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McKenna Long & Aldridge LLP

303 Peachtree Street, NE
Atlanta, GA 30308
Phone: (404) 527-4000
Fax: (404) 527-4198
www.mckennalong.com

Locations
Albany, NY; Atlanta, GA; Denver, CO; Los Angeles, CA; New York, NY; Philadelphia, PA; San Francisco, CA; San Diego, CA; Washington,
DC; and Brussels, Belgium.

Diversity Leadership
Head(s) of Firm: Jeffrey K. Haidet, Chairman
Diversity team leader(s): Charlotte A. Combre, Chair, Firmwide Diversity Committee; Partner, Litigation Department

Number of Attorneys as of 12/31/07
Firmwide: 435
U.S. offices only: 433



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

McKenna Long & Aldridge LLP

Law Firm Demographic Profile

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

ASSOCIATES (2007) SUMMER ASSOCIATES (2007)

Men Women Men Women
White/Caucasian 95 57 White/Caucasian 13 14

African-American/Black 4 12 African-American/Black 1 0
Hispanic/Latino 5 2 Hispanic/Latino 1 0

Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 7 13 Asian 3 2

Native Hawaiian/Pacific Islander 1 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 2 1 Multiracial 1 1

Openly GLBT 1 3 Openly GLBT 1 0
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a

Total 114 85 Total 20 17
NOTE: The firm does not track data for this particular area. NOTE: The firm does not track data for this particular area.

EQUITY PARTNERS (2007) NON-EQUITY PARTNERS (2007)

Men Women Men Women
White/Caucasian 74 12 White/Caucasian 71 17

African-American/Black 0 0 African-American/Black 2 1
Hispanic/Latino 1 0 Hispanic/Latino 1 2

Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 2 0 Asian 2 2

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

Openly GLBT 0 0 Openly GLBT 4 0
Attorneys with disabilities n/a n/a Attorneys with disabilities n/a n/a

Total 77 13 Total 76 23
NOTE: The firm does not track data for this particular area. NOTE: The firm does not track data for this particular area.

OF COUNSEL (2007) NEW HIRES (2007)

Men Women Men Women
White/Caucasian 23 11 White/Caucasian 34 27

African-American/Black 1 1 African-American/Black 1 4
Hispanic/Latino 0 0 Hispanic/Latino 1 1

Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 0 0 Asian 1 5

Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 1 0
Multiracial 0 1 Multiracial 2 1

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

Total 24 13 Total 40 38
NOTE: The firm does not track data for this particular area. NOTE: The firm does not track data for this particular area.
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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?
An identified critical task in the firm's published Strategic Plan is to "develop firm wide approaches to the hiring, training and retention of diverse and highly-
qualified professionals." In addition, we use the following MLA resources to communicate diversity: Firm wide Diversity Committee welcomes each new
attorney at the firm upon arrival with an e-mail, which is followed up by a local committee member making personal contact with each new hire; website
diversity page; MLA Quarterly Reports, intranet diversity page which includes a monthly participation update; monthly highlight article showcasing a diversity-
related event, honor or sponsorship on the MLA intranet homepage which is received by all personnel; and distribution of the MLA diversity brochure. Copies
of the MLA Quarterly and Annual Reports are distributed to those with whom the firm has a business and/or community relationship as well as internally to
all personnel. Diversity is a standing agenda item of the Hiring & Professional Development Committee, office-level hiring committee meetings and firm wide
partner meetings.

Who has primary responsibility for leading diversity initiatives at your firm?
Charlotte A. Combre, Chair, Firm wide Diversity Committee; Partner, Litigation Department

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 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: 14
Total hours spent on diversity: 500
Comments: We have recently established a separate mechanism to track time spent on diversity-related matters but because our committee also includes
non-lawyer members, it is difficult to capture total hours spent.

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?
Quarterly

How is the firm's diversity committee and/or firm management held accountable for achieving results?
The firm wide diversity committee reports to the Chairman of the firm. Each year the committee sets goals and throughout the year reports on its achievement
of those goals. Diversity-related activities and statistics are communicated monthly via the firm's intranet diversity page and MLA's Quarterly Reports. Posted
information includes committee updates, recent sponsorships, hires, diversity statistics and conference and event participation, law school campus activities,
honors/awards and future events. The committee also posts a firm wide intranet message that reaches all personnel through its showcased homepage at least
once a month.

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

INITIATIVES FOR ALL DIVERSE ATTORNEYS

Already
Completed

Currently
Addressing

Not a Current
Priority

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

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

X I X I I Conduct firmwide diversity training for all attorneys and staff

X I X I I Focus on strengthening firm's mentoring program

I I X I 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

I X I I Support law firm's internal affinity networks

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

X I X Coordinate or work with clients on diversity issues

X I X Develop/expand relationships with minority bar associations and other legal diversity
organizations to offer firm's support of these networks
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR MINORITY ATTORNEYS

Already
Completed

Currently
Addressing

Not a Current
Priority

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

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

I X Increase the number of minority attorneys in leadership positions

I X Focus on strengthening firm's mentoring program for minority attorneys

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

X I

Other (please specify): The Firm created an evaluation and compensation system that recognizes
each associate's value by assessing associate achievement within the Firm's core competencies
levels. The competencies were developed to correlate to what a successful associate must
demonstrate in order to make partner. Accordingly, each year associates are evaluated based on
the core competencies, and their compensation is no longer set through a lock-step, years out of
law school formula. Associate compensation is derived from their progress through the firm's core
competency levels. Moreover, as part of the annual review process, each associate, in conjunction
with their team leader, creates a career and personal development plan to set forth what the associate
must do to rise to the next competency level. Then, associates and team leaders meet quarterly to
assess progress. The plans empower associates to take control of their career development and set
forth the road map to success at the firm.
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR WOMEN ATTORNEYS

Already
Completed

Currently
Addressing

Not a Current
Priority

X I Institute a formal part-time policy that addresses partnership prospects

X I X Increase the number of women at the associate level

I X Increase the number of women at the partnership level

I X Increase the number of women in leadership positions

I X Focus on strengthening firm's mentoring program for women

I X Manage/monitor allocation of work assignments and/or hours billed to ensure women have
equal access/inclusion to top client matters

X I

Other (please specify): The Firm created an evaluation and compensation system that recognizes
each associate's value by assessing associate achievement within the Firm's core competencies
levels. The competencies were developed to correlate to what a successful associate must
demonstrate in order to make partner. Accordingly, each year associates are evaluated based on
the core competencies, and their compensation is no longer set through a lock-step, years out of
law school formula. Associate compensation is derived from their progress through the firm's core
competency levels. Moreover, as part of the annual review process, each associate, in conjunction
with their team leader, creates a career and personal development plan to set forth what the associate
must do to rise to the next competency level. Then, associates and team leaders meet quarterly to
assess progress. The plans empower associates to take control of their career development and set
forth the road map to success at the firm.
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR OPENLY GLBT ATTORNEYS

Already
Completed

Currently
Addressing

Not a Current
Priority

I X Offer same-sex domestic partners the same benefits available to married individuals

I X Increase the number of GLBT attorneys at the associate level

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

I X Increase the number of GLBT attorneys in leadership positions

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

X I

Other (please specify): The Firm created an evaluation and compensation system that recognizes
each associate's value by assessing associate achievement within the Firm's core competencies
levels. The competencies were developed to correlate to what a successful associate must
demonstrate in order to make partner. Accordingly, each year associates are evaluated based on
the core competencies, and their compensation is no longer set through a lock-step, years out of
law school formula. Associate compensation is derived from their progress through the firm's core
competency levels. Moreover, as part of the annual review process, each associate, in conjunction
with their team leader, creates a career and personal development plan to set forth what the associate
must do to rise to the next competency level. Then, associates and team leaders meet quarterly to
assess progress. The plans empower associates to take control of their career development and set
forth the road map to success at the firm.
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR ATTORNEYS WITH DISABILITIES

Already
Completed

Currently
Addressing

Not a Current
Priority

I X Increase the number of attorneys with disabilities at the associate level

I X Increase the number of attorneys with disabilities at the partnership level

I X Increase the number of attorneys with disabilities in leadership positions

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

I X
Other (please specify): The firm does not track statistical data for this particular area but its EEO
and non-discrimination policies do address individuals w/ disabilities. This item has been placed on
the diversity committee's agenda and we will be coordinating our efforts with our Human Resources
Department.
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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:  No
• 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
The firm hosts/mentors diverse high school interns interested in pursuing legal careers each summer in Atlanta through the Atlanta Bar Association and in Los
Angeles through the Constitutional Rights Foundation Youth Internship Programs.

Please discuss any additional efforts to reach out to diverse undergraduates, high school, middle school or grade school students.
The firm promotes and supports programs like the UCLA Law Fellows program for diverse and underrepresented undergraduate students. We also participate
annually in the Constitutional Rights Foundation Youth Internship Program for diverse high school students for whom becoming a lawyer for many of its
participants is a first generation career.
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Recruitment - New Associates

Does your firm annually recruit at any of the following types of institutions?
Ivy League schools: Harvard University and University of Pennsylvania

Other private schools: California Western University, Duke University, Emory University, Georgetown University, George Washington University, Howard
University, Loyola Law School of Los Angeles, Mercer University, Pepperdine University, Southwestern University, Stanford University, University of Denver,
University of San Diego, University of Southern California and Vanderbilt University

Public state schools: Georgia State University, University of Georgia, University of California at Los Angeles, University of Colorado, University of Michigan,
University of North Carolina, University of Texas, University of Virginia, College of William & Mary

Historically Black Colleges and Universities (HBCUs): Howard University

Diversity job fairs: BLSA Western Region Job Fair, Lavender Law, Southeastern Minority Job Fair and 1st Annual Rocky Mountain Diversity Legal Career 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):
In addition - Development of a diversity scholarship for the 2008-9 academic year; Co-creator of the Georgetown Women of Color Collective Mentor Program
for diverse/female 1L students; and Writing Programs presented by MLA lawyers at law schools in Atlanta and Washington, DC for diverse students.

Do you have any programs specifically targeted at first-year students?
We hire 1L students into our larger summer programs located in Washington, DC and Atlanta where we target underrepresented law students. We are the
Co-Creator of the Georgetown Women of Color Collective Mentor Program for 1L diverse female law students. We also conduct writing workshops at Emory,
Mercer and George Washington law schools for 1L students in minority student organizations.



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

McKenna Long & Aldridge LLP

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 10 9 White/Caucasian 8 6

African-American/Black 1 0 African-American/Black 1 0
Hispanic/Latino 1 0 Hispanic/Latino 1 0

Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 1 0 Asian 1 0

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

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

Total 15 10 Total 12 7

OFFERS ACCEPTED* (2007) NEITHER ACCEPTED NOR DECLINED* (2007)

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

Men Women Men Women
White/Caucasian 4 5 White/Caucasian 2 1

African-American/Black 1 0 African-American/Black 0 0
Hispanic/Latino 1 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 1 0 Multiracial 0 1

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

Total 7 5 Total 2 2
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Recruitment - Lateral Associates and Partners

LATERAL ASSOCIATE HIRES (2007) LATERAL OF COUNSEL HIRES (2007)

Men Women Men Women
White/Caucasian 15 15 White/Caucasian 3 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 1 2 Asian 0 0

Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 2 0 Multiracial 0 1

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

Total 18 18 Total 3 2

LATERAL PARTNER HIRES (2007) NEW PARTNERS PROMOTED (2007)
*Both equity and non-equity *Both equity and non-equity promoted from associate or of counsel rank

Men Women Men Women
White/Caucasian 8 4 White/Caucasian 10 4

African-American/Black 0 1 African-American/Black 0 0
Hispanic/Latino 0 1 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 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 8 7 Total 12 4

NEW EQUITY PARTNERS* (2007)
*Whether hired laterally or promoted from within

Men Women
White/Caucasian 7 2

African-American/Black 0 0
Hispanic/Latino 0 0

Alaska Native/American Indian 0 0
Asian 0 0

Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0

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

Total 7 2
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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: Yes
• Other (please specify): Yes
Participation on multiple diversity committees to share knowledge and network with diverse attorneys, including Southern California Managing Partners
Roundtable Diversity Committee, ALDC (Atlanta Legal Diversity Consortium, Inc.), ALLFDA (Atlanta Large Law Firm Diversity Alliance) and NALP Diversity
Section Pipeline Work Group.

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:
Brunswick Group, David Associates, Hughes & Sloan, Mestel & Company, Morningstar Sourcing, Newton Harris, Sterling Attorney Search, Swan Legal
Search, and Zerega Consulting, Inc.
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Retention and Professional Development

A T T O R N E Y S   W H O   L E F T   T H E   F I R M   I N   2 0 0 7

1ST-YEAR ASSOCIATES 2ND-YEAR ASSOCIATES

Men Women Men Women
White/Caucasian 1 0 White/Caucasian 1 3

African-American/Black 0 0 African-American/Black 1 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 2

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 1 0 Total 2 5

3RD-YEAR ASSOCIATES 4TH-YEAR ASSOCIATES

Men Women Men Women
White/Caucasian 1 1 White/Caucasian 1 1

African-American/Black 0 1 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 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 1 2 Total 1 2

5TH-YEAR ASSOCIATES 6TH-YEAR ASSOCIATES

Men Women Men Women
White/Caucasian 0 1 White/Caucasian 0 1

African-American/Black 0 0 African-American/Black 0 1
Hispanic/Latino 0 0 Hispanic/Latino 0 1

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 0 1 Total 0 3
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Retention and Professional Development

A T T O R N E Y S   W H O   L E F T   T H E   F I R M   I N   2 0 0 7

7TH-YEAR ASSOCIATES 8TH-YEAR ASSOCIATES

Men Women Men Women
White/Caucasian 1 2 White/Caucasian 1 0

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 1 2 Total 1 0

OF COUNSEL NON-EQUITY PARTNERS

Men Women Men Women
White/Caucasian 1 1 White/Caucasian 14 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 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 1 1 Total 14 3

EQUITY PARTNERS

Men Women
White/Caucasian 0 1

African-American/Black 0 0
Hispanic/Latino 0 0

Alaska Native/American Indian 0 0
Asian 0 0

Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0

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

Total 0 1
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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:  No
• 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):
The Firm created an evaluation and compensation system that recognizes each associate's value by assessing associate achievement within the Firm's core
competencies levels. The competencies were developed to correlate to what a successful associate must demonstrate in order to make partner. Accordingly,
each year associates are evaluated based on the core competencies, and their compensation is no longer set through a lock-step, years out of law school
formula. Associate compensation is derived from their progress through the firm's core competency levels. Moreover, as part of the annual review process,
each associate, in conjunction with their team leader, creates a career and personal development plan to set forth what the associate must do to rise to the
next competency level. Then, associates and team leaders meet quarterly to assess progress. The plans empower associates to take control of their career
development and set forth the road map to success at the firm.

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

Comments: Associate and Partner Alternative Work Schedule Policies available upon request.

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?
An associate who has worked part time remains eligible for partnership consideration. Primary issues considered in the decision include commitment,
experience and contribution. Information regarding our Alternative Work Schedule Policy is available upon request.

How many current equity partners have worked part time, exclusive of maternity/paternity leave or short-term disability?
Zero
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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 0 8 8 208
Of counsel 6 4 10 37
Non-equity partner 0 1 1 99
Equity partner 0 0 0 91
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Management Demographic Profile

F I R M W I D E   C O M M I T T E E S   2 0 0 7

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 11 3 White/Caucasian 9 5

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 11 3 Total 9 5

PARTNER REVIEW COMMITTEE* ASSOCIATE REVIEW COMMITTEE*
*Attorneys on the Partner Review Committee or equivalent *Attorneys on the Associate Review Committee or equivalent

Men Women Men Women
White/Caucasian 8 1 White/Caucasian 7 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 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 8 1 Total 8 1

ATTORNEYS ON THE DIVERSITY COMMITTEE OR EQUIVALENT

Men Women
White/Caucasian 5 2

African-American/Black 1 1
Hispanic/Latino 0 0

Alaska Native/American Indian 0 0
Asian 0 2

Native Hawaiian/Pacific Islander 0 0
Multiracial 0 2

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

Total 6 7
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Management Demographic Profile
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 have in the United States? 9

Minorities heading offices:  [No response]

Women heading offices: Margaret M. "Maggie" Joslin, Office Managing Partner, Atlanta Office, 154 attorneys.

GLBT attorneys heading offices:  [No response]

Attorneys with disabilities heading offices: The firm does not track statistical data for this particular area.

PRACTICE GROUP/DEPARTMENT LEADERS
Minorities heading practices: Song Jung, Chair, Intellectual Property Department, 27 attorneys; Kellie Newton, Team Leader, Corporate Department, 9
attorneys

Women heading practices: Tami Lyn Azorsky, Co-Chair, Firm wide Litigation Department, 182 attorneys; Debby Ebel, Team Leader, Litigation Department, 2
attorneys; Kellie Newton, Team Leader, Corporate Department, 9 attorneys; Maura O'Connor, Team Leader, Real Estate/Finance Department, 25 attorneys;
Farah Nicol, Team Leader, Litigation Department, 21 attorneys; Lisa Oberg, Team Leader, Litigation Department, 19 attorneys; Donna Yesner, Team Leader,
Government Contracts Department, 27 attorneys

GLBT attorneys heading practices:  [No response]

Attorneys with disabilities heading practices: The firm does not track statistical data for this particular area.

COMMITTEE LEADERS
Minorities heading committees: Kellie Newton, Client Matter Intake/Conflicts Partner, 1 attorney.

Women heading committees: Tami Lyn Azorsky, Chair, Firm wide Diversity Committee, 13 attorneys; Lora Brzezynski, Chair, Washington DC Hiring
Committee, 8 attorneys; Debby Ebel, Co-Chair, Firm wide Pro Bono Committee, 3 attorneys; Kellie Newton, New Matter Intake/Conflicts Partner, 1 attorney;
Lisa Oberg, Member, Board of Directors, 14 attorneys; Pat Tate, Chair, Firm wide Benefits Committee, 5 attorneys

GLBT attorneys heading committees:  [No response]

Attorneys with disabilities heading committees: The firm does not track statistical data for this particular area.
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The Firm Says

McKenna Long & Aldridge LLP is committed to achieve the goals of diversity and inclusiveness. The following principles are the foundation of this
commitment:

* To provide full access to career opportunity to everyone throughout the firm;

* To be inclusive of everyone, regardless of differences in race, color, national origin, gender, religion, age, disability, sexual orientation, culture, or lifestyle; and

* To recruit, develop, promote and retain a world-class talent base that reflects the diversity of the communities in which we live.

Our belief is that recruiting, hiring and developing a diverse work force makes MLA a stronger and more competitive firm. Therefore, MLA is committed to
attracting and retaining the best and brightest employees who reflect the diversity of our society. To accomplish this, MLA has established relationships with
key universities, student and professional organizations, and established an internal Diversity Committee. Current committee members include: Charlotte
Combre (Chair); Partners Tami Azorsky, Michael Boucher, Hakim Hilliard, Chris Humphreys, Maggie Joslin, Mark Meagher Rupa Singh and Tom Wardell; Of
Counsel Margaret Johnson; Associates Deborah Cote, Michael Freed, Petrina Hall and Camilla Lee; and Recruitment Professionals Jennifer Queen (Director),
Dan Conway, Julie Inouye and Sayako Matsuzaki.

EXAMPLES OF RECENT AND ON-GOING SPONSORSHIPS & PARTICIPATION

* Mexican American Legal Defense & Education Fund, 7th Annual Awards Banquet Sponsor * Georgia Association of Black Women Attorneys 2008
Glitter Gala, Sustainer Sponsor * Women's Bar Association 2008 Annual Awards Dinner, Gold Sponsor * 2nd Annual Rocky Mountain Diversity Summit,
Summit Sponsor * Vault/MCCA Law Firm Diversity Directory, Underwriter, '06-'09 * Human Rights Campaign 24th Annual San Francisco Gala Dinner, Table
Sponsor * Hispanic National Bar Foundation 2008 Summer Law Camp, Presenter & Gold Sponsor * Diversity Management Series for Law Firm Leaders,
Atlanta, Speaker & Sponsor * Corporate Counsel Women of Color 4th Annual Conference, Bronze Sponsor * The Atlanta Legal Diversity Consortium, Inc.,
Founding Member * Atlanta Large Law Firm Diversity Alliance, Founding Member * California Minority Counsel Program, Member & Conference Sponsor
* Constitutional Rights Foundation Youth Internship Program (Pipeline) * Bar Association of San Francisco "No Glass Ceiling Commitment", Signatory *
Diversity Pledge of the San Diego County Bar Association, Signatory * Georgetown University, Women of Color Collective Mentor Program, Co-Creator *
Mock Interviewing Programs, Workshops & Panel Participation, Emory, Loyola, UCLA, UGA, USC * Writing Clinics, Atlanta and Washington DC Law Schools *
UCLA Outreach Program, 2008 Diversity Reception Sponsor & Participant


