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From “Becoming Gentlemen” to Becoming Norm Entrepreneurs:
Some Perspectives on Inclusion and Allyship from Penn Law School

Summary
In the early years of the 1990’s, Lani Guinier and her co-authors in “On Becoming Gentlemen:
Women’s Experiences at One Ivy League Law School” chronicle a law school experience stratified
by gender. Based on survey and focus group data, the authors argue that women at our law school,
the University of Pennsylvania law School, 30 years ago, were significantly more likely to
experience both discomfort with their class performance and alienation from the learning
environment. Two of the hypotheses put forward examine the causal links between academic
performance and classroom experience and overall law school performance and mentorship.
Thirty years later, in the fall of 2020, the class on Women, Law and leadership Class became an
incubator to explore these hypotheses through a set of interviews and collection of qualitative data.
We hypothesized that the experience of women students in our class would be different from their
predecessors studied in “Becoming Gentlemen” by Guinier and her co-authors. Based on the over
100 interviews of male allies at Penn Law we claim that this change is mainly due to the
transformation in the attitudes of the male peers in the classroom and the conduct of male leaders
in the workplace.
The 100 plus male students who were interviewed were both supportive of their female peers and
the values of gender equality in general. The changes in male attitudes were key to altering the
learning and working environments. While Guinier and co- authors showcased the way in which
women were becoming “bi- cultural” and adopting male tendencies in order to succeed, what we
noted was that men rather than the women were becoming “bi- cultural.” Men were now more
likely to embrace gender sensitive attitudes and more systemic and structural change on care giving
and workplace organizational behavior. Most of our respondents found it important to amplify
women’s voices, not only because it was the right thing to do, but because these diverse voices
enriched their own insights on law and life.
The male ally interviews were combined with mini surveys on how women in the class experience
bias. These mini surveys were two pronged: The first survey included fifty women: women in the
class on Women, Law and Leadership, and the women students in the Policy Lab on Sexual

Harassment. The second survey included Black women in the class and their peers from outside
the class.
The initial impulse for these surveys grew out of our in- class study of Deborah Rhode’s extensive
work on the experiences of women in the legal profession, David Wilkins’s corpus of scholarship
on diversity in the legal profession, Kenneth Mack’s work on Sadie T.M. Alexander and the history
of Black women in the legal profession, Martha Minow’s scholarship on inclusion, and Vicki
Schultz on her examination of implicit bias and women’s experiences in the workplace. We also
immersed ourselves in the intersectionality work of Kimberly Crenshaw. We also read text on
stereotype threat such as Claude Steele’s “Whistling Vivaldi and Other Clues to How Stereotypes
Affect us” and discussed modern day variations of bias, including Isabel Wilkerson’s “Caste: The
Origins of Our Discontent.”
Growing out of class discussions of the “Thousand Papercuts” in Vicki Schultz’s retelling of the
biases that women in Silicon Valley face, students suggested mini surveys of what would
constitute modern day papercuts—those daily indignities and exclusions that women face that in
isolation may not be problematic, but in the aggregate could cause damage.
Although our qualitative data shows that attitudes among male students at Penn Law have changed
dramatically, the ways in which women internalize stereotypes and the threat that these
unexamined assumptions pose remain real and have changed little over the thirty years.
It is clear that women then as now internalize stereotypes to their detriment. In “Becoming
Gentlemen,” a female student stated 30 years ago: “After I discovered I was being called a
feminized dyke, I never spoke in class again.” In 2020, the vernacular may have changed, but
harmful stereotypes still lurk in the shadows and women tend to self-censure based on the fear of
those tropes of the Janus- faced “aggressive” and “meek” female. However, what differentiates
the current women and men of Penn Law from their predecessors 30 years ago is that they are no
longer silent about issues of gender and intersectional stratification.
What our data show is that subtle biases and stereotypes remain pervasive and might be masked
by social protocols that normalize such behavioral attitudes. However, men and women are aware
of these invisible barriers to success and are no longer passive bystanders to a parade of caste
protocols. In the final analysis, there is a marked shift from Penn Law women “becoming
gentlemen” to both Penn Law women and men “becoming norm entrepreneurs” who are interested
in changing social norms.
Survey of Gender Bias in Elite Law Firms in China:
Through a survey of close to 450 emerging women leaders in the law, interviews with male allies
and female partners at major law firms in China, four Chinese lawyers who are LLM students at
the University of Pennsylvania Law School, identified some key barriers to women's leadership
and the role of male allyship. In this groundbreaking study, the students used a mixed methods
approach to gather qualitative and quantitative data about the gendered factors affecting women
lawyers in selected elite law firms in China.
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One part of this study surveyed nearly 450 young lawyers aged 25- 30 in elite law firms on their
experience of bias and attitudes. What was significant was their attitude toward pregnancy. Given
the age group, only 7.92 percent of the women had children, but 100 percent of this cohort agreed
that having a child had a negative impact on their career. Both the quantitative and qualitative data
showed a fear of the “motherhood burden” and young women lawyers fears of the negative impact
of motherhood on a career in elite law firms.
"Once female lawyers take a parental leave, their clients would be grabbed by other lawyers. To
endure fairness, I think the only solution is to have mandatory parental leave on both female and
male lawyers . . . I am still single, but I am so worried."
Another lawyer stated: "I feel sad that there exists no discussion about gender bias in the legal
industry in China." This is an important finding. As Joan Williams says in the ABA Commission
on Women in the Profession report on "Interrupting Racial and Gender Bias in the Legal
Profession, "You cannot change what you cannot see." Seeing then is the first step. As our
researchers point out, “It is important that we be trained to "see" gender bias lest it becomes
invisible and ignored.”
Black Women Future Leaders
The Report on “Black Women Future Leaders” is an analysis of the results of a survey of BLSA
students, find that the threat of stereotypes acts a silencing tool. Even when students may not have
had a personal experience of being labeled, they adjust their behavior and speech patterns to avoid
those labels.
As Isabel Wikerson writes in “Caste: The Origins of Our Discontent:”
“Caste is more than rank, it is a state of mind that holds everyone captive, he dominant imprisoned
in an illusion of their own entitlement, the subordinate trapped in the purgatory of someone else's
definition of who they are and who they should be."
The reports that grew out of our class discussion examine the insidious and often invisible
undercurrents of bias that confine women, especially minority women in a way that deprives all
of us of the use of a basic human trait, the power of our imagination to see outside of a narrowly
imagined sense of the world.
On that note of the power of imagination, the speakers to our class shared their art as a powerful
tool to open up difficult conversations and share stories. Davd Hornik shared with us his extensive
art collection by Black and Asian artists. He also shared with us Edward McClunny’s print of
Thurgood Marshall. We include it in our report.
New York Public Library General Counsel Michele Mayes, an avid art collector showed the class
a mixed-media piece by Charly Palmer depiction of Martin Luther King Jr. standing in line to vote
with one of his daughters.
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Lawyer and art entrepreneur Shalini Ganendra discussed curating practices in light of racial
injustice. As a Fellow at Oxford, she discussed her work on the influence of colonization on art
and the critique of art.
The art depicted in the covers of our reports, and the reports themselves, are an invitation to engage
in conversation about these modern-day biases that are hard to address. As Wilkerson says:
“Modern day caste protocols are less often about overt attacks or conscious hostility… They are
like the wind, powerful enough to knock you down but invisible as they go about their work.”

Rangita de Silva de Alwis
University of Pennsylvania Carey Law School
--December 1, 2020
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From “Becoming Gentlemen” to Becoming Norm Entrepreneurs:

“Black women, Asian, White, Latina and Native American women throughout our
nation’s history have paved the way for this moment tonight. Tonight, I reflect on their
struggle, their determination and the strength of their vision—to see what can be
unburdened by what has been—I stand on their shoulders.”
---Kamala Harris, Vice President-elect
November 2020
"Women's Underrepresentation in Political Power is the Great Unfinished Business of the
21st Century"
---Maya Harris in message to the Penn Law Class on Women, Law and Leadership
November 2020
“We need less ally theater and more people in positions of power to recognize that power, not
abuse it, and support women.”
---Craig Newmark, Founder of Craigslist and Adviser to Women, Law and Leadership
Project at Penn Law to the Penn Law Class on Women, Law and Leadership
October 2020
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Foreword
Introduction:
A global recrudescence of a pandemic, a collective reckoning on equality, the great reset in
the economy, a revolution in care work, and renewed ideals of leadership have created a new
moment in history to transform the way we live and work.
As I write this, Senator Kamala Harris is set to become the first female vice president and woman
of color in the White House and will set into motion a new era of diversity. Our work in the
Women, Law and Leadership seminar unfolds during a time of profound change on the global
stage and examine strategies to address the historic underrepresentation of women in leadership.
Our research on personal histories was inspired by our reading of the life of Sadie Tanner Mossell
Alexander. In 1939, Sadie Alexander, Penn Law’s first Black woman graduate, and Pennsylvania's
first and only black woman lawyer, began corresponding with several dozen African American
women attorneys practicing law in the United States. As Kenneth Mack describes in “A Social
History of Everyday Practice; Sadie T.M. Alexander and the Incorporation of Black Women
into the American Legal Profession, 1925-1960,” 1 her correspondence focused on information
on black women's law practices and starting a nascent professional network among women who
previously knew little about each other.
Our own study follows this practice that Penn Law graduate Sadie Alexander began in
1939. Taking place over the fall of 2020, the study consists of three major parts:
1. Penn Law students in the class on leadership interviewed over 70 male peer allies to
examine critically the role of a new generation of male allies;
2. Through in-class interviews with a diverse group of leaders, examined the philosophy of
leadership across different fields of law and business; and
3. Through a narrative lens, students brought their own understanding of leadership to the
forefront thereby helping to develop a new theory of a transformative leadership agenda
for a world that is rapidly changing.
From “Becoming Gentlemen” to “Becoming Norm Entrepreneurs”
Exactly 30 years ago Lani Guinier published her pathbreaking Law Review Article in the
University of Pennsylvania Law Review – Becoming Gentlemen: Women’s Experiences at
One Ivy League Law School. 2 This is a study analyzing women’s experiences of women in our
law school in 1990-1991.

Kenneth Walter Mack, A Social History of Everyday Practice: Sadie T.M. Alexander and the Incorporation of
Black Women into the American Legal Profession, 1925-1960, 87 CORNELL L. REV. 1405 (2002)
2
Lani Guinier, Michelle Fine & Jane Balin, Becoming Gentlemen: Women’s Experiences at One Ivy League Law
School, 143 U. PA. L. REV. 1 (1994).
1
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Examining written first-person narratives, interviews, questionnaires, and qualitative research
data, Lani Guinier writes that—the analysis tells a “poignant story” of gender stratification. This
impacts man women and some men. This stratification inhibits and silences women and women
question their abilities and authority.
Our findings through in-class interviews with female and male leaders, peer interviews with
allies, surveys, and qualitative research data show that despite progress made in the last 30 years,
there still remains subtle but pervasive undercurrents of gender bias that are so insidious that
they are sometimes invisible to the naked eye. Whether in the classroom or in the workplace,
men tend to attract more attention than their female peers. Women and women of color still face
daily indignities, exclusions, and marginalization, that include not being credited for work done,
misrepresentation of credit, coopting of ideas, subtle biases, and exclusions from meetings and
events, stretch assignments, networks, and information. In isolation, these incidents are not
problematic but, in the aggregate, they pose impediments that result in women self- censoring
themselves or reinforcing the prove t again mentality. Moreover, it impoverishes the workplace
and robs it of creativity, innovation, and productivity. In the final analysis, what has changed is
that both women and many men are becoming norm entrepreneurs in seeking to change this
behavior and thereby developing a new cascade of normative and constitutive behavior that will
create a more equal playing field for all.
What is Allyship?
“My Philosophy is very simple: when you see something that is not right, not fair, not just, stand
up.”
---Congressman John Lewis, 2018
We borrow the definition of Allyship from Martha Minow, 300th Anniversary professor at Harvard
University. Minow says she learned the word “upstander” from her former student, Ambassador
Samantha Power. An upstander is someone who stands up against injustice, inequity, bigotry,
violence, or other wrongdoing and is the opposite of a bystander. Power first used the term in her
first book, “A Problem from Hell.” 3 To Minow upstanders seek a sense of common purpose that
makes all of us more likely to stand up against wrongs and on behalf of rights. It is in other words
a way to create new norms and become norm entrepreneurs. Cass Sunstein developed a lexicon
for norm entrepreneurship in his 1996 paper “Social Norms and Social Roles” 4 and identified a
category of people, who he calls norm entrepreneurs, who are interested in changing social
norms.
Other definitions of allyship have grown in the last few months. LeanIn’s first ever Report on
Allyship at Work 5 in 2020 described “allyship” as “using one’s power or position to support or
SAMANTHA POWER, A PROBLEM FROM HELL (2002).
Cass R. Sunstein, Social Norms and Social Rules, 96 COLUM. L. REV. 903 (1996).
5
White employees see themselves as allies—but Black women and Latinas disagree, LEAN IN (June 19-25, 2020) ,
https://leanin.org/research/allyship-at-work (last visited Nov. 10, 2020).
3
4
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advocate for coworkers with less power or status.” However, who can call themselves an ally
remains ambiguous. According to LeanIn, more than 80 percent of white women and men say that
they see themselves as allies to colleagues of other races and ethnicities. A majority of white coworkers see themselves as allies when only 10 percent of Black women and 19 percent of Latinas
say the majority of their strongest allies are white.
In Microsoft’s words in their newest Report on Diversity and Inclusion 2020: 6 “You don't get to
decide whether or not you're an ally…. it's only once you can begin to deliver on that promise that
someone else gets to decide whether or not you're actually showing behavior that would represent
what it means to truly be an ally."
According to Microsoft, “effective systemic change calls on employees at every level to
consciously create inclusive experiences and environments for each other.” Microsoft sees
allyship as a “key behavior to advancing conversations that lead to change” and allyship is core
to our diversity and inclusion efforts and a major investment for the organization.”
Working very closely with Steve Crown, Global General Counsel of Microsoft who is an Advisor
to our companion project on Women, Law, and Leadership, we have been following Microsoft’s
inclusion and diversity commitments.
When COVID-19 and stay-at-home orders began to spread, Microsoft announced the Pandemic
School and Childcare Closure Leave (PSCCL) policy. Microsoft offered every caregiver the
opportunity to take two weeks off .When all employees, regardless of gender, have the opportunity
to take paid leave, it can help counteract caregiving stereotypes and improve dynamics that can
mitigate women feeling they need to be the only ones to prioritize family. In the US, women took
PSCCL almost as equally as men: 51.6% to 48.4%. Outside of the US, 61.1% of those who utilized
PSCCL were men.
At the same time, like other major corporations, Microsoft has more work to do in the diversity
ecosystem. Black and African American employees are 4.9% of Microsoft’s U.S. workforce
and 5.2% of individual contributors, but only 2.9% of managers, 2.6% of directors, and 2.9% of
partners and executives. Only 6.1% self-identify as having a disability.
Phase Two—Scope of the Project:
The first phase of the Thomson Reuters and Penn Law research on allyship was completed in June
2020. This phase included interviews with over 30 male peers at Penn Law.
The second phase began in September 2020. Over the course of the Fall of 2020, the fifty students
in the class on Women, Law and Leadership interviewed over 70 of their male peers, and over 30
women and male leaders who joined the class.
The year 2020 was a time of enormous change.
6

MICROSOFT, 2020 DIVERSITY & INCLUSION REPORT (2020).
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The twin forces of the Pandemic and the global public reckoning on race, gender shaped a new
consciousness of the workplace and a way to address the legacy of racism and sexism in our
workplaces and public life. The crisis in leadership has brought about a new awareness of the
importance of leadership. Together these forces shaped this study. The study examined the
following overarching themes:
1. The inadequacy of current laws, rules, practices and norms to address subtle pervasive and
insidious bias and unactionable sidelining, or what Deborah Rhode gave name as SecondGeneration discrimination. Or what we refer to in class as a “thousand paper cuts” which
in aggregate result in exclusion, erasure, and finally women and minorities opting out of
the workplace.
2. The central tension in allyship: The difference between Allyship as action
vs. Performative Allyship or Allyship for optical reasons such as for an external reward or
recognition.
3. The central paradox of allyship- how can active allyship take place without taking away
credit or agency from women.
4. How can allyship address institutional and structural bias in terms of intersectional
identities gender, race, class, sexual identity, national origin and disability?
5. In the words of the great late John Lewis, who gave texture to the upstander concept in the
2018 Harvard’s Commencement Address, “My Philosophy is very simple: when you see
something that is not right, not fair, not just, stand up.” How can allies stand up against
injustice?
6. How can allyship lead to systemic change and new norm creation?
Allyship is both about systemic and interpersonal change. We see that interpersonal support can
also result in systemic change. Thurgood Marshal is one of history’s great allies. He hired
Constance Baker Motley to head NAACP and she went on to become the first Black woman to
serve on the Federal Judiciary. His women clerks like Stanford’s Deborah Rhode, Harvard’s
Martha Minow and Justice Elena Kagan often reference his role in shaping their careers and they
in turn have gone on to strengthen and strengthen structural equality in the world.
Stories that Shaped our Work:
Starting in 1971, Justice Ginsburg combated the way in which sex-based stereotypes in work
create separate spheres for women and men which reinforce the "impermissibly cabined" notions
of men as breadwinners and women as caregivers. In the five decades since her pathbreaking legal
strategy as the ACLU’s and our nation’s leading Jurist, women have made progress in the
marketplace, yet there’s been less movement on men’s advancement in the domestic sphere.
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Because of Ginsburg, men have been able to challenge workplace norms that penalize men for
failing to conform to these masculinized notions of the workplace.
Our allyship research further challenges sex-based stereotypes that limit both women and men's
roles in the workplace and the family, strengthening Justice Ginsburg's vision that "…the
constitutional sword necessarily has two edges: fair and equal treatment for women means fair and
equal treatment for members of both sexes."
In the watershed case of Weinberger v. Wiesenfeld, she challenged the federal law that provided
social security survivor benefits to the widows who cared for children but not the widowers. She
has often described the Weisenfeld case as her favorite case because in her words:
“Stephen Weisenfeld was, I thought, the perfect plaintiff. His case involved
discrimination against Stephen as a male parent, who wanted to care personally
for his child.”
Justice Ginsburg’s own life echoed her approach to gender equality law. Ginsburg herself would
famously tell her children’s school administrators who would call her when a child was sick: “The
boy has two parents. Please alternate your calls: it is his father’s turn.”
Her approach was that unless we have real equality among women and men in the household, we
will not have women’s equality in the labor force.
Justice Ginsburg’s life and work paralleled the life and work of another jurist, Judge Beryl Levine,
the first woman on North Dakota’s Supreme Court and grandmother of my student Alexandra
Levine. For this Report, Lexie interviews her grandmother, a distinguished Margaret Brent
awardee and her sponsor, the Chief Justice of the North Dakota Supreme Court.
Intersectionality and Modern Day “Caste Protocols:”
In 1833, Maria Stewart, the women’s rights activist and abolitionist posed a question that is
pertinent to our own study: “When I cast my eyes on the long list of illustrious names of fame
among the whites, I turn my eyes within, and ask my thoughts, ‘Where are the names of our
illustrious ones?”’
In the early 1990s, Kimberly Crenshaw gave us a new language to speak about
intersectionality. Penn Law’s own Regina Austin and Dorothy Roberts explored the legal
problems of minority women in their pioneering work on “Sapphire Bound” 7 and “Killing
the Black Body: Race, Reproduction, and the Meaning of Liberty,” 8 respectively.
Thirty years after Crenshaw gave us the lexicon to speak of the way in which race and gender
interact to shape structural discrimination and the multiple dimensions of the experiences of
women of color at work as well at home, today, Isabel Wilkerson in “Caste: The Origins of Our
7
8

Regina Austin, Sapphire Bound!, 1989 WIS. L. REV. 539 (1989).
DOROTHY E. ROBERTS, KILLING THE BLACK BODY: RACE, REPRODUCTION, AND THE MEANING OF LIBERTY (1997).
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Discontent” 9 gives us a new language to speak of subtle and often invisible biases. “Modern day
caste protocols are less often about overt attacks or conscious hostility. They are like the wind,
powerful enough to knock you down but invisible as they go about their work.” Wilkerson writes.
“The hierarchy of caste is,” Wilkerson asserts, “about power—which groups have it and
which do not.” Caste, in Wilkerson’s acute observations, is the infrastructure that often we cannot
see, but that is there forming beneath much of the inequality and injustices and disparities in our
institutions.
Despite the success of the women of color we interviewed, women lawyers and business- women
of color still lack access to opportunities, encounter barriers to mentorship, or feel subject to greater
scrutiny and criticism than their peers. Moreover, they are denied credit for their work, upstaged,
sidelined and silenced at conferences or meetings. At the same time, they are held to a different
standard than their peers, Joan Williams speaks of the " prove it again" bias that women often face.
This factor is amplified when it comes to women of color.
A Thousand Papercuts:
Our interviews confirmed that despite progress, there exists a subtle, insidious and often invisible
undercurrent of unconscious bias in the workplace. As Jessica Fink notes in “Gender Sidelining
and the Problem of Unactionable Discrimination,” 10 these slights, in isolation, likely would not
give rise to a viable antidiscrimination claim. Yet collectively, these incidents accumulate to create
very real obstacles and barriers to advancement for women at work. She argues that while the law
frequently does not (and arguably should not) reach these subtle harms, gender sidelining
nonetheless warrants significant attention for its potential to silence creativity, stymie innovation,
and negatively impact the productivity and advancement of women, especially women of color.
Addressing these new “Caste Protocols,” we borrow the name of our survey on Thousand
Papercuts from Vickie Schultz. Schultz quotes in “Reconceptualizing Sexual Harassment,
Again,” 11 the Silicon Valley lawyer Ellen Pao who describes the biases she experienced working
in venture capital as a “Thousand Papercuts.” Women in Silicon Valley have described the daily
indignities, slights, and exclusions that women experienced as ways that would normalize
marginalization.
Our Thousand Papercuts Survey led by Cordelia Mikita is an attempt to understand the new
generation of biases and how they translate into subtle and pervasive ways of silencing women
leading to an impoverishment of the workplace. These papercuts remain worn deep into the fabric
of women in the workplace. So deeply enmeshed into the grooves of workplace organizing that
they are misrepresented as accepted behavior. Implicit bias and gender stereotypes are some of
the root causes of women’s underrepresentation in leadership in business, venture capital, and in
compensation.
9

ISABEL WILKERSON, CASTE: THE ORIGINS OF OUR DISCONTENTS (2020)

Jessica Fink, Gender Sidelining and the Problem of Unactionable Discrimination, 29 STAN. L. & POL’Y REV. 57
(2018)
11
Vicki Schultz, Reconceptualizing Sexual Harassment, Again, 128 YALE L.J. FORUM 22 (2018)
10
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The World Economic Forum’s Global Gender Gap Report 2020 12 anticipates that it will take
257 years for women and men to have pay equality. According to Fortune:
-

Of the 85 billion invested by Venture Capital only 1.9 billion goes to women led
teams. Which means over 89 percent of the Venture Capital funds go to all men led teams.
A mere 0.2 percent of VC go to Black women entrepreneurs. This is despite the fact that
women tech entrepreneurs are still able to generate 20 percent more revenue than their male
counterparts. At the same time, only 6-8 percent of global VC firms are headed by women.
At most tech companies less than 10 percent women occupy technology positions.

Three years after the #MeToo Movement toppled prominent players in the technology,
entertainment and other industries over charges of sexual misconduct and harassment in the
workplace, 48% of women in tech and 44% of women founders say they've been harassed,
according to a recent “2020 Report by Women who Tech,” 13 sponsored by the Craig Newmark
Philanthropies. On the other hand, the “Women in the Workplace- McKinsey Report 2020” 14
just released is a wakeup call to all of us in a state of sleepwalking:
In sum it states:
“No one is experiencing business as usual, but women—especially mothers, senior-level women
and Black women—have faced distinct challenges. One in four women are considering
downshifting their careers or leaving the workforce due to Covid-19.”
This year’s report makes one thing clear: Without bold steps, we could roll back the progress we’ve
made toward diversity. But if companies rise to the moment, we can lay the foundation for a more
equitable workplace in the long-term.
Our study begs the question, “How we can rise to this moment?”
Survey of Gender Bias in Elite Law Firms in China:
Joan Williams literature on "bias interrupters" designed to interrupt the constant transmission of
implicit bias in workplaces were instructive for the work in our class. William's insights on how
women are often victimized by "in groups favoritism" and a constant "prove it again" mentality
helped inform our own research.
Through a survey of close to 450 emerging women leaders in the law, interviews with male allies
and female partners at major law firms in China, four Chinese lawyers who are LLM students at
the University of Pennsylvania Law School, identified some key areas barriers to women's
WORLD ECONOMIC FORUM, GLOBAL GENDER GAP REPORT (2020).
The State of Women in Tech and Startups, WOMEN WHO TECH (2020), https://womenwhotech.com/data-andresources/state-women-tech-and-startups (last visited Nov. 10, 2020).
14
Women in the Workplace 2020, MCKINSEY & CO. (Sept. 30, 2020), https://www.mckinsey.com/featuredinsights/diversity-and-inclusion/women-in-the-workplace (last visited Nov. 10, 2020).
12
13
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leadership and the role of male allyship. In this groundbreaking study, my students used a mixed
methods approach to gather qualitative and quantitative data about the gendered factors affecting
women lawyers in selected elite law firms in China.
One part of this study surveyed nearly 450 young lawyers aged 25- 30 in elite law firms on their
experience of bias and attitudes. What was significant was their attitude toward pregnancy.
Given the age group, only 7.92 percent had children, but 100 percent of this cohort agreed that
having a child had a negative impact on career. Both the quantitative and qualitative data
showed the fear of the “motherhood burden” and young women lawyer’s perceptions of the
negative impact of motherhood on a career in elite law firms.
"Once female lawyers take a parental leave, their clients would be grabbed by other lawyers. To
endure fairness, I think the only solution is to have mandatory parental leave on both female and
male lawyers. ... I am still single, but I am so worried."
Another lawyers states: "I feel sad that there exists no discussion about gender bias in the legal
industry in China." this is an important finding As Joan Williams says in the ABA Commission
on Women in the Profession report on "Interrupting Racial and Gender Bias in the Legal
Profession, " You cannot change what you cannot see."" Seeing then is the first step. As our
researchers point out, " It is important that we be trained to " see" gender bias lest it becomes
invisible and unnoticed.
Commitments to Diversity:
The year 2020 will be the year we look back on as the year that changed everything. The dual force
of the pandemic and the Mass public reckoning on gender and race have exacerbated the fault lines
and revealed new political, racial, social and gender divides. It has also created a new business
movement in support of Black Lives Matter. The Fortune 500 have pledged over half a billion
dollars to address systemic and institutional racism.
Even before the world as we knew changed, there was a conceptual shift in the understanding of
the business purpose. In 2019, we saw a shift from Milton Friedman’s idea of shareholder
capitalism to stakeholder capitalism. Corporate purpose is now at the forefront of a fundamental
and heated debate, with rapidly growing support for the proposition that corporations should move
from shareholder value maximization to stakeholder interest and stakeholder governance and
“stakeholder capitalism.”
From stakeholder capitalism to compassionate capitalism, businesses are rethinking busines
structures along the lines of sustainability and equality. Ebay’s the Omidyar Network’ s
commitment of funds over three years in support of its Reimagining Capitalism initiative with a
focus on building the power, voice, and agency of working people — including low-wage workers
of color and women — in "a post-pandemic" era. Marc Benioff the owner of Time magazine and
founder of Salesforce has also called for a “new form of capitalism that focuses more on societal
good.”
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Klaus Schwab, the founder and CEO of the World Economic Forum (WEF) along with other
business leaders has spurred into motion the project on the “Great Reset” Schwab along with His
Royal Highness, the Prince of Wales will convene a twin summit on the Great Reset at the WEF
in January. Schwab has said: “the pandemic represents a rare but narrow window of opportunity
to reflect, reimagine, and reset our world.” A component of the Great Reset agenda would address
shared goals, such as equality and sustainability.
Despite concrete progress, a study financed by the Ford Foundation in the summer of 2020, “The
Test Of Corporate Purpose,” finds that signatories to the new corporate purpose pledge have
done no better than other companies while failing to distinguish themselves in pursuit of racial and
gender equality, according to the study. Since the pandemic’s inception,” the study concludes, the
Business Roundtable statement “has failed to deliver fundamental shifts in corporate purpose in a
moment of grave crisis when enlightened purpose should be paramount.”
Although the huge financial commitments will certainly help, they also conveniently sidestep
responsibility for tackling the challenge the root causes of racial inequality. There is still a
conspicuous absence of black employees at the corporate or board levels. According to a Stanford
business school study titled “Diversity in the C-Suite: The Dismal State of Diversity Among
Fortune 100 Companies.” 15 One in four companies in the group still have an all-white executive
suite, the study found.
Action After the Call:
For nearly two decades, corporations have made pledges on improving inclusivity and hiring more
diverse workers. However, the leadership of women and women of color in the boardroom and csuite remain low. In the waning days of 2020, with the recent advent of Karen Lynch, the newly
appointed CEO of CVS, only 38 of the Fortune 500 CEO’s are women.
In spring 2004, Sara Lee General Counsel Roderick Palmore created “A Call to Action: Diversity
in the Legal Profession,” 16 a document reaffirming a commitment to diversity in the law
profession and taking action to ensure that corporate legal departments and law firms increase the
numbers of women and minority attorneys hired and retained. And if law firms don’t, the document
states, “We [the undersigned corporate legal department representatives] further intend to end or
limit our relationships with firms whose performance consistently evidences a lack of meaningful
interest in being diverse.”
Harvard Law School’s David Wilkins has interrogated these calls to action. In the “Action After
the Call: What General Counsels Say About the Value of Diversity in Legal Purchasing

15
David F. Larcker & Brian Tayan, Diversity in the C-Suite: The Dismal State of Diversity Among Fortune 100
Senior Executives, ROCK CTR. FOR CORP. GOVERNANCE STAN. U. CLOSER LOOK SERIES: TOPICS, ISSUES &
CONTROVERSIES CORP. GOVERNANCE, No. CGRP-82 (2020).
16
Rick Palmore, A Call to Action: Diversity in the Legal Profession, ASS’N CORP. COUNS. (Oct. 1, 2004),
https://www.acc.com/resource-library/call-action-diversity-legal-profession.
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Decisions in the Years Following the “Call to Action” 17 (with Young Kyu Kim) and
in Diversity in Practice: Race, Gender, and Class in Legal and Professional
Careers 18 (Cambridge University Press 2015), he examines the client- driven diversity efforts by
law firms- but argues that diversity never became an imperative. This begs the question on how
we will look back at this moment of mass public reckoning on institutional racism in the year
2020.
A Call for Systemic Change:
Wilkins himself has provided us guidelines on how we can create structural and institutional
change. In 2017, he lauded his student Kim Rivera, the General Counsel of HP for her “diversity
holdback.” Rivera in a letter to HP’s outside law firms informed that the company may withhold
up to 10 percent of invoiced fees for failure to meet its diversity standards.
In 2004, Wilkins argued in "From Separate is Inherently Unequal to Diversity is Good for
Business: The Rise of Market -Based Diversity Arguments and the Fate of the Black
Corporate Bar" 19 that we need both a business and moral case or a normative understanding of
diversity which goes beyond corporate self-interest to an understanding that workplace segregation
of gender and race is inherently harmful.
Furthermore, institutional reform can create structural change. Law firm leaders like Mitch Zuklie,
CEO of Orrick and Adviser to our Women, Law, and Leadership class has adopted the Mansfield
Rule which measures whether law firms have affirmatively considered at least 30 percent women,
lawyers of color, LGBTQ+ lawyers, and lawyers with disabilities for leadership and governance
roles, equity partner promotions, formal client pitch opportunities, and senior lateral positions.
This is a rule similar to the Rooney Rule in the NFL which requires league teams to interview
ethnic-minority candidates for head coaching and senior football operation jobs. Zuklie has also
adopted the Bias Interrupters a program pioneered by Joan Williams’s Center on Work Life Law
at Hastings Law School. Bias interrupters “interrupts the constant transmission of bias in basic
business systems” and is set up to change systems and not people.
Systemic change can also create normative change and trigger a cascade of new norms.
Policy reform can be both normative and constitutive. In 2020, California Gov. Gavin Newsom
signed a law requiring publicly traded corporations headquartered in California to appoint directors
from underrepresented communities to their boards. The first law in the country to dictate the racial
makeup of corporate boards. It was inspired by first-of-its-kind legislation in 2018 that requires
publicly held corporations headquartered in the state to diversify their all-male boards.
David B. Wilkins & Young-Kyu Kim, Action After the Call: What General Counsels Say About the Value of
Diversity in Legal Purchasing Decisions in the Years Following the ‘Call to Action’, HARV. L. SCH. CTR. ON LEGAL
PRO., Research Paper No. 2015-5 (2015).
18
DIVERSITY IN PRACTICE: RACE, GENDER, AND CLASS IN LEGAL AND PROFESSIONAL CAREERS (David B. Wilkins et
al. eds., 2016).
19
David B. Wilkins, From “Separate Is Inherently Unequal” to “Diversity Is Good for Business”: The Rise of
Market-Based Diversity Arguments and the Fate of the Black Corporate Bar, 117 HARV. L. REV. 1548 (2004).
17
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The Obligation Thesis:
In the final analysis, systemic change must go hand in hand with change in culture and this must
start with the leadership. Leaders are driven by a vision of change that can empower and elevate
communities and countries.
In 1993, in “Two Paths to the Mountaintop: The Role of Legal Education in Shaping the
Values of Black Corporate Lawyers,” 20 Wilkins examined the lives of Thurgood Marshall
and Reginald Lewis and set out an Obligation Thesis. This thesis charges law schools, firms, and
different racial groups, including the Black Corporate Bar to address moral wrongs. Wilkins
argues:
“The simple answer is that moral wrongs by one person do not necessarily abrogate
the moral obligations of another. Both nation states and cultural subgroupings
within those states are frequently formed in response to the wrongful actions of
others.”
This obligation thesis is relevant now as then and could be a way to understand the importance of
allyship.
Coda:
I like to think that Wilkins’ clerkship with Justice Thurgood Marshall helped him hone his views
on the Obligation Thesis. Marshall has said: “None of us got where we are solely by pulling
ourselves up by our bootstraps. We got here because somebody—a parent, a teacher, an ivy league
crony or a few nuns—bent down and helped us pick up our boots.”
An ally helps us pick up our boots.

Rangita de Silva de Alwis
Senior Adjunct Professor of Law and Global Leadership
University of Pennsylvania Carey Law School
Leader in Practice
Harvard Kennedy School of Government's Women and Public Policy
Program (2019-2021)

David B. Wilkins, Two Paths to the Mountaintop: The Role of Legal Education in Shaping the Values of Black
Corporate Lawyers, 45 STAN. L. REV. 1981 (1993).
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Dedication:
Many leaders contributed to this project.
We borrowed our definition of allyship from Martha Minow. This study marks the 30th anniversary
of her pathbreaking book: “Making All the Difference: Inclusion, Exclusion, and American
Law.” 21
Our class was inspired by Deborah Rhode’s moral leadership and was built on her foundational
scholarship on leadership. The class is now a small part of her formidable legacy.
Allyship finds its deepest expression in David Wilkins. His pioneering work on diversity in
the law globally prompted this study of the role of allyship and how it can address subtle and
systemic bias.
We dedicate this study to David Wilkins with gratitude and respect.

Thank You:
I thank the distinguished academic advisers to the Women, Law and Leadership Project:
•
•
•
•
•
•
•

David Wilkins, Lester Kissel Professor of Law and Vice Dean Global Initiatives Harvard
Law School
Deborah Rhode, Ernest W. McFarland Professor of Law, Stanford Law School
Joan Williams, Distinguished University Professor University of California. Hastings
Vicki Schultz, Ford Foundation Professor of Law Yale Law School
Sanjay Sarma, Fred Fort Flowers and Daniel Fort Flowers Professor of Engineering and
Vice President of MIT
Phumzile Mlambo Ngcuka, UN Under Secretary General and Executive Director of UN
Women
Ambassador Melanne Verveer, Georgetown University

I also thank the ally leaders from law, business, and scientific innovation who advised the Women,
Law and Leadership Project:
•
•
•
•
•
•
21

Mitch Zuklie, CEO of Orrick
David Hornik, Principal August Capital and the first “Giver” profiled in Adam Grant’s
“Givers and Takers”
Craig Newmark, Founder of Craigslist
Timothy Wilkins, Partner of Global Sustainability at Freshfields
Steve Crown, Vice President and Deputy Global Counsel at Microsoft
Ambassador Michael Lawson

MARTHA MINOW, MAKING ALL THE DIFFERENCE: INCLUSION, EXCLUSION, AND AMERICAN LAW (1990)
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•
•
•

Dr. Mehmood Khan, MD, CEO of Life Bio Sciences and former Vice Chair of Pepsi
Dr. Vas Narasimhan, MD, CEO of Novartis
Dr. Suku Nagendran, MD, Board Member, Moderna

I thank Dean Theodore Ruger of Penn Law for his support.
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Analysis of Data on Male Allyship, Structural Bias, and Implicit Bias
Below is a brief analysis of the information gathered in the 92 interviews with male Penn Law
students and other male professionals. The interviews with these men suggest that, even as men
see it, women are still sidelined in the workplace, and this discrimination stems from implicit and
structural bias (or what we label as papercuts) in our organizations. The raw information pulled
from the student interviews for these data points can be found in Annex A at the back of this
report.
Totals:
•
•
•

•

92 total respondents
All 92 respondents have taken some sort of concrete action to qualify as an ally.
Of the 92 participants, 74 participants were explicitly asked about whether they’ve seen a
woman being overlooked. Even though only 74 were asked about it, 80 participants mentioned
that they have either witnessed it firsthand or witnessed it and took immediate action to
counter it.
Of the 92 participants, 70 participants were explicitly asked if they have seen instances of
exclusion, whether it took the form of implicit, systemic, or structural biases. Even though only
70 participants were explicitly asked about it, 82 participants talked how such implicit,
systemic, and structural biases exist. Most of these respondents also provided ideas of how to
counter such systemic issues. [see quotes in section below]

Student Participants:
• 67 Student respondents (the first phase of research conducted in the spring included 30 Penn
Law student respondents).
•
•

•

All 67 respondents have taken some sort of concrete action to qualify as an ally.
Of the 67 participants, 56 participants were explicitly asked about whether they’ve seen a
woman being overlooked. Even though only 56 were asked about it, 61 participants mentioned
that they have either witnessed it firsthand or witnessed it and took immediate action to
counter it.
Of the 67 participants, 50 participants were explicitly asked if they have seen instances of
exclusion, whether it took the form of implicit, systemic, or structural biases. Even though only
50 participants were explicitly asked about it, 58 participants talked how such implicit,
systemic, and structural biases exist. Most of these respondents also provided ideas of how to
counter such systemic issues. [see quotes in section below]
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Statistical Analysis of Male Ally Interview Data
The following research was conducted by students in the Women, Law, and Leadership class in
Fall 2020. We show the demographic data of our participants for purposes of disclosure, clarity,
and understanding our analysis.
Students conducted interviews of 92 male allies. 76 of those interviewed chose to provide
demographic information. Of those who provided demographic information, 53 of them were male
students at Penn Law (discussed in the first portion of this analysis) and 23 of them were male
working professionals (discussed in the second portion of this analysis).

STUDENT INTERVIEWEES:

Age:
Descriptive Analysis:

Descriptive Statistics
Age
Valid N (listwise)

N

53
53

Min.
22

Max.
37

Mean
25.06

Std.
Deviation
2.575

Frequency Table:
Age
Valid 22
23
24
25
26
27
28
29
37
Total

Frequency Percent
4
7.5
12
22.6
13
24.5
4
7.5
6
11.3
8
15.1
2
3.8
3
5.7
1
1.9
53
100.0

Valid
Percent
7.5
22.6
24.5
7.5
11.3
15.1
3.8
5.7
1.9
100.0

Cumulative
Percent
7.5
30.2
54.7
62.3
73.6
88.7
92.5
98.1
100.0
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Pie Chart:

Ethnicity/Race:
Please note that in the interest of allowing interviewees to self-identify, “ethnicity/race” was left
open for the interviewees to provide. As such, these ethnic/racial identifiers were provided by the
interviews as what they self-identify as.
Frequency Table:
Ethnicity/Race
Valid African
African American
Asian
Asian American
Black
n/a
White
Total

Frequency Percent
4
7.5
1
1.9
22
41.5
3
5.7
3
5.7
1
1.9
19
35.8
53
100.0

Valid
Percent
7.5
1.9
41.5
5.7
5.7
1.9
35.8
100.0

Cumulative
Percent
7.5
9.4
50.9
56.6
62.3
64.2
100.0
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Pie Chart:

Marital Status:
Frequency Table:
Marital Status

Valid

Single
Partnered
Married
Total

Frequency
46
6
1

Percent
86.8
11.3
1.9

Valid Percent
86.8
11.3
1.9

53

100.0

100.0

Cumulative
Percent
86.8
98.1
100.0

Pie Chart:

28

Children:
Frequency Table:
Children

Valid

No

Frequency
53

Percent
100.0

Valid Percent
100.0

Cumulative
Percent
100.0

On board of any groups throughout law school?:
Frequency Table:
On board of any groups throughout law school?

Valid

Yes
No
Total

Frequency
30
23

Percent
56.6
43.4

Valid Percent
56.6
43.4

53

100.0

100.0

Cumulative
Percent
56.6
100.0

Pie Chart:
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Started or participated in Mentorship Initiatives in student groups?:
Frequency Table:

Valid

Started or participated in Mentorship Initiatives in student groups?
Cumulative
Frequency
Percent
Valid Percent
Percent
Yes
33
62.3
62.3
62.3
No
20
37.7
37.7
100.0
Total
53
100.0
100.0

Pie Chart:
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PROFESSIONAL INTERVIEWEES:
Age:
Descriptive Analysis:

Descriptive Statistics
N

Age
Valid N (listwise)

Minimum
22

23
23

Frequency Table:

Mean
41.78

Std. Deviation
18.228

Age
Frequency

Valid

Maximum
85

22
23
24
25
26
27
33
36
46
50
53
56
60
61
66
85
Total

1
1
2
4
1
1
1
1
1
1
2
2
2
1
1
1

Percent
4.3
4.3
8.7
17.4
4.3
4.3
4.3
4.3
4.3
4.3
8.7
8.7
8.7
4.3
4.3
4.3

Valid Percent
4.3
4.3
8.7
17.4
4.3
4.3
4.3
4.3
4.3
4.3
8.7
8.7
8.7
4.3
4.3
4.3

23

100.0

100.0

Cumulative
Percent
4.3
8.7
17.4
34.8
39.1
43.5
47.8
52.2
56.5
60.9
69.6
78.3
87.0
91.3
95.7
100.0

Pie Chart:
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Ethnicity/Race:
Please note that in the interest of allowing interviewees to self-identify, “ethnicity/race” was left
open for the interviewees to provide. As such, these ethnic/racial identifiers were provided by the
interviews as what they self-identify as.
Frequency Table:
Ethnicity/Race
Frequency
Valid

African
African American
Asian
Asian American/T
Black
Latin American
White
Total

1
1
4
1
1
1
14

Percent
4.3
4.3
17.4
4.3
4.3
4.3
60.9

Valid Percent
4.3
4.3
17.4
4.3
4.3
4.3
60.9

23

100.0

100.0

Cumulative
Percent
4.3
8.7
26.1
30.4
34.8
39.1
100.0

Pie Chart:
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Marital Status:
Frequency Table:
Marital Status

Valid

Married
Partnered
Single
Widowed
Total

Frequency
11
3
8
1

Percent
47.8
13.0
34.8
4.3

Valid Percent
47.8
13.0
34.8
4.3

23

100.0

100.0

Cumulative
Percent
47.8
60.9
95.7
100.0

Pie Chart:
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Children:
Frequency Table:
Children

Valid

No
Yes
Total

Frequency
12
11

Percent
52.2
47.8

Valid Percent
52.2
47.8

23

100.0

100.0

Cumulative
Percent
52.2
100.0

Pie Chart:

Mentorship Initiatives at firm?:
Frequency Table:
Mentorship Initiatives at firm?
Frequency
Valid

N/A
No
Yes
Total

3
11
9

Percent
13.0
47.8
39.1

Valid Percent
13.0
47.8
39.1

23

100.0

100.0

Cumulative
Percent
13.0
60.9
100.0
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Pie Chart:

Participated in mentorship initiatives at firm?:
Frequency Table:
Participated?

Valid

N/A
Yes
Total

Frequency
12
11

Percent
52.2
47.8

Valid Percent
52.2
47.8

23

100.0

100.0

Cumulative
Percent
52.2
100.0

Pie Chart:
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Cross Analysis of “mentorship initiatives at firm” and “participated”:
Mentorship Initiatives at firm? * Participated? Crosstabulation

Mentorship Initiatives at firm?

Total

Participated?
N/A
Yes
3
0
9
2
0
9
12
11

N/A
No
Yes

Total
3
11
9
23

Interviewees whose firm has mentorship initiatives all participated in the initiatives.

Does firm have paternity leave?:
Frequency Table:
Does firm have paternity leave?
Frequency
Valid

N/A
No
Yes
Total

4
6
13

Percent
17.4
26.1
56.5

Valid Percent
17.4
26.1
56.5

23

100.0

100.0

Cumulative
Percent
17.4
43.5
100.0

Pie Chart:
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Taken paternity leave?/Would feel comfortable?:
Frequency Table:
Taken paternity leave?/Would feel comfortable?
Frequency
Valid

N/A
No
Yes
Total

7
5
11

Percent
30.4
21.7
47.8

Valid Percent
30.4
21.7
47.8

23

100.0

100.0

Cumulative
Percent
30.4
52.2
100.0

Pie Chart:

Cross Analysis of “does firm have paternity leave?” and “Taken paternity leave?”
Does firm have paternity leave * Taken paternity leave? /Would feel comfortable? Crosstabulation

Does firm have paternity leave

Total

N/A
No
Yes

Taken paternity leave?/Would feel comfortable?
N/A
No
Yes
3
0
1
2
2
2
2
3
8
7
5
11

Total
4
6
13
23
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In Our Own Voice: The Men of Penn Law Speak
A Nuanced Understanding of Allyship and Intersectionality
These excerpts are part of over 50 interviews conducted with male peer allies by students in the
class on Women, Law, and, Leadership: Fall 2020

“We’ve had over 225 years of independence in this country. It has been hard for
underrepresented groups to have representation, whether it be voting and politics or leadership
positions in companies. This country is diversifying, but we have still not had a female
president.”
---Mihir Awati, 2L

A Thousand Papercuts and Bias Creep
When people talk about “helping the cause”, they automatically jump to the severe cases – the
ones that are blatantly obvious – but how often is that? That’s not everyday discrimination? It’s
those everyday little things that add up – that’s the stuff that needs to get fixed.
----Bhavin Shah, 2L
“It’s almost like a double-edged sword. Women are expected to do all of these duties. And when
women do them, it is used against them in the professional world.”
“I have noticed several instances where women were frequently interrupted and dismissed by
their male peers. Each incident seemed minor at the time. However, cumulatively, they were
quite belittling. When a woman would try to correct or snap at a male colleague for interrupting
them for the nth time or being consistently dismissive of them, they are met with a generally
negative reaction from both men and women for “losing their cool” for one small but rude
gesture.”
“At Penn Law, male allyship is above par for most education institutions. Men often try to
explicitly acknowledge the existing patriarchal barriers that exist in our society and vocalize a
plan to tear down those barriers. However, there are noticeable examples where people’s
explicit words do not match their silent actions such as who they study with or recommend at
important career/education opportunities. Thus, the words are people at Penn Law are
substantially better than other places of education that I have been a part of, but there are more
examples of people interacting and promoting the causes of men that look like themselves over
women.”
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A New Generation of Bias Protocols
Well, I guess what I'm getting at with this is to transition into talking about what we think gender
and race discrimination will look like for our generation in the workplace, because it will be more
subconscious. It will be less overt. So how do you imagine the prevalence of implicit biases coming
up when were attorneys in the workplace? What are areas where you think it could come up?
--- Bianca Nachmani
“So, for example, if someone's giving a compliment to a white attorney, they'll say like, Oh, like
he's really smart he's on top of his stuff. But if they're giving a compliment to me or a black
attorney, they'd be like, Oh, like he's a smooth talker like he's a con man or something that's not
smart but like able to trick people into thinking of things his way.”
“One of the most prominent examples that I can think of is when a woman is being silly or joking,
and their voice is deemed not “professional for the moment.” Men often roll their eyes or remark
that the woman is not qualified or lacking in intelligence. When a man often uses an unprofessional
voice or says something silly, other men (and sometimes women) often laugh and praise this
individual for not being too “serious” and for “having a great sense of humor to relieve the tension
of the moment.”
“I’ve heard that a female senior attorney at a law firm made a private inquiry about the life and
possible post-marital career goals of a junior female attorney (in relationship, about to be married),
and then the junior attorney resigned. Rumor has it (unconfirmed) that the senior attorney was
worried that the junior counterpart’s life focus would not be on her career after the child.”
“When I was being interviewed for an internship, I also be asked questions regarding how to
balance work and family, I assume that if I were a male candidate, I would not be asked that
question.”
“For me, as a straight, white, cisgender male, allyship is defined as (1) being aware of the
discrimination, both individual and systemic, that holds women and BIPOC back; (2) being aware
of your own privilege, implicit biases, and how the white patriarchy environment shapes and limits
your actions; and (3) actively working to empower women and BIPOC. It is also important to note
that today’s discrimination, particularly in elite western society, takes place through a “thousand
paper cuts” perhaps more so than through any one overt action or policy. Allyship requires
identifying these microaggressions, in systems and in ourselves, and working to rectify them.”
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Exclusionary Behavior: When Credit is Stolen
“When someone comes up with an idea, you need to give credit to that person for coming up with
that idea. I know sometimes in the workplace, when you are at a higher level, you tend to not
purposefully take credit, SO I think it’s all about being mindful when you write the work product
of who has helped you or assisted you. I think law school is a good forum to cultivate that.”
“I think one of my biggest pet peeves is when someone doesn’t get credit for their work, and I
think freeloading is very common. That’s something that I’m very aware of, and something I would
never want to do.”
“If it happens unfairly to women, I will tell them to find a new job. It is not worth staying in a job
that misattributes her ideas.”
“If in a public setting (ex: meeting) and this happens in which a male colleague happens to steal,
overspeak, or ignore a female colleague, I will make sure to step in and direct the attention to her
and provide her the proper platform to ensure her ideas are heard. If her idea is taken by someone
else in a blatant manner, I will conduct my due diligence and take the necessary steps to address it
to human resources and subsequently the upper management to ensure the best resolution
possible.”
“I think for this I make sure I am not the one taking credit for the idea and making sure to attribute
the idea to the appropriate person, but being a minority I am sometimes not the person listened to
either, but I do try when I can. So given the power structure, I try the best I can…We have spoken
to Dean Ruger and we assume people in power have been told that but in groups I am in charge of
I see that you get credit for their ideas.”
“A practice tip that I have heard before that if you would like to lift up a woman’s voice, you could
basically highlight what they have said. How do you feel about that? Because I perceive that as
possibly the exact situation where a man says something, “Susan just said this and I really like
this,” and somehow that gives credit to the man, or people remember that he said that, rather than
the original thing. What do you think of that practice, is that a good thing or a bad thing?”
“In my view, this is one of the most crucial elements of ensuring equity and fairness. All too
frequently, the views and opinions of women in the classroom (and in the semi-professional
environments that we occupy as law students) are silenced by combative or otherwise overbearing
men, who either ignore the contributions of women or speak over them. Crediting people is an
important element of this, certainly, but I believe there is more than just this to ensure that credit
goes where it is due. This includes keeping my hand down until a woman is finished speaking, and
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continuing to call back to ideas’ sources even after they are stated in class, for the rest of the
semester.”
“When classmates are shut down simply because they are women, I try to bring up the point for
them and then tell the other side that it was actually her idea and that they should have listened to
her because it was a great point. This way the point gets across and the other person realizes that
they should have acted otherwise. “

Intersectional Identity
“And I do think that Penn does a good job, particularly with people like with the with the race
issue, like they make sure that BLSA students have those extra firm opportunities, particularly
during the spring. I think that is part of it. Like we need to see that more widespread like I don't
know if Penn is particular in that or if that's like something that is true at other law schools. That's
something that like giving, you know, the people of color, more exposure to big firms early on,
and making firms sort of have to have a strategy as to recruit people of color.”
“In China, the effect of man box may be even more serious. In Chinese culture, men are deemed
to be masculine and must demonstrate responding characteristics”
“I come from a very hyper masculine background and culture. One being a black man as well as
Jamaican, I think we are a hypermasculine culture, where the idea of being caring towards women
may be seen as soft. So, I think a lot of those ideas were taught to me, and I have had to do a lot
of work personally to unlearn a lot of the things that were culturally intuitive to me.”

Skepticism about Performative Allyship
“I think I’ve been kind of skeptical of its usefulness. The reason that I feel like I’m skeptical of it
sometimes is that I think it’s really been adopted more widely by corporations to basically name a
certain way of being sort of progressive in the workplace and it’s kind of divorced it from the
content of the work that’s being done. In the wake of George Floyd, all these big law firms came
out with statements of allyship with the Black community and I mean I just think there’s a question
about if a whole bunch of your work is slapping down race discrimination employment suits or
something, and you’re saying, we want to be good allies, there are limits to how much that concept
can be pushed there. I guess the recent fad around allyship has made me reluctant to think of myself
in those terms explicitly, even if it is a useful concept sometimes and it certainly began with really
good intention.”
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“Yes, I think I’m an ally for women. I’m a little skeptical of wearing the label of “ally” as a badge
and self-identifying that way. “Ally” as a status…maybe reconceptualizing it as allying as a verb
is more helpful. Even the best ally can be destructive.”
“For me, allyship centrally is about being in a place where you are supportive of women in a way
that doesn’t overshadow them, so it’s about finding the best way to accomplish whatever their goal
is without taking credit or without being too overbearing in terms of your approach and your
suggestions. It’s about combining being helpful and being hidden.”

Allyship and Interpersonal Change
“Being an ally to women means making sure they are included in every aspect of the workplace.
It means bringing up women’s names in conversation and evaluating and rewarding people based
on their capabilities rather than their gender. It also means standing up for women in a respectful
way that may include speaking to the individual who undermined a woman because of their gender
as a way to address the problem without exacerbating it. Although I do not have much job
experience yet, I fully intend to be an ally for women in the workplace and feel that I have
demonstrated that allyship in the work I have done here at Penn within the clubs I participate in.”

Allyship and Structural Change
“I think part of why I am where I am in law school and pursuing a public interest path is because
I want to be an ally in the fight for social justice and racial justice.”
“A commitment to advance the groups’ interests, but more than just the belief that it's important
to do so – it requires taking affirmative steps towards that goal. “Allyship” is more than just talk
or a bumper sticker.”
“Because systematic and structural bias are always more underlying and unnoticeable. People
sometimes bias against a specific group of people without even noticing that they are doing so.
Under such circumstances, allyship is at the forefront because it can raise people’s awareness of
anti-discrimination. In addition, combating structural bias demands joint efforts, which makes
allyship at the forefront.”
“Without doubt, it is difficult for a minority group who is structurally biased against to fight against
systematic bias themselves. Male allyship is important because it can offer external resources for
combating structural or systematic bias.”
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Allyship in a Time of a Public Health Crisis
“Firstly, the pandemic makes everybody more worried about their well-beings, as well as how to
hold down a job and how to maintain the quality of life. During such a difficult period, allyship
can provide people with sense of security. Secondly, objectively speaking, women are more likely
to face a dilemma during a public health crisis, because they have to do more housework when
staying at home. Thus, allyship is even more important during a time of a public health crisis.”
“During a time of a public health crisis, women will be exposed to more family-related contexts.
As they have to spend more time doing the housework and taking care of their kids, they will have
less time for their career. Therefore, allyship is important since men should undertake their
responsibilities to share the burden with women.”
“I think telecommuting will play an important role in the workplace going forward, particularly in
the aftermath of the pandemic. This should help allow both men and women with family
obligations to better balance those demands with work obligations.”
“Honestly, the more flexibility with work, the better. Unless it means that people are just working
longer hours. I feel like the flexibility also has to come with a commitment to understanding that
people have lives and people. “
“I think in the Covid-era, with work from home, this is something that we’re already doing. I think
generally women are held to a higher standard of dress and makeup and all of that when they go
to the office. I’m sure that this is also true over Zoom, where a woman has to look more puttogether and a guy could get away with just a collared shirt. So maybe a solution would be to
implement a dress code like everyday business casual, or something like that, but unfortunately I
think bias will still exist. If I were in charge and one of my junior associates showed up dressed
like me, I would do my best to remember that there should be no issue with that. “

Proactive Allyship
“Proactive allyship. I've never heard that term before, but I would guess it has something to do
with, you know, making sure that you try to acknowledge the fact that you're missing a perspective,
I'm not sure. But when other minority groups aren't in the room, if something is said about a
minority group I like to ask people where they got their information from. I was like a soft way of
being like “are you sure you're not being biased right now?”
“I can proactively count to five in my head before I interrupt a woman who is speaking to ask
myself if I would interrupt if one of my male friends or colleagues was speaking.”
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“Men mentoring women can make a large impact. However, after the MeToo movement, some
men have definitely become more cautious. Do you fear backlash from overtly supporting women?
Do you think that is a legitimate fear that some males have?”

Fear of Backlash
“I have no fears for overtly supporting women, especially if they are my colleagues and friends.
This is a legitimate fear for some men, however, because they may fear reprisal from male peers
or bosses who prioritize looking out for the “good ole boys” club. I also know male workers who
refuse to look for younger female workers for fear of looking like a “creepy old man.”
“You should only fear backlash if you do something that deserves backlash. It is important for men
to be aware of the gender dynamics and power dynamics in a mentoring relationship, especially if
they are more the more senior person and I think we can all do a better job of being cognizant of
these actions that make people uncomfortable, but I think in general men shouldn’t withdraw or
disengage because of the MeToo movement. They should use it as an opportunity to reexamine
our own behavior and think about practices that we might all engage in and normalize that aren’t
acceptable and should change.”
“I actually did research about the Me Too movement for Davis Polk’s governance group—for this
memo I had to write and in my research—I learned that for a lot of men who did mentor women,
now, they are afraid to take women out on business trips or even have one on one mentorship or
take women up as mentees, or they are even afraid of closing the door when they are talking with
women because they are afraid of the rumors that can possibly start.”
“In my personal experiences, my male friends typically try to be great allies for their female
counterparts. While there may be breakdowns in the event of a relationship or personal falling
out, their words and actions are adequate. However, in scenarios were men are by themselves, it
is important that conversations about women are just as respectful as their male counterparts.
Conversations that are not as respectful create implicit biases about women that could make some
men view women as “less insert admirable characteristic trait here.”
“I think creating space for conversations about sexism or feminism is important to me. I try to be
hyper aware not interjecting myself in a place that I don’t belong as a primary voice as an ally, at
least that’s how I think about allies to the Asian community or allies to the LGBT community, in
that we want them to be supportive and understanding.”
“Allyship is a lifelong commitment to impeding upon the progress of social, economic, and racial
injustice that hinders the progress of marginalized and oppressed groups in society. An ally is
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someone who is dedicated to breaking down these barriers, but the ally must understand that their
personal advocacy for change should not overshadow the voices of those within these groups.”

NOT In Our Image
“I’m a huge sports fan; there’s some news last week, as the Miami Marlins hired the first female
general manager in Major League Baseball. My favorite team is the Chicago Cubs, and I watch
every game. The Cubs President of Baseball Operations, Theo Epstein, after the George Floyd
tragedy said in an introspective interview, “Well, why am I sort of hiring only people that share
my background and look just like me.” I thought to myself and just realized that the Cubs front
office lacks diversity. I think it was nice of him to be introspective and realize that we need to have
more diversity within the game. I just feel like putting women in positions of leadership because
they’re qualified is what allies can do. I’m hoping that more people, like Theo himself stated, and
leaders in other industries recognize that this is something that needs to be more widespread.”
“I think I do try to be proactive. I consider proactive to be going against my bias, going to talk to
someone who I maybe have a negative feeling about. That feels like proactivity to me. I think I
notice exclusion in the law school. I definitely notice professors letting women talk less—you
know, asking a question, student says one sentence, professor jumps back in. The contrast is they’ll
let a guy monologue for thirty seconds, or more. Calling on women less, men talking a lot more in
class if it’s a volunteer-based thing. And I think again if space is made, more people feel
comfortable about talking. I’m not sure how proactive I am at addressing those instances of
exclusion. I’m not proactive at addressing those instances of exclusion, but those are things that I
definitely notice. I also notice frustration from people of color every day, especially I think when
we were in person, often frustration with the legal system or with the way that class was being run,
or with I’m not exactly sure what. But I perceived white students to be happy to be in law school,
whereas some students of color were frequently clearly frustrated by the experience that they’re
having in some way.”
“I try to make the 1ls I interact with aware of the professors who treat people unequally in class.
It’s hard for me to notice these things sometimes, so I consider reputation, and I tell people about
professors with reputations for not being inclusive.”
“Given the virtual environment of this year, this is difficult. Through various affinity groups, I
mentor some women in the law who seek similar job outcomes to my own. I have been meeting
them outdoors in the Law School courtyard to ensure that I can still provide mentorship and paths
to the profession despite our online environment. I also understand that it is incumbent on me to
create an environment that feels safe and comfortable for the people I am meeting with. Until I
know that I have built trust and rapport with someone, I do not want to bring them into a physical
situation where they may be uncomfortable. Similarly, when video calling people, I ensure that
my background is appropriate and lacks even the semblance of unprofessionalism.”

45

“I often see men putting women down and particularly in subtle ways. For example, men will often
cut women off when they are speaking and start telling their own views. In other ways, men will
often try to take credit for results when women have played critical roles. “
“One thing that strikes me about Penn is that there’s a lot of portraits of white men at the law
school. Gendered spaces and bathrooms are fine but we also have to have bathrooms that people
who are non-binary. If we actually want to have work/life balance and let them have families, then
we need to restructure the workplace in a way that’s not assuming that everyone is a white male
with a partner at home taking care of social and family needs. Having rooms architecturally that
allow people to parent like spaces to pump, daycare spaces for people who have young children,
etc. In terms of art, not being tokenistic about representation is really important – part of the
problem is you have all these portraits of white men because the people who your organization has
valued in the past and values today are a lot of straight white men.”

#MeToo
“I am not afraid of being who I really am and what I want to do. People have criticized the #MeToo
movement, but I will not step back. We are now in the 21st century.”
---- Yujie Zhang, Penn Law LLM Student
“I think it's forced society, institutions, and individuals to question to question practices that were
once seen as “normal” or “expected”. More importantly, I think it’s heightened men's awareness
of issues that they were previously impervious to, and I’d like to think that it's encouraged
affirmative action on their behalf to remedy some of the problems that MeToo has highlighted.”

Amplifying Women’s Voices
“I try to be a facilitator or subtle amplifier. Often, I step in when their voices are ignored to bring
them into the conversation. For example, I remember in 1L Con Law I noticed that one of my
black colleagues had raised his hand repeatedly without the professor (apparently) seeing their
hand or, if the professor had seen, their question or comment continued to go unacknowledged. I
then raised my hand and was near-immediately called upon. I said that I noticed my colleague had
a comment or question, and the professor then called on my colleague.”
“Interviewer: How have you put a woman/women on center stage? How would you do it?
Interviewee: Honestly, first of all voting for them, in clubs or hiring decisions.
Interviewer: How do you or will you open the doors to more participation from women and
women of color?”
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Interviewee: As a 3L law student, I am limited in the number of doors that I have control over.
However, on the Journal of Constitutional Law, I have some control over the makeup and
composition of our next board, as well as the tenor of our current (virtual) social gatherings. I will
not allow the Journal to foster a “Boy’s Club” atmosphere and avoid social gatherings that have a
tendency to create those environs.”
“Living in a single-parent household where my mother and grandmother (both black) were my
primary caregivers, I have gotten a first-hand look at the barriers they have faced or are facing
currently. Then again, there is not one time I’ve seen my mom come home and bring whatever
issues in her life into the home. Obviously, this gives me a greater perspective on things, but I
believe it is my duty to open doors to more participation from women and women of color. I have
seen with my own eyes two women of color make the most out of their situation despite the barriers
placed in front of them. Now it is my turn to pay that forward so that women and women of color
can take pathways to success without having their voices go unheard or their opportunities are
limited because of social/gender/racial/economic inequalities.”
“We also need to stop relegating WOC to typical ‘Chief Diversity Officer’ or ‘Head of Diversity
& Inclusion’ positions only.”
“As a former basketball player and a huge fan of women’s basketball/women’s sports, I understand
that women’s sports are a hotbed of negative chatter surrounding the game and the athletic abilities
of women. There are plenty of stereotypes that have hindered the progress of female athletes, so I
have found myself making it a point to share highlight videos and retweet them when they do
happen. For my Senior Project, I focused on the effects of institutional control on female athletes
by interviewing several athletes from my alma mater about their experiences with sports and
gender. I gave a brief history on the lack of progress that female athletes have made in their
respective sports due to barriers created by men, women, and institutions like the NCAA and the
media who have failed to represent the women who compete in their respective sports. My work
is not finished with this project as I plan to represent women’s basketball players from a marketing
perspective in the future to help grow the game I love so much and amplify the voices of women’s
basketball players who have regularly contributed to a lot of social justice initiatives.”
“ I suppose that one particular story comes to mind, and certainly I didn’t put this woman on center
stage, but I had this close friend in grad school who was a woman (I went to school for music) and
she was a euphonium player, which is a low brass instrument. Music in general, but that subset of
the music field of people who play brass instruments, is heavily male dominated, and I guess
women sometimes face greater than normal challenges breaking into that field. This friend of mine
started her own social media channel/network and it kind of centers, among other things, what it’s
like to be a woman in that field. I think that’s hugely important, so I always wanted to do everything
I could to support her in doing that because it is such a valuable thing. Even though it affects only
a small part of a pretty niche industry, I always wanted to be there for her if she wanted guidance
on how to say something, how to present something, how to organize or execute certain things, or
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how partnerships work. And it’s taken off lately, which I’ve been glad to see. I would never take
credit for putting her on center stage, but she certainly is on center stage now and I hope I helped
her out a little bit in getting there. “

A Seat at the Table:
“I mean, literally, I feel it's important to be like: “Oh, come sit down.” I've gotten into that dynamic,
actually meetings, where it's very actually charged, who actually sits at the table. My boss was
supposed to be like: “Oh, come take a seat”, which I think has a lot of meaning and power in and
of itself. And I also think that it's an issue of listening to their ideas and taking them seriously,
especially even if they're not the most senior person, because often the most senior people are not
members of those groups.”
“At no point should your personal stake in this issue overshadow the voices of women. Your voice
should never be at the forefront as men in particular are regularly at the forefront of conversation
and tend to dominate discussions without even realizing that they are. If the goal is to showcase
how admirable of a feminist you are, it only contributes to the challenges women must overcome
to have their voices not only be heard but for action to take place regarding breaking down these
barriers of injustice they are faced with. It’s not about you.”

External Pressures from Clients
“When companies like Microsoft make it clear that they factor diversity and inclusion in their
hiring efforts, and will reward performance, it changes the way firms approach the work and the
issue. it reinforces and accelerates our own work and makes it clear that there’s a business case for
diversity and inclusion.”
“I mean, definitely whatever Microsoft was doing to make them more diverse, to make them hire
a strong class, I would follow their example. If they have a way to get people onboard, I’m down
for that. I think also within the firm, if we’re working with a Microsoft team, and they want to
make sure they’re working with a diverse pool, I’ll staff in accordance with that. It is a little bit of
cherry-picking, like, “Okay, this Asian associate hasn’t worked on a lot of deals compared with
other people, let them have this opportunity.” A lot of the time I think people shy away from
quotas, and shy away from labeling based on ethnicity, but I think at a certain point that’s just how
the world works. If you want to have diverse people, it’s about giving as many opportunities as
equally across the board as you can, because you’re assuming that when you hire them in that
everyone is capable of doing the work.”
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Debiasing the Workplace:
“I think the way it’s done is a problem. The fact that you only have a number of schools that have
the Big Law statistics, like Penn, is a problem. Law firms are very selective with the schools they
go to. They take from Penn, Columbia, the T14, and I think within the T14 it’s getting better, but
still needs to improve in becoming a more diverse body of students. I think what recruiters should
be doing is looking to other schools. At a lot of these t14 schools if you look around, it’s a lot of
similar types of people. There are people whose parents and grandparents all went to the same
school.”
“I think, to answer your question, the law firms have to be looking outside of the T14. There are
people who got into Penn law and they couldn’t afford to go to Penn law, they didn’t get financial
aid, they didn’t get a scholarship, and they’re at another school. They grew up in a low-income
neighborhood. And they go to a school that law firms aren’t even looking at. Maybe it was close
to home and that was what they needed to do. I think law firms need to be looking at other schools,
particularly schools that have diverse populations and diverse law students. I think the T14 still
has room to improve. “
“It’s kind of weird having a “chief” diversity officer — I get that you need a leader, but isn’t the
point of diversity to have as many opinions and views as possible? So, I would try to have as many
diverse people as possible and anyone who wanted to join can, like a town hall sort of thing.
Members will be elected to committees. I don’t necessarily think it’s a good thing to just go out
and hire diversity consultants. I think if you’re trying to make a firm reflective of its culture and
its people, you have to get the people within the firm onto the committee, so there’s less
bureaucracy and there’s fewer outside people managing the people who are there.”
“For the idea of workplace I think we have to start with what “work” means. I won’t go back to
far to Marx or something. But I do think “work” is not just people make earnings to support
themselves and their families, but is an important part of somebody’s identity, and is closely tied
to their self-evaluation and their self-dignity. Because, I mean, if you don’t have that kind of
independency psychologically and economically, I can’t see the situation that you really have a
healthy life. So when we speak about the equal rights in the workplace, we’re not just talking about
the equal pay. “
“I do think one of the very influential and stubborn stereotype of women in workplace is that
female leaders resemble men, or their masculinity is just as much as men. I think that is a very
poisoning stereotype, because if you promote a female leader under this logic, you are basically
not promoting a female. You are promoting her just because she is very much a like a man.”
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“So, one thing for sure 100% is blind applications. I feel like that that should just be done. I actually
like the idea of mentorships a lot. I like the idea, and I don’t know how strong this is, but I feel
like every class should have a little buddy in the next class.”
“I think having an HR system that's dedicated to robustly investigating complaints. And people
feeling like they are able to and feeling like the organization takes allegations of gender bias
seriously. I feel like that would go to, hopefully, ameliorate and help improve the situation. But I
feel like there's an unconscious—sometimes, it's like people prefer certain people, their own
groups, and then they'll gravitate towards them and want to mentor them. And so, if we were in
more of a formal mentorship program, pairing people up who normally wouldn't gravitate towards
each other initially, maybe that would be one way to address this.”

Our Class:
“Interviewer: We are both taking Women, Law, and Leadership class with Professor Rangita.
The class focuses on leadership and eliminating the struggles women face in the workplace. Why
did you choose to take the class, and in your opinion, what does it mean to be an ally?
Interviewee: That is really why I took the class – the male allyship aspect. I think I always
understood that it was an issue that women face, especially in the legal profession. Where I wasn’t
so clear on is what I can do to help, and that’s really why I wanted to take this course.”
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Thousand Papercuts Survey
By Cordelia Mikita
Results are part of a survey conducted with 52 respondents from the class on Women, Law and
Leadership, Policy Lab on Sexual Harassment, and members of the Penn Law Women’s
Association.

Introduction and Analysis
In conjunction with the Leadership Lab, a survey was circulated to assess the baseline experiences
of gender bias amongst the class. Intended to extend the observations on the prevalence and impact of
gender, racial, and other identity-based biases and sidelining practices in the workplace offered by
Deborah Rhode, Jessica Fink, and the 2020 McKinsey study, the survey inquired into our community’s
experiences as a new generation of women and allies in the workforce. As Dean Rangita de Silva de Alwis
observed during a Leadership Lab discussion, while past generations of women faced “daggers,” the
advent of antidiscrimination laws, shifts in culture, and diversity initiatives have blunted some of those
sharp edges. What we now face is more difficult to distinguish and as a result more difficult to combat. It
is important not only to identify which overtly discriminatory practices have withstood the test of time, but
also to create a language for the new, less visible and more pernicious, set of sharp edges we have faced
in our own educational and professional careers.
A comprehensive, anonymous survey was circulated amongst the Leadership Lab students,
including a mix of fixed and free response questions. A smaller subset of questions from that survey were
then circulated amongst the wider cohort of female Penn Law students. The following graphs reflect the
combined responses of 52 Penn Law women.
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Thousand Papercuts Survey: The Raw Data
Figure 1: Have you been criticized for being too soft-spoken or not assertive enough?
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Figure 2: Have you been criticized for being bossy or aggressive?
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Figure 3: Have you been hesitant to take on a leadership role because of criticism of your behavior?
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Figure 4: Have you been hesitant to speak up or speak frequently in meetings or group settings because of
criticism of your behavior?
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Figure 5: Have you been spoken over or ignored in a meeting or group work setting?
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Figures 1-4 highlight that more women have self-censored or been concerned about foregrounding
themselves in the workplace for fear that their behavior will be criticized than have actually received those
critiques. While 42% of respondents were criticized for being too soft-spoken, and 37% were criticized for
being too bossy, 54% were hesitant to take on leadership roles and 71% were hesitant to speak up in group
work settings in anticipation that doing so would trigger criticism of their behavior. This disparity in the
data suggests that the anticipation of bias alone can impact women’s experience of, and success in, the
workplace. Figure 5 underscores that even where women do overcome the impulse to self-censor and speak
up, they are often ignored or disrespected.
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Figure 6: Have you pressure to change the way you dress, style your hair, do (or don't do) your makeup
for your job or for law school networking events?
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Figure 7: Respondents’ Experiences of Bias in the Law School Context
A professor or peer has made a joke that made you feel
uncomfortable, unwelcome, or unsafe.
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Figures 6 and 7 demonstrate that the pressures respondents feel in the employment context are also
present, though to a lesser extent, in respondents’ educational experiences. 62% of respondents felt
pressure to alter their appearance for the workplace and networking events, and 29% felt this pressure
even while attending classes. An even larger subset of women felt the same pressure detailed in figures 3
and 4, with 58% feeling the pressure to self-censor at school. Likewise, in addition to the perception and
anticipation of bias, respondents experienced actual bias: over a third of respondents had trouble when
trying to participate in class, more than half experienced uncomfortable comments from peers or
professors, almost half struggled to connect with their professors outside of class, and nearly a third felt
that they received more criticism from professors than did their male peers.
A holistic view of the data presented in figures 1-7 suggests that in law school and workplace
settings, women suffer not only from actual bias and discriminatory practices, but also from the anticipation
of these experiences. Respondents’ willingness to engage and to bring their whole selves to these settings
was negatively impacted even where they did not actually face overt expressions of bias, highlighting that
the obstacles to women’s leadership extend beyond rooting out expressions of gender bias to addressing
the anticipation of that bias. Until women feel secure in the knowledge that they can being their whole
selves to the table, free from the pressure to self-censor to preempt discrimination and biased critiques,
they ability to engage fully and take advantage of leadership opportunities may be negatively impacted.
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Survey Open Responses:
Below is a collection of open survey responses from our “Thousand Papercuts Survey.” We have
organized some of the responses to the questions under major themes that we found in the survey
respondent’s answers. The question that the comment is in response to is noted in the parentheses, along
with the respondent’s demographic information.

1. Comments on Image (Race, Clothes, Body Image, Class, and Background)
“In law school, especially in my section, there weren't a lot of Asians/Asian-Americans. Not only did it
feel alienating, but I also felt some sort of social pressure to fit in - whether that be dressing in a certain
way or speaking in a particular way.” (Q35—Asian Male, Age 20-24, USA, Education and Public
Defender)
“Pantyhose are big. But generally, I just hate law school dress expectations for women and I’m not
comfortable” (Q35—White Female, Age 25-29, USA, Government)
“I have to wear formally after became a law student.” (Q35—Asian Female, Age 20-24, China, Law
Firm)
“During lunch, some of my Asian-American peers gathered to discuss their experiences in law school ranging from cold calls to making friends and how their ethnicity may have played a role in making
friends and in cold calls.” (Q44—Asian Male, Age 20-24, USA, Education and Public Defender)
“I feel like I am considered "unprofessional" if my hair and makeup are not done perfectly; but also, it
all needs to be *just right*-- not too bold, etc.” (Q35—White Female, Age 25-29, USA, Construction)
“I've been told that "traditional" partners at firms prefer women in skirt suits, so even though I do not
enjoy wearing skirts I do so during interviews "just in case".” (Q35—Asian Female, Canada/USA,
Education and Non-Profit Legal Aid Organization)
“There's a feeling that if I don't dress well and be good-looking, I will be underestimated as a professional
female lawyer. But if I do makeup and dress well every single day, people would think I put too much
attention on looks, thus not qualified for my job.” (Q35—Asian Female, Age 20-24, China, Law Firm
and Court, LGBTQ+)
“In law firms, boss would not like to see dyed hair especially when you are a male employee.” (Q35—
Asian Male, Age 20-24, China, Law Firm, LGBTQ+)
“I feel pressure to wear makeup in order to adhere to unspoken "professionalism" standards.” (Q35—
White Female, Age 20-24, No Experience Before Law School)
“In professional settings at law school, I have consistently felt as if, as a woman, I need to be "pretty" in
addition to professional. Further, I have had to think about whether it will matter for me to wear a skirt
suit vs. a pant suit, as some firms and older professionals still consider pantsuits for women to be
unprofessional.” (Q35—White Female, Age 20-24, USA, Law Firm/Scientific Research/Customer
Service/Higher Education/Government)
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“I don't feel pressure per se, but more of an expectation to dress in a certain way.” (Q35—Asian Female,
Age 20-24, USA, Education/Government/Non-Profit)
“Depending on the market or position for which I am interviewing, I have felt pressure to wear a skirt,
certain colors, and jewelry to appear more "feminine," or pants to appear more "serious."” (Q35—White
Female, Age 20-14, USA, Law Firm/Education)
“My hair is naturally curly, and at times I have felt inclined to straighten my hair to appear more
"professional" at networking events. These inclinations have occurred because of the negative comments
I have received when my hair was natural.” (Q35—Asian/Black or African American, Female, Age 2024, USA, Law Firm)

2. Instances of Allyship and the Importance of Allyship When Needed
“I sought out mentors at all of my jobs. The relationships were very productive and helpful.” (Q29 –
White Female, Age 30-34, USA, Education and Private Sector)
“Sought out, and it was productive.” (Q29—Female, Age 25-29, USA, Financial Firm)
“More or less—my most productive mentors were not necessarily my supervisors usually.” (Q29—
Asian/White Female, Age 20-24, USA, Company)
“The relationship was productive. We spoke about my plans for law school and beyond. He made
himself available through email and text - it was really easy to get a hold of him.” (Q29—Asian Male,
Age 20-24, USA, Education and Public Defender)
“Yes, I have and they did not really seem that invested.” (Q29—Black or African American Male, Age
25-29, USA/China, Law Firm and Education)
“Yes I have. However, I don’t think such an arrangement is effective. My mentor, a white male, just
broke our appointment.” (Q29—Asian Female, Age 20-24, China, Law Firm)
“Yes, the relationship was productive. The mentor made themselves available and expressed interest in
my professional and personal goals and wellbeing.” (Q29—White Female, Age 25-29, USA,
Construction)
“In a class discussion on the racist SC case Korematsu, a professor was grilling a white male student.
He wanted to know what percentage of Japanese-American citizens being spies would make this student
okay with putting all of them into internment camps. The student refused to take the bait, and repeatedly
said that no percentage would make those actions okay, which I appreciated. It was a small thing, but I
remember it.” (Q44—Asian Female, Canada/USA, Education and Non-Profit Legal Aid Organization)
“Yes, it was extremely productive, and my mentor still checks in on my career even though he and I
have both since left the company” (Q29—Asian/White Female, Age 25-29, USA, Law Firm/Education)
“I make an effort to tell the person they did a great job and the professor or peer was just being
unreasonable.” (Q43—Asian Male, Age 20-24, USA, Education and Public Defender)
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“I am grateful for expressions of sympathy when I share a troubling experience.” (Q44—Asian Male,
Age 35-39, USA, Retail and DA’s Office)
“Yes, I found the relationship to be productive and my mentor did make themselves available and
expressed an interest in my professional and personal goals. Arguably, maybe not so much my personal
wellbeing (i.e. encouraging to take on way too much work).” (Q29—Black or African American Male,
Age 25-29, USA, Law Firm/Financial Firm/Political)
“Yes - the most recent example of this was an incredibly productive relationship where the individual (a
woman) went out of her way to check on me and make herself available when it came to chatting or
providing me with assignments. I have had other "professional mentors" before but none as productive
if as this.” (Q29—White Female, Age 20-24, USA, Law Firm/Scientific Research/Customer
Service/Higher Education/Government)
“A common and effective method of productive allyship is repeating a female/minority colleague's point
during a meeting or class discussion to make sure their voice is amplified and not overlooked.” (Q44—
Asian Female, Age 20-24, USA, Education/Government/Non-Profit)
“In light of the ongoing Black Lives Matter movement, I have heard many distasteful and off-color
comments regarding both the movement and those actively participating in it. I, myself, am not black,
but I do support this movement. Although none of the comments I have heard have been in the
workplace, I have spoken up so as to quickly shut down any sort of negative conversation. I have also
~tried~ to provide some helpful insight and background in an effort to educate those making ignorant
comments, though I fear these efforts were futile.” (Q44—White Female, Age 20-14, USA, Law
Firm/Education)
“To be candid, the first instance of productive allyship I am noticing has come from Professor Rangita's
Women, Law, and Leadership course. Before, I have not witnessed nor engaged in productive allyship.
That is the problem -- we need more allies in the professional setting as well as in the classroom.” (Q44—
Asian/Black or African American, Female, Age 20-24, USA, Law Firm)

3. Why is Allyship Important?
“In general, I feel quite lucky to have met people who do not make me feel uncomfortable and have had
professors who do not either. In class, I don't really see that many instances of allyship other than giving
credit or advocating for a certain position.” (Q44—Asian/White Female, Age 20-24, USA, Company)
“When I worked in my previous law firm, the associate attorney who was my supervisor was extremely
good at encouraging new lawyers. He was kind and considerate, which significantly improved my
confidence and efficiency.” (Q44—Asian Female, Age 20-24, China, Law Firm)
“In the last few months, there has been a lot of anti-semitism in the media, including anti-semitic
comments by celebrities and activists. Very few non-Jewish people, including those who are generally
socially and politically active, expressed outrage. One of my non-Jewish friends shared these instances
on her social media. She even called out figures who have other oppressed identities and whom many in
progressive circles are reluctant to hold accountable.” (Q44—White Female, Age 20-24, USA, Law
Firm)
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“After telling my male coworker that I felt like my boss didn't listen to me as closely as my boss listened
to him, my coworker started bringing attention to things that I said but that I hadn't been acknowledged
by saying "as (my name) said earlier, _____" or "I think (my name( made a great point when she said
____". It amplified my voice without taking credit for my thoughts or ideas, which had been happening
prior to my talking to him.” (Q44—White Female, Age 25-29, USA, Construction)
“When experiencing street harassment, I have had another woman (who I did not know) step in to tell a
guy off and walk me to my destination. In the workplace, I had some great male coworkers who made
sure I was heard in meetings or given credit for ideas.” (Q44—White Female, Age 25-29, USA,
Education)
“I wish I had more examples, but I always note when my male peers at Penn Law amplify females voices
in class and on sites like GroupMe.” (Q44—White Female, Age 20-24, USA, Law Firm)
“I usually try to be helpful whether it be listening to a problem and/or trying to identify a solution. I'm
not sure I've seen effective allyship in terms of directly addressing the problem head-on (i.e. confronting
a person/s).” (Q44—Black or African American Male, Age 25-29, USA, Law Firm/Financial
Firm/Political)
“A co-work this summer asked how he could be more mindful of not treating women differently and
how to be a better ally in general.” (Q44—White Female, Age 25-29, No Experience Before Law
School)
“I have had male TAs give me the confidence to approach professors about internship and job
opportunities. Male professors have also been willing to mentor me and support me with graduate school
and internship applications.” (Q44—White Female, Age 20-24, No Experience Before Law School)
“I think the most productive instance of productive allyship that I have seen thus far as been when I was
spoken to by a professor in an incredibly discriminating way in a small group setting. Other students
were willing to speak up and question why he chose to target me in that way when he did not target
others in that way.” (Q44—White Female, Age 20-24, USA, Law Firm/Scientific Research/Customer
Service/Higher Education/Government)
“I wish that there were more women present in the work settings I have been a part of because I believe
there is strength in power and creating the opportunity for women to support women in a professional
setting is a great way to combat the aftermath of the "papercuts."” (Q43—White Female, Age 20-24,
USA, Law Firm)

4. Requests to do Trivial Tasks
“A man walked into the office and saw me, and even though I was wearing business formal clothing,
immediately assumed that I was either an intern or a secretary and began asking me for help. I didn't
report it or respond, because I WAS an intern, but I do not think he would've made that assumption if I
was male and/or white.” (Q10—Asian Female, Canada/USA, Education and Non-Profit Legal Aid
Organization)
“It didn't happen to me in the law firm, but when I was leading a debating society back in the university
where I got my first law degree. When the male co-leaders are having a dispute or unsatisfied with the
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status quo, I was always the one comforting them and solving all the problems eventually.” (Q31—
Asian Female, Age 20-24, China, Law Firm and Court, LGBTQ+)
“I once was asked to print out baseball tickets for a male partner at the law firm where I interned. It still
stands out to me now—not because it made me feel badly at the time, but because I know it was not
right.” (Q30—White Female, Age 20-24, USA, Law Firm)

5. Staying Silent or “Prove it Again” Mentality
“I discuss it with friends and family. If I'm speaking directly with someone, I'll usually point it out though
sometimes I don't, which I've been wondering if I should change that.” (Q43—Asian/White Female, Age
20-24, USA, Company)
“During my experience in higher education, I've had to explain certain cultural behaviors with the racial
group I identify with. Basically explaining stereotypes to persons of a different race.” (Q30—Asian
Male, Age 20-24, USA, Education and Public Defender)
“Sometimes I would try to argue against such discriminations, but in most of the situations I would
remain silent. I wish I could be brave enough to express myself. I wish I could have allies who told me
I was thinking in the right way.” (Q43—Asian Female, Age 20-24, China, Law Firm)
“I approach these instances with a "pick your battles" mentality, because I feel like if I said something
every time I saw something (i.e., when there's a small paper cut), people would stop taking me seriously.
That being said, I am much more likely to stand up for others than I am for myself. Specifically, when
my male peers make slanted comments or jokes that land on the "bigger paper cut" side of the scale, I
do tell them that's not okay. Sometimes I do that in a gentle, joking way, but I do say something. It has
to be something truly rude for me to say something to male peers when those comments are directed at
me.” (Q43—White Female, Age 25-29, USA, Construction)
“At the bank that I used to work for, as a male, my other male coworkers sometimes talked to me and
made distasteful jokes and comments about female colleagues or women in general, and I honestly had
no choice but to nod along. I know I should've told them that it's wrong to say something like that, but I
know perfectly well that if I speak up, they would laugh at me for being too politically correct and too
sensitive, or even isolate me because I can't take a "joke." For a young professional like me, holding
back opposition seems like the rational choice here. I wish the department head would get involved, but
I don't know if he would even give it proper attention.” (Asian Male, Age 25-29, USA, Financial Firm)
“I would speak up if it's an issue that's happened multiple times with one person/situation for a while,
but in other instances I don't do or say anything. It's sad but law school is a "professional" school
(different from college), and as a first-generation student who has no connections, I avoid conflict
because I will suffer from burned bridges more than someone in a more privileged (wealthier, white,
male) position. I wish I was in a better position to say something, of course.” (Q43—Asian Female,
Canada/USA, Education and Non-Profit Legal Aid Organization)
“No. I personally was sexually harassed by male colleagues during my internship in a law firm and a
court. I also witnessed another female intern failed to stay in the law firm because the partners (both
male and female) preferred male candidates. None of us reported for fear of losing further career
opportunities.” (Q10—Asian Female, Age 20-24, China, Law Firm and Court, LGBTQ+)
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“I wish I could be brave enough to speak for myself. But I'm usually afraid to do so because I'll be
considered aggressive and "unsuitable to survive in the workplace.” (Q43—Asian Female, Age 20-24,
China, Law Firm and Court, LGBTQ+)
“That's true. But I think it is because my culture (and many cultures) don't encourage women to talk
about their achievements when men brag about trivial things all the time. I personally am reluctant to
talk about my achievements, so people don't pay much attention to what I did.” (Q39—Asian Female,
Age 20-24, China, Law Firm and Court, LGBTQ+)
“I often feel uncomfortable with what is happening but also feel uncomfortable speaking up. I usually
regret not saying something and afterwards I think of all the things I wish I had said, but I often find it
hard to be assertive in a diminishing moment. In these moments, it would be helpful for someone, like
a male colleague, who is not being diminished to step in and say something.” (Q43—White Female, Age
25-29, USA, Education)
“I discuss it with peers, because it helps me to reach out to people and have my experiences and emotions
validated.” (Q43—White Female, Age 20-24, USA, Law Firm)
“I usually avoid it, but I wish I would speak up during those instances.” (Q43—Black or African
American Male, Age 25-29, USA, Law Firm/Financial Firm/Political)
“I wish someone would stand out and support me, instead of saying nothing in the public.” (Q43—Asian
Male, Age 20-24, China, Law Firm, LGBTQ+)
“I usually brush them off because I know my value and I know I earned my spot. I have confidence in
myself and I will make it known to others that I am just as capable as anyone else” (Q43—White Female,
Age 25-29, No Experience Before Law School)
“Consistently, I wish that I would have spoken up more, and I wish that when things were said to me
that others would have spoken up if they were around. Many of the things that have happened to me
often happened when I was the only woman in the room, which makes me wish that, in particular, men
were willing to speak up more. Typically, my MO is to defend myself by working harder.” (Q43—White
Female, Age 20-24, USA, Law Firm/Scientific Research/Customer Service/Higher
Education/Government)
“Candidly, there have been many times in which I do not realize in the moment that I am experiencing
one of these "paper cuts." It is only upon further reflection and the benefit of hindsight that I realize it.
Consequently, I often do not do anything. Of course, I wish I stood up more in such instances, but I am
also cognizant of where I stand on a proverbial "totem pole" at work (at the bottom) given my age and
experience, so I do not want to draw negative attention to myself or create enemies at work. What I wish
is that others, with positions of authority, would interject and correct--or at least acknowledge--the
injustice that has occurred or is occurring, so as to not only make me or the "victim" feel more seen and
heard, but to also make sure the perpetrator of the "paper cut" realizes what they are doing or have done.
As we have discussed, these "paper cuts" can often be the consequence of unconscious biases, so often
times, those handing out these "paper cuts" do not even realize they are doing so; making them more
aware of their actions and the negative consequences certain behaviors have can help mitigate future
harms.” (Q43—White Female, Age 20-14, USA, Law Firm/Education)
“Generally, I speak out to someone -- whether it be a peer, family member, faculty member. I also wish
peers were more inclined to recognize discrimination and speak out against it.” (Q43—Asian/Black or
African American, Female, Age 20-24, USA, Law Firm)
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“I wish I would have done more to lift up my peers' voices and accomplishments, even with something
as simple as acknowledging them or thanking them.” (Q43—Asian Female, Age 20-24, USA,
Education/Government/Non-Profit)

6. Instances of Discrimination
“It wasn't an outright pick family commitments or your job. Rather, the work got too overbearing and
you had to sacrifice familial commitments to get the work done.” (Q32—Asian Male, Age 20-24,
USA, Education and Public Defender)
“No, I did not. In one part time job, I experienced gender discrimination in the form of unequal pay
(the men in the company were on a higher pay scale than the woman) but employees were not allowed
to discuss pay with each other, so there was never enough evidence at the time to raise it. I was passed
over for a promotion in that job because I was "too assertive." As a teacher, I fortunately rarely
experienced harassment or discrimination in the workplace. Once as a substitute, an older male teacher
creepily looked me up and down, but this did not seem overt enough to report anything. As a teacher in
my own classroom and on teams with other teachers, I did not experience harassment or
discrimination. I received many comments questioning my effectiveness as a young female teacher
(students must be so distracted by you, etc.) but these comments all came from people outside of the
workplace.” (Q10—White Female, Age 25-29, USA, Education)
“My mom works in a corporate job, and when I was younger, other mothers shamed her for being a
working mother. I felt guilty and embarrassed on her behalf.” (Q43—White Female, Age 20-24, USA,
Law Firm)
“Reported racial discrimination to a superior to take to higher admin. Experienced sexual harassment
and reported to higher admin. Experienced gender discrimination but did not report” (White Female,
Age 25-29, USA, Government)
“I had to decide between work events and church on Sundays.” (Q32—White Female, Age 20-24, No
Experience Before Law School)
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Some Open Responses
I’ve gotten good at being selective in terms of who I associate with. Because racism is a
dealbreaker for me there are classmates/colleagues with whom I will not build connections. That
effectively limits my relationship- building efforts which can translate to missed opportunities
down the line. Penn’s network is already small so limiting it further is unfortunate and puts me
at a disadvantage compared to some of my peers. If Penn were more proactive about selecting
only students who were committed to an inclusive environment, I wouldn’t be at a disadvantage.
I dread the feeling and the need to overcompensate in assignments because of the stereotypical
atmosphere of Black people/ POC “never being good enough”. I equally feel pressured and at
times, irritated, at having to address diversity issues when others, who essentially are apart of
the problem, are silent. These sorts of conversations must be discussed amongst non-POC or
these perpetual issues will never be fixed.
In different contexts, from professional interviews to leadership boards of student organizations,
I've often felt confronted by white women specifically who try to undermine the message I'm
attempting to convey by acting in a subversive way to ask "questions" and share their opinion
about a race-related issue being "perhaps to political" or certain language being too "scary."
White such as "white supremacy," "state-sanctioned murder" of black people, and references to
the Black Panther Party for instance are a few noteworthy topics with which I've been met with
resistance. The outcome is that the resistance destabilizes me, and the burden shifts to me, a
Black woman to placate a white woman's feelings of discomfort about her own whiteness and
complicity in perpetuating white supremacy and preserving the presumption of innocence
associated with white womanhood. Rather than accepting the words that I chose as reflective of
racial realities, challenging my known lived experiences and undermining them as less than, is
harmful and hinders meaningful intersectional dialogue.
I feel as though I've been labeled a quiet black girl, who must constantly fight to not be
overlooked or for my ideas to be heard in non-poc spaces.
I have spoken up during class to hold professors to account when they have assigned materials
or lectured in a way that felt "intellectually irresponsible" (a term I use for culturally insensitive
and/or lazy logic). I fear this might be framed as aggressive.
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Female Lawyers in China: An Empirical Study of their Career Satisfaction,
Male Allyship, and Workplace Stress
Ziguo Yang
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“You cannot change what you cannot see”
---Joan Williams: Bias Interrupters
Introduction
In this chapter of the report, we adopted a combination of quantitative and qualitative approach to
analyze whether female lawyers in China are satisfied with their jobs, what obstacles they are
facing, and whether they perceive their male colleagues as their allies. Our data were collected
through online questionnaire and cover more than 440 female lawyers in China. Based on these
data, we conclude that female lawyers in China are still suffering from gender bias in the
workplace, and the biggest obstacle prevents them from breaking the glass ceiling lies in
childbearing. While female lawyers are aware of implicit gender bias, they tend not to regard
combating the bias as their foremost concern.
The first part of this chapter will introduce our methodologies of data collection, the design of the
questionnaire, as well as how we analyzed the data.
The second part will be quantitative descriptive analysis. Through frequency distribution tables
and graphs, we will present the basic information of the respondents, including ages, years of
practice, educational background, types of law firms they are working for, positions in the firms,
and their annual incomes.
The third part will present the results of the Likert scale question in the questionnaire. We first
tested the reliability and validity of the data through Cronbach-α coefficient, KMO and Bartlett’s
test. We then applied the independent samples test to illustrate the relationships between female
lawyers’ fertility decision-making and their job satisfaction level, perceptions of male colleagues,
and workplace stress.
The fourth part will be qualitative analysis. We will present qualitative data to represent the
opinions or views female lawyers have on gender equality in China’s legal industry.
1 Methodologies
In October 2020, we established the online questionnaire on wjwlkj.wjx.cn to collect information
from female lawyers in China. 22 The questionnaire was distributed through WeChat, Douban, and
emails. We distributed the questionnaire through our social network, sending the questionnaire to
alumni, previous colleagues, acquaintances who work as lawyers, and members of the “Self-Help
Group for Female Lawyers” on douban.com. Several red circle law firms and global law firms in
China were also invited to participate in the research. The questionnaire has had 528 hits within
two months, and 442 respondents finished the questionnaire. The average time taken to finish the
questionnaire was 257 seconds. And over 80% of the respondents submitted their answers from
Beijing or Shanghai.

22

The link to the Chinese version of the questionnaire: https://wjwlkj.wjx.cn/jq/98070310.aspx
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The questionnaire consisted of thirteen multiple-choice questions, one Likert scale question
divided into three dimensions and eighteen statements, two open-ended questions, and one ranking
question. 225 respondents answered the open-ended questions.
The multiple-choice questions investigated the respondents’ basic information, experiences of
being sexually harassed, and their attitude towards impacts of childbearing on their career. The
Liker scale question covered the respondents’ attitude towards three dimensions, namely career
satisfaction, male allyship in the workplace, and workplace stress. The ranking question invited
the respondents to rank the priority of factors that affecting their fertility decision-making. The
open-ended questions asked the respondents to explain their gender preference regarding leaders
and request them to provide comments on gender equality in China’s legal industry.
To fully understand the data, we combined quantitative analysis with qualitative analysis, which
enabled us to better examine the validity of the assumptions according to the understandings and
opinions of the respondents (Guinier, Fine and Balin, 1994, p. 9).
Considering the limits of collecting data through social network, we focused our attention on the
experiences and attitude of young female lawyers who graduated from top law schools
domestically and globally.
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2 Quantitative Descriptive Analysis
Option
Year of Birth 1960-1969

Years
Practice

Highest
Degree

Type of
Firm

Position

Annual
Income

1970-1979
1980-1989
1990-1999
of Less than 5 years
6 to 10 years
11 to 15 years
16 to 20 years
More than 21 years
Bachelor’s degree
Master’s degree (domestic)
Master’s degree (overseas,
LL.M./J.D.)
Doctor’s degree and above
(domestic)
Doctor’s degree and above
(overseas, S.J.D/PhD)
Law Red circle law firm (Top 8
domestic law firms)
Boutique law firm
Major law firm with no less
than 5 offices across China
Global law firm
Sole-proprietorship law firm
Others
Partner
Senior associate
Junior associate
Paralegal
Intern
Less than ¥ 50,000
¥ 50,001 - ¥ 100,000
¥ 100,001 - ¥ 500,000
¥ 500,001 - ¥ 1,000,000
More than ¥ 1,000,001

Frequency
0

Percent (%)
0

0
44
398
388
39
11
4
0
134
82
226

0
10
90
87.8
8.8
2.5
0.9
0
30.3
18.6
51.1

0

0

0

0

155

35.1

77
48

17.4
10.9

145
10
7
0
5
224
127
86
23
43
266
92
18

32.8
2.3
1.6
0
1.1
50.7
28.7
19.5
5.2
9.7
60.2
20.8
4.1

TABLE I: Frequency Distribution Statistics of the Respondents
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Table I demonstrates the basic information of the respondents. These data depict the ages, years
of practice, educational background, types of law firms, positions, and annual incomes of the
respondents.
Apart from basic information of the respondents, this part also covers other non-scale questions in
the questionnaire. Respondents were asked to report whether they have gender preference with
regard to leaders, and the underlying reasons for their preference. They were also asked about their
experiences of being sexually harassed in the workplace and their reactions, as well as the results
of their reactions. Lastly, respondents were inquired of their experiences and perceptions of
childbearing.
2.1 Years of Birth

GRAPH I: Distribution of Ages
10% of the respondents were born in the 1980s, and 90% of the respondents were born in 1990s.
This distribution illustrates that the research is mainly focused on the young generation of Chinese
female lawyers, who were at their twenties when took the survey. This result is consistent with our
expectation to investigate female lawyers who are in the process of breaking the glass ceiling in
their career.
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2.2 Years of Practice

GRAPH II: Distribution of Years of Practice
Over 87% of the respondents have practiced in law for less than five years, which is consistent
with the distribution of ages.

2.3 Educational Background

GRAPH III: Distribution of the Highest Degree
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Over 50% of the respondents received LL.M. or J.D. degree outside of China, which indicates their
family background and perceptions of education. This is consistent with our goal to investigate
female lawyers who are young, elite, and have the highest possibility of becoming leaders in the
legal industry. For the rest who received their highest degree in China, according to the
methodologies mentioned in Part 1, they are likely to receive their highest degree in top law
schools of China.

2.4 Types of Law Firms the Respondents are Working For

GRAPH IV: Distribution of Types of Law Firms
More than 80% of the respondents are working for red circle law firms (35.07%), global law firms
(32.81%), or boutique law firms (17.42%). These firms stand as the highest caliber of law firms
when law school graduates are hunting for jobs. Considering the recruitment requirements of these
types of law firms, the distribution indicates that most respondents tended to achieve above average
performance when they were at school.
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2.5 Positions in the Law Firms

GRAPH V: Distribution of Positions in the Law Firms
Over 50% of the respondents are junior associates in their law firms, and over 28% are paralegals.
This finding is consistent with their ages and years of practice.

2.6 Annual Incomes

GRAPH VI: Distribution of Annual Incomes
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Income serves as a crucial indicator of the respondents’ socioeconomic status. In the survey, over
60% of the respondents reported annual incomes ranging between ¥100,001 - ¥500,000. According
to statistics revealed by National Bureau of Statistics of the PRC, the per capita disposable income
nationwide in 2019 was ¥30,732 (NBS, 2018). Therefore, most of the respondents are in the highincome class.

2.7 Gender Preference of Leaders

GRAPH VII: Gender Preference for Leaders
In this survey, 16.97% of the respondents reported they are more willing to work with male leaders
than female leaders, while 9.05% have a preference of female leaders over male leaders. The rest
of the respondents reported no gender preference. Respondents also provided reasons for their
preference, which will be presented in part four of this chapter.
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2.8 Sex Harassment in Workplace

GRAPH VIII: Whether the Respondents Have Experienced Sexual Harassment in the Workplace
When asked whether they have experienced sexual harassment in the workplace, only 14 (3.2%)
respondents reported “yes” to the question, and 21 respondents (4.8%) reported “I do not want to
reveal”. This result is significantly lower than our expectation, as the #MeToo Movement revealed
that about 40% women in China said they had experienced sexual harassment in the workplace in
2018 (Richardson, 2018). We propose three explanations for this result. Firstly, since most
respondents are members of the high-income and well-educated groups, they are more likely to
interact with people from similar backgrounds in the workplace, who tend to comply with moral
rules and workplace policies and refrain themselves from committing sexual harassment.
Secondly, part of the respondents might be unaware of being sexually harassed, as the incidents of
sexual harassment can be ambiguous, and women who are frequently harassed are less likely to
detect the existence of harassment (Golden, Johnson, and Lopes, 2001, pp. 747-784). Lastly, part
of the respondents might tell lies when answering this question.
For respondents who chose “yes” in this question, they were further asked whether they tried to
complain to the higher authorities of the law firm and whether they were properly compensated
for being sexually harassed in the workplace. Only 4 respondents (28.57%) made the complaint,
and all of them were satisfied with the compensation. This result illustrates that, even among the
young elite female lawyers in China, only a small proportion of the alleged victims would seek for
remedies. A possible explanation may be that they did not want to be deemed as a complainer by
their senior associates or partners (Rhode, 2019, pp.389-390).
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2.9 Perception of Childbearing

GRAPH IX: Percentage of Childbearing
Option
Have you ever taken a Yes
parental leave?
No
How about the child’s Yes
father?
No
TABLE II: Descriptive Analysis of Parental Leave

Frequency
35
0
15
20

Percentage (%)
100
0
42.86
57.14

35 respondents (7.92%) reported that they have at least one child, all of which had taken parental
leaves at least once. Only 42.86% of the children’s fathers were reported to have taken a parental
leave. It is noteworthy that 100% of the respondents confirmed that giving birth to a child has
negative impacts on their career.
Option
Average
Impacts on career
2.32
Partner’s commitment and contributions
2.87
Material conditions
3.52
Balance between work and life
3.78
TABLE III: Rank of Factors Influencing Whether to Have a Child or Not
(1-Most significant; 4-Least Significant)
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For respondents who do not have a child, “impacts on career” was ranked the first when they were
asked to rank the significance of factors influencing their fertility decision-making.
3 Likert Scale Analysis
Likert scale is invoked in order to measure attitude of participants in a scientifically accepted and
validated manner (Joshi and et al., 2015, p. 398). A typical Likert scale is a set of statements offered
for a real or hypothetical situation under study. Participants are asked to show their level of
agreement (from strongly disagree to strongly agree) with the given statements on a metric scale.
And the statements in combination will reveal certain dimensions of the attitude towards the issue
(Singh, 2006,). Following this approach, we divided the Likert scale in our questionnaire into three
dimensions, which respectively reveal female lawyers’ attitude towards career satisfaction, male
allyship, and workplace stress in the workplace.
3.1 Reliability Test and Validity Test
3.1.1 Cronbach’s α
The results of a study are reliable when they are consistent over time and accurately represent the
total population under study. “If the results of a study can be reproduced under a similar
methodology, then the research instrument is considered to be reliable.” (Golafshani, 2003, p. 599).
In this study, we applied Cronbach’s α, a common measure of internal consistency, to test the
reliability of the data.
If the value of Cronbach’s α is above 0.8, then the data are of high consistency and suitable for
further analysis. If the value ranges between 0.6 and 0.8, the data are of above-average quality,
and once the value is below 0.5, the data are not reliable and should be abandoned (Eisinga,
Grotenhuis, and Pelzer, 2013, pp. 637-639).
First Dimension: Career Satisfaction

N
442
442

Min
1
1

Max Mean SD
5
3.33 1.204
5
3.36 1.184

(1) I am satisfied with my current job.
(2) I can balance my work and life.
(3) I am satisfied with the way my
442 1
5
3.36 1.127
compensation is determined.
(4) I am satisfied with my position in the
442 1
5
3.22 1.108
law firm.
(5) Compared with my male colleagues, I
442 1
4
2.12 1.086
have equal access to sponsorship.
(6) Compared with my male colleagues, I
442 1
4
2.08 0.907
have an equal chance of promotion.
(7) I am qualified to be a leader of the law
442 1
4
3.12 0.941
firm.
Valid N (listwise)
442
TABLE IV: Descriptive Analysis of Career Satisfaction Dimension
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The dimension Career Satisfaction is comprised of seven statements presented in Table IV, which
depicts the extent female lawyers in China are satisfied with their jobs. Respondents were asked
to indicate their attitude towards the statements (1-strongly disagree; 5-stongly agree). The average
value of each statement in Table IV indicates the respondents’ overall reactions to the statements.
The higher the value, the respondents as a whole are more likely to strongly agree with the
statement. Besides, the standard deviation of the value reflects the degree of divergence among the
respondents.
According to Table IV, the highest values of statement (5), (6), and (7) are 4, suggesting that no
respondent strongly agrees they enjoy the same access to sponsorship and promotions with their
male colleagues, and none of them firmly believes they are qualified to be the leader of the law
firms. Moreover, it is clear that the respondents are least likely to agree with statement (6) and (5).
These findings reveal that many of the respondents are already aware of possible gender gaps in
the workplace. Furthermore, while the average values of statement (1), (2), and (3) are higher, the
standard deviations of these statements are also higher, suggesting that although many of the
respondents tend to be satisfied with their current jobs, balance of work and life, and their
compensations, a relatively large divergence within the group exists.
Corrected
Cronbach's
Item-Total
Alpha if Item Cronbach's
Correlation
Deleted
Alpha
I am satisfied with my current job. .694
.771
I can balance my work and life.
.688
.773
I am satisfied with the way my
.664
.778
compensation is determined.
I am satisfied with my position in
.665
.778
the law firm.
Compared
with
my
male
.820
colleagues, I have equal access to .544
.799
sponsorship.
Compared
with
my
male
colleagues, I have an equal chance .544
.799
of promotion.
I am qualified to be a leader of the
.127
.856
law firm.
TABLE V: Cronbach’s α of Career Satisfaction Dimension
Since the Cronbach’s α of the Career Satisfaction dimension is above 0.8, the data show high
consistency and are of good quality. Data regarding this dimension can be used in further
quantitative analysis.
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Second Dimension: Male Allyship

N

Min

Max Mean SD

(1) I am satisfied with working with my
442 1
5
4.19
male colleagues.
(2) My male colleagues are willing to put
442 1
5
4.09
me on center stage.
(3) Enough women are appointed to
committees
and
leadership 442 1
5
3.15
23
opportunities.
Valid N (listwise)
442
TABLE VI: Descriptive Analysis of Male Allyship Dimension

.964
1.001
1.080

The Male Allyship dimension depicts whether female lawyers in China perceive themselves as
receiving enough support from their male colleagues both individually and structurally. According
to Table VI, the respondents hold an optimistic attitude towards their male colleagues at the
individual level, as they tend to agree or strongly agree that working with their male colleagues is
enjoyable, as well as their male colleague are willing to put them on center stage. However, at the
structural level, the respondents as a whole neither agree nor disagree that enough women are
appointed to the leadership opportunities. Considering the fact that much more men are appointed
to leadership positions than women in the legal industry, this may illustrate that even women
themselves are indifferent to the lack of gender diversity in the most influential positions.
Corrected
Item-Total
Correlation

Cronbach's
Alpha if Item Cronbach's
Deleted
Alpha

I am satisfied with working with
.632
.498
my male colleagues.
My male colleagues are willing to
.661
.496
put me on center stage.
Enough women are appointed to
committees
and
leadership .357
.843
opportunities.
TABLE VII: Cronbach’s α of Male Allyship Dimension

.900

Since the Cronbach’s α of Male Allyship dimension is 0.900, the study enjoys high reliability, and
the data are highly consistent.

These statements were drawn from Male Allyship in the Future of Work: Advancing Inclusive Leadership, Spring
2020.
23
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Third Dimension: Workplace Stress

N
Min Max Mean SD
Appearance
442 1
4
2.16 .957
Age
442 1
4
2.07 .933
Income
442 1
4
3.06 .943
Health
442 1
4
3.43 .992
Marriage/intimate relationship
442 1
4
3.04 .803
Workplace relationships
442 1
4
3.44 .801
Workplace gender bias
442 1
4
3.06 .807
Career prospects
442 1
4
3.31 .863
Valid N (listwise)
442
TABLE VIII: Descriptive Analysis of Workplace Stress Dimension

The third dimension of the Likert scale asks the respondents to indicate the degree they are worried
about the eight factors (1- not worried at all; 4-extremely worried). As provided in Table VIII,
health and workplace relationships are the foremost concerns of the respondents. They generally
do not worry much about their appearances and ages. They tend to be concerned about workplace
gender bias, but do not pay extra to this issue. Combined with the findings in Career Satisfaction
dimension, while they do suspect the existence of gender disparity with regard to promotions and
sponsorship, they do not regard workplace gender bias as their biggest challenge.
Corrected
Cronbach's
Item-Total
Alpha if Item Cronbach's
Correlation
Deleted
Alpha
Appearance
.716
.876
Age
.780
.869
Income
.739
.873
Health
.702
.877
.893
Marriage/intimate relationship
.780
.871
Workplace relationships
.767
.872
Workplace gender bias
.747
.874
Career prospects
.203
.920
TABLE IX: Cronbach’s α of Workplace Stress Dimension
Since the Cronbach’s α is 0.893, data collected in the Workplace Stress dimension are consistent
and stable.
To summarize, the Cronbach’s α tests of each dimension of the Likert scale prove that the
questionnaire is stable, and the data are reliable.
3.1.2

Validity Test

Validity defines whether the research truly measures what it is intended to measure (Golafshani,
2003, p. 599). In testing validity of the data, KMO and Bartlett's Test are commonly invoked. The
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KMO is a statistic that indicates the proportion of variance in the variables that might be caused
by underlying factors. If the value of KMO exceeds 0.9, then a factor analysis of the data can
effectively measure what the research is intended to measure. If the value is lower than 0.5, the
questionnaire may be designed in a problematic way, the results of which would not be useful in
quantitative analysis.
The Bartlett’s Test will examine whether the correlation matrix is an identity matrix. If the answer
is yes, the variables in the research are unrelated and therefore unsuitable for stricture detection.
In this test, small values indicate high validity (Chung, Kim, and Abreu, 2004, p. 66).
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
Bartlett's Test of Sphericity
Approx. Chi-Square
df
Sig.

.815
1270.033
21
.000

TABLE X: Validity Test of the Career Satisfaction Dimension
Since the KMO of this dimension is 0.815, and sig.<0.05, statements involved in this dimension
are of high validity. This questionnaire can effectively measure the true attitude of the respondents
towards their jobs.
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
Bartlett's Test of Sphericity
Approx. Chi-Square
df
Sig.

.742
841.001
3
.000

TABLE XI: Validity Test of the Male Allyship Dimension
Since the KMO of this dimension is 0.742, and sig.<0.05, questions involved in this dimension are
of good validity. This questionnaire can be used to measure the true attitude of the respondents
towards their male colleagues. The reason why the KMO of this dimension is lower probably lies
in that this dimension encompasses only three statements.
KMO and Bartlett's Test
Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
Bartlett's Test of Sphericity
Approx. Chi-Square
df
Sig.

.947
2339.796
36
.000

TABLE XII: Validity Test of the Workplace Stress Dimension
Since the KMO of this dimension is 0.947, and sig.<0.05, statements involved in this dimension
are of high validity. This questionnaire is suitable to measure the extent to which respondents are
worried about the factors involved.

80

3.2 Independent Samples Test
To test whether childbearing will influence how female lawyers perceive their jobs and their male
colleagues, an independent samples test is applied to the data. This test is designed to compare
means variables of the three dimensions between two groups, namely female lawyers who have at
least one child and who have no child. The test assumes that variances of the two groups are the
same.

Independent Samples Test
Levene's Test for
Equality of Variances

t-test for Equality of Means
95% Confidence
Interval of the
Difference

F
career satisfaction Equal variances 4.416
assumed
Equal variances
not assumed
male allyship
Equal variances .423
assumed
Equal variances
not assumed
workplace stress
Equal variances 1.163
assumed
Equal variances
not assumed

Sig.
.036

.516

.281

t
2.109

df
440

Sig. (2Mean
Std. Error
tailed) Difference Difference
Lower
.036
.279
.132
.019

Upper
.539

1.836

38.324

.074

.279

.152

-.029

.587

-.230

440

.818

-.0385

.164

-.359

.284

-.243

41.004

.809

-.0385

.154

-.349

.274

.234

440

.815

.0284

.121

-.210

.267

.264

42.157

.793

.0284

.108

-.189

.246

TABLE XIII: Independent Samples Test I
For a mean difference between two groups to be statistically significantly different from 0, the
two-tailed p-value must be less than 0.05. According to the results of the test, since the two-tailed
p-values of Male Allyship dimension and Workplace Stress dimension are respectively 0.818 and
0.815, which means that the mean difference between the two groups is not statistically
significantly different from 0, whether the respondents have at least one child seems to have no
impact on how they perceive their male colleagues and workplace stress. Since the two-tailed pvalue of Career Satisfaction dimension is 0.036 (p<0.05), childbearing will have impacts on how
the respondents perceive their jobs. However, as only 35 respondents have at least one child, the
potential influences may not be completely manifested.
Then we test whether the respondents’ experiences of being sexually harassed will have influence
on their perceptions of the three dimensions.
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Independent Samples Test

Levene's Test for
Equality of Variances t-test for Equality of Means

career
satisfaction

F
Equal variances .000
assumed

Sig.
.995

Equal variances
not assumed
male allyship

Equal variances .001
assumed

.982

Equal variances
not assumed
workplace
stress

Equal variances .212
assumed

.646

Equal variances
not assumed

t
-.083

df
440

-.079

13.79
1

-.142

440

-.135

13.77
6

.617

440

.545

13.66
1

Mean
Sig. (2- Differenc
tailed)
e
.934
.0185962
23536143
.938
.0185962
23536143
.887
.0357142
85714286
.895
.0357142
85714286
.537
.1155614
89393261
.594

.1155614
89393261

95%
Confidence
Interval
of
the
Std. Error Difference
Differenc
e
Lower
Upper
.2247160 .4230540
86287275 .4602465 57740943
04813230
.2340644 .4841366
47028118 .5213290 08225295
55297582
.2521779 .4599087
59402931 .5313373 40399680
11828253
.2649704 .5334578
24108759 .6048863 16157456
87586029
.1872307 .4835391
06541302 .2524161 25413333
46626811
.2118998 .5711010
13590865 .3399780 39918766
61132243

TABLE XIV: Independent Samples Test II
Since the two-tailed p-values of the three dimensions are all higher than 0.05, the mean difference
is not statistically significantly different from 0. The influence of being sexually harassed in the
workplace is not manifested, probably because the sample of alleged victims is too small.
3.3 Correlations
Correlations
Pearson Correlation
Sig. (2-tailed)

career satisfaction male allyship
1
.476**
.000

obstacles
workplace
- .303**
.000

male allyship

N
Pearson Correlation
Sig. (2-tailed)

442
.476**
.000

442
1

442
- .315**
.000

workplace stress

N
Pearson Correlation
Sig. (2-tailed)

442
- .303**
.000

442
- .315**
.000

442
1

442

442

442

career satisfaction

N
**. Correlation is significant at the 0.01 level (2-tailed).

in

TABLE XV: Correlations among the Three Dimensions
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A correlation analysis was applied to the three dimensions. The results demonstrate that the three
dimensions and inter-correlated with each other (p<0.05). The Pearson correlation coefficient of
Career Satisfaction and Male Allyship is positive, which means that these two dimensions are
positively correlated. Respondents who are satisfied with their jobs are more likely to enjoy
working with their male colleagues, and vice versa. The Pearson coefficient between Workplace
Stress and the other two dimensions are negative, suggesting that they are negatively correlated.
Respondents who find their jobs stressful are less inclined to be satisfied with their jobs and male
colleagues.
Moreover, to explore the relations between childbearing and the statements of each dimension, the
correlation test is applied to childbearing and every statement of the Liker scale. Two correlations
are found.
Correlations

childbearing

Pearson Correlation
Sig. (2-tailed)

childbearing
1

I am qualified to
be a leader of the
law firm.
.095*
.046

N
I am qualified to be a leader of Pearson Correlation
the law firm.
Sig. (2-tailed)

442
.095*

N
*. Correlation is significant at the 0.05 level (2-tailed).

442

442
1

.046
442

TABLE XVI: Correlation between Childbearing and Leadership
Whether the respondents have at least one child is positively correlated with the degree they deem
themselves as qualified to be a leader. The results show that once a female lawyer becomes mother,
she is more likely to be confident in her leadership.
Correlations

childbearing

Pearson Correlation
Sig. (2-tailed)

childbearing
1

My
male
colleagues
are
willing to put me
on center stage.
-.100*
.036

N
My male colleagues are willing Pearson Correlation
to put me on center stage.
Sig. (2-tailed)

442
-.100*

N
*. Correlation is significant at the 0.05 level (2-tailed).

442

442
1

.036
442

TABLE XVII: Correlation between Childbearing and Male Colleagues
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Whether the respondents have at least one child is negatively correlated with the degree they
believe their male colleagues will put them on center stage. Once a female lawyer has a child, they
may find their male colleagues less willing to give them major opportunities.
3.4 Conclusion
By dividing the Likert scale into three dimensions, this part firstly shows that the questionnaire, as
well as the data collected, are consistent, reliable, and valid. Secondly, this part statistically
demonstrates the respondents’ attitude towards their career, male colleagues, and workplace stress.
This part depicts the correlations among different dimensions, as well as the influence of
childbearing on respondents’ perceptions of leadership and male counterparts. To summarize, the
respondents may be overly optimistic about male allyship in the workplace, as such allyship is
challenged when they give birth to a child. And while they do suspect the existence of gender gaps
in the workplace, they do not perceive gender bias as their foremost concern.
4 Qualitative Analysis
4.1 Gender Preference for Leaders
For respondents who admitted they have gender preference with regard to their leaders, they were
asked to account for their preference. The representative reasons were selected.
Respondents who prefer male leaders:
“Male leaders are not that sensitive and emotional.”
“Male leaders are more rational.”
“Male leaders are more easy-going.”
“Male leaders only care about the results of the assignments, while female leaders also
mind one’s mood, attitude and other details.”
Respondents who prefer female leaders:
“My female colleagues are generally more proficient in work than males.”
“Female leaders are more friendly and considerate.”
“Female leaders are more likely to understand my situations, and I don’t need to worry
about sexual harassment.”
“Females should support each other.”
The qualitative analysis of this question discloses that when described male leaders, respondents
frequently adopted words including calm, rational, tolerant, and easy-going. When female leaders
were described, words such as sensitive, emotional, friendly, and considerate were invoked.
4.2 Comments on Gender Equality in China’s Legal Industry
Regardless of fertility status, many respondents indicated that giving birth to a child would have
negative impacts on their career:
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“I tend to believe females are less likely to be promoted than their male counterparts. After
gave birth to my first child, I have to spend enormous amount of time and energy taking
care of my child. It is true that I spend less time and efforts on my job.”
“There are much more male partners in our law firm. Most female lawyers decide to leave
the law firm and work as in-house counsels before they become senior associates,
especially after they have a child.”
“If we want to achieve gender equality, we shall first achieve economic equality. It is a pity
that all the female lawyers I have encountered inevitably reduce their time and efforts spent
on their career after having a child. It is even more pitiful that one of my male partners
claimed that he had fulfilled the task of taking care of his newborn baby, he was satisfied
that he could focus all his energies on growing his business instead of family in the coming
year. Even in the legal industry, where women are facing less discrimination, the burden
caused by fertility is hard to ignore.”
One of the respondents mentioned the idea of mandatory parental leave for both genders:
“Once female lawyers take a parental leave, their clients would be grabbed by other
lawyers. To endure fairness, I think the only solution is to have mandatory parental leave
on both female and male lawyers. Although there are superwomen who can reply to emails
before delivery, I do think it is a pity of the society. I am still single, but I am so worried.”
Some respondents criticized that law firms did not appoint women to committees and leadership
opportunities:
“Domestic law firms should place emphasis on this problem. The only female in our
committee is in charge of administrative work. It is ridiculous that no one finds this
unreasonable.”
“There are too few female managing partners in our firm, and the performances of females
are not fairly evaluated.”
“Despite the superficial equality in workplace, female lawyers have less access to resources
and sponsorship.”
A respondent expressed similar idea to Levinson (2010, p. 209) that due to negative stereotypes of
women, the decision makers continue to prioritize men over women with regard to leadership
opportunities in the legal industry.
“People of last generation still hold gender stereotypes, and those people are controlling
young lawyers’ promotion. The biggest pressure faced by female lawyers is the duty to
give birth to and take care of children.”
Meanwhile, one of the respondents argued that gender bias should not be regarded as the major
conflict in the workplace:
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“There are so many female lawyers in the field of non-litigation that I seldom have chance
to work with male lawyers. I believe the major conflict in workplace, however, lies in the
stark reality that the bosses want to achieve higher performance with fewer lawyers. The
main pressure comes from the intensity of work, instead of gender inequality. Whether a
lawyer can continue his or her career depends on whether his or her body can sustain such
grindingly hard work. I hope females in China can grasp the nature of the conflict, and
avoid any misleading information based on superficial conflicts between genders. We
should cooperate any possible allies.”
About 62 respondents answered that they found no gender bias in the workplace.
“I believe there is no gender inequality in our firm. Media tend to create tension between
men and women.”
“Promotion is determined by one’s performance and abilities. Gender is not that important.
We should not overly emphasize gender inequality.”
“Females do not have advantage over males in face of jobs that require long working hours
and extensive business tours.”
“It is also wrong to prioritize women over men. Reversed discrimination should be
avoided.”
There are also comments calling for more feminist movements and studies:
“Women, be aggressive!”
“It is a pity that there exists few discussion [sic] about gender bias in the legal industry in
China.”
5 Conclusion
Based on both quantitative and qualitative data, this research reveals that while female lawyers in
China are to a certain extent aware of implicit gender bias in the workplace, they tend to be overly
optimistic about male allyship, and they do not perceive gender bias as their biggest challenge in
breaking the glass ceiling. However, they do believe, nearly unanimously, that having a child will
have negative impacts on their career, suggesting their failure to view the problem of gender bias
from a structural perspective.
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English Language Version of Questionnaire on Female Lawyers in China
1. Year of birth:

Option
1960-1969
1970-1979
1980-1989
1990-1999
2. How long have you practiced law?

Option
Less than 5 years
6 to 10 years
11 to 15 years
16 to 20 years
More than 21 years
3. Please indicate your highest degree:

Option
Bachelor’s degree
Master’s degree (domestic)
Master’s degree (overseas, LL.M./J.D.)
Doctor’s degree and above (domestic)
Doctor’s degree and above (overseas, S.J.D/PhD)
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4. Please indicate the type of law firm you are working for:

Option
Red circle law firm (Top 8 domestic law firms)
Boutique law firm
Major law firm with no less than 5 offices across
China
Global law firm
Sole-proprietorship law firm
Others, please explain
*The option “Others” covers public office lawyers.
5. Please indicate your position in the law firm:
Option
Partner
Senior associate
Junior associate
Paralegal
Intern
6. Please indicate your annual income:
Option
Less than ¥ 50,000
¥ 50,001 - ¥ 100,000
¥ 100,001 - ¥ 500,000
¥ 500,001 - ¥ 1,000,000
More than ¥ 1,000,001
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I cannot answer this question
7. Do you agree with the following statements? (1-strongly disagree; 5-strongly agree)
Statement
I am satisfied with my current job.
I can balance my work and life.
I am satisfied with the way my compensation is
determined.
I am satisfied with my position in the law firm.
Compared with my male colleagues, I have equal
access to sponsorship.
Compared with my male colleagues, I have an equal
chance of promotion.
I am qualified to be a leader of the law firm.

8. Do you agree with the following statements? (1-strongly disagree; 5-strongly agree)
Statement
I am satisfied with working with my male colleagues.
My male colleagues are willing to put me on center
stage.
Enough women are appointed to committees and
leadership opportunities.
9. Are you worried about the following issues?
Statement
Appearance
Age
Income
Health
Marriage/intimate relationship
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Workplace relationships
Workplace gender bias
Career prospects

10. Do you prefer to work with female or male leaders (partners, senior associates)?

Option
Male leaders
Female leaders
I do not have a preference
11. Why do you prefer male leaders or female leaders?
12. Have you ever experienced sexual harassment in workplace?

Option
Yes
No
I do not want to reveal
If the participant chooses “yes” in Q12:
13. Did you try to complain to higher authorities of the firm?

Option
Yes
No
If the participant chooses “yes” in Q13:
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14. Are you satisfied with the result of the complaint?

Option
Yes
No
15. Do you have a child?

Option
Yes
No
If the participant chooses “yes” in Q15:
16. Have you ever taken a parental leave?

Option
Yes
No
17. How about the child’s father?

Option
Yes
No
18. Does giving birth to a child have negative impacts on your career?

Option
Yes
No
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19. If you are considering whether to have a child, please rank the significance of the

following factors. (1- the most important, 5- the least important)
Option
Balance between work and life
Material conditions
Partner’s commitment and contributions
Impact on career

20. Do you have any comments on gender equality in China’s legal industry?
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Survey on Female Lawyers in China: The Raw Data
5. Year of birth:

Option

Number

Percentage

1960-1969

0

0%

1970-1979

0

0%

1980-1989

44

9.95%

1990-1999

398

90.05%

Total:

442

6. How long have you practiced law?

Option

Number

Percentage

Less than 5 years

388

87.78%

6 to 10 years

39

8.82%

11 to 15 years

11

2.49%

16 to 20 years

4

0.9%

More than 21 years

0

0%

Total:

442

7. Please indicate your highest degree:

Option

Number

Percentage

Bachelor’s degree

134

30.32%

Master’s degree (domestic)

82

18.55%

Master’s degree (overseas, LL.M./J.D.)

226

51.13%

Doctor’s degree and above (domestic)

0

0%
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Doctor’s degree and above (overseas, S.J.D/PhD)
Total:

0

0%

442

8. Please indicate the type of law firm you are working for:

Option

Number

Percentage

Red circle law firm (Top 8 domestic law firms)

155

Boutique law firm

77

Major law firm with no less than 5 offices across
China

48

Global law firm

145

Sole-proprietorship law firm

10

2.26%

Others, please explain

7

1.58%

35.07%
17.42%
10.86%
32.81%

442

本题有效填写人次
*The option “Others” covers public office lawyers.

5. Please indicate your position in the law firm:
Option

Number

Percentage

Partner

0

0%

Senior associate

5

1.13%

Junior associate

224

50.68%

Paralegal

127

28.73%

Intern

86

19.46%

Total:

442

6. Please indicate your annual income:
Option

Number

Percentage

95

Less than ¥ 50,000

23

5.2%

¥ 50,001 - ¥ 100,000

43

9.73%

¥ 100,001 - ¥ 500,000

266

60.18%

¥ 500,001 - ¥ 1,000,000

45

10.18%

More than ¥ 1,000,001

18

4.07%

I cannot answer this question

47

10.63%

Total:

442

7. Do you agree with the following statements? (1-strongly disagree; 5-strongly agree)
Average of the matrix: 3.47
Statement
I am satisfied with
my current job.
I can balance my
work and life.
I am satisfied with
the way my
compensation is
determined.
I am satisfied with
my position in the
law firm.
I am satisfied with
working with my
male colleagues.
My male
colleagues are
willing to put me
on center stage.
I am qualified to
be a leader
(partner, senior
associate) of the
law firm.
Subtotal:

Strongly
disagree

Somewhat
disagree

Neither
agree nor
disagree

Somewhat
agree

Strongly
agree

Average

14(3.17%)

51(11.54%)

143(32.35%)

209(47.29%)

25(5.66%)

3.41

55(12.44%) 148(33.48%) 106(23.98%)

113(25.57%)

20(4.52%)

2.76

29(6.56%)

117(26.47%) 155(35.07%)

66(14.93%)

75(16.97%)

3.09

30(6.79%)

93(21.04%)

171(38.69%)

83(18.78%)

65(14.71%)

3.14

0(0%)

14(3.17%)

56(12.67%)

205(46.38%)

167(37.78%)

4.19

0(0%)

14(3.17%)

66(14.93%)

230(52.04%)

132(29.86%)

4.09

10(2.26%)

25(5.66%)

177(40.05%)

141(31.9%)

89(20.14%)

3.62

138(4.46%) 462(14.93%) 874(28.24%) 1047(33.83%) 573(18.52%)

3.47
96

7. Do you agree with the following statements? (1-strongly disagree; 5-strongly agree)
Average of the matrix：2.52
Strongly
disagree

Statement
I am asked to
deal with
trivial issues
more often
than male
colleagues.
Male
colleagues are
more likely to
be promoted
Female
partners are too
few in our
firm.
Subtotal

Somewhat
disagree

237(53.62%) 120(27.15%)

Neither
agree nor
disagree

Somewhat
agree

Strongly
agree

Average

44(9.95%)

34(7.69%)

7(1.58%)

1.76

46(10.41%)

125(28.28%) 153(34.62%)

74(16.74%)

44(9.95%)

2.88

50(11.31%)

123(27.83%) 104(23.53%)

141(31.9%)

24(5.43%)

2.92

333(25.11%) 368(27.75%) 301(22.70%) 249(18.78%)

75(5.66%)

2.52

9. Are you worried about the following issues?
Average of the matrix：2.12
Not at all

Frequently
worry

Extremely
worry

Average

What to wear
tomorrow

Sometimes
worry

234(52.94%)

201(45.48%)

7(1.58%)

0(0%)

1.49

Appearance

128(28.96%)

222(50.23%)

87(19.68%)

5(1.13%)

1.93

Age

154(34.84%)

170(38.46%)

95(21.49%)

23(5.2%)

1.97

Income

24(5.43%)

298(67.42%)

72(16.29%)

48(10.86%)

2.33

Health

69(15.61%)

188(42.53%)

106(23.98%)

79(17.87%)

2.44

Marriage/intimate
relationship

166(37.56%)

111(25.11%)

114(25.79%)

51(11.54%)

2.11

Statement

97

Workplace
relationships

48(10.86%)

215(48.64%)

122(27.6%)

57(12.9%)

2.43

Workplace gender bias

175(39.59%)

186(42.08%)

71(16.06%)

10(2.26%)

1.81

Career prospects

45(10.18%)

157(35.52%)

171(38.69%)

69(15.61%)

2.6

1043(26.22%) 1748(43.94%)

845(21.24%)

342(8.6%)

2.12

Subtotal:

10. Do you prefer to work with female or male leaders (partners, senior associates)?
Option

Number

Percentage

Male leaders

75

16.97%

Female leaders

40

9.05%

I do not have a preference

327

73.98%

Total:

442

11. Why do you prefer male leaders (similar answers are omitted)?
•
•
•
•

Male leaders are not that sensitive and emotional.
Male leaders are more rational.
Male leaders are more easy-going.
Male leaders only care about the results of the assignments, while female leaders also
mind one’s mood, attitude and other details.

12. Why do you prefer female leaders?
•
•
•
•

My female colleagues are generally more proficient in work than males.
Female leaders are more friendly and considerate.
Female leaders are more likely to understand my situations, and I don’t need to worry
about sexual harassment.
Females should support each other.

13. Have you ever experienced sexual harassment in workplace?
Option

Number

Percentage

Yes

14

3.17%

No

407

92.08%

98

I do not want to reveal

21

Total:

4.75%

442

If the participant chooses “yes” in Q12:
14. Did you try to complain to higher authorities of the firm?
Option Number

Percentage

Yes

4

28.57%

No

10

71.43%

Total:

14

If the participant chooses “yes” in Q13:
15. Are you satisfied with the result of the complaint?
Option

Number

Percentage

Yes

4

100%

No

0

0%

Total:

4

16. Do you have a child?
Option

Number

Percentage

Yes

35

7.92%

No

407

92.08%

Total:

442

If the participant chooses “yes” in Q15:
17. Have you ever taken a parental leave?

99

Option Number

Percentage

Yes

35

100%

No

0

0%

Total:

35

18. How about the child’s father?
Option

Number

Percentage

Yes

15

42.86%

No

20

57.14%

Total:

35

19. Does giving birth to a child have negative impacts on your career?
Option

Number

Percentage

Yes

35

100%

No

0

0%

Total:

35

20. If you are considering whether to have a child, please rank the significance of the
following factors. (1- the most important, 5- the least important)
Option

Average

Balance between work and life

3.78

Material conditions

3.52

Partner’s commitment and contributions

2.87

Impact on career

2.64

Others, please explain

2.04

100

*Participants who chose “others” answered: I decided not to give birth to a child, the reason is
irrelevant to the aforementioned factors.
21. If you have any comments on gender equality in China’s legal industry:
•
•

•

•

•

•
•
•

•

•

•

•

Females should be freed from household affairs.
I tend to believe females are less likely to be promoted than their male counterparts.
After gave birth to my first child, I have to spend enormous amount of time and energy
taking care of my child. It is true that I spend less time and efforts on my job.
There are much more male partners in our law firm. Most female lawyers decide to
leave the law firm and work as in-house counsels before they become senior associates,
especially after they have a child.
People of last generation still hold gender stereotypes, and those people are controlling
young lawyers’ promotion. The biggest pressure faced by female lawyers is the duty to
give birth to and take care of children.
There are so many female lawyers in the field of non-litigation that I seldom have
chance to work with male lawyers. I believe the major conflict in workplace, however,
lies in the stark reality that the bosses want to achieve higher performance with fewer
lawyers. The main pressure comes from the intensity of work, instead of gender
inequality. Whether a lawyer can continue his or her career depends on whether his or
her body can sustain such grindingly hard work. I hope females in China can grasp the
nature of the conflict, and avoid any misleading information based on superficial
conflicts between genders. We should cooperate any possible allies.
There are too few female managing partners in our firm, and the performances of
females are not fairly evaluated.
Despite the superficial equality in workplace, female lawyers have less access to
resources and sponsorship.
Some female lawyers do leave the legal industry due to the high intensity of work.
Females do not have advantage over males in face of jobs that require long working
hours and extensive business tours.
Domestic law firms should place emphasis on this problem. The only female in our
committee is in charge of administrative work. It is ridiculous that no one finds this
unreasonable.
If we want to achieve gender equality, we shall first achieve economic equality. It is a
pity that all the female lawyers I have encountered inevitably reduce their time and
efforts spent on their career after having a child. It is even more pitiful that one of my
male partners claimed that he had fulfilled the task of taking care of his newborn baby,
he was satisfied that he could focus all his energies on growing his business instead of
family in the coming year. Even in the legal industry, where women are facing less
discrimination, the burden caused by fertility is hard to ignore.
Once female lawyers take a parental leave, their clients would be grabbed by other
lawyers. To endure fairness, I think the only solution is to have mandatory parental
leave on both female and male lawyers. Although there are superwomen who can reply
to emails before delivery, I do think it is a pity of the society. I am still single, but I am
so worried.
As female lawyers, we should not set limits for ourselves. We shall be more aggressive.
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•
•

Global law firms are much better than domestic firms, as both compensation and
promotion are evaluated transparently.
I feel sad that there exists no discussion about gender bias in the legal industry in China.
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An Intimate Portrait

Our student, Alexis Levine, is the granddaughter of Justice Beryl J. Levine, the first woman to serve on the
North Dakota Supreme Court. The following three interviews—an interview with Justice Levine, and
interview with Chief Justice VandeWalle (an ally to Justice Levine), and an interview with Justice Levine’s
son and Alexis’ father (who was shaped into an ally by watching his mother)—tell the story of how acts of
allyship can have a rippling effect throughout the home and the workplace.
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Interview with Justice Beryl J. Levine
Justice Beryl J. Levine was born in Winnipeg, Manitoba, Canada and attended the University of
Manitoba until she got married in 1955. She moved to the United States in 1955 and to Fargo,
North Dakota in 1964. After having five children, she decided to return to college to earn her
undergraduate degree at North Dakota State University and then to attend law school at the
University of North Dakota in Grand Forks, the only law school in the state. In 1974, she
graduated first in her class and worked for The Vogel Firm for eleven years. In January 1985,
Justice Levine was appointed to the North Dakota Supreme Court by Governor George (“Bud”)
Sinner, making her the first female on the state’s highest court. She served on the bench until
1996, when she retired and moved to California, where she currently resides. She had a
professional friendship with the late Justice Ruth Bader Ginsburg, who cited her in the famous
United States v. Virginia landmark case that struck down the male-only admissions policy of the
Virginia Military Institute. Justice Levine was awarded the American Bar Association Margaret
Brent Women Lawyers of Achievement Award in 1996. She was a trailblazer for women and young
girls in North Dakota and across the country, and I am so fortunate to also be able to call her my
grandmother (“Baba”).
Lexi: Hi Baba. As you know, I’m currently taking a course called Women, Law, and Leadership,
in which we discuss in great detail many of the obstacles women have faced and continue to face
in the workplace and how women can overcome such obstacles to become leaders in their
respective fields. As a leader in your field, I was hoping you might be able to start by just shedding
some light on some of the obstacles you faced on your path to the bench, beginning with your time
in law school.
Baba: I think probably the primary obstacle that I faced was believing myself equipped to meet
the difficulties of a woman being in a law school setting because we weren’t used to that. We
weren’t accustomed to being part of a male-female class, so it was something fairly new and
challenging, and we had in mind the difficulty and the necessity to excel. You couldn’t just goof
off, you couldn’t relax, you couldn’t accept as your due that you were going to be a star from the
beginning. You weren’t. It was difficult work, and it was tricky figuring how to excel so that you
would be acceptable, not only to the women in your class, but the men and the teachers. There
was more than one skin to peel in this class and so I was from the beginning very conscious that I
was expected to be a star, and I had to meet those expectations. There was to be no slouching and
no taking for granted either teachers or students whom you were friendly with and thought maybe
would give you a break. It was hard going.
Lexi: And you’re kind of alluding to what it seems like is an overarching skepticism on women
that maybe wasn’t quite as prevalent or present for a man. Is that fair to say?
Baba: Yes, I think that we were very aware that we were in a new game. It was a new game.
Lexi: How many other women were in your law school class?
Baba: There were maybe seven or eight out of a class of perhaps I would guess sixty or seventy.
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Lexi: Do you remember anyone in your class or the law school administration making comments
to you, encouraging you to drop out, or suggesting that you shouldn’t be there?
Baba: The only comment along those lines was from the Dean of the law school, who had in mind
a different sort of system and he was suspicious that I and others like me would take advantage of
either his “goodness” or try to get the best of him. He was very suspicious of our good intentions.
Lexi: So did he ever explicitly say anything to you?
Baba: I remember holding his feet to the fire that I was there as a serious person with serious
intentions to excel. And I wasn’t there to take advantage either of him or of any other man or
woman. I was there to learn and to excel, and he would soon find that out. He told me I was
“bored, spoiled, and frivolous,” and he really believed that.
Lexi: How did you respond when he said that to you?
Baba: That I wasn’t. And that he would find that out. And that he could relax about it, he didn’t
have to waste his time or energy worrying about my ability to hold my own in that class.
Lexi: Awesome. How did you manage attending law school while also taking care of five kids
simultaneously? And how do you think women today can balance childcare duties while also
pursuing a degree or a career?
Baba: It’s hard. It’s hard work. It’s a hard job, but it’s very doable. You have to know what it is
you’re going to study. It other words, going to law school and taking up certain classes is kind of
challenging, but it’s something any woman can do. Any young or older woman can become a
lawyer, and she can become a lawyer by taking the work seriously. It’s not to be taken lightly.
You work hard.
Lexi: During our class, we talk about the social norm that it’s typically thought to be the woman’s
job to perform the childcare duties and the man’s job to work. I’m wondering as a working mother
decades ago, at a time when this was even more prevalent, when you were working at a law firm
and during your time on the bench, did you ever help to implement any work/life balance policies
that weren’t there before you got there, or did you feel that you had to work longer or harder
because you were a woman to sort of prove yourself?
Baba: There may have been that thought that you had to work harder to prove yourself. But I’m
not sure it was valid or real. We were very, very careful. I remember going to law school, we
were careful to have our work done and in order and careful to have done our homework. We
were pretty serious students, I thought.
Lexi: Throughout your life, so during law school but also during your career, can you talk about
who some of your biggest supporters were and how they supported you?
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Baba: That’s an easy job because there were both men and women who undertook to groom us
and teach us. They took us seriously; they didn’t take us lightly. They were mentors of a first
order.
Lexi: Who were some of these people that supported you?
Baba: Justice VandeWalle comes to mind. Mart Vogel is a cinch. He was a lawyer and one of
the finest lawyers that you could ever meet. He was a marvelous, marvelous lawyer.
Lexi: How did Justice VandeWalle support you?
Baba: By taking me seriously.
Lexi: Did you feel that during your time on the bench some of your colleagues maybe didn’t take
you seriously because you were a woman?
Baba: I didn’t feel that. I didn’t feel that. That may have been because they did take me seriously,
I don’t know. Or they took me as seriously as any of the other justices.
Lexi: Do you remember any other ways in which Justice VandeWalle supported you? He wrote
a nice letter of support when you were nominated for the Margaret Brent Award. Obviously when
he wrote that letter of support for your nomination of the Award, that was a very public showing
of support for you. Did you find he was equally as supportive of your career as a woman behind
the scenes?
Baba: Oh yes, I’ve read that letter periodically. He knew how to make someone feel good. I
would say yes, I just felt welcome in his chambers and welcome really in his support. He was free
with his support and I appreciated it.
Lexi: How big of a role did Zaida play as a support system for you both during law school and
during your career?
Baba: I think your Zaida was special in his treatment of his children and me. He was free and
easy and over the top with his love and support. He was a parent and a supporter of his children
who were his “students.”
Lexi: Did he support your decision to go back to law school after having kids?
Baba: He supported everything I ever, ever wanted. There was nothing he would not support or
give of himself. He was a very, very giving father and husband.
Lexi: Was that normal of men at that time?
Baba: I don’t think so. It doesn’t do justice to your Zaida to say that. You’ve got to give a special
person, special love. You can’t dismiss them.
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Lexi: As you know, he wrote a letter to his men’s club, the Elks Lodge. Can you talk about that
letter a little?
Baba: Yes, it was a letter that took to task the mistreatment and prohibition of African Americans.
He wrote a letter talking about how abhorrent of a policy that was and that because of that policy,
he rescinded his membership. Shortly after he wrote the letter, the club rescinded the whole policy
and began allowing African Americans.
Lexi: That’s incredible. While general discrimination is not really the focus of our class—the
focus of our class is more about gender discrimination—I wanted to ask you about that because I
was wondering if you could talk, you alluded to it already a little bit, but talk about what it was
like to have the support of a man, Zaida, not just supporting your career because you were his wife
but supporting equality for all generally, and how special that was during that time.
Baba: Well, really, you have to call it a breath of fresh air, because his support of women in the
law, which is what he was gung-ho supporting, was so full of fresh air. It was fresh air blowing in
the wind, really. It was amazing because we weren’t accustomed to that. And going to law school,
and studying law, it was a breath of fresh air. We weren’t used to such great treatment.
Lexi: Often times today, women are treated much differently than their male peers despite the
fact that they have the same or very similar jobs. And so I’m wondering, you talked about it a
little bit earlier, but did you find that you were ever treated differently than your male counterparts
on the bench, such as with work assignments, or in discussions were you interrupted more often,
or anything along those lines.
Baba: I can’t really remember that specific set of facts that you’re talking about, but I’m sure the
answer is yes, of course. I’d be subject to difference in treatment because it was such an unusual
situation that I was in. It was new and different, and so yes, I’d be treated differently sometimes.
Sometimes not. I tried to make sure that I wasn’t treated differently. I do feel that the other justices
respected my ideas and my opinions about different cases. And I feel I earned that. It wasn’t a
favor that they bestowed upon me.
Lexi: Were there times that you felt isolated because you were the only woman?
Baba: Probably. But maybe not. But I think it’s natural that I would have.
Lexi: When you were appointed to the Supreme Court, it was obviously a big story, it was in the
news, everyone knew about it, right? And so being the first woman on the North Dakota Supreme
Court was—and still is—a very big deal. Do you ever feel more pressure to perform well in that
role because you were a woman and because there were so many eyes on you?
Baba: Of course. There’s no question.
Lexi: How did you deal with that?
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Baba: I worked very hard. You know, I studied hard, I worked hard, I made sure that I was no
one’s fool. You can’t be someone’s fool and sit on an appellate court because you’ll be a laughing
stock. The last thing you want to be is a laughing stock. You need to be taken seriously. I think
one of the problems facing women who try new and daring things is the concern or worry that
they’ll fall short, and they don’t want to fall short.
Lexi: Do you think that fear is maybe more pronounced in females than in males?
Baba: I think so. I think doing a daring act, and I think that’s daring. You’re taking a big risk.
Lexi: Obviously your hard work paid off. You left such a wonderful legacy, not just for North
Dakota, but for women generally. And so you were honored with the Margaret Brent Award. Did
you feel at the time that you were serving as an inspiration and trailblazer for other women and
young girls?
Baba: I hoped I was. That was my aspiration and hope. I was never sure. You’re never quite
sure.
Lexi: Do you remember ever speaking with other women or working in the community to support
young girls?
Baba: Oh yes, whenever I could.
Lexi: Do you have any examples of anything you did or conversations you had?
Baba: As often as I could, and it was pretty often, I worked on helping young girls. We didn’t
have the experience or the know-how about how to do what. So whenever I could help teach, I
did.
Lexi: Do you think that during your time on the bench, or even merely through your presence on
the bench, it changed the attitudes of both men you worked with or just men generally at all?
Baba: Oh sure, yeah. You have people on the bench who are stars and whose presence teaches
others.
Lexi: Fast forwarding to today, I think it’s fair to say that since your appointment to the bench,
we have made progress with respect to gender inequalities, but for example, there are only 37
female CEOs out of all the Fortune 500 companies, which is less than 10%, so we clearly still have
a lot of ground to cover.
Baba: Clearly.
Lexi: So, I’m wondering, given that you were a woman able to achieve such a wonderful position
of leadership decades ago, do you have any thoughts on how we can close gaps like these today
and how important it is to have allies like Justice VandeWalle to aid in this effort?
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Baba: I think you’ve hit a couple of nails right on the head. You’ve got the right idea. You sure
do need lots of male allies, and you need lots of young and old allies.
Lexi: Do you think it’s going to take any sort of a policy shift
Baba: I think so. I think just in how you do what you do. What is it you’re out to do? It’s not
going to happen without a lot of hard work, and it’s not going to happen on your own, so if you
find a Justice VandeWalle who has it in his head to assist women, you’re going to have a leg up.
Lexi: You mentioned earlier that one of the reasons it’s difficult for women is because of their
childcare duties and the pressure on women to basically serve in these two roles if they want to
have a career, which are one, their career, and two, as a childcare giver. What are some ways we
can address this problem that many women see as too daunting or too big of an obstacle to
overcome to help achieve equality?
Baba: I think they shouldn’t be too frightened. It’s easier than you think. You can win over a
frightened child or a sleepy child or an uncertain child easier than you think, so that that child who
you are supposed to give help to is often times a cinch to give the help to. Just do it. Just do it.
Lexi: I’m wondering, what would your advice be to young girls and women today, who are hoping
to have successful careers and blaze their own path, just as you did in your field during your time?
Baba: Do it. You’ve got to do things. You can’t sit back and think about it. And many of us do
that. We’re frightened, or we don’t know where to look first, or how to look, so we’re too
uncertain, and you have to do it. The only thing you have to worry about is not giving yourself a
chance. You’ve got to give yourself a chance to excel.
Lexi: Do you think that there will always be this sort of additional pressure on women versus
men, or do you think there will be a day where women and men experience the same kind of
pressures?
Baba: I think women will succeed, and they are succeeding.
Lexi: I know you had somewhat of a professional friendship with the late Justice Ruth Bader
Ginsburg. You were both blazing a path during a time when the field was really truly dominated
by males, so I’m sure you both bonded over your similar situations of being females in a male
dominated field. Can you talk a little bit about your friendship with her and what it was like being
cited by her?
Baba: It was an honor. She was a pistol of a lawyer, she was a fine lawyer, oh my gosh. She
wasn’t afraid of not hitting the ball right. She wasn’t afraid.
Lexi: Thank you so much, Baba. This has been really great.
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Interview with Chief Justice VandeWalle
Chief Justice Gerald W. VandeWalle was born and raised in North Dakota. He attended the
University of North Dakota for both college and law school, graduating at the top of his law school
class. Upon his graduation from law school, he began working for the North Dakota Attorney
General, where he worked for twenty years. In 1978, Chief Justice VandeWalle was appointed to
the North Dakota Supreme Court by Governor Arthur Link. Chief Justice VandeWalle has had a
colorful and impressive career, having served as past co-chair of the ABA Bar Admissions
Committee and past chair of the Federal-State Tribunal Relations Committee of the Conferences
of Chief Justices. He also served as past President of the Conference of Chief Justices, among
many other wonderful accomplishments. Chief Justice VandeWalle was elected to serve as Chief
Justice of the North Dakota Supreme Court in 1993, and he served in this capacity until 2019, at
which point he decided to remain on the Court but step down from his role as Chief Justice. At
the time of his resignation as Chief Justice, he was the longest serving Chief Justice in the country
and in North Dakota history. He is also the longest serving elected official in North Dakota history
(as North Dakota Supreme Court justices must run for reelection at the end of each ten-year term).
He remains on the North Dakota Supreme Court today. Chief Justice VandeWalle has been a
decades-long supporter of and friend to my grandmother and is a close friend to my family.
Lexi: Hi Chief Justice VandeWalle. Thank you so much for taking the time to speak with me
today. You’ve obviously had an incredibly successful career and served as a leader in your field,
so I’d like to start off by hearing a little bit about how you got to where you are today, such as your
experience in law school, your time at the North Dakota Attorney General’s Office, and then your
path to the North Dakota Supreme Court.
Justice VandeWalle: Well I graduated from the University of North Dakota Law School in 1958.
I had a job in Williston with an Arlan Jacks firm. The dean came to me one day and said we can
send one of the better students to the Attorney General’s Office for a year, and you’re going to go.
He said I’ve talked to the lawyers in Williston – they’ll wait. I said, “Well, fine.” This was the
50s, not the 60s, so I was pretty agreeable. Anyhow, so I went. And the first year I was there,
they created a position—I told them I wanted to do Arlan Jacks work—created a position for an
Arlan Jacks attorney, so I was the advisor of the Industrial Commission, which both the Governor,
Attorney General, and the Commissioner of Ag, they regulated the oil and gas industry, and I was
their counsel for twenty years. Did a lot of other things in the AG’s Office, actually. Oil and gas
work was slim back then, but it was interesting. And twenty years later, a job opened on the
Supreme Court, I applied, and I was appointed. Governor Link appointed me. I had been a bigger
consultant in the Attorney General’s Office with him. And from then on, the rest is history, I
guess. I’m still there after all these years. I was elected the Chief Justice. North Dakota’s the
only one to choose their Chief this way. All the judges in the state vote, and that means when I
was there, there were twenty-something trial judges and five Supreme Court justices. And so then
I was elected every five years until I finally decided at the end of 2019 I should not run again.
Wisely, I just did not run – I stayed on the Court, but I did not run. And that’s it.
Lexi: Great. Thank you for providing all that background. Since the course I’m in is focused on
male allyship and the advancement of women, I’m particularly interested in how you used your
position as a leader to support females and advance females professionally, and in particular, how
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you supported my grandmother throughout the course of her career. So can you just talk a little
bit about how well you knew my grandmother, and how did you meet her, and what was your
relationship like with her?
Justice VandeWalle: Well the first time I met your grandmother was at a bridge table at a bridge
tournament in Fargo. She was playing bridge with Sally Landa, and I was pretty new, and she was
a much better bridge player than I was. Over the years, we kept playing in tournaments. I referred
to her once as the “Doctor Spoiled Wife.” She corrected me and said “no it was spoiled doctor’s
wife.” That was her comeback. So when she came to the Court we were pretty good friends by
that time. And of course when she went to law school, I was astounded that she was going to go
to law school because David was not that old—your dad. But she said, “I’m going to try it.” She
drove I think most days Fargo to Grand Forks – 180 miles in the winter, that can be a lot. And
then she got out of law school, went to work for The Vogel Firm and quickly established that she
was a good lawyer. Didn’t surprise me – she was a good bridge player, too. And so when she
came to the Court, the other gentlemen on the Court were a little apprehensive. I said, “Hey, look.
She’s going to be fine. She’ll do well.” And she always did. Now she—Beryl—was interesting
because she really, I think—she may not deny it—she enjoyed the company of men. She never
pulled a feminine trick that I’m aware of. In other words, she never said “I’m concerned because
you said this or that.” I remember one day in court, one of the lawyers said inappropriately, “You
guys,” referring to the Court. And he looked at Beryl, and he kind of glanced at us and she said,
“It’s alright. ‘Guys’ is a neutral term.” And that’s the way she was. So it was an easy transfer, I
think, for her, and for me, and for the Court.
Lexi: Awesome. So I know you said that you knew her obviously before she was appointed to
the Court, but do you remember what your initial reaction was when you found out that there
would be a woman sitting next to you on the bench?
Justice VandeWalle: Well, I was delighted it was someone I knew. I have to tell you a little bit
about my background. I always knew women were strong. My dad was the oldest in a family of
four girls. They adored him, but I knew that my grandma—his mother—ran the show. My grandpa
was kind of a fixture. And my mother was a strong woman, so I knew inherently that women were
strong and tough. Now that kind of backfired because my mother said just once—we were talking
about domestic violence—if he laid a hand on me, that would be it. So I assumed all women were
like that. So it was very difficult for the abused spouse syndrome to sink in to me because I had
some trouble with accepting that because of that. So I was prepared for women, and I always
said—when the Elks were debating whether we would allow women in or not—I said, “You guys
are really stupid. If you don’t accept women—they’ll do all the work.” And they did. They did.
I mean, I always knew that. Now my mother would always feud with my dad because he was a
World War I veteran, and he did fight in the War, and he worked hard as a farmer. And he got
away with a lot of stuff. I don’t mean he got away with anything bad, but he could have done
more, you know, around the house. He didn’t. And yet, he was an exception because he did more
than most of the men.
Lexi: Great. Thank you for that. I know you wrote an incredible letter of support for my
grandmother when she was nominated for the Margaret Brent Award, which I’ve gotten the
opportunity to read. Can you talk a little bit about the letter and what you were thinking when you
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wrote it? Were you at all nervous to make such a public, overt showing of support for her at a
time when women were not as widely respected professionally as they are today?
Justice VandeWalle: No, I was delighted! I was glad to do it. I wasn’t hesitant at all. She
deserved it. And I think most of the people in North Dakota recognized she deserved it. I wasn’t
the least hesitant to do it.
Lexi: Obviously this was an incredible showing of explicit support for her. Can you talk a little
bit about how you supported her behind the scenes?
Justice VandeWalle: Well, Beryl and I resolved all the problems in the world. You know, we
were sort of, if I could, maybe I’m wrong, but I think we were the Scalia and Ginsburg of our
court. We didn’t always agree, certainly, but we certainly resolved all our issues. And I will tell
you that knowing her ahead of time helped. I try to support all the women—the other three—that
have come on the Court since her, but it certainly helped that we had this relationship ahead of
time.
Lexi: Yes, that makes sense. My next question for you is both of you—kind of like you alluded
to—both of you really were trailblazers in the legal field, and—
Justice VandeWalle: Well Beryl was the trailblazer. I was not a trailblazer. I may have widened
the trail a little, but I certainly didn’t blaze like she did. I mean she was it, and she’s still respected
in North Dakota. I mention her name around—you know the high regard in which she’s held.
Lexi: Yeah, I know, it’s incredible. But you’ve obviously had a successful career, and you were
an incredible source of support for her during her career, so I was just wondering do you remember
what it was like to serve as such a staunch supporter of women when it wasn’t as “fashionable”
and popular to do so?
Justice VandeWalle: Well I just never even thought that I would do anything but that. I mean,
it was the thing to do. First of all, I try to support all women justices that come up. Men or women,
you know, if they deserve it. I try to make it comfortable for them. I wouldn’t treat them
differently than I would treat anybody else. And certainly, as I said, she was an easy sell. She was
so bright, she was so articulate, she was so “on” the issues that it was a pleasure to work with her,
and I think most people felt that way.
Lexi: Do you recall any times in which my grandmother was treated differently because she was
a woman?
Justice VandeWalle: I don’t, but she may recall some times. I do remember one thing that
impressed me. You know, I never thought about the woman on the bench that much. I just wasn’t
conscious of the fact that someone might say “oh, well women don’t belong on the bench.” She
was the first, but so what? You know, I had one woman in my class, so proportionally women are
not represented on the bench. Well, at my stage, unless you’re going to put new law graduates
right on the bench, they’re not going to be. As I said, there were very few women who practiced
for years, so the expectations of having women on the bench were not there. The pool from which
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to choose was not that great. Your grandmother was an outstanding—regardless of today’s pool,
she would have been selected, also. So I don’t have any hesitancy about saying that. But I do
remember one thing she said. She said, “You know, it’s very important that these young girls see
me sitting here.” I said, “Why? You know, I wasn’t conscious of that.” She said, “Yeah, it’s
important.” But that was one of the first things she ever said about women differing from men on
the bench.
Lexi: Interesting. Do you think that during her time on the bench her position as a woman leader
in the community helped change either your perspective or any other justices’ perspectives?
Justice VandeWalle: Yes, I will say that she brought a different aspect into family law cases than
we may have had, and certainly some other issues. But generally speaking, I would say family
law is the big one.
Lexi: So my grandmother was also a mother of five. Traditionally, it’s always been thought that
the woman is the caregiver and the man works. And so, I’m wondering if when my grandmother
was on the bench, did she ever talk about any sort of a work/life balance or implement any policies
that weren’t previously there? Was that ever an issue?
Justice VandeWalle: She certainly didn’t talk a lot about it. She was questioned about how she
handles all of it. She looked at me and said, “Well, I have a housekeeper. I’m fortunate.” She
acknowledged her status in life. She said, “I’m fortunate we can afford to have a housekeeper. I
couldn’t do it otherwise.” And so, you know, I accepted that. I didn’t pry into the details. But
my mother was living with me at that stage – she worried about your grandmother. She said,
“She’s all alone here in Bismarck.” I said, “Mom, she’s not alone. She’s not going to be here on
the weekend.” Well, she was here one weekend and my mother insisted that we take her out. I
said, “She’s going to be fine.” But in all those years, I don’t think your grandmother ever got a
ticket. I didn’t ask her about speeding between Bismarck and Fargo, but she must have on occasion
done it.
Lexi: That’s funny. I guess my last question for you given your vast experience, I’m just
wondering how you think males today can support women to help them achieve leadership
positions at higher rates to ultimately achieve equality.
Justice VandeWalle: Well I’m not sure what the answer to that is. I would say there are several
ways. Your grandmother told me once, she said—we were talking about women in government—
she said, “You just wait. It’s going to be like positions in Russia. Most positions in Russia are
filled by women. They get paid less than a plumber.” She said that’s going to happen in the law.
To a certain extent, I’m afraid Lexi, that it did. I don’t know what it is, but men seem to take
advantage of the work ethic of women, and they work them, they don’t pay them more. If that
ever can stop, then we will see something.
Lexi: Interesting. That’s really great insight. So I think that’s all the questions I had for you, but
I’ll just leave it open now if you think there’s anything I left out or you want to add.
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Justice VandeWalle: As I said at the beginning, your grandmother was a good friend and still is.
She was an easy, easy sell. She led the way for women because of the way she held herself. She
didn’t constantly harp on the fact that she was a woman. She didn’t harp on the fact that men were
treating women poorly. She didn’t harp on that. And I think that made it easy. In fact, I said to
her once, “You enjoy the company of men more than women.” She denied it, but I suspect she
did.
Lexi: So you think sort of ignoring the issue of gender helped her?
Justice VandeWalle: I do. I do think it helped her. And I don’t think it was an issue. For her, it
wasn’t an issue because she liked men. I don’t mean that in a nasty way, she just liked being with
men. She certainly was comfortable with them. And, you know, The Vogel Firm had mostly men
in it. If she wasn’t the first woman at The Vogel Firm she had to be close to it. There were
predominantly men. And not only was she comfortable, but she quickly established herself as a
force to be reckoned. She didn’t wait around for them to exalt her. She got out. She worked. So
that made it—as I said, she was an easy sell.
Lexi: Awesome. Well, thank you so much, Justice VandeWalle. This has been so helpful, and I
really appreciate your time.
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Interview with David Levine
Lexi: Hi Dad. As you know, I’m currently taking a course called Women, Law, and Leadership,
and we have discussed in detail the importance of having male allies in the workplace to help
women advance professionally. You are the son of a female trailblazer, and I’m hoping to hear
about your opinion about male allyship and about how being the son of a female leader may have
played in your role as an ally for women. So I want to start by asking you what it was like growing
up with a mom who was the first female on the North Dakota Supreme Court, and how did that
shape or change your view of women?
Dad: Hi Lexi. I’m happy to discuss this with you. First, Mom was appointed to the Supreme
Court when I was a senior in high school, but that’s not when she became a trailblazer. She really
was, for me and in my eyes, a trailblazer for my entire life even up until that point and since then.
I remember when she went back to law school, she would take me with her on the first day of class
to register for her classes each semester. There’s only one law school in the State of North Dakota
– in Grand Forks. It’s the University of North Dakota, which is near and dear to Mom’s heart.
And, it was 80 miles away from where we lived in Fargo. At the time she was enrolling, she
already had all five of her children, with me being the youngest. So she wanted to minimize her
absence from the home. She and Dad talked about renting an apartment in Grand Forks during the
week, but she didn’t do that because she wanted to be home, which meant that for every day of
law school, she drove 160 miles – 80 miles each way. And so, I tell you that, because your
grandmother made these great efforts to do what it was she wanted to do, but she was also as
equally committed to her family, to her husband and to her children. And I remember having
conversations with friends whose moms worked as hard as my mom did but were stay-at-home
moms. And they would say things like, “Don’t you wish your mom stayed home?” or “Don’t you
wish your mom was more present?” Words and questions to that effect. And I never felt that way.
I never felt that somehow I had less of an experience with my mom because she was always
present. She studied at our kitchen table with all of us running around – she has this amazing
ability to do that. And, to get back now to your question—I thought that background was important
just because my earliest memories are of Mom, your grandmother, going to law school. I don’t
have any memories before that because I was so young. And, I didn’t have a lot of conversations
with Baba about “well women can do the same things men can do” and “women can achieve the
same things men can achieve.” In my mind, it was better because we didn’t have to talk about it.
It was just happening. Baba was just doing it. And that’s the environment I grew up in, so I didn’t
have to have a conversation or multiple conversations with Baba about “should I be or should I
not be a feminist,” “should I be or should I not be in favor of equality.” I didn’t have to have those
conversations. I’m sure we had some, but it was just what was going on around me. And my
sisters growing up were strong voices in their community and of course became very accomplished
in their careers, and as importantly, the three sons that my parents had—of course, your father and
my two brothers—all married very accomplished, powerful, independent-minded women who
have careers in their own right. That’s not a coincidence. That’s how we were brought up. And
I’m proud of my parents because they did it without preaching. They did it by just doing. And
you asked a question that was centered around Baba, and what was it like being the son of
somebody so accomplished and really so tremendous, and it was fabulous. I don’t feel I missed
out on anything as a child. But I think it’s important to note any story, any retelling of the history
of Baba and what she accomplished, and how because of Baba I am not just a feminist, I am a
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proud feminist, but I am a feminist in equal parts because of not just Baba, but Zaida as well—my
father. He grew up in an era where—he was a physician, as you know—when you got married in
his era, your wife became Mrs. Leonard Levine: the wife of the doctor. And I’m really not being
judgmental, I’m not being critical of the people who—my friends’ moms, for example—who grew
up and essentially were that. And they were proud of that. But that wasn’t right for Baba. And
so what she taught me and what Zaida taught me is not that Baba becoming an attorney and then
a justice of the North Dakota Supreme Court is not better than it would have been if Baba had
“just” been a stay-at-home mom and a stay-at-home wife. That’s not it at all. What’s important,
and the lesson my parents taught me by doing it, is that Baba should have the right to choose her
path, and it shouldn’t be chosen for her because she was born a woman. That’s the important
thing. And whatever that path is, so be it. Your mom is a dentist. But for a while, she chose, after
practicing for many years, to stay at home with our children. It was her choice. It wasn’t one
dictated by me, it wasn’t dictated by others. It was a choice she made. That’s important. And it
was right for her, it was right for our family at the time because it was right for her. And that, to
me, is the important lesson, is that Baba, and people like her—as you know, we’re now just less
than 24 hours since the wonderful Justice Ruth Bader Ginsburg passed away—that’s what she
fought for. That’s what Baba fought for in the path and really alongside in some ways Justice
Ginsburg—of course on a more local level. That’s the important thing, it’s the choice. So I’ll stop
there, but happy to answer any other questions.
Lexi: Okay that’s great. And thank you for providing all of that background. You briefly
mentioned some comments that some of your friends’ parents made or Baba’s friends, people in
the community with regard to her role as a working woman during that time. Do you remember
any instances in which others overtly ridiculed Baba for being a working mom, or working in a
“man’s role?” If so, how did you respond? And feel free to also mention people who were overtly
supportive of Grandma as well.
Dad: I guess a couple things. I do remember my friends’ moms expressing sympathy or
compassion toward me because my mom wasn’t always around. And, from a pretty young age, I
remember being respectful back and saying that I didn’t view it that way. I just didn’t then and
don’t have any memory or regret about my childhood and my mom “not being around.” She was
always around, and I mean that in both the literal sense and the figurative sense. She does have
this amazing ability to study, to read, to concentrate with the world going on around her. And this
was in era without headphones and iPods and all the technology we have now, and of course, no
computers either. She just sat at the kitchen table with her book and papers, and she was always
there. And that wasn’t just good enough for me, that was my experience, and it was great. In
terms of—thankfully, even in North Dakota, which I am very proud to call my birth and home
state (home meaning where I grew up), but there was more of a—especially back in that era—this
is the early 70s we’re talking about—so back in that era there was more of a, especially in North
Dakota, it was more of a monolithic kind of society. Men worked, women stayed at home, most
of the community was Caucasian, didn’t have a lot of minorities, there just wasn’t a lot of
difference in the community, and so Baba did represent a pretty stark contrast to what was going
on in most of my friends’ lives. But there were many supportive people in Baba’s life as she was
going through. I remember when she started at the law firm where she spent her entire career
before being appointed to the bench, and of course, I don’t know if she was the first woman at that
firm, but for a while, I’m pretty sure she was the only woman when she was there. By the time
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she left, there were others. There were, many of the men there, I mean the person she calls the
best and smartest attorney she’s ever met was a man, one of the founders of the firm, and is an
icon in North Dakota legal jurisprudence – he’s well known. And, there were several others,
including a couple in particular who supported her strongly and emphatically when she was being
considered for an appointment to the North Dakota Supreme Court. So she had a lot of support.
Of course, first and foremost, from her husband, my dad, your Zaida. She had unqualified support
from him. But others as well.
Lexi: Can you talk about a couple of Baba’s most important allies, and specifically, some of the
things they did to support her and whether this was typical or atypical during that time.
Dad: Sure. Certainly the former part of that question in terms of what they did, there were—
Lexi: Can you identify the person that you’re talking about?
Dad: Sure. So the legal icon whom I mentioned is a man named Mart Vogel. The firm where
Baba worked is called the Vogel Law Firm, so Mart Vogel and his two brothers founded the firm.
Mart and his brother, Phillip, were still at the firm when Grandma started, and Mart became Baba’s
senior mentor. She second-chaired many trials with him. He gave her much of his time, he was
a highly intelligent, very patient, warm man. And maybe in a way, like Zaida, a man ahead of his
time in terms of a willingness to accept change, meaning, not all lawyers need to be white men.
And he was the one whom Baba chose to introduce her and accompany her and escort her down
the aisle at the North Dakota Legislature during her very formal and very fun investiture
proceedings when she was sworn in as a Justice, and he gave a great speech about her and talked
about her. He really helped mold her as an attorney and helped foster her legal mind. So he’s one,
in particular, that gave her unqualified support. And there are at least two others I’ll mention, at
least briefly. There was a man named John Kelly. He was a named partner in the firm when Baba
joined—it was called Vogel, Vogel, Brantner and Kelly back then, I believe. And John Kelly was
also a man ahead of his time. And just as a quick aside, it makes sense, certainly in thinking about
it, because his wife—a woman named Tish Kelly—was the first woman speaker of the North
Dakota House of Representatives. So he was living the example that I mentioned earlier about
Zaida, just like Zaida was. And he supported Baba very much. And he was a strong supporter of
hers as she sought the vacancy on the North Dakota Supreme Court. I believe he had a relationship
with the Governor, and he leveraged that relationship on her behalf. And then, a third one is a man
name Maurice McCormick. And he was also very supportive of Baba and helped her a lot in her
career, was another mentor to her, very patient with her—as a young attorney, there’s so much to
learn. He had been practicing for some amount of time by the time she joined the firm, and he was
very supportive and became very good friends—both he and his wife—with Baba and Zaida to
this day. They’re very close friends of Baba’s, and he supported her all along, and incidentally,
his wife, was, and has been, a more “traditional” wife. Very active in the community, but a stayat-home mom. So there were all types, I guess, is the bottom line, of men and women, who
supported Baba. Of course, she encountered her challenges. As a young boy, I was probably
sheltered from some of the challenges a little bit, didn’t know all of them until later when I learned
about them. And of course, you can’t answer this question without mentioning Zaida. You know,
I’m convinced, there could not be anywhere in this country any better ally to a wife than Zaida
was because he was just unqualifiedly proud of her and supportive. And never resentful about the
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time that he ended up being “forced” to spend alone with the young kids in the family at the time,
which were my brother, Bill, and me. We were known as “the little boys” because there was a bit
of a gap between child #3 and Bill, who’s child #4. And we were quite young at that time, I wasn’t
even five when Baba started law school. I think I was actually three or thereabouts. So Zaida
would occupy us and take us out of the house to make it a little less noisy for Baba on the weekends,
and I guess it was the little things like that. But it’s not just what he did—you know, occupy our
time and give Baba some space—it’s the manner and the attitude with which he did it. And I’ve
said it, so I apologize for repeating myself, but I’ll say it one more time, he did it without
resentment, he did it with really no negative feelings at all, and he did it with pride, he did it with
support, he did it with love, and he did it because, I know, at the core of his soul and his being,
because he believed in equality. He believed that the choice of what Baba should do with her adult
life was her choice. And maybe he would have input as her husband, just like she would have
input in his choices. So, I’m going to stop there.
Lexi: That’s great. And so, you’ve talked a lot about the male allies and how they supported Baba
through law school and through and up to the point of her appointment to the North Dakota
Supreme Court, but she really made her mark on history by becoming the first woman on the North
Dakota Supreme Court. So, I’m wondering, I know you said earlier that you were in high school
when she was appointed, do you remember any of your female peers during that time being
inspired by Baba, and did it possibly change the trajectory of their life by seeing her as a living
example of what women can achieve?
Dad: That’s a wonderful question. So, a couple things. It’s also worth noting—this is a slight
digression from your question, but it’s worth noting—there, like I think in all states, the county in
which Fargo is located is called Cass County, and Baba became the first woman president of that
county bar association some number of years before she was appointed. And, I remember then,
hearing conversations at, probably at some of the Bar functions where Baba and Zaida would take
me if there was some—you know, the North Dakota Annual Bar Convention, or something like
that, about Baba and her, kind of blazing a trail, frankly. I also remember Baba always talking
about how important it was to her to invite young boys and girls to the Supreme Court – so she
could answer their questions, but even more importantly to her, so they could just see a Supreme
Court with men and at least one woman on it, so that would be their “normal.” In terms of my
friends and young women, I’ve had—the answer is absolutely. The answer is yes – they were
absolutely inspired by her. And I’ve had conversations with people when I have gone back and
visited North Dakota with women attorneys, young ones, my age, and even older, all of whom
mention Baba as an inspiration in two ways. One, the obvious one, which is what your question
is really asking about because they saw what Baba did. And also because of the opinions that she
wrote on issues that affected people. So yes, definitely I’ve had conversations, and she was
inspirational. And I’ve had conversations in my professional life as an attorney in California with
women who probably through me have read about or gotten to know about Baba and have called
her an inspiration as well. It’s, you know, very heartwarming, and of course, I’m very proud.
Lexi: I just have a couple more questions for you. You mentioned at the beginning of the interview
that from an early age, you just saw Baba go to law school, so she didn’t really preach to you the
importance of equality, but you just saw it by example, and that was obviously your experience.
That’s not everybody’s experience, but that was also a long time ago. Do you think we’ve made
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progress with respect to how women are treated in the workplace today and how women are viewed
professionally?
Dad: Another great question. And I should clarify, I guess. It’s probably oversimplified to say
that we never had discussions about issues of equality. We did. But Baba has always been
somebody who subscribes to the old adage that “talk is cheap,” so you need action, and she has
never really wanted to be a preacher, somebody who only talks the talk. In terms of progress, the
answer, I think, is without question and it’s not debatable that the answer is yes, we have made
progress. Until the early 80s, we had a country that had no women on the Supreme Court, and
since then, we’ve had four. And coincidentally, North Dakota is in the same situation: until 1985,
North Dakota had no women on the Supreme Court, and since then, North Dakota has had four.
But the fact that we know how many women are on both of those courts—or have been on both of
those courts—means that we have made progress, but we’ve got a long way to go because nobody
can say off the top of their head, how many men have been on the U.S. Supreme Court and how
many men have been on the North Dakota Supreme Court. We don’t know the answer to that
because there have been so many. And it’s still a fact worth noting that so-and-so is the second or
third woman on the Supreme Court of either the U.S. or North Dakota. So just that fact alone,
those two little tidbits that happen to be the same for both courts, to me mean we’ve got a long
way to go. There was a saying from an old cigarette commercial that “You’ve come a long way,
baby,” meaning women have come a long way. And the men, like your grandfather and your
father, who support women, we’ve all come a long way when it comes to equality for women, and
for everybody, but I’m just talking in this context about women. But we’ve got a long way to go.
I won’t belabor the point other than to say, how many women have been President of the U.S.?
How many women have been a candidate of one of the major parties of the U.S.? We know the
answer to that, so we do have a long way to go. In terms of the general workplace, we’ve made a
lot of progress. Law school classes are comprised of a significant percentage of women now, there
are many, many women who are in law firms as practicing attorneys and successful attorneys, but
we haven’t achieved equality. Issues of childcare and the pressure falling mostly on women to
take time off and interrupt their careers, that’s always going to be a challenge, especially in a legal
career, but in probably every career, really. So we’ve got a long way to go to figure these things
out, and we certainly shouldn’t be resting on our laurels, but we should continue to recognize that
we have come a long way. We have come a long way. I mean even politics aside, you look at the
President’s list of candidates to fill the current vacancy on the U.S. Supreme Court, and there are
multiple women on his list, and that wasn’t the case in the 70s and 60s when presidents had
vacancies on the U.S. Supreme Court to fill. So that’s progress, but we can’t stop. We still have
a long way to go. But I do want to just say one more thing: I don’t like it when the conversation
on this topic ignores the progress that has been made, even if we believe, as some people do, that
there’s been a regression in the last X number of years, and maybe we had made more progress as
of five or ten years ago. Maybe that’s true, but we’re still a long way ahead of where we were in
the 60s and 70s when Baba was going through her decision-making process about what to do with
the next phase of her life. Anyway, sorry for such a long answer.
Lexi: No, that’s all great background, and thank you for all this information. I just have one last
question for you, related to my previous question, which is, I’m wondering how—you talked about
your life growing up and how it was having Baba go to law school and be a mom at the same time
and then on the North Dakota Supreme Court. I’m wondering how the feminism which she
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cultivated within you and the family continues to affect you today and how that affects how you
approach and treat women, both professionally and personally.
Dad: Another great question. I love the questions. So, what definitely impacts me every day—
and I want to be clear about something, that, it’s important for me to say this. Baba wasn’t just a
great attorney “for a woman.” Baba was a spectacular attorney, period. Baba was an amazing
justice who could write and formulate legal opinions better than anybody. You know, she’s really
like a legal savant, her mind is amazing, and it’s important, I’ve heard the phrase—I’ve heard it
more as a young child than I do as an adult thankfully—but it’s not just she’s good just “for a girl.”
That’s really important to note. I put her up against anybody with her legal mind. And Baba
always has had and always will have an impact on me every day. Like I said before, it’s not a
coincidence that I married a powerful, intelligent woman. And an independent-minded woman.
And I don’t care what her career choice was or will be in the future. I will support it 100% because
it’s her choice and her right to do what she wants. Same with my two daughters. And it’s the
choice, and that’s the biggest piece of what I’ve learned from Baba and Zaida and what I support
in others. And I’ve learned, you know, women’s choices are harder than men’s in many respects,
mostly around child rearing and that sort of thing. So yes, she continues to have an impact for
sure. Maybe break the question down a little bit more so I can give you some more information.
Is there anything else that I can answer?
Lexi: I think you mostly answered the question. Just if you can think of any instances in which
you defended women in the workplace or saw colleagues maybe mistreat women and you helped
to mitigate that, or personally in your social life.
Dad: Sure. I’ve had many, many occasions in college, law school, my professional life, where
either, in my professional life in the course of a case, or interactions in the office, interactions with
classmates in college and law school, where sexist or misogynistic comments and discussions were
taking place, and I absolutely spoke up. I try to take the lead from Baba on this. Baba is somebody
who gives these great, when she was a justice and was asked to speak, would give these great
speeches, and they were always short. I remember after any of the ones I heard, I was always left
wanting to hear more, which is completely Baba’s style. I’m less effective at that skill, but I
remember having quick discussions in my head, okay I don’t want to be preachy, but if I say
nothing, then is silence all that much better than an affirmative condoning of what’s going on? So
I spoke up. I don’t know how effective I was, but I hope I will always speak up. I certainly will
always try to.
Lexi: That’s great. Thank you so much for taking the time to let me interview you today and just
really talking about Baba’s legacy and the impact that it had on you. I guess I’ll just leave it open
to you at this point if there’s anything you think I left out or would like to add.
Dad: You didn’t leave anything out, but I love the word you just used, so I am going to make one
final comment here, and that’s the word “legacy.” For Baba’s family, most importantly, but for
the legal community, men and women, and all races, creeds, religions, for women of course, for
anyone interested in the law and for anyone with compassion, all of those people, Baba has left an
amazing legacy. But I’m most proud—I’m so proud of everything she accomplished in her
professional career—of who she is as a person. That is her lasting legacy.
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Lexi: Thank you so much. This is all wonderful information.
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Annex A: Data from Male Allyship Interviews
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