University of North Carolina School of Law, University of Virginia School of Law

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

Diversity job fairs: Bay Area Diversity Career Fair, Boston Lawyers Group Job Fair, Cook County Job Fair, Lavender Law Career Fair, Northeast BLSA Job Fair

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)
Ropes & Gray has long been a proponent of law firm inclusion and diversity, with a dedicated mission to attract and retain outstanding attorneys of varied backgrounds. The firm
addresses diversity and inclusion at all levels, starting with our 1L Summer Program, continuing through to when associates join us at the entry level, and extending throughout all
associate levels into partnership.

The firm partners with pipeline organizations to increase the presence of underrepresented groups in the legal field. Ropes & Gray sponsors a number of organizations and job fairs
that align with our goals of recruiting and retaining diverse attorneys. The firm is a regular sponsor of bar association organizations in geographies where our offices are located as
well as a number of national organizations.

To further promote inclusion and diversity within the legal profession, the firm created the Roscoe Trimmier Jr. Diversity Scholarship, named after our first African American
partner and a pioneer in our efforts. Each scholarship provides a $25,000 award to outstanding second-year law students to offset the expenses of their legal education, and includes
a paid summer associate position following completion of the second year of law school. The scholarship is awarded to applicants who exemplify the accomplishment, leadership
and dedication that were the hallmarks of Mr. Trimmier's life, and who are members of populations historically underrepresented in the legal profession.

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

Ropes & Gray's 1L Diversity Summer Program offers a select number of highly qualified and diverse first-year law students the opportunity to participate in all aspects of the
firm's Summer Associate Program. Candidates participating in the 1L program are eligible to earn an offer to return for their 2L summer. Students returning to Ropes & Gray for
their 2L summer are eligible for a scholarship and may have the option of spending a portion of the program's 10 weeks in an alternate U.S. office, in-house at a firm client or at an
approved pro bono organization.

To ensure that we are well positioned to recruit top diverse talent, the firm partners with student affinity groups to host programming, including panels, workshops, firm visits, and
social events for first-year law students. Through these sessions we provide value to the student group, and share our insights and experience with the student body.
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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 69 53
African-American/Black 4 7

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

Asian 4 9
Native Hawaiian/Pacific Islander 0 0

Multiracial 5 8
Openly LGBTQ 7 5

Individuals with Disabilities 0 1
Total 87 83

Men Women

White/Caucasian 69 53
African-American/Black 4 7

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

Asian 4 9
Native Hawaiian/Pacific Islander 0 0

Multiracial 5 8
Openly LGBTQ 7 5

Individuals with Disabilities 0 1
Total 87 83

Our total numbers include summer associates who chose not to self-identify as
a particular race/ethnicity.

Our total numbers include summer associates who chose not to self-identify as
a particular 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 67 49
African-American/Black 4 7

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

Asian 3 8
Native Hawaiian/Pacific Islander 0 0

Multiracial 5 8
Openly LGBTQ 7 3

Individuals with Disabilities 0 1
Total 83 77

Men Women

White/Caucasian 2 2
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 1

Individuals with Disabilities 0 0
Total 2 2

Our total numbers include summer associates who chose not to self-identify as
a particular race/ethnicity.
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Recruitment - Lateral Associates and Partners

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

Men Women

White/Caucasian 26 13
African-American/Black 2 0

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

Asian 6 5
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0
Openly LGBTQ 4 0

Individuals with Disabilities 3 0
Total 47 21

Men Women

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

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

Asian 0 1
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0
Openly LGBTQ 0 0

Individuals with Disabilities 0 0
Total 1 2

Our total numbers include attorneys who chose not to self-identify as a
particular race/ethnicity.

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 4 2
African-American/Black 0 0

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

Asian 0 1
Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0
Openly LGBTQ 1 0

Individuals with Disabilities 0 0
Total 4 4

Men Women

White/Caucasian 7 5
African-American/Black 0 1

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

Asian 0 0
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 0 0
Openly LGBTQ 0 0

Individuals with Disabilities 0 0
Total 8 8

Our total numbers include attorneys who chose not to self-identify as a
particular race/ethnicity.

Our total numbers include attorneys who do not choose to self-identify as a
particular ethnicity/race. "Native Hawaiian/Pacific Islander" is grouped into
the "Asian" category.

NEW EQUITY PARTNERS* (2019)

* Whether hired laterally or promoted from within

Men Women

White/Caucasian 11 7
African-American/Black 0 1

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

Asian 0 1
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 0 0
Openly LGBTQ 1 0

Individuals with Disabilities 0 0
Total 12 12

Our total numbers include attorneys who do not choose to self-identify as a
particular ethnicity/race. "Native Hawaiian/Pacific Islander" is grouped into
the "Asian" category. *
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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)
Ropes & Gray is not Mansfield 1.0 or Mansfield 2.0 certified. While we support the premise of the Mansfield Initiative, we have a number of reservations, including its focus on
process, such as candidate short-lists, rather than on results, including the development and retention of diverse legal talent. We are also troubled that the extensive administrative
effort required to track and report data will divert limited resources from continued efforts to build upon our existing strong results. Instead of signing on to the process-oriented
approach of the Mansfield Initiative and thereby diverting scarce resources from outcome-oriented approaches, we are focusing on improving our already strong results. Our
approach will continue to be to build and retain a robust pipeline of diverse attorneys who will be equipped to take on leadership roles in the future and to embed diversity and
inclusion in all aspects of what we do, including by engaging partners, associates and support staff, measuring our results, holding our leadership accountable, and communicating
and celebrating our workforce's diversity. We will continue to review the criteria for future certification to determine whether or not we will participate.

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:

SJL Attorney Search; The Foster Group; Engle Lindsley Regan (ELR)
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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

The firm policy is not to disclose partner compensation or attrition
information externally.

The firm policy is not to disclose partner compensation or attrition
information externally.

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

The firm policy is not to disclose partner compensation or attrition
information externally.

The firm policy is not to disclose partner compensation or attrition
information externally.

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

The firm policy is not to disclose partner compensation or attrition
information externally.

The firm policy is not to disclose partner compensation or attrition
information externally.
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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

The firm policy is not to disclose partner compensation or attrition
information externally.

The firm policy is not to disclose partner compensation or attrition
information externally.

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

The firm policy is not to disclose partner compensation or attrition
information externally.

The firm policy is not to disclose partner compensation or attrition
information externally.

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

The firm policy is not to disclose partner compensation or attrition
information externally.
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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)

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

Comments:
Ropes & Gray recognizes that in order to support our attorneys' career advancement and success, the firm has to be available to support our lawyers who need to identify flexible
work arrangements. The firm has a program that serves as a flexible framework for building a long and fulfilling career at the firm that may incorporate one or more of the
following elements: flexible scheduling, reduced time commitment, remote work and alternate progression toward partnership. Additional support resources provided to those on
flexible work arrangements include: a manager dedicated to the policy and program, who helps design an arrangement that meets both the attorney's and the firm's objectives and
who provides ongoing professional development guidance, and facilitates a peer resource group, informal lunches that provide an opportunity for attorneys to share experiences
and insight, and the provision of guidance from partners on the flexible work arrangement subcommittee of the firm's hiring and development committee.

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?

Working part-time does not affect a partnership track attorney's ability to make partner or a partner's ability to remain a partner. In fact, over the last 5 years, 13 associates
promoted to partner had worked part-time, worked remotely or on flexible work schedules at one point in their careers.

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

12



Ropes & Gray 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.

Retention and Professional Development

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

Associates 4 23 27 853

Of counsel 2 12 14 75

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

Equity partner 0 6 6 273

Please note that there are a total of 85 full-time and part-time "Other Attorneys" that do not fall into the defined attorney categories of this survey and therefore are not
counted above. They are non-partner track attorneys who would not be considered an Associate, Partner, nor Of-Counsel. Of these "Other Attorneys" 30 are Female,
Part-Time. 4 are Male, Part-Time. Total full-time and part-time US attorneys on 12/31/2019 was 1286.
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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 9 2
African-American/Black 0 0

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

Asian 0 0
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 0 0
Openly LGBTQ 0 0

Individuals with Disabilities 0 0
Total 9 2

Men Women

White/Caucasian 8 3
African-American/Black 0 1

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

Asian 0 0
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 0 0
Openly LGBTQ 1 0

Individuals with Disabilities 0 0
Total 8 4

Our total numbers include attorneys who do not choose to self-identify as a
particular ethnicity/race. "Native Hawaiian/Pacific Islander" is grouped into
the "Asian" category.

Our total numbers include attorneys who do not choose to self-identify as a
particular ethnicity/race. "Native Hawaiian/Pacific Islander" is grouped into
the "Asian" category.

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 9 2
African-American/Black 0 0

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

Asian 0 0
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 0 0
Openly LGBTQ 0 0

Individuals with Disabilities 0 0
Total 9 2

Men Women

White/Caucasian 8 3
African-American/Black 0 1

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

Asian 0 0
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 0 0
Openly LGBTQ 1 0

Individuals with Disabilities 0 0
Total 8 4

Our total numbers include attorneys who do not choose to self-identify as a
particular ethnicity/race. "Native Hawaiian/Pacific Islander" is grouped into
the "Asian" category.

Our total numbers include attorneys who do not choose to self-identify as a
particular ethnicity/race. "Native Hawaiian/Pacific Islander" is grouped into
the "Asian" category.

ATTORNEYS ON THE DIVERSITY COMMITTEE OR
EQUIVALENT

Men Women

White/Caucasian 3 3
African-American/Black 2 1

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

Asian 3 1
Native Hawaiian/Pacific Islander n/a n/a

Multiracial 0 0
Openly LGBTQ 2 2

Individuals with Disabilities 0 0
Total 10 6

Our total numbers include attorneys who do not choose to self-identify as a
particular ethnicity/race. "Native Hawaiian/Pacific Islander" is grouped into
the "Asian" category.
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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 8 24 16

Number of such positions held by:

Minorities 2 1 1

Women 4 5 9

LGBTQ attorneys 1 2 1

Individuals with Disabilities 0 0 0

Our total numbers include attorneys who do not choose to self-identify as a particular ethnicity/race.

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? 6

Minorities heading offices: Raj Marphatia, Silicon Valley (26); Keith Wofford, New York (415)

Women heading offices: Eva Carman, New York (415); Colleen Conry, Washington, DC (84); Jane Goldstein, Boston (583); Laura Hoey, Chicago (81)

LGBTQ attorneys heading offices: Colleen Conry, Washington, DC (84)

Individuals with Disabilities heading offices: 0

PRACTICE GROUP/DEPARTMENT LEADERS

Minorities heading practices: Alex Rene, Litigation & Enforcement (313)

Women heading practices: Renata Ferrari, Benefits (20); Deborah Gersh, Health Care (42); Jane Goldstein, Strategic Transactions (23) Elaine Murphy, Tax (49); Loretta Richard,
Benefits (29)

LGBTQ attorneys heading practices: Edward McNicholas, Data Privacy and Cybersecurity (4); Jeffrey Webb, Labor & Employment (18)

Individuals with Disabilities heading practices: 0

COMMITTEE LEADERS

Minorities heading committees: Leslie Spencer, Diversity Committee (16)

Women heading committees: Lisa Bebchick, Amanda Morrison, Women's Forum (34); Megan Bisk, Associate Liaison Committee (52); Joan McPhee, Leslie Spencer, Diversity
Committee (16); Kendi Ozmon, Flexible Work Arrangements Subcommittee (2), Julie Jones, Pricing Committee (2); Jennifer Rikoski, Pro Bono Committee (13)

LGBTQ attorneys heading committees: Peter Erichsen, Hiring & Development Committee (10)

Individuals with Disabilities heading committees: 0
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The Firm Says

At Ropes & Gray, diversity and inclusion is an essential part of the firm's identity, and its commitment extends over several decades. To advance those efforts in the new
decade, in early 2019, the firm hired an experienced Director of Diversity & Inclusion, Kia Scipio, from Fish and Richardson. Kia works collaboratively with the firm's diversity
committee and its senior leadership, which includes the policy committee, practice group leaders, leaders of the affinity forums, and the directors of legal recruiting, professional
development and training, and human resources. Together they plan, communicate and implement strategies for hiring, retaining and promoting diverse talent.

In 2020, Ropes & Gray is focused on advancing diversity in the following ways:

• Sustaining a diverse demographic and culture, and one that is inclusive and welcoming for everyone at the firm.

• Remaining focused on initiatives are strategic, directed and sustainable.

• Enhancing our recruitment, development and retention efforts.

A hallmark of the firm is that individual differences are an asset, enhancing the quality of life and professional collaboration, and also what our lawyers and support team can
accomplish as a firm.

Ropes & Gray also recognizes diversity and inclusion is complex. At this time of global crisis, the firm is committed in its resolve to advance its mission, especially in a remote
working environment. Since the beginning of the pandemic, the firm has furthered our associate engagement and outreach efforts through our affinity forums and individual
outreach to associates by the Diversity Committee.

A commitment at all levels of the firm

Diversity is embedded into firm processes and are driven and by lawyers and staff across the firm's 11 offices. The diversity committee works with firm management to set
strategy and address policy issues and, in coordination with attorney affinity forums, develops programs and events focused on the recruitment, retention, and advancement
of diverse attorneys. The firm's affinity forums-LGBTQ Forum, Ropes Multicultural Forum, and the Women's Forum-play a vital role in enhancing personal and professional
development. By bringing members together to share insights and experiences, as well as by promoting awareness and understanding throughout the firm, the forums enrich
the professional experiences of diverse attorneys, while contributing to the culture of the firm. Their impact is felt through professional and business development, mentoring,
educational programming, social activities and community outreach. In the spirit of continuous improvement, our diversity team also frequently conducts analyses of firm diversity
data and shares the statistics and findings with firm leadership in order to influence change.

Focused on a diverse pipeline

Ropes & Gray supports a number of innovative pipeline initiatives for college and pre-law students designed to provide early awareness, exposure, and mentoring to individuals
interested in the legal profession. The firm's partnerships include Legal Outreach, the Boston Lawyers Group, and Sponsors for Educational Opportunity (SEO).

Ropes & Gray's 1L Diversity Summer Program offers a select number of highly qualified and diverse first-year law students the opportunity to participate in all aspects of the
firm's summer associate program. Candidates participating in the 1L program are eligible to earn an offer to return for their 2L summer. Students returning to Ropes & Gray for
their 2L summer are eligible for a scholarship and may have the option of spending a portion of their ten weeks in an alternate U.S. office, at a firm client or an approved pro bono
organization.

To further promote inclusion and diversity within the legal profession, the firm created the Roscoe Trimmier Jr. Diversity Scholarship, named after a beloved retired partner. Mr.
Trimmier, a litigator, was the firm's first African-American partner and a leader of inclusion efforts. Each scholarship provides a $25,000 award to outstanding second-year law
students to offset the expenses of their legal education, and includes a paid summer associate position following completion of the second year of law school. The scholarship is
awarded to students who exemplify the accomplishment, leadership and dedication that were the hallmarks of Mr. Trimmier's life, and who are members of populations historically
underrepresented in the legal profession.

Mentorship

Ropes & Gray also promotes diversity and inclusion in practice for its junior associates through the partner mentor program. The program pairs incoming diverse associates with
more senior lawyers who will advocate on their behalf to enhance career development. Partner mentors are expected to offer career guidance, provide work assignments that build
skills and relationships, give timely feedback, foster relationships between the mentee and other senior lawyers within and outside the practice group, and promote opportunities to
develop client relationships when possible.

Ropes & Gray is also committed to supporting the professional and personal development of its attorneys. The firm also offers an array of programs designed to help the firm's
lawyers balance competing work-life demands, continue to grow in their careers, and provide excellent client service. Grants are used frequently to create growth opportunities.
Among the grants, the firm established the Diane Patrick Attorney Advancement Fund to honor the commitment of former partner, diversity co-chair and Massachusetts First Lady
Diane Patrick. The fund dedicates $25,000 annually to support the professional development of diverse associates through a practice group-led nomination process.

There are no easy answers to advancing diversity, and Ropes & Gray still has room to improve. That said, the firm's commitment to its people and culture makes it an exceptional
place to work. Our teams are the beneficiary of the diverse backgrounds and perspectives that each person brings to our community.




