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0% 10% 20% 30%

Junior Associate 
(1-2 years practicing)

14.6%

25.8%

22.6%

14.2%

10.7%

5.3%

6.8%

Mid-level Associate
(3-5 years practicing)

Senior Associate
(6+ years practicing)

Equity Partner

Non-equity Partner

Of Counsel

Other

0% 20% 40% 60%

Prior to 1985 4.5%

3.6%

5.9%

33.9%

52.1%

1985-1994

1995-2004

2005-2014

2015-2022

50.1%
500+

10.4%
101– 250

9.5%
251-500

18.3%
2– 25

5.4%
26– 50

6.4%
51-100

62.0%

38.0%

Millennial partners 
(graduated in  
2005 or later)

Senior partners 
(graduated 
before 2005)
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5.9%Banking/Finance

5.4%Other

5.6%Employment

2.5%White Collar Crime/
Investigations

3.0%Tax

18.6%Corporate

2.4%Insurance

6.3%Real Estate

8.0%Intellectual Property

2.0%Bankruptcy

2.0%Environmental

2.0%Government

1.8%Trust & Estates

1.6%Healthcare

1.3%Family Law

1.1%Antitrust

1.1%Employee Benefits/
Executive Comp

0.8%Energy

Location (Top 10 Regions)

20.8% 13.1% 9.0% 7.1% 6.5%
New York ●California District of 

Columbia
Texas Illinois

4.2% 4.1% 3.7% 2.9% 2.6%
Florida Pennsylvania ●Massachusetts Georgia Outside  

the U.S.

2.5%
North  

Carolina
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Gender

50.2% 46.4%

0.2%

2.8%

Male Female

Nonbinary/
third gender

Prefer not  
to say0.5%

Prefer to  
self-describe
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0% 10% 20%

White 71.2%

7.4%

5.2%

4.1%

3.9%

2.1%

0.9%

Asian

Hispanic or Latinx

Multiracial

Black or African 
American

Other

Middle Eastern

0.2%

0.1%

4.9%

American Indian or 
Alaska Native 

Nativa Hawaiian or 
other Pacific Islander

Prefer not to say

30% 40% 50% 60% 70% 80%
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0

Commitment to 
fostering work/
life balance for 
employees

Firm’s compensation 
package 7.85

Strength of firm in 
a specific practice 
area

Commitment to 
progressive family-
friendly policies

6.64

5.41

5.40

Commitment to 
corporate social 
responsibility

Prestige of firm

Commitment 
to training and 
professional 
development

7.52

Commitment to 
employee wellness 
and mental health 6.99

Path to partnership 6.21

6.12
Commitment to 
a diverse and 
inclusive workforce

7.81

7.07

2 4 6 8

5.25

4.79

Profits per partner

Commitment to pro 
bono work
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Firm’s 
compensation 

package

Commitment 
to fostering 

work/life 
balance for 
employees

Commitment 
to training 

and 
professional 

development

Commitment 
to progressive 
family-friendly 

policies

Commitment 
to employee 
wellness and 
mental health

Strength 
of firm in 
a specific 
practice 

area

Path to 
partnership

Commitment 
to a diverse 

and inclusive 
workforce

Commitment 
to corporate 

social  
responsibility

Prestige 
 of firm

Profits per 
partner

Commitment 
to pro bono 

work

7.85 7.81 7.52 7.07 6.99 6.64 6.21 6.12 5.41 5.40 5.25 4.79

5.86 7.65 5.92 7.74 7.31 6.08 9.86 10.48 7.35 7.38 9.57 7.57

Firm’s 
compensation 

package

Commitment 
to fostering 

work/life 
balance for 
employees

Commitment 
to training 

and 
professional 

development

Commitment 
to progressive 
family-friendly 

policies

Commitment 
to employee 
wellness and 
mental health

Strength 
of firm in 
a specific 
practice 

area

Commitment 
to a diverse 

and inclusive 
workforce

Prestige 
 of firm

Commitment 
to corporate 

social  
responsibility

Commitment 
to pro bono 

work

8.28 8.10 8.04 7.46 7.31 7.26 6.50 5.89 5.84 5.19

3.92 5.40 4.64 6.74 6.79 5.49 9.34 6.00 8.45 8.03

M
ea

n
V

ar
ia

nc
e
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Commitment 
to fostering 

work/life 
balance for 
employees

Commitment 
to progressive 
family-friendly 

policies

Firm’s 
compensation 

package

Commitment 
to training and 

professional 
development

Commitment 
to employee 
wellness and 
mental health

Commitment 
to a diverse 

and inclusive 
workforce

Strength of 
firm in a  
specific 
practice 

area

Path to  
partnership

Commitment 
to corporate 

social  
responsibility

Profits per 
partner

Prestige of 
firm

Commitment 
to pro bono 

work

8.48 8.28 8.17 8.06 7.50 7.38 6.65 6.46 6.23 5.30 5.22 5.20

7.27 6.13 7.89 7.00 6.58 5.18 6.73 6.39 4.47 5.10 5.45 3.98

1.21 2.15 0.28 1.06 0.92 2.20 -0.08 0.07 1.76 0.20 -0.23 1.22

Commitment 
to fostering 

work/life 
balance for 
employee

Commitment 
to training and 

professional 
development

Firm’s 
compensation 

package

Commitment 
to progressive 
family-friendly 

policies

Commitment 
to employee 
wellness and 
mental health

Commitment 
to a diverse 

and inclusive 
workforce

Strength of 
firm in a  
specific 
practice 

area

Commitment 
to corporate 

social  
responsibility

Prestige of 
firm

Commitment 
to pro bono 

work

8.36 8.34 8.09 8.06 7.72 7.26 7.01 6.47 5.44 5.44

7.79 7.73 8.53 6.89 6.77 5.55 7.56 5.04 6.36 4.78

0.57 0.61 -0.44 1.17 0.95 1.71 -0.55 1.43 -0.92 0.66
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0% 20% 40% 60%

More time off 51.5%

47.5%

39.5%

23.9%

12.7%

12.0%

4.7%

A cut in billable hours

Flexible work 
schedule

I would not trade a  
portion of my  

compensation

Better health benefits

More time for 
career training and 

development

Other
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How important a role does or has a formal mentor played in your career?

Many lawyers say that formal mentors have 
been irrelevant to their careers (23.2%). 
But a larger proportion said mentors have 
played a significant role (26.8%), and 12.3% 
described their role as crucial. In fact, the 
percentage of attorneys who say that formal 
mentors have been significant or crucial to 
their careers has steadily increased over the 
last four years, from 26.7% in 2019 to 33.5% 
in 2021 to 39.1% in 2023.

0% 10% 20% 30% 40% 50%

Irrelevant

Slight

Neutral

Significant

Crucial 12.3%

26.8%

19.9%

17.8%

23.2%

How would you rate the level of formal (i.e., assigned by the firm) mentorship that you receive?

The largest group of respondents (27.9%) rated the 
level of formal mentorship they receive as weak. 
This figure is notably higher than the 19.4% who 
described it as weak in 2021. Less than 20% of 
respondents say it is strong or very strong.

0% 10% 20% 30% 40% 50%

Very Strong

Strong

Moderate

Neutral

Weak 27.9%

14.9%

22.5%

11.2%

7.3%

Nonexistent 16.3%

How would you rate the level of informal (i.e., personally developed) mentorship that you receive?

More than half of respondents (55.4%) 
reported that the level of informal 
mentorship they receive is strong. This figure 
is somewhat lower than the 2021 survey 
(61.5%), while the percentage of those who 
describe the level of mentorship as weak has 
grown from 7.8% to 14.5%.

0% 10% 20% 30% 40% 50%

Weak

Neutral

Strong

I do not have an 
informal mentor 7.3%

55.4%

22.8%

14.5%

60%



15

How important a role has an informal mentor played in your career?

This year’s results, like those of prior 
surveys, suggest that informal mentors 
continue to play a far more important 
role in lawyers’ careers than formal 
mentors. Two-thirds of respondents said 
that informal mentors have been either 
significant (29.1%) or crucial (37.8%).

0% 10% 20% 30% 40% 50%

Irrelevant

Slight

Neutral

Significant

Crucial 37.8%

29.1%

18.6%

7.6%

6.9%

0% 10% 20% 30% 40% 50%

Very Strong

Strong

Moderate

Neutral

Weak 8.7%

9.5%

23.3%

28.0%

27.3%

Nonexistent 3.3%
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Junior associate

13%

26%
20%

15%

7%

Senior associate

30%
25%

10% 11%

Mid-level associate

22%
26%

31%

7%
3%

12%

Very Strong Strong Moderate WeakNeutral Nonexistent

Very Strong Strong Moderate WeakNeutral Nonexistent

0%

10%

20%

30%

40%

Women

20%
27%

30%

7%
3%

Men

33%
29%

19%

6%
1%

12%

People of color

27%

18%
24%

16%

4%

11%

White

26%

31%

24%

8%

1%

10%13%
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0% 10% 20% 30% 40% 50%

$1-999

$1,000-4,999

$5,000-9,999

$10,000-19,999

$20,000+ 5.6%

6.5%

19.4%

43.5%

25.0%

40.3%

30.6%

21.6%

5.2%

2.3%

<5%

5-10%

11-25%

26-50%

>50% 
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0% 25% 50% 75% 100%

Networking events

Content creation  
(e.g., writing articles)

Client pitches

Civic/community involvement

Speaking or presenting 
at conferences 45.2%

46.9%

48.7%

55.3%

81.1%

Other 5.3%

22.6%

43.3%

23.4%

4.6% 6.1%

Satisfied

Neutral

Dissatisfied

Very 
dissatisfied

Very satisfied
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This year, we asked respondents for details about 
remote work options, including how many weekdays 
they are permitted to work from home and how many 
days they would prefer to work from home. The largest 
set of respondents (43.2%) reported that they are 
allowed to work remotely two days a week. Almost 
one-fourth (24.3%) said they can work from home all 
week. Only a minority of respondents (13.5%) said they 
cannot work from home at all. And even fewer (2.3%) 
said that their firm permitted them to work just one day 
from home.

0% 10% 20% 30% 40% 50%

0

1

2

3

4 3.1%

13.5%

43.2%

2.3%

13.5%

5 24.3%

The vast majority of respondents indicated that they 
would like to work from home at least some of 
the time—with results fairly evenly split for two days 
(24.6%), three days (22.3%), or all five days (22.7%). 
Among those who said they would prefer to work in 
the office full-time, the majority (75.8%) are currently 
allowed to work at least two days a week from home. 
They include associates (58.8%), partners (29.4%), and 
of counsel or senior counsel (11.8%).

0% 10% 20% 30% 40% 50%

0

1

2

3

4 9.2%

22.3%

24.6%

8.1%

13.1%

5 22.7%
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Associates Partners Women Men

Associates Partners Women Men

0%

10%

20%

30%

50%

40%

60%

0

15%
10% 10% 12%

1

2% 2% 1%

2

47%

35%
40%

51%

3

13%
18%

10%
14%

4

3%
0%

6%
1%

5

20%

35% 32%

22%

Associates are a little less likely than partners to be permitted to work from home (15.0% of associates said they cannot work from home at 
all, compared to 9.7% of partners). Female respondents (32.4%) and partners (35.5%) most often reported being able to work from home 
all five days.

2%

0%

10%

20%

30%

50%

40%

60%

0

11%
16%

6%

20%

1

6%

15%
10%

2

25%

18%
21%

28%

3

23% 24% 26%

19%

4

9% 10% 10%
5%

5

26%

18%

30%

19%

While the majority of respondents across levels and genders said they would prefer to work from home at least one day a week, the 
numbers are highest among women. Just 5.7% of female respondents said they would prefer not to work from home at all, compared to 
19.6% of male respondents. Almost 30% (29.5%) of women said they would like to work entirely from home. Among men, the most 
common preference was two remote days per week (28.4%). Associates also expressed more desire to work remotely full-time (25.9%) 
than partners did (17.7%). Among partners, three days a week was the most common preference (24.2%).

9%
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0% 10% 20% 30% 40% 50%

Absolutely disagree

Somewhat disagree

Neither agree nor disagree

Somewhat agree

Strongly agree 61.4%

23.9%

5.0%

5.0%

4.6%

60% 70%

0% 10% 20% 30% 40% 50%

Absolutely disagree

Somewhat disagree

Neither agree nor disagree

Somewhat agree

Strongly agree 34.6%

25.7%

10.1%

17.1%

12.5%

60% 70%

0% 10% 20% 30% 40% 50%

Absolutely disagree

Somewhat disagree

Neither agree nor disagree

Somewhat agree

Strongly agree 17.1%

24.0%

10.1%

31.0%

17.8%

60% 70%



22

Women Men

Junior associate

16%

23%

11%

27%
23%

Mid-level associate

17%

25%

7%

30%

20%

Senior associate

7%

24%
20%

32%

17%

Partner

29%

47%

3%

13%

8%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree
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0% 10% 20% 30% 40% 50%

Absolutely disagree

Somewhat disagree

Neither agree nor 
disagree

Somewhat agree

Strongly agree 21.4%

32.3%

28.4%

11.7%

6.2%

0% 10% 20% 30% 40% 50%

Absolutely disagree

Somewhat disagree

Neither agree nor 
disagree

Somewhat agree

Strongly agree 30.2%

40.8%

13.7%

10.6%

4.7%

0% 10% 20% 30% 40% 50%

Absolutely disagree

Somewhat disagree

Neither agree nor 
disagree

Somewhat agree

Strongly agree 35.7%

40.3%

12.8%

8.5%

2.7%
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0% 10% 20% 30% 40% 50%

Absolutely disagree

Somewhat disagree

Neither agree nor 
disagree

Somewhat agree

Strongly agree 24.7%

44.7%

15.7%

11.0%

3.9%

0% 10% 20% 30% 40% 50%

Absolutely disagree

Somewhat disagree

Neither agree nor 
disagree

Somewhat agree

Strongly agree 32.2%

34.9%

11.2%

14.3%

7.4%

0% 10% 20% 30% 40% 50%

Absolutely disagree

Somewhat disagree

Neither agree nor 
disagree

Somewhat agree

Strongly agree 20.9%

29.8%

26.7%

12.8%

9.7%



25

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Strongly 
agree

Somewhat 
agree 

0%

10%

20%

30%

40%

Women

10%
14%

25%
30%

Men

7%
12%

29%

22%

30%

People of color

11% 11%

32%

16%

30%

White

7%

14%

27%
22%

30%

22%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

My firm has an authentic commitment to racial diversity in hiring. 7.7% 15.5% 23.2% 31.9% 21.7%

My firm treats attorneys of color and non-minority attorneys equally  
when it comes to staffing matters. 5.8% 7.8% 29.1% 19.9% 37.4%

My firm is dedicated to the training and development of minority attorneys. 9.8% 9.3% 33.8% 23.0% 24.0%

Attorneys of color have equal access to quality matters through our  
assignment system. 5.0% 6.5% 30.4% 22.9% 35.3%

My firm has an authentic commitment to gender diversity in hiring. 7.5% 8.0% 24.5% 30.5% 29.5%

My firm treats female and male attorneys equally when it comes to  
staffing matters. 7.5% 9.6% 20.1% 23.1% 39.7%

My firm is dedicated to the training and development of female attorneys. 8.5% 6.5% 23.6% 25.6% 35.7%

Female attorneys have equal access to quality matters through our  
assignment system. 6.5% 5.5% 24.6% 21.1% 42.2%

My firm has an authentic commitment to LGBTQIA+ diversity in hiring. 8.5% 10.1% 32.7% 26.1% 22.6%

My firm treats LGBTQIA+ and non-LGBTQIA+ attorneys equally when 
it comes to staffing matters. 4.0% 4.0% 38.2% 18.1% 35.7%

My firm is dedicated to the training and development of LGBTQIA+ attorneys. 6.5% 4.0% 41.2% 21.1% 27.1%

LGBTQIA+ attorneys have equal access to quality matters through our  
assignment system. 5.6% 3.1% 38.6% 16.8% 36.0%

My firm has an authentic commitment to disability diversity in hiring. 9.1% 12.1% 50.0% 16.7% 12.1%

My firm treats attorneys with and without disabilities equally when it comes to 
staffing matters. 6.6% 5.6% 53.8% 11.7% 22.3%

My firm is dedicated to the training and development of attorneys with disabilities. 8.6% 4.6% 54.0% 16.2% 16.7%

Attorneys with disabilities have equal access to quality matters through our 
assignment system. 7.1% 4.6% 52.5% 12.6% 23.2%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 8.6% 18.0% 25.9% 30.9% 16.6%

PARTNERS 4.3% 12.8% 17.0% 36.2% 29.8%

WOMEN 8.8% 18.6% 19.6% 30.4% 22.6%

MEN 6.3% 13.7% 27.4% 30.5% 22.1%

PEOPLE OF COLOR 16.3% 9.3% 30.2% 37.2% 7.0%

WHITE 5.4% 17.5% 20.1% 30.9% 26.2%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 6.5% 8.7% 34.1% 21.7% 29.0%

PARTNERS 4.3% 6.4% 14.9% 14.9% 59.6%

WOMEN 5.0% 12.9% 30.7% 15.8% 35.6%

MEN 6.3% 3.2% 25.3% 22.1% 43.2%

PEOPLE OF COLOR 11.6% 9.3% 30.2% 20.9% 27.9%

WHITE 4.1% 7.4% 27.7% 18.9% 41.9%



27

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 11.0% 11.0% 38.2% 19.1% 20.6%

PARTNERS 6.4% 8.5% 19.2% 34.0% 31.9%

WOMEN 10.9% 12.9% 28.7% 22.8% 24.8%

MEN 8.6% 5.4% 38.7% 22.6% 24.7%

PEOPLE OF COLOR 20.9% 14.0% 30.2% 23.3% 11.6%

WHITE 6.9% 8.2% 33.6% 22.6% 28.8%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 5.3% 7.5% 36.8% 21.8% 28.6%

PARTNERS 4.3% 4.3% 17.0% 21.3% 53.2%

WOMEN 5.0% 8.9% 34.7% 20.8% 30.7%

MEN 4.4% 3.3% 26.4% 23.1% 42.9%

PEOPLE OF COLOR 11.6% 11.6% 23.3% 27.9% 25.6%

WHITE 2.8% 4.9% 31.9% 21.5% 38.9%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 9.1% 8.3% 26.5% 31.8% 24.2%

PARTNERS 4.3% 6.4% 17.0% 29.8% 42.6%

WOMEN 8.8% 11.8% 18.6% 35.3% 25.5%

MEN 6.7% 4.4% 30.0% 23.3% 35.6%

PEOPLE OF COLOR 11.9% 9.5% 31.0% 26.2% 21.4%

WHITE 6.2% 8.3% 22.1% 31.0% 32.4%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 8.3% 12.1% 21.2% 23.5% 34.9%

PARTNERS 4.3% 4.3% 14.9% 23.4% 53.2%

WOMEN 10.0% 15.0% 20.0% 24.0% 31.0%

MEN 5.5% 4.4% 17.6% 20.9% 51.7%

PEOPLE OF COLOR 11.9% 4.8% 33.3% 19.1% 31.0%

WHITE 6.9% 11.1% 15.3% 23.6% 43.1%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 9.9% 7.6% 22.7% 25.8% 34.1%

PARTNERS 4.4% 4.4% 21.7% 26.1% 43.5%

WOMEN 13.9% 9.9% 18.8% 23.8% 33.7%

MEN 3.3% 2.2% 27.8% 26.7% 40.0%

PEOPLE OF COLOR 14.0% 7.0% 30.2% 27.9% 20.9%

WHITE 7.7% 7.0% 20.3% 24.5% 40.6%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 8.3% 4.6% 26.5% 24.2% 36.4%

PARTNERS 4.4% 6.5% 17.4% 8.7% 63.0%

WOMEN 9.9% 8.9% 24.8% 19.8% 36.6%

MEN 3.3% 2.2% 22.2% 21.1% 51.1%

PEOPLE OF COLOR 7.0% 4.7% 37.2% 23.3% 27.9%

WHITE 7.0% 6.3% 19.6% 20.3% 46.9%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 11.4% 9.9% 31.8% 26.5% 20.5%

PARTNERS 2.2% 13.0% 30.4% 23.9% 30.4%

WOMEN 8.9% 10.9% 31.7% 25.7% 22.8%

MEN 8.9% 10.0% 33.3% 23.3% 24.4%

PEOPLE OF COLOR 16.3% 2.3% 44.2% 25.6% 11.6%

WHITE 7.0% 12.6% 28.7% 25.9% 25.9%

LGBTQIA+ 19.1% 0.0% 28.6% 42.9% 9.5%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 4.6% 3.8% 43.2% 18.9% 29.6%

PARTNERS 2.2% 6.5% 21.7% 10.9% 58.7%

WOMEN 3.0% 5.0% 44.6% 16.8% 30.7%

MEN 5.6% 3.3% 31.1% 15.6% 44.4%

PEOPLE OF COLOR 9.3% 0.0% 46.5% 16.3% 27.9%

WHITE 2.8% 5.6% 35.7% 17.5% 38.5%

LGBTQIA+ 4.8% 0.0% 28.6% 33.3% 33.3%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 8.3% 3.0% 43.9% 19.7% 25.0%

PARTNERS 2.2% 8.7% 28.3% 21.7% 39.1%

WOMEN 6.9% 4.0% 43.6% 22.8% 22.8%

MEN 6.7% 3.3% 38.9% 16.7% 34.4%

PEOPLE OF COLOR 14.0% 0.0% 44.2% 23.3% 18.6%

WHITE 4.9% 5.6% 40.6% 18.9% 30.1%

LGBTQIA+ 14.3% 9.5% 19.1% 28.6% 28.6%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 6.8% 1.5% 43.9% 18.2% 29.6%

PARTNERS 2.3% 9.1% 20.5% 6.8% 61.4%

WOMEN 5.9% 3.0% 44.6% 17.8% 28.7%

MEN 5.7% 3.4% 30.7% 12.5% 47.7%

PEOPLE OF COLOR 9.3% 0.0% 48.8% 14.0% 27.9%

WHITE 5.0% 4.3% 35.5% 16.3% 39.0%

LGBTQIA+ 4.8% 0.0% 38.1% 28.6% 28.6%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 11.4% 10.6% 50.0% 17.4% 10.6%

PARTNERS 4.4% 15.6% 48.9% 15.6% 15.6%

WOMEN 11.9% 12.9% 48.5% 14.9% 11.9%

MEN 6.7% 11.2% 51.7% 16.9% 13.5%

PEOPLE OF COLOR 18.2% 0.0% 59.1% 18.2% 4.6%

WHITE 7.0% 16.2% 47.2% 15.5% 14.1%

INDIVIDUALS WITH 
DISABILITIES 28.0% 12.0% 44.0% 8.0% 8.0%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 7.6% 6.1% 56.5% 13.0% 16.8%

PARTNERS 4.4% 4.4% 42.2% 8.9% 40.0%

WOMEN 7.9% 6.9% 56.4% 12.9% 15.8%

MEN 5.6% 4.5% 50.6% 7.9% 31.5%

PEOPLE OF COLOR 16.3% 0.0% 53.5% 9.3% 20.9%

WHITE 4.2% 7.8% 54.2% 11.3% 22.5%

INDIVIDUALS WITH 
DISABILITIES 28.0% 4.0% 40.0% 4.0% 24.0%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 8.3% 3.8% 56.8% 13.6% 17.4%

PARTNERS 4.4% 6.7% 37.8% 8.9% 42.2%

WOMEN 8.9% 5.0% 57.4% 11.9% 16.8%

MEN 4.5% 4.5% 47.2% 11.2% 32.6%

PEOPLE OF COLOR 14.0% 0.0% 55.8% 9.3% 20.9%

WHITE 4.9% 6.3% 52.1% 12.0% 24.7%

INDIVIDUALS WITH 
DISABILITIES 24.0% 4.0% 44.0% 12.0% 16.0%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ASSOCIATES 10.6% 5.3% 54.6% 16.7% 12.9%

PARTNERS 4.4% 2.2% 46.7% 17.8% 28.9%

WOMEN 9.9% 5.0% 59.4% 13.9% 11.9%

MEN 6.7% 4.5% 48.3% 16.9% 23.6%

PEOPLE OF COLOR 20.9% 0.0% 48.8% 14.0% 16.3%

WHITE 4.9% 6.3% 56.3% 15.5% 16.9%

INDIVIDUALS WITH 
DISABILITIES 24.0% 12.0% 32.0% 20.0% 12.0%
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0% 10% 20% 30% 40% 50%

Currently seeking

Open to new opportunities

Not interested 37.1%

49.1%

13.9%

0% 10% 20% 30% 40% 50%

Work/life balance

Compensation

Continuing along the law firm career path 
(e.g., a desire to join in-house counsel) 

Path to partnership 12.4%

14.0%

19.7%

28.7%

Management/leadership

Firm culture

Training

Diversity

Level of responsibility

11.2%

7.3%

3.4%

2.3%

1.1%
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Junior associate

17%

46%

26%

11%

Senior associate

11%
15%

61%

Mid-level associate

25% 26%

13%

36%

1-2 years 3-5 years 5-7 years I want to make partner

1-2 years 3-5 years 5-7 years I want to make partner

Men

19%
15% 16%

50%

Women

14%

27%

18%

41%
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Respondents who 
want to make partner

All respondents

0% 10% 20% 30% 40% 50%

Yes

No, unless I had  
no other options

Under no circumstances 18.8%

62.5%

18.8%

60% 70%

0% 10% 20% 30% 40% 50%

Partner at my current firm

Partner at another firm

At a boutique or small firm

In-house counsel

Government or non-profit

Legal operations

NOT practicing law

Running my own firm/practice

Legal academia

Alternative legal  
service provider

13.0%

6.3%

0.7%

0.4%

23.9%

7.4%

2.1%

35.8%

8.1%

2.5%

What do you see yourself doing in 10 years?

More than one-third of respondents (35.8%) said 
that in 10 years they see themselves as partners 
at their current firm. This figure is notably higher 
than our previous survey; in 2021, just 21.1% of 
respondents said they expect to be partners at their 
current firm. Another 24% (23.9%) expect to be in-
house counsel—a somewhat lower percentage than 
two years ago (28.9%). And 13% expect to have left 
the practice of law entirely.

Among both men and women, partnership at 
their current firm was the most common response 
(38.2% of men and 31.9% of women), but women 
were almost as likely to see themselves as in-house 
counsel (30.2%, compared to 17.7% of men). A 
larger proportion of male respondents than female 
respondents said they could see themselves as 
partners at another firm (11.8% of men vs 5.2% of 
women) or running their own practice (8.1% of men 
vs 5.2% of women). 
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0% 20% 40% 60% 80% 100%

Better work/life balance

More financial opportunity

As an alterative to  
law firm practice

Its the only viable  
alternative career path

Opportunity to become a 
business decision maker

Other

38.7%

6.5%

51.6%

12.9%

79.0%

17.7%

Why are you interested in going in-house? (Multiple selections allowed)

Among attorneys who said they hope to go in-
house, by far the most common reason is better 
work/life balance, cited by almost 80% (79%) 
of respondents. This figure is slightly lower than 
our previous survey (84.3%). The percentage 
of respondents who said it is an opportunity to 
become a business decision maker has steadily been 
dropping over the last several years, from 57.1% in 
2017 to 53.2% in 2019 to 49.9% in 2021 and, this 
year, down to 38.7%. 
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0% 10% 20% 30% 40% 50%

Very confident

Doubtful

Confident

Very doubtful

Unsure 30.9%

35.1%

0.8%

30.9%

2.3%

How confident are you that you will achieve your goal in 10 years?

Almost two-thirds of respondents (66%) said that they 
were either confident or very confident that they 
would reach their goal in 10 years. This represents 
an uptick from the 2021 survey, when 59.9% of 
respondents expressed the same confidence.

0% 10% 20% 30% 40% 50%

Very transparent

A little transparent

Not at all transparent 30.3%

43.5%

26.2%

How would you describe your firm’s level of transparency regarding associate career paths (including 
feedback on whether an associate is on track for partnership)?

The majority of respondents say that their firm offers 
at least some transparency regarding associate 
career paths, with the largest group of respondents 
(43.5%) saying their firm is a little transparent. 
These results are in line with previous surveys.

Women Men



39

0% 10% 20% 30% 40% 50%

Unimportant

Very important

Somewhat important

Crutial

Important 21.6%

10.6%

24.2%

5.3%

38.3%

How important to you is your firm’s transparency regarding associate career paths?

Approximately 95% of respondents believe that firm 
transparency regarding associate career paths matters 
to some extent. This figure is virtually the same as that 
reported in 2021. Where the results differ is in the level 
of importance placed on such transparency. While the 
same proportion of respondents in both 2023 and 
2021 described it as crucial (24%), more attorneys this 
year described firm transparency as very important 
rather than important or somewhat important (38.3% 
in 2023 vs 26.2% in 2021). 

0% 10% 20% 30% 40% 50%

Business development

Pro bono

Mentorship

Work outside your  
practice group

Training

Firm social events

14.2%

5.8%

24.5%

10.0%

35.3%

10.3%

What would you like to spend more time doing?

When asked what they would like to spend more 
time doing, respondents most frequently said 
business development (35.3%). This figure is 
somewhat higher than our 2021 survey (31.1%). 
Another common response (cited by 24.5% of 
attorneys) was mentorship. Attending firm social 
events received the fewest responses (5.8%).

0% 10% 20% 30% 40% 50%

2020

2021

2022 38.6%

54.3%

7.1%
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0% 10% 20% 30% 40% 50%

More money

Better work/life balance

Move to a more  
prestigious platform

To change geography

To change practice area

Other

16.9%

22.5%

16.9%

9.9%

19.7%

14.1%

What was the primary reason for your move?

Respondents changed firms for a variety of reasons, 
including more money (19.7%), to change practice 
areas (16.9%), move to a more prestigious platform 
(16.9%), for better work/life balance (14.1%), or to 
change location (9.9%). 

Integration

8%
11%

18%

42%

21%

Training

10%

17%

24%

33%

17%

Opportunity for 
advancement

7%

14%
19%

39%

21%

Hours

14%
17%

24%
29%

17%

Very  
dissatisfied

Dissatisfied Neither 
satisfied nor 
dissatisfied

Satisfied Very 
satisfied
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 11.7% 15.9% 18.9% 32.6% 20.9%

ASSOCIATES 8.7% 15.4% 20.3% 33.2% 22.4%

PARTNERS 14.5% 20.2% 16.9% 32.3% 16.1%

WOMEN 7.8% 13.4% 15.6% 40.2% 22.9%

MEN 14.4% 18.6% 23.2% 25.3% 18.6%

MILLENNIAL PARTNERS 8.5% 25.4% 12.7% 35.2% 18.3%

SENIOR PARTNERS 21.6% 13.7% 21.6% 29.4% 13.7%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 5.5% 17.3% 24.5% 36.5% 16.3%

ASSOCIATES 3.3% 15.4% 21.7% 40.8% 18.8%

PARTNERS 8.1% 21.1% 28.5% 29.3% 13.0%

WOMEN 3.9% 11.8% 20.8% 43.3% 20.2%

MEN 5.7% 21.7% 28.4% 32.0% 12.4%

MILLENNIAL PARTNERS 4.3% 20.0% 25.7% 32.9% 17.1%

SENIOR PARTNERS 13.7% 23.5% 29.4% 25.5% 7.8%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 8.8% 26.8% 17.8% 30.3% 16.5%

ASSOCIATES 7.9% 21.2% 16.2% 32.8% 22.0%

PARTNERS 11.4% 37.4% 17.1% 26.0% 8.1%

WOMEN 11.7% 24.0% 15.6% 30.7% 17.9%

MEN 5.7% 29.5% 19.2% 31.1% 14.5%

MILLENNIAL PARTNERS 10.0% 37.1% 20.0% 22.9% 10.0%

SENIOR PARTNERS 13.7% 37.3% 13.7% 29.4% 5.9%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 8.0% 19.5% 26.0% 29.5% 17.0%

ASSOCIATES 3.8% 12.5% 26.7% 33.8% 23.3%

PARTNERS 17.9% 34.2% 23.6% 18.7% 5.7%

WOMEN 6.7% 16.8% 26.8% 31.8% 17.9%

MEN 6.2% 23.2% 27.3% 27.3% 16.0%

MILLENNIAL PARTNERS 18.6% 40.0% 21.4% 15.7% 4.3%

SENIOR PARTNERS 17.7% 27.5% 25.5% 21.6% 7.8%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 15.3% 27.8% 26.5% 20.5% 10.0%

ASSOCIATES 22.5% 33.3% 24.2% 15.0% 5.0%

PARTNERS 4.1% 18.7% 28.5% 29.3% 19.5%

WOMEN 18.4% 28.5% 24.6% 20.7% 7.8%

MEN 11.9% 28.4% 26.8% 21.1% 11.9%

MILLENNIAL PARTNERS 5.7% 20.0% 25.7% 31.4% 17.1%

SENIOR PARTNERS 2.0% 17.7% 29.4% 27.5% 23.5%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 3.5% 5.8% 5.3% 25.3% 60.2%

ASSOCIATES 2.1% 3.3% 2.9% 21.3% 70.4%

PARTNERS 4.9% 10.7% 9.0% 33.6% 41.8%

WOMEN 2.2% 3.4% 3.4% 22.4% 68.7%

MEN 3.1% 8.3% 6.7% 26.9% 54.9%

MILLENNIAL PARTNERS 5.7% 8.6% 5.7% 34.3% 45.7%

SENIOR PARTNERS 4.0% 14.0% 14.0% 32.0% 36.0%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 4.3% 12.6% 12.8% 32.7% 37.7%

ASSOCIATES 3.7% 10.4% 14.9% 30.7% 40.3%

PARTNERS 5.7% 17.2% 10.7% 34.4% 32.0%

WOMEN 3.4% 12.4% 11.2% 32.6% 40.5%

MEN 4.1% 12.4% 15.5% 34.5% 33.5%

MILLENNIAL PARTNERS 4.3% 14.3% 11.4% 37.1% 32.9%

SENIOR PARTNERS 8.0% 20.0% 10.0% 30.0% 32.0%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 13.8% 19.8% 13.0% 31.8% 21.8%

ASSOCIATES 14.5% 20.8% 12.0% 32.8% 19.9%

PARTNERS 11.4% 17.9% 13.0% 29.3% 28.5%

WOMEN 16.9% 20.2% 14.6% 28.7% 19.7%

MEN 10.8% 21.7% 10.8% 35.1% 21.7%

MILLENNIAL PARTNERS 10.0% 12.9% 11.4% 31.4% 34.3%

SENIOR PARTNERS 13.7% 25.5% 13.7% 25.5% 21.6%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 3.8% 6.3% 15.0% 30.1% 44.9%

ASSOCIATES 2.9% 5.0% 14.5% 27.4% 50.2%

PARTNERS 4.9% 9.8% 15.6% 34.4% 35.3%

WOMEN 1.1% 4.5% 11.2% 25.8% 57.3%

MEN 5.7% 8.3% 16.5% 36.1% 33.5%

MILLENNIAL PARTNERS 4.3% 10.0% 15.7% 28.6% 41.4%

SENIOR PARTNERS 6.0% 10.0% 16.0% 42.0% 26.0%

PEOPLE OF COLOR 3.4% 10.1% 7.9% 27.0% 51.7%

WHITE 2.6% 5.2% 15.4% 32.4% 44.5%

LGTBQIA+ 4.3% 6.4% 2.1% 19.2% 68.1%

INDIVIDUALS WITH DISABILITIES 7.3% 4.9% 14.6% 26.8% 46.3%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 10.8% 16.3% 15.6% 30.2% 27.1%

ASSOCIATES 8.8% 13.3% 13.3% 30.4% 34.2%

PARTNERS 14.1% 22.3% 19.0% 28.1% 16.5%

WOMEN 2.8% 10.1% 14.0% 31.8% 41.3%

MEN 14.4% 23.7% 17.0% 29.4% 15.5%

MILLENNIAL PARTNERS 12.9% 22.9% 15.7% 24.3% 24.3%

SENIOR PARTNERS 16.3% 20.4% 24.5% 32.7% 6.1%

PEOPLE OF COLOR 7.8% 11.1% 10.0% 33.3% 37.8%

WHITE 8.5% 18.4% 18.0% 29.8% 25.4%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 9.3% 13.0% 15.0% 33.1% 29.6%

ASSOCIATES 7.1% 11.6% 11.2% 36.1% 34.0%

PARTNERS 12.3% 16.4% 21.3% 29.5% 20.5%

WOMEN 2.3% 4.5% 9.6% 34.8% 48.9%

MEN 13.4% 21.1% 19.1% 33.0% 13.4%

MILLENNIAL PARTNERS 10.0% 15.7% 17.1% 30.0% 27.1%

SENIOR PARTNERS 16.0% 16.0% 28.0% 28.0% 12.0%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 30.6% 24.8% 22.6% 12.3% 9.8%

ASSOCIATES 24.6% 26.3% 27.5% 12.1% 9.6%

PARTNERS 43.4% 26.2% 9.8% 11.5% 9.0%

WOMEN 25.1% 25.1% 30.7% 12.9% 6.2%

MEN 34.0% 25.3% 16.5% 12.4% 11.9%

MILLENNIAL PARTNERS 47.1% 25.7% 10.0% 8.6% 8.6%

SENIOR PARTNERS 38.0% 26.0% 10.0% 16.0% 10.0%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 3.8% 8.8% 17.1% 37.2% 33.2%

ASSOCIATES 2.5% 6.3% 19.7% 34.7% 36.8%

PARTNERS 5.7% 12.3% 13.9% 39.3% 28.7%

WOMEN 3.4% 10.6% 17.9% 31.8% 36.3%

MEN 1.6% 6.2% 16.1% 43.0% 33.2%

MILLENNIAL PARTNERS 4.3% 12.9% 11.4% 44.3% 27.1%

SENIOR PARTNERS 8.0% 12.0% 16.0% 32.0% 32.0%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 12.1% 15.6% 35.2% 30.4% 6.8%

ASSOCIATES 14.6% 15.5% 38.1% 27.2% 4.6%

PARTNERS 6.6% 13.9% 29.5% 39.3% 10.7%

WOMEN 19.6% 22.4% 30.7% 22.4% 5.0%

MEN 6.2% 10.4% 37.3% 37.8% 8.3%

MILLENNIAL PARTNERS 7.1% 12.9% 25.7% 45.7% 8.6%

SENIOR PARTNERS 6.0% 16.0% 36.0% 28.0% 14.0%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 11.3% 16.9% 25.2% 23.4% 23.2%

ASSOCIATES 7.9% 16.7% 29.2% 22.9% 23.3%

PARTNERS 15.7% 19.8% 20.7% 22.3% 21.5%

WOMEN 3.4% 8.9% 19.6% 26.8% 41.3%

MEN 15.5% 24.7% 30.9% 20.6% 8.3%

MILLENNIAL PARTNERS 12.9% 21.4% 20.0% 25.7% 20.0%

SENIOR PARTNERS 20.4% 18.4% 22.5% 16.3% 22.5%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 7.3% 13.0% 22.3% 27.6% 29.8%

ASSOCIATES 2.9% 3.3% 22.1% 32.1% 39.6%

PARTNERS 14.8% 29.5% 22.1% 22.1% 11.5%

WOMEN 5.0% 11.2% 17.9% 29.1% 36.9%

MEN 6.7% 16.0% 25.8% 27.3% 24.2%

MILLENNIAL PARTNERS 15.7% 30.0% 20.0% 22.9% 11.4%

SENIOR PARTNERS 14.0% 30.0% 22.0% 22.0% 12.0%

Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 11.3% 17.3% 25.1% 32.9% 13.3%

ASSOCIATES 11.7% 18.8% 26.4% 32.6% 10.5%

PARTNERS 9.0% 13.1% 24.6% 36.1% 17.2%

WOMEN 16.8% 24.0% 17.3% 30.2% 11.7%

MEN 7.3% 11.9% 31.6% 33.7% 15.5%

MILLENNIAL PARTNERS 10.0% 12.9% 22.9% 38.6% 15.7%

SENIOR PARTNERS 8.0% 14.0% 26.0% 32.0% 20.0%

PEOPLE OF COLOR 12.2% 20.0% 21.1% 34.4% 12.2%

WHITE 11.4% 16.6% 25.5% 32.5% 14.0%
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Absolutely 
disagree

Somewhat 
disagree

Neither 
agree nor 
disagree

Somewhat 
agree

Strongly 
agree

ALL RESPONDENTS 22.6% 31.4% 16.8% 20.1% 9.1%

ASSOCIATES 21.8% 30.1% 20.9% 17.6% 9.6%

PARTNERS 18.9% 33.6% 11.5% 27.9% 8.2%

WOMEN 23.5% 30.7% 20.1% 16.8% 8.9%

MEN 19.6% 34.5% 13.4% 23.7% 8.8%

MILLENNIAL PARTNERS 20.0% 31.4% 11.4% 30.0% 7.1%

SENIOR PARTNERS 18.0% 38.0% 10.0% 24.0% 10.0%
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ABOUT MAJOR, LINDSEY & AFRICA

Major, Lindsey & Africa is the world’s largest legal search firm with 25 offices globally. It has 
earned recognition for its track record of successful general counsel, corporate counsel, 
partner, associate and law firm management placements. The firm also provides law 
firms and companies with highly specialized legal professionals on project, interim and 
temporary-to-permanent hire basis. The firm considers every search a diversity search and 
has been committed to diversity in the law since its inception. Major, Lindsey & Africa is an 
Allegis Group company, the global leader in talent solutions.  
 
To learn more visit www.mlaglobal.com.

This survey is the brainchild of Ru Bhatt of Major, Lindsey & Africa.

RU BHATT  is a Partner at Major, Lindsey & Africa in New York. He specializes in placing 
attorneys of all levels in top-tier national, international, regional and boutique law firms. He has 
also placed attorneys in prominent in-house positions at companies and financial institutions. 
Ru distinguishes himself by taking pride in acting as an advisor and strong advocate for his 
candidates by helping them identify opportunities that are consistent with their diverse career 
goals. Ru can be reached at rbhatt@mlaglobal.com.
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