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Demographics slides

What is your age group?
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Demographics slides

Sexual orientation Race
100% - 80% -
| 91%
90% 20% 68% m\White
80% m Bisexual mBlack
. m Gay/Lesbian 60% Asian
70% m Latinx
60% Hetfsetr;?gﬁalf 50% i Two Or More Races
mPrefer Not To Say Prefer Not To Say
0% 40% m Other
40%
30%
30%
20% 16%
20%
o 10% 9
10% ., - 6% 4% o
° 1% o o
0% e NN —— 0% - [ [ —

1 MAJOR, LINDSEY & AFRICA



Demographics slides

Marital status Firm title
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Experiences of Leave Policy

Have you ever taken parental leave? Do you plan on taking advantage of your
firm’s parental leave policies in the future?

12%

24%

64%

mYes mNo mYes mNo =NotSure
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Experiences of Leave Policy

Are you the primary caregiver?
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mY¥es mNo
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Experiences of Leave Policy

How many weeks of paid leave are
given to mothers as part of the maternity
leave policy at your current firm (including
disability)?
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How many weeks of paid leave are
given to fathers as part of the paternity leave
policy at your current firm (including
disability)? 4%
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Experiences of Leave Policy

How many weeks of unpaid leave can
you take at your current firm?
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Experiences of Leave Policy

Does the parental leave policy apply Does your firm have a gender-neutral
equally to birth, adoption and surrogacy? parental leave policy?

37%
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mYes mNo =Don'tKnow mYes mNo =Don't Know
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Experiences of Leave Policy

If you plan to have more children, how What role did your firm’s parental leave
many weeks of leave will you plan to take? policy play in your decision regarding how
many weeks to take?

74%

m0-6 Weeks m 7-13 Weeks 14-20 Weeks m 20+ Weeks mNone =Some It Was the Primary Consideration
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Experiences of Leave Policy

Did your firm prorate your hourly Are policies different for associates and
requirement for the year when you took partners?
parental leave?

10%

14%
54% 36%

mYes mNo = Other mYes mNo mDon'tKnow
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Experiences of Leave Policy

Was your bonus affected negatively by
taking parental leave?

39%

mYes mNo = Other
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Parental Assistance and Career Programs

Does your firm offer any return-to-work benefits?
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Parental Assistance and Career Programs

Q22 - Does your firm provide assistance for:
mYes mNo

12%

88%

Adoption Surrogacy Egg Freezing
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Parental Assistance and Career Programs

Was your access to Do you feel your Did you suffer any negative
quality work affected by taking opportunities for advancement consequences or actions by the firm
parental leave? toward partnership were affected because of your parental leave?

by taking parental leave?

36%
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39%

mYes mNo =Aboutthe Same mYes mNo =N/A mYes mho
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Parental Assistance and Career Programs

Are all of your partners and team members understanding if you have
to leave work early or make schedule changes due to childcare obligations?

26%

mYes mNo =mN/A
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Parental Assistance and Career Programs

Q28 - What plays the biggest role in how
your firm’s leave policies are implemented as

written (law firm leadership, partners in your
group, other)?

Q27 - Has your firm made any impactful
changes to its parental leave policy over the

past year?

1%

49%

mYes mNo mLaw Firm Leadership mPartners Other
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Attitudes to Firm

Q29 - On a scale of 1-10, does your firm’s parental leave policy make you more or less likely to stay at your current
firm? (1-10 scale — 10 being most likely)

0 1 2 m3 m4 m5 m6 m7 m8 m9 ml0

Q30 - On a scale of 1-10, does your firm’s treatment of parents after they return from leave make you more or less likely
to stay at your current firm? (1-10 scale — 10 being most likely)
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Attitudes to Firm

Q31 - On a scale of 1-10, would another firm’s reputation on parental leave and parental leave policy make
you more or less likely to join that firm? (1-10 scale — 10 being most likely)

0 1 2 m3 m4 m5 mo m/7 =8 m9 nmI0
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Attitudes to Firm

Q32 - On a scale of 1-10, how supportive has your firm been during Covid-19 in facilitating your balancing
work and being a caregiver to your children? (1-10 scale — 10 being excellent)

0 1 2 m3 m4 mu5 m6 m/ m8 m9 =m0
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Attitudes to Firm

Q33 - On a scale of 1-10, how beneficial would it be for your family if you had the flexibility of a long-term
remote-work option during the COVID-19 pandemic? (1-10 scale — 10 being very beneficial).

0 1 2 3 m4 m5 mo m/ m8 m9 =m0
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Further Comments

14
This survey was difficult for me to take ‘ ‘ ‘ ‘
because my answers depend on whether Remote and flexible work From my experience and that of others (both male and female)
‘ ‘ we are talking about my prior firm (the arrangements are the most who took primary caregiver leave (18 weeks), it was extremely
) ) firm | left because of its parental leave important factor for me in difficult to get staffed on matters upon returning from leave.
Firm leadership seems to understand policy) or my current firm (which has a deciding where towork as It took most months to get a single billable hour. One male who
the importance of offering generous true gender-neutral policy). My prior aworking parent. | turned took 4 weeks leave with his first child [and] then 18 weeks for his
parental leave benefits, but the firm’s policy provided women 20 weeks down more lucrative job second childwho had special needs remarked at what a different
old white men heading up the of paid leave and men 8 weeks of paid offers to maintain my current experience it was returning from parental leave with the second
practice groups are still stuck in the leave. As a gay man that had a child via position at a non-profit child. The first time around with just 4 weeks of leave, he was still
1950s-family-structure mentality. surrogacy, that policy had a disparate where they allowed me to copied on emails for his matters [so he could] stay in the loop, and
Their wives stopped working after impact on me and my family. What's work from home part-time the team held his spot on those matters. The second time around,
they had kids and these guys just more, that prior firm was not supportive and ramp up and down my he was still copied on emails on his matters, but his spot was
have no clue about current, more of me traveling to the state where my hours when my daughter filled and the team was unwilling to make room for him on the
gender-balanced parenting styles son was born in advance of his birth so was an infant team when he returned. Personally, when | was brought on teams
where the mom can *gasp* go back that we could be there for his arrival. ’ because someone who had been working on the matter went on
to work after having kids and have My current firm, on the other hand, is , , parental leave, | took it upon myself to tell the partner staffing the
ameaningful career! extremely supportive when it comes to matter that the attorney was due to return from leave and that |
, , these types of issues. would be happy to transition their role back to them. The staffing
, , partners should be the ones making sure attorneys returning
from leave can reintegrate.

. “ L “ = “ - “ — - “

. . Thank you for the chance to Remote working Law firm leadership needs to
P tall t I tant . - h
f;ﬁz; pzar:it’ss Zﬁ;ir;}:i’gij an A:Tf {Grzr?h ! d reflect back through this. It hours and child support working parents, or a
supported and encouraged by all =y " m;e : ° ﬁnr confirms the need for me to job care obligations significant number of parents will
ﬁr::lplea dership g Y outw ra; fffec cr_” search and how hard the legal really only work leave for in-house positions that

’ Earen atleave wr profession really is. | hope we can if "offhours” are have better communication and

ave onmy career. build a better tomorrow! respected. policies.
, , - — , , - , , B , , B , , B
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Further Comments

From my experience and that of others (both male and female)
who took primary caregiver leave (18 weeks), it was extremely
‘ ‘ difficult to get staffed on matters upon returning from leave.
It took most months to get a single billable hour. One male who
took 4 weeks leave with his first child [and] then 18 weeks for his
second child who had special needs remarked at what a different
experience it was returning from parental leave with the second
child. The first time around with just 4 weeks of leave, he was still , , -
copied on emails for his matters [so he could] stay in the loop, and
the team held his spot on those matters. The second time around,
he was still copied on emails on his matters, but his spot was
filled and the team was unwilling to make room for him on the B ‘ ‘
team when he returned. Personally, when | was brought on teams
because someone who had been working on the matter went on
parental leave, | took it upon myself to tell the partner staffing the
matter that the attorney was due to return from leave and that |
would be happy to transition their role back to them. The staffing
, , partners should be the ones making sure attorneys returning
from leave can reintegrate.

Law firm leadership needs to
support working parents, or c
significant number of parents will
leave for in-house positions that
have better communication and
policies.

Firm leadership seems to understand
the importance of offering generous
parental leave benefits, but the

old white men heading up the
practice groups are still stuck in the
1950s-family-structure mentality.
Their wives stopped working after
they had kids and these guys just
have no clue about current, more
gender-balanced parenting styles
where the mom can *gasp* go back
to work after having kids and have
a meaningful career!

Remote working
hours and child
care obligations
really only work
if “off hours” are
respected.
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