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Mintz, Levin, Cohn, Ferris, Glovsky & Popeo, PC

One Financial Center
Boston, MA 02111
Phone: (617) 542-6000
Fax: (617) 542-2241
www.mintz.com

Locations
Boston, New York, Washington, DC, Stamford, CT, Los Angeles, Palo Alto, San Diego, London

Diversity Leadership

Head(s) of Firm: Andrew R. Urban, Managing Member

Diversity team leader(s): Rosemary M. Allen, Chair, Diversity Committee, Vice President for Professional Development, Member; Karen S.
Lovitch, Vice Chair, Diversity Committee, Member

Number of Attorneys as of 12/31/07
Firmwide: 449
U.S. offices only: 444
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Law Firm Demographic Profile

Does your firm have more than one tier of partnership?
Yes

ASSOCIATES (2007)

Men Women
White/Caucasian 87 72
African-American/Black 6
Hispanic/Latino 1 5
Alaska Native/American Indian 1 1
Asian

Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a

Openly GLBT n/a n/a

Attorneys with disabilities n/a n/a
Total 96 90

NOTE: Asian includes Pacific Islanders. We do not track numbers of
Multiracial, Openly GLBT or Attorneys with Disabilities.

EQUITY PARTNERS (2007)

Men Women

White/Caucasian 65 8
African-American/Black 0 0
Hispanic/Latino 0 0
Alaska Native/American Indian 0 0
Asian 0 0

Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a

Openly GLBT n/a n/a

Attorneys with disabilities n/a n/a
Total 65 8

NOTE: Asian includes Pacific Islanders. We do not track numbers of
Multiracial, Openly GLBT or Attorneys with Disabilities.

OF COUNSEL (2007)

Men Women

White/Caucasian 14 12
African-American/Black 1 0
Hispanic/Latino 1 0

Alaska Native/American Indian 0 0
Asian 1 0

Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a

Openly GLBT n/a n/a

Attorneys with disabilities n/a n/a
Total 17 12

NOTE: Asian includes Pacific Islanders. We do not track numbers of
Multiracial, Openly GLBT or Attorneys with Disabilities.
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SUMMER ASSOCIATES (2007)

Men Women

White/Caucasian 16 7
African-American/Black 1 2
Hispanic/Latino 1 1

Alaska Native/American Indian 0 0
Asian 2 2

Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a

Openly GLBT n/a n/a

Attorneys with disabilities n/a n/a
Total 20 12

NOTE: Asian includes Pacific Islanders. We do not track numbers of
Muiltiracial, Openly GLBT or Attorneys with Disabilities.

NON-EQUITY PARTNERS (2007)

Men Women

White/Caucasian 99 27
African-American/Black 3 0
Hispanic/Latino 3 1

Alaska Native/American Indian 0 0
Asian 2 2

Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a

Openly GLBT n/a n/a

Attorneys with disabilities n/a n/a
Total 107 30

NOTE: Asian includes Pacific Islanders. We do not track numbers of
Multiracial, Openly GLBT or Attorneys with Disabilities.

NEW HIRES (2007)

Men Women

White/Caucasian 34 30

African-American/Black 0 2
Hispanic/Latino 1

Alaska Native/American Indian 0 1
Asian 1 2

Native Hawaiian/Pacific Islander n/a n/a

Multiracial n/a n/a

Openly GLBT n/a n/a

Attorneys with disabilities n/a n/a
Total 36 37

NOTE: Asian includes Pacific Islanders. We do not track numbers of
Muiltiracial, Openly GLBT or Attorneys with Disabilities.
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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?

Information on ML's commitment to diversity and Diversity Committee is posted prominently on both our internal and external websites. To see our external
diversity web page, please go to http://www.mintz.com/about.php?AboutlD=3. Our commitment to diversity is driven by our diversity Mission Statement: "To
fully understand and value diversity in its employees, clients and other constituencies, and to integrate this appreciation into the firm's values, vision, mission,
culture, policies and practices." This mission statement is posted on our websites. Our white paper dedicated to "The Business Implications of Diversity at
Mintz Levin" also is posted on our internal website and was distributed to all employees in hard copy. Extensive materials on the Firm's Core Values and
Diversity are provided to each new employee, and the importance of diversity at the Firm is discussed during new employee orientation. All employees also
are required to attend periodic training on our Non-Discrimination and Non-Harassment policy. In addition, the Diversity Committee periodically issues a
newsletter to all firm personnel highlighting various Diversity initiatives and activities in the firm.

Our Women's Initiative mission is to "recruit, retain, promote and support our women attorneys," and seeks to "strengthen and enhance the professional
development of women attorneys, foster relationships among the women attorneys across firm offices and practice groups, and maintain an environment at
Mintz Levin that continues to allow women attorneys to succeed through firm-driven policies and practices." The Women's Initiative holds various programs at
the firm, including an upcoming interactive session for all attorneys on "Gender Differences in Communication," and a recent program for women attorneys on
"Making Life Choices Work: Strategies for Achieving Successful Work-Life Balance."

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

Rosemary M. Allen, Chair, Diversity Committee, Vice President for Professional Development, Member

Does your law firm currently have a diversity committee?

Yes

If yes, does the commiittee's representation include one or more members of the firm's management/executive committee (or equivalent)?

Yes

If yes, how many attorneys are on the committee, and in 2007, 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: 9
Total hours spent on diversity: 300
Comments: We do not track this number, but it was in excess of 300 hours.

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?
Annually

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

The Diversity Committee reports annually to the firm's Policy Committee and to the members of the firm on its progress in achieving diversity results.

Is your firm minority-owned or women-owned?
No
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Law Firm Diversity Initiatives

INITIATIVES FOR ALL DIVERSE ATTORNEYS

Already Currently Not a Current
Completed Addressing Priority

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

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

Conduct firmwide diversity training for all attorneys and staff

Focus on strengthening firm's mentoring program

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 | X | X| X| 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 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 Currently Not a Current
Completed Addressing 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 Focus on strengthening firm's mentoring program for minority attorneys
X Manage/monitor allocation of work assignments and/or hours billed to ensure minority attorneys

have equal access/inclusion on top client matters

Other (please specify): Our Minority Attorneys Group ("MIATTY"), an internal affinity group for
attorneys of color, has been meeting quarterly for over a decade. This group also meets annually for a
full-day retreat for all attorneys of color. The primary objectives of the retreat are: 1. to provide MIATTY
members an opportunity to network among themselves to gain a more complete understanding of

the various professional backgrounds and areas of expertise represented by Mintz Levin lawyers

X of color; and 2. to carry out a formal agenda designed to create a space to discuss professional
development for attorneys of color. In preparation for the retreat, the group created a "Face Book" to
facilitate geographic and practice group connections and promote productive communication among
attorneys of color at the firm. As a product of these meetings, the MIATTY group provided a report
and recommendations to firm management and the Diversity Committee to assist them with their
continuing diversity efforts.
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR WOMEN ATTORNEYS

Already Currently Not a Current
Completed Addressing 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 Manage/monitor allocation of work assignments and/or hours billed to ensure women have
equal access/inclusion to top client matters
Other (please specify): Our Diveristy Committee's Women's Initiative mission is to "recruit, retain,
promote and support our women attorneys," and seeks to "strengthen and enhance the professional
development of women attorneys, foster relationships among the women attorneys across firm
X offices and practice groups, and maintain an environment at Mintz Levin that continues to allow
women attorneys to succeed through firm-driven policies and practices." The Women's Initiative holds
various programs at the firm, including an upcoming interactive session for all attorneys on "Gender
Differences in Communication," and a recent program for women attorneys on "Making Life Choices
Work: Strategies for Achieving Successful Work-Life Balance."
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR OPENLY GLBT ATTORNEYS

Already Currently Not a Current
Completed Addressing Priority

X Offer same-sex domestic partners the same benefits available to married individuals
X Increase the number of GLBT attorneys at the associate level
X Increase the number of GLBT attorneys at the partnership level
X Increase the number of GLBT attorneys in leadership positions

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

Other (please specify): We have long had an active GLBT affinity group that meets regularly. We
also recently received a perfect score - 100% - on the Human Rights Campaign's Corporate Equality
Index. The index provides an in-depth analysis and rating of large U.S. employers and their policies
and practices pertinent to gay, lesbian, bisexual and transgender employees. The firm will also be
X included in the Human Rights Campaign's "Best Places to Work" list. The 2008 Corporate Equality
Index rated 519 businesses across the country, evaluating factors such as non-discrimination policies,
diversity training, benefits for domestic partners and transgender employees, and GLBT employee
resource groups. Mintz Levin's perfect score demonstrates the firm's commitment to the equal
treatment of its employees and clients irrespective of their sexual orientation or gender identity and
expression.
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR ATTORNEYS WITH DISABILITIES

Already Currently Not a Current
Completed Addressing 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 Ensure that EEO and non-discrimination policies specifically address individuals with disabilities

M|c|c|A

NG o o s V. U LT




Vault/MCCA Guide to Law Firm Diversity Programs « 2009 Edition

Mintz, Levin, Cohn, Ferris, Glovsky & Popeo, PC

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: No
* Fund scholarships for minority high school or college students: Yes

* Mentor high school or college students: No

* Participate in or host mock trial programs or career events: Yes

* Provide internships or employment to minority high school or college students: Yes

* Outreach to middle school students: Yes

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

Each summer, the firm hosts four minority undergraduate interns through the Boston Lawyers Group ("BLG")*. This summer, the Diversity Committee

also funded the firm's hiring of a diverse high school student through a program sponsored by the Boston Bar Association. These interns work in various
departments across the firm. Although not specifically a diversity initiative, we participate in two Citizens Schools programs for 8th graders. The Legal
Apprenticeship Program runs for 10 weeks twice a year. During each apprenticeship, 15-20 Boston students come to the firm to learn about law, law firms and
trial advocacy. The group splits into Prosecution and Defense teams and prepares a civil or criminal case. Finally, they participate in a mock trial with teams
from all over Boston with real judges and a volunteer jury. We also take part in the 8th Grade Academy, a program that helps Boston's middle school students
improve their writing skills and prospects for their futures. Students come to ML to meet with attorneys and other professionals for two hours 14 times during
the school year. Working closely with 8th Grade Academy staff, volunteers teach writing, discuss short stories, and help students make important decisions.
Similarly, the firm partners with numerous domestic violence shelters and organizations in Boston by, in part, providing support to children who reside in these
shelters. Each year, we host Halloween and Christmas parties at the firm for many children. ML also provides "back-to-school" backpacks to children of all
ages (and mothers) residing in these shelters. To date, ML employees and friends have donated 1,168 customized backpacks filled with school supplies, toys
and clothing. *The BLG is a nonprofit organization founded by Boston law firms committed to improving hiring and retaining lawyers of color. Two ML members
were instrumental in creating the BLG in 1986; two members currently serve on the 12-member Executive Committee.
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Recruitment - New Associates

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

Ivy League schools: Harvard, Yale, Penn, Cornell, Columbia

Other private schools: Boston College, Boston University, American, Catholic, Brooklyn, George Washington, Georgetown, Duke, Fordham, NYU, Suffolk, New
England School of Law, Northeastern

Public state schools: UVA, UCLA, UC Berkeley, UC San Diego, Chicago, Michigan
Historically Black Colleges and Universities (HBCUs): Howard

Diversity job fairs: Each year ML hosts an Annual Interview Workshop for Boston area law students of color and participates in job fairs for law students of
color in Washington D.C. and New York. We participate in the Boston Lawyers Group and Washington D.C. minority job fairs and in the "D.C. Road Show," at
five law schools, which brings D.C. firms together for the purpose of encouraging, through discussion in an informal setting, African American law students to
try big-firm practice in D.C. We sponsored the 2007 Annual D.C. Road Show Reception. We also participate in the Lavender Law 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: Yes

* Advertise in minority law student association publications: Yes

* Participate in or host minority law student job fairs: Yes

* Sponsor minority law student association events: Yes

* Firm lawyers participate on career panels at schools: Yes

* Outreach to leadership of minority student organizations: Yes

* Scholarships or intern/fellowships for minority students: Yes

* Other (please specify):

ML attorneys mentor women law students and law students of color, support on-campus student organizations and speak at diversity and recruiting
symposiums. The firm also supports the AIPLA minority student scholarship fund. Each year, ML hosts a mock-interviewing workshop for law students of color.

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

In the summer of 2007, Mintz Levin was one of five firms participating in a pilot program for first year law students through the Boston Lawyers Group. The 1L
Diversity Clerkship Program supports the BLG's mission to create a pipeline for diverse legal talent in Boston. The clerks spent the first five weeks of their ten-
week program working in a participating firm and the second five weeks working with a BLG corporate partner or government agency. We are participating in
this program during the summer of 2008 as well.
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Recruitment - New Associates

ALL 2L SUMMER ASSOCIATES (2007)

OFFERS MADE* (2007)

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

Men Women Men Women

White/Caucasian 15 6 White/Caucasian 15 6
African-American/Black 1 0 African-American/Black 0 0
Hispanic/Latino 1 1 Hispanic/Latino 1 1
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 1 1 Asian 1 1

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

Multiracial n/a n/a Multiracial n/a n/a

Openly GLBT n/a n/a Openly GLBT n/a n/a

Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 18 8 Total 17 8

OFFERS ACCEPTED* (2007)

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

NEITHER ACCEPTED NOR DECLINED* (2007)

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

Men Women Men Women

White/Caucasian 12 5 White/Caucasian 3 1
African-American/Black 1 0 African-American/Black 0 0
Hispanic/Latino 1 1 Hispanic/Latino 0 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 1 1 Asian 0 0

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

Multiracial n/a n/a Multiracial n/a n/a

Openly GLBT n/a n/a Openly GLBT n/a n/a

Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 15 7 Total 3 1
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Recruitment - Lateral Associates and Partners

LATERAL ASSOCIATE HIRES (2007)

Men Women Men Women

White/Caucasian 17 25 White/Caucasian 3 3
African-American/Black 0 2 African-American/Black 0 0
Hispanic/Latino 1 2 Hispanic/Latino 0 0
Alaska Native/American Indian 0 1 Alaska Native/American Indian 0 0
Asian 1 Asian 0 0

Native Hawaiian/Pacific Islander n/a n/a Native Hawaiian/Pacific Islander n/a n/a
Multiracial n/a n/a Multiracial n/a n/a

Openly GLBT n/a n/a Openly GLBT n/a n/a

Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 19 32 Total 3 3

LATERAL OF COUNSEL HIRES (2007)

LATERAL PARTNER HIRES (2007)
*Both equity and non-equity

NEW PARTNERS PROMOTED (2007)

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

Men Women Men Women

White/Caucasian 14 2 White/Caucasian 6 2
African-American/Black 0 0 African-American/Black 0 1
Hispanic/Latino 0 0 Hispanic/Latino 0 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 0 0 Asian 0 0

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

Multiracial n/a n/a Multiracial n/a n/a

Openly GLBT n/a n/a Openly GLBT n/a n/a

Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 14 2 Total 6 3

NEW EQUITY PARTNERS* (2007)

*Whether hired laterally or promoted from within

Men Women
White/Caucasian n/a n/a
African-American/Black n/a n/a
Hispanic/Latino 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 GLBT n/a n/a
Attorneys with disabilities n/a n/a
Total n/a n/a
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Recruitment - Lateral Associates and Partners

What activities does the firm undertake to attract diverse attorneys?

* Partner programs with women, minority, gay/lesbian or disability-focused bar associations: Yes
* Participate at diversity job fairs: No

* Attend events at diversity legal organizations: Yes

* Seek referrals from other attorneys: Yes

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

* Hire recruiting professional who specializes in identifying diverse candidates: No

* Other (please specify):

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:

New England Legal Search, Watanabe Consulting
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Retention and Professional Development

ATTORNEYS WHO LEFT THE FIRM IN 2007

1ST-YEAR ASSOCIATES 2ND-YEAR ASSOCIATES

Women Men Women
White/Caucasian 0 1 White/Caucasian 0 1
African-American/Black 0 0 African-American/Black 0 0
Hispanic/Latino 0 0 Hispanic/Latino 0 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 0 0 Asian 0 0
Native Hawaiian/Pacific Islander n/a n/a Native Hawaiian/Pacific Islander n/a n/a
Multiracial n/a n/a Multiracial n/a n/a
Openly GLBT n/a n/a Openly GLBT n/a n/a
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 0 1 Total 0 1
Women Women
White/Caucasian 2 1 White/Caucasian 1 1
African-American/Black 0 0 African-American/Black 0] 0
Hispanic/Latino 0 0 Hispanic/Latino 0 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 0 0 Asian 1 0
Native Hawaiian/Pacific Islander n/a n/a Native Hawaiian/Pacific Islander n/a n/a
Multiracial n/a n/a Multiracial n/a n/a
Openly GLBT n/a n/a Openly GLBT n/a n/a
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 2 1 Total 2 1
Women Men Women
White/Caucasian 2 2 White/Caucasian 4 0
African-American/Black 0 1 African-American/Black 2 0
Hispanic/Latino 1 0 Hispanic/Latino 0 0
Alaska Native/American Indian 0 1 Alaska Native/American Indian 0 0
Asian 0 0 Asian 0 0
Native Hawaiian/Pacific Islander n/a n/a Native Hawaiian/Pacific Islander n/a n/a
Multiracial n/a n/a Multiracial n/a n/a
Openly GLBT n/a n/a Openly GLBT n/a n/a
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 3 4 Total 6 0

AR PO oL BTN V U L I



Vault/MCCA Guide to Law Firm Diversity Programs « 2009 Edition

Mintz, Levin, Cohn, Ferris, Glovsky & Popeo, PC

Retention and Professional Development

ATTORNEYS WHO LEFT THE FIRM IN 2007

7TH-YEAR ASSOCIATES 8TH-YEAR ASSOCIATES

Men Women Men Women
White/Caucasian 0 6 White/Caucasian 0 1
African-American/Black 0 1 African-American/Black 0 0
Hispanic/Latino 0 0 Hispanic/Latino 0 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 0 1 Asian 2 0
Native Hawaiian/Pacific Islander n/a n/a Native Hawaiian/Pacific Islander n/a n/a
Multiracial n/a n/a Multiracial n/a n/a
Openly GLBT n/a n/a Openly GLBT n/a n/a
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 0 8 Total 2 1
Men Women Men Women
White/Caucasian 3 1 White/Caucasian 1" 3
African-American/Black 0 1 African-American/Black 3 1
Hispanic/Latino 0 0 Hispanic/Latino 1 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0
Asian 0 1 Asian 0 1
Native Hawaiian/Pacific Islander n/a n/a Native Hawaiian/Pacific Islander n/a n/a
Multiracial n/a n/a Multiracial n/a n/a
Openly GLBT n/a n/a Openly GLBT n/a n/a
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 3 3 Total 15 4
Men Women
White/Caucasian 1 0
African-American/Black 0 0
Hispanic/Latino 0 0
Alaska Native/American Indian 0 0
Asian 0 0
Native Hawaiian/Pacific Islander n/a n/a
Multiracial n/a n/a
Openly GLBT n/a n/a
Attorneys with disabilities n/a n/a
Total 1 0
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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, gay/lesbian attorneys, or attorneys with
disabilities or physical challenges): Yes

* Increase/review compensation relative to competition: Yes

* Increase/improve current work/life programs: Yes

» Adopt dispute resolution process: Yes

* Succession plan includes emphasis on diversity and greater inclusion of non-white men and women in firm leadership: No

» Work with diverse attorneys to develop career advancement plans: Yes

« Introduce diverse attorneys to key clients, including to lead engagements: Yes

* Review work assignments and hours billed to key client matters to make sure diverse attorneys, particulary non-white attorneys (i.e., minority attorneys, for
whom research indicates a greater inclusion problem), are not being excluded: No

« Strengthen mentoring program for all attorneys: Yes

* Professional skills development program for all attorneys: Yes

* Provide a gender-neutral parental leave policy that covers adoptions: Yes

* Other (please specify):

Section Managers are expected to work with all Associates to develop an individualized Career Development Plan. Section Managers also are expected
to facilitate introductions to key clients for diverse attorneys and creations of diverse client service teams. We also conduct exit interviews with departing
attorneys to understand reasons for leaving the firm and identify themes and trends.

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

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 a Flexible Work Arrangement schedule does not change the evaluation process or the factors considered for membership (partnership), and
attorneys on a Flexible Work Arrangement remain eligible for membership consideration. Working a part-time Flexible Work Arrangement schedule may
extend the time at which an attorney is considered for membership, depending on how the arrangement is structured (e.g., the proportion of Firm established
full-time utilization hours worked, the duration of the Flexible Work Arrangement schedule, and the nature of the assignments that the attorney is willing to
assume). The decision to work a reduced schedule does not impact an attorney's ability to remain a member.

How many current equity partners have worked part time, exclusive of maternity/paternity leave or short-term disability?
3
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Retention and Professional Development

PART-TIME ATTORNEYS PART-TIME ATTORNEYS

TOTAL NUMBER OF ATTORNEYS

(2007) Men Women Total (full and part-time)
Associates 4 18 22 209
Of counsel 5 6 1 29
Non-equity partner 0 8 8 138
Equity partner 0 1 1 73
VAULT MIC €A
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Management Demographic Profile

FIRMWIDE COMMITTEES 2007

EXECUTIVE/MANAGEMENT COMMITTEE* HIRING COMMITTEE*

* Attorneys on the Executive/ Management Committee or equivalent * Attorneys on the Hiring Committee or equivalent
Men Women Men Women
White/Caucasian 8 2 White/Caucasian 21 8
African-American/Black 0 0 African-American/Black 2 0
Hispanic/Latino 0 0 Hispanic/Latino 0 2
Alaska Native/American Indian 0 0 Alaska Native/American Indian 1 0
Asian 1 0 Asian 0 2
Native Hawaiian/Pacific Islander n/a n/a Native Hawaiian/Pacific Islander n/a n/a
Multiracial n/a n/a Multiracial n/a n/a
Openly GLBT n/a n/a Openly GLBT n/a n/a
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 9 2 Total 24 12
* Attorneys on the Partner Review Committee or equivalent * Attorneys on the Associate Review Committee or equivalent
Men Women Men Women
White/Caucasian 1 5 White/Caucasian n/a n/a
African-American/Black 0 0 African-American/Black n/a n/a
Hispanic/Latino 0 0 Hispanic/Latino n/a n/a
Alaska Native/American Indian 0 0 Alaska Native/American Indian n/a n/a
Asian 1 0 Asian n/a n/a
Native Hawaiian/Pacific Islander n/a n/a Native Hawaiian/Pacific Islander n/a n/a
Multiracial n/a n/a Multiracial n/a n/a
Openly GLBT n/a n/a Openly GLBT n/a n/a
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 12 5 Total n/a n/a
Men Women
White/Caucasian 1 5
African-American/Black 2 0
Hispanic/Latino 0 0
Alaska Native/American Indian 0 0
Asian 1 0
Native Hawaiian/Pacific Islander n/a n/a
Multiracial n/a n/a
Openly GLBT 0 1
Attorneys with disabilities n/a n/a
Total 4 5
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Please provide information regarding all diverse attorneys who, as of 12/31/07, headed offices, practice groups and
committees other than those included in the charts above. 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 havein the United States? 7

Minorities heading offices: [No response]
Women heading offices: Cherie Kiser, Washington, D.C. (65)
GLBT attorneys heading offices: Do not track numbers of GLBT.

Attorneys with disabilities heading offices: Do not track numbers of Attorneys with Disabilities.

PRACTICE GROUP/DEPARTMENT LEADERS

Minorities heading practices: [No response]

Women heading practices: Rosemary Allen, Intellectual Property (59); Susan Cohen, Immigration (9); Cherie Kiser, Communications (15)
GLBT attorneys heading practices: Do not track numbers of GLBT.

Attorneys with disabilities heading practices: Do not track numbers of Attorneys with Disabilities.

COMMITTEE LEADERS

Minorities heading committees: Reena Thadhani, Hiring Committee, Boston (16)

Women heading committees: Rosemary Allen, Diversity Committee (9); Charlotte Edelman, Hiring Committee, New York (8); Susan Finegan, Pro Bono
Committee (21); Karen Lovitch, Hiring Committee, DC (7); Reena Thadhani, Hiring Committee, Boston (16)

GLBT attorneys heading committees: Do not track numbers of GLBT.

Attorneys with disabilities heading committees: Do not track numbers of Attorneys with Disabilities.
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The Firm Says

ML's commitment to diversity is driven by its diversity mission: To fully understand and value diversity in its employees, clients and other constituencies, and to
integrate this appreciation into the firm's values, vision, mission, culture, policies and practices. We adhere to a strict policy of equal opportunity, and value and
foster diversity in our employees. For us, a commitment to diversity is not just achieving numeric goals, but being guided by a core value to promote a culture
that is truly inclusive of differences at all levels.

Our vibrant Diversity Committee is chaired by a senior woman partner who is our VP of Professional Development. The Committee meets monthly and
implements our diversity mission by adopting policies impacting recruiting, retention, mentoring, promotion, and our strategic direction through eight
subcommittees: Work Family Balance; Mentoring; Assignment Allocation; Professional Development/Affinity Groups; Training/Diversity Awareness; HR
Policies; External/Internal Communication and Marketing; and Hiring. The Diversity Committee has many projects, including increasing mentoring, training
and promotion of women attorneys through the Women's Initiative, working with the firm's hiring partners and staff to increase the hiring of minority attorneys;
implementing professional development benchmarks for each practice area; strengthening our affinity groups to improve mentoring and retention of diverse
attorneys and distributing a diversity newsletter to continue publicizing our commitment to diversity, the Committee's work and the increasing participation of
our membership in diversity efforts. Our deep commitment to diversity is nationally recognized. In 2007 and 2008, Multicultural Law Magazine, a publication
addressing diversity in the legal profession, recognized the firm in its Top 100 list. In 2007, ML was named a Best Law Firm for Women by Working Mother
magazine and Flex-Time Lawyers LLC. ML also was named to the 2007 List of Top Ten Family Friendly Firms by Yale Law Women. In 2006, Vault, Inc. ranked
the firm 19th in the country for "best in diversity with respect for minorities."

We are one of only two law firms to sign on prior to the recent launch of the Commonwealth Compact, a project by business and civic leaders with a mission:
To establish Massachusetts as a uniquely inclusive, honest and supportive community of - and for--diverse people. To acknowledge our mixed history in this
effort, and to face squarely the challenges that still need to be overcome, understanding that the rich promise of the region's growing diversity must be tapped
fully if Boston and Massachusetts are to achieve their economic, civic and social potential. We have been at the forefront of issues pertaining to attorneys

of color, women and lawyers of all sexual orientation throughout our history. Of the nine members elevated to membership in 2008, five are women. In June
2003, The American Lawyer recognized us as exceeding the national average for woman partners. In 2002, the firm elected four attorneys of color to its
partnership ranks in a single year.

ML operates on a broad definition of "family," because some employees in same-sex relationships are not permitted by law to marry and others may choose
not to marry. We recognize the value and significance of these relationships by extending our employment policies and benefits to employees' partners, if they
are spousal equivalents (domestic partners). We have done so since 1993.

We also were among the first nationwide to introduce part-time and other flexible work arrangements ("FWAs") designed to help employees balance work with
family responsibilities and other interests. To demonstrate our continued commitment to FWAs, we recently adopted a FWA policy for lawyers, formalizing the
many FWAs our attorneys have had in place for years and ensuring that FWAs are consistently available and applied to all.
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