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Bingham McCutchen LLP

One Federal Street
Boston, MA 02110
Phone: 617-951-8000
Fax: 617-951-8736
www.bingham.com

Locations
Boston, MA; New York, NY; Silicon Valley, CA; Hartford,CT; Orange County,CA; San Francisco, CA; Los Angeles,CA; Santa Monica, CA;
Washington, DC; London; Hong Kong; Tokyo

Diversity Leadership
Head(s) of Firm: Jay Zimmerman, Chairman
Diversity team leader(s): Ralph C. Martin Il and Julia Frost-Davies, Co-Chairs, Diversity Committee

Number of Attorneys as of July 2009
Firmwide: 935
U.S. offices only: 831
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Law Firm Demographic Profile

Does your firm have more than one tier of partnership?
No

ASSOCIATES (2008)

Men Women
White/Caucasian 183 175
African-American/Black 3 12
Hispanic/Latino 6 9
Alaska Native/American Indian 0 0
Asian 27 30
Native Hawaiian/Pacific Islander 0 1
Multiracial 2
Openly GLBT 7 7
Attorneys with disabilities n/a n/a
Total 234 239

NOTE: Attorney statistics do not include unlisted attorneys. We do not track
disability information.

EQUITY PARTNERS (2008)

Men Women

White/Caucasian 251 63
African-American/Black 5 1
Hispanic/Latino 4 0

Alaska Native/American Indian 0 0
Asian 13 6

Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0

Openly GLBT 5 1
Attorneys with disabilities n/a n/a
Total 278 70

NOTE: All partners are equity. Men statistics do not include unlisted
attorneys. We do not track disability information.

OF COUNSEL (2008)

Men Women

White/Caucasian 51 22
African-American/Black 1 0
Hispanic/Latino 2 0

Alaska Native/American Indian 0 0
Asian 2 2

Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0

Openly GLBT 1 0

Attorneys with disabilities n/a n/a
Total 59 26

NOTE: Attorney statistics do not include unlisted attorneys. We do not track
disability information.
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SUMMER ASSOCIATES (2008)

Men Women

White/Caucasian 23 23
African-American/Black 1 6
Hispanic/Latino 0 1

Alaska Native/American Indian 0 0
Asian 5 5

Native Hawaiian/Pacific Islander 0 0
Multiracial 1 5

Openly GLBT 0 1
Attorneys with disabilities n/a n/a
Total 30 40

NOTE: We do not track disability information.

NON-EQUITY PARTNERS (2008)

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

NOTE: All partners are equity.

NEW HIRES (2008)

Men Women

White/Caucasian 70 47
African-American/Black 2 3
Hispanic/Latino 3 1

Alaska Native/American Indian 0 0
Asian 9 11

Native Hawaiian/Pacific Islander 0 1
Multiracial 0 1

Openly GLBT 1 2
Attorneys with disabilities n/a n/a
Total 91 65

NOTE: Attorneys statistics do not include unlisted attorneys. We do not
track disability information.
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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?

Communication Is Elemental: Diversity is critically important to Bingham. Senior leaders regularly communicate this message to their constituents. Chairman
Jay Zimmerman speaks to partners, associates and staff about the firm's diversity commitment. Diversity Committee (DC) Co-chairs Ralph Martin and Julia
Frost-Davies and Diversity and Inclusion Manager Minita Shah-Mara meet with the partnership and hold town-hall meetings in all US offices with associates/
staff to provide a forum for employees to offer input on the firm's Diversity Action Plan. The DC co-chairs and manager meet with senior area leaders to
discuss diversity within practice areas. They work closely with the national hiring partner, those involved in lateral hiring and integration and partners and
senior administrators who lead attorney development. Through in-person meetings, roundtables, e-mail and intranet, staff/ attorneys are kept informed of the
firm's diversity efforts. In 2008, the Diversity Committee initiated a Diversity Highlights monthly e-mail to firm personnel, detailing the latest diversity efforts/
successes at Bingham and the local community.

The DC co-chairs and manager present to various firm departments about the importance of their role in the larger diversity and inclusion efforts. For example:
to the annual Operations Team summit about the implementation of a vendor/supplier diversity program; at the 2008 Managers' Retreat highlighting firmwide
Diversity Action Plan; to the senior directors about the firm's diversity-related goals for 2009, including the development of a diverse talent pipeline and
implementation of formal employee resource groups; to the firm's senior marketing team about the value of a continued collaboration between the marketing
and diversity departments in both internal and external communications.

DC staff and attorney members are actively involved with implementing components of the Firm's Strategic Diversity Action plan in their regional offices.

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

Ralph C. Martin I, co-chair, Diversity Committee; partner, Bingham McCutchen LLP; managing principal, Bingham Consulting Group; office managing partner,
Boston Office; Julia Frost-Davies, co-chair, Diversity Committee; partner, Bingham McCutchen LLP; Minita Shah-Mara, Manager of Diversity and Inclusion

Does your law firm currently have a diversity committee?

Yes

If yes, does the committee'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 2008, 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: 35

Total hours spent on diversity: 1838

Comments: In 2008, our entire Diversity Committee came together for its maiden retreat. Partners, associates and staff convened for one day for the purpose
of program development, alignment of goals and assessing progress. In addition, participants focused on sharing regional best practices and creating next
steps to address areas of focus highlighted during the Attorneys of Color Retreat. This retreat was also an opportunity for us to define roles on the committee.
We began to create a framework for our work for the next 18 months. This retreat was robust and pronounced successful by all participants.

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

Yes

Bingham McCutchen's management and diversity leadership work collaboratively in identifying and achieving our goals. One example is a key
management strategic initiative: the implementation of the firm's Diversity Action Plan, derived from our two comprehensive internal audits that
aimed at identifying our current diversity strengths and areas for improvement. This comprehensive plan includes goals for diversity-related staff

and attorney initiatives, especially those which are tied to talent management and development, requiring a firmwide collaboration between the
Diversity Committee, the Committee on Associates, the Attorney Development Department, the Legal Recruiting Department, the Human Resources
Department and the Marketing Department.

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?

Twice a year

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

We take our commitment to diversity seriously and hold ourselves accountable for achieving results. Internally, the firm continues to emphasize the importance
of diversity to all employees, and senior diversity leaders regularly meet with and report to attorneys and staff on the firm's diversity efforts and achievements.
The Diversity Committee co-chairs meet with senior firm management to discuss diversity in practice areas within the firm, and they regularly report to the
chairman on the status of the diversity initiatives. Through the upward-review process, partner self-evaluations, and discussions with practice area and
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diversity leadership, senior management solicits information about partner participation in and support of diversity efforts. In addition, the firm continues to
make public commitments to diversity through numerous channels, including as a signatory to the Bay Area of San Francisco Glass Ceiling Initiative and its
Year 2000 proposal and the Statement of Diversity Principles for the Association of the Bar of New York City.

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 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 Conduct firmwide diversity training for all attorneys and staff

X 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 Support law firm's internal affinity networks

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

X Coordinate or work with clients on diversity issues

X | X | X| X| X| 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 Currently Not a Current
Completed Addressing Priority

X Increase the number of minority attorneys at the associate level

Increase the number of minority attorneys at the partnership level

Increase the number of minority attorneys in leadership positions

Focus on strengthening firm's mentoring program for minority attorneys

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

X | X | X| X

Other (please specify): Bingham has established a series of retreats for our attorneys of color and
openly gay and lesbian lawyers. The last Attorneys of Color Retreat was held in October 2008,
proving to be an excellent opportunity for attorneys to spend concentrated time together discussing
key diversity issues in workshops and coaching-oriented sessions. During the 2008 retreat, we
X X used instant polling technology to anonymously and instantly measure the levels of engagement,
relationships and feelings of authenticity of the retreat participants. The results led to fruitful group
discussions. From both the instant polling results and break out sessions during the retreat (focusing
on attorney retention, recruitment, advancement, mentoring and employee resource groups), we were
able to identify opportunities for our organization, and in-turn developed recommendations for the
legal recruiting, attorney development and human resources functions.
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR WOMEN ATTORNEYS

Already
Completed

Currently
Addressing

X

Institute a formal part-time policy that addresses partnership prospects

Increase the number of women at the associate level

Increase the number of women at the partnership level

Increase the number of women in leadership positions

Focus on strengthening firm's mentoring program for women

X | X | X| X| X

X | X | X| X| 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): Fostering mentor-mentee relationships is a key component of Bingham's
Diversity Action Plan. One facet of the firm's commitment to mentoring is the establishment of the
Women's Mentoring Program. In 2008, women's mentoring events were hosted in Boston, Los
Angeles, New York, San Francisco, Santa Monica and Washington, D.C. For example: In 2008, our
Hartford women were joined by female partners from Bingham's Boston and New York offices, to
participate in an "Extreme Makeover: Bio Edition" lunchtime program. In this interactive session,

the women learned first-hand from the partners, about the importance of having an updated bio,
learned how to make their own bio more powerful, and saw the progression of two "before" and
"after" bios as well as bio's tailored for particular purposes. Executive Presence and Cultivating
Influence: In December 2008, Bingham's Diversity initiative hosted regional meetings for our women
partners and of counsel. The topic of each meeting was "Enhancing Your Career: Executive Presence
and Cultivating Influence." Celebrating Women: Our signature Celebrating Women series provides
an opportunity for us to celebrate our women clients and the professional development of women
attorneys at a variety of high-end cultural events. Our most recent event was held at the Museum

of Contemporary Art in Los Angeles in May 2009 to celebrate our collective efforts to promote
women in law. Such evenings have included a reception to celebrate the opening of the Institute for
Contemporary Art in Boston; viewings of the relics of the revolutionary female pharaoh Hatshepsut at
the DeYoung Museum in San Francisco and the Metropolitan Museum of Art in New York; an evening
at the Wadsworth Athenaeum in Hartford; and a viewing of Gauguin: Tahiti at the Museum of Fine Arts
in Boston. In addition, our women partners have hosted a series of evenings involving theater and
athletic events.
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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 X Increase the number of GLBT attorneys at the associate level

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

X 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 understand that keeping progress "top of mind" is crucial between retreats,
so we have begun to implement quarterly firmwide videoconferences for our LGBT attorneys. We

held our first videoconference in June 2009, where we discussed LGBT-specific topics such as HR/
policies/benefits, LGBT attorney recruiting (both entry-level and lateral), LGBT pro bono matters,
LGBT community events, Communication Business development. Transgender Health Coverage:

A rider was added to our Blue Cross/Blue Shield MA policies, effective January 1, 2009, to provide
transgender coverage. Coverage for treatment of transsexualism and other gender identity disorders
are now covered, including mental health services with a focus on gender identity and related issues,
hormone therapy and gender reassignment surgery. We have also begun to educate our straight
population about how they can be "out" as allies. For example, in June, 2009, we hosted a "Straight
for Equality" Luncheon presentation by PFLAG (Parents, Families and Friends of Lesbians and Gays)
on how to create a more LGBT friendly and inclusive workplace. Our Hiring Partner attended the
training, as did administrators in key development roles (The Director of Attorney Development as well
as Attorney Development Managers). Below, you'll find some sample feedback from the presentation:
"l have gay friends outside the office, but we don't normally talk about equality issues -- we just hang
out. | was hoping to gain some insight as to the types of difficulties that LGBT people face in everyday
life. | know that we have great programs at Bingham, but | was curious as to how people are treated in
other workplaces and other parts of the country.” "I consider myself to be very supportive of the LGBT
community in my everyday actions, but | am not very involved in equality events. | was shocked to
hear that there are still 38 states that allow people to be fired for being gay. It was quite eye-opening.”
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR ATTORNEYS WITH DISABILITIES

Already Currently Not a Current
Completed Addressing Priority

Increase the number of attorneys with disabilities at the associate level

Increase the number of attorneys with disabilities at the partnership level

Increase the number of attorneys with disabilities in leadership positions

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

Other (please specify): Disability-status is protected under our EEO policy, however we do not
currently have independent programming or diversity initiatives targeted towards attorneys with
disabilities. Please note, we do not currently gather statistics regarding the disability status of our
employees.
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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: Yes

* Fund scholarships for minority high school or college students: Yes

* Mentor high school or college students: Yes

* 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: No

* Other (please specify): Howard Fellowship: Through our Howard University School of Law 1L Diversity Fellowship, we are working to recruit and retain the
best of Howard's talent. Created in 2007, the fellowship provides one candidate from Howard with a summer-associate position at Bingham's D.C. office upon
successful completion of the first year of law school. The candidate then receives a $10,000 tuition grant at the end of that summer. Ralph C. Martin Il, co-
chair of the firm's Diversity Committee, said the fellowship reflects Bingham's desire to look beyond the typical sources of quality law school graduates. "Top
10 law schools are not the only repositories for talent," he said. "We believe that Howard graduates can flourish here and work well with our clients." Howard
University Law School Intern: As part of its on-going commitment to recruiting, retaining and advancing lawyers who will contribute to the diversity of the firm
and the legal profession, the Washington D.C. office also hosts a paid legal intern from Howard University School of Law for the spring semester. We have a
Diversity Scholarship established at the University of Connecticut School of Law. We have supported the Boston Lawyers Group (BLG), since it's inception

in 1986. The BLG is a consortium of 40 legal organizations collaborating and consolidating resources toward a joint commitment of identifying, recruiting,
retaining and advancing attorneys of color. The Boston Lawyers Group Summer Internship Program extends the mission of the BLG to law school bound
college students by connecting talented applicants from diverse backgrounds with summer internship opportunities with member legal organizations. Bingham
continues to be a leader in its relationship with the BLG, and this summer was no exception, in comparison to our peer firms in the City of Boston, we had the
largest class of interns.

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

8th Grade Academy, Boston: During weekly visits to downtown Boston law firms, individual lawyer-writing coaches give apprentices feedback to help hone
their writing skills. The Academy has recruited/trained 154 lawyers who are committed to help 8th graders succeed. Bingham is the program's lead law firm.
Legal Apprenticeship Program, Boston: Each fall, this once-a-week after school program takes 14 groups of middle school students into the meeting rooms
of 14 Boston law firms for a litigation crash course. Under the volunteer mentorship of some top Boston attorneys, these legal apprentices prepare trial cases.
After 10 weeks, the youth argue their cases before federal/state court judges and community members in an Evening of Mock Trials at the John J. Moakley
U.S. Courthouse. Say Yes to Education, NY: This is a sponsorship/academic intervention program that works with inner-city students who confront enormous
educational/social challenges. Say Yes is committed to awarding scholarships for post-secondary education. Students must graduate from high school.
Corporate Work Study Program, Boston & LA: The North Cambridge Catholic Corporate Work Study Program is unique in that it enables motivated, ambitious
students to take control of their own future. Students work for local businesses in real jobs. They work five days a month at Bingham, sharing one full-time job;
each rotate a day of the week that they work at the business. Schedules are organized so that students never miss a class at school. Heart of Los Angeles
(HOLA) Mock Trial Program: In 2008, inner-city middle school students from HOLA's youth development program took part in 12 weeks of legal education
learning about the court system and trial advocacy from Bingham attorneys. After 12 weeks of preparation, the young litigants argued their cases before the
Hon. Consuelo Marshall, US District Courthouse. Bingham of counsel Richard Riordan and other community leaders served on the trial's jury.
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Recruitment - New Associates

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

Ivy League schools: Columbia University School of Law, Cornell Law School, Harvard Law School, University of Pennsylvania Law School, Yale Law School

Other private schools: American University, Washington College of the Law, Boston College Law School, Boston University School of Law, Duke University
School of Law, Fordham University School of Law, Georgetown University Law Center, George Washington University Law School, Loyola Law School,
New England School of Law, New York University School of Law, Northeastern University School of Law, Northwestern University School of Law, Stanford
Law School, Pepperdine University School of Law, Santa Clara University School of Law, Suffolk University Law School, University of Chicago Law School,
University of San Francisco School of Law, Western New England College School of Law

Public state schools: University of California at Los Angeles School of Law, University of California Berkeley School of Law, University of California, Hastings
College of the Law, University of Connecticut Law School, University of Michigan Law School, The University of Maryland School of Law, University of Virginia
School of Law

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

Diversity job fairs: The Bay Area Diversity Career Fair; The Boston Lawyers Group Boston and DC Job Fairs; the National Black law Students Association
(BLSA) Job Fair; the Northeast Black Law Students Association Job Fair (NEBSLA); IMPACT Career Fair (attorneys with disabilities); Vault /MCCA Legal
Diversity Career Fair; National LGBT Bar Association Career Fair and Conference (formerly Lavender Law) (for LGBT attorneys)

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):

As part of its ongoing diversity recruiting efforts, the Washington D.C. office hosted its first annual Spring Diversity Reception in March, 2008. Law students
from American University, Catholic University, Howard, University of Maryland, George Mason, George Washington and Georgetown University were invited
to the event. Lawyers from Bingham's D.C. appellate and litigation practice group sat on the panel "Supreme Court Advocacy" and shared some of their
experiences before the supreme court and discussed some of the important issues currently pending. Thurgood Marshall Jr., moderated the discussion.
After the panel discussion, students had an opportunity to learn more about the firm, its diversity initiatives and summer program at a reception attended by
Bingham lawyers. Overall, there was a lot of optimistic buzz at the reception regarding an informative panel discussion and Bingham's initiatives. The students
walked away with a very positive feeling about the Firm.

In our Boston and Hartford offices Bingham hosts Mock Interview Program where students of color in the local area will come into our offices and interview
with local area volunteers (lawyers) followed by a reception/networking opportunity. The Boston Lawyers group also sponsors a program, "Charting Your Legal
Future," for 1L students of color where lawyers from the area are invited to sit on panels and network with the students. Our attorneys participate as panelists.

Bingham sponsors local law school affinity groups such as BLSA, APALSA and the LGBT affinity groups.

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

In addition to recruiting a diverse group of new associates from lvy League, private and public law schools, Bingham has a recruiting relationship with Howard
University School of Law, a historically black university. We launched the Bingham McCutchen Howard University School of Law 1L Diversity Fellowship,
furthering the firm's commitment to developing innovative methods for recruiting, retaining and advancing lawyers who will contribute to the diversity of the firm
and the legal profession. The fellowship provides one candidate from the Howard University School of Law with a summer associate position at our D.C. office
upon successful completion of the first year of law school. The candidate then receives a $10,000 tuition grant at the end of that summer. The fellowship is
renewable for the third year of law school. We established the Bingham McCutchen Diversity Programming Fund and the Bingham McCutchen Scholarship
Fund at the University of Connecticut School of Law to provide scholarships and fellowships and to support programs at the school that are designed to
promote diversity in race, gender, ethnicity, religion and sexual orientation.

Our attorneys also participate in mock interviews with local law students. We also host "meet the Firm" nights at many of our Bingham offices, for 1L students
to learn more about our Firm and practices.
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Recruitment - New Associates

ALL 2L SUMMER ASSOCIATES (2008)

Men Women

White/Caucasian 21 18
African-American/Black 1 5
Hispanic/Latino 0 0

Alaska Native/American Indian 0 0
Asian 3 3

Native Hawaiian/Pacific Islander 0 0
Multiracial 1 3

Openly GLBT 0 1
Attorneys with disabilities n/a n/a
Total 26 30

NOTE: Women statistics do not include unlisted attorneys. We do not track
disability information.

OFFERS ACCEPTED* (2008)

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

Men Women

White/Caucasian 18 16
African-American/Black 1 4
Hispanic/Latino 0 0

Alaska Native/American Indian 0 0
Asian 3 3

Native Hawaiian/Pacific Islander 0 0
Multiracial 1 2

Openly GLBT 0 0

Attorneys with disabilities n/a n/a
Total 23 26

NOTE: Women statistics do not include unlisted attorneys. Women
statistics do not include unlisted attorneys. We do not track disability
information.
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OFFERS MADE* (2008)

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

Men Women
White/Caucasian 21 18
African-American/Black 1 5
Hispanic/Latino 0 0
Alaska Native/American Indian 0 0
Asian 3 3
Native Hawaiian/Pacific Islander 0 0
Multiracial 1 3
Openly GLBT 0 1
Attorneys with disabilities n/a n/a
Total 26 30

NOTE: Women statistics do not include unlisted attorneys. We do not track
disability information.

NEITHER ACCEPTED NOR DECLINED* (2008)

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

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

LATERAL ASSOCIATE HIRES (2008) LATERAL OF COUNSEL HIRES (2008)

Men Women Men Women

White/Caucasian 25 12 White/Caucasian 7 1
African-American/Black 1 2 African-American/Black 0 0
Hispanic/Latino 1 1 Hispanic/Latino 1 0

Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 3 3 Asian 0 0

Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0 Multiracial 0 0

Openly GLBT 0 0 Openly GLBT 1 0
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a

Total 34 19 Total 9 1

NOTE: Statistics do not include unlisted attorneys. We do not track

disability information.

LATERAL PARTNER HIRES (2008)

*Both equity and non-equity

NOTE: Men statistics do not include unlisted attorneys. We do not track

disability information.

NEW PARTNERS PROMOTED (2008)

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

Men Women Men Women
White/Caucasian 15 2 White/Caucasian 7 2
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 0 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0 Multiracial 0 0
Openly GLBT 0 0 Openly GLBT 0 0

Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a

Total 15 2 Total 7 2

NOTE: All partners are equity. We do not track disability information. NOTE: All partners are equity. We do not track disability information.

NEW EQUITY PARTNERS* (2008)

*Whether hired laterally or promoted from within

Women
White/Caucasian
African-American/Black
Hispanic/Latino
Alaska Native/American Indian
Asian
Native Hawaiian/Pacific Islander
Multiracial
Openly GLBT
Attorneys with disabilities n/a

Total 6 1
NOTE: We do not track disability information.
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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

« Attend events at diversity legal organizations: Yes

* Participate at diversity job fairs: 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): We do not have a recruiting professional who specializes in identifying diverse candidates. We consider this important work to be the
responsibility of our regional legal recruiting team. However, on an annual basis our regional Legal Recruiting Managers and National Director of Recruiting
meet with their feeder recruiting agencies to stress the importance of diversity and to convey that it is our expectation to see a diverse slate of candidates for
each open position. Our Manager of Diversity and Inclusion is also a member of the Recruiting Team, and joins the team's weekly firmwide calls, updates the
team on diversity-related initiatives, and also partners with the team to create a diverse attorney recruiting strategy.

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; McMorrow Savarese
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Retention and Professional Development

ATTORNEYS WHO LEFT THE FIRM IN 2008

1ST-YEAR ASSOCIATES 2ND-YEAR ASSOCIATES

Men Women Men Women
White/Caucasian n/a n/a White/Caucasian n/a n/a
African-American/Black n/a n/a African-American/Black n/a n/a
Hispanic/Latino n/a n/a Hispanic/Latino n/a n/a
Alaska Native/American Indian n/a n/a Alaska Native/American Indian n/a n/a
Asian n/a n/a 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 n/a n/a Total n/a n/a
NOTE: We do not release attrition statistics. NOTE: We do not release attrition statistics.
Men Women Men Women
White/Caucasian n/a n/a White/Caucasian n/a n/a
African-American/Black n/a n/a African-American/Black n/a n/a
Hispanic/Latino n/a n/a Hispanic/Latino n/a n/a
Alaska Native/American Indian n/a n/a Alaska Native/American Indian n/a n/a
Asian n/a n/a 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 n/a n/a Total n/a n/a
NOTE: We do not release attrition statistics. NOTE: We do not release attrition statistics.

5TH-YEAR ASSOCIATES 6TH-YEAR ASSOCIATES

Men Women Men Women
White/Caucasian n/a n/a White/Caucasian n/a n/a
African-American/Black n/a n/a African-American/Black n/a n/a
Hispanic/Latino n/a n/a Hispanic/Latino n/a n/a
Alaska Native/American Indian n/a n/a Alaska Native/American Indian n/a n/a
Asian n/a n/a 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 n/a n/a Total n/a n/a
NOTE: We do not release attrition statistics. NOTE: We do not release attrition statistics.
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ATTORNEYS WHO LEFT THE FIRM IN 2008

7TH-YEAR ASSOCIATES 8TH-YEAR-PLUS ASSOCIATES

Women Women

White/Caucasian n/a n/a White/Caucasian n/a n/a

African-American/Black n/a n/a African-American/Black n/a n/a

Hispanic/Latino n/a n/a Hispanic/Latino n/a n/a

Alaska Native/American Indian n/a n/a Alaska Native/American Indian n/a n/a

Asian n/a n/a 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 n/a n/a Total n/a n/a

NOTE: We do not release attrition statistics. NOTE: We do not release attrition statistics.

Women Women

White/Caucasian n/a n/a White/Caucasian n/a n/a

African-American/Black n/a n/a African-American/Black n/a n/a

Hispanic/Latino n/a n/a Hispanic/Latino n/a n/a

Alaska Native/American Indian n/a n/a Alaska Native/American Indian n/a n/a

Asian n/a n/a 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 n/a n/a Total n/a n/a

NOTE: We do not release attrition statistics. NOTE: We do not release attrition statistics.

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

NOTE: We do not release attrition statistics.
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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: Yes

» 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: Yes

« 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): Administrative Department Focused on Attorney Development (AD): Directed by The Committee on Associates (COA) chair/co-
chairs, the firm's AD Director and regional AD managers are responsible for creating/maintaining the firm's AD programs. The AD Department ensures that
each new Bingham associate has the resources/opportunities needed to develop into a highly skilled, well-rounded attorney professional. Working closely with
practice area/practice group leaders, the department strives to maintain experience-appropriate levels of training, mentoring, work assignments, evaluation
and professional development opportunities for all associates. The AD team meets monthly with the Manager of Diversity and Inclusion to assure progress on
diversity-related goals and to address mutual concerns. Professional Development Guidelines (PDG) and Workflow: The Diversity Committee (DC) works with
other firm committees on key issues, including the PDG Project, which unites the COA and members of the DC to devise vital skills that associates can aspire
to master at many levels of PDG within the firm. PDG outlines the skills, knowledge, abilities and attributes firm associates/counsel should strive for. The PDG
launch has been coupled with a refocused workflow system to provide associates with the practice-based experiences required to develop skills/attributes.
The Attorney Development Department is refining the PDG to include information that drills down from the area level to the practice group level. Bingham
established a series of retreats for attorneys of color and openly gay/lesbian lawyers. Active Parents Groups are running in five of our U.S. offices. Fostering
mentor-mentee relationships is a key component of Bingham's Diversity Action Plan. One facet of the firm's mentoring commitment is the establishment of a
Women's Mentoring Program. Boston, NY, SV, SM, SF and Washington, DC offices have held women's mentoring receptions, roundtables, presentations and
social events.

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?

It doesn't affect the prospect of remaining a partner at the firm if you are already a partner. Bingham has a progressive, part-time policy. Ordinarily, an
associate's decision to work part-time will only affect the length of time prior to consideration for partnership. Our policy does not limit the duration that our
lawyers may maintain a part-time schedule, and many of our lawyers remain part-time for years. In the last three years alone, we elevated six attorneys to
partner while they were on (and remain on) a part-time schedule.

How many current equity partners have worked part time, exclusive of maternity/paternity leave or short-term disability?
26
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Retention and Professional Development

PART-TIME ATTORNEYS PART-TIME ATTORNEYS
(2008) Men Women Total
Associates 3 31 34
Of counsel 25 16 41
Non-equity partner n/a n/a n/a
Equity partner 1 10 11
NOTE: Please see comments for question
above.
M|c|c|A
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TOTAL NUMBER OF ATTORNEYS

(full and part-time)

468
82
n/a

339
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Management Demographic Profile

FIRMWIDE COMMITTEES 2008

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 7 2 White/Caucasian 45 29
African-American/Black 1 0 African-American/Black 2 4
Hispanic/Latino 0 0 Hispanic/Latino 2 2

Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 0 0 Asian 6 8

Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0 Multiracial 1 0

Openly GLBT 0 0 Openly GLBT 3 0

Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 8 2 Total 56 43

NOTE: We do not track disability information.

PARTNER REVIEW COMMITTEE*

* Attorneys on the Partner Review Committee or equivalent

NOTE: We do not track disability information.

ASSOCIATE REVIEW COMMITTEE*

* Attorneys on the Associate Review Committee or equivalent

Men Women Men Women
White/Caucasian n/a n/a White/Caucasian n/a n/a
African-American/Black n/a n/a African-American/Black n/a n/a
Hispanic/Latino n/a n/a Hispanic/Latino n/a n/a
Alaska Native/American Indian n/a n/a Alaska Native/American Indian n/a n/a
Asian n/a n/a 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 n/a n/a Total n/a n/a

NOTE: Not applicable. NOTE: Not applicable.

ATTORNEYS ON THE DIVERSITY COMMITTEE OR EQUIVALENT

Men Women

White/Caucasian 10 9
African-American/Black 2 2
Hispanic/Latino 0 2

Alaska Native/American Indian 0 0
Asian 2 8

Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0

Openly GLBT 2 1
Attorneys with disabilities n/a n/a
Total 14 21

NOTE: We do not track disability information.
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OTHER LEADERSHIP ROLES 2008

Practice group/ Committee
Leadership positions (2008) U.S. office heads department leaders leaders
Total number of positions 8 48 14
Number of such positions held by:
Minorities
Women 0 9 5
GLBT attorneys 0 0 0
Attorneys with disabilities n/a n/a n/a

Comments: Although we have nine US offices, only eight have a managing partner/office head. We do not track disability information.
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Please provide information regarding all diverse attorneys who currently (as of July 2009) 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 havein the United States? 9
Minorities heading offices: Ralph C. Martin |, Boston (260)

Women heading offices: 0
GLBT attorneys heading offices: 0

Attorneys with disabilities heading offices: We do not track disability information.

PRACTICE GROUP/DEPARTMENT LEADERS

Minorities heading practices: Raymond Marshall, White Collar Defense (10); Anthony Callobre, Banking and Leveraged Finance (119); Jiro Murase, Japanese
Practice (20); Saturo Murase, Japanese Practice (20); Catherine Wang, Telecommunications, Media and Technology (42)

Women heading practices: Debra Fischer, Labor and Employment (61); Tara Higgins, Projects Group (49); Holly House, Antitrust and Trade Regulation
(108); Ky Kirby, Complex Litigation (208); Amy Kyle, Financial Services (146); Wendy Lazerson, Labor and Employment (61); Cecily Talbert, Land Use and
Development (51); Catherine Wang, Telecommunications, Media and Technology (42); Janice Howe, Consumer Products Litigation (8)

GLBT attorneys heading practices: 0

Attorneys with disabilities heading practices: We do no track disability information.

COMMITTEE LEADERS

Minorities heading committees: Marshall Thurgood, Jr., DC Hiring Committee (17); Ralph C. Martin Il, Diversity Committee (Firmwide) (35); Charlene Shimada,
SF Hiring Committee (15); Roland Tellis, SM Hiring Committee (8)

Women heading committees: Julia Frost-Davies, Diversity Committee (Firmwide) (35); Mary Gail Gearns, NY Hiring Committee and National Hiring Partner
(13); Diane Hertz, NY Hiring Committee (13); Charlene Shimada, SF Hiring Committee (15); Carol Dillon Wendell, SV Hiring Committee (3)

GLBT attorneys heading committees: 0

Attorneys with disabilities heading committees: We do not track disability information.
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The Firm Says

As a leading law firm in an evolving marketplace, we know the power of bringing together women/men of different races, religions, ethnicities and sexual
orientations. Our diversity program is essential to remain a leading international firm. We have achieved/sustained recognition as a premier law firm by
recruiting/promoting women/men from diverse backgrounds. Their differences have made Bingham stronger. In turn, clients are better served, more diverse
and loyal.

We have planned and executed a number of objectives:

Succession Planning and Pipeline: Practice area leaders meet with Diversity Committee (DC) co-chairs often to review area diversity, attorney performance,
development/promotional opportunities for women, openly LGBT attorneys and attorneys of color. We continue to look at ways to increase representation of
these groups at our senior ranks.

Heritage Month Celebrations: Bingham celebrated Black History Month, firmwide. Boston hosted Professor Charles Ogletree, Harvard Law professor and
director of the Charles Hamilton Houston Institute for Race and Justice to discuss how the Obama administration might address a number of civil rights issues.
Offices also celebrated LGBT Pride. Boston hosted a panel discussion by PFLAG (Parents, Families & Friends of Lesbians and Gays) on how straight allies
can work to create a more LGBT-friendly/inclusive environment. The firmwide video broadcast attracted more than 80 staff/attorneys.

Formal Affinity and Employee Resource Groups: In 2005, the Boston office started a pilot, New Moms Group (now called New Parents). It meets often to
discuss strategies for practicing law while raising young children. Groups exist in DC, LA and SF and are starting in NY and SV. Hartford offers a Parents
Support Group for staff/attorneys.

A women's mentoring group and part-time attorneys group exist in some offices. We have affinity groups for openly LGBT attorneys and attorneys of color.
We hold firmwide retreats for both groups every other year. Each affinity group has senior attorney involvement. Through careful analysis/feedback, the DC
will implement firmwide employee resource groups in the fall. The groups will provide career/professional development opportunities, support, networking,
mentoring, unique community participation opportunities and assistance in activities that promote cultural awareness.

LA's Zipcode Dinners: The LA office organized a series of successful Zip Code Dinners, encouraging lawyers and staff to mingle outside the office and learn
about each other's heritage. The group facilitates small dinner events quarterly. They rotate all over LA so employees have the opportunity to attend at a spot
near their home. Each event is attended by a mix of lawyers, staff and guests. So far the office has had four successful dinners:

* Hot Brazilian Nights: The inaugural event at a partner's home featured a backyard Brazilian barbecue. * Friday Night Shabbat: An associate hosted a
traditional Jewish Shabbat dinner. * Moscow-on-the-Hollywood: This feast was hosted by an associate at a Russian restaurant. * Yes We Canton!: An
associate cooked Cantonese food adding his own fusion touches.

Diversity Strategy in a down Economy: Bingham remains committed to building a diverse/inclusive firm. Areas that have purposely not been impacted by
budget reductions are: diverse attorney recruitment efforts; mentoring programming and oversight; Professional Development trainings; internal heritage
month celebrations and education sessions.

External Recognition: Bingham is proud to be recognized publicly for our ongoing commitment to increasing diversity throughout our firm. Recent examples
include:

* FORTUNE's "100 Best Companies to Work." * MultiCultural Law's "Top Law Firms for Diversity." * Minority Law Journal's "Diversity Scorecard." * Human
Rights Campaign Foundation's "Corporate Equality Index" (LGBT Survey).
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