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Covington & Burling LLP

1201 Pennsylvania Avenue NW
Washington, DC 20004

Phone: (202) 662-6000

Fax: (202) 662-6291
WWW.COV.com

Locations
New York, NY; San Francisco, CA; Washington, DC; Brussels; London

Diversity Leadership
Head(s) of Firm: Timothy C. Hester, Chairman of the Management Committee
Diversity team leader(s): Bruce Deming, Ruben Kraiem and Andrea Reister, Diversity Committee Co-Chairs

Number of Attorneys as of 12/31/07
Firmwide: 680
U.S. offices only: 625

V U L I NN PO oL BTN



Vault/MCCA Guide to Law Firm Diversity Programs « 2009 Edition
Covington & Burling LLP

Law Firm Demographic Profile

Does your firm have more than one tier of partnership?

ASSOCIATES (2007) SUMMER ASSOCIATES (2007)

Women Men Women
White/Caucasian 129 108 White/Caucasian 34 27
African-American/Black 9 11 African-American/Black 4 5
Hispanic/Latino 8 6 Hispanic/Latino 0 1
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 9 13 Asian 8 4
Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 1 5 Multiracial 0 0
Openly GLBT 9 4 Openly GLBT 5 1
Attorneys with disabilities 0 0 Attorneys with disabilities 0 0
Total 156 143 Total 46 37

Women Women
White/Caucasian 129 34 White/Caucasian 0 0
African-American/Black 3 2 African-American/Black 0 0
Hispanic/Latino 2 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 2 2 Openly GLBT 0 0
Attorneys with disabilities 0 0 Attorneys with disabilities 0 0
Total 134 36 Total 0 0

Women Men Women
White/Caucasian 90 32 White/Caucasian 61 48
African-American/Black 10 9 African-American/Black 10 14
Hispanic/Latino 1 3 Hispanic/Latino 3 6
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 4 5 Asian 5 10
Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 1 1 Multiracial 1 3
Openly GLBT 0 1 Openly GLBT 2 2
Attorneys with disabilities 0 0 Attorneys with disabilities 0 0
Total 106 50 Total 80 81
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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?

The firm's leadership considers diversity a "core value" of the firm. As stated in the firm's recruiting resume and on its web site: "We believe that excellence in
the practice of law knows no racial, ethnic, gender, religious, sexual orientation or other boundaries." Firm leaders discuss the importance of diversity during
the orientation presentation for all new associates. Diversity is a frequently discussed topic in regular firm meetings and gatherings. For example, at the most
recent retreats for all lawyers and for partners and counsel, the programs included formal reports and discussions on the firm's diversity goals and challenges,
emphasizing in both cases the message that enhancing diversity is one of the firm's top priorities. The Management Committee has also established a
Diversity Committee which, among other duties, is responsible for communicating the importance of diversity as a firm priority and fostering dialogue within the
firm regarding diversity issues. The Diversity Committee distributes a quarterly "Diversity Update" to all attorneys highlighting the firm's diversity activities. The
Diversity Update includes messages from firm leadership.

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

Bruce Deming, Ruben Kraiem and Andrea Reister, Diversity Committee Co-Chairs

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: 19

Total hours spent on diversity: 900

Comments: Several thousand hours firmwide are devoted annually to diversity initiatives. Time spent by members of the Diversity Committee alone in 2007
was over 900 hours, but this is the tip of the iceberg. Diversity-related recruiting efforts are the focus of enormous amounts of time, as are retention initiatives.
Time spent on diversity cuts across many functions, such as the Recruitment Committee, the Summer Associate Program, the managing partners for legal
personnel, the Evaluation Committee, the Management Committee, the practice group coordinators and, of course, the Diversity Committee.

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?

Internally, accountability is driven by the Management Committee, which regularly communicates regarding diversity with the leadership of the Diversity
Committee, the leadership of the Hiring Committee and the Summer Associate Program, the managing partners for legal personnel, and all of our lawyers

and staff. There is an African-American partner and a woman partner on the Management Committee. Women chair several major committees and practice
groups, and they, along with the firm's senior minority lawyers (partners and counsel), play active roles in ensuring the firm's efforts to achieve progress in
diversity are successful. Increasingly, accountability also comes from our clients, many of whom share with the firm the belief that the achievement of a diverse
workforce is a core value that demands our constant focus. These clients frequently ask for reports on the firm's progress in this area and make clear that such
progress will be considered in decisions to assign new work to the firm. This is a powerful and welcome accountability tool.

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

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

X Conduct firmwide diversity training for all attorneys and staff

Focus on strengthening firm's mentoring program

Conduct internal diversity needs assessment (e.g., culture and environment surveys) and/or
retain diversity consultant to examine how firm culture might be more welcoming of minorities

X | X | X| X| X

X Support law firm's internal affinity networks

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

X
X

Coordinate or work with clients on diversity issues

Develop/expand relationships with minority bar associations and other legal diversity
organizations to offer firm's support of these networks

X
X

M|c|c|A
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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

M|C|C|A
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR WOMEN ATTORNEYS

Already Currently Not a Current
Completed Addressing Priority

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

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

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

X | X | X| X| X
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR OPENLY GLBT ATTORNEYS

Already Currently Not a Current
Completed Addressing Priority

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

Increase the number of GLBT attorneys at the associate level

Increase the number of GLBT attorneys at the partnership level

Increase the number of GLBT attorneys in leadership positions

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

X | X | X| X
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR ATTORNEYS WITH DISABILITIES

Already Currently Not a Current
Completed Addressing Priority

X Increase the number of attorneys with disabilities at the associate level
X Increase the number of attorneys with disabilities at the partnership level
X Increase the number of attorneys with disabilities in leadership positions
X X Ensure that EEO and non-discrimination policies specifically address individuals with disabilities
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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: No

* Outreach to middle school students: No

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

Covington & Burling LLP high school summer interns have the opportunity to gain valuable work experience, while developing and demonstrating their skills in
a law firm. Our internship program candidates come from diverse cultural and educational backgrounds. The intern students have the determination, passion
and integrity to strive for the best. In return, Covington & Burling LLP provides them with real world responsibility, outstanding training and a chance to learn
from the best.
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Recruitment - New Associates

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

Ivy League schools: Yes. Columbia University, Cornell University, Harvard University, University of Pennsylvania, Yale University

Other private schools: Yes. American University, Boston College, Boston University, Brigham Young University, University of Chicago, University of Notre
Dame, Duke University, Emory University, Fordham University, George Washington University, Georgetown University, New York University, Northwestern
University, Stanford University, Vanderbilt University, Washington & Lee University

Public state schools: Yes. William & Mary School of Law, George Mason University, University of Maryland, University of Michigan, UC Berkeley, University of
Texas, UCLA, University of North Carolina, University of Virginia

Historically Black Colleges and Universities (HBCUs): Yes. Howard University

Diversity job fairs: Yes.

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: No

* Other (please specify):

Lead or participate in panels to give minority students guidance on how to interview with large law firms; Co-sponsor a program organized by area minority bar
associations to encourage minority law students to seek judicial clerkships; Participate in career fairs such as Lavender Law Job Fair, Harvard BLSA Job Fair,
MABLSA Job Fair, NEBLSA Job Fair, Cook County Bar Association Job Fair, Bay Area Diversity Career Fair, San Francisco HNBA, Harvard APALSA Career
Fair, NBLSA Annual Conference Career Fair, Vault/MCCA Career Fair; Outreach to law school faculty contacts; Founder and lead organizer of the D.C. "Road
Show" to encourage African-American law students to consider practice in large Washington firms; Participate in mentoring programs for minority high school
students; Members of Partners of Color in DC Law Firms

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

Conduct mock interviews at various schools. Host reception for local law students during the summer; these students recently completed their first year of law
school.

M|C|C|A
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Recruitment - New Associates

ALL 2L SUMMER ASSOCIATES (2007)

OFFERS MADE* (2007)

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

Men Women Men Women

White/Caucasian 34 27 White/Caucasian 34 27
African-American/Black 4 5 African-American/Black 4 5
Hispanic/Latino 0 1 Hispanic/Latino 0 1

Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 8 4 Asian 8 4

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

Openly GLBT 5 1 Openly GLBT 5 1

Attorneys with disabilities 0 0 Attorneys with disabilities 0 0
Total 46 37 Total 46 37

OFFERS ACCEPTED* (2007)

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

Men Women Men Women
White/Caucasian 17 1 White/Caucasian 14 12
African-American/Black 2 3 African-American/Black 1 2
Hispanic/Latino 0 1 Hispanic/Latino 0 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 4 4 Asian 2 0
Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0 Multiracial 0 0
Openly GLBT 4 1 Openly GLBT 1 0
Attorneys with disabilities 0 0 Attorneys with disabilities 0 0
Total 23 19 Total 17 14
VAULT Mic/cla

NEITHER ACCEPTED NOR DECLINED* (2007)

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

employment because of postgraduate clerkship/fellowship
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Recruitment - Lateral Associates and Partners

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

Men Women Men Women
White/Caucasian 9 7 White/Caucasian 7 3
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 2 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 0 0 Attorneys with disabilities 0 0
Total 9 9 Total 7 5

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 3 0 White/Caucasian 3 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 0 0 Attorneys with disabilities 0 0
Total 3 0 Total 3 3

NEW EQUITY PARTNERS* (2007)

*Whether hired laterally or promoted from within

IM|C|C|A
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Native Hawaiian/Pacific Islander
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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): No

* Hire recruiting professional who specializes in identifying diverse candidates: Yes

* Other (please specify): Yes

Participate in programs with women, minority, gay/lesbian or disability focused bar associations; Participate in/host minority, women and gay/lesbian/bisexual/
transgender bar professional associations

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:

Baum, Stevens, Inc.; Greene-Levin-Snyder LLC; Finn & Associates LLC; Kramer Jacobs Search; Mestel & Company

M|C|C|A
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Retention and Professional Development

ATTORNEYS WHO LEFT THE FIRM IN 2007

2ND-YEAR ASSOCIATES

1ST-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

3RD-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

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

IM|C|C|A
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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

White/Caucasian
African-American/Black
Hispanic/Latino

Alaska Native/American Indian
Asian

Native Hawaiian/Pacific Islander
Multiracial

Openly GLBT

Attorneys with disabilities

Total
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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 1 1 White/Caucasian 2 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 0 0 Attorneys with disabilities 0 0
Total 1 1 Total 2 0

Men Women Men Women
White/Caucasian 23 13 White/Caucasian 0 0
African-American/Black 10 12 African-American/Black 0] 0
Hispanic/Latino 0 2 Hispanic/Latino 0 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 2 2 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 0 0 Attorneys with disabilities 0 0
Total 35 29 Total 0 0

EQUITY PARTNERS

Men Women
White/Caucasian 1 0
African-American/Black 0 0
Hispanic/Latino 0 0
Alaska Native/American Indian 0 0
Asian 0 0
Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0
Openly GLBT 0 0
Attorneys with disabilities 0 0
Total 1 0
VAULT M CLGAA)
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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: 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):

Transgender medical benefits offered; Engage outside consultants

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?

Attorneys who work part time remain eligible for consideration for partnership. Three lawyers have been elevated to partnership while working part time. If the
cumulative effect of the attorney's individual part-time arrangement is to omit more than the equivalent of a full year during the associate years, consideration
for partnership will ordinarily be deferred accordingly. We currently have four partners working on a part-time basis in the United States.

How many current equity partners have worked part time, exclusive of maternity/paternity leave or short-term disability?
Six

M|C|C|A
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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 7 7 14 299
Of counsel 9 9 18 156
Non-equity partner 0 0 0 0
Equity partner 0 4 4 170
VAULT MIC €A
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Management Demographic Profile

FIRMWIDE COMMITTEES 2007

EXECUTIVE/MANAGEMENT COMMITTEE* HIRING COMMITTEE*

* Attorneys on the Executive/ Management Committee or equivalent * Attorneys on the Hiring Committee or equivalent

Men Women Men Women

White/Caucasian 5 1 White/Caucasian " 2

African-American/Black 1 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 0 0 Attorneys with disabilities 0 0

Total 6 1 Total " 2

* Attorneys on the Partner Review Committee or equivalent * Attorneys on the Associate Review Committee or equivalent

Men Women Men Women

White/Caucasian 0 0 White/Caucasian 12 5

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

Hispanic/Latino 0 0 Hispanic/Latino 0 0

Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0

Asian 0 0 Asian 0 0

Native Hawaiian/Pacific Islander 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 0 0 Attorneys with disabilities 0 0

Total 0 0 Total 12 6
Men Women

White/Caucasian 3 4

African-American/Black 1 2

Hispanic/Latino 4 2

Alaska Native/American Indian 0 0

Asian 0 3

Native Hawaiian/Pacific Islander 0 0

Multiracial 0 0

Openly GLBT 2 2

Attorneys with disabilities 0 0

Total 8 1"
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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 havein the United States? 3
Minorities heading offices: [No response]

Women heading offices: [No response]

GLBT attorneys heading offices: [No response]

Attorneys with disabilities heading offices: [No response]

PRACTICE GROUP/DEPARTMENT LEADERS

Minorities heading practices: Tom Williamson, Employment, 21.; Jennifer Johnson, Technology & Media (Co-Chair), 280.; Ruben Kraiem, Carbon Markets, 19.

Women heading practices: Erin Egan, Consumer Law (Vice Chair), 83; Privacy & Security, 30. Ellen Corenswet, Corporate, Tax & Benefits, 216. Amy Moore,
Employee Benefits, 20. Doris Blazek-White, Trusts & Estates, 4. Carolyn Corwin, Industries, Regulatory and Legislative, 288. Jean Veta, Financial Institutions,
49. Ellen Flannery, Food & Drug, 54. Anna Kraus, Health Care, 43. Caroline Brown, States, 19. Linda Morgan, Legislative, 45; Transportation, 16. Anita Stork,
Litigation (Vice Chair), 335; Antitrust (Vice Chair), 82. Anna Engh, Litigation Business Development, 4. Sonya Winner, Consumer & Class Action Litigation, 24.
Anne Ware, Product Liability (Vice Chair), 41. Linda Goldstein, Securities Litigation, 33. Jennifer Johnson, Technology & Media, 280. Andrea Reister, Patents,
92. Laurie Self, Trademark & Copyright, 26. Emily Leonard, Life Sciences (Vice Chair), 149. Jetty Tielemanns, Privacy & Security, 30.

GLBT attorneys heading practices: Jean Veta, Financial Institutions, 49.; Andrea Reister, Patents (Co-Chair), 92.

Attorneys with disabilities heading practices: [No response]

COMMITTEE LEADERS

Minorities heading committees: Wendy Feng, Associate Ombudspersons, 6; Women's Forum, 6. Jennifer Johnson, New Associate Integration, 3. Ruben
Kraiem, Diversity Committee (Co-Chair), 19; Foreign Firm Coordination Committee (Co-Chair), 4.

Women heading committees: Caroline Brown, Lunch Program, 2; Part-time Work, 5. Diane Coffino, Legal Personnel, 19. Carolyn Corwin, Legal Personnel
(Vice-Chair), 19; Of Counsel/Special Counsel, 3. Julie Edmond, Benefits, 1. Christine Enemark, Hiring (DC-Summer Chair), 13. Wendy Feng, Associate
Ombudspersons, 6; Women's Forum, 6. Marialuisa Gallozzi, Legal Personnel, 19. Corinne Goldstein, Evaluation Committee, 18. Emily Henn, Legal Personnel
(Vice-Chair), 19; Women's Forum, 6. Jennifer Johnson, New Associate Integration, 3. Emily Leonard, Associate Ombudspersons, 6; New Associate
Integration, 3. Hilary Prescott, Legal Personnel, 19. Andrea Reister, Diversity Committee, 19. Carey Roberts, Hiring, 13, Women's Forum, 6. Elaine Stone,
Legal Personnel, 19. Carolyn Taylor, Part-time Work, 5. Lee Tiedrich, Women's Forum, 6. Jetty Tielemans, Part-time Work, 5; Social Programs, 4; Women's
Forum, 6. Anne Ware, Associate Ombudspersons, 6; Part-time Work, 5; Women's Forum, 6.

GLBT attorneys heading committees: Bill Collins (Co-Chair), Business Committee, 11. ; Bruce Deming (Co-Chair), Diversity Committee, 19.; Bruce Deming
(Co-Chair), Legal Personnel, 19.; Andrea Reister (Co-Chair), Diversity Committee, 19.

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

Covington lawyers bring a wide variety of backgrounds, perspectives and life experiences to our practice. We recognize the differences among us as an asset
and a source of strength.

Leaders in diversity

Lawyers of diverse backgrounds have thrived at Covington for decades. We elected our first woman partner in 1974, first African American partner in 1975,
first Hispanic partner in 1985, first openly gay partner in 1989, and first Asian-American partner in 1995. In 2007, the firm was named one of the country's
"100 Best Companies to Work For" & "50 Best Law Firms" by Working Mother magazine. In 2008, "American Lawyers Litigation Department of the Year 2008
Finalist," and Corporate Board Member's Top Corporate Law Firm for the Third Straight Year."

Recruiting
Our efforts to increase the number of Covington lawyers from diverse backgrounds include:

* Student groups: We support BLSA, LALSA, APALSA, SALSA, NLGLA and other student groups through financial support, speaking on panels, attending job
fairs and meeting with students informally to counsel them on legal careers and interviewing strategies.

* Washington, D.C. Road Show: We are one of the founders and lead organizers of the "Road Show," started three decades ago to encourage African
American law students to practice in large Washington law firms.

Retention
Our initiatives to ensure that women and minority lawyers achieve personal growth and professional success at Covington include:

*Mentoring programs: Strong mentoring is a hallmark of Covington's low associate-to-partner ratio. Mentors of new women and minority associates focus on
helping them to launch their careers successfully.

* Professional development: A full-time director of professional development is responsible for enhancing the skills of all Covington associates. The director
has a priority commitment to facilitate the success of women and minority associates.

*Women's Forum: Covington's Women's Forum provides women attorneys an opportunity to discuss issues of common interest, including business and
professional development, leadership and training opportunities, and mentoring.

*In 2007, Covington was ranked 6th nationally by Yale Law Women for being one of the Top Family-Friendly Firms.

* Bar associations and community groups: Covington provides substantial support to bar associations and other groups focused on women, minority and
GLBT issues. The firm currently has a lawyer who is a member of the national board of directors for Lambda Legal.

We strive to support our lawyers in balancing the demands of their jobs with outside responsibilities, including by:

* Alternative work schedules: Our longstanding part-time policy is used by many Covington lawyers, a number of whom have become partners while working
part time.

* Child care: "Covington Kids Early Learning Center" is the firm's state-of-the-art day care facility, located a block from our Washington office. We offer
emergency backup care to all lawyers in our U.S. offices.

* Benefits: Covington is a leader in providing family-friendly benefits. Primary caregivers receive 126 days paid leave upon the birth or adoption of a child. Non-
primary caregivers receive six weeks of paid leave within six months of the birth or adoption of a child. We have provided domestic partner health insurance
benefits since 1994 and were the first firm in Washington to do so.
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