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Methodology Matters

The Dihedral Group, LLC (TDG) was selected to conduct this 
community research for the New Hampshire Bar Association.  This 
research  is designed to better understand and personalize the current 
landscape of gender-related issues in the New Hampshire legal 
profession.  

The research focuses on a range of dimensions covering:  educational 
backgrounds, work history,  workplace responsiveness to gender 
differences, attorney’s balance of family responsibilities, work-related 
responsibilities, job-related satisfaction, workplace attitudes and 
observations specific to gender matters, gender issues in the courts 
and judiciary, the impact of gender on working relationships and an 
overall comparative assessment of gender equality issues found in the 
NH legal profession today. 

Insights were gained through quantitative statistical analysis, gathered 
from responses to an online survey instrument fielded in Q2 of 2009.  

This study is intended to help the NHBA Gender Equality Committee 
develop meaningful metrics to measure progress as well as insights to 
support their work and goals going forward.  re
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instrument design

The survey instrument is based on a 
historical instrument originally designed by 
the NHBA which has been implemented 
periodically every 10 years.  

Using feedback gained from initial 
consultation and accommodating for 
modern online capabilities, TDG helped 
revise the design of the instrument.  That 
said, the survey was long on questions to 
preserve the trending data.  Nearly 300 
variables long, the instrument took an 
average of 25 minutes to complete but did 
not bias in any particular direction as a 
result.  Participation levels were healthy 
despite the length.     

sample, modes & reach

Given that NHBA is a unified bar and a 
complete list of attorneys practicing in the 
state is know, the survey represents a truly 
random sample of the population.  

All attorneys were invited to participate 
using a unique URL with an embedded key 
that maintained single-person 
participation.  Once completed TDG’s 
system would prevent follow-up reminder 
emails from being sent to these individuals.  

For those that did not complete the survey, 
three successive reminder emails were 
mailed to them with their participation link.

This project represents at the 95% 
confidence level an accurate perspective 
within a margin of error +/- 2.4%

  

confidentiality

Identity-related information was 
systematically severed from the 
respondents’ participation records.  
All research was conducted in strict 
accordance with the ICC/ESOMAR 
guidelines for ethical research.  

data validation

Upon close of the survey, TDG ensured the 
integrity of the data using a series of 
proprietary tests designed for these types of 
projects.  These tests range from simple 
automated rules that flag inconsistent 
responses for further analysis (e.g. 
professional experience > age less 18) to 
more complex response-bias issues (e.g. 
speed of completion < 2 std. deviations from 
central tendency AND 75% or more of 
question matrix responses = same value).  

Compensation-validation measures 
included  cross-referencing bill rates to salary 
levels and hours worked per week.  Less than 
10 cases were removed from the analysis 
due to participation fraud.     

statistical analysis 

Upon completion of the data-validation 
phase, statistical models were built, 
clustering algorithms (k-means) employed , 
multivariate regressions run, and profiling 
conducted.  The following pages further 
highlight some of these models for 
additional consideration when consuming 
the findings.    
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qualitative response coding

Many “other” responses were provided to 
the survey question sets.  The scope of this 
project did not include coding these 
responses in the aggregated statistical 
analysis, however have all been included 
for additional insight qualification and 
follow-up analysis.   

delivery bias correction

Participants were invited to participate 
online via email.  Upon the initial email 
invitation, 227 bounce-back mailings 
occurred.  These undeliverable messages 
were examined for potential issues that 
might contribute to response bias.  

It was determined based on domain and 
IP records that approximately 72 of these 
were a result of a block through the NH 
Judiciary (courts.state.nh.us) domain.  The 
importance of this segment is derived from 
the need to gather insights specifically 
from NH judges that use this domain for 
their correspondence with the bar (and 
may not have received notification via a 
personal address registered with the bar).  

As a result, TDG worked with the courts 
Web administrator to whitelist the mailing 
address, and once tests determined this 
gateway was open, two additional 
mailings were distributed to this sub-
population.  

Response rates for these supplemental 
mailings were proportionally higher than 
the overall response/completion rates 
providing evidence to rule out the delivery 
bias from the findings.

data removal

Automatic branching technology 
filtered out retired, semi-retired 
and non-relevant participants.  
Out-of-state and inactive participants that 
had thoughts and experiences within the NH 
legal scene were included in the sample 
intentionally. 

Other cases were removed due to 
insufficient data (incomplete participation- 
less than 60%) or where questionable or 
incongruent responses were provided.

definitions

Throughout the analysis, particular terms are 
used pertaining to reading the data, 
understanding accuracy, and interpreting 
the findings.  The following key definitions are 
provided for those unfamiliar with the terms.  

Quartiles (25th percentile, median, 75th 
percentile) refer to the cut-points whereby 
the data is divided into four groups.  This 
technique is used for banding numeric scale 
variables, which is particularly useful for 
understanding the distribution of responses 
beyond just the central tendency framing 
the findings into “low”, “mid” and “high” 
perspectives.  

The median (unlike the mean) represents the 
“person-in-the-middle” where half of the 
other participants are above this thresh hold 
and half are below it.  

The mean on the other hand represents the 
statistical middle of the data responses and 
unlike the median skews to the actual 
responses themselves.  Excessively high or 
low responses tend to shift these tendencies 
accordingly.   
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banding (page 1 of 2)

Scale/interval variables were cleaned using the automated outlier removal 
process.  These numeric variables were then banded/binned together using 
either of the following two approaches.  

1.  Equal distribution using two, three, or four cut-points creating fairly even segments of 
33%, 25%, or 20% respectively.  

2. Developing the central tendency and banding based on one or two standard 
deviations away from this peak.      

In some cases (such as the age of children) fractional responses were rounded to the 
nearest whole number (exception being babies less than 6 months were rounded to 1 year 
for obvious reasons).  

discovery
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year of birth +/- 1 std. dev.
1. <1950
2. 1951-1961
3. 1962-1972
4. 1973+

current starting 
salary

3 cut-points of 25% 
1. <= $37,000
2. $37k-$50k
3. $50k-$75k
4. $75,000 or more

length of leave 2 cut-points of 33.3% 
1. <= 8 weeks
2. 9-12 weeks
3. 13 or more weeks

years in practice 2 cut-points of 33.3% 
1. Less than 10 years
2. 11-32 years
3. 32+ years

time on client 
development

2 cut-points of 33% 
1. <=4 hours/pw
2. 5-10 hours/pw
3. 5 or more hours/pw

hourly bill rate 3 cut-points of 25%
1. <=$175
2. $176-$200
3. $201-$250
4. $250+

local size of office 3 cut-points of 25%
1. <=4 attorneys
2. 5-7 attorneys
3. 8-10 attorneys
4. 11+ attorneys

overall size of office 3 cut-points of 25% 
1. <= 2 attorneys
2. 3-5 attorneys
3. 6-26 attorneys
4. 26+ attorneys

focused



banding (page 2 of 2)
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variables focused on the impact of childcare (sliding scale of 0 to 32) = cc1-cc5variables focused on the impact of childcare (sliding scale of 0 to 32) = cc1-cc5variables focused on the impact of childcare (sliding scale of 0 to 32) = cc1-cc5variables focused on the impact of childcare (sliding scale of 0 to 32) = cc1-cc5

cc1: impact on 
hours

3 cut-points of 25% 
1. <= 1
2. 2-11
3. 12-21
4. 22 or more

cc2:  impact on 
geographic 
location of work

3 cut-points of 25% 
1. <= 1
2. 2-11
3. 12-30
4.  31+

cc3:  impact on 
cases

2 cut-points of 33% 
1. <= 18
2. 18-31
3. 32+

cc4:  impact on job 
choice

3 cut-points of 25% 
1. <= 1
2. 2-11
3. 12-31
4. 32+

cc5:  impact on 
specialty

3 cut-points of 25% 
1. <=11
2. 12-30
3. 31
4. 32+

variables focused on women in the workplace = w1-w4variables focused on women in the workplace = w1-w4variables focused on women in the workplace = w1-w4variables focused on women in the workplace = w1-w4

w1:  number of 
women

2 cut-points of 33% 
1. <=1
2. 2-3
4. 4+

w2:  women 
attorneys

3 cut-points of 25% 
1. 0
2. 1-25
3. 26-50
4. 51+

w3:  number of 
women leaders / 
partners

2 cut-points of 33% 
1. 0
2. 1
3. 2

w4:  women with 
families

2 cut-points of 33% 
1. <= 1
2. 2
3. 3+

hours worked per 
week

3 cut-points of 25%
1. <=4 0 hours
2. 41-50 hours
3. 51-55 hours
4. 56+ hours
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Areas of Practice

This year’s iteration of the project looked to enhance participation by filtering 
respondent’s only through applicable sections.  Examples include pivot 
questions regarding courtroom participation.  Respondent’s indicating “never” 
were not routed through the courtroom observation section.  Likewise, 
respondent’s with children were not routed through sections pertaining to this 
topic.  

That said, a minor though repeating concern among solo practitioners, and in-house 
counsel was that questions may have overlooked the nuances of their professional status 
and may have been geared more to law firms in this respect.  In the interests of full 
disclosure, we bring this up and temper it with the fact that due to trending, changes 
were deliberately held to the conservative side.  Further, despite the occasional protest 
most of the participant’s in these minority categories actually completed the survey and 
offered comments to qualify where applicable.  

practice type representation

discovery
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Private Practice

Government

Inactive / On-leave

Legal Services / Public Defender

Corporate

Judge

Academic

0% 12% 24% 36% 48% 60%
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participation statistics

Project Chronology:

03.27.2009:  The Dihedral Group, LLC selected to conduct 
gender equality research on behalf of the NHBA Gender 
Equality committee.  

05.21.2009: Survey in the field at 9 AM EST.  

05.28.2009:  Reminder email distributed.                    

06.08.2009  Final reminder email distributed.    

06.11.2009  Invitation email distributed to sub-set with 
deliverability issues originally.   

06.16.2009  Reminder email distributed to sub-set with 
deliverability issues originally.   

06.22.2009  Final reminder email distributed to sub-set with 
deliverability issues originally.                  

07.17.2009:  Participation closed.  

Final metrics:  

1398 completed surveys.  

1119 valid cases prior to data removal.  

1095 valid cases after removal (retired / semi-retired, fraudulent 
cases, etc.).   

Adjusted overall valid sample of 5104. 

Open rate- 34.5%  

Interested rate- 27.4%  

Conversion rate(response/completion)- 80% 

Overall response rate (all)- 21.9% 

Overall response rate (after data-removal)- 20.5%

Opt-outs- 9
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project benchmarks 

                   

S1.8

49% 51%

Gender

Male
Female

17%

10%

40%

33%

Hours Worked By Week (Banded)

<= 40 hours 41-50 hours
51-55 hours 56+ hours

24%

24% 26%

27%

Local Office Size (in attorneys)

<= 1
2-3
4-26
27+

7%

93%

Work Status

Full-Time
Part-Time

31%

69%

Paternity Leave Coverage

Paid Unpaid

33%

67%

Maternity Leave Coverage

Paid Unpaid
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Region 3 
(Hillsborough North, 
Hillsborough South, 

Rockingham)

Region 2 
(Belknap, Cheshire, 

Merrimack, Strafford)

Region 1 
(Coos, Carroll, Grafton, 

Sullivan)

Region 4 
(Out of State)

21%

39%

32%

8%



reach
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20.8%

1.9%

4.7%

12.5%

21.5%

25.5%

4.5%

1.0%
2.4%

2.0%

3.2%

Belknap Carroll Cheshire
Coos Grafton Hillsborough
Merrimack Rockingham Strafford
Sullivan Out of State



key insights

Analytic Overview:

The following pages deliver the key insights and takeaways 
from this research.  These insights are based on overall project 
frequencies, 2-way cross-tabulations, more complex nested 
tabular views, as well as multi-variate regression models (e.g. 
C5.0, Exhaustive CHAID, neural-net analysis, K-means 
segmentation, etc.).  

The findings are presented in easy to understand “plain speak” 
to keep the analysis focused on the subject-matter and not 
interrupted with the mechanics of the statistical operations.  

Typically, tests such as the Chi-Square (Pearson’s Friedman’s, 
Cochran’s) T-tests, Z-tests,  R-squared changes, etc. were used 
to deliver additional confidences surrounding these insights.  
Only relevant findings of significant insight will be delivered in 
this section.  Additional survey frequencies, charts and nested 
tables can be found in the appendix document labeled, 
NHBA_all_results.pdf.

Further, open text comments of targeted value will be 
interlaced into this report, providing the personalization of the 
insights that are often lost in the context of the analytic 
discussion.  

Additional  committee follow-up questions that have arisen 
from the original draft have been added in the last section 
labeled addendum.  
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Executive Summary

Gender equality among attorneys in NH is not black and white.  Advances have 
been made in reducing the proportional disparities within the NH legal profession.  

Some of these include the actual numbers of male and female attorneys practicing, 
wage and compensation issues as well as expectations of surrounding maternity / 
paternity responsibilities.  

That said, the more pervasive issues in 2009 tend to be driven more significantly by 
subtle behavioral dimensions and overwhelmingly the lack of professional 
advancement opportunities for female attorneys.  

Using predictive modeling algorithms, TDG was able to determine this singular 
dimension (Professional Advancement Opportunities) as the primary tipping point in 
how male and female attorneys see the future landscape for women attorneys.  

If there was just one component to this study that could be significantly addressed 
by the committee, this would be it.  This variable in-turn influences so many other 
attitudinal and situational perspectives.  

Other areas worth focusing on include the divide in gender surrounding the subtle 
matters of inappropriate behavior- both in the courts but especially in the (non-
court) workplace.  While overt sexism and gender inequality are dissipating due to 
the progress over the last few decades- issues like condescending behavior, mutual 
respect and empathy for attorneys with families still needs improvement.  

“Most people like myself have seen the situation a lot worse so you can get 

complacent because it is so much better than it used to be. Still big gaps in pay 

equity I believe and women still pick up more of the slack on all fronts. Women 

with families that work through without time off really don't have it easy but it 

can be done and more support should exist for that-I did it [but] more support 

would have been nice.”    

      -anonymous participant in the final comments
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Survey Participant Statistics: 

49.1% female | 50.9% male participants.  Median law school graduation year:  1992

Approximately 115 schools are represented among the participating respondents,

The top three being: 

1. Franklin Pierce Law Center (23.7%) 
2. Suffolk (11.6%)  
3. Boston College of Law (6%) 

On average, NH attorneys had/have $25,000 in debt and were admitted into the 
bar in 1995.  Across all segments of years in practice (10 years and under, 11-32 years 
and 32+ years), female attorneys at the median were carrying more college debt 
then men.  

First job starting salaries fared slightly better for women.  Among those with less than 
10 years in practice, the starting salary of their current position was even at $42,000.  
Women with 11-32 years in the practice made $1500 more than men on average 
and women with 32+ years experience earned nearly $3000 more on average 
straight out of the gates.  

Male Female

Less than 10 years

11-32

32+

$0 $12,500 $25,000 $37,500 $50,000

$18,000

$31,000

$42,000

$15,000

$29,500

$42,000
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The average attorney has been in practice for 16 years with the 25th percentile 
having 7 years on average in practice and the 75th percentile having 25 years on 
average in law.  

The average current starting salary for these survey respondent’s was $50,000 with 
$37,000 being the lower quartile and $75,000 being the upper quartile.  

Across the board, men were making slightly more starting salaries depending on 
their years in the practice.  For those with less than 10 years, the differential was 
$1500 in men’s favor, while it was a $5,000 difference among attorneys with 11-32 
years experience.  For those with more than 32+ years, starting salaries were even at 
$50,000 for both sexes.

The majority of participants practice law in NH 100% of the time, and the average 
position of all attorneys currently employed started in 2003. 

93.4% of all survey participants are currently full-time attorneys.  7% of those that are 
part-time think their work status has delayed their partnership.  

Survey participants work 50 hour weeks on average. This is true across all segments 
of practice experience and gender except female attorneys with 11-32 years.  For 
this group, the average is cut-back to 40 hour weeks- with a significant correlation to 
family responsibility levels at this life-stage.  

On average, attorneys are billing 30 hours a week with the lower quartile being 25 
hours and the upper threshold being 37.  Interestingly, women with less than 32 years 
in the practice average a few hours a week less in billings than their male 
counterparts, however women over 32 years experience, bill a few hours more than 
their male counter-parts on average.  
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Employment Status:

Nearly 3 in 5 NH attorneys are in a private practice. 

Among government employees, the divisional breakdown is as follows:

Inactive / On-leave Academic Government
Corporate Judge Legal Service / Public Defender
Private Practice

58%

7%
2%
5%

15%

1%
12%

0%

25%

50%

75%

100%

Federal State Local

15.9%

70.9%

13.2%
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Among private employment, the breakdown is as follows:

As far as seeking work after graduation, it took participating female attorneys nearly 
2 times longer regardless of whether they have been practicing for 32+ years or less 
than ten.  The average male attorney found their position within 1 month of 
graduation compared to 2 months for female attorneys.  This also correlates with the 
higher consideration women attorneys place on childcare issues and family needs 
than their male counterparts do.  

71.8% of the participants have had more than one job since graduation.  

“I left my first job because I was treated much differently after I had a baby.  I 
had been a litigator before the birth of my daughter; when I was about to return 
from leave, the partners suggested that I should consider a probate practice, for 
no apparent reason; the firm did not have an active probate practice, so this 
made no sense from a business point of view.  Comments had been made 
during my pregnancy about whether it was planned, despite that I worked 
many hours and weekends in a relatively small firm (about 10 lawyers) until 
about a month prior to giving birth.  When I left, and the firm was contacted for 
a reference, one of the partners commented that he ‘questioned my 
commitment to the law.’”

NH Private Employment Type

Equity Partner

Non-Equity Partner

Associate

Sole Practitioner

Of-Counsel

0% 10% 20% 30% 40%

4.3%

31.5%

27.7%

5.2%

31.3%
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“The law firm I was working at said they didn't want a woman as a partner.  I 
have always worked with the same law firm.  I reduced to part time (60%) after 
having a child.  I became a salaried partner while working part time.  I then 
became an independent      contract attorney (of counsel) to the firm after 
moving out of state for 3 years.  I have continued the independent contract 
work now that I am back in NH.  I will return to part-time when my children are 
older as an employee or partner with the firm.”   

“ I was told I wasn't on partnership track.  Was the only woman in a all-male firm, 
all of whom were partners; was treated poorly by all but 2 of the partners.”

Factors For Employment Consideration:

The following list represents the factors most influential in driving the survey 
participant’s decisions to take their current position.  The list is ordered from most 
influential factor to least.  

Interest in the duties described in the employment interview- top rank = 64.7

Desire to work for yourself- top rank =57.9

Need for a job at the time- top rank =52.4

The security offered by the employer- top rank =22

Availability of work in the geographic area- top rank =16.4

Other reason for taking job- top rank =15.7

Flexibility of hours- top rank =13.8

Your agreement with the organizations general goals philosophy- top rank =11

The people you are working with- top rank =10.8

Salary level- top rank =8.7

Potential for advancement- top rank =7

The responsiveness of your employer to employees needs- top rank =1.0
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Office Composition And Practice Areas:

Average overall office size = 5 attorneys 

 25th percentile= 2 attorneys

   75th percentile= 26 attorneys 

Women tend to work in larger firms /organizations proportionally more than men. 

Average local office size = 2 attorneys 

 25th percentile= 1 attorneys

   75th percentile= 3 attorneys 

Male clients constitute 40% of the average survey participant’s clientele, and 
female clients represent 30% of the client base.  The balance of this client 
composition comes from a segment of couples / groups / associations / 
corporations / banks / etc. that include both men and women. 

 Primary Responsibility

Client Contact

Case Preparation for Litigation

Courtroom Work

Business Practice

Research / Legal Writing

Administrative Office Work

Other

Administrative Hearing

Promotion / Client Development

0% 7.5% 15% 22.5% 30%

0.7%

3.3%

6.9%

7.5%

10.2%

13.2%

16.8%

19.6%

21.6%
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Wages and Benefits

For 66.2% of the respondent’s, part-time employment is not currently a benefit.  

6.5% currently work in environments where a part-time partnership is an attainable 
benefit.

55% of participants have some form of flexible work schedule benefit

Only 2% work in organizations with day care options

26.2% work in organizations that offer telecommuting as a benefit.

38.9% have a formal written maternity leave

24.5% have a formal written paternity leave

15% work in places that have an informal maternity leave option.

Only 9.5% work in places that offer informal paternity leave.

6.2% work in organizations / firms that offer sabbaticals as benefits

Average hourly bill rate is: $200  Average hourly bill rate for men is: $225  Average 
hourly bill rate for women is: $190

Annual Salary Distribution

Under $30,000
$30k-$39,999
$40k-$49,999
$50k-$59,999
$60k-$69,999
$70k-$79,999
$80k-$89,999
$90k-$99,999

$100k-$149,999
$150k-$199,999
$200k-$249,999

$250k+

0% 5% 10% 15% 20%

3.6%
3.8%

6.9%
19.8%

6.8%
9.1%

11.8%
10.3%

11.5%
8.1%

2.9%
5.5%
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Men Women

Under $30,000

$30k-$39,999

$40k-$49,999

$50k-$59,999

$60k-$69,999

$70k-$79,999

$80k-$89,999

$90k-$99,999

$100k-$149,999

$150k-$199,999

$200k-$249,999

$250k+

0% 7.5% 15% 22.5% 30%

0.9%

1.9%

4%

16.1%

6.8%

11.9%

14.2%

9.6%

14.2%

12.6%

3%

4.9%

5.9%

5.9%

9.1%

23%

6.8%

6.8%

9.6%

11.6%

8.7%

4.1%

2.7%

5.7%
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Non-Working Life

68.8% of all maternity leaves are paid

66.7% of all paternity leaves are paid

Average leave length permitted is 12 weeks (among both male and female 
respondent’s organizations)

Average year of birth is currently 1961

Year of Birth (banded) frequencies:

Living arrangement frequencies:

On average, the division of household tasks among participating attorneys is 50/50 
however when examined by gender, women attorneys see it tilting more towards a  
60/40 split than the male attorneys who still see it as 50/50.  Given a slightly larger 
sample of male survey participants, this brings the overall average down to 50/50 
however reflects a pattern of inequality between the sexes.  

<= 1950

1951-1961

1962-1972

1973+

0% 10% 20% 30% 40%

18.8%

27.9%

36.2%

17%

Married / domestic partner

Divorced

Separated

Widowed

Never Married

0% 20% 40% 60% 80%

9.1%

0.9%

1.3%

9.6%

79.1%
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Interestingly, when examining the # of children relative to gender and years of 
practice (above), note that among women with 11-32 years of practice, a 
significantly higher proportion of female attorneys with no children is evidenced 
than among Male attorneys with 11-32 years in the practice. 

Also note how the actual ages of children differ among sexes reflecting a fairly 
obvious consequence of the human reproductive life-cycle.  

36.1% of the survey respondent’s have interrupted their law career to take a child 
bearing or child rearing leave.  On average this lasted for 8 weeks.  This was the 
case for 61.8% of all females as compared to only 16.4% of all male attorneys.

Much like the pattern found in the division of household tasks, the average split for 
primary child rearing functions on average is 50/50 across all participants.  That said, 
when looking at it by gender, women tend to say the split is more like 60/40 while 
men indicate 50/50.  

No Children 1 Child 2 Children 3 Children 4 Children
5+ Children

Female <10 Years

Male <10 Years

Female 11-32 Years

Male 11-32 Years

Female 32+ Years

Male 32+ Years

0% 12.5% 25% 37.5% 50%

6.5%

4.1%

2.1%

1.2%

1.8%

2%

10.4%

6.8%

9.7%

4.3%

3.5%

3.5%

29.7%

20.3%

18.8%

19.1%

8.8%

9%

37.1%

39.2%

48.6%

43.8%

24.6%

23.6%

7.9%

10.8%

10.4%

9.9%

15.8%

15.1%

8.4%

18.9%

10.4%

21.6%

45.6%

46.7%
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The impact of child-care concerns relative to the following items was measured on 
a normalized scale of 0 to 100 where 0 equated to very significantly contributing to 
the decision and 100 was no impact at all.  

Overall Average Responses for Each Area of Consideration in Job Selection:

 Hours of your work- 36

 Geographic location- 36

 Choice of job- 36

 Choice of specialty-97

 Choice of cases- 100

 

             MALE      FEMALE

 Hours of your work-     36     3

 Geographic location-     36     7

 Choice of job-      68     7

 Choice of specialty-   100   68

 Choice of cases-    100   71

Note that the general prioritization of job selection criteria is relatively similar among 
both men and women, with both sexes citing hours of work as the primary driver, 
followed by geography, etc.  That said, female attorneys put a much heavier 
emphasis on their responses suggesting the overall consideration of these matters 
was of much greater import to women than men.  

42.8% of all responding attorneys felt their career was hurt by family choices.  That 
said, this was nearly double among female attorneys than it was for males. 
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Career and Family Choices

“Made choice to limit practice to spend time with family rather than be a 
workaholic.”      

“Elected not to move geographically and disrupt children’s' lives.”

“When I was in private practice it was very hard to balance child care 
responsibilities and      work - still hard.”

“I have gotten myself completely out of any partnership track, at this point.  My 
office does not support flexible hours or other arrangements that would 
encourage parents to      stat with the office.”

“The trial experience and mentoring that I am receiving is excellent, and the set 
hours allows  me to be home by 5pm every day.”

Only 11% of all attorneys felt child care choices delayed law school.

67.6% indicated they have supportive superiors with respect to their childcare issues.  

Just over ¼ delayed having children to nurture their career first.

5.6% of the survey participants are delaying children in order to make partner.  11.2% 
have chosen not to be equity partners.  

Largely, attorneys felt their marital status had no impact on their career and only 
10.2% felt there were negative consequences as a result of their status. Not 
surprisingly, the most significant segment of those viewing marriage as having an 
adverse impact are female attorneys with 32+ years in the practice.  

67.4% of the participant’s have spouses with full-time positions while 14.4% have 
spouses with part-time positions.  
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Why Participant’s Left Their Old Jobs

“My husband was transferred out of state.  Moved to New Hampshire.  After my 
mentor left my previous firm, I did not feel that an effort was made to continue my 
professional development or to give me any new work.  Therefore, I began looking 
for a new job.   When the opportunity for my present employment presented itself, I 
took it.”

“The partner with whom I primarily worked had a difficult personality and it was 
negatively affecting my home life.  I also received a substantial increase in 
compensation and immediate recognition of my talents.”

Why Participant’s Took Their Current Jobs

“I became a Public Defender because I want to speak for people who really need 
my help.”

“New start up company offered opportunity to do many different things all at once 
and thereby.”

Among governmental employees, women are more inclined to be involved on a 
local basis, while men are proportionally more within state and federal 
environments.

Part-time opportunities for women are more readily available at larger firms, which 
appears to help some women manage their work/family responsibilities however as 
some participant’s stated in the open comments, it makes the path towards partner 
more elusive.  

Men Women

Local

State

Federal

0% 7.5% 15% 22.5% 30%

10%

11.5%

21.2%

27.8%

23.1%

11.1%
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Data Models

Women are seeing the opportunity for advancement within their organizations as 
poor.  This is extremely significant because when the predictive data-modeling 
routines are applied to the data-set, no other variable has as much capability at 
predicting one’s gender as this one.  After conducting a series of analytic models 
that included the C5.0, Neural-net, CHAID algorithms, the resulting outcome reflects 
that male attorneys are slightly positive to strongly positive while all women are 
either undecided or slightly to strongly negative on their own potential for career 
advancement based on their current situation. 

When looking beyond one’s own situation and instead towards the overall gender 
situational outlook in NH, the variables of greatest importance (aka the variables 
that can most easily predict whether the survey taker is a male or female) are 
opportunities for advancement (same as before), the  number of hours worked per 
week and job security.  

Further, when the data-modeling process also includes the job satisfaction and 
gender comparison dimensions for a broader relational analysis, the opportunity for 
advancement is still the primary driver of predicting gender. This is followed by 
participant’s agreement levels with the statements that women are better listeners, 
and that too much deference is afforded to male attorneys.

The variables of most importance here are:  

1. Opportunity for advancement

2. Agreement with the statement that women are better listeners

3. Agreement with the statement that there is too much deference to males

4. Number of hours working

5. Pay and fringe benefits overall for women

6. Optimism surrounding relations with male coworkers 

7. Agreement with the statement that female’s are less competitive

The data-modeling regiment yielded a predicted accuracy of 86.74- a fairly solid 
accuracy level.  
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Workplace Responsiveness to Gender Issues: 

Male and female attorneys largely agree on the relative incident levels of overt 
discrimination matters like sexist jokes, verbal advances and inappropriate touching 
of female attorneys by male- despite the fact that all of these are witnessed more 
frequently by women respondent’s.  

That said the real disparity and cause for concern exists in the more subtle matters 
such as inappropriate comments on apparel and appearance, titles, name 
references, terms of endearment, and condescending treatment of women in 
general.  Here over 1/3 more women attorneys felt name references were 
inappropriate on a routine (frequently or occasionally) basis while just under a 
quarter felt so with respect to dress comments.  The most significant contrast 
between these personally observed experiences from the last year is that just over 
one half of all female attorneys in NH witnessed some form of condescension to 
female attorneys on a routine basis- nearly 40% more the all NH male attorneys.  

See new charts next page (S1.27.2)
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Routine- F Routine- M

Inappropriate use of titles or names toward female attorneys

Inappropriate comments on the apparel or appearance of female attorneys

Verbal advances toward female attorneys

Touching of female attorney by a male attorney that you felt was inappropriate

Condescending treatment of female attorneys by male attorneys

Sexist jokes

0% 30% 60%

35.5%

14%

1.4%

3.6%

18.1%

16.6%

47.5%

52.4%

8.5%

15.1%

41%

52.6%

Once or Never- F Once or Never-M

Inappropriate use of titles or names toward female attorneys

Inappropriate comments on the apparel or appearance of female attorneys

Verbal advances toward female attorneys

Touching of female attorney by a male attorney that you felt was inappropriate

Condescending treatment of female attorneys by male attorneys

Sexist jokes

0% 50% 100%

64.5%

86%

98.6%

96.4%

81.9%

83.4%

52.5%

47.6%

91.5%

84.9%

59%

47.4%
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Clients 

Looking beyond male / female relationships among attorneys, an interesting pattern 
seems to be occurring among client interactions.  

Overall, 12.4% of survey respondent’s reported their clients complained about the 
gender of their attorney.  Just over 1/5 of these cases resulted in a reassignment of 
an attorney of the opposite chromosome composition.  Among women, client 
complaints were nearly 2x higher among those attorneys with less than 10 years of 
experience than those female attorneys with more than 11 years in the profession.  
For comparison, this was the case among only 10% of men with fewer than 10 years 
in law.  

When looking at the percentages of attorneys stating that clients made 
inappropriate verbal or physical sexual advances towards them, a rise of nearly 5% 
among women and 3% among men with fewer than 10 years in law is evidenced  
from those with 11-23 years in the practice.  

  

“Depending on the severity, ranging from gentle shrug off and deflection to 
withdrawal from the case.” 

“I told the client he was inappropriate.  I told managing attorney what had 
happened and was given the option of keeping or transferring the case.”

Mentorships

Across the board, male and female attorneys practicing in NH feel the mentoring is 
largely gender equal and the assignments are not gender related.  

“All attorneys are mentored by the Partners based on the attorneys preference 
for legal areas of expertise that they would like to develop.”

“ Mentoring is generally assigned on the basis primarily on practice area, not 
gender.”

“The mentoring program is informal, but available to any and all associates.  It’s 
part of the firm culture that it is expected for more senior attorneys to mentor 
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Relationships Among Attorneys and Clients

The following chart examines the differences in attitudes based on attorney’s 
observations from both outside the courtroom as compared to experiences within 
the courtroom by judges/master and among attorneys themselves.  

While courtroom occurrences of these inappropriate behaviors and actions are 
much less than outside of the courtroom, there are still a surprisingly high level of 
witnessed cases overall- and on a relatively routine basis in cases.  

Inappropriate use of titles, name references or terms of endearment toward female 
attorneys

Outside of court:      Routinely- 34.3%   Once/Never- 65.7%

Inside of court by Judge/Master:  Routinely- 5.2%    Once/Never- 94.8%

Inside of court by attorneys:   Routinely- 13.7%   Once/Never- 86.3%

Inappropriate comments on the apparel or appearance of female attorneys

Outside of court:      Routinely- 29.4%   Once/Never- 70.7%

Inside of court by Judge/Master:  Routinely- 2%    Once/Never- 98%

Inside of court by attorneys:   Routinely- 12.6%    Once/Never- 87.3%

Verbal advances toward female attorneys

Outside of court:      Routinely- 9.2%    Once/Never- 90.8%

Inside of court by Judge/Master:  Routinely- 1.2%    Once/Never- 98.8%

Inside of court by attorneys:   Routinely- 3.7%    Once/Never- 96.2%

Touching of female attorney by a male attorney that you felt was inappropriate

Outside of court:      Routinely- 5%    Once/Never- 95.1%

Inside of court by Judge/Master:  Routinely- 0.5%    Once/Never- 99.5%

Inside of court by attorneys:   Routinely- 2.7%    Once/Never- 97.2%
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Condescending treatment of female attorneys by male attorneys

Outside of court:      Routinely- 32.7%  Once/Never- 67.3%

Inside of court by Judge/Master:  Routinely- 0.5%    Once/Never- 99.5%

Inside of court by attorneys:   Routinely- 21.3%   Once/Never- 78.7%

Sexist jokes

Outside of court:      Routinely- 41.5%  Once/Never- 58.5%

Inside of court by Judge/Master:  Routinely- 4.1%    Once/Never- 95.9%

Inside of court by attorneys:   Routinely- 19.3%   Once/Never- 80.7%

Treatment of female attorneys with less respect than male attorneys

Inside of court by Judge/Master:  Routinely- 13.9%  Once/Never- 86%

Inside of court by attorneys:   Routinely- 24%    Once/Never- 75%

Looking at these same dimensions outside of the workplace and further segmenting 
it by gender, a clearer picture unfolds with respect to the degree to which women 
attorneys are dialed into these matters versus male attorneys.  

Inappropriate use of titles, name references or terms of endearment toward female 
attorneys

  Outside the Courtroom

  Female:    Male:  

Routinely  52.6%  16.6%

Once/Never 47.4%  83.4%

S1.30



key insights

Inappropriate comments on the apparel or appearance of female attorneys

  Outside the Courtroom

  Female:    Male:  

Routinely  41%   18.1%

Once/Never 59%   81.9%

Verbal advances toward female attorneys

  Outside the Courtroom

  Female:    Male:  

Routinely  15.1%  3.6%

Once/Never 84.9%  96.4%

Touching of female attorneys by a male that you felt was inappropriate

  Outside the Courtroom

  Female:    Male:  

Routinely  8.5%   1.4%

Once/Never 91.5%  98.6%

Condescending treatment of female attorneys

  Outside the Courtroom

  Female:    Male:  

Routinely  52.4%  14%

Once/Never 47.6%  86%

S1.31



key insights

Sexist jokes

  Outside the Courtroom

  Female:    Male:  

Routinely  47.5%  35.5%

Once/Never 52.5%  64.5%

Female Dress Code:

Just over 1/3 (37.5%) of the survey respondent’s felt the need for women to 
downplay their femininity in dress and appearance in order to maintain their 
credibility.  Interestingly, only around 18% of all men thought this was true while 57% 
of women across all ages concurred with this statement.  

“Sometimes, I think as women we are constantly aware of how we dress and how it 
may affect the way we are treated.”
     
“Women are criticized more readily for their appearance and dress.  They have to 
walk a fine line to avoid criticism.”

“It depends on the audience; I have a dept manager who comments about my 
height all time; to avoid the comments, I wear flat shoes when we meet if at all 
possible.”

S1.32



key insights

Passed Over For An Assignment or Opportunity

Did you feel that you were passed over for an assignment or business opportunity 
because of an assumption that your participation would be limited by your family 
commitments?  

Overall, only 17.7% of all survey respondents’ felt they were passed over due to 
these perceived family commitment assumptions. This significance of this is 
highlighted through further segmentation.  

26.1% of women compared to only 7.5% of men with less than 10 years in the 
practice of law felt this was true of their situation.  This gap (18.6%) widens to 22.9% 
(32% F  to 9.1% M)  among those with 11-32 years in the practice.  Among those with 
32+ years in the practice, the overall volume of women indicating this to be the 
case drops, however the differential gap among male and female attorneys in this 
segment widens further yet to 25% (30.9% F to 5.9% M).   

That said, the comparable disparities between male and female responses within 
each of these segments are very significant and likely indicative of gender 
inequality.  

On average, 2 hours a week are spent conducting client development.    

Funding for client development is relatively constant across gender and experience, 
with 88.5% of all respondent’s agreeing that the client development process is fairly 
apportioned.  That said, nearly 20% of all women see a distinct advantage being 
afforded to male attorneys more so  female attorneys.  

0 Hours

1- 4 hours

5-10 hours

11+ hours

0% 12.5% 25% 37.5% 50%

7.8%

31.5%

20.4%

40.5%
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Court Activity, Qualifications and Networks

In order to filter respondent’s through the surveys, participant’s were asked their 
level of court activity.  1/3 were in court more than 50 days a year, while 21.4% went 
between 20-49 days,   26.1% went 1-19 days and 18.7% never went.  

Of those that went more than one day a year, 92.2% felt both male and female 
judges were equally suited for the job, while 5.7% felt female judges are more 
qualified than male.  Only 2.1% felt the reverse.  

With respect to the attorneys, 96% felt gender had no bearing on making attorneys 
more well suited for the job and only 4% felt one sex or the other had a greater 
advantage based on their gender with 1.7% saying men are superior and 2.3% 
indicating the reverse.  

30% of all survey participant’s felt that there was no such thing as an old boys 
network in NH.  ¼ indicated that there was but helped both males and females 
equally.  The balance 43.6% said it clearly favored the advantage of male attorneys 
with 8 mostly male respondents (or 1% of the total) agreeing that it exists and that 
they felt it helped women more than men.  

Network favors Men

“This is still readily observable, most often in court.  However, many of the judges 
who show this type of favoritism are at or nearing their retirement age, so the issue 
has lessened over the years.”

“I don't believe that it is intentional, but I think that many senior male attorneys are 
more  comfortable with other men, and are not aware that their decisions 
disadvantage women attorneys.”

Network Equal

”There is a network of "old lawyers" who have known each other for many years.  
While this group is predominately male, mutual respect, not gender, is at the core.”
     
“I would call it a colleague network.” 

Network Favors Women

“In divorce there is an old girl network and I have had the judge and female 
opposing counsel discuss their cosmetic surgery stories in chambers while I sat and 
simply listened.  I found it intimidating.”

“Not affected- I am an equity partner in a small firm owned solely by women.”
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Gender Comparison:

The following descriptions / statements were presented to participant’s and asked if 
they accurately characterized female attorneys in NH (as compared to male 
attorneys).  

Better organized managers-

42.1% agreed on some level while.  57.9% felt there was no difference comparatively

Too emotional-

39.7% agreed on some level while.  60.3% felt there was no difference comparatively

Less Competitive-

34% agreed on some level while.  66% felt there was no difference comparatively

Too much deference to males-

35.1% agreed on some level while.  64.9% felt there was no difference comparatively

Better listeners-

55.8% agreed on some level while.  44.2% felt there was no difference comparatively

Burdened by family responsibilities and conflicts-

60.2% agreed on some level while.  39.8% felt there was no difference comparatively

Dedicated, conscientious, hardworking-

46% agreed on some level while.  54% felt there was no difference comparatively

Not aggressive enough-

36.8% agreed on some level while.  63.2% felt there was no difference comparatively

More humane/sensitive to client’s needs-

52.9% agreed on some level while.  47.1% felt there was no difference comparatively

Victims of prejudice and discrimination-

48.6% agreed on some level while.  51.4% felt there was no difference comparatively

Better prepared/greater attention to detail-

40.2% agreed on some level while.  59.8% felt there was no difference comparatively
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Insecure / lacking in confidence-

40.1% agreed on some level while.  59.9% felt there was no difference comparatively

Different perspective / insight-

65% agreed on some level while.  35% felt there was no difference comparatively

Less egotistical- 

46.8% agreed on some level while.  53.2% felt there was no difference comparatively

Just over 1/3 (38.6%) felt male and female attorneys interact differently with staff, 
interestingly, only 19% of men on average think this to be the case (across all 
experience / age dimensions) while ½ to 2/3 of women think this to be the case 
depending on years in the practice of law.  Less than 10 years and 32+ are at the 
54% thresh hold while 67.4% all women between 11 and 32 years in the practice 
thought this to be true.  

“Female attorneys are kinder; also have to deal with most staff squabbles, etc.”

“I think females often feel compelled to be ‘extra’ nice in their requests as 
compared to men. More apt to let staff go early.  Can also be more demanding at 
other times though.”

“Women here tend to be more empathetic but that may just be due to our pool of 
personalities.”

“Sometimes women get too involved in the emotional issues with staff.   Females talk 
to staff more about their personal lives.”
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Job Satisfaction

Overall, 80.4% of all NH attorneys are satisfied with their jobs.  Only 8.3% exhibit some 
form of dissatisfaction.  

The strongest area of satisfaction was with challenging responsibilities where 51.3% 
were “very satisfied”.  That said, gender has a significant role in determining job 
satisfaction.  Women attorneys also felt the respect and prestige afforded them was 
not nearly as satisfying as their male counter-parts.   

Pay and fringe benefits:     Satisfied-  64.7%    Dissatisfied-  21.8%

Number of Hours:     Satisfied-  67.2%    Dissatisfied-  16.6%

Relations with male co-workers:    Satisfied-  69.8%    Dissatisfied-  4.4%

Relations with female co-workers:  Satisfied-  72.2%    Dissatisfied-  4.2%

Help you receive from support:  Satisfied-  64%    Dissatisfied-  13.6%

Opportunity for advancement:   Satisfied-  47.8%    Dissatisfied-  15.7%

Challenging responsibilities:   Satisfied-  79.2%    Dissatisfied-  8.1% 

Respect and prestige:    Satisfied-  69.3%     Dissatisfied-  12.3% 

Job security:      Satisfied-  68.8%    Dissatisfied-  11.8% 

General working conditions:   Satisfied-  77.2%      Dissatisfied-  7.0% 

Overall job satisfaction:    Satisfied-  80.4%    Dissatisfied-  8.3%     

According to survey participants, “time spent working” was evenly distributed with 
45.5% of both sexes indicating they were working comparatively average hours.  

Only 6.8% said they were below the average and another 21.4% felt they were 
working longer than most of the other attorneys at their firms, (1/4 indicated this was 
not applicable due to their circumstances).  That said, 25% felt their firm desired 
more hours out of them and only 5% indicated the reverse.  

7% more of male participants reflected working longer hours with nearly 5% more 
women indicating that they worked fewer hours.  Correspondingly, 6% more women 
indicated that their firm would prefer them to work longer with 4% more men saying 
their firm desired fewer hours of them.   
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Comparative Reflection- personal situation 

The following chart is a factored model of how respondent’s compared 
themselves with all other attorneys (M/F) in similar geographic markets and 
situational conditions.  It is displayed as a better/worse differential with all “about 
the same” or no change responses removed.  This is designed to only measure 
the opinions of those that believe the landscape has changed for them recently.    

Pay and fringe benefits:  13.4% more “Somewhat or Much Worse” responses from 
women than from men

Number of Hours: 2% more “Somewhat or Much Worse” responses from women 
than from men

Relations with male co-workers: 3.4% more “Somewhat or Much Worse” responses 
from women than from men

Relations with female co-workers: 1.8% more “Somewhat or Much Worse” 
responses from women than from men

Help you receive from support: 12.7% more “Somewhat or Much Worse” 
responses from women than from men

Opportunity for advancement: 14.5% more “Somewhat or Much Worse” responses 
from women than from men

Challenging responsibilities: 1.3% more “Somewhat or Much Worse” responses 
from women than from men

Respect and prestige: 11% more “Somewhat or Much Worse” responses from 
women than from men

Job security: 0.8% more “Somewhat or Much Better” responses from women than 
from men

General working conditions: 9.1% more “Somewhat or Much Worse” responses 
from women than from men

Compared to all other attorneys in the state, women participant’s in every 
dimension except job security felt they were not personally doing as well on 
average.  The areas of most significant concern due to the larger proportional 
responses of “somewhat or much worse” are:  

1. Opportunity for advancement 
2. Pay and fringe benefits 
3. Help received from support staff   
4. Respect and prestige
5. The overall working conditions

When looking at how attorneys felt about their future in the next five years, similar 
findings mirror the comparative outlook.  Here, female attorneys see pay /fringe 
benefits and advancement opportunities in a much more pessimistic light than 
male attorneys and only reveal more optimism (barely) surrounding job security 
and more challenging responsibilities.
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Comparative Reflection- overall gender equality

Finally, when looking at how survey participant’s perceive the general state of all 
female attorneys in NH compared to their male counterparts, a similar pattern of 
outlook pessimism is evidenced across all of the dimensions.  The significant 
difference here however is that the gap widens significantly further than when the 
female attorneys were thinking about their own situation and work environments.  

Pay and fringe benefits:  6.5% more “Somewhat or Very Pessimistic” responses from 
women than from men

Number of Hours: 9.4% more “Somewhat or Very Pessimistic” responses from women 
than from men

Relations with male co-workers: 4.9% more “Somewhat or Very Pessimistic” responses 
from women than from men

Relations with female co-workers: 0.9% more “Somewhat or Very Pessimistic” 
responses from women than from men

Help you receive from support: 5.7% more “Somewhat or Very Pessimistic” responses 
from women than from men

Opportunity for advancement: 6.5% more “Somewhat or Very Pessimistic” responses 
from women than from men

Challenging responsibilities: 1.2% fewer “Somewhat or Very Pessimistic” responses 
from women than from men

Respect and prestige: 5.8% more “Somewhat or Very Pessimistic” responses from 
women than from men

Job security: 0.1% fewer “Somewhat or Very Pessimistic” responses from women than 
from men

General working conditions: 5.9% more “Somewhat or Very Pessimistic” responses 
from women than from men
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Closing Thoughts:

“I think the bar has been quite open in admitting women on equal terms to what 
was a      predominately male profession, and am impressed with the women (the 
men too) who are leaders in our profession.”

“Whether one practices for the government or in private practice, there is a lot of 
law (and legal practice) to learn and master to become partner-level attorney 
responsible for      supervising and managing client matters.  It takes a lot of time for 
which there is no      substitute.  The greatest challenge to a female lawyer is finding 
the necessary time when she is the primary caregiver in the family unit.  Each family 
unit must decide how they will  address this issue.  If you succeed as a lawyer, you 
give up something at home.  No one – man or woman - can have it both ways.”

“Based upon my own observations, including but not limited to my experience of 
over 20 years in the medium-size firm in which I was a partner, I feel that the 
proposition that female attorneys have been unduly discriminated against, to an 
appreciable degree, is largely fiction.  The biggest problem with the system is a lack 
of flexibility on deadlines, court appearances, etc that make it hard to balance 
responsibilities to your children and family with legal responsibilities.  If you asked me 
the same questions 10 or 20 years ago, my answers would have been very different.  
I believe that there have been vast improvements in gender equality in the legal 
system since I began practice.  In 1984, sexist comments were the norm.  There were 
relatively few female attorneys at all.”

“Thank you for doing this survey. I think it is difficult for many women within the 
profession to balance their family lives with their professional goals. I have been 
particularly bad at balancing-- my family has completely won out over my 
professional life. I do know that my law degree is gathering dust and that I may not 
ever use it the way I envisioned when I enrolled in law school eight years ago, and 
that makes me sad. I am lucky that I have a spouse who is financially supportive to 
make this all work. Otherwise, I think I would be in a very difficult  professional/
financial situation.”

“This is a very difficult profession to find a job where you can be there for your 
children,     while at the same time make a significant contribution without feeling 
like you're short      changing someone.  Even when I am not in the office I must 
always be "on call" for even the most mundane of questions, which takes away from 
the time with my family which is why I'm only in the office part time in the first place.  
Also, bar association meetings and changes in the office schedule are presumed by 
office staff as well as my employer.” 
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“There is no consideration as to child care difficulties in those situations.  I often must 
decline, which does not reflect favorably.  That being said, when I am scheduled to 
be in the office, I am fully committed to it.  If there is a childcare issue, it is very rare 
that I cannot work it out in order to make it in the office.  Nor do I focus on anything 
other than work when I am in the office (no calls home to check on the kids, as is 
often the female stereotype).  The profession/cost of education also makes it VERY 
DIFFICULT to take time off for child rearing (even maternity leave).  I graduated with 
so much debt, I cannot even afford to take time off from the profession to stay 
home even if I wanted to.  I feel like the only way I could advance is if I had more 
flexible hours and the ability to      work from home, neither of which my firm offers, so 
I will probably never excel because my family is too important for me to spend more 
time in the office.  Advancement is based on face  time, and I have no more to 
give.”     

“I think it is more difficult for female lawyers to balance a family with their career. 
Many      male lawyers seem to have their wives at home caring for the children. 
They seem to face a lot less pressure in balancing it all. Also, there seems to be 
attitudes that if you are a woman, you should be home once you have children. I 
have actually had a male lawyer ask me if I was cutting back my hours since I was 
having a child even though he had children and he still works full-time. I felt a fair 
amount of grief when I took a maternity leave and pressure when I returned.  I also 
feel many older male lawyers and judges do not treat female lawyers as equals. An 
example I have encountered is a judge referring to the male lawyer as Attorney and 
to a female lawyer as Miss. or Ms..”

“Men create their own circles and don't let the women in. For example the senior 
male attorney will golf with the male junior partner or go to a baseball game with 
him, or a client dinner with him but not me. The junior male attorney also makes 
significant errors in case management, which the senior male knows about, but he 
always lets it go whereas a junior female attorney who makes the same error is 
removed from the case. Men cut each other slack for errors, but judge women very 
harshly for the same error.”

“A good place to start in removing "legal gender bias" would be to remove police 
from the courtroom as prosecutors.”

“Thank you for doing another survey. I believe that there continues to be differences 
in how women are treated although progress has been made. I also believe that 
more women need to be appointed to the bench at all levels. The pool of highly 
qualified women attorneys has increased but the numbers on the bench have not 
keep.” 
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Addendum- First Round Follow-Up

The following are additional insights in response to the committee’s follow-up  
questions.  No overwhelmingly statistically significant outcomes are evidenced 
though some rather distinct patterns exist. 

Annual Salaries by Gender 

Female Male

Under $30,000

$30k-$39,999

$40k-$49,999

$50k-$59,999

$60k-$69,999

$70k-$79,999

$80k-$89,999

$90k-$99,999

$100k-$149,999

$150k-$199,999

$200k-$249,999

$250k+

0% 7.5% 15% 22.5% 30%

8.5%

8.5%

9.9%

26.4%

5.6%

6.3%

7.4%

9.5%

7%

2.1%

2.1%

6.7%

1.5%

3%

6%

19.4%

7.5%

9%

10.4%

11.9%

10.4%

11.9%

1.5%

7.5%
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Annual salaries by gender / years in practice among those that have NOT taken 
leave from their career

Under $40,000 $40k-$79,999 $80k-$99,999 $100k-$199,999
$200k+

Female <=10

Male <=10

Female 11-32

Male 11-32

Female 32+

Male 32+

0% 17.5% 35% 52.5% 70%

21.4%

10.5%

13.3%

6.2%

5.4%

0%

39%

52.6%

38.9%

25%

21.6%

9.4%

10.4%

21.1%

13.3%

18.8%

16.2%

12.5%

20.8%

10.5%

26.7%

37.5%

43.2%

68.8%

8.4%

5.3%

7.8%

12.5%

13.5%

9.4%

No Time Taken Off
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Annual salaries by gender / years in practice among those that HAVE taken leave 
from their career (either while practicing at the time or not- not enough data points 
to do separate analysis).  

No statistically significant differences are witnessed, though it is safe to say that there 
is still a lag between sexes relative to earnings after controlling for gender, years in 
practice/experience and whether a leave was ever taken.

Under $40,000 $40k-$79,999 $80k-$99,999 $100k-$199,999
$200k+

Female <=10

Male <=10

Female 11-32

Male 11-32

Female 32+

Male 32+

0% 15% 30% 45% 60%

7.1%

7.9%

6.5%

3.9%

4%

0%

28.6%

21.1%

38.7%

31.4%

16%

9.7%

28.6%

36.8%

25.8%

19.6%

12%

19.4%

35.7%

28.9%

25.8%

41.2%

60%

55.6%

0%

5.3%

3.2%

3.9%

8%

15.3%

Leave of Absence Taken At Some Point
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Perspectives on opportunities for professional advancement by gender / years in 
practice among those that HAVE NOT had children.  

Questions examined include:  1.  job satisfaction with respect to professional 
advancement opportunities, 2.  comparison of opportunities for professional 
advancement relative to all attorneys in NH, 3.  optimism of improving one’s own 
situation relative to their professional advancement in the next 5 years and finally, 4.  
how attorneys think female attorneys overall will fare with respect to professional 
advancement opportunities in the next 5 years. 

Female <=10 Male <=10 Female 11-32 Male 11-32 Female 32+ Male 32+

1.  Job satisfaction / advancement satisfaction

1.  Job satisfaction / advancement dissatisfaction

2.  Comparison to all attorneys / better advancement

2.  Comparison to all attorneys / worse advancement

0% 17.5% 35% 52.5% 70%

25%

25%

25%

66.7%

37.5%

0%

22.2%

33.3%

62.5%

12.5%

25%

16.7%

35%

45%

30.8%

53.8%

26.5%

38.2%

24.4%

51.2%

33.9%

22.6%

24.4%

44.9%

No Children
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Female <=10 Male <=10 Female 11-32 Male 11-32
Female 32+ Male 32+

3.  Oneʼs own situation / optimistic advancement

3.  Oneʼs own situation / pessimistic advancement

4.  All female attorneys / optimistic advancement

4.  All female attorneys / pessimistic advancement

0% 17.5% 35% 52.5% 70%

40%

10%

50%

25%

60%

0%

33.3%

22.2%

0%

25%

50%

40%

60.9%

4.3%

25%

41.7%

6.7%

13.3%

10.5%

63.2%

67.2%

3.3%

20.8%

45.8%

No Children
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Female <=10 Male <=10 Female 11-32 Male 11-32
Female 32+ Male 32+

1.  Job satisfaction / + advancement satisfaction

1.  Job satisfaction / - advancement dissatisfaction

2.  Comparison to all attorneys / better advancement

2.  Comparison to all attorneys / worse advancement

0% 17.5% 35% 52.5% 70%

14%

43%

5%

69.7%

14.3%

42.9%

13.3%

68.9%

18.4%

32.9%

14.6%

61.8%

29.9%

31.2%

21.2%

63.6%

31.1%

37.8%

24.6%

57.9%

33.3%

26.7%

22.2%

54.3%

1 or More Child
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Female <=10 Male <=10 Female 11-32 Male 11-32
Female 32+ Male 32+

3.  Oneʼs own situation / optimistic advancement

3.  Oneʼs own situation / pessimistic advancement

4.  All female attorneys / optimistic advancement

4.  All female attorneys / pessimistic advancement

0% 20% 40% 60% 80%

17.9%

13.8%

18.9%

50.5%

64.1%

2.6%

10%

60%

25%

8.3%

18.3%

59.8%

77.2%

1.3%

28.8%

46.2%

27.3%

11.4%

10%

68%

79.7%

4.1%

23%

52.7%

1 or More Child
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Mean Median

No Children- Female

No Children- Male

1 or More Child- Male

1 or More Child- Female

$0 $60 $120 $180 $240

$200

$225

$175

$175

$206

$239

$195

$185

Hourly Bill Rates

First Job Starting Salary

Current Job Starting Salary

$0 $20,000 $40,000 $60,000 $80,000

$50,000

$35,000

$52,750

$26,000

$57,440

$37,574

$70,062

$31,430

Starting Salaries 

Male-mean Female-mean Male- median Female- median
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Mean Median

Less than 5 years- Female 

Less than 5 years- Male

More than 5 years- Female

More than 5 years- Male

$0 $20,000 $40,000 $60,000 $80,000

$54,250

$53,250

$51,750

$45,000

$72,239

$60,091

$59,723

$51,042

Average Current Starting Salary- 5 Year Cut Point
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Female<=5 years Male <=5 years Female 6-13 Years
Male 6-13 Years

Under $30,000

$30k-$39,999

$40k-$49,999

$50k-$59,999

$60k-$69,999

$70k-$79,999

$80k-$89,999

$90k-$99,999

$100k-$149,999

$150k-$199,999

$200k-$249,999

$250k+

0% 10% 20% 30% 40%

6%

3%

6%

32%

1%

4%

11%

24%

7%

1%

3%

3%

1%

0%

2%

16%

8%

13%

21%

11%

13%

7%

3%

5%

0%

2%

3%

5%

7%

8%

10%

10%

26%

16%

8%

7%

0%

0%

1%

5%

2%

8%

10%

11%

25%

28%

3%

9%

Annual Salaries By Years in the Practice and Gender- (<13 years)
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Female 14-20 Years Male 14-20 Years Female 21-28 Years
Male 21-28 Years

Under $30,000

$30k-$39,999

$40k-$49,999

$50k-$59,999

$60k-$69,999

$70k-$79,999

$80k-$89,999

$90k-$99,999

$100k-$149,999

$150k-$199,999

$200k-$249,999

$250k+

0% 10% 20% 30% 40%

7.7%

7.7%

13.2%

30.8%

4.4%

6.6%

8.8%

7.7%

5.5%

2.2%

0%

5.5%

3.8%

5.1%

10.3%

30.8%

9%

14.1%

11.5%

2.6%

5.1%

3.8%

3.8%

0%

5.1%

3.8%

8.9%

16.5%

12.7%

13.9%

13.9%

11.4%

5.1%

1.3%

2.5%

5.1%

0%

3.4%

4.6%

18.4%

8%

13.8%

14.9%

12.6%

11.5%

8%

2.3%

2.3%

Annual Salaries By Years in the Practice and Gender- (14-28 years)

S1.51



key insights

 

Female Male

Setting rates for legal services

Determining which clients will be accepted

Determining who will handle cases

Hiring decisions

0% 15% 30% 45% 60%

51%

51%

60%

57%

39%

35%

45%

36%

Gender and Responsibilities at Work

Law School Debt- Mean

Law School Debt- Median

$0 $22,500 $45,000 $67,500 $90,000

$14,000

$23,459

$30,000

$39,318

$75,000

$80,169

$80,000

$82,731

$17,000

$30,009

$80,000

$80,963

Average Debt (Overall and by Gender) Segmented by 5 year Cut Point 

Overall- <=5 Years Overall- >5 years Female- <=5 Years
Male <=5years Female- >5 years Male- >5 years
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Female  >28 Years Male  >28 Years

Under $30,000

$30k-$39,999

$40k-$49,999

$50k-$59,999

$60k-$69,999

$70k-$79,999

$80k-$89,999

$90k-$99,999

$100k-$149,999

$150k-$199,999

$200k-$249,999

$250k+

0% 7.5% 15% 22.5% 30%

8.7%

9.4%

11.8%

26%

8.7%

3.9%

6.3%

8.7%

5.5%

2.4%

2.4%

6.3%

0%

5%

10%

20%

15%

10%

10%

10%

0%

5%

5%

10%

Annual Salaries By Years in the Practice and Gender- (>28 years)
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Round 2 Follow-up:

Can we tell from the survey data the number of children male attorneys have vs. the 
number of children female attorneys have?  (Could show a tendency about the 
profession having a greater demand on family choices between men and women.)

See S1.22 (particularly attorneys w/ 11-32 years).  That said, overall the percentage 
of women with 0 kids is 33.7% while the percentage of males is 18.8%.  6.1% of 
women attorneys have 4 or more compared to 12.2% of all male attorneys.  

Can we tell from the survey data if there is any statistical difference between male 
attorneys whose wives do not work or work part-time vs. female attorneys with 
working spouses -- especially in the 10+ years of practice range?

 Yes.  See S1.24.  females with working spouses- 89.6% (FT or PT)compared to 74.7% of 
all male attorneys.  Less than 10 years experience it is:  90.6% of all female attorneys 
compared to 83.5% of male attorneys.  10-32 years, 89.8% of all female attorney’s 
spouses work which compares to 74.4% of male attorneys with 11-32 years.  85.7% of 
all female attorneys with 32+ years experience have working spouses compared to 
71% of all male attorneys with more than 32 years.  

For attorneys in the profession for 10+ years, can we tell what percentage of men vs. 
women identified themselves as partners in firms of 10+ attorneys?  (The national 
average is only 17% of women in equity partnership/leadership positions in law 
firms.)

Attorneys with more than 10 years in the practice at organizations of more than 10 
attorneys and either equity or non-equity partner: Male- 82.9%, Female- 60%

I couldn't really understand the salary data.  Can we look at if there is salary 
disparity between the genders starting at 10+?  (I believe the trend is that both men 
and women start out as first years with comparable salaries but it is in the later years 
when the disparity becomes apparent.)

Among attorneys with 10+ years in the practice:  $200k+  Male- 14.9%  / Female- 
5.4%  $60-$100k- 33.5% male / 45.3% female (also see next response).

Re pay disparity – can we tell which areas of the law that women practice in by 
years of practice and compare to men?  i.e, are the women practicing in areas that 
do not generate income to support $200K?  What areas are the men practicing in 
who are making over $100K?

Not enough data to prove significance.  Anecdotally, judges and public defenders 
are relatively equal in pay.  Major disparity in the private sector.  Here, male equity 
partners with 10+ years = 32.3% whereas only 14.9% of all female attorneys represent 
the equivalent.  

Female associates have a slight upper end advantage in pay.  Among sole 
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practitioners- 18.9% of female attorneys earn over $100k compared to 36.4% of male 
attorneys.  

S1.7 - I think it would be useful to learn during the meeting how many surveys were 
sent, and the specific number of surveys returned (or used) from women and men.

5261 sent- 5104 delivered 157 blocked.  75 identified without pattern.  452 female 
participants, 469 male participants.  

S1.12 - The last full paragraph states that "while overt sexism and gender inequality 
are dissipating due to progress. . . "  Where did TDG get that information?  Is this from 
past surveys, or comments in this survey?

Reference to fact that frequency of questionable verbal advances & touching of 
female attorneys by male attorneys is low while inappropriate use of titles, 
comments on apparel & sexist jokes persists.  

 
S1.13 and S1.14.  The comments about "starting salaries" seem to vary.  S1.13 
indicates women have higher starting salaries, however S1.14 indicates that men 
have higher starting salaries.

S1.13 = first job starting salaries while S1.14 = current job starting salaries.  Professional 
life-cycle trending comparison.  

S1.19 - The graph of annual salary distribution doesn't seem to correlate with the 
section under "Average Bill Rates"

Sub-title removed.  

S1.20 - I'm having difficulty understanding this trending graph, and it might be helpful 
to have an explanation.

Trend lines removed.  

S1.21 - Might want to consider changing the "Getting Personal" title

Changed to Non-working Life

S1.22 - It would be interesting to learn the breakdown of M/F regarding 36.1% of 
respondents who interrupted law career to have child.

61.8% of all female  attorneys |  16.4% of all male attorneys

S1.23 - I'm not sure whether the numbers are correct under "overall" and then "male" 
and "female" because they don't seem to add up.

See index description on previous page.   

S1.55



key insights

S1.24 - It says 1/4 delayed children to nurture career - what is breakdown for M/F?  It 
also says 67.4% of participants have spouses with full time positions - what is 
breakdown for M/?

Delayed children for career- 28.9% overall.  (21.7% of all males and 38.4% of all 
females).  Participants with FT spouses (67.4%) , 83.7% of all women attorneys  have 
partners with FT jobs compared to 53.1% of all male attorneys.  

S1.25 - It might be useful to have statistics included regarding why participants left 
old jobs/took current jobs.

 See open text responses in response data.

S1.26 - It includes information about "variables of most importance" but I wasn't clear 
what question those responses related to.

See explanation of data modeling process.  Multiple questions used to create a 
holistic perspective across many dimensions.   

S1.27 - Is there an easier chart format?

Changed to highlight better.

S1.33 - What is the "distinct advantage" that women see being afforded to male 
attorneys with respect to client development?  Do we have any details from the 
survey?

See open text responses in response data. 

S1.34 - With respect to statistics on "old boys network," I wasn't sure if there was a 
way to change numbers so they would add up. 

43.6% rounded up to 44%.  

S1.37-38 - It seems like these charts/pages could be combined.

Different rating criteria- though same questions.  

S1.29 - I think it might be useful to consider softening the language to say that 
women appear to be "somewhat" more pessimistic, since it looks like the responses 
indicated less than a 10% difference.

Changed to reframe this.  
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