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Paul, Weiss, Rifkind, Wharton & Garrison, LLP

1285 Avenue of the Americas
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Phone: (212) 373-3000

Fax: (212) 757-3990
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Locations
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Diversity Leadership
Head(s) of Firm: Alfred D. Youngwood, Chair of the Firm and Tax Partner
Diversity team leader(s): Meredith J. Kane, Chair of Diversity Committee and Real Estate Partner

Number of Attorneys as of 12/31/07
Firmwide: 610
U.S. offices only: 579
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Law Firm Demographic Profile

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

ASSOCIATES (2007)

Men Women
White/Caucasian 148 131
African-American/Black 9 13
Hispanic/Latino 5 4
Alaska Native/American Indian 1 0
Asian 32 36
Native Hawaiian/Pacific Islander 0 0
Multiracial 1 4
Openly GLBT 16 4
Attorneys with disabilities 1 0
Total 196 188

NOTE: Includes all associates whether working full time or reduced
schedule.

EQUITY PARTNERS (2007)

Men Women
White/Caucasian 81 15
African-American/Black 3 0
Hispanic/Latino 2 0
Alaska Native/American Indian 0 0
Asian 2 4
Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0
Openly GLBT 2 2
Attorneys with disabilities 0 0
Total 88 19

NOTE: Includes all equity partners whether working a full-time or reduced
schedule in 2007.

OF COUNSEL (2007)

Men Women
White/Caucasian 21 16
African-American/Black 0 0
Hispanic/Latino 0 0
Alaska Native/American Indian 0 0
Asian 1 2
Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0
Openly GLBT 3 1
Attorneys with disabilities 0 0
Total 22 18

NOTE: Only includes counsel currently working at the firm whether full-time
or working a reduced schedule in 2007. The numbers do not include retired
partners or staff attorneys.
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SUMMER ASSOCIATES (2007)

Men Women
White/Caucasian 31 32
African-American/Black 2 4
Hispanic/Latino 3 1
Alaska Native/American Indian 1 0
Asian 8 11
Native Hawaiian/Pacific Islander 0 0
Multiracial 2 2
Openly GLBT 5 2
Attorneys with disabilities 0 0
Total 47 50

NON-EQUITY PARTNERS (2007)

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

NEW HIRES (2007)

Men Women
White/Caucasian 47 34
African-American/Black 2 2
Hispanic/Latino 1 2
Alaska Native/American Indian 1 0
Asian 8 12
Native Hawaiian/Pacific Islander 0 0
Multiracial 1 1
Openly GLBT 4 0
Attorneys with disabilities 0 0
Total 60 51

NOTE: These number include all new hires whether they are working a full-
time or reduced schedule in 2007.
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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 has always been a founding principle of Paul, Weiss and was clearly articulated in 1963 by then senior partner, Judge Simon H. Rifkind. He

stated, "We believe in maintaining, by affirmative efforts, a membership of partners and associates reflecting a wide variety of religious, political, ethnic

and social backgrounds, characteristic of our community. We believe that through this policy we may bring to the service of our clients greater breadth of
understanding and wider contacts with the world at large, while enriching our personal lives and demonstrating the value of democratic principles as applied to
the organization of a law firm." (Statement of Firm Principles, 1963). Today, this deeply held commitment to developing, maintaining and promoting a diverse
workforce is present in every activity the firm undertakes and is clearly articulated and regularly reinforced in all of the firm's oral and written communications,
including the web site, brochures, recruiting materials, internal newsletters, alumni newsletters, and internal and external meetings and events.

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

Meredith J. Kane, Chair of Diversity Committee and Real Estate Partner

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: 17

Total hours spent on diversity: [No response]

Comments: The firm does not quantify total hours for diversity as diversity and inclusion are embedded into the work of numerous committees, sub-
committees, initiatives, programs, events and pro bono work at the firm.

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
Although formal reports to the management committee are made each year, less formal meetings and updates are held approximately once a quarter.

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

Each year, the firm's diversity and women's initiatives committees produce committee agenda which establish specific diversity goals and objectives as well
as budgets and deadlines. These goals and objectives are reviewed and approved by the management committee and then distributed throughout the firm.
The management committee meets with committee chairs at least twice annually to review progress of these goals. The committees are held accountable for
achieving these goals and at year-end are required to produce and distribute progress reports to the firm.

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

INITIATIVES FOR ALL DIVERSE ATTORNEYS

Already Currently Not a Current
Completed Addressing Priority

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

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

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 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
X | X | X| X
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V U L I MINORITY CORPORATE COUNSEL ASSOCIATION




Vault/MCCA Guide to Law Firm Diversity Programs « 2009 Edition
Paul, Weiss, Rifkind, Wharton & Garrison, LLP

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

X Increase the number of GLBT attorneys in leadership positions
X Ensure that EEO and non-discrimination policies specifically address gender identity
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Law Firm Diversity Initiatives

INITIATIVES SPECIFICALLY FOR ATTORNEYS WITH DISABILITIES

Already Currently Not a Current
Completed Addressing Priority

X Increase the number of attorneys with disabilities at the associate level
X Increase the number of attorneys with disabilities at the partnership level
X Increase the number of attorneys with disabilities in leadership positions
X Ensure that EEO and non-discrimination policies specifically address individuals with disabilities
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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

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

We are in the process of implementing an undergraduate scholarship for diverse students and we partner with several non-profits focusing on diverse
communities.
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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, Cornell University, Harvard University, University of Pennsylvania, Yale University

Other private schools: Boston College, Boston University, Brooklyn Law School, Cardozo Law School, University of Chicago, Duke University, Emory
University, Fordham University, Georgetown University, George Washington University, McGill University, Northwestern University, New York Law School, New
York University, Stanford University, St. John's University, Vanderbilt University, Washington University (St. Louis), Washington and Lee University

Public state schools: Boalt Hall (UC Berkeley), College of William and Mary, Ohio State University, Osgoode Hall Law School (York University), UCLA,
University of Michigan, University of Minnesota, USC, University of Texas, University of Toronto, University of Virginia.

Historically Black Colleges and Universities (HBCUs): Howard University

Diversity job fairs: Vault/MCCA Legal Diversity Job Fair

Do you have any special outreach efforts directed to encourage minority law students to consider your firm?

* Hold a reception for minority students: Yes

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

» Sponsor minority law student association events: Yes

* Firm lawyers participate on career panels at schools: Yes

* Outreach to leadership of minority student organizations: Yes
* Scholarships or intern/fellowships for minority students: Yes

* Other (please specify):

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

The firm does its own 1L hiring on select campuses. In addition, the firm also partners with several diverse organizations on law school campuses to target
first-year law students. The firm also partners with several diverse nonprofit organizations which helps with early identification of talented first-year law
students.
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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 30 31 White/Caucasian 30 31
African-American/Black 1 4 African-American/Black 1 4
Hispanic/Latino 1 0 Hispanic/Latino 1 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 7 10 Asian 7 10
Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 2 1 Multiracial 2 1
Openly GLBT 4 2 Openly GLBT 4 2
Attorneys with disabilities 0 0 Attorneys with disabilities 0 0
Total 41 46 Total 41 46

OFFERS ACCEPTED* (2007)

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

Men Women Men Women
White/Caucasian 23 22 White/Caucasian 3 4
African-American/Black 1 3 African-American/Black 0 0
Hispanic/Latino 0 0 Hispanic/Latino 1 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 4 9 Asian 2 0
Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 1 1 Multiracial 1 0
Openly GLBT 1 0 Openly GLBT 1 1
Attorneys with disabilities 0 0 Attorneys with disabilities 0 0
Total 29 35 Total 7 4
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 17 10 White/Caucasian 2 3
African-American/Black 0 1 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 0 6 Asian 0 0
Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0 Multiracial 0 0
Openly GLBT 0 0 Openly GLBT 1 0
Attorneys with disabilities 0 0 Attorneys with disabilities 0 0
Total 17 19 Total 2 3

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 0 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 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 0 0 Attorneys with disabilities 0 0
Total 0 1 Total 2 1

NEW EQUITY PARTNERS* (2007)

*Whether hired laterally or promoted from within
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White/Caucasian
African-American/Black
Hispanic/Latino

Alaska Native/American Indian
Asian

Native Hawaiian/Pacific Islander
Multiracial

Openly GLBT

Attorneys with disabilities

Total

Men

NooooooooN
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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: No

* 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:

We prefer not to publish this information.
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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

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

HINORITY CORPORATE COUNSEL ASSOCIATION

=N eNeNeNeNe N Ne Ne Ne

OO0 Oo0oOoO-~00N-N

-
o

NoNOOoOoOooo-N

Women
0

S ocoocoocoooooo

Women
12

N O OOOOOoOOoOOo

-

Women

Pooococoococo-~w

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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Women
6
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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
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Women
5
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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
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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 2 3 White/Caucasian 4 3
African-American/Black 1 1 African-American/Black 0 2
Hispanic/Latino 2 0 Hispanic/Latino 0 0
Alaska Native/American Indian 0 0 Alaska Native/American Indian 0 0
Asian 0 1 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 1
Attorneys with disabilities 0 0 Attorneys with disabilities 0 0
Total 5 5 Total 4 5
Men Women Men Women
White/Caucasian 2 1 White/Caucasian n/a n/a
African-American/Black 0 0 African-American/Black n/a n/a
Hispanic/Latino 0 0 Hispanic/Latino n/a n/a
Alaska Native/American Indian 0 0 Alaska Native/American Indian n/a n/a
Asian 0 0 Asian n/a n/a
Native Hawaiian/Pacific Islander 0 0 Native Hawaiian/Pacific Islander n/a n/a
Multiracial 0 0 Multiracial n/a n/a
Openly GLBT 0 0 Openly GLBT n/a n/a
Attorneys with disabilities 0 0 Attorneys with disabilities n/a n/a
Total 2 1 Total n/a n/a

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: No

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

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

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

* Review work assignments and hours billed to key client matters to make sure diverse attorneys, particulary non-white attorneys (i.e., minority attorneys, for
whom research indicates a greater inclusion problem), are not being excluded: 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):

Over the past three years we have updated and improved our work/life and mentoring programs for all attorneys, with particular emphasis on the diversity
and women's mentoring programs. We already have a gender-neutral parental leave policy which covers adoptions and we have extended our parental leave
policy for all attorneys.

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

Comments: Our alternative work arrangement program is available to all attorneys upon arrival at the firm with approval from the department chair and
legal personnel. The work arrangements are flexible and tailored to individual needs. Attorneys may be eligible for partnership consideration while working
a reduced schedule. Each department has a partner advisor to monitor the hours and work assignments for all participants to ensure that the attorney is
receiving quality work while maintaining a reduced schedule. An attorney can work a reduced schedule indefinitely.

What impact, if any, will the decision to work part time have on an attorney's ability to make a partner, or if already a partner, to remain a
partner at your firm?

It could potentially lengthen the partnership track if the person chooses to work reduced hours for an extended or significant period of time prior to partnership
consideration.
How many current equity partners have worked part time, exclusive of maternity/paternity leave or short-term disability?

Nine

M|C|C|A
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Paul, Weiss, Rifkind, Wharton & Garrison, LLP

PART-TIME ATTORNEYS
(2007)

PART-TIME ATTORNEYS

TOTAL NUMBER OF ATTORNEYS

Women Total
Associates 1 26 27
Of counsel 0 8 8
Non-equity partner n/a n/a n/a
Equity partner 3 6 9

(full and part-time)

384
40
n/a

107
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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 9 1 White/Caucasian 15 8
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 3
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 2
Attorneys with disabilities 0 0 Attorneys with disabilities 0 0
Total 9 1 Total 16 "
* Attorneys on the Partner Review Committee or equivalent * Attorneys on the Associate Review Committee or equivalent
Men Women Men Women
White/Caucasian 6 2 White/Caucasian 17 1
African-American/Black 1 0 African-American/Black 0 0
Hispanic/Latino 0 0 Hispanic/Latino 1 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 1 1
Attorneys with disabilities 0 0 Attorneys with disabilities 0 0
Total 7 2 Total 18 11
Men Women
White/Caucasian 8 3
African-American/Black 3 2
Hispanic/Latino 0 0
Alaska Native/American Indian 0 0
Asian 1 1
Native Hawaiian/Pacific Islander 0 0
Multiracial 0 0
Openly GLBT 3 1
Attorneys with disabilities 0 0
Total 12 5
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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? 2

Minorities heading offices: Jeanette K. Chan, Hong Kong, 10; Tong Yu, Tokyo, 6

Women heading offices: Jeanette K. Chan, Hong Kong, 10
GLBT attorneys heading offices: 0

Attorneys with disabilities heading offices: 0

PRACTICE GROUP/DEPARTMENT LEADERS

Minorities heading practices: Theodore V. Wells, Jr., Litigation Co-Chair, 218; Carey Ramos, Communications and Technology (Litigation),10
Women heading practices: 0

GLBT attorneys heading practices: 0

Attorneys with disabilities heading practices: 0

COMMITTEE LEADERS

Minorities heading committees: Patrick Campbell, DC Office Recruitment Committee, 4; Yvonne Chan, Firm Agreement Committee, 3.

Women heading committees: Kelley Cornish, Recruitment Committee, 27; Claudia Hammerman, Women's Initiatives Committee, 14; Meredith Kane, Diversity
Committee, 17; Valerie Radwaner, Summer Associates Committee, 16; Judith Thoyer, Partnership Committee, 9; Yvonne Chan, Firm Agreement Committee,
3.

GLBT attorneys heading committees: Kelley Cornish, Recruitment Committee, 27

Attorneys with disabilities heading committees: 0
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The Firm Says

Our efforts to recruit and retain a diverse workforce have been recognized through our rankings at the top of surveys addressing the hiring and retention of
lawyers of color.

* For the past five years, the Minority Law Journal's Diversity Scorecard survey ranked Paul, Weiss as one of the top ten most diverse law firms in the United
States. The survey ranks the largest firms in the country according to their percentage of racially diverse lawyers.

* The 2007 Vault Guide to the Top 100 Law Firms named Paul, Weiss one of the top law firms in the country for diversity.
* MultiCultural Law magazine has consistently ranked Paul, Weiss as one of the top 100 law firms for diversity.

Our success is derived from the unique skills, talents and perspectives of our lawyers and staff: people of all backgrounds, regardless of race, ethnicity,
gender, sexual orientation, religion, age, marital status or physical capability.

Paul, Weiss has undertaken numerous initiatives to fulfill our commitment to diversity:

* For more than a decade, our Diversity Committee consisting of firm partners, counsel and associates has led our efforts to design and implement recruitment
and retention programs aimed at increasing diversity. The Committee meets regularly and serves as a forum for the generation of new ideas and the
discussion of diversity issues throughout the firm.

* Our Women's Initiatives Committee, comprised of partners, counsel and associates, works to create an environment that develops and advances the
professional lives of women at the firm through numerous programs.

* From helping Thurgood Marshall prepare and argue Brown v. Board of Education in the 1950s and winning landmark victories in civil rights cases in the
1970s and 1980s, to the more recent representation of marriage rights for same-sex couples, the firm's pro bono work continues to contribute to significant
progress and changes in civil rights law.

* Our diversity and women's mentoring programs are among the most important components in our efforts to encourage women and lawyers of color to grow
and remain with the firm. Our programs invite lawyers--from the most junior to the most senior--to build both formal and informal mentoring relationships with
their peers and with senior lawyers.

* Throughout the year, we invite diverse attorneys to lectures, conferences and seminars pertaining to their interests or their careers. In addition:

* Our annual Diversity Networking Event has been recognized for its success in giving associates of color the opportunity to interact with their peers in the
legal and business worlds. Past events have attracted capacity crowds and featured various guest speakers.

* We host Women's Networking events to provide a forum for women attorneys to meet and interact with other female professionals, and
* We host a LGBT Networking event to provide networking and business development opportunities for LGBT lawyers and professionals from other industries.

* Our recruitment programs focus on attracting a diverse group of law students to join our firm. We do this through increased participation in diversity job fairs
and working with law school faculty, firm alumni and diverse law student organizations to identify talented candidates.

* Paul, Weiss was an original signatory of the Association of the Bar of the City of New York's (ABCNY) "Statement of Goals of New York Law Firms and
Corporate Legal Departments for Increasing Minority Representation and Retention" and the "Restatement and Reaffirmation of Goals" adopted by the
ABCNY for the hiring, retention and promotion of female attorneys and attorneys of color.
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