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Bingham McCutchen LLP

One Federal Street
Boston, MA 02210
Phone: (617) 951-8000
Fax: (617) 951-8736
www.bingham.com

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

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

Number of Attorneys as of 12/31/07
Firmwide: 979
U.S. offices only: 893
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Law Firm Demographic Profile

Does your firm have more than one tier of partnership?

No
ASSOCIATES (2007) SUMMER ASSOCIATES (2007)
Men Women Men Women
White/Caucasian 175 173 White/Caucasian 26 28
African-American/Black 4 13 African-American/Black 2 5
Hispanic/Latino 7 10 Hispanic/Latino 2 3
Alaska Native/American Indian 1 0 Alaska Native/American Indian 0 0
Asian 24 28 Asian 7 13
Native Hawaiian/Pacific Islander 0 1 Native Hawaiian/Pacific Islander 0 0
Multiracial 4 4 Multiracial 0 1
Openly GLBT 9 7 Openly GLBT 1 1
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 215 229 Total 37 50

EQUITY PARTNERS (2007)

NON-EQUITY PARTNERS (2007)

Men Women Men Women
White/Caucasian 263 67 White/Caucasian 0 0
African-American/Black 5 1 African-American/Black 0 0
Hispanic/Latino 5 0 Hispanic/Latino 0 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 12 7 Asian 0 0
Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 1 0 Multiracial 0 0
Openly GLBT 7 0 Openly GLBT 0 0
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 286 75 Total 0 0
Men Women Men Women
White/Caucasian 48 23 White/Caucasian 63 53
African-American/Black 1 0 African-American/Black 1 4
Hispanic/Latino 1 1 Hispanic/Latino 3 6
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 3 1 Asian 8 8
Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 0 1
Multiracial 0 0 Multiracial 1 2
Openly GLBT 0 0 Openly GLBT 5 2
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 53 25 Total 76 74
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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?

Diversity is of critical importance to Bingham, and the firm's senior leaders regularly communicate this message to all firm constituents. Chairman Jay
Zimmerman speaks frequently to partners, associates and staff about the firm's commitment to diversity. Diversity Committee Co-Chairs Ralph C. Martin Il

and Julia Frost-Davies continue to meet with the partnership and hold town-hall meetings in all domestic offices with associates and staff to provide a forum
for employees of all levels to offer their input on the firm's Diversity Action Plan (which was shared with all employees prior to completion). The Diversity
Committee co-chairs also meet with senior area leaders to discuss diversity within practice areas, and they work closely with the national hiring partner,

those involved in lateral hiring and integration, and the partners and senior administrators who lead attorney development. Through in-person meetings,
roundtables, e-mail communications, diversity newsletters and intranet postings, we keep all staff and attorneys informed of the firm's diversity efforts. The
Diversity Committee has also initiated a Diversity Highlights e-mail to all firm personnel detailing the latest diversity efforts and successes at Bingham. Both the
staff and attorney members of our Diversity Committee are very actively involved with implementing components of the Firm's Strategic Diversity Action Plan

in their regional office. Each Diversity Committee member is integral in implementing office-specific initiatives tied to the firm's strategic diversity action plan.

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

Ralph C. Martin Il, 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, Manager of Diversity and Inclusion

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: 35

Total hours spent on diversity: 2273

Comments: Bingham recognizes that staff and administrative personnel are key members of the team and permit the firm to deliver consistently excellent
client service. This is why Bingham has staff representatives who are full members of the Diversity Committee as well as diversity liaisons in each office.
Staff members have led office-wide affinity group and diversity efforts, such as Black History Month, Pride Month and Latino History Month celebrations. In
addition, in 2007 the firm took a big step in soliciting for the first time, unfiltered feedback from staff using focus groups facilitated by Diversity Committee
staff representatives and liaisons in all domestic offices. These interactive meetings targeted four different pre-determined diversity topics for discussion.
Suggestions on ways to address some of the key findings were discussed at several of the Diversity Committee meetings. The continuation of this effort is a
major focus of Human Resources and the Diversity Committee in 2008.

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. The implementation is being led by the Diversity Committee Chairs
and members. This comprehensive plan includes goals for diversity-related staff and attorney initiatives, requiring a firmwide collaboration between
the Diversity Committee, the Committee on Associates, the Attorney Development Department and the Human Resources 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
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
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Year 2000 proposal and the Statement of Diversity Principles for the Association of the Bar of New York City. As a result of these efforts, we exceed national
law firm averages for representation of women and attorneys of color at every level of seniority.

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

Other (please specify): Bingham has established a series of retreats for our attorneys of color. The
last attorneys of color retreat, which was held in May 2006, proved to be an excellent opportunity
for attorneys to spend concentrated time together discussing key diversity issues in workshops and
coaching-oriented sessions. Our next attorneys of color retreat is scheduled for October 2008.

X | X | X| X| X
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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

X

X

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. The Boston, New York, Silicon Valley, San Francisco, Santa Monica
and Washington, D.C. offices have held receptions, roundtables, presentations and social events.
Bingham's signature Celebrating Women series provides an opportunity for the firm's partners

to celebrate its women clients and friends at a variety of cultural events, including a reception to
celebrate the opening of the Institute for Contemporary Art in Boston and a viewing of the relics of
the revolutionary female pharaoh Hatshepsut at the DeYoung Museum in San Francisco and at the
Metropolitan Museum of Art in New York.
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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

Increase the number of GLBT attorneys at the partnership level

X Increase the number of GLBT attorneys in leadership positions

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

X | X| X| X
X

Other (please specify): Bingham was one of 195 major U.S. companies, and one of only 30 law firms,
to score 100 percent on the Human Rights Campaign Foundation's 2007 Corporate Equality Index,
which rates companies on their treatment of gay, lesbian, bisexual and transgender employees,
customers and investors.
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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): We do not collect this data.
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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): Yes

Through the efforts of some of our Hartford partners, we have established the Bingham McCutchen Diversity Programming Fund and the Bingham McCutchen
Scholarship Fund at the University of Connecticut School of Law. This funding provides scholarships and fellowships and supports programs at the school
that are designed to promote diversity in race, gender, ethnicity, religion or sexual orientation. We have committed to $50,000 over five years to support these
programs.

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

Initiation of and continued participation in the Boston Lawyers Group (BLG) and the Lawyers Collaborative for Diversity (LCD) based in Hartford, Conn.,
both of which work toward advancing the recruitment and retention of attorneys of color. We also undertake numerous programs geared toward minority
law students, including sponsoring an internship for a Howard University School of Law student in our D.C. office, mentoring of minority law students

and substantive programs around the practice of law. In conjunction with the BLG, we participate in a pipeline program designed to encourage minority
college students to attend law school. In February 2008, Bingham, as a title sponsor, hosted a lunch panel at the NEBLSA (Northeast Black Law Students
Association) Convention entitled: The Straight Scoop - Setting Yourself Up for Success. Four of our associates participated as panelists and the discussion
was moderated by partner, Thurgood Marshall, Jr. The event was also attended by Bingham's national hiring partner, a co-chair of the Diversity Committee,
and many of our New York associates. Bingham also sponsors Boston's annual summer internship program for urban college students with BLG and the
Posse Foundation.
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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 Job Fair, The Boston Lawyers Group Boston and DC job fairs, the Black Law Students Association (BLSA) Job Fair,
the Northeast Black Law Students Association Job Fair (NEBLSA), Western BLSA Job Fair, IMPACT Career Fair (for attorneys with disabilities), Lavendar Law
job fair (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):

In our Boston and Hartford offices, Bingham hosts Mock Interview Programs where students of color in the local area 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. We hosted this event in NY and we
were invited to host this event in DC next year. Our attorneys participate as panelists.

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

Bingham has 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 legal profession. The fellowship provides
one candidate from the Howard University School of Law with a summer associate position at Bingham's Washington, DC, 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.
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Recruitment - New Associates

ALL 2L SUMMER ASSOCIATES (2007)

White/Caucasian 24
African-American/Black 2
Hispanic/Latino 0

Alaska Native/American Indian 0
Asian 7

Native Hawaiian/Pacific Islander 0
Multiracial 0

Openly GLBT 1

Attorneys with disabilities n/a
Total 33

OFFERS ACCEPTED* (2007)

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

Men

White/Caucasian 19
African-American/Black 1
Hispanic/Latino 0

Alaska Native/American Indian 0
Asian 6

Native Hawaiian/Pacific Islander 0
Multiracial 0

Openly GLBT 0

Attorneys with disabilities n/a

Total 26

Mc|clA
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Women

OFFERS MADE* (2007)

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

Men

White/Caucasian 24
African-American/Black 2
Hispanic/Latino 1

Alaska Native/American Indian 0
Asian 6

Native Hawaiian/Pacific Islander 0
Multiracial 0

Openly GLBT 1
Attorneys with disabilities n/a
Total 33

Women

NEITHER ACCEPTED NOR DECLINED* (2007)

* Summer associates who neither accepted nor declined an offer of full-time

employment because of postgraduate clerkship/fellowship

White/Caucasian
African-American/Black
Hispanic/Latino

Alaska Native/American Indian
Asian

Native Hawaiian/Pacific Islander
Multiracial

Openly GLBT

Attorneys with disabilities

Total

o%oooooooo%
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Recruitment - Lateral Associates and Partners

Bingham McCutchen LLP

LATERAL ASSOCIATE HIRES (2007)

LATERAL OF COUNSEL HIRES (2007)

Men Women Men Women

White/Caucasian 15 19 White/Caucasian 1 2
African-American/Black 0 1 African-American/Black 1 0
Hispanic/Latino 2 3 Hispanic/Latino 0 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 0 0
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 20 26 Total 2 2

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 10 5 White/Caucasian 7 3
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 1 Asian 0 1

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 10 6 Total 7 4

NEW EQUITY PARTNERS* (2007)

*Whether hired laterally or promoted from within

Men Women

White/Caucasian 14 5
African-American/Black 0 0
Hispanic/Latino 0 0

Alaska Native/American Indian 0 0
Asian 0 1

Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0

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

Total 14 6
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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: Yes

* 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; McMorrow Savarese

M|C|C|A
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Bingham McCutchen LLP

ATTORNEYS WHO LEFT THE FIRM IN 2007

2ND-YEAR ASSOCIATES

1ST-YEAR ASSOCIATES

Women

White/Caucasian
African-American/Black
Hispanic/Latino

Alaska Native/American Indian
Asian

Native Hawaiian/Pacific Islander
Multiracial

Openly GLBT

Attorneys with disabilities

Total

3RD-YEAR ASSOCIATES

Women

White/Caucasian
African-American/Black
Hispanic/Latino

Alaska Native/American Indian
Asian

Native Hawaiian/Pacific Islander
Multiracial

Openly GLBT

Attorneys with disabilities

Total

5TH-YEAR ASSOCIATES

Women

White/Caucasian
African-American/Black
Hispanic/Latino

Alaska Native/American Indian
Asian

Native Hawaiian/Pacific Islander
Multiracial

Openly GLBT

Attorneys with disabilities

Total

VAULT

n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

White/Caucasian
African-American/Black
Hispanic/Latino

Alaska Native/American Indian
Asian

Native Hawaiian/Pacific Islander
Multiracial

Openly GLBT

Attorneys with disabilities

Total

n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

Women
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

4TH-YEAR ASSOCIATES

White/Caucasian
African-American/Black
Hispanic/Latino

Alaska Native/American Indian
Asian

Native Hawaiian/Pacific Islander
Multiracial

Openly GLBT

Attorneys with disabilities

Total

n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

Women
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a

6TH-YEAR ASSOCIATES

White/Caucasian
African-American/Black
Hispanic/Latino

Alaska Native/American Indian
Asian

Native Hawaiian/Pacific Islander
Multiracial

Openly GLBT

Attorneys with disabilities

Total

n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
n/a
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Retention and Professional Development

ATTORNEYS WHO LEFT THE FIRM IN 2007

7TH-YEAR ASSOCIATES 8TH-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

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

EQUITY PARTNERS

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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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: No

* 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):

Bingham has established a series of retreats for our attorneys of color and openly gay and lesbian lawyers. There are active Parents Groups 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 commitment to
mentoring is the establishment of the Women's Mentoring Program. The Boston, New York, Silicon Valley, Santa Monica, San Francisco and Washington, D.C.
offices have held women's mentoring receptions, roundtables, presentations and social events. The Diversity Committee also works with other firm committees
on important matters, including an initiative known as the Professional Development Guidelines Project, which brings together the Committee on Associates
and members of the Diversity Committee to formulate key skills that associates should aspire to master at various levels of professional development within
the firm.

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

Comments: Bingham has a progressive, market-leading part-time policy with 68 part-time attorneys firmwide (excluding retired partners now on of counsel
status). 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 a period of
years. We also have a pilot program to support and facilitate development of part-time attorneys and to provide them with direct access to senior leadership
among part time attorneys.

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?

Part-time attorneys at Bingham McCutchen can and do make partner. Ordinarily, an associate's decision to work part time will only affect the length of
time prior to consideration for partnership. In the last two years alone, we elevated five 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?
21
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Retention and Professional Development

PART-TIME ATTORNEYS PART-TIME ATTORNEYS
(2007) Women Total
Associates 2 30 32
Of counsel 20 17 37
Non-equity partner 0 0 0
Equity partner 1 13 14
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TOTAL NUMBER OF ATTORNEYS

(full and part-time)

444
78

348
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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 17 3 White/Caucasian 41 42
African-American/Black 1 0 African-American/Black 2 5
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 0 1
Openly GLBT 0 0 Openly GLBT 1 1
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a
Total 18 3 Total 51 58
* Attorneys on the Partner Review Committee or equivalent * 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
Men Women
White/Caucasian 10 6
African-American/Black 2 2
Hispanic/Latino 0 1
Alaska Native/American Indian 0 0
Asian 3 6
Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0
Openly GLBT 3 2
Attorneys with disabilities n/a n/a
Total 15 15
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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? 10

Minorities heading offices: Ralph C. Martin, Boston (275)

Women heading offices: None
GLBT attorneys heading offices: None

Attorneys with disabilities heading offices: N/A. We do not track this information.

PRACTICE GROUP/DEPARTMENT LEADERS
Minorities heading practices: Satoru Murase, Japanese Practice (60); Raymond C. Marshall, White Collar Defense (39)

Women heading practices: Tara Higgins, Project and Structured Finance (19); Catherine Wang, Telecommunications, Media and Technology (37); Amy
L. Kyle, Financial Institutions Area (228); Debra L. Fischer, Litigation Area (309); Holly A. House, Antitrust & Trade Regulation (67); Ky E. Kirby, Complex
Litigation (118); Janice W. Howe, Consumer Products Litigation (64); Wendy M. Lazerson, Labor and Employment (43); Cecily T. Talbert, Land Use and
Development (27); Carol K. Dillon, Land Use and Development (27)

GLBT attorneys heading practices: None

Attorneys with disabilities heading practices: N/A. We do not track this information.

COMMITTEE LEADERS

Minorities heading committees: Edward Maluf, Pro Bono Committee (16)

Women heading committees: Julia Frost-Davies, Diversity Committee (35); Mary Gail Gearns, Firmwide Hiring Committee (93); Charlene Shimada, San
Francisco Hiring Committee (17); Beth McGowan, Silicon Valley Hiring Committee (5)

GLBT attorneys heading committees: Matthew S. Gray, Walnut Creek Hiring Committee (6); Thomas S. Hixson, San Francisco Committee on Associates (41)

Attorneys with disabilities heading committees: [No response]
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The Firm Says

As a leading law firm in an evolving marketplace, we know the power of bringing together women and men of different races, religions, ethnicities and sexual
orientations. We have achieved and maintained recognition as a premier law firm by recruiting and promoting women and men from diverse backgrounds;
their differences have made Bingham stronger, more energetic, dynamic and creative than if we were all alike. In turn, our clients are better served, more
diverse across industries and more loyal. In furtherance of our commitment and ambition in the area of diversity, we have planned and executed a number of
objectives:

* This year, Bingham hired its first firmwide Manager of Diversity and Inclusion, who will work with the firmwide Diversity Committee, and lawyers and staff in
each office, to develop programming and implement the long-term goals of the firm's Diversity Action Plan.

* Bingham has established a series of retreats for our attorneys of color and openly gay and lesbian lawyers and created Parents Groups in several offices.
* Bingham's signature Celebrating Women series celebrates its women clients and friends at a variety of cultural events.

* Bingham has a three-year financial commitment to the Charles Hamilton Houston Institute headed by Professor Charles Ogletree, a prominent legal theorist
at Harvard Law School. The Institute's mission is to identify and define the civil rights agenda for the coming generation.

Bingham's recent firmwide transgender rights panel received numerous accolades such as:

"The speakers were interesting and informative, and it was nice to hear the pro bono cases that Bingham attorneys have worked on related to transgender
issues."

"l was wowed by the entire panel! My LGBT family of friends from the past 25 years includes only two casual acquaintances who are transgender, and it has
been easy to regard their issues as having little to do with me. Following yesterday's presentation | began to appreciate the enormity of the challenges facing
transgendered people."

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 For" * MultiCultural Law's "Top Law Firms for Diversity" * Minority Law Journal's "Diversity Scorecard" * Working
Mother's "Best Law Firms for Women"

M|C|C|A

HINORITY CORPORATE COUNSEL ASSOCIATION

VAULT



