
2002 MINORITY SUMMER ASSOCIATE SURVEY REPORT 

Summer Associate Survey Goals 

Recognizing that one of the best ways to increase the number of minority lawyers in large firms is to increase the pool of 
potential candidates, from law students to lateral hires, the Chicago Committee commissioned a survey designed to track 
perceptions held by minority summer associates regarding large law firm practice. 

The Chicago Committee hopes that the findings from the survey will provide member firm management with information 
that will help them better understand the summer associate experience from a minority law student's perspective. This 
information can be used by member firms when deciding what programs and practices should be kept and what should be 
adopted in order to improve the experience of their summer associates. 

Methodology 

The survey results are based on information provided in completed questionnaires by 87 minority law students identified 
and employed by member firms for the 2002 summer associate program.1 

The questions were modeled after the American Lawyer's annual summer associate survey. In addition, specific questions 
were added to the survey that addressed race issues. At the end of the summer, a second questionnaire was distributed 
to the minority summer associates that mirrored the first questionnaire. This was done in order to track the changes in 
perceptions that may have taken place over the summer. 

In addition, face-to-face confidential interviews were conducted by Dr. Arin Reeves, the diversity consultant hired by the 
Chicago Committee to facilitate the entire project, with minority summer associates who volunteered for the interviews. 

Key Interview Conclusions 

The summer associates were generally pleased with the programs offered to them by the Chicago Committee and 
believed that the programs provided an effective mechanism to develop meaningful relationships with lawyers that can be 
called upon for future career assistance. The interviewees all agreed that such relationships were a prerequisite to a 
successful legal career. 

An overwhelming majority of interview respondents were discouraged by the percentage of minority attorneys promoted to 
partnership and believed that race was a contributing factor to the low percentages. 

Key Survey Findings 

A firm's national reputation was the most important factor, to law students when determining where to work after 
graduation from law school. A firm's benefits package was the second most important factor followed by the firm's clients 
and pro bono programs. The least important factor was the firm's involvement with politics. 

The summer associates' decision to accept an offer from their given firm for the summer of 2002 was influenced, in the 
order of importance, by the following factors: family, social or school bonds; salary; diversity of the firm; firm's reputation in 
a particular practice area; location (Chicago); the firm's national reputation; and the firm's reputation for being "associate 
friendly" (e.g., less than average billable hour requirements, family leave policies, and part-time employment options, etc.) 

When asked to define what issues must be addressed in order for a law firm to achieve diversity, the respondents 
identified the following initiatives, listed in order of importance: firm policy/statement on diversity; firm diversity programs; 
firm support of diversity-related associations/activities; entering program for associates; gender diversity among 
associates; gender diversity among partners ethnic diversity among partners; and ethnic diversity among associates. 



Interestingly, the minority summer associates' responses to the first questionnaire conducted at the beginning of the 
summer were virtually identical to their responses to the second, identical questionnaire conducted at the end of the 
summer. 

The fact that perceptions remained constant throughout the summer is probably indicative of the sophisticated 
understanding of law firm diversity issues most respondents had prior to beginning their summer experience. This is both 
good and bad. 

The positive aspect is that minority law students have a much better understanding of what is expected and what to 
expect when they first enter a law firm environment as a professional. This should alleviate some of the unnecessary 
stumbles minority attorneys who were unaware of these expectations encountered in the past. 

The negative aspect is that many of the perceptions minority law students and attorneys maintain do not reflect well upon 
their firms' efforts to truly achieve diversity within their ranks. 

When asked "Do you think being an ethnic/racial minority will effect your experiences as a summer associate?" all but one 
of the interviewees responded "yes". 

One summer intern summed up the concerns raised by a large majority of the respondents by responding, "Yes, the firm 
has already paired me with a black mentor despite dissimilar interests and attitudes and I think such classifications will 
continue to affect the opportunities presented to me without my input�" 

Another intern stated that, "I am already viewed as an exception to the general misnomer that African American men 
cannot excel in this environment. Consequently, I must go out of my way to adapt and ensure that those at the firm are 
actually comfortable around me; moreover, that my work product is flawless and absolutely perfect." 

Summer Associate 
Diversity Initiatives 

There was a slight increase in the number of minority summer associates employed by member firms during the summer 
of 2002 as compared to the number of minority summer associates employed during the summer of 2001. Nonetheless, 
we should not be content with small gains and should try harder to increase the number of minority summer associates 
hired and ultimately offered associate positions by the firm for which they clerked. 

Based on the Summer Associate Survey findings, the first thing each member firm can do to maximize its ability to attract 
top minority law students to their firm is to make sure they are addressing the top three things considered by survey 
respondents when evaluating whether a firm is committed to diversity: 

•   Existence of a firm Diversity Policy/Statement,  
•   Firm sponsored diversity programs, and  
•   Firm participation in diversity-related associations/activities.  

If your firm is already taking the above steps, make sure these efforts, as well as others, are prominently featured on the 
firm's web site. The internet is the primary way students get information about a firm, so make sure your web site conveys 
all of the firm's efforts to address diversity issues and concerns. 

With the continued support of member firms, the Chicago Committee will continue developing strategies to assist its 
members in meeting their diversity goals. 

If you would like to review the complete final report with all of the Key Findings and Key Conclusions, submit a written 
request to Contact Us and the Chicago Committee can provide a copy to you. 

 



1.Sixty-nine of the eighty-seven questionnaires were completed by second year law students. Fifty-one of the respondents 
were females. The respondents' ethnic breakdown was thirty-one African American, twenty-seven Asian, twenty-three 
Hispanics, and six other/unknown. 


