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have drawn attention to the fact that they were women. This meant
that they were not as free to talk about motherhood and work/family
conflicts, or to broach the subject of part-time schedules. Asking for
special accommodations was viewed by some, in fact, as unfair or bra-
zen: "I just said, why is it fair when everyone is killing themselves,
working very hard? You know, the law's a jealous mistress. Why is it
fair to say that special rules should be made for me?"

Another partner said, "I never had that sort of nerve to ask for a
special arrangement. It certainly wasn't that common." For others, it
was simply out of the question: "I never thought that going part-time
was an option," was a common statement made by female partners.

A number of female partners vividly recalled the conflicts they
faced when their children were born and the deals that they made
with themselves to cope with the double time demands of work and
family. A few women reported that they regularly went home for din-
ner or to put children to bed, only to return back to the office to work
until later into the night. (One or two senior male partners described
going through the same routine when their children were small.) One
recalled that when she worked weekends, her son would often be
"rocking in his little rocker right next to [her] in the office" and was
routinely brought to the office to be breast fed when she worked late
into the evenings. Another strategy to carve out family time was de-
scribed by one female partner as "mortgaging my week to pay for my
weekends:"

Ever since my oldest was first born, the way I've always worked was
that I would work to any hour of the day or night during the week in
the hopes that I would not have to come in on weekends. And
weekends are very precious for me and my family.

It is worth reiterating that while most female partners are in dual ca-
reer marriages, they tend to be regarded as the primary parent of the
children and husbands are considered to play a back-up support role
with children.

The sacrifices that female partners made clearly colored their views
about the types of accommodations that should be made available to
female associates who are starting families. Some expressed resent-
ment and were quite moralistic about the fact that they perceived in
the female associates a sense of entitlement:

No one ever gave me anything and they [the younger women associ-
ates] come out of law school feeling they are entitled [to firm ac-
commodations]. Women exacerbate this issue by saying, "I can't
work unless my child care is provided for, so you have to make ac-
commodations to deal with my children." They want part-time
work, or they want an understanding that they have to leave at five.
Or... you should accommodate your schedules so if they have a
baby-sitter problem, that becomes your problem . . . Give me a
break. It's your life. Grow up! It makes me crazy. It really does.
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People make decisions in life. I think they have to take the conse-
quences of their decisions. This is not a job for everyone. It is very
hard being a lawyer in today's society.

Another female partner also sees the younger female associates as less
willing to sacrifice, yet her attitude is more lenient:

I think that we were prepared to make many, many more com-
promises than a lot of women are prepared to make today. It
worked for us and the kids seem to be doing well. In fact, I'm quite
proud of them. But when I look at the women who today take off
six months when their children are born, I think, "That's not so ter-
rible." I do think that they feel entitled to that. I certainly did not
feel entitled to it.

Overall, most female partners had mixed feelings about the fact that
younger female associates have a wider array of options than they did
to balance work and family demands. Not surprisingly, data showed
that most female associates are well aware of the ambivalence. One
senior associate who wanted to be able to go to female partners for
help in resolving the occasional work/family conflict described the
conditional support she has come to expect from them:

None of them [women partners] think that life should be made any
easier. You live with it. They're much more willing to be sympa-
thetic and do something about issues of sexual harassment and
things like that, but in terms of whether concessions should be made
for women in terms of part-time and things like that, they really
don't want to get involved and don't want to know about it. They
dealt with it and you deal with it.

As an expression of their own ambivalence, women associates
tended to cast women partners in two images. One was a
superwoman image-women who could give birth, adjust to mother-
hood, and miraculously manage child care responsibilities with little
disruption to their practice and ascendance in the firm. The associates
who viewed this as extraordinary did not see themselves becoming
like the partners they observed, even if they wished to emulate them.
The partners who seemed to "have it all" often represented unattaina-
ble ideals. One female associate viewed one woman partner as too
superhuman to consider as a role model:

I couldn't say she represents a model to me since this woman-I am
convinced-is not even a human. She was nine months pregnant
and working until four in the morning. Whenever I said anything to
her about it that she must be tired or something, she would say to
me, "Oh, I barely notice it .... No, I'm not tired .... I forget that
I'm pregnant most of the time." She has two children now, and she
seems to enjoy everything. I don't think I could ever quite achieve
her level of energy or commitment, but I guess she's the one I look
at when I think about what it would be like to be a partner.
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Cognizant of being stereotyped as superhuman, one female partner
spoke about her success at integrating work and family life: "[It's]
very hard for a lot of women [associates] to deal with .... I think a lot
of women think, 'Get her out of here!'" suggesting that women seem
to regard her dual successes as if it reminds them of what they believe
or fear they may not achieve.

The other image that female associates have of female partners is
that of a martyr: a woman who has pursued career ambitions at too
great a cost to personal life, children, and, in some cases, to profes-
sional credibility. Some associates were appreciative of the struggles
that female partners had gone through to ascend in the firms, yet said
that they were unwilling to make the same personal sacrifices. Others
were harsh in their evaluations of female partners for giving up so
much or for "depriving" their families. The general negativity is illus-
trated by the remarks of this female associate who believed that every
woman partner has paid a price for career success, either in terms of
having a messy home life, in remaining childless or unmarried, or in
not being well regarded in the firm:

[One partner is] divorced, kids in therapy. No home life to speak of
but great when it comes to bringing in the business. A good lawyer.
Another, who seems to have good talents is not married, so she
doesn't have those features .... The one that I know with the good
home life is not well thought of as a partner.

Another associate is almost scornful as she thinks about the women
partners who have attained their professional goals:

Maybe I'm asking for too much, but I don't think my children
should have to raise themselves so that I can be successful here.
That is basically the attitude of all the partners who have [children].
[One partner] thinks its wonderful that she meets her son for lunch
sometimes in the park, because she is not going to get home until
twelve at night .... I think the kid is getting a very warped view of
family life. This is not the ideal. There are really no women part-
ners here who have tried to have a real family life. They all made
the sacrifice of having their kids raised by someone else and basi-
cally working crazy hours.

More sympathetic about the sacrifices, another associate told us:
I honestly have to say that there are not many women partners that
I admire in their ability to make it all work. That is one sad discov-
ery I made over the course of my career. You look at the women
partners and you realize how hard it's been and what a toll it's taken
on their family life.

Finally, after considering the situations of all of the women partners
that she was familiar with who were mothers, one female associate
concluded, "It seems to me that having a family and being a woman is
a prescription for failure in terms of becoming a partner."
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In stereotyping women partners, women associates do not see the
diversity among them, diversity that the interviewers can clearly see.
Further, because the dialogue today is such that there is general dis-
content with the harshness of demands, older women tend to define
their own lives as marked by sacrifice, too, so they do not tend to
communicate the satisfactions they have obtained by both having chil-
dren and excellent careers.

It is probably the case that the good aspects of women partners'
lives are invisible to younger women. It is further the case that believ-
ing that the women partners' lives are difficult provides a cushion-a
way of cooling themselves out should junior women fail to climb the
professional ladder.

2. Male Attorneys' Views on Accommodation

Male lawyers were also ambivalent about making special accommo-
dations to respond to family needs. On the one hand, there was
nearly universal agreement about the enormity of work/family stress
and the fact that a disproportionate share of this falls on women. On
the other hand, some of the male associates were resentful about what
they saw as advantages women had:

You know, a lot of women have a couple of kids... everybody just
jokes that the greatest scam in [this firm's] history is maternity
leave. You get four months maternity leave and then you cut some
deal where you work part-time or flex-time, and they pay you 70%
of your salary.

Referring to a woman associate who was out on maternity leave and
due to come back part-time, another male associate expressed envy,
"She can work here three days a week, make 100,000 dollars a year,
spend time with her kid .... You know, give me that deal .... I'll take
that deal."

Some partners worry that men will begin to ask for reduced sched-
ules, as recent mothers have done, with negative effects on the firms.
And, indeed some male associates did affirm this view, stating that it
was wrong to assume they were not responsible for child care. One
young male associate spoke for his peers when he commented:

There is less of a distinction in men around my age in how much
emphasis they put on family versus work and how they balance it. I
see the same tension in all of them .... It's not the same as people
of a different generation, where the guy was supposed to work and
make the money and the woman was supposed to be at home.

However, as we explained in the section on hours, only a few of the
men imagined that they could alter their schedules in the firms to per-
mit more involvement in family life. At best, they believed that they
would have to leave the large firm environment altogether in order to
have a more leisurely lifestyle. This is because they have experienced

1995] 433



FORDHAM LAW REVIEW

negative feedback or object to the pressures that prevent them from
having the kind of family lives they wish to have. Nevertheless, a male
associate told of saving vacation time for paternity leave, and in an-
other firm a male associate responded to a question, "Do men take
the parental leave?" with, "I think the more secure men do, in other
words . . . [those] who aren't too tied to their jobs and so nervous
about what the impact of taking the time off is. I think more and
more the guys take it." As evidence that some norms are changing,
younger partners were also taking paternity leave. One became sensi-
tized to what is entailed in new baby care and separation difficulties in
a way that broadened his attitudes toward a common experience wo-
men have:

Paternity leave was only two weeks, but I took two weeks of my
vacation, so I took a month off. And while I don't confess to be
[like a mother], I guess I got a taste of coming back after the birth of
a child-what it is like to be out for a long time to be focused on the
child. Even for me it was sort of emotionally wrenching to come
back, because you're so focused on that child and all the little new
things and the care. It is really hard to come back. For months I
could imagine that I didn't want to stay here.

One male associate believes that the reason that older male part-
ners are "hardened"-reticent to accommodate family needs of young
lawyers-is because they themselves had rough marriages. Similar to
the poor evaluation of women partners by women associates, many
male associates also feel the senior men in their firms have also made
sacrifices for their careers. One observed that many partners' mar-
riages have ended in divorce. Some choose to emulate the few men
who have "healthy family lives" but have had to give up aspirations of
being major players in the hierarchy.

We observed differences between the men partners in their sixties
and seventies, who have had traditional enduring marriages, and the
partners in their forties and fifties. One high powered "player," who
had an enduring traditional marriage, told us that he regarded himself
as a good family man; he had spent time with his children, taking them
to baseball games and so on, at a time when the pace of work was
slower. He agreed that younger people faced greater pressures than
he did. Women partners agreed with this assessment. According to
one who saw male peers struggling with the same work/family ten-
sions as women, "[i]t's not like it was a generation ago."

Although no male partners denied the importance of family-and a
number spoke with enthusiasm about their relationships with their
children-none of these men, unlike women partners, reported mak-
ing elaborate arrangements in order to be with their children;
although a few mentioned making adjustments in their work schedules
that enabled them to spend more time at home.
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Among married male associates with small children, however, a
somewhat different pattern emerges. Many of these younger attor-
neys do not assume that they will be the sole source of income for the
family, and many of them do not find this situation objectionable. In
many respects, the changing values these marriages exhibit create a
situation where the firms' traditional understanding of their claim on
the time of associates is being challenged by men, as well as women,
who want to be parents. How this development is viewed from a
traditional perspective can be seen in the following statement by a
male partner:

Men start taking more time to be with their children, which is start-
ing but it's a long way from being an accomplished fact. I consider
that to be a very serious economic problem, and I'll tell you it is
irritating. You've worked with somebody and have brought them
into this and then all of a sudden boom, they're gone. You really
feel as though you've been left. I mean there's nothing wrong with
it, incidentally, because I'm a family person, and I was happy my
wife was there to take care of our kids.

In addition to articulating the frustrations that senior partners may
experience when associates bring a different set of values to the work-
place, what this statement unwittingly acknowledges is an increasing
awareness that there is no reason why men should be exempt from the
responsibilities of child care. But once these notions of gender equal-
ity regarding the domestic division of labor are put into practice, men,
just as much as women, may begin to question the time demands of
the partnership track, as this male associate did:

With the baby right now we alternate nights staying up with her. I
can find myself up until 1:30 in the morning if the baby doesn't
sleep, and then be back here at early in the morning. I take my son
to school everyday, because he starts at nine and our office hours
begin at nine. I'm supposed to be here about nine, and I never am.
I never get here before 9:30 a.m. Somebody in my position should
probably come in at 8:30 a.m. to look like you're truly going for
broke, but I don't. And the fact that I really don't care is part of it.

H. Spouses

Everyone acknowledges the conflicts that arise for attorneys with
demanding schedules at Wall Street law firms and the desire to devote
time to children. But for married women, a further conflict may be
produced by a husband who objects to the amount of time she devotes
to her work. Support from one's spouse is one of the factors that vari-
ous informants noted as an important influence on the professional
career paths of women. As one woman associate succinctly observed,
"For the women where [their work puts stress on their marriage],
they're out of here, because it just doesn't work. You have to have a
supportive husband to have a job here." Drawing on his experience, a
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senior male partner echoed this view, adding his thoughts on how a
marriage to a man with different priorities may become an "albatross"
for an ambitious female associate:

As you get a little older in the profession, you have certain social
obligations and you have certain business obligations, and if you
have somebody who is a nine-to-fiver or less in some non-profes-
sional capacity, they grow apart in their social and cultural and in-
tellectual pursuits. I have seen a lot of women get divorced because
of that, more so than men in the profession.

These sentiments are confirmed by the story told by a divorced wo-
man associate, whose husband did not support her professional career:

My husband could not in the least bit fathom what I was doing or
why I was doing it. And he could not understand that to a large
degree you become an indentured servant to the firm .... I think it
raised questions about his own career and what he was doing and
his own adequacy. I made a lot more money than he did; I think it
really bothered him-that, coupled with the hours that were re-
quired and what he perceived to be the lack of attention to him.

Even women who are not married to men who fail to understand
their wives' chosen career may find that the combination of their hus-
bands' busy schedules and their own allows little time for relaxation
together. For instance, one woman associate described how this kind
of stress is manifested in such marriages:

We're often too busy to even talk during the day or when we get
home. We can go for even a one week period where you can have
been in the same bed at night but one person got there at ten and
turned the lights out and the other person crawled home, got in like
eleven and got up at six and then the other person got out at seven.

In the main, however, we found that the women who are married to
professionals with equally exacting schedules-other lawyers in par-
ticular-receive support for their careers. One partner, in particular,
explained how the fact that she and her husband work in the same
profession creates a shared understanding of the problems and pres-
sures involved:

He was doing the same thing at the same time, and we had the same
specialty. If I said I was working on an X, he knew I was working
on an X and knew what the time commitments for working on an X
were. I might have grumbled. I was a worse sport than he was, but
we understood each other. We understood the pressures and we
understood exactly what each other was facing. I think that was
very helpful.

Traditionally, male lawyers have not been called upon to solve the
dilemmas outlined above; their ambitions and the work necessary to
realize these ambitions have been treated as an unquestioned condi-
tion of professional life. Still, most of the male attorneys interviewed
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acknowledged that the time demands of their work can produce pres-
sures on marital relations. But, as one associate explained, such
strains are generally mitigated by a wife's interest in his career
advancement:

When I'm working extremely hard it can be difficult. But there are
times where my wife understands big city life and how hard I need
to work to be successful, and she promotes the desire to be success-
ful with the understanding that means I'm going to be working hard.
She doesn't look for me at five o'clock and be disappointed that I'm
not home.

Increasingly, wives may not be as willing to shoulder the bulk of the
work required to sustain domestic life. Several male associates of-
fered accounts of conflicts arising in situations where the traditional
division of labor along gender lines was not a feature of their mar-
riages. And, rather than letting their marriages flounder as a result,
these men believe that the firms should be willing to take such factors
into account. Here is how one male associate presented his views:

[My wife] said that I wasn't making a contribution and [work] was
all important and everything was being done to serve my career ....
So then I had to start making a conscious decision that I was going
to go home, and I was going to assume certain responsibilities in the
house and make sure I did them and then committed myself to do-
ing them .... I'm not going to give up my marriage for work.

As women begin to expect husbands to assume a greater responsi-
bilities at home, men are called upon to review their willingness to
sacrifice family commitments in order to demonstrate their dedication
to work. As far as a comparison of the men and women lawyers
within the firms is concerned, however, only a scant proportion of the
men indicated that their wives' careers were as important as their own
and many described themselves as the primary breadwinner in the
family. And a number of those with young children have wives who
have quit their jobs in order to stay at home. Even those who have no
children often envision this as their future family structure.

In contrast, the younger married women in the sample understood
the tension set up between work and family by the time demands of
each area of life as a pressure to curtail their careers when they have
children. Not surprisingly, many younger women associates consid-
ered the possibility of giving up-for at least several years-their pro-
fessional jobs, and everyone interviewed mentioned women who had
done so. None of the women associates interviewed, however, em-
braced this possibility without reservations.

The husbands of most women attorneys, for the most part, made
more money than they did. When this occurred, many reported mak-
ing a "family decision" to promote the career of the husband and to
have the wife scale back her own career-either towards working
part-time and not attempting to get on a partnership track, or scaling
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back hours devoted to socializing within or outside the firm. Almost
no women seemed to think this decision was unfair; rather most ac-
cepted it as in the logical order of things.

I. Changes in Firm Provisions and Policies

A number of lawyers at all levels noted that stereotypes related to
traditional ideas about motherhood constrain women's advancement.
A male associate noted that women often accept stereotypes,
"Whether more women are partners... [depends on] whether they
are prepared to give up the stereotype that they are supposed to be
the ones at home taking care of the family and the kids and doing the
shopping and picking up the dry cleaning and being the mother." An-
other male associate thought the firm ought to integrate the fact of
family life into aspects of firm life by planning more social activities
that include children, such as barbecues. From a broader institutional
perspective, another thought firms need to be "forced" to deal better
with child care issues, saying that without "social conflict" the firm
will do nothing.

Yet, there is no clear relationship between firms that are known as
family-friendly (e.g., generous part-time policies) and numbers of wo-
men in high positions. In fact, the most family-friendly firm had the
worst record on partnership. This may be because although some
firms have good policies regarding flexible work schedules, the people
who utilize them are not regarded as partnership material and are not
put on partnership tracks.

As we learned from the interviews and observations, the obligations
of motherhood alone do not create problems for women. Instead,
problems arise from the multiple messages that these women are not
meeting the norms of good mothering, as well as from the demanding
time pressures exerted in both spheres. But women do succeed when
the evaluations of what they are doing are positive rather than nega-
tive-when they have support from their husbands and in the firm
from their colleagues; when they have enough child care of good qual-
ity and dependability; and to some extent, when they are insulated
from cultural norms regarding one "correct" way to be a mother.

X. CONCLUSION

There are many indicators of advancement of women in the large
firms and progress has been steady. (This is not true for minority wo-
men, whose numbers remain extremely small,5 0 and therefore, for
whom we have meager data.) At the point of entry, women and men
start out equally in numbers and in pay. Women can also be found in
all specialties and are no longer pigeonholed in those practice areas

50. See supra Table 11.10.
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once thought suitable for them (e.g., Trusts and Estates), nor barred
from those regarded as inappropriate (e.g., Litigation). There has
been a steady upward trend in the proportion of women partners but
the increase is slight. The proportion of women in firm management,
at the level of executive committees or as head of practice groups, is
minuscule.

Women do not fare as well as men in proceeding up the career path,
partly due to firms' preference for male candidates, and partly be-
cause women take themselves off-track, choosing alternative legal
practices, or, in some instances-fewer than common impressions in-
dicate-leaving paid work for full-time child care.

Although there is a general crisis of morale among all young law-
yers, women do seem to be leaving large firms disproportionately
more than men, meaning that the profile of the "Wall Street lawyer"
at the very top partnership levels looks nothing like the distribution of
lawyers at the bottom of the pyramid.

Some firms, some practice groups within them, and, of course, some
senior partners, do better than others. Women's opportunities and
success seem to come from the advocacy of strategically placed senior
partners to include women, treat them equally, and sometimes make
accommodations to life cycle demands, as well as from women's own
abilities and very hard work. However, for most women the path to
partnership does not move along the traditional track from associate
to partner in one firm. Although lateral hiring has become more com-
mon for both men and women, fully a half of the women partners we
interviewed (half of all women partners in these firms) became part-
ners laterally, having proven themselves in firms other than the ones
in which they are currently a partner.

There are many problems both men and women face today in
achieving career success. But men do not face the stereotyping and
negative expectations that women do, nor do they confront the pres-
sures both inside and outside the firms to make family life their first
priority. Yet, it is not family life alone that is usually the impediment
to commitment-three-quarters of women partners have children-
but rather the lack of supports and encouragement women encounter
within the firms and from their families.

An important factor in the different tracking of men and women is
the continuing stereotyping of male and female qualities and roles.
Men (and women) still attribute certain personality traits to men and
women, or assume different motivations based on gender.

The group that seems under the greatest strain in these firms tends
to be younger women partners. There are a number of reasons for
this. One sociological observation is that women associates no longer
experience a sense of being a token, working under a spotlight that
makes them self-conscious; there are many women all around them.
But women partners are one among many men. At partners' meet-
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ings they are aware of the small minority they belong to, and in the
context of a practice group they may be the only woman partner. Fur-
ther, younger women partners often experience a diminution in the
flow of business from male partners and insufficient assistance in de-
veloping a client base. This often occurs at the time when their chil-
dren are small.

A. Structured Ambivalence and the Advancement of Women

The lack of affirmation and encouragement (especially during
stressful times) discourages many women from pursuing careers
within the firms, and mixed messages create the ambivalence that un-
dermines commitment and motivation. Ambiguity and mixed
messages constitute an important part of our findings, indicating that
in these changing times, the same people may hold contradictory be-
liefs about fairness in the system, their ability to be recognized, and
the amount of fair treatment they administer to others.

Some leaders in the firms say they believe it is only a matter of time
until women achieve equity in the firms, and most partners in most
firms-particularly those who are senior in age or senior in responsi-
bility (on the management committee of their firm, for example)-
view their firms as operating according to meritocratic principles: ex-
cellent lawyering and bringing in business matters most.

Yet, many senior partners are unable to identify with the next gen-
eration, which includes people unlike themselves (by virtue of sex,
race, or personal history), with consequences for appointment to exec-
utive committees and the sharing of decision making. The senior part-
ners who make decisions have lived through a period of social change,
during which their own prejudices have undergone modification. The
same person may abandon prejudices in some situations but activate
them in another, sometimes with awareness and other times without.
Or, prejudice may appear in another form. Culture clashes occur
around definitions of commitment and "life-styles" that have an im-
pact on the integration and mobility of young lawyers in large firms.

The interviews carried out by this study indicate that senior partners
are committed to the established criteria for determining partnership,
yet at the same time advocate inclusion and advancement of women
and minorities. For example, one woman partner noted that her own
father, a name partner in another firm, told her early in her career
that "women should stay in the kitchen," but he now encourages her
daughters (his granddaughters) to become lawyers. Surprisingly,
although many women feel they suffer from the strains and burdens of
dual sets of responsibilities and problems in getting business and
working long hours, at the same time they regard their firms as
meritocracies.

Further ambivalence is reflected in the views of younger lawyers of
both sexes in large firms who, as we noted above, desire and expect
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flexibility and accommodation to values that include balanced lives
and family needs, but at the same time accept the idea that the de-
mands of a harsh economic environment justify the pressures on them
for long hours at work and client development activities after work.
Many who leave these firms regard their departure as a personal
choice rather than an outcome of structural constraints. But ambiva-
lence also keeps some associates working in the expectation that one
day they will become a partner, even though their chances are slim. In
all such situations, hope, commitment, pressures, and aspiration inter-
act with the evaluations of one's prospects.

Firms vary with respect to their clarity in informing young lawyers
about how they are doing, and we learned that women may get less
feedback of a constructive nature than do men. Many partnerships
also see women as a problematic category of employee, less predica-
ble than men and with a different set of needs. The problem is high-
lighted because so many women lawyers came into the profession
after the mid-seventies (with the halt to discrimination in training and
employment), so that the profession has a disproportionate number
clustered in the life cycle stage with high child care demands. As wo-
men enter the profession under more "normal" circumstances, there
should be a broader distribution of women at all age levels, thus creat-
ing less of a perception of women lawyers as synonymous with young
mothers.

Below we specify how the structure of ambivalence structures the
attrition of women.

B. The Mentor-Protg6 Relationship

The mentor-prot~gd relationship is an important avenue to promo-
tion within a firm. More than two decades ago, Epstein noted that
women were disadvantaged in professional careers because they did
not tend to be chosen as prot6g6s.51 She pointed out that older male
colleagues did not see women as young versions of themselves in the
way they saw some young male associates.5 A further problem was
that older men were cautious about being linked with young women,
because their colleagues (or wives) might be suspicious that the rela-
tionship was not purely professional.5 3

Mentoring of young women associates was not much of a problem
in the past, because there were so few of them. But today, when close
to half of every entering class of associates are women, there are many
to choose from. Although a tiny number of senior men admit to
avoiding these younger women, most men in large firms do work with
them.

51. See Woman's Place, supra note 40, at 168-73.
52. Id. at 169.
53. 1&
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But working in the office with a woman associate is very different
from a true mentoring relationship, which tends to extend beyond the
work day and the work project at hand to drinks or dinner together.
It is in such informal settings that much learning takes place. A resur-
gence of resistance to the inclusion of women in such "non-work as-
pects of work"' is legitimized through the articulation of concern
about sexual harassment charges, as we will discuss later.

Nevertheless, many women do have mentors. However, some have
tended to develop the mentoring relationship with one senior person.
Not only does having a single mentor preclude exposure to other part-
ners who might be supportive in the partnership decision, but for a
woman to have one male mentor causes suspicion that the mentor
may have a personal interest in the associate beyond the law.

C. Rainmaking

Increased attention to the bottom line, while holding to norms of
professionalism, creates ambivalence for young and old lawyers alike.
Women and men are both affected by this, but women especially feel
they are caught in a bind where all lawyers are expected to bring in
business although women are not expected to be as good at it as men.
Actually, in many large firms relatively few rainmaking partners usu-
ally provide the work for most junior partners and associates.
Although this allocation of responsibility is important in any firm,
partners who do not find their "own" clients are at a disadvantage.
Many women feel that senior partners value their lawyering skills but
devalue their client development capacity, making them less attractive
as partners.

D. Motherhood

It seems clear that for young women lawyers, a major obstacle to
career advancement is the competing demand of motherhood and the
perception of what motherhood requires on the part of other mem-
bers of the firm, their own families, and the society. Up until this
point in a career women seem equally regarded and committed to
their work.

Many older men have stereotyped views of women's roles as
mothers and give them approval for leaving a partnership track rather
than encouraging them to combine a career with family. They tend to
feel that women make choices about setting priorities and do not ac-
knowledge or understand the impact of their attitudes in those
decisions.

54. See generally Cynthia Fuchs Epstein, On the Non-Work Aspects of Work, 49
Antioch Rev. 46, 46-56 (1991) (describing various non-work aspects of work such as
information work, evaluation work, and reassurance work).
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The view that both professional and family roles are incompatible-
in spite of the demonstration that so many women do combine
them-may produce a self-fulfilling prophecy, in that women are not
given positive feedback for combining multiple roles by the firm, their
families, or their communities.

E. Generational Perspectives

Although most women partners are married and a large number of
them have children, a good number of younger women in their firms
do not regard them as positive role models. It appears there is a "gen-
eration gap," insofar as younger women seem to have a more conven-
tional view of child care than do many older successful women.
Although most use surrogate care, younger mothers vary in the
amount they use, mostly because they believe "hands on" mothering
is important for their children and for their own gratification.

Younger mothers also seem less intent on proving themselves at
work than did many women in the generations that preceded them.
Many older women are highly conscious of the generation gap, feeling
that they made more compromises than younger women are willing to
make and that things turned out well, although the behavior and atti-
tudes of young women cause some older women to question their own
choices.

As in the past, young women are ambivalent about mixing career
and motherhood, but, unlike the women who preceded them into
large firms, many have no other work experience. As a result, they
see law as uniquely tough and demanding. Furthermore, although
they seem burdened with the family's major responsibility for child
care, they accept a double standard since they do not expect or desire
their husbands to adjust their own work schedules in order to share
child care. These women's ambivalence is reinforced by a culture that
puts strong emphasis on their role in the psychology of early child-
hood and the importance of mothering.

It is difficult to assess how much women in such situations do de-
crease commitment 55 because they receive messages that they are no
longer prized and that confidence in them as partnership material has
waned. It is clear from our interviews that many male partners be-
lieve that the women who choose to stay home as full-time mothers,
or work on a part-time schedule, are doing the right thing. Forty per-
cent of male partners' wives do not work for pay and a number have
daughters who have made such choices. Typically, the women lawyers
who leave large firm practice or reduce their commitment are married

55. Kathleen Gerson shows how women's decisions to have children and proceed
on a career route are interactive. See Kathleen Gerson, Hard Choices: How Women
Decide About Work, Career & Motherhood (1985) (analyzing how women's attitudes
towards motherhood change in relation or response to their career opportunities).
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to men with high proffle careers and large incomes. Many of them
also live in milieux (many in the suburbs) in which the pressures to
pull back and stay home with children are high. In contrast, a subset
of the women partners married to husbands with considerably lower
ranking jobs than their own had economic incentives to remain at
work.

F. Hours and Part-time Work

We find that although many women would like more flexibility in
their schedules, and that some would like part-time work (a schedule
that would be considered full-time in most other careers), most wo-
men in large firms work as many hours as men do (although fewer
may be found at the highest extreme, and part-time work is almost
exclusively done by women). Younger lawyers and women partners
find the lack of predictability and flexibility, not the number of hours,
most difficult to mesh with their lives. They also want and need more
autonomy.

Lawyers who do negotiate part-time work schedules find that there
are severe costs. The quality of the work they are assigned may di-
minish; they may find their commitment questioned; and some even
find that they are working at the same level as many others, although
for less compensation.

Part-time work is now available in most firms (although the firms
differ considerably with regard to the numbers taking advantage of it;
in no case is it used by more than a handful of attorneys). The firms
differ about whether part-time work is considered off-track or on-
track to partnership, but for those part-time lawyers who are presuma-
bly on-track, mixed messages abound as to its acceptability. "Family-
friendly" policies may not be related to the number of women part-
ners in a firm, an indicator that women who take advantage of them
may not be regarded as partnership material.56 There may be a risk to
the careers of women who take advantage of such policies, because of
a presumption that they lack commitment to their careers.

G. Sexual Harassment

It is possible that many younger women, expecting full equality in
the workplace, become more discouraged than older women when
they find men (including clients) demonstrating sexist behavior, from
inappropriate joking and taunting remarks to unwanted sexual over-
tures. This behavior creates an unwelcoming work environment in
which their sensitivities are heightened. Further, a number of men

56. Some of the companies in corporate America with the best family-oriented
benefits have some of the worst records for promoting women, according to a Wall
Street Journal analysis. Rochelle Sharpe, Family Friendly Firms Don't Always Pro-
mote Females, Wall St. J., Mar. 29, 1994, at Bl.
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distance themselves from close working associations with women be-
cause they are aware of these sensitivities.

The fear of sexual harassment-and the fear of accusations of sex-
ual harassment-both lead to ambivalence on the part of older and
younger lawyers, men and women. Easy casual interaction is under-
mined by evaluative judgments about the nature of the interaction.
Some young women anticipate that older male lawyers may make im-
proper comments or treat them inequitably. And a number of older
male lawyers are worried that the younger women will misinterpret
their gestures of camaraderie as improper advances or offensive com-
ments that will make them the target of charges. Older male lawyers
note that it is easier under these conditions to avoid unnecessary inter-
actions altogether. But this means that the women do not have the
benefit of learning that goes on in informal settings.

H. Personal Style

Stereotypes about the ideal lawyering style are a part of law firm
culture, although any observer may see that lawyers exhibit quite a
wide range of styles. But the stereotypes are standards against which
associates are measured. Ambivalence about women is sometimes ex-
pressed in the evaluations of personal style. As Epstein has written s7

women are often faulted for being too tough (e.g., like a man) or not
tough enough (e.g., too feminine). This often leaves women feeling
insecure about how to behave or wondering whether their profes-
sional skills count less than their personalities. Knowing that these
kinds of assessments take place often causes apprehension, as women
worry whether they can succeed if they do not exhibit a "male model"
of performance, yet know that if they do they will be seen as less of a
woman.

I. Ambiguity of Situation

The mixed messages that young lawyers receive serve as social con-
trol mechanisms to undermine expectations for promotion or equal
treatment with senior partners. They also stem from senior partners'
own ambivalence about the commitment of the "younger generation,"
and women in particular.

These are the major sources of ambivalence faced by women law-
yers in large firms. Of course, ambivalence is rampant in the large
firm environment in general, and the contradictions created by dispar-
ities between the cultural ethos of professionalism, the pressure to ob-
tain and retain business, traditional views about the proper roles of
professional lawyers, and conventional views toward mothering. Such
conflicts result in the "mixed messages" sent to lawyers today by their
elders in the profession and the society at large, and which they also

57. Women in Law, supra note 16, at 279-82.
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