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Abstract
Latinas are members of the largest and fastest growing minority grolge United States.
However, they are the most disproportionately underrepresented attorney gronphis
nation’s law firms, especially at the profession’s highest levels. \Whtiea attorneys encounter
significant gender-related barriers to their career success, tia ade of family
responsibilities has not been closely examined for those employed in law firms, asbeots
of their cultural identity may influence these relationships. To closedbearch gap, this study
relied on secondary data from the Hispanic National Bar Association Comm&isidy dataset
to examine how family responsibilities relate to objective and subjectigercsuccess for 271
full-time Latina attorneys employed in law firms, as well as how tleglguration level within
the Anglo culture moderated these relationships. The results of this study foulbatithet
attorneys’ family responsibilities were generally not related to gusitional level or gross
compensation in law firms; however, having younger children was associgtddwer
hierarchical attainment. Latina attorneys still appear to encougteficant barriers in their
legal careers, including those associated with their family responegqilithich may ultimately
threaten their retention and advancement within law firms. Furthermore,thisiktudy found
no support that the Latina attorneys’ high level of career satisfaction kategir their family
responsibilities, there is some evidence that it may account, in part, for dteyaf
contentment they enjoy despite obstacles to their objective career skaaabg, acculturation
level was not found to moderate these relationships, which was assumed to be due ghtheir hi
acculturation level overall. It is recommended that law firm leaders suppoe gender-neutral
and family-friendly attitudes, structures, policies, and cultures within dihganizations and

foster opportunities for Latina attorneys with family responsibilities t@ldgvand maintain



mentoring relationships and networking opportunities that may facilitatectreier
advancement. Future research must expand on these findings, including how differatdrsdic
of family responsibilities are related to other career-related outc@néatina attorneys, as

well as other attorney populations, including those employed in different Eegatsand also

those who work part-time.
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CHAPTER 1. INTRODUCTION
Introduction to the Problem

Latinas are members of the largest and fastest growing minority grolge United
States, constituting 7.45% of the total population (U.S. Bureau of the Census, June 2010).
Notwithstanding this considerable presence and growth, there has not beenensanate
increase in the proportion of Latina/os within professional occupational ragkseral
(Blancero & DelCampo, 2005; Kochhar, 2005; Mundra, Moellmer, & Lopez-Aqueres, 2003),
and especially within the legal profession (American Bar Association, 2@8aD1987;
Malpica & Espana, 2003; Mendez & Martinez, 2002; National Association of LegainRsad,
2011; U.S. Equal Employment Opportunity Commission, 2003). This is especially evident with
respect to Latina attorneys, who by recent estimate comprise only 1.04%nefitres lawyers
(U.S. Department of Labor, Bureau of Labor Statistics, 2009).

Within the largest segment of the legal profession, private practice fag fiatinas
constitute a mere 0.44% of partners, and 1.95% of associates (National Associatigal of
Placement, 2011), which is considerably less than any other majority or moprotif, as
compared to their actual presence in the United States population. Furthehm@és some
evidence that Latina attorneys in law firms are poorly representeaderkhip roles and may
have disproportionately lower compensation levels as compared to their nondoatmerparts
(Cruz & Molina, 2010).

The lack of Latina attorneys in the legal profession, especially in leapeosés, reflects
the need to better understand and address the key barriers Latina attombgsdase of their

status as women and racioethnic minorities. This information can shed light on hounityee



demographic characteristics are related to their career sudtiesstiae legal profession. To
address this gap, Cruz and Molina (2010), in a national study on the status and experiences of
Latina attorneys in the United States, found that the underrepresentatiomafdttirneys in
the legal profession, especially in leadership roles, is based on the inbersécertain gender,
racial, and ethnic barriers that act as a “multilayered glass cetbriggtina attorneys’ careers.

While these three demographic aspects of their gender and cultural identity are
inextricably intertwined, Cruz and Molina (2010) reported that the Latina at®sueyeyed
overwhelmingly believed that having significant family responsibditias one of the more
significant barriers to success in their legal careers. However, déspit®ncern, the
participants indicated that they were relatively satisfied with tixpieences in the legal
profession. Based on these preliminary findings, this dissertation studggs@ more granular
analysis of the actual relationships that exist between the Latimaets’ family responsibilities
and their objective and subjective career success in law firms. Furthern®sutly seeks to
better understand how aspects of the Latina attorneys’ cultural idemfutgsticular, their
acculturation level to the dominant Anglo culture in the United States, may at@teese
relationships. Armed with this insight, it is hopeful that more effective andrallit sensitive
strategies can be adopted to increase Latina attorneys’ overaeefait@on, career success, and
ascension into leadership roles within this sector of the legal profession.

Background of the Study

There is a significant amount of literature on the career-related empesi and
challenges encountered by women attorneys (Angel, Whang, Banker, & LopezB2§&0;
Calvert, & Williams, 2009; Dau-Schmidt, Galanter, Mukhopadhaya, & Hull, 2009; Epstein,
1993; Gorman, 2005; Kay & Gorman, 2008; Korzec, 2000; Kumra & Vinnicombe, 2008;
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Rikleen, 2006; Scharf & Flom, 2010; Stanford, 2009; Wilder, 2007), women attorneys of color
(American Bar Association Commission on Women in the Profession, 2006b; Amesican B
Association Commission on Women in the Profession, 2008; Bagati, 2009), and even Black
women attorneys (Blair-Loy & Dehart, 2003; Burleigh, 1988; Reeves, 2001).

In spite of this heightened interest in the challenges faced by women ygtofrolor,
there has been very limited empirical research conducted on the unique barrexpeaiehces
encountered by Latina attorneys in particular, and how intersecting asptetg social identity
contribute to or detract from their career success in the legal profession.anhiteber of
studies have recently begun to explore how factors related to Latina att@yeegst, ethnicity,
and race are associated with various aspects of their career @roes& Molina, 2010; Cruz,
Molina, & Rivera, 2010; Ebben & Gaier, 1998; Garcia-Lopez & Segura, 2008; Garcia;Lopez
2008); the actual role of family responsibilities in these relationshipgslyannknown.

In particular, while Cruz and Molina (2010) found that the overwhelming majority of
Latina attorneys in their study believed that having significant faredgansibilities has or will
negatively impact their opportunities for career advancement, these rdig®between the
Latina attorneys’ existence and level of family responsibilittestheir actual career success
were not examined directly, nor was the focus centered on the experiences an@®ofcom
Latina attorneys in law firms specifically. A narrower focus otinaaattorneys in law firms is
critical because not only is it where the majority of all attorneysrapdoged (American Bar
Association, 2009), but also because the prevailing professional ideology and reenisefor
success in this sector of the legal profession are considered by marscleglats to be largely

incompatible with the demands associated with family roles (Chanen, 2006 nEgst®in,



Oglensky, & Saute, 1999; Kay & Gorman, 2008; Krakauer & Chen, 2003; Rhode, 2003; Rikleen,
2006; Stanford, 2009; J. E. Wallace, 2008).

The construct of career success is viewed as having both objective and subjective
dimensions. Objective career success consists of concrete, specifarabdaand easily
observable career accomplishments attained during the course of onefBaleut, 2008; S.

J. Wayne, Liden, Kraimer, & Graf, 1999) and is often associated with one’s income and
positional level in their organization’s hierarchy (Abele & Spurk, 2009; Friedmane&rBaus,
2000; Heslin, 2005; Judge, Cable, Boudrea, & Bretz, 1995; Ng, Eby, Sorensen, & Feldman,
2005; Seibert, Kraimer, & Liden, 2001). While objective career success isaasdagith
observable career accomplishments, subjective career successairedigictive aspirations
involving an individual’s sense of satisfaction with their careers (Judge &095; Martins,
Eddleston, & Veiga, 2002; Ng et al., 2005).

In their study of Latina attorneys across the legal profession, Cruz ambaN@2010)
found that while the participants in their study had relatively low levels etbobg career
success in terms of their positional level and salary, they also repaxted Inigh levels of
subjective career success as reflected in the finding that, overall, théyradjbatina attorneys
throughout the legal profession were relatively satisfied with their caxperiences. While it is
unclear what accounts for this “paradox of contentment” (Hull, 1999), it has been found that
certain demographic factors, including, but not limited to, gender, marital statily f
responsibilities, and race, may account for a significant variance in mo#msions of objective
career success; however, they do not necessarily account for a simé#acean career

satisfaction (Judge et al., 1995).



This evidence suggests that Latina attorneys’ objective and subjectivestareess are
distinct constructs that may be impacted differently by specific deapbgr characteristics
including those related to their family responsibilities. This finding hastdieéevance to
women attorneys in general (Dau-Schmidt et al., 2009; Hagan & Kay, 2007; Hull, 1999), a
Latina attorneys in particular (Cruz & Molina, 2010; Cruz et al., 2010) who appear to ghve hi
levels of career satisfaction, despite experiencing inequities toigbjaspects of their careers.
Many of these and other studies have pointed to the potential role of family rédpmsson
this paradoxical relationship; although no known studies have empirically tested Iaivlegr
related to family responsibilities may be differently associatéhl @bjective and subjective
career success outcomes for Latina attorneys.

While Latina attorneys’ family responsibilities may be differenéifated to and partially
account for the paradoxical relationship between their objective and subjectige szccess,
the relationships between family responsibilities and objective and subjestéay success may
also be moderated by certain aspects of the Latina attorneys’ culturdlyidesimembers of
collectivist cultures (Berry, Poortinga, Segall, & Dasen, 2002; Hoffddefstede, 2005),
Latinas are presumed to place a high value on family over individual needs (Arbond,.1¥995;
Flores, Navarro, & Ojeda, 2006) and are often subjected to culturally genderedeapsto
serve as primary family care-takers (L. Y. Flores et al., 2006).

As noted by Ashforth, Kreiner, and Fugate (2000), an individual’'s experiences in work
and family domains are influenced by norms and values related to the culturahgresaahi
enactment of work and family. Therefore, experiences and perceptions of tHeanddiamily
roles may be influenced by their level of acculturation to the United SRe¢#Sampo &
Hinrichs, 2006). In particular, Latina attorneys who are more recent immsg@athe United
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States and who are less English language dominant are thought to beubdssaded (Arbona,
1995; Brown, 2002c; Marin & Marin, 1991); therefore, their cultural identity is consideree
intertwined with that of traditional Hispanic norms and values rather than the armglo
culture. In this way, it is posited that acculturation level, as operationdlyztek indicators used
in this study, immigration level and degree of English language dominancenoagyate the
relationships between the Latina attorneys’ family responsibilérel their objective and
subjective career success in law firm environments.

Statement of the Problem

The pronounced lack of Latina attorneys in upper-level roles and relatively lowe
compensation levels within law firm settings are at odds with their signifand growing
representation in the United States population. This realization is paridutardblesome and
demands deeper attention in order to identify the unique barriers that are [yositove
negatively related to career success for this ethnically and yadiadirse population of women
attorneys within the legal profession.

While their underrepresentation in leadership roles was found to be based on barriers
related to their status as racially and ethnically diverse women, Cruz @ N2010) found
that the Latina attorneys believed that having significant fanmsiyaesibilities has or will
negatively affect their opportunities for career advancement. However, targipbhegative
relationship was based on the respondents’ perceptions rather than theexdstaate and
level of their family responsibilities; therefore, their study did not cardhnow Latina attorneys’
family responsibilities were related to their actual career sscEesthermore, their study
reported on the aggregated experiences and perceptions of Latina attorasyshe legal
profession and did not specifically focus on those employed in private pragtifems. Since
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three-fourths of all attorneys in the legal profession are employed inrfag/ (Rmerican Bar
Association, 2009), this level of analysis is essential to understand the natuserelationship
for Latina attorneys employed in the largest segment of the legal poofessi

As previously noted, while Latina attorneys across the legal profession exgerie
relatively lower professional status and compensation levels, they irttitbatehey had
relatively high levels of satisfaction with their legal careers (Criddina, 2010). This
paradoxical finding also suggests the need to examine how demographic factidfisakbpehe
presence and level of the Latina attorneys’ family responsibilitiag,ba differently associated
with variables related to Latina attorneys’ objective and subjectivercsmecess in private
practice law firms.

Finally, given the call for more culturally relevant variables, includicayutiuration
constructs, in career-related and work-family research with Latina/o piopsiéDelCampo &
Hinrichs, 2006; L. Y. Flores et al., 2006; Rodriguez, 2009), this dissertation studiswill a
consider the role of acculturation as a potential moderator in the relationshveshéhe Latina
attorneys’ existence and level of family responsibilities and their leadbjettive and
subjective career success.

Purpose of the Study

The purpose of this study was to build on the findings of Cruz and Molina (2010) to
provide a more granular analysis of the actual relationships that exigdmetamily
responsibilities and objective and subjective career success for Labimegst employed in
private practice. Furthermore, this study was also interested in exarhowngspects of the
Latina attorneys’ cultural identity, or adherence to the values, norms anddsstessociated
with the traditional Latina/o culture, may moderate these relationshigseXamination can
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provide a better understanding of how family responsibilities may be retebedrters or
supports to Latina attorneys’ career success, as well as how family ibgjp@ssmay be a

factor in the “paradox of contentment” found in research on women attorneys in the legal
profession in general (Dau-Schmidt et al., 2009; Hagan & Kay, 2007; Hull, 1999) and Latina
attorneys in particular (Cruz & Molina, 2010; Cruz et al., 2010).

This study focused on demographic factors related to the existence and leatah@f
attorneys’ family responsibilities. Specifically, this examination mered how the presence of
child(ren) in the home, number of children in the home, and age of the youngest child in the
home factor into these relationships. The existence of children in the homeedasan
indicator of the existence of family responsibilities, while the number and dge pbungest
child in the home were used as indicators of the level of family responssbilitieile it is clear
that family responsibilities are associated with a range of factoradingl, but not limited to,
the presence of children in the home (Boyar, 2003), for the purposes of this study, those wit
children in the home were viewed as having family responsibilities, wh#rese with no
children at home were viewed as not having family responsibilities. Fordihe, those with
more children (Greenhaus & Beutell, 1985; Mayrhofer, Meyer, Schiffinger, & Schadid8) or
younger children in the home (Greenhaus & Beutell, 1985; Kelly & Voydanoff, 198%€r€on
& Dill, 1983; Pleck, Staines, & Lang, 1980; Young & Wallace, 2009) were viewed as having
higher levels of family responsibilities than those with fewer or oldédrem in the home and
considerably more than those with no children in the home.

Objective career success was operationalized as the Latina attgrogyi®n within
their law firm hierarchy (Equity Partner, Non-Equity Partner, oro&sge/Counsel/Of
Counsel/Special Counsel) and also their self-reported 2008 gross salary. Siotecobgeeer
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success is often associated with hierarchical level within an organizatdewe! of income

(Abele & Spurk, 2009; Friedman & Greenhaus, 2000; Heslin, 2005; Judge et al., 1995; Ng et al.,
2005; Seibert et al., 2001), those with higher positional levels in their law firms (i.ety Equi
Partner) and those with higher gross salaries were viewed as having aigheof objective

career success.

Subjective career success was operationalized as the degree to whatindattorneys
were satisfied with their career experiences in the legal profe§diose with higher levels of
career satisfaction in the legal profession were viewed as having higélsrdé subjective
career success. This study also examined how the existence and levelyafesponsibilities
were related to the Latina attorneys’ objective career success and hexistkeace or not of
family responsibilities was related to their subjective career sscce

Finally, to examine how variables related to their cultural identity infadrthese
relationships, this study considered the Latina attorneys’ level oftaation to the United
States as a potential moderator in these relationships. Acculturation leveperationalized as
the Latina attorneys’ immigration level in the United States and alsodisgtiee of English
language dominance. First generation immigrants were defined as those bate olthe
United States to foreign born parents. Second generation immigrants were thartunited
States to at least one foreign born parent. Finally, third or later gemeiratnigrants were born
in the United States to United States born parents. Latina attorneys ahlaigration levels
(i.e., third generation or later) were viewed as being more accultucetieel dominant Anglo
culture.

Furthermore, level of English language dominance ascertains the degtaehdhe
Latina attorneys consider English to be their first and primary languagealattorneys who

9



consider English to be their first and primary language were also viewethgsmmwe

acculturated to the United States than those who are equally bilingual in EnglisbeanhS

and even more so than individuals who consider Spanish to be their first and primary language
Rationale

There is a significant amount of research that has examined the relationsl@prbet
family responsibilities and negative career outcomes (Allen, Herst, Bsu@kifton, 2000;

Almeida, McDonald, & Grzywacz, 2002; Eby, Casper, Lockwood, Bordeaux, & Brinley, 2005;
M. R. Frone, Russell, & Cooper, 1992a; Hammer, Bauer, & Grandey, 2003). However, the
majority of this research has been conducted on White populations (CasperuBpEina
Lockwood, & Lambert, 2007; Powell, Francesco, & Ling, 2009; Spector et al., 2004; Wade-
Golden, 2006). As such, little is known about the relationship between family respbesibili
and its career-related consequences with ethnic minorities, espeatatig/os (DelCampo,
Rogers, & Hinrichs, 2010; Duran & DelCampo, 2010; Grzywacz et al., 2007; Mufiz, 2010). To
that end, this study’s focus on Latina attorneys as the target populatiogl] as wonsideration

of how cultural variables may influence the relationships between faasibonsibilities and
career success outcomes, responds to the need for additional research echcfaatiplec and
racial minorities in both the career development, as well as the work-famaijaice literature.

This study also adds to the body of knowledge regarding the career-relatec lzsnd
supports for women of color in the legal profession, especially as it relatesvastly
understudied population of Latina attorneys. Within the legal profession spégificate is
some evidence of the negative relationship between women’s family resptasibitid career
outcomes (Dau-Schmidt et al., 2009; Epstein, 1993; Epstein et al., 1999; Harrington & Hsi,
2007; M. C. Noonan & Corcoran, 2004; J. Williams, 2000; Young & Wallace, 2009). Likewise,
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reports of challenges associated with combining work and family are atsuatld in studies
of women attorneys of color (American Bar Association Commission on Women in the
Profession, 2006b; Bagati, 2009), and even more specifically with Black fentateegtt (Blair-
Loy & Dehart, 2003; Reeves, 2001). However, notwithstanding the substantial intetbist
topic of inquiry, there is little research that has focused on the unique issuesrand twar
career success for Latina lawyers in particular (Cruz & Molina, 2010; Ebligéaie, 1998;
Garcia-Lopez & Segura, 2008; Garcia-Lopez, 2008), and none that have specitaaliped
how Latina attorneys’ family responsibilities are actually ezlab their career success in law
firms or how aspects of their cultural identity may moderate these relapsns

More directly, this study builds on the initial findings by Cruz and Molina (2010) to
“provide an even finer-grained analysis of the issues and barriers uncoveresrjr§udy, and
to examine and test its conclusions” (p. 50). Furthermore, as reflected in @iz @010)
recommendation for future research, this study also addressed the needftovideables that
may account for the paradoxical findings from the two Hispanic National 8soofation
(HNBA) Commission Studies (Cruz & Molina, 2010; Cruz et al., 2010), which found thatLati
attorneys across the legal profession were relatively satisfibdiveir legal careers despite
experiencing lower levels of objective career success.

Research Questions

This study was guided by an overriding research question: What, if ariigretaps
exist between Latina attorneys’ family responsibilities and their abgeahd subjective career
success in law firms and does their level of acculturation to the United Btatkerate these
relationships? To answer this study’s primary research question, the figlsuh-research
guestions were examined:
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1. What are the relationships between the level and existence of Latmmegdt family

responsibilities and their objective career success in law firm environments?

2. What is the relationship between the existence of Latina attorneyg) fami

responsibilities and their subjective career success in law firm enviroriments

3. Does acculturation level moderate the relationships between the existéneeeh of

Latina attorneys’ family responsibilities and their objective casaecess?

4. Does acculturation level moderate the relationship between the existéatmaf

attorneys’ family responsibilities and their subjective career suatémss firm

environments?

5. What is the relationship between objective and subjective career successii@r L

attorneys with family responsibilities in law firm environments?

Significance of the Study

The significance of this study is that it extended the initial findings of @ndzMolina
(2010) by providing a more finely-grained analysis of how Latina attornagslyf
responsibilities were actually related to different aspects of thesecauccess. Furthermore,
given the relative scarcity of research on the Latina/o professionidie United States, this
study contributed to the body of knowledge on research in the career development and work
family interface arena through application of related theories to more dyluliveerse
populations, including the understudied population of Latina attorneys in the legaliprofess

This study also responds to the call from Powell, Francesco and Ling (2009) to
incorporate cultural dimensions into theories about the work-family interfasteding both
work-family conflict, as well as the lesser known construct of workifafacilitation, to make
them more culturally sensitive. Furthermore, DelCampo, Rogers, and Hi(@2&h3) cited the
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limited amount of extant research on Hispanic professionals and demonstrateztitha ne
future research to evaluate the moderating role of the Hispanic culturatyideth respect to
other organizational criteria. To that end, this study provided unique insight on how a$pects
Latina attorneys’ objective and subjective career success may @eulify affected by cultural
influences, especially those related to their acculturation level.

Given the apparent and growing disparity between the Latina represemniatien i
country as compared to their representation in leadership roles in privategriese findings
can help legal, business, and educational institutions and its decision-makers ionblettetand
and address those factors that are positively and negatively related toalti@iinays’ objective
and subjective career success within these environments. Through this knowledyep&d
that more effective strategies can be developed to help Latina attorneyswor anticipate
having family responsibilities in the future, to better achieve successédrsand advance to
leadership roles within these environments.

Definition of Terms

African American or Black. A person living in the United States with ancestral origins in
any of the Black racial groups of Africa. (U.S. Bureau of the Census, 2000).

American Bar Association Commission on Women in the Profession. A division of the
American Bar Association that serves as the national voice for womeerkaimythe United
States. This Commission ensures that women lawyers have equal opportungresefsional
growth and advancement within the legal profession (American Bar Assadiimmission on

Women in the Profession, n.d.).
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Asian American. A person living in the United States having origins in any of the
original peoples of the Far East, Southeast Asia, or the Indian subcontinent (U.8.Buhea
Census, 2000).

Attorneys of Color. The term “of color” is an umbrella term used in the study of women
of color in law firms by the American Bar Association Commission on Women inr¢iiesBion
(2006b) for non-White women and men including those who are Latina/o, Africaneame
(Black), Asian-American, Native American, or Multiracial.

Chicana. Mexican American women born in the United States (Delgado & Stefancic,
2001). Chicanas are a subset of the larger Latina population.

Cultural I dentity. Thyer, Wodarski, and Myers (2010) define cultural identity as a
multidimensional construct that is a result of ethnic socialization and aatidtuprocesses. It
is influenced by one’s ethnic identity and refers to the inner opinions and featatraset
characteristic of the particular group (e.g., Latina) and what beingp@latplies in terms of its
values, behaviors and norms.

Ethnicity. A categorization of a group of people based on national origin, ancestry,
language, or other cultural characteristics (Delgado & Stefancic, 2001).

Family Responsibilities. The obligation to care for others who are either formally or
informally sanctioned family members to include a spouse, significant othent{®y siblings,
and children (Boyar, Maertz Jr., Pearson, & Keough, 2003).

Glass Ceiling. Attitudinal or organizational barriers that prevent qualified individuals
from advancing upward in their organization into management-level positions (&p&rtdent

of Labor, 1991).
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Hispanic or Hispanic Americans. The federal government defines Hispanic or Latino as
a person of Mexican, Puerto Rican, Cuban, South or Central American, or other Spanish culture
or origin regardless of race (U.S. Bureau of the Census, February 2007)thghéem Hispanic
Americans and the various forms of “Latina,” “Latino,” and “Latina/o” arerofised
interchangeably, for the purposes of this study, the term “Hispanic” is asefit specifically
to women and men who self-identify as being of Spanish or European rather than Lat
American origins. The term “Hispanic” is maintained in this study wié&rnting to studies or
resources that specifically used this term.

Hispanic National Bar Association. A nonprofit professional association that serves as
the voice and interests of the 25,000 Hispanic American attorneys, judges, lasg@fand
law students in the United States and Puerto Rico (Hispanic National Rariatgm, n.d.)

Latina. For the purposes of this study, the term “Latina” is used to refer spdyifal
the women who self-identify as being of Latin American rather than $panisuropean
descent, including, but not limited to, Central America, Cuba, the Dominican RepuéXizdyl
Puerto Rico, and South America.

Latina Attorneys. For the purposes of this study, Latina attorneys are defined as licensed
United States female attorneys who self-identify as being of Latin idamedescent. This
includes those Latina attorneys who immigrated to the United Statesydoewthose ancestors,
including parents(s), grandparent(s), or great-grandparent(s) imeaignagviously.

Latino. The federal government defines Latino as a person of Mexican, Puerto Rican,
Cuban, South or Central American, or other Spanish culture or origin regardless(tf. &ace
Bureau of the Census, February 2007). While the terms “Latino” and “Hispaeisbanetimes

used interchangeably, for the purposes of this study, the term “Latino” is useerto ref
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specifically to the men who self-identify as being of Latin Americgther than Spanish or
European descent, including, but not limited to, Central America, Cuba, the Dominican
Republic, Mexico, Puerto Rico, and South America.

Latina/o(s). The aggregate of males and females who self-identify as being of Latin
American descent. For the purposes of this study, the term “Latina®(s9&d to refer
specifically to the collective of men and women who self-identify as beihgtof American
rather than Spanish or European descent, including, but not limited to, Central AGabea
the Dominican Republic, Mexico, Puerto Rico, and South America.

Race. A categorization of human being based on biological and physical charaderistic
such as skin color (Delgado & Stefancic, 2001).

White. A person of a Caucasian race having origins in any of the original peoples of
Europe, the Middle East, or North Africa. (United States Census Bureau, 2000).

Assumptions and Limitations

There are certain assumptions that must be made transparent to the rdasler of t
dissertation. The data used in this study were based on secondary data from theostioregf
a dataset provided by the Hispanic National Bar Association in the fiBAHDOMmMission
Study by Cruz and Molina (2010). One major limitation of this study is that the fsxdamgnot
be generalized beyond the current sample because of the non-random nature of the sampling
procedure from which these data were derived.

Furthermore, the population of Latina attorneys in the United States is/larg@lown
(Cruz & Molina, 2010). Therefore, the data examined in this study were based on surve
responses from only those Latina attorneys who were members of the HNBA dfilibits bar
associations from 2008-2009. While Cruz and Molina (2010) indicated that this sam@esram
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a logical proxy to represent the larger Latina attorney population, thegekaowledged that
they cannot conclude that it is actually representative of this larger gopulat

Finally, due to the self-reported nature of survey data, it is assumed thabtheaiidn
provided by the Latina attorneys who participated in the HNBA Commission sinormywhich
the data for this study were derived provided accurate demographic and eemtloglated data
about themselves and their professional roles. It is also assumed thathealttatineys
responded truthfully about their level of career satisfaction in the legal gimies

Nature of the Study

The nature of this study was confirmatory in nature; therefore, itogeghla quantitative
methodological approach to more closely examine the relationships betwéexitiae
attorneys’ family responsibilities and their objective and subjective rcaneeess in private
practice law firms, as well as the moderating influence of their acatitin level. To that end,
this study analyzed secondary data provided by the HNBA in their firstAHBBnmission
Study of the status and experiences of Latina attorneys in the legasafey Cruz and
Molina (2010) to provide a finer-grained analysis and test of these relationships.

Organization of the Remainder of the Study

Chapter 2 reviews the relevant literature to provide additional insight intodmily f
responsibilities may be negatively and/or positively related to the objectd/subjective career
success for Latina attorneys in private practice law firms and howlekelrof acculturation to
the United States may moderate these relationships. Chapter 3 provides an ovfettveew
research methodology used in this study, including the theoretical framevsadtale design,
population and sample, data source and description, research questions and hypotheses, data
analysis procedures, validity and reliability of the data, and ethical coatsoohey for this
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research study. Chapter 4 presents summary statistics about the resp@ielents, as well as
the results of the data analysis for the hypothesis testing. Finally, CRgptarides a summary
and discussion of the study’s research findings, including the study’s donelugmitations,

and opportunities for future research.
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CHAPTER 2. LITERATURE REVIEW
Introduction

Latina attorneys face several gender-related barriers and sujppibrs tcareer success
in the legal profession (Cruz & Molina, 2010; Cruz et al., 2010; Ebben & Gaier, 1998; Garcia-
Lopez & Segura, 2008; Garcia-Lopez, 2008). However, little is known about the relgigonshi
between Latina attorneys’ family responsibilities and their acturalec success in law firm
environments or how aspects of their cultural identity may influence thesemships. For
those employed in private practice law firms, family responsibilitiag contribute to work-
family conflict and gender-related stereotyping, which, in turn, may datively related to
aspects of their objective career success, including their hierarigvehivithin their law firm
and their compensation. In addition, those Latina attorneys who more chbesatiyy with
traditional Latino/a values and norms may experience increased worl-tamflict and
gender-related stereotyping due to the centrality of the family domdimwillectivist cultures
and culturally prescribed norms regarding the salience of female gereter rol

While family responsibilities may be negatively related to objectivear success in this
way, it may also contribute to work-family facilitation, which may resulhcreased career
satisfaction for women attorneys in particular. Furthermore, for thasealattorneys who more
closely identify with traditional Latina/o cultural values, there e theoretical evidence that
adherence to collectivist values associated with the integration of workraiig fales may
attenuate the negative impact of work-family conflict on job-relatedaetiisn (DelCampo et
al., 2010).

Taken together, these findings suggest that while family responsikitiige
negatively related to objective aspects of career success for Liabimegs, they may
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simultaneously increase aspects of Latina attorneys’ caresdastbn, especially for those who
maintain a strong identification with their Latina/o cultural heritagehis light, family
responsibilities may also partially account for the paradoxical sakttip between the Latina
attorneys’ objective and subjective career found in previous studies of Latimeg#t across the
legal profession (Cruz & Molina, 2010; Cruz et al., 2010).

This chapter reviews the literature pertaining to the relationship befeedy
responsibilities and Latina attorneys’ objective and subjective csumeeess in law firm
environments and how their degree of identification with Latina/o norms and vadyes m
moderate these relationships. This includes a review of gender-relatedso@riLatina and
other women attorneys, with primary focus on those related to familgnsigities. The
chapter also provides a theoretical discussion of work-family conflieteliss the lesser
known concept of work-family facilitation, and how these constructs relate botivelysand
negatively to both objective and subjective career success. Since thedtttinays’ degree of
adherence to their traditional cultural norms and values may influence tltagseships, this
review will explore the construct of acculturation as a potential moderatoe oélationships
between family responsibilities and objective and subjective career sdocéstina attorneys
in law firm environments.

Conceptual Framework

In the examination of the relationships between Latina attorneys’ faesihonsibilities
and their objective and subjective career success, the conceptual franteavgikded this
study is illustrated in Figure 1. The independent variables related to faspygnsibilities
included those associated with the presence of children in home, number of children in the home
and also the age of the youngest child in the home. The dependent variablddodletd atina
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attorneys’ objective career success were the Latina attorneysopaklevel in their law firm
hierarchy and also their 2008 gross salary. The dependent variable of subjeetvesgacess
was the Latina attorneys’ degree of career satisfaction withekgeriences in the legal
profession. Finally, the moderating variables related to acculturationteve the Latina

attorneys’ immigration level and degree of English language dominance.

Dependent Variables
Objective Career Success

Positional Level in Law
Firm Hierarchy

Independent Variables
Family Responsibilities Moderating Variables 2008 Gross Salary
Acculturation Level

Presence of Children in Home

Number of Children
. Level of English Language
Age of Youngest Child 9 guag Dependent Variable

Dominance Subjective Career
Success

Immigration Level

Degree of Career
Satisfaction with
Experiences in the Legal
Profession

Figure 1. Conceptual framework of the relationship between Latina attorneydyfami

responsibilities and their objective and subjective career success inntew f
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Barriers to Latina Attorneys’ Career Success

Until the 1970s, most large law firms in the United States maintained per\gsider,
ethnic, racial, and even religious barriers that all but limited its atecesale, Caucasian, and
Protestant lawyers (Garth & Sterling, 2009; Heinz, Nelson, & Laumann, 2001)e Ainited
States workforce became more diverse, the social organization of the pgalsticichanged and
witnessed the increased proportion of racially and ethnically diveyseew entering its ranks. In
certain respects, many of these women have made noteworthy inroads gatipedéession by
overcoming systematic exclusion and explicit discrimination (Wald, 2010). Futine, some
women have even broken the glass ceiling into the pinnacle of law firm achieveiimant
partnership - an area once considered to be the exclusive domain of men (Epstein, 1993).

While some feminists once anticipated that the proliferation of womenrentbg legal
profession would create a catalyst for these institutions to modify thestigtes and policies
(Schwartz, 1992), it appears that law firms, in particular, have thus far failesptonceto this
call, in that many of these same barriers persist to counter the fubeaaBon and professional
success of female lawyers within private practice (American Baodation Commission on
Women in the Profession, 2006a; Rhode, 2001). This is evident in that while half of all law
school graduates are women (American Bar Association, 2009), only 19.21%randlgur
advancing to the level of law firm partnership (National Association ofllleigaement, 2009)
and there is empirical evidence of a statistical gender gap in lavedmpensation (Angel et al.,
2010; Scharf & Flom, 2010).

While the percentage of female partners and level of earnings areelglédiv as
compared to their male counterparts, the situation is especially discoui@ymgmen attorneys
of color. Constituting less than 2% of law firm partners (National Associatibagsl
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Placement, 2011), women of color continue to be the most dramatically underreprgseuape

at the partnership level. Furthermore, a report by the American Bar Asso€@mmission on
Women in the Profession (2006b) found evidence that women attorneys of color were the most
disadvantaged in terms of law firm compensation as compared to attorneyseWibitr men,

White women, and men of color. However, within this larger population of women attorneys of
color, one particular segment stands out as perhaps the most disadvantaged overall — Latina
attorneys.

Latinas are members of the largest and fastest growing racioeatimority group in the
United States, constituting 7.45% of the total population (U.S. Bureau of the Censuz) e
yet comprise only 1.04% of the nation’s lawyers (U.S. Department of Labor, Boiréabor
Statistics, 2009). While Latinas are woefully underrepresented abmbsgal profession, this is
especially evident within the largest of these sectors — privateqaréatv firms where 74% of
all attorneys are employed (American Bar Association, 2009). Within lavg ficatinas
constitute a mere 0.44% of partners, and 1.94% of associates (National Assadiaegal
Placement, 2011). While this representation is considerably less than angptrerd majority
or minority group, it is especially egregious when compared to their gosdnce in the
United States population. Furthermore, there is evidence that Latina attorfeydirms are
poorly represented in leadership roles and may have disproportionately lower corapensat
levels as compared to their non-Latina counterparts (Cruz & Molina, 2010).

The pronounced lack of Latina attorneys in senior level roles and relativedy |
compensation levels within law firm settings is particularly troublesordedamands deeper
attention to identify the unique barriers that detract from or contribute to suocélis unique
population of women of color within the legal profession. Within the context of law,firms
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partnership and its associated income is the mark of success and remainthemeasit
rewarding and desirable statuses because firm partners often own echetyiimt have
enhanced earnings, participate in firm governance, and enjoy considerable autoadgob
security (Galanter & Palay, 1991; Kay & Hagan, 1998; Kay & Gorman, 200&ués their
current underrepresentation among firm partnership and its associated esugopesss that as
women of color, Latina attorneys encounter significant barriers that intpedeareer success.
Barriers for Women Attorneys

Just as Kanter’s (1993) landmark wokken and Women of the Corporatjset the
foundation for research on women'’s roles and challenges in corporations, Cynthia Fuchs
Epstein’s ([1981] 1993) seminal contribution to the legal professimmen in the Laviroke
ground on the status of women attorneys and is considered to be one of the first sources to
document the barriers they encounter in the legal profession. In this soured Bpgies that,
apart from the recognition that women have made significant inroads into &herefgssion,
they still encounter a “glass ceiling” in reaching the most coveted senitiopssiue to
“cultural and social factors that prevent women from intruding on the domains nmarasla
their own” (p. 462).

Indeed, there have been a plethora of legal reports and scholarly research that point
overt and subtle forms of gender discrimination as a key challenge to womenyattrihe
participation and success within the legal profession, and especially witluarttext of law
firms. Specifically, there is evidence of gender discrimination in lawsfinith respect to
compensation (Angel et al., 2010; Scharf & Flom, 2010; Wilder, 2007), promotion to partnership
(Gorman, 2006; Kay & Hagan, 1998; Scharf & Flom, 2010; Spurr, 1990), attorney retention
(Payne-Pikus, Hagan, & Nelson, 2010; Women's Bar Association of the Da$t@olumbia,
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2006), and even sexual harassment (Korzec, 2000; Laband & Lentz, 1998; Reeves, 2001).
However, while explicit gender discrimination was once viewed as thagyicalprit to women
attorneys’ progress, legal scholar Deborah Rhode (2001) concluded in a report foretieaAm
Bar Association (ABA) that women in the legal profession remain underrepedsat the
highest levels of status, influence, and economic rewards not due to ovenigigton, but
rather “due to unconscious stereotypes, inadequate access to support netwodikde infle
workplace structures, sexual harassment, and bias in the justice systén” (p.

Much of the related research and literature published during the past decade has
documented similar barriers to women attorneys’ careers (Boyer et al.,R00®e, 2003;
Rikleen, 2006; Scharf & Flom, 2010; Wilder, 2007). However, increasingly, one of the most
cited barriers for women attorneys is the conflict between work needsraity fiesponsibilities,
as well as gender stereotyping and bias toward those who assume tree@uab@core Porter,
2006; Epstein et al., 1999; Harrington & Hsi, 2007; Kay & Gorman, 2008; Rikleen, 2006;
Stanford, 2009; J. C. Williams, Bornstein, Reddy, & Williams, 2007; Young & Wallace).2009

This sentiment is also reflected in Epstein’s ([1981] 1993) initial findings the tigre
continues to be residual discriminatory practices in the legal establishwoenén attorneys’
career progress continues to be thwarted by more insidious barriers, suclstesexgtyping and
difficulties related to the integration of work and family life. In fagany twenty-five years
after Epstein first offered this opinion, tA8A Commission on Women in the Profession (2006a)
in their status report on women attorneys’ progress found that albeit increadkraaces for
women attorneys on the whole, gender stereotypes and work-life balance issuetodppea

chronic issues that continue to hinder gender equity in the legal profession.
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Just adVomen in the Lavs considered one of the first sources to document women
attorneys’ barriers in the lawhe Part-Time Parado§d999) co-authored by Cynthia Fuchs
Epstein and her associates is considered the first book to explore work arsiéteirsthe legal
profession. Drawing on interviews with 125 full-time and part-time attormegsvate law
firms, corporate law departments, and government agencies, Epstein (@Q&9% qualitative
study explored how the tension between the time demands required by careersgalthe |
profession conflict with the demands of family life. This conflict contributesitdva trade-off
between professional status and flexibility. In particular, their study fdwatdMomen attorneys
who pursue part-time or alternative schedule arrangements due to childedsareoften
viewed as “time deviants” because the “long hours of work and visibility oft éffme symbolic
meaning, and serve as proxies for commitment and excellence” (p. 136). Whidleitlyisvas
not specific to law firms per se, it documented how those who work in private praeticeie
disparately impacted because of the competitive nature of this legal sector

Building on Epstein et al.’s (1999) findings, subsequent research on barrierd telate
work and family in the legal profession has centered more specifically ongbeesnces of
attorneys in law firms (Williams, 2007). There is a selection of researcbehainstrates how
women attorneys with family care responsibilities are not promoted to paimbexause they
are more likely to reduce working hours or interrupt their legal careers duertoatiimgeting
role demands. This is reflected in the finding from Harrington and Hsi (2007 Wuhdts that
women attorneys’ lack of advancement to partnership is due to the “difficulty in comlaning
firm work and caring for children in a system that requires long hours undepi@gsure with
little or inconsistent support for flexible work arrangements” (p. 4). The auttwnsl that many
who reduce working hours (i.e., part-time arrangements) to solve their tinlietsonére less

26



likely to be promoted and more likely to leave firm practice. Consistent witlfirtdiag, in an
analysis of the impact of gender on the attorney careers using the yiegehichigan Law
School Alumni Data Set, Dau-Schmidt et al. (2009) found that women who “do childofes” s
a disadvantage with respect to becoming partner in law firms becausedigesnore likely than
men to take time away from their work roles.

While these studies do provide some empirical evidence of the negative relationshi
between female attorneys’ family responsibilities and law firm ackm@ent, the relationship
between family responsibilities and compensation is not as clear. Noonan and iC(200r9
found that controlling for labor supply, mothers had the same early attrition rateston
rates, and earnings as did childless women. Furthermore, Dau-Schmidtlaaguzsd (2009)
also found that while there was a significant gender gap in compensation for Michigan
University Alumni, most of this could be accounted for by women who have “done childcare”
and was most likely due to the differences in hours worked and acquired asseta betvween
and women in their study. Moreover, in a study of gender differences among @daagiars,
Young and Wallace (2009) found that, while women attorneys in their sample focused more on
family care and men on their legal careers, surprisingly, there were ner giifiekrences in
salary for those who were similarly productive. It was explained that pengapen attorneys in
their study were more efficient or sacrificed personal time to combiné/fesaponsibilities and
work requirements.

While these studies do provide support that compensation levels are not necessarily
adversely affected by family responsibilities for those women attomkeygsare similarly

productive, they do point to evidence that family responsibilities may indirdfeist vomen
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attorneys’ compensation levels due to reductions in work-force engagenpnductivity as a
result of their family roles.
Barriers for Women Attorneys of Color

Given the changing demographic landscape of the legal profession with thigangnif
proportion of women and racioethnic minorities entering its ranks, there has beaséac
interest on the barriers faced by women who are racially and ethnicallgaivéns is reflected
in Rhode’s (2001) statement that for women in the legal profession, “the grealiestggsahave
generally occurred across race and ethnicity” (p. 32). Furthermore, intilne rgfaort issued by
the ABA’s Commission on Women in the Profession (2006a), it was suggested tleat whil
women attorneys still face significant gender-related barriers toptudessional success, this is
especially apparent for women attorneys of color.

An outgrowth of the American Bar Association’s interest in examiningtiogia
experiences of women of color within the context of law firms resulted in a lakdeypmort
published by the ABA Commission on Women in the Profession that same yeadéVisible
Invisibility: Women of Color in Law Firm@006b). This mixed-method study centered its focus
on aggregated experiences of women attorneys of color in law firms witisaR attorneys
across the United States to compare their career experiences and pertephioses attorneys
who were White men, White women, and also men of color. The survey sample included data
from respondents who were African-American (60%), Asian-American (24&tiha (10%),
and Native American/Alaskan Native (1%) and multiracial (5%).

The ABA Commission on Women in the Profession (2006b) study found that, because of

their double minority status as defined by their gender and race, women attornegs bé&dol

! The percentages for focus group phase were nottegh
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dramatically different career experiences relative to other aytgmoeips. Women attorneys of
color encountered exclusionary work cultures, gender and racial discroniaatil stereotyping,
and lacked access to networking and mentoring opportunities. Similar to otanchesn
gender in the legal profession, women of color also appeared to struggle with thegbeemi
incompatible demands of their private practice law firm careers and thely fasponsibilities.
They also reported encountering doubts from others about their career comraiterent
becoming a parent.

As a result of these and other experiences, the ABA Commission on Women in the
Profession (2006b) study concluded that women attorneys’ careers were morentdagpati/as
compared to their peers. This is reflected in their findings that women garheolor in law
firms had the lowest levels of compensation, job satisfaction, career advanoppaminities
and retention rates.

On the heels of this stud@€atalyst in their series on women of color in professional
services, also examined women attorneys of color in law firms. This study i@ahipair
experiences to White women, White men, and men of color in law firms to determirtaénow
intersectionality of their gender and racioethnicity impacted th@emences. Th€atalyst
report, authored by Bagati (2009), largely mirrors and builds on that of the ABA Csiomas
Women in the Profession (2006b), which demonstrates how women of color working in law
firms are uniquely disadvantaged because of the intersection of theinchgeraler. Similarly,
their report found that women attorneys of color perceived and experiencedusicearly
work culture, felt they had to make adjustments to fit in, and were more likely td@ gepoler
and racial stereotyping. Furthermore, they lacked influential mentors or sparsbrs
encountered significant problems in achieving work-family balance. Th# oéshese
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disadvantages was reflected in the finding that women attorneys of color isttigsireported
being dissatisfied with their career development and advancement opportundtiesra more
likely to harbor intentions to leave the firm.

One unique contribution of ti@atalyststudy (Bagati, 2009) to the topic of family
responsibilities and attorney careers is that it provided insight on how thectiteysdentities
experienced by women attorneys of color pose different needs and chalkdatgsto the
demands of work and family than those typically supported by the White doaeated
culture of their law firms. This study demonstrated how some women attorffnegyieiomay
conceptualize “family” differently from other firm members’ imagesnclude those related to
their extended family members and even their communities. In partidutastuidy provided an
example of how one Latina attorney’s strong bond to her extended family and sense of
responsibility was not well-understood by her employer.

While these studies conducted on women attorneys of color reflect the exgeénc
aggregated racial and ethnic attorney populations (i.e., African Americam Asierican,
Latina/o, Native American), there are still more that have focused cifispacial groups,
especially female African American lawyers. For example, Ré€2@81) qualitative
dissertation employed a phenomenological approach to explore how the interséctice and
gender impact the perceptions, observations, and experiences of 65 White andAfrecanran
attorneys in large Chicago law firigder study found that the intersection of race and gender
had a significant impact on the study respondents’ organizational position and sutiuess
their law firms in large part because attorneys’ “Whiteness” andefmeak” constituted cultural

capital in law firms. In this way, White and male attorneys weredgtbgreater access to

2 Sample also included one Latina and one Asian woma
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informal networks and sponsorship opportunities that contributed to their material and
organizational success. However, female and African American attorneyfywirtue of their
gender and race often lacked this cultural capital, were often tokenizedpsd@xo greater
gender and racial discrimination and harassment.

With respect to parenting roles, Reeves’ (2001) study also identified howtasvrfiake
assumptions that female attorneys will leave their law firms preeigtdue to the perception of
role conflict related to being a parent and an attorney. She adds that thigipercas a
negative impact on female attorneys’ ability to advance towards partnbestapse many firm
leaders are reluctant to invest resources and time in those they belidgawei prematurely.
Furthermore, this study also provided evidence that even though many firmsiézhve tr
respond to work-family needs by providing flexible work arrangements, miacik Bomen
attorneys believe choosing these options would serve as a “death knell” fodtfagicement as
well. Given her study’s focus on African American attorneys, Reeves (20@8Xpladively
transparent in discussing the study’s limitations with respect to théetralbisity of her findings
to other ethnic and racial minorities (e.g., Latina attorneys) and viewed baraless an
important starting point in this discussion.

While Reeves’ research provides a broader understanding of how the inbarsécti
gender and race serve as barriers for female African AmericanegtsoBlair-Loy and Dehart’s
(2003) study of African American female attorneys also examinedhteisection with respect
to family responsibilities and career success. Using secondary suradyotat238 African
American female attorneys in large United States cities who gratinate law school between
1946 and 1982, their study found that the integration of career and family was meyiated b
for African American attorneys. In particular, their study noted how unlike&Wuoimen,
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marriage and motherhood did not depress salaries for African Americare fettwatheys. It was
explained by the authors that the integration of work and family was better ®gppithin the
Black community due to a “strong work orientation, a culture of motherhood thateaabra
breadwinning, and marriages that were more egalitarian than in the White popu|at927).
However, the authors acknowledged that similar to their White counterpartsajiréyrof
African American women lawyers still found it difficult to combine the demasdsciated with
child care with those of their elite, male-dominated careers. As such,ahtrg/respondents
sequenced their career and family trajectories to minimize the cddtioeen them by either
postponing or avoiding motherhood altogether.

The aforementioned studies contribute to the body of knowledge of research on women
attorneys of color, especially as it pertains to work and family, by illirsgraow female
attorneys and also women attorneys of color may be disparately impacted dueste tEated
to gender and race, but also how aspects of their race may positively or negalivehce the
role of family responsibilities on aspects of their career success. HQwswecognized by the
Catalyst(2009) study, women of color are by no means a monolithic group. As such, a
significant limitation of these studies is that the experiences of Blaclewaithorneys (Blair-
Loy & Dehart, 2003; Reeves, 2001) or even aggregated women attorneys of colacérsar
Association Commission on Women in the Profession, 2006b; Bagati, 2009) do not necessarily
reflect the unique experiences and barriers encountered by members of otle¢hmaxcgroups,
in particular Latina attorneys.

Barriers for Latina Attorneys

There has been very limited empirical research conducted on the unique exseaiahc

obstacles confronted by Latina attorneys in the legal profession. Sevdialtigesstudies have
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attempted to fill this research gap by exploring the perceptions and exasrigf a small
number of Chicana, or Mexican-American women, attorneys in the legal poofeEbben and
Gaier (1998) were two of the first authors to explore the experiences péthcular subset of
Latina attorneys through the use of narrative study to uncover the voices olLituesséul
Chicana attorneys in Texas who have achieved leadership roles in diffeterg séthe legal
profession. Similar to Burleigh’s (1988) historical account of Black woatimneys’
experience of “dual discrimination” due to gender saxk, these authors found that as
ethnically diverse women, Latina attorneys face “double oppression” aglteofebeir gender
andethnicity,

Ebben and Gaier (1998) chronicled how in law school and within their legal workplaces,
Latinas often confront explicit and implicit gender and ethnic bias and disctiomrzand
stereotyping. These experiences encouraged many Latina attornegis siudy to downplay
their ethnic identity and also contributed to their belief that they must work Hardehieve
parity with their White, male counterparts. Furthermore, the study found lthiates of the
Latina attorneys interviewed in their study struggled with the difficaltyconciling conflicts
between expectations of their workplaces and aspects of their Latiregbeartd identity, which
emphasizes motherhood and family.

More recently, a qualitative analysis of 15 successful Chicana attaaseayterpreted
jointly by Garcia-Lopez and Segura (2008) and also individually by Ghopaz (2008),
further demonstrated how male-dominated law firm structures, interaetohdynamics
reinforce racially gendered “borders” for Latina attorneys that derlmit their career success.
Garcia-Lopez’ (2008) interpretation finds that Chicana attorneys’ sattsthers,”
“foreigners,” and “tokens” contributes to inhospitable workplaces and servesttthizni
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opportunities for advancement. In particular, she argues that these and oibes fated to

the intersection of their race-ethnicity, gender, class, and even seXigality to pay disparities
and discrimination for Chicana [attorneys] climbing up the corporate ladder” (2008, p. 599).
Similarly, Garcia-Lopez and Segura (2008) recognize that Chicana att@reey a profession
where “White heterosexual masculinities define success, [which] does nottsuppwan’s
reproductive abilities, choices, and desires” (p. 232).

Irrespective of these barriers, these studies also provide evidence that @ttimaney's
broaden traditional definitions of career success beyond prototypical monetatipasrand
goals to include more subjective considerations. Specifically, GarciezL@008) observes how
despite, or perhaps because of their experiences of gender and raciaketjunadity, Chicana
attorneys operationalized career success and satisfaction in the legssijomoin terms of their
ability to help others in their community, as well as the ability to balancespensibilities of
career and family life. Furthermore, Garcia-Lopez and Segura (2a18) that Chicana
attorneys are expected to privilege their roles as mothers and as suebemelmt and success
may be measured more so by the contributions made to the family.

These studies provide important insight into the gender and racioethnic barriers
encountered by some Latina attorneys in the legal profession, as well as how aelhesir
cultural identity, especially as it relates to their role as mothersumguyely influence their
experiences and perceptions of career success. However, while titese ate clearly a step in
the right direction in terms of the need to increase the body of empirical fesedtte Latina
attorney population in the United States, they are of limited scope and scaleygamlgion a

very discreet segment of the Latina population (i.e., Chicana or Mexicaneamattorneys)
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and not necessarily reflective of the professional experiences and perseptibe broader and
more heterogeneous Latina attorney population across the United States.

In an attempt to further close this research gap, the Hispanic Nationat8aciation’s
Commission on the Status of Latinas in the Legal Profession (HNBA Comanjiss
commissioned a national study on Latina attorneys working within the Unitex$ &tgal
profession to document the demographic and professional status of Latinaysttacross the
legal profession and to explore how their formative and career-relatedesyqasricontributed to
their continued underrepresentation in this industry.

This landmark study, entitideew and Far Between: The Reality of Latina Lawylys,
Jill Lynch Cruz and Professor Melinda S. Molina (2010) gathered data on 664 atorneys
from across the United States who were employed in a variety of letalssénowever, the
largest proportion of participants were employed in private practice las.firhis HNBA
Commission Study shed light on the current status of Latina attorneys amaigled insight
into the key factors impeding Latinas’ entry, retention, and advancement vaghiegal
profession. This mixed-method study found evidence that Latina attorneysfimte are
poorly represented in the most senior levels and may have disproportionatly low
compensation levels as compared to their non-Latina counterparts (Cruz & Molina, 2010).
Notwithstanding their apparently low levels of traditionally defined caseecess, this study
found that Latinas across the legal profession have relatively high levelgef satisfaction
(Cruz & Molina, 2010).

On the heels of this broad-based study, the HNBA Commission published a subsequent
report entitled_a Voz de la Abogada Latina: Challenges and Rewards in Serving the Public
Interestby Jill Lynch Cruz, Professor Melinda S. Molina, and Professor JennyaR2@10).
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While this report focused more narrowly on the status and experiences ofdt&dimeys
employed in the public interest sector of the legal profession, these aaldwfsund that,
similar to their cohorts in the first HNBA Commission Study, the Latinaradim serving the
public interest were relatively satisfied with their career expeee despite the finding that they
were not well represented in leadership roles and earned relatively l@s.wag

In terms of the barriers they encounter, Cruz and Molina (2010) found that Latina
attorneys’ careers are negatively impacted by a “multi-layeass gleiling” based on the
intersectionality of their gender, ethnicity, and race that actrgsethreat to career success.
Previous research on Latina attorney samples does consider how Latinayatconfront
“double oppression” based on their gender and ethnicity (Ebben & Gaier, 1998); however, Cruz
and Molina (2010) offer a significant implication for considering Latina ia¢tys’ gender,
ethnicity, and race as three separate, yet intersecting constiatotgotk together to contribute
to the barriers these women encounter.

Cruz and Molina (2010) identified gender-related barriers as having thesgjreagative
impact on the Latina attorneys’ legal careers; however, they werenimted with aspects of
their ethnicity and sometimes race as well. With respect to famppmegbilities, these authors
reported that regardless of their actual family status, the survesigeamts from their study
believed that having significant family responsibilities to be a siamti barrier to Latina
attorneys’ advancement in the legal profession. While the majority atipartts held this
perception, the relationships between the participants’ family respaotissbéeind aspects of
career success associated with career advancement, includingttiipasition and
compensation, were not examined directly, nor did this study focus spiciicd.atina
attorneys in law firm environments.
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The aforementioned literature on women’s barriers in the law underscordarhibyv
responsibilities may pose a significant gender-related barrier ta caemess for women
attorneys, women attorneys of color, and even Latina attorneys workimg & firm
environments. However, there is little empirical research that laasiead the actual
relationship between family responsibilities and women attorney’s csuweeess in law firms,
especially for more diverse samples. For example, while there is sore@viof the negative
relationship between family responsibilities and promotion to partnership for wdtoeregs
(Dau-Schmidt et al., 2009; Harrington & Hsi, 2007), it may not necessarily haagative
effect on female attorneys’ wages for some populations (M. C. Noonan & Corcoran, 2004;
Young & Wallace, 2009).

Furthermore, the relationship between family responsibilities and desttalrneys’
career satisfaction is equivocal as well, especially for Latioana&ys who despite lower levels
of objective career success are relatively satisfied with theiersaf€ruz & Molina, 2010; Cruz
et al., 2010). This is also reflected in research that illustrates how k#timaeys appear to
broaden definitions of career success beyond traditional monetary and stetidg@tions to
include those related to family roles (Garcia-Lopez & Segura, 2008; Gamgéez, 2008).

These paradoxical findings suggest the need to more closely examine how Latina
attorneys’ family responsibilities may conflict with or facilitaleir work-related roles and how
this may be related to aspects of their career success. To that erekahrsh fills the gap in
previous literature by examining the actual relationships thatlsetateen Latina attorneys’

family responsibilities and different aspects of their career sagndaw firm environments.
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The Negative Relationship between Family Responsibilities and
Women Attorneys’ Career Success in Law Firms

The increased participation of women in the labor force since the 1970’s has peztipitat
considerable research interest in how individuals effectively managewvibri and family lives.
The majority has focused on the conflict that ensues as a result of their enaitbtonflicting
demands (Aryee, Srinivas, & Tan, 2005). As such, this section will focus on how the demands of
family roles coupled with the professional ideology and norms that prevail ingopreattice law
firms may contribute to actual or perceived work-family conflict and geredated stereotyping
for women attorneys with family responsibilities.
Work-Family Conflict

The field of work-family conflict has been dominated by role theory (Madsen &
Hammond, 2005; Poelmans, 2005), which was originated by Kahn, Wolfe, Quinn, Snoek, and
Rosenthal (1964) and has served as the dominant foundation for subsequent research in the field.
In accordance with role theory, inter-role conflict occurs when role pesséom membership
in one group are in conflict with membership in other groups, which can contribute tov@egati
consequences such as psychological and organizational stress (Kahn et al., 1964).

Using role conflict theory as their framework, Greenhaus and Beutell (198%)ir
seminal review of the sources of conflict between work and family rolesedebrk-family
conflict theory more specifically as:

a form of inter-role conflict in which the role pressures from the work andyfamil

domains are mutually incompatible in some respect... [whereby] participatibea in t

work (family) role is made more difficult by virtue of participation in theily (work)

role. (p. 77)
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Greenhaus and Beutell (1985) posit that work-family conflict is due to ¢ithetbased,
strain-based, or behavioral-based role characteristics of the worky{faotd that conflict with
one another. In this way, time, strain, or behaviors in the work (family) role imndikigcult to
participate in the other role. Therefore, individuals with both high family and wedhviement
have been found to experience higher levels of work-family conflict. According tollRshvae
(2009), this definition implies that individuals have limited amounts of time and enaighea
draining effect of each respective role contributes to stress andatgerenflict.

While earlier studies tended to conceptualize the work-family intedfa@one-
dimensional construct of work interfering with family, Frone, Russell, and C{b982a)
extended prior research by simultaneously considering the bidirectionad natuork-family
conflict to distinguish between work interfering with family (WIF) and flgrmterfering with
work (FIW). They were found to be positively correlated (M. R. Frone, Russelhap&s,
1992b); however, they are two conceptually different constructs that have unique arigecede
and consequences (Byron, 2005; M. R. Frone, Russell, & Cooper, 1992a; Greenhaus & Beutell,
1985; Gutek, Searle, & Klepa, 1991; Netemeyer, Boles, & McMurrian, 1996). Theretwke, w
family conflict can result from stressors emanating from either or hetfamily and work roles.
In a meta-analytic review of the antecedents of work-family confliatpBy2005) found that
nonwork factors were more strongly related to FIW conflict and work factors itnongly
related to WIF conflict.

Family Responsibilities and Work Family Conflict

Family responsibility is defined by Boyar et al. (2003) as the “oligab care for
others who are either formally or informally sanctioned family memklersl’79) to include a
spouse, significant other, parent(s), siblings, and children. Research has daewbtisait high
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levels of family responsibility can result in experiences and perceptfamsrk-family conflict
because family involvement is likely to generate internal pressure to tmaesand energy to
fulfill family demands, which may reduce the time and effort an individualagable to devote
to the work role (Greenhaus & Beutell, 1985; Parasuraman & Simmers, 2001)idalagrthe
presence of children in the home greatly increases the time demands of thedieniFriedman
& Greenhaus, 2000; Mayrhofer et al., 2008; Voydanoff, 1988).

Parental demands According to Ballout (2008), level of parental demand is best
conceptualized and measured by the number and age of children living with a fahak/been
well documented that increased work-family conflict is associatddoaiting for children
(Byron, 2005; M. R. Frone, Yardley, & Markel, 1997; Greenhaus & Beutell, 1985; Pleck et al.,
1980; Voydanoff, 1988), especially young children (Greenhaus & Beutell, 1985;&elly
Voydanoff, 1985; Osherson & Dill, 1983; Pleck et al., 1980; Young & Wallace, 2009) or
multiple children (Greenhaus & Beutell, 1985; Mayrhofer et al., 2008). While paremahds
are often associated with non-directional work-family conflict, Bal{2Q08) specifically noted
that younger children and larger families are important predictorddtbBnflict as well.
Furthermore, since children place heavier time and energy demands on thedEmparents
with young children and parents of larger families are more likelyperence work-family
conflict than non-parents (M. R. Frone, Russell, & Cooper, 1992a; M. R. Frone et al., 1997;
Greenhaus & Beutell, 1985).

In addition to the time and energy demands of childcare, parenthood can be
psychologically absorbing as well, especially for mothers. Blay{2003) underscores how the
schema of “women’s devotion to the family trumps all other commitments” amfdnezs that
“their primary duty lies in giving their children absorbing and time-consumirej ¢a. 52).
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Furthermore, Eagly and Carli (2007) note how the ideology of intense paremifogaes how
motherhood should be selfless and emotionally absorbing in order to facilitatey fodalld
development. These authors point to evidence suggesting that parenting predsarscst
intense for mothers who have the most career potential. This is because highlgcedwcaén
tend to be more critical of their parenting; therefore, they are likelyetodspore time with their
children than less educated counterparts.

Gender influenceslt is suggested that there are gender differences in experiences of
work-family conflict due to social role differences between men and wonaio(g 2008;

Pleck, 1977). Eagly’s (1987) social role theory of sex differences advancegehder roles are
rooted in the division of labor by sex, which assigns a disproportionate share of domestic
responsibilities, including family care activities, to women. This i®céd in the finding that

even with the increase in dual-career households, it appears that women, more s tiséft me
tend to assume the majority of traditional household and family responsibiisegy & Carli,

2007; Friedman & Greenhaus, 2000; Greenhaus & Beutell, 1985; Hewlett, 2007; Hochschild &
Machung, 2003; Schwartz, 1992). This same pattern applies to female attornelf@awe
Schmidt et al., 2009; Epstein, 1993; Rikleen, 2006; Young & Wallace, 2009).

Due to their socially prescribed role as family caregivers, seveesdragers have
examined the impact of work-family conflict on gender and found evidence of apbsiiooate
impact on women (Kossek & Ozeki, 1998; Gutek et al., 1991; Kinnunen, Geurts, & Mauno,
2004). As such, female attorneys with family responsibilities may be Ikelgthan male
attorneys to experience work-family conflict. This is supported by a stwtjucted by the
Women’s Bar Association of the District of Columbia (2006) that found that workyfami
conflict issues appear to negatively impact women attorneys more than treecauaterparts.
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Gender-Related Stereotyping

In addition to the influence of gender roles on women'’s experiences of woitlg-fam
conflict, they also contribute to gender-related stereotypes about wonkitingrs that lead to
biased perceptions about their attitudes toward work and family (King, 2006y HA§I87)
social role theory suggests that gender roles are closely linked witbrgeackeotypes, which are
overgeneralized beliefs of individuals based on their membership to a particidhcategory.

In this way, gender roles will contribute to specific expectations and steesadbout mothers’
involvement and commitment to the family role over the work role. Women are typicaled

from a nonwork, caregiving vantage point, so their nonwork demands are even more salient to
workplace colleagues (J. M. Hoobler, Hu, & Wilson, 2010). As such, regardless otcthair a
experiences of role conflict, some women may still be perceived by othexpersencing work-
family conflict and therefore mismatched or less committed to their vedaked roles (Friedman

& Greenhaus, 2000; J. M. Hoobler, Wayne, & Lemmon, 2009; King, 2006; Mayrhofer et al.,
2008; Rhode, 2003).

There is some support for the existence of gender stereotypes toward wookinegsnm
non-attorney samples. In her dissertation study of bias on the advancement nfwukiers,
King (2006) provides evidence that perceptions of work-family conflict infliebsoperiors'
ratings of junior faculty's work involvement, commitment, and flexibility, whichiglart
explained the relationship between parent gender and advancement. Siidabler and
colleagues’ (2009) research found that women in their study with famggmstbilities were
more likely than men to be perceived by supervisors as experiencing conflieeheahe family
and work domains. This “family-work conflict bias” resulted in lower perforoearatings and
fewer promotion opportunities for these women. These findings suggest that soesdiyiyad
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gender roles may contribute to actual and perceived work-family cdioilistomen attorneys
because of actual role conflict between the work and family domains, as wehder-related
stereotypes about their involvement and commitment to the family domain.

Work Demands and Work Family Conflict

Greenhaus and Beutell (1985) identified time-based conflict as a primacesof work-
family conflict and concluded that work domain factors, such as hours worked per wee& and th
level of inflexibility of the work schedule, were both positively related gaimount of work-
family conflict experienced. Others researchers have also found that wimkghgours are a
direct precursor to work-to-family conflict in that excessive time dfwdteat work leaves
insufficient time and energy for family-related activities (Gvagz & Marks, 2000; Kelly &
Voydanoff, 1985; Pleck et al., 1980; Staines & Pleck, 1984; M. Valcour, 2007).

Furthermore, Beutell’s (2010) recent evidence provides support for the positive
relationship between work-family conflict and inflexible work scheduleh suat perceived
control of work schedules and work schedule satisfaction moderated this relatidimship
evidence suggests that law firm environments in particular may contribute¢asad work-
family conflict for attorneys because of prevailing professional idgodmgl norms that place
excessive demands on attorneys’ time and schedules.

Law firm professional ideology.Contemporary law firms today are defined by a
professional ideology of “hypercompetitive meritocracy” that réfléatal devotion to the firm
often at the expense of attorneys’ personal demands or commitments (Wald, 2010)hM/hi
professional ideology of work devotion is a symbolic dimension of American capitélair-
Loy, 2003), it also fosters normative expectations to demonstrate total commatmdesihgle-
minded allegiance by firm members (Epstein et al., 1999; Wald, 2010; J. VEil200). Work
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devotion schemas such as these are deeply embedded in law firms’ reward angpromot
structures that reinforce the belief among lawyers that their conemitand hard work will
ultimately be rewarded with upward mobility and financial gain (Blair;12803).

Time norms. The concept of time has special significance in law firms in terms of
demonstrating this work devotion. Since the primary source of revenue for lawdiattsrney
time (Rikleen, 2006), productivity and performance are often measured by the nurnbersof
billed, rather than the quality of the attorneys’ performance (Kordana,.1®295)ch, Epstein et
al. (1999) advanced how law firm cultures socialize its members to demenstia to the firm
and their careers by putting in excessively long hours. In this way, time nenesas proxies
for attributes that are harder to measure for attorneys, namely, tletioteledication and
excellence to the client and the firm (Epstein et al., 1999; J. C. Williams, 2007).

Because of these excessive time demands, law firm lawyers are distin@ttorneys in
other types of law settings, including in-house counsel and government lawyers, &otheros
professionals, because attorneys who work in these settings are usuallycetettet an
extremely high quota of billable hours (Young & Wallace, 2009). For example, thkl®iiour
requirement reported by most law firms has ranged between 1,900 to 2,100 hours a year
(American Bar Association Commission on Women in the Profession, 2006b; Women's Bar
Association of the District of Columbia, 2006}However, there are some reports that attorneys
are expected to reach targets as high as 2400 hours a year (J. E. Wallace,id866)(Z006)
provides an example of how a conservative estimate of a 2,000 annual billable requirement
requires lawyers to work at least 10 hours a day, six days a week. There @radsodication

that law firms in the United States may be enforcing even more demandiatodebiiour

3 A recent report by the National Association of aeglacement (NALP, 2009) finds that while a regmient of
2,000 billable hours per year may be true in thgreggte, it is not necessarily true for individfiahs.

44



requirements in recent years as a response to the economic downturn and inorepsétion
(Wald, 2010).

Hewlett (2007) characterizes attorney careers as an “extrefnegoduse of the
extended workweeks, constant connectivity, unpredictability, and escalatisgrees
experienced by its incumbents. Attorneys frequently have limited or no flexibilineir
schedules due to the prevailing expectation that they should be constantly azeeskibl
immediately available to their clients (Wald, 2010). This expectation cordgsibataw firm
structures and cultures that reward face time and resist reduced impasterking
arrangements (Blair-Loy, 2003; Epstein et al., 1999; Rikleen, 2006; Wald, 2010). Furthermor
the traditional career model for lawyers emphasizes a linear trgjéBeichman & Sterling,

2004) and shows a strong preference for continuous employment without interruptions due to
family caregiving roles (Hewlett, 2007; Krakauer & Chen, 2003).

The ideal worker. According to Williams (2000), gender norms evolved around the turn
of the nineteenth century to support a system of men working in factories or afit@gmen
staying behind to care for children and the home. One characteristic of thisegesyltem is
that market work was organized around the “ideal worker” who worked long hours and took
little time off for family care. Despite the increase of women att@nath family
responsibilities into law firm environments in recent decades (Epstein 929, Rikleen,

2006), the dominant professional ideology of law firms has not changed in that leged cane
time norms are still modeled after this male-oriented ideal worker grofed ideology (Wald,
2010).

As “greedy institutions,” Epstein et al. (1999) demonstrated how contemporafiyneswy

still maintain normative expectations of nearly total commitment byetsibers and the
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requirement that attorneys within its ranks exemplify the ideal worker‘ldgns employment

in early adulthood and works, full time, and full force, for forty years straighhgaio time off
for childbearing, child rearing, or anything else” (Williams, 2007, p. 382). Howewdredded

in this ideal worker ideology is the assumption that there is a spouse at home to previde car
the children and support the lawyer’s career (Kay and Gorman, 2008).

Negative Career Outcomes

There is a significant amount of research that has examined the relatidrethipen
both directions of work-family conflict and negative career outcomes (Allah, 000;
Almeida et al., 2002; Eby et al., 2005; Kossek & Ozeki, 1998; M. R. Frone, Russell, & Cooper,
1992a; Hammer et al., 2003). However, this discussion is concerned with how actual or
perceived work-family conflict affects women attorneys’ legaéess.

Reduced workforce engagement and experiencess previously illustrated, women
attorneys in law firms confront normative expectations to demonstratetmemitment and
excellence by working long hours and being constantly available (Epstdin ¥199). However,
the requirements and norms that are necessary to fulfill their professi@saarelviewed by
many as being a major source of role conflict for those attorneys whtificant family
responsibilities (Hewlett, 2007; Korzec, 2000; Rhode, 2003; Rikleen, 2006). As such, role
conflict between family obligations and job demands may serve to reduce womeayattor
workforce engagement and experiences.

In a systemic review of family caregivers’ labor force particgratiates, Lilly (2007)
provides evidence that family caregivers are more likely to work feweshparticularly if their
caregiving responsibilities are heavy. Furthermore, those with signiffamily responsibilities
were found to be much more likely to withdraw from the labor market than nonsesegi
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There is some evidence of this within law firms in that women attorneys vweeeelikely to
reduce their working hours (Hull & Nelson, 2000; Kay & Gorman, 2008) or interrupt thei
careers to fulfill family responsibilities (Hewlett, 2007; M. C. Noonan & Cawrp2004). Since
the prime years for having and caring for children typically coincidle the years critical for
establishing an upward career trajectory, the cost of leaving or interruptpigyenent for
childcare needs can be especially career-limiting (Eagly &,Qa07).

Violation of time norms and ideal worker ideology.In accordance with the ideal
worker ideology of law firms, reducing working hours or experiencing cargsruptions due
to family responsibilities is inconsistent with the time norms and caredelmalued and
rewarded by law firm cultures. Furthermore, law firm ideology, which shosttoag preference
for linear career progression, may unfairly penalize women attorneyse whreer patterns tend
to be less linear and include more interruptions as a result of their fasypgnsibilities
(Hewlett, 2007; Krakauer & Chen, 2003). Williams (2000) argues that while “sticodbsse
elite institutions requires ideal-worker status, family caregiwgrsally cannot perform as ideal
workers. Those who often serve as such are marginalized in their careetsy‘thétimg them
off from most of the social roles that offer responsibility and authority” (&vi$, 2000, p. 1).

Perceptions of being less committed/alcour & Ladge (2008) suggest that behaviors
that reduce one’s hours or take time out of the workforce compromise carees higmasse
they signal lessened career and organizational commitment. Within thetadritexlegal
profession, law firms’ professional ideologies legitimize and ampl#sestypes about women
attorneys’ lack of commitment and disloyalty to clients and firm, espgeifitr becoming
mothers (Wald, 2010). In this way, perceptions of work-family conflict byretb@n lead to a
form of gender discrimination and stereotyping for women attorneys beedigsdecoming
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mothers, they are often viewed as being less committed and ambitious, wdatirelg impacts
evaluations, work assignments, and access to career development opportunigesl tioat |
advancement in the legal profession (Rhode, 2003; Rikleen, 2006; Wald, 2010; Young &
Wallace, 2009).

While female attorneys with family responsibilities often struggtl woncerns about
their level of commitment and competence, they may also be perceived asbsimgdrested in
advancing to partnership because of the additional demands on their time and oy
(2000) acknowledges that some female associates who become mothers dochiodise not to
pursue partnership because of the overwhelming personal costs. However, thizidgvwahsi
women attorneys’ ambition is also viewed as a self-fulfilling prophedyésalts from the
isolation and invisibility they feel at the hands of law firm cultures (l¢&w2007; Women's Bar
Association of the District of Columbia, 2006).

Even though stereotypes regarding female attorneys’ lack of commitmemitewsdt in
leadership positions continue to persist, Eagly and Carli (2007) argue there ierendd in
men’s and women’s commitment to their positions or desire for leadersé# holfact, they
cite evidence that women with family responsibilities report contrib@sguch as their male
counterparts and expressed a greater desire for stimulating work than.nefadt in her
study of parenthood and commitment in the legal profession, Wallace (2008) founatineitsm
practicing law were significantly more committed to their cartdwans fathers.

Career Success in Law Firms

As previously discussed, the demands associated with caring for childrenakégpe
younger or multiple children, coupled with the normative expectations and timesraguis of
private practice careers, may contribute to actual or perceived woily-famflict for women
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attorneys in law firms. In turn, actual or perceived work-family confiiay contribute to
negative career outcomes, including reduced workforce participation, aswtdr@otypes and
discrimination toward attorneys who assume these roles. While work-famflictand gender-
based stereotyping may contribute to these negative career outcomegasgangeto examine
how this relates to aspects of their career success in law firms.

Conceptualization of Career Success

Career success is defined by Judge, Cable, Boudrea, and Bretz (1995) agtilie “pos
psychological or work-related outcomes or achievements one has accumulatesudisad
one’s work experience” (p. 486). The concept of upward mobility is relevant to tlyeo$tud
career success because those who move up the organizational hierarchy aomsifiened to
be successful (Ng et al., 2005).

In accordance with Turner’s (1960) theoretical framework, there areystenss of
upward mobility in organizations: contest mobility and sponsored mobility. The tombedity
perspective suggests that advancement is much like a contest where individyettedomand
win the “prize” due to their own skills, abilities, motivation, and effort. However, lyidgrthis
assumption is that the contest is fair and accessible to anyone interestedinmgdbheatquired
time and energy. Wayne et al. (1999) offer that the contest-mobility perspassivaes that
these investments should result in increased rewards from the employer, inclao®ages in
organizational status and income.

Using this perspective, attorney advancement within law firms can be vibroedh the
contest-mobility perspective. Law firm partnership and its associategensation are viewed
as the achievement of traditional career success in law firms (Ga8aRtday, 1991; Kay &
Hagan, 1998; Kay & Gorman, 2008). Galanter and Palay (1990) conceptualized promotion to
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partnership as a tournament amongst lawyers. Young lawyers from elgelaals would be

hired into the firm and after a prolonged apprenticeship (usually 4 to 10 years), the mos
proficient and deserving are promoted to partnership. While tournament thedrgdrathe

basis of much debate (Kordana, 1995; Kordana, 1998) and refinement (Galanter & Henderson,
2008), it is consistent with the contest mobility perspective in that it is asshatexdtbrney
advancement is predicated on the concept of equitable meritocracy such thatdnoesgsatvho

are the most qualified and deserving will be promoted to partnership.

While the contest-mobility perspective emphasizes individual effort and, meri
contrast, Turner’s (1960) sponsored-mobility perspective adds that advancensmnindlze
hands of organizational elites. In this way, candidates are selected asthélisas given based
on some desirable qualities or criterion of supposed merit. To help sponsored candiddtes win t
competition, organizational elites will provide candidates favorable treatne sponsoring
activities to further differentiate them from the group. The sponsored-tygielispective can
also be applied within the context of law firms. For example, lawyers who fitidgei of the
ideal worker due to their adherence to law firm time norms and ideologyaeelikely to be
selected by law firm leaders for sponsorship because they are viedehasstrating
commitment and excellence to the organization and their legal careers.

Predictors of Career Success

Research on career success is particularly interested in its pre(icitge et al., 1995;
Kirchmeyer, 1998; Ng et al., 2005; S. J. Wayne et al., 1999). In a meta-analysis dbpseaufic
career success, Ng and his colleagues (2005) employed Turner’s (1960)dhidfoaetework of
upward mobility to classify predictors of career success includingblasiaelated to human
capital, organizational sponsorship, and socio-demographic status. As noted in their meta
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analysis, Ng et al. (2005) found that human capital predictors are the most comssocigtad
with contest-mobility perspective, whereas organizational sponsorship andisotgraphic
status are the most commonly used predictors using the sponsored-mobility lens.

Human capital. Human capital refers to an individual's educational, personal, and
professional experiences (Becker, 1993) and is a consistent predictorenfstareess (Judge et
al., 1995; Ng et al., 2005; S. J. Wayne et al., 1999). In accordance with human capital theory
labor markets reward investments individuals make in themselves, which lead to higher
ascendancy rates and salaries (Becker, 1993). Underlying this theorpsstineption that
individuals make rational choices regarding their investments in human cgpnaldhing its
costs and rewards (Wayne et al. 1999).

While factors related to human capital have been broadly defined (see NQO&5,
hours worked (Judge et al., 1995; Ng et al., 2005; Pachulicz, Schmitt, & Kuljanin, 2008), job
involvement (Ng et al., 2005), work experience (Ng et al., 2005), and organizationaband |
tenure (Ng et al., 2005; S. J. Wayne et al., 1999) are often associated withechtng@sn
capital. From this lens, time, experience, and involvement are viewed as ienesinade by
individuals in their careers, which are viewed as positively related itccireer success.

Viewing promotion to partnership and its associated earnings through the lens sf conte
mobility theory, it is reasonable to assume that those who increase their hyoan ca
investments through increased time and experience on the job are viewed asdveiggalified
and productive; therefore, they are more likely to be promoted to partner and earn higher
incomes. Consistent with this view, legal scholars have demonstrated how opiesrtortuild

human capital are imperative for winning the tournament to firm partnershigntéa& Palay,

51



1991), and career success in private practice (NALP Foundation for Law CerdardResnd
Education, 2007).

Organizational sponsorship.Ng et al. (2005) categorize organizational sponsorship
predictors as those resources and activities provided to employees thatéatigir career
success. These include career sponsorship, supervisor support, training and development
opportunities, and organizational resources. In this way, employees who receive angport
coaching from their supervisors are viewed as being selected for sponshigghand colleagues
suggest that mentoring is a key form of organizational sponsorship.

According to mentoring literature scholars Belle Rose Ragins and Kasmy (2007),
mentors are generally viewed as providing two different types of functionsofiéiggs: career-
related functions and psychosocial functions. Career functions are those adtwatiprepare
them for hierarchical advancement within the organization, including coachivgjiesti
increasing their visibility and exposure, sponsoring their career advancanteproviding
challenging assignments. On the other hand, psychosocial functions include behaviors that
enhance the protégé’s professional and personal growth, identity, self-worth, arificaelj-e

There is evidence of mentoring benefits within law firms. In a study of giiomto
partnership in law firms, Laband and Lentz (1999) found that individuals who reported having
been mentored were more likely to have achieved partner status. Furthéifatbaee (2001)
found that mentoring was critical in the career success of female aoneyms of earnings,
promotional opportunities, procedural justice, social integration and careéactars

While mentoring affords benefits for all attorneys, it is seen as edlyemitical to the
career success of women attorneys of color (American Bar AssociarmmiSsion on Women
in the Profession, 2006b; Bagati, 2009); Hispanic business professionals (Blancel@asripo,
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2005; Mundra et al., 2003), and Latina attorneys in particular (Cruz & Molina, 2010; Giuz et
2010). Mentors who can act as sponsors, role models, protectors, and champions ara cited as
critical success factor in research on women of color in the legal professmani¢an Bar
Association Commission on Women in the Profession, 2008). These relationships can also
ensure that women attorneys have access to the challenging wgrkreessis and professional
development opportunities that lead to career advancement (Rikleen, 2006).

Socio-demographic statusNg et al. (2005) define socio-demographic predictors as
those related to an individual's demographic and social background. They atkwéfiables
associated with these predictors as gender, race, marital status, .aNd agal. (2005)
demonstrate how career success is dependent on receiving sponsorship, but noted that women
and minorities are often hindered because certain socio-demograplaictehatics (i.e., gender
and race) are frequently used as the basis to allocate this sponsorshigatistasromen and
minorities have difficulty fostering these developmental relationshipsibe@dnsistent with
similarity-attraction theory (Fields, Goodman, & Blum, 2005), they are daatéamiliarity,
identification and comfort and tend to occur more naturally between individuals whmdae s
(Blancero & DelCampo, 2005; Eagly & Carli, 2007).

Research conducted within the legal profession illustrates this concepieMattorneys
of color are especiallyhibited in their career development becauddte men, who are often in
positions of influence and power in their organizations, are not as comfortable arountidhem a
therefore do not pursue them as protégés (American Bar Association Commissiomen W
the Profession, 2008; Bagati, 200Ranter (1993) adds that due to prevailing gender and racial
stereotypes, women and ethnic minority groups may not be selected fordemelepment. This
is consistent with the finding that Latina attorneys lack commonalityinfitrential others;
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therefore, they have less access to mentoring relationships, clierdpaeat opportunities, and
occasions to network with those in their organizations who can contribute towardatkeir ¢
success and advancement (Cruz & Molina, 2010; Cruz et al., 2010).

While Ng et al.’s (2005) meta-analysis provides important insight into howrcedeio-
demographic variables including gender and race can negatively impact upsialityihey
acknowledge that “there is only a limited range of variables being ardras predictors of
career success” (p. 396). In particular, variables related to ethnmigynvet included in their
meta-analysis, and race was narrowly conceptualized as being eitheoWiote White.
Furthermore, as noted by King (2006) in her study of predictors of careessudceet al.’s
meta-analysis did not include indicators related to family responsibilities

Family responsibilities and career succes3hrough the lens of contest-mobility theory,
attorneys in law firms will experience upward mobility through investments irmhwapital
(i.e., hours worked, job involvement, job tenure, and work-related experiences). However, due to
the sexual division of labor, Becker (1985) asserts that family responssbiktiuce women'’s
time in the labor force and discourage their investment in market human daghé.way,
actual role conflict between the work and family domains may negatively iwpaten
attorneys’ career success because it restricts their human camtthients through reduced
time and effort allocated to their careers.

Within the context of law firms, Young and Wallace (2009) found that family
responsibilities do appear to decrease women attorneys’ human capital, howevisingly,
they were not less productive because it was suggested they may be roianeat effisacrifice
personal time. Furthermore, since women with significant family respahstbdre found to
spend less time and be less involved in their careers (Friedman & Greenhaus, 2000), it i
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suggested that the human capital investments of those with younger or maitgrencwill be
more negatively impacted.

Viewing upward mobility through the lens of sponsored-mobility norms, attorndgs/
firms will experience upward mobility through increased organizatiormadsspship. According
to Ng et al. (2005), organizational sponsorship predictors illustaterganizations sponsor
employees (e.g., mentoring opportunities), whereas socio-demographic saaiabtdten used
as the criteria to allocate sponsorship. Specifically, socio-demognegiadbles are concerned
with whois likely to be chosen for sponsorship (i.e., White men).

Due to prevailing stereotyping and gender discrimination toward women witly feane
responsibilities (King, 2006; Mayrhofer et al., 2008; J. C. Williams et al., 2003 )argued that
family responsibilities will limit female attorneys’ career segs because organizational
sponsors will not seek them as protégeés due to presumptions of work-familgtcamdli
perceived lack of commitment to their legal careers. As previously noted, geardetypes
toward women attorneys with family responsibilities lead to a form ofiamhglender
discrimination, which can reinforce the perception that female attorndyssemtually leave
law firms due to role-conflict between being a parent and attorney. This pendapits and
negatively impacts women attorneys’ access to key mentoring relatioasiijpgher career
development opportunities that lead to advancement in the legal profession (Rhode, 2003;
Rikleen, 2006; Wald, 2010; Young & Wallace, 2009).

Objective Career Success

The construct of career success is viewed as having both objective and subjective
dimensions (Judge et al. 1995). As previously defined, objective career succeds obnsis
concrete, specific, measurable and easily observable career astwngits attained during the
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course of one’s career (Ballout, 2008; S. J. Wayne et al., 1999). According to Poosngad-L
Fox (1993), traditional views of success generally focus on objective meastireh equate
status and salary to achievement. While the construct of objective caresssesdeen
conceptualized in many ways, the most often used indicators are related te arwbpositional
level in the organizational hierarchy (Abele & Spurk, 2009; Friedman & Greer22Q(;,
Heslin, 2005; Judge et al., 1995; Ng et al., 2005; Seibert et al., 2001).

Judge et al. (1995) found that certain demographic variables including gend&l, mar
status, family responsibilities, and race explain a significant varigmnicoth dimensions of
objective career success. There is considerable evidence to support theemelpdionship
between objective career success and gender (Igbaria & Chidambaram, 1997t dud}89b;
Mayrhofer et al., 2008; Ng et al., 2005; D. Russ-Eft, Dickison, & Levine, 2008) espeorally f
women with family responsibilities (J. M. Hoobler et al., 2009; J. M. Hoobler et al., 2010;
Mayrhofer et al., 2008; Pfeffer & Ross, 1982; Shirley & Wallace, 2004; M. ValcdLadye,
2008; Young & Wallace, 2009 particular, Friedman and Greenhaus (2000) found that
women with young children in the home were found to receive less coaching and fewer
developmental assignments that would have improved their chances for careeesxdrdarand
ultimately objective career success. Furthermore, there is also evitd@tthe number of
children in the home is negatively associated with objective career suttesss of
advancement (Mason & Goulden, 2004) and earnings (M. Valcour & Ladge, 2008; P. M.
Valcour & Tolbert, 2003).

Subjective Career Success

While objective career success is associated with observable @aceerplishments,

subjective career success consists of affective aspirations involving an intkveduese of pride
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and satisfaction with their careers (Ballout, 2008). Subjective careessuw@®also been
broadly defined in the literature; however, it is most often associated withjobeis career
satisfaction (Judge et al., 1995; Martins et al., 2002; Ng et al., 2005).

While Judge et al. (1995) found that time devoted to family care was negaéhsbd to
career satisfaction for executive workers, Ballout’s (2008) review oftink-family literature
notes how only recently researchers have linked work-family conflict torcgagsfaction. For
example, there is some evidence that multiple role stress (Peluchette, i®88raased work-
family conflict (Kinnunen et al., 2004; Martins et al., 2002) have been associateldwugr
career satisfaction in some samples, especially for women (Kos®alel§i, 1998; Martins et al.,
2002).

Within the legal profession, there is speculation that family responsibititay
negatively impact career satisfaction due to inflexible organization&tstes that fail to
accommodate family responsibilities (Kay & Gorman, 2008), gender stpnegiGorman,

2005) and concerns about the consequences of having children on their career advancement
(Hagan & Kay, 2007). However, the actual impact of family responsibilities on wome
attorneys’ career satisfaction is equivocal.

Relationship between Objective and Subjective Career Success

While many have found a positive relationship between objective and subjectiee care
success (Judge et al., 1995; Ng et al., 2005), there is also some evidence that this is not
necessarily the case for women and minorities (Judge et al., 1995), or thosemlith f
responsibilities (Friedman & Greenhaus, 2000; Judge et al., 1995; Mayrhofer et al., 2008). In
fact, Judge et al. (1995) posit that demographic factors, including, but not limited ta;,, gende
family status, and minority status, explain more variance in career stitaesmy other set of
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influences. Specifically, these authors found that while women and minorities rexddoels

of objective career success than White males, they were more likelypatidfeed because
demographic factors serve as a frame of reference for how careeisssabefned. These
authors posit that because women and minorities have lower expectations aboweotgeear
success, they are more likely to be satisfied. Similarly, in a stutheable of family-
responsibilities on career success, Mayrhofer et al. (2008) found that veinilenwin their study
were discriminated against in terms of objective career success, thimaecessarily translate
to subjective aspects of career success because their multiple lifendlgding being a wife,
mother, and employee may increase their career satisfaction.

This paradoxical relationship between objective and subjective careersappears to
exist for women attorneys in law firms as well. For example, in her stuglgrofer and job
satisfaction in the law, Hull (1999) found that despite being less satisfiedomith specific
aspects of their job, there were no significant gender differences in overalkgtsatisfaction.
Furthermore, her study found that the presence of children had a significéinepefect on
satisfaction for women attorneys, but not for men. She explains that this “pafadox
contentment” for female attorneys is because “women’s satisfactibriheir role as mothers
spills over to increase their work satisfaction” (p. 696).

More recently, several legal scholars have noted examples of this paradox. In
examination of gender differences using the Michigan Law School Alumni @at®&u-
Schmidt et al. (2009) found that despite their lower levels of advancement and inconen w
attorneys who “do childcare” enjoyed higher levels of career satisfabomten or women
who do not do childcare. Furthermore, Hagan and Kay (2007) found that despite mors toarrie
their career advancement, including concerns and consequences assothdtadilyi
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responsibilities, the women lawyers in their study reported having siratlafagtion in their
legal careers as the male lawyers. In explanation, Kay and Gorman (200&8)aiosomen
lawyers’ high level of satisfaction may be due to positive familyok spillover. This suggests
that female attorneys may be more likely to be satisfied with theersagiee in part to their
family responsibilities.

The paradoxical relationship between objective and subjective career salsoessists
for Latina attorneys. Latina attorneys across the legal professioarapgeave high levels of
career satisfaction, despite their relatively lower objective cartesess as operationalized by
their compensation and hierarchical level within their organizations (Crubnléad) 2010; Cruz
et al., 2010). This finding suggests that Latina attorneys may associatescaesss with more
subjective rather than objective measures that are typically vallthitg male members of
this profession. Other research on Chicana attorneys in the legal profesd®support to this
notion of how some populations of Latina attorneys broaden traditional definitions ofssucces
beyond prototypical monetary ambitions and goals to include their desire to malezendd in
their communities, as well as those associated with their family respiiesitjGarcia-Lopez &
Segura, 2008; Garcia-Lopez, 2008).

While DelCampo and Hinrichs (2006) state that Hispanic women in particulat repor
higher levels of satisfaction because they do not feel as much pressure@gmegican
women to be “superwomen,” the aforementioned research provides some evidenatrthat L
attorneys’ high level of career satisfaction may also be due to thevpasterdependencies

between their work and family roles.
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The Positive Relationship between Family Responsibilities and
Women Attorneys’ Career Satisfaction

As previously noted, much of the work-family literature has been dominated by role
conflict theory (Kahn et al., 1964). This assumes that due to their distinct norms and
requirements, work and family domains are largely incompatible (Greenhaast&ll3B1985);
therefore, success and satisfaction in one domain requires sacrifices imethZetleck &
Mosier, 1990).

Contrary to the conflict or scarcity perspective, several seminal skanstead, have
offered an alternate expansion-enrichment perspective that involvement iplemalkes can
lead to benefits that outweigh the disadvantages (Marks, 1977; Sieber, 1974). Irythis wa
multiple roles can lead to rewards including role privileges, overalisssacurity, resources for
status enhancement and role performance, enrichment of the personality, andfecagigrat
(Sieber, 1974).

Consistent with the growing interest in positive organizational scholarshige(Row
Greenhaus, 2010b), there has been increased interest and recognition of thesel beneficia
interdependencies between work and family roles (Aryee et al., 2005; M. R. Frone, 2003;
Grzywacz & Marks, 2000; van Steenbergen, Ellemers, & Mooijaart, 2007; J. H. Wayne,
Grzywacz, Carlson, & Kacmar, 2007) including a more comprehensive understanthiag of
concept of work-family facilitation (M. R. Frone, 2003) .

Work-Family Facilitation

Work-family facilitation is defined as “the extent to which an individuahgagement in
one life domain (i.e., work/family) provides gains (i.e., developmental, aféectapital, or
efficiency), which contribute to enhanced functioning of another life domain (i.elyfaork)”
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(Wayne et al., 2007, p. 64). Work-family facilitation is often used interchahgedth such
similar constructs as work-family enrichment (Greenhaus & Powell, 200MaN] Nicklin, &
Masuda, 2010; Siu et al., 2010; J. H. Wayne, Randel, & Stevens, 2006) work-family
enhancement (Gordon, Whelan-Berry, & Hamilton, 2007; Graves, Ohlott, & Ruderman, 2007,
Sieber, 1974), and also positive spillover (Grzywacz & Marks, 2000; Lourel, Ford, Gamass
Guéguen, & Hartmann, 2009; Powell & Greenhaus, 2010b; J. E. Wallace, 1997). While these
constructs are arguably somewhat different, they are often used intgrabhn therefore, the
term “work-family facilitation” is used herein to refer to the positive uégendences of
combining work and family roles.

While work-family facilitation is often viewed as the conceptual countegsavork-
family conflict (van Steenbergen et al., 2007), they are in fact distinctraotssand each
bidirectional in nature (M. R. Frone, 2003). As such, they have unique antecedents and
consequences; therefore, work-family conflict and work-family fatitn can be experienced
simultaneously by the same individual (J. H. Wayne et al., 2006).

While theories and research on the construct of work-family conflict @itefaunded in
the literature, the field of work-family facilitation is not nearly atablished or comprehensive
(van Steenbergen et al., 2007; J. H. Wayne et al., 2007). Despite this limitation, thexeists
have attempted to explain how the roles of work and family can serve as “adtiest’ than
“enemies” (Friedman & Greenhaus, 2000).

In their examination of prior research, Greenhaus and Powell (2006) developed a
theoretical model of work-family facilitation to explain how resourcesiiactated in one role
can directly or indirectly benefit the other through both instrumental andie#fgathways.
These resources include material resources, such as money frornaidakraly roles, skills
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and perspectives gained from role experiences, psychological resouradmmglositive
emotions and self-esteem, acquisition of social capital, and also flexibitigtermining the
timing, pace, and location at which role obligations are met.

Greenhaus and Powell (2006) explain that through the instrumental path, work-famil
facilitation can occur when resources accumulated from one role directlyt lpemifrmance in
the other role. As illustrated by Friedman and Greenhaus (2000), flexibiltg mdrk role can
contribute to work-family facilitation because it allows an individual to devatesmime to their
family roles when necessary. Conversely, flexibility in the family tioleugh spousal support
with childcare can contribute to work-family (facilitation) because treekess need to reduce
working hours or adjust schedules to meet work role demands.

While the instrumental path is concerned with the positive application of resources
gained in one role to another, Greenhaus and Powell (2006) suggest that the affectsve path i
concerned with the positive moods and emotions derived from role experiences. Through the
affective path, resources generated on one role can promote positive affectivaitisame role,
which, indirectly, produces high affect and performance in the other role. For exampl
flexibility in the workplace can trigger a positive mood and satisfaction wittsamerk role,
which indirectly promotes positive affect in one’s family role. Similaf positive mood or
self-esteem associated with family responsibilities may congrifoupositive affect in one’s
family role, which in turn, may indirectly promote satisfaction in one’s work fidiés is
consistent with Hanson, Hammer, and Colton’s (2006) finding of a positive link betweityr fa
to-work value-based facilitation and job satisfaction. Moreover, van Steenledrge (2007)

posited that combining work and other life roles can contribute to psychologidiéhfiaci
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because an individual is able to “put matters associated with one role into peespgeirtue
of another role” (p. 282).

Gender influences.The primacy of the family care role for women suggests that, while
they may experience higher levels of parental role overload and work-faonilyct, they may
also benefit from resources associated with family responsibilitieading positive affect, self-
esteem, psychological perspectives and emotional support. In a studylef dgferences in the
negative and positive interdependencies between work and family, Powell and @seenha
(2010a) found that while there were no differences in work-family conflicebger, women
experienced higher levels of work-family facilitation than men. Theseires®increase positive
affect in the family role, which spillover into the work role in the form of hideeels of career
satisfaction. In fact, van Steenbergen et al. (2007) found a positive relationsieemevork-
family facilitation and job satisfaction and also provided evidence that thigdaoi may play
a more important role for women than for men.

The Role of Latina Attorneys’ Cultural Identity on the Work-Family Int erface

One significant critique of the work-family literature and area of oppoxtdwitfuture
research is that it does not necessarily represent the views and exgzeokindividuals who are
more racially and ethnically diverse. This sentiment is reflected in €aspk’s (2007) claim
that “what researchers know about [work-family] issues...is based on the expeoénce
heterosexual, Caucasian, managerial and professional employees iorntahéatmily
arrangements” (p. 37). More diverse views are important because, accorditentet/All.
(2000), minority groups often experience different career issues anestdessto their minority

status that can exacerbate work-family conflict issues.
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While very little is known about the work-family experiences of Latina/ose tiser
evidence that they have different experiences with work-family icottiian the predominant
Anglo Culture (DelCampo, 2006; DelCampo et al., 2010; Grzywacz et al., 2007; Taylor,
DelCampo, & Blancero, 2009). Moreover, in a recent qualitative study of Hispanicnwvome
professionals, Duran and DelCampo (2010) found that those with family obligatigrisane
unique perceptions and experiences of work and family life.

As noted by Ashforth, Kreiner, and Fugate (2000), work and family domain expa&rience
are influenced by cultural norms and values. While many women attorneysiceaydrmative
expectations to assume the traditional gender roles as it relates to &spownsibilities, this
may be even more salient for Latina attorneys. In contrast to the valuesvafuatity and
independence stressed in the dominant Anglo culture, Latinas, as members w¥isollec
cultures (Berry et al., 2002; Hofstede & Hofstede, 2005), often place a high vdamitbtsmq
or the strong sense of loyalty and identification with one’s family in the&/at community
(Arbona, 1995). The centrality of family in the Latina/o culture influenses@émbers to put the
needs of family before their own and is central to shaping their careerndsasid behaviors
(Arbona, 1995; L. Y. Flores et al., 2006; Sy & Romero, 2008).

In addition to the importance of family, Latinas’ cultural values and gaddelogy
reinforce traditional sex roles for women as primary family catersa(L. Y. Flores et al.,
2006). In this way, Latinas are subjected to cultural and gendered norms about apmapsat
for women, especially mothers, that their primary role is to support theiidanand that their
careers are viewed as secondary to those of men (L. Y. Flores et al., 2006; Fouad, 1995).
Moreover, because the overall Latina population in the United States has higligrrigtes
than their non-Latina peers (Gonzales, 2008; Pew Hispanic Center, 2010), aedeatgmcally
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viewed as family-oriented (DelCampo & Hinrichs, 2006), it is possible thaintiagybe more
likely to be perceived as having significant family responsibilities, kvimay also contribute to
increased gender and cultural stereotypes and bias.
Influence on Work-Family Conflict

Because Latinas are subjected to cultural ideals and normative exppecgdiout
women’s primary role as family care-takers in Hispanic cultures,v@ey et al. (2007) note its
potential to exacerbate work-family conflict issues for Latinas itiquéar. Indeed, there is
evidence of a disparate impact of work-family conflict by gender &bink/os. In particular,
Rodriguez (2009) found that Latinas experienced significantly more-faarky conflict than
Latinos; whereas, Roehling (2005) found evidence of greater gender disparigaiiveiéamily-
to-work spillover and negative work-to-family spillover for Latinas/os tBecks and Whites,
especially when children were present in the home.

Furthermore, the salience of the family domain within Latina/o culturesestsythat
Latina attorneys with family responsibilities are likely to mamtaistrong commitment to their
roles as family caregivers. As noted by Wiley (2001), increased comntitme particular
domain may worsen the influence of conflict emanating from that domain. This suthges
Latina attorneys with family responsibilities will more likelypexience work-family conflict
when the demands in the work or family domain generate difficulty meeting rokendis in the
other. In the case of family-to-work conflict in particular, familyp@ssibilities will drain
resources (e.g., time, energy) allocated to the work role, which may resoifheform of
reduced engagement in the work role (Shaffer, Harrison, Gilley, & Luk, 2001).

While certain aspects of the Latina’s cultural identity may furtbatribute to this
negative relationship between family responsibilities and work-family icgrifimay also serve
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to buffer the negative impact of work-family conflict on Latina attornegséer satisfaction.
DelCampo, Rogers and Hinrichs (2010) found a positive relationship between vwarkip-
conflict and job satisfaction for those individuals who more closely identifiddthwtir Hispanic
ethnicity. The authors suggest that cultural beliefs, especially those bas#i@ctivism and
gender ideology, may attenuate experiences and outcomes of work-¢anfilgt and also
contribute toward a positive relationship between work-to-family cdrehd job satisfaction.

Whereas individualist cultures such as the United States may view the workralyd fa
domains as conflicting (Spector et al., 2007), this may not necessarily be¢hfercanembers of
collectivist cultures who view the roles of work and family as reinfgr¢¥ang, Chen, Choi, &
Zou, 2000). For example, in a study of employed parents in India, Aryee, Srinivas,yand Ta
(1999) found that job involvement does not necessarily result in family-to-work cdaflict
members of collectivist societies because it is viewed as a means ohgrisarmaterial well-
being of the family. This explanation is consistent with Grzywacz et(2087) finding that
Latino immigrants experience less work-to-family conflict becalisg view work and family as
integrated rather than conflicting domains such that employment magwedvas a means of
ensuring the well-being of the family. In this way, Latina/o culturalesland norms may
reduce the experiences of work-family conflict for some Latina atysrrespecially as it relates
to their career satisfaction.
Influence on Work-Family Facilitation

A few cross-cultural studies have also examined the positive interdepentietweesn
work and family in collectivist samples. In a study of work-family @mment in Chinese
employees, Siu et al. (2010) adopted Greenhaus and Powell's (2006) dual pathway model to
explain how family support can serve as a role resource for members ofigisiisocieties by
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providing emotional support and motivation. Furthermore, Aryee, Srinivas, and Tan (1999)
found that consistent with Western literature, work-family facibtais related to job
satisfaction for employed parents in India.

There has also been recent interest in how work-family facilitation maglated to
career outcomes for Hispanic business professionals. While there is no known dthdy tet
examined the role of work-family facilitation on Latina attorneystakcareer satisfaction,
there is some research linking work-family facilitation with perceystiof job satisfaction in
Hispanic professionals. In a recent study of Hispanic business professamotia$Jnited States,
Taylor, Delcampo, and Blancero (2009) found that higher levels of work-to-féagilitation
increased the respondents’ perception that their psychological contractguat abligations
between themselves and their employer, were fair. Perceptions of pgychbtontract fairness
were also found to be positively associated with job satisfaction for Hispasilcess
professionals across the United States (Blancero, DelCampo, Gao, & é@D). In fact, one
aspect of this, perceptions of promotion fairness, has shown to be positively telate
satisfaction with the legal profession for Hispanic law students (Foleyd&gf 2002).

While work-family facilitation may be linked to Latina attorneys’asarsatisfaction in
this way, there is also evidence that work-family facilitation may aksp @kole in the finding
by DelCampo, Rogers and Hinrichs (2010) of a positive relationship between wuolk-fa
conflict and job satisfaction for Hispanic business professionals who have hitghdeve
identification with the Hispanic culture. The authors explained that for thoseduodisiwith a
high level of Hispanic identity, managing the challenges associatednwitiple responsibilities

associated with work to family conflict may simultaneously bring a sefrfsede and

67



satisfaction in family and work domains and also protect them from erpergenegative work-
related attitudes.

While this study did not make explicit the influence of work-family féetion in this
relationship, consistent with the theoretical model proposed by Greenhaus and(P@o&)ll it
is conceivable that the sense of pride and satisfaction derived from their endigd and
responsibilities, as noted by DelCampo et al. (2010), served as a resource iirevorther
family role that facilitated positive affect in their family or Wwaple. As such, it is suggested
that the role of work-family facilitation may also partially accowntthis positive relationship
between their work and family roles and their satisfaction levels.

Moderating Role of Acculturation

Flores et al. (2006) emphasized the need for more focused attention on how both gende
and cultural variables (e.g., acculturation, ethnic identity, gender rdledattj cultural values,
work-family balance) are related to the career development of radathnic minorities. In
particular, given the different cultural values and attitudes that Lesiteave toward family and
work, Rodriguez (2009) recognizes the importance of taking into account cultetalrgmt
variables, including the need to incorporate acculturation constructs incteseahis
racioethnic population.

The classic definition of acculturation was advance®édfield, Linton, and Herskovits
in 1936 (as cited in Cabassa, 2003) as “those phenomena which result when groups of
individuals having different cultures come into continuous first-hand contact withoaidmte
changes in the original culture patterns of either or both groups” (p. 149). Aatioliucan also

be viewed as the process of assimilation through the cultural adoption of the hd&ssocie
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values, norms, attitudes, and behaviors (P. M. Wallace, Pomery, Latimer, llagtiSalovey,
2010).

Level of acculturation, or the process by which immigrants adapt to the soaratahd
psychological aspects of the host society, is a fundamental aspect ofdhe'al identity
(Gong, Takeuchi, Agbayani-Siewert, & Tacata, 2003), especially for rispanericans
(Arbona, 1995). As explained by Siatkowsli (2007) acculturation occurs when Hispanic
individuals migrate into the new culture of the United States and integrate the baliefs, and
practices of the new society, while also maintaining the values, bealnefgractices of their
original Hispanic culture.

While the concept of acculturation is a complex and iterative process involving the
interaction between two cultures, Marin and Gamba (2003) found that levelutitiaziton does
alter certain values and beliefs of certain ethnic group members, egpasidlpertains to sex-
role attitudes and some components of familialism. Anglo-oriented accutulets also been
found to be positively related to educational goal aspirations, expectations, anemmeme(L.
Y. Flores et al., 2006; L. Y. Flores, Navarro, & DeWitz, 2008). Furthermore, there is stqupor
the positive association between acculturation level and Latinas’ aspiagatet male-
dominated careers (Reyes, Kobus, & Gillock, 1999), more egalitarian sex roléesti{Phinney
& Flores, 2002), and fewer perceived barriers and greater sense of belMaerngia &
Johnson, 2006).

As previously noted, DelCampo and Hinrichs (2006) found that perceptions of work-
family conflict may be impacted by level of Hispanic cultural identhgréfore, acculturation
level might be a factor that explains outcomes and feelings related to amillg-€onflict.
Furthermore, these authors suggest that individuals who more closely iderttithewt
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Hispanic cultural heritage may be more susceptible to ethnically steredtyjemvs about the
role and balance of work and family roles.

These findings suggest that Latina attorneys’ degree of identificatibrihe Hispanic
culture may moderate the degree to which traditional cultural values addrgerms within
their Latina/o communities influence their experiences of work-facatyflict and work-family
facilitation, which, as previously illustrated, may be related to diffeaspécts of their career
success. However, there are no known studies that have empirically examiragd tifie r
acculturation as a moderator between family responsibilities and caceess. To that end, this
study extends research by considering the moderating role of accatiwratthe relationships
between family responsibilities and career success for Latina atsamkw firm environments.

Measures of acculturation.For Latina/os in particular, immigration (or generational)
level is viewed as one of the best indicators of their degree of acculturatiendorhinant host
culture (Arbona, 1995; Marin & Marin, 1991; Phinney & Flores, 2002). This demographic
characteristic refers to the generation in which the individual or his/her gremtgigrated to
the United States. First generation immigrants are born outside of the Untesl(B#aents also
not born in the United States); second generation immigrants are born in thek &tates to one
or both immigrant parents; third generation were born in the United States td Btates-born
parents.

While immigration level is often used as an indicator of acculturation, Brown (R002c
points to evidence that language spoken at home by bilingual individuals is also atomafic
how closely members of racial and ethnic minorities adhere to their cutadaians and
values. According to Santiago-Rivera (1995), the process of acculturdgotsdhe preference
for and use of the Spanish and English languages. Furthermore, in a reeanbifevi
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acculturation literature, Wallace et al. (2010) identified languagasiaekey measure used in
acculturation scales with Hispanics.

It should be noted that while immigration level and language use are oftersysectya
measures of acculturation with Hispanics, some view them as “superfictodi of this
complex process” (Cabassa, 2003, p. 142). As noted by Cabassa (2003) while these namasures c
provide information about possible relationships between acculturation and certaimesit
they are incomplete in that they do not capture the intricacies of this process.

Notwithstanding this potential limitation, it is suggested that Latirtas ave more recent
immigrants to the United States and less English language dominémbagét to be less
acculturated and therefore their cultural identity is more intertwinddthat of traditional
Latina/o norms and values rather than the dominant Anglo culture (Arbona, 1995) wayhis
acculturation level, conceptualized in this study as the Latina attormayggration level and
degree of English language dominance, may moderate the relationshipsrbteveatina
attorneys’ family responsibilities and both their objective and subjecaineer success.

It was hypothesized that because their acculturation level may aimaalisly moderate
actual or perceived work-family conflict for these women, Latinaradtys with family
responsibilities who are more recent immigrants and/or those who arentgsh Eanguage
dominant may experience lower levels of objective career success. Amughgargued, this is
because the role of family caregiver is viewed to be more salieni@ racent Latina/o
immigrants and those who are less English language dominant. As suchhype#sesized that
this increased level of work-family conflict and gender-relatecstgping experienced by less

acculturated Latina attorneys will decrease aspects of their okjectieer success.
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While more recent immigrants and those who are less English language mkoméya
experience lower levels of objective career success in this way, ilseasypothesized that less
acculturated Latina attorneys may simultaneously experience higlets & subjective career
success because adherence to more traditional cultural values rooted tivisoiietill increase
the positive role of work-family facilitation and attenuate the negative ingbaeork-family
conflict on their level of career satisfaction.

Chapter Summary

Whether due to personal choices or bias by others, Latina attorneys wityh famil
responsibilities often do not conform to norms and expectations of the lavd&aihworker.
This is because those with family responsibilities, especially astiésdlathe existence, age
level, and number of children in the home, may be more likely to experience watk-fa
conflict and gender-related stereotyping as a result of experiemt@eeceptions associated
with incompatible demands between their work and family roles. Indeed, exqe=rief work-
family conflict may ultimately limit Latina attorneys’ human capitevestments due to
reductions in their workforce experiences and engagement as a way tottehlsaiole
conflict.

Furthermore, because mothers are often viewed as being less conutitieid ¢areers,
women attorneys with family responsibilities may be less likely toveamiganizational
sponsorship, including access to mentoring relationships and other developmental omsortunit
that are necessary for their career advancement. As such, limitations in bath dapial
investments and organizational sponsorship will, in turn, negatively impact twosaspeuir
objective career success, namely, their monetary compensation and pldsewenaithin their
law firms. Following this logic, it was hypothesized that Latina attameyaw firm
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environments who have children at home, especially younger, or multiple childoerfd s
experience lower levels of objective career success than those with aldewan children, and
considerably less than those with no children in the home.

As noted by DelCampo and Hinrichs (2006), perceptions of work-family conflict may be
impacted by level of Hispanic identity; therefore, it is hypothesized tiatd_attorneys’
acculturation level will moderate this relationship such that this negatatonship between
family responsibilities and objective career success will be greateafina attorneys who are
more recent immigrants and/or who are less English language dominant thantibcee from
later generations and/or who are more English language dominant.

While family responsibilities may be associated with Latina iaé¢tys’ objective career
success in this way, it is hypothesized that there will be a positiveonsaip between Latina
attorneys’ family responsibilities and their subjective career sudcest the positive role of
work-family facilitation on women attorneys’ career satisfactioganeral. In particular, it is
suggested that the positive mood, self-esteem, and perspectives generatbd fratima
attorneys’ role as family care-takers will serve as a role resahbat increases positive affect or
satisfaction in their work role.

Furthermore, for Latina attorneys who more closely identify with tHecolist values
associated with their Latina/o cultural identity, the benefits derived the integration of their
multiple role responsibilities (e.g., pride and satisfaction) will blgter the negative impact of
work-family conflict on Latina attorneys’ work-related attitudesrebhg further increasing the
positive relationship between their family responsibilities and theit &f\eareer satisfaction.
Therefore, with respect to their level of subjective career succesbypaghesized that Latina
attorneys’ acculturation level will moderate this relationship such that thdséamily
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responsibilities who are more recent immigrants and are less Englishdardprainant will
have higher levels of subjective career success than those who are frayanatations or who

are more English language dominant.
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CHAPTER 3. METHODOLOGY
Introduction

The purpose of this chapter is to present the research methodology used in ths study t
examine the relationships between family responsibilities and objectiveuajettive career
success for Latina attorneys in law firm environments and how their aatidtulevel may
moderate these relationships. This includes an analysis of how variableatedswsith the
existence and level of Latina attorneys’ family responsibilities, inquéati, the presence of
children in the home, and also the number of children and age of youngest child, are related to
their hierarchical level and gross salary in law firms. Similarlyg &malysis was also concerned
with how the existence of family responsibilities, as measured by thenpeeskchildren in the
home, is related to their degree of career satisfaction.

Furthermore, because these relationships may be affected by thedtiinays’ level
of Anglo-oriented acculturation, this study also considered how the Lattioraeys’
immigration level and degree of English language dominance influenesel blationships.
This chapter describes the theoretical framework, research design, mrpatatisample, data
source and description, data collection process of the secondary datahrgeeations and
hypotheses, data analysis procedures, validity and reliability of theathat&thical
considerations for this research study.

Theoretical Framework

The study was guided by a theoretical framework of feminist empiritiatruses a
guantitative methodology to more closely examine and test relationships be&visem gender-
related variables that may pose a potential barrier or support to Latingegf’ career success
in law firm environments. According to Brooks (2006), feminist standpoint offers bbtoayt
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of knowledge building as well as a research method. In this way, it provides duylderes
through which to evaluate society and also serves a foundation upon which to modify it.

As noted by Brooks (2006), epistemologically, within this paradigm, the basis for
women'’s ways of knowing is assumed to be different from that of men, and can onlpdx gai
from the perspective of women’s own experiences. As it relates to fafajlidélenky et al.
(1997) argued how the care of children gives rise to maternal thought and diffiecks of
relating to the world. As such, feminist empiricism adheres to certatstehpositivism to
attain value-free and objective results; however, by also taking womeivities and
experiences into account, it remedies the shortcomings of traditional posmatisods that often
silence or ignore this perspective (Brooks & Hesse-Biber, 2006).

Furthermore, while there is an established affinity between femisisareh and
gualitative methods, Henwood and Pidge (1995) argued that quantitative methods can help
feminist researchers be more successful in affecting political chyiyeorking within the
rhetoric of representative surveys and ‘precise’ quantification” (p. 11example, to advocate
for increased work-life balance in the legal profession, several receatecbstudies have used
guantitative approaches to examine the effects of family responsibilities oennaitorney
career outcomes (M. C. Noonan & Corcoran, 2004; J. E. Wallace, 2008; Young & Wallace,
20009).

Research Design

This quantitative research study was confirmatory in nature. As previstasdd, the
purpose of this study was to build on the findings of Cruz and Molina (2010) to provide a more
granular analysis of the relationships between family responsibilitegeslgjective and
subjective career success for Latina attorneys in law firms and to tosetycanalyze how
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aspects of their cultural identity (i.e., acculturation level) influencesktheationships. In
particular, while Cruz and Molina (2010) found that Latina attorneys perceivedithiee a
negative relationship between having significant family responsibilité®pportunities for
career advancement, their study did not directly examine how the variableéatassath their
family responsibilities were related to their actual or perceivedd@feareer success.
Furthermore, the first HNBA Commission Study by Cruz and Molina (2010) did nodeonsi
how aspects of the Latina attorneys’ cultural identity influenced thesteoredhips differently.
Finally, while the HNBA Commission Study reported on the aggregated stat experiences
of Latina attorneys across various legal sectors, it did not focus spkgifin those women
employed in the largest of these legal sectors — private practicerasy f

Population and Sample

The population of interest for this dissertation study consisted of Latimaetto
licensed in the United States who were employed in law firms. Thereforsrtime frame for
this dissertation study consisted of survey responses from 300 Latinayattoantcipating in
the first HNBA Commission Study by Cruz and Molina (2010) who self-identifiad the
occupation as a licensed United States attorney in private practicenayificluding as sole
practitioners.

While the actual Latina attorney population was unknown, Cruz and Molina (2010)
argued that inclusion of experiences and perspectives from both the national, agiveell as
regional bar associations affiliated with the HNBA “bound the study with@peesentative
membership that could arguably serve as a logical proxy for the entiina bf#torney
population” (p. 981). Therefore, the sample frame for this dissertation studpmasiged of
those Latina attorneys who were members of the HNBA, as well as thoseemdanembers of
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at least one of the HNBA's thirty-four Affiliate bar associations BM\Affiliates) (See
Appendix A) during their 2008-2009 membership year.
Data Source and Description

This dissertation study relied on secondary data from a dataset owned-igpiaeic
National Bar Association (HNBA), a nonprofit professional association thags#he interests
of Latina/o lawyers, law professors, judges, and law students in the Unites I8t
profession. This dataset was derived from the survey portion of their RNBAHCommission
Study (2010) entitledzew and Far Between: The Reality of Latina Lawyeosauthored by this
author, Jill L. Cruz, and also Professor Melinda S. Molina, previously of St. John’s Ulyivers
School of Law. The purpose of this HNBA Commission Study was to document tiee agtat
experiences of Latina attorneys employed in various legal sectors t@ddsited States as a
way to understand the barriers that contribute toward their continued underrepi@séentae
legal profession, as well as the critical success factors imperatigedomventing these
obstacles.

In recognition of this author’s pro-bono role as co-researcher and co-authwe for t
HNBA Commission Study, permission was requested of and granted by 2010-2011 HNBA
National President, Diana Sen, for use of this dataset for this author’datiesestudy’s
purposes. The data for the first HNBA Commission Study were collected undersihiees of
the Research Department of St. John’s University School of Law and the HNB/A&i€sion
Study was approved by their school’s Institutional Review Board.

The data used for this study were based on responses from a web-based survey
guestionnaire (see HNBA Commission Survey Questionnaire in Appendix B). For ggigios
this dissertation study, all but one variable of interest were based ortitie attorneys’ actual
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self-reported demographic and professional status. This included questions abatinthe
attorneys’ family status, including the presence of children in the home, numibédodrtin

the home, and age range of the youngest child in the home, immigration level, and dominant
language. In addition, the questionnaire solicited information regardirgtima attorneys’
professional status including questions about their current legal sectentquosition, and

years practicing law. For these sections, questions were measured omal momidinal scale.
The survey also included a question about the Latina attorneys’ 2008 grossvdailarywyvas
open-ended in nature and enabled this item to be quantitatively coded.

The variable measuring the Latina attorneys’ level of career séitisfacas based on
their self-reported perception of satisfaction in the legal profession, wiaislthe only item
used in this survey to assess this construct. This question was measured ontgpalsaale
ranging from 5 (strongly agree) to 1 (strongly disagree).

Data Collection Process of Secondary Data

The data collection process of the secondary data from which this study isvaased
conducted by the Hispanic National Bar Association Commission and is describedlbelow
May, 2009, an email with introductory message from then HNBA National PresREambna
Romero, containing the actual web link to the survey was sent by an HNBA reptieseto the
entire HNBA Latina attorney membership, as well as an HNBA Aféligjpresentative for each
of the regional bar associations who were each responsible for forwardingaiharemink to
their own Latina membership as well. Weekly reminders were sent by the HdBénal
President and HNBA Affiliate representatives to their membership twtsaid encourage their
participation. The involvement of the HNBA and HNBA Affiliate leadershgswextremely
instrumental in accessing and encouraging the Latina attorneys’ involvemaeist@nsistent
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with Marin and Marin (1991) who advocate the benefits of sponsorship by a community leader
or organization to gain access to Latina/o participants.

The website containing the survey was held open for six weeks and generated 543
completed surveys for a response rate of approximately*IlHis. relatively low response rate
is consistent with low response rates observed with studies using web-based (Sonveys
2010) and also seen with other studies using the HNBA membership as its populationeigee Fol
& Kidder, 2002). Furthermore, as noted by Andrews et al. (2003), a response rate over 20% i
unrealistic for electronic surveys; therefore, a response ratedre®®e and 19% across diverse
samples is considered successful.

The HNBA Commission Study’s web-based survey was hosted and administeined by t
Research Department of St. John’s University School of Law to provideraofag@nfidentiality
between the respondents and the HNBA, the HNBA Affiliates, and the reeesar¢he
Research Department of St. John’s University School of Law also ma&idtdia dataset and
compiled the descriptive statistics used by Cruz and Molina (2010) in theitsstiadg analysis.

Research Questions and Hypotheses

This study was guided by an overriding research question: What, if anygnetaps
exist between Latina attorneys’ family responsibilities and their abgeahd subjective career
success in law firms and how does their level of acculturation moderate tlatisaships?
Research Variables

To answer the primary research question, this study employed three indgpende
variables to measure both the existence and the level of the Latina attdéanaiys’

responsibilities. Existence of family responsibilities was measured bydependent variable,

* This number represents survey responses froma_atiorneys employed in all legal sectors, of wt#eh were
employed in private practice.
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operationalized in this study as the presence or not of children in the homeoiLiaveily
responsibility also considered the presence of children in the home; howels,took into
consideration the age of youngest child and number of children in the home to examine how
these additional characteristics impacted these relationships whifyere

There were also two dependent variables that measured objective catess suind one
dependent variable that measured subjective career success. Objeetvsweress was
defined as Latina attorneys’ positional level within their law firms asd @deir 2008 gross
monetary compensation, whereas subjective career success was defeaddegtee of career
satisfaction in the legal profession. As moderating variables, Latoraeys’ level of
acculturation to the Anglo culture was operationalized by two variablesirtimaigration level
within the United States and their degree of English language dominancey, Fhehumber of
years experience practicing law served as a control variable indakenships between all
independent variables and objective career success. The variables used folytheestearch
guestions are presented and operationalized as follows:

Family responsibilities (IVs). As previously noted, the existence and level of family
responsibilities are often associated with parental demand and best commegbtarad measured
by the presence of children, number of children, and age of youngest child living witiya fa
(Friedman & Greenhaus, 2000; Mayrhofer et al., 2008; Voydanoff, 1988). To that end, the
survey questionnaire items that most closely corresponded to the existeneeshod family
responsibilities involving care for children are as follows:

1. Presence of children (dichotomous):
a. Yes
b. No
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2. Age of youngest child ranked from high to low level of family responsibility (orfinal
a. Lessthan 4 years
b. 5to 12 years
c. 13to 21 years
d. No Children/ More than 21 years
3. Number of children living at home ranked from high to low level of family respoitgibil
(ordinal/interval):
a. four or more
b. three
c. two
d. one
e. none
Objective career success (DV1Pbjective career success has been conceptualized in
many ways, however, the most often used indicators are related to an indivitk@aie and
positional level in the organizational hierarchy (Abele & Spurk, 2009; Friedm@re&nhaus,
2000; Heslin, 2005; Judge et al., 1995; Ng et al., 2005; Seibert et al., 2001). Within the context
of law firms, advancement from associate to partnership and increasewirscthe mark of
career success (Galanter & Palay, 1991; Kay & Hagan, 1998; Kay & Gorman, 2008).
According to a recent report conducted by the National Association of Womemetsaw
(NAWL) and the NAWL Foundation (Scharf & Flom, 2010), junior attorneys have histgrical
entered the law firm as associates and after several years okexpetraining, and satisfactory
performance are expected to be promoted to partnership. Similarly, thestmmatess starting
salary is associated with their law school graduation year and sataegses are made
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“lockstep” to correspond with each subsequent year of experience. In thisvwesgaziate’s
compensation level is closely tied to where they are on this partnershipTtirecefore, it is
suggested that career advancement to successive positions and compensatiop te\eshd
including partnership within a law firm are viewed as demonstrating highds lefvebjective
career success.

However, contemporary legal scholars (Galanter & Henderson, 2008) suggegstehat
recent financial hardships and law firm trends, this promotion-to-partpestshcture is more
complex and elongated and does not reflect the multitude of lawyers including, botiteat i
to, special counsel and of-counsel roles who may not necessarily be on the lpprtresk.
Also, in recent years, many large law firms have adopted a two-tiereesuip level
comprised of both equity and non-equity partners (Scharf & Flom, 2010). Equity parimner
interest in the firm and typically occupy the most powerful, prestigious, atgiespositions.
On the other hand, non-equity partners do not share in firm profits, but rather are aften pai
annual salary and performance-based bonus. In many, but not all cases, non-egutiyrble
an intermediate step toward full equity partner (Serrill-Robins, 2010).

As such, the survey questionnaire items and available responses that most closely
corresponded to objective career success in terms of the Latina attpostysnal level in their
law firm’s hierarchy and correspondingly higher compensation levelsvifirlas were as
follows:

1. Position in law firm hierarchy ranked from high to low objective career sadoedinal)
a. Equity Partner in a law firm
b. Non-Equity Partner in a law firm
c. Associate/ Counsel/Of Counsel/Special Counsel in a law firm
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2. Compensation (continuous):

a. What was your gross salary including bonuses for the calendar year 20082 (open

ended)

Control variable. With respect to objective career success, it has been found that work

experience (Ng et al., 2005), and organizational and job tenure (Ng et al., 2005; Shd. Way

et al., 1999) are often associated with increased human capital, which is seabnsist

predictor of upward mobility and objective career success. Therefore, Weg sur

guestionnaire item associated with the Latina attorneys’ work-relapegierce or tenure in

the legal profession served as a control variable in the relationships assailatebjective

career success and was operationalized as follows:

1. Years practicing law from high to low experience (ordinal):

a.

b.

C.

d.

e.

21 or more years
16-20 years
11-15 years
5-10 years

Less than 5 years

Subjective career success (DV2%ubjective career success is most often associated

with perceptions of an individual’s career-related experiences anfhstais (Judge et al.,

1995; Matrtins et al., 2002; Ng et al., 2005). The survey questionnaire item and possible

responses that assessed participants’ career satisfaction vialeves

1. Overall, I am satisfied with my experiences in the legal professrdimgd):

a.

b.

strongly agree
agree
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c. neutral
d. disagree
e. strongly disagree

Acculturation level (Moderator). For Latinas in particular, immigration level in the
United States is viewed as one of the best indicators of their acculturagb(deoona, 1995;
Marin & Marin, 1991). Immigration level refers to the generation in which the indivmiudleir
parent(s) immigrated to the United States. First generation Latimadoeen outside of the
United States (parents also not born in the United States); second geneatitias &re born in
the United States to one or both immigrant parents; and third generation kanegsorn in the
United States to United States-born parents. As such, more recent immigrhatstated
States (e.g., first generation Latina attorneys) are viewedrag|bss acculturated than previous
generations; therefore, they may be more likely to adhere to traditiomad/foatultural and
gender values and norms.

While immigration level is a strong indicator of one’s acculturation level,rzmh
language spoken at home by bilingual individuals is also indicative of how closglpens of
racial and ethnic minorities adhere to their cultural traditions and valuewiB2002b) and is
often used as a measure of acculturation for Hispanics (Santiag@Ri986; P. M. Wallace et
al., 2010). Accordingly, Latina attorneys who indicate that English is ihgiahd primary
language are viewed as being more acculturated to the United States thavhthase bilingual
in English and Spanish and still more so than those who indicate that Spanish is tlaidfirs
primary language. To assess the Latina attorneys’ level of accututatihe United States, the

following survey questionnaire items and possible responses served to measucentbgscts:
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1. Immigration level ranked from high to low level of United States accuiturgordinal)
a. Third Generation (or later): Born in the United States to United States born
parents
b. Second Generation: Born in the United States to one or both immigrant parents
c. First Generation: Born outside the United States (parents also not born in United
States)
2. English language dominance ranked from high to low level of United States admuitura
(ordinal)

a. English is first and primary language

b. Bilingual in both English and Spanish

c. Spanish is first and primary language
Research Questions and Hypotheses

Research question 1: What is the relationship between family respsibilities and

objective career successl? has been previously demonstrated that existence and level of family
responsibilities, as defined by the presence of children, especially yamymultiple children
in the home, may be related to increased experiences and perceptions of wiyrkdaftict
and gender-related stereotyping for some Latina attorneys. Consequéntgtill or perceived
work-family conflict and stereotyping may result in lower levels of dbjecareer success. As
such, it was hypothesized that controlling for years of experience pngdtwev, the existence of
and/or higher level of family responsibilities would be associated witkd levels of objective
career success including the Latina attorneys’ positional level and cormpemsaheir law

firms.
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Null hypothesis 1.1. Controlling for years of experience practicing law, there is not a
significant relationship between the presence of children in the home andittee Lat
attorneys’ positional level in their law firms.

Null hypothesis 1.2. Controlling for years of experience practicing law, there is not a

significant relationship between the age range of the youngest child in theahdrttes

Latina attorneys’ positional level in their law firms.

Null hypothesis 1.3. Controlling for years of experience practicing law, there is not a

significant relationship between the number of children in the home and the Latina

attorneys’ positional level in their law firms.

Null hypothesis 1.4. Controlling for years of experience practicing law, there is not a

significant relationship between the presence of children in the home andittee Lat

attorneys’ 2008 gross compensation in their law firms.

Null hypothesis 1.5. Controlling for years of experience practicing law, there is not a

significant relationship between the age range of the youngest child in theahdrttes

Latina attorneys’ 2008 gross compensation in their law firms.

Null hypothesis 1.6. Controlling for years of experience practicing law, there is not a

significant relationship between the number of children in the home and the Latina

attorneys’ 2008 gross compensation in their law firms.

Research question 2: What is the relationship between Latina attorneymmily
responsibilities and their subjective career successfhas also been demonstrated that the
existence of family responsibilities is related to experiences of f@onky facilitation, which is
found to increase experiences of career satisfaction for women irabexsesuch, it was
hypothesized that the existence of family responsibilities, spegffith# presence of children in
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the home, would be associated with more subjective aspects of Latina attoaregr success,
in particular, their degree of career satisfaction.

Null hypothesis 2.1. There is not a significant relationship between the presence of

children in the home and the Latina attorneys’ career satisfaction.

Research question 3. Does acculturation level moderate the retaiships between
the existence and level of Latina attorneys’ family responsibilities antheir objective
career success®Ratina attorneys who are more recent immigrants (e.g., first gem®rads well
as those who are less English language dominant (e.g., Spanish is firshaarg fanguage) are
viewed as being less acculturated to the Anglo culture (Arbona, 1995; Brown, 200&b&Ma
Marin, 1991). Therefore, they may be more likely to adhere to traditionabl@atvalues and
norms regarding the centrality of family and adherence to traditgmmaler roles. For Latina
attorneys’ with family responsibilities, the salience of their cultuga@scribed role as family
caregiver may contribute to increased levels of work-family corghdt related stereotyping,
which, in turn, may result in lower levels of objective career success.chsiswas
hypothesized that the Latina attorneys’ level of acculturation, as operetgahly their
immigration level and degree of English language dominance, would moderegatimships
between the existence and level of Latina attorneys’ family resplitiessband their objective
career success, as defined by their positional level and gross compensatiariaw tfiens.

Null hypothesis 3.1. Latina attorneys’ immigration level does not moderate the

relationship between the presence of children in their home and their positional level

within their law firms.
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Null hypothesis 3.2. Latina attorneys’ immigration level does not moderate the
relationship between the age level of the youngest child in their home and th@mnpbsi
level within their law firms.

Null hypothesis 3.3. Latina attorneys’ immigration level does not moderate the
relationship between the number of children in their home and their positional level
within their law firms.

Null hypothesis 3.4. Latina attorneys’ immigration level does not moderate the
relationship between the presence of children in their home and their 2008 gross
compensation within their law firms.

Null hypothesis 3.5. Latina attorneys’ immigration level does not moderate the
relationship between the age level of the youngest child in their home and their 2008
gross compensation in their law firms.

Null hypothesis 3.6. Latina attorneys’ immigration level does not moderate the
relationship between the number of children in their home and their 2008 gross
compensation in their law firms.

Null hypothesis 3.7. Latina attorneys’ degree of English language dominance does not
moderate the relationship between the presence of children in their home and thei
positional level within their law firms.

Null hypothesis 3.8. Latina attorneys’ degree of English language dominance does not
moderate the relationship between the age level of the youngest child imotmeirand

their positional level within their law firms.
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Null hypothesis 3.9. Latina attorneys’ degree of English language dominance does not
moderate the relationship between the number of children in their home and their
positional level within their law firms.

Null hypothesis 3.10. Latina attorneys’ degree of English language dominance does not
moderate the relationship between the presence of children in their home n26@Bei
gross compensation within their law firms.

Null hypothesis 3.11. Latina attorneys’ degree of English language dominance does not
moderate the relationship between the age level of the youngest child imotmeirand

their 2008 gross compensation in their law firms.

Null hypothesis 3.12. Latina attorneys’ degree of English language dominance does not
moderate the relationship between the number of children in their home and their 2008
gross compensation in their law firms.

Research Question 4: Does acculturation level moderate the relatidng between

the existence of Latina attorneys’ family responsibilities and the subjective career

successWhile less acculturated Latina attorneys who have family responsibititay

experience lower levels of objective career success, they may simuligreeqesience higher

levels of subjective career success because their adherence to mooméleadiitiural values

rooted in collectivism will contribute to a positive relationship between wamkity conflict and

job satisfaction (DelCampo & Hinrichs, 2006; DelCampo et al., 2010), and the affective

resources from work-family facilitation will also increase theweleof career satisfaction.

Therefore, it was hypothesized that acculturation level, as operatiahlalizBeir immigration

level and degree of English language dominance, will moderate themshap between the

existence of Latina attorneys’ family responsibilities and their stiogecareer success.
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Null hypothesis4.1. Latina attorneys’ immigration level does not moderate the

relationship between the presence of children in their home and their caisfactsan.

Null hypothesis 4.2. Latina attorneys’ degree of English language dominance does not

moderate the relationship between the presence of children in their home andréesi

satisfaction.

Research Question 5: What is the relationship between objective andjective
career success for Latina attorneys with family responsibilities®hile objective and
subjective career success have been positively associated in samples oh&hjeidge et al.,
1995; Ng et al., 2005), it is suggested that this relationship may not hold true for some
populations, including women (Friedman & Greenhaus, 2000; Judge et al., 1995; Mayrhofer et
al., 2008) and minorities (Judge et al., 1995). Furthermore, studies on Latina attorosysle
legal profession suggest that despite their underrepresentation in leaddeshand lower
compensation levels, Latina attorneys maintain high levels of careéacatis (Cruz & Molina,
2010; Cruz et al., 2010). Other qualitative accounts echo this finding that while Lt&dimee s
encounter discrimination and disparate treatment in their careers in terdv@ota@ment and
compensation, they operationalize success differently to integrate themuoty and family
roles, which may result in higher levels of career satisfaction, notwithstatids inequity
(Garcia-Lopez & Segura, 2008; Garcia-Lopez, 2008). As such, these findings shggestd to
more closely examine the relationship between both measures of objectivesnacess (i.e.,
positional level and 2008 gross compensation), and the level of career satisfadtatiméor

attorneys with family responsibilities, as measured by the presecbddsen in the home.
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Null hypothesis5.1. For Latina attorneys with children at home, there is not a significant
relationship between their positional level in their law firms and their [Evedreer
satisfaction.

Null hypothesis 5.2. For Latina attorneys with children at home, there is not a significant

relationship between their 2008 gross compensation in their law firms and theoflevel

career satisfaction.
Data Analysis Approach

The data for this study were analyzed using the statistical softiR@BW Statistics Grad
Pack 18.0 for Microsoft Windows, and included both descriptive statistics of the adgrhimgr
data and multiple regression statistical approaches to test the relajipatneses for this study.
According to Cooper and Schindler (2007), multiple regression is a method of datasatialty
is used as an inference tool to test hypotheses that are interested inmexdmeimelationships
between a dependent or criterion variable and several predictor or indepemiddxhesarhis
approach can also control for confounding variables to better evaluate the camtmbather
variables. Furthermore, these relationships may be linear, nonlinear, giventitagualitative in
nature.

In the examination of the relationships between family responsibilities aectiobjand
subjective career success, it was determined that two of the dependentvérmblgositional
level and career satisfaction) were measured on an ordinal scale sincesthlevavere rank
ordered, and one dependent variable (i.e., compensation) was quantitative goartitheus
nature of the data. As such, this study employed multiple regression apprbatimesst
accurately assessed the relationships of multiple independent variabl&®thi ordinal and
continuous dependent variables.
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In accordance with Agresti (2007), the method used for assessing assodidtion w
multiple predictor variables when the outcome is ordinal is ordinal logisticssagre Ordinal
logistic regression can be thought of as an extension of logistic regressiochfatodious
dependent variables which allows for more than two ordered response categorieb, Agssuc
approach is best for modeling this study’s two ordinal dependent variablepdsitional level
and degree of career satisfaction) as a function of one or more independdiesasalated to
the Latina attorneys’ presence and/or level of family responsibil8ieslarly, the method for
assessing association with multiple predictor variables when the outcomatisadjva is
multiple linear regression (Weisberg, 2005). Therefore, this approach adfousnodeling the
continuous dependent variable of gross compensation as a function of one or more independent
variables related to the Latina attorneys’ presence and level of fieesgpnsibilities.

In examining the moderating influence of acculturation level on these relatigrsingps
study employed the model advanced by Baron and Kenny (1986), which states that the
moderation hypothesis is supported if the interaction between the independeii¢ \zarthb
moderator is significantly related to the dependent variable. UnlikeedEstediation, which
require the independent and third variables to be significantly associatetievitagendent
variable, these authors state that this is not necessarily the casésfof teederation where the
“main effects for the predictor and the moderator...are not directly relevéadting the
moderator hypotheses” (p. 1174). Therefore, the moderator hypothesis was considered to be
supported if the interaction of the independent variable and moderator on the dependent variable
was significant. For example, the hypothesis that Latina attorneysoieaeculturation
moderated the relationship between the existence of family resporeshalitd their subjective
career success would be supported only if the interaction of having children in thahdm
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immigration level and/or degree of English language dominance on their |earkeer
satisfaction was significanif this interaction was not significant, then only main effects were
interpreted.

Validity and Reliability

This dissertation study relied entirely on secondary data from the swxteynmf the
first HNBA Commission Study by Cruz and Molina (2010). Furthermore, all but orebleof
interest (i.e., career satisfaction) were based on the Latina attcaomya self-reported
demographic and professional data. Therefore, many aspects of validityiabiditsedf the
original survey instrument from which the data were derived are not applicakiesfor
dissertation study.

Internal Validity

Internal validity is defined by Cooper and Schindler (2008) as the ability of @ chse
instrument to measure what it is intended to measure. Content validity is condigered t
minimum requirement for acceptable research and means that the contergasiuaem
corresponds to the content that one is attempting to measure (Holton & Burnett, 2005).
Therefore, a survey instrument is viewed as having good content validity if theriest
adequately covers the topics related to the investigative questions at hand.

As recognized by Cooper and Schindler (2008), the determination of content validity
often involves judgment by the designers of the instrument, as well as a pareéds to judge
how well the instrument meets these standards. Holton and Burnett (2005) echoithesngent
and state that content validity is “usually established by subject mgtkerte and is done
logically, not statistically” (p. 36). In this way, the survey instrument fedmch these
dissertation study data were derived is considered to have good content validigssessment
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of the status and experiences of Latina attorneys in the legal professidriteagalgment of the
survey designers and subject matter experts, Cruz and Molina (2010), as welHb8ie
Commissioners, who reviewed the survey questionnaire prior to its use to ensune ecctys
intended research questions. Furthermore, the survey instrument was pilant@oeel with
Latina attorneys who were not eligible to participate due to their officie$ nithin the HNBA.

Another form of internal validity is interested in how well constructs notyealsgerved
are operationalized (Cooper and Schindler, 2008). As noted by Holton and Burnett (260%), thi
usually achieved by comparing the construct to similar or related congtractse more easily
measured. In the example of family responsibilities, items relatedstodhstruct that are more
easily measured (i.e., presence of, age level of youngest child, and nurohiatreh in home)
appeared to operationalize the construct well. Furthermore, constructs invéheisatrument
measuring Latina attorneys’ positional level, compensation, and canstadain corresponded
well to theoretical conceptualizations of objective and subjective caresgss. In terms of its
construct validity, the survey questions associated with the variables eSintethis
dissertation study were considered to have good content validity because efpieical and
theoretical support in the literature.

Finally, because all but one variable of interest were based on the alftugpeeed
data of the Latina attorneys’ demographic and professional status, it istajtpat the validity
of the instrument was good to the extent that the Latina attorneys undeastbanswered the
guestions truthfully because these items were based on self-reported datxehainsidered to
be more objective and verifiable. Furthermore, while the variable asgdss Latina attorneys’

degree of career satisfaction was based on their perceptions and attitgdasyély subjective
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in nature. However, since this was the only item available on the questionnawashated to
measure this construct, it may serve as a limitation to this study’s intetitsty.
External Validity

According to Creswell (2003), external validity threats occur when réssardraw
incorrect inferences to other settings and groups. In this way, the levetofaxtalidity was
achieved through qualitatively rather than quantitatively broad represergatnple selection.
According to Russ-Eft and Hoover (2005), in quantitative research designsrthie echieved
by developing a model for the population from which to select the sample so thailaarti
attributes can be taken into account in generalizations to that population.

Since the HNBA Commission Study relied on a convenience sample of Latinaygtorne
who were members of the HNBA and the HNBA Affiliates, the nonprobab#ityre of the
sampling process limited the generalizability of the findings to the l&aagara attorney
population. However, by expanding the sample frame to include Latina attorneyswho w
members of the HNBA and/or the HNBA Affiliates across the United Stateras conceivable
that the sample population closely mirrored that of the true Latina attpapeyation, which as
previously stated, was largely unknown. Notwithstanding this consideration, as &ttgedvby
the HNBA Commission Study authors (Cruz & Molina, 2010), while the Latina memmpeyf
the HNBA and the HNBA Affiliates presented a logical proxy for therertatina attorney
population in the United States, it could not be concluded that it actually was negtigseof
this larger population of Latina attorneys.

Reliability

While validity is concerned with the accuracy of the test instrument, teiabi

concerned with the consistency of an instrument (Cooper & Schindler, 2008). One perspecti
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on reliability is how much variance occurs with different samples of iteing B&udied in terms

of questions or scales. In this way, a reliable survey will provide consisgrits under

different times and conditions. Based on this criterion, it is argued that the sunwvewhich the

data for this dissertation were derived demonstrates an example lofiteli&his is evident in

that the first HNBA Commission Survey instrument was revised for use in eggudrg study on

Latina attorneys in the public interest by Cruz et al., (2010) with relatoeglsistent results.
Ethical Considerations

The proposed study relied entirely on secondary data and posed no risks to the population
being studied. In anticipation of using this dataset for this author’s futuretdisse purposes,
this author contacted then Capella Research Faculty Chair, Dr. John Whitlock, inbdéovem
2008 for guidance on how to best structure the HNBA Commission Study to ensure the data
derived from the survey could be used for this author’s future dissertation purpasdesired.
Dr. Whitlock provided specific guidelines that conformed to Capella Univesditgtitutional
Review Board (IRB) requirements, which were adhered to closely. lcyartisurvey
respondents remained anonymous and there were no personal identifiers assiibidlte
survey responses or data. Furthermore, all participants were requireddieteoam on-line
informed consent before participating in the survey.

Finally, prior to commencing the HNBA Commission Study, an applicatian wa
submitted and approved for the research study to the Institutional Review Boael St T
John’s University School of Law in New York. The web survey and survey responges wer
maintained by the Research Department of St. John’s University School @sLaway to

provide a layer of confidentiality and anonymity to the participants.
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CHAPTER 4. DATA ANALYSIS
Introduction

The purpose of this chapter is to present the results of the data analysis for this
dissertation study. As previously discussed, this is a study of secondarydatadataset
owned by the Hispanic National Bar Association that was used to more clwasline and test
what, if any, relationships existed between family responsibilities andtogi@nd subjective
career success for Latina attorneys in law firms and how their leaekafturation to the United
States moderated these relationships. To that end, this chapter provides descfgutnation
about the survey respondents, as well as the results of the data analysmstasting the study’s
research hypotheses.

Description of Demographic Data

The dataset used for this study contained survey responses from 543 Latheysttor
working in a variety of legal sectors across the legal profession; howevetherd90 survey
respondents who identified their legal sector as a private practicatawdére considered for
this study. Of these 300 Latina attorneys, 1% were unemployed, 8.7% workedhpaatitl
90.3% were employed full-time at the time of the study. As noted by Dau-Schrald{z009),
full-time and part-time workers are generally segregated for asgdygposes because they are
considered by labor economists to be substantially different phenomena, inchadifuglitime
workers usually receive a premium for committing to full-time work. Theretpven the
relatively small number of Latina attorneys in this sample who workedipetet were
unemployed, this data analysis considered only those 271 Latina attorneys \wlazively
employed in a full-time capacity at the time the survey was conductedolldwing descriptive
statistics provide demographic data relevant to this study’s research questiodisg the
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survey respondents’ age range, years of experience practicingadawg| mnd family status,
positional level, firm size, immigration level, and degree of English larggdaginance.
Age Range

All of the 271 law firm survey respondents who were employed full-time coetptee
guestion regarding their age. Table 1 shows that nearly a third (30.6%) wererb#te@ges of
31-35 years old and over two-thirds (71.9%) of the respondents were forty yeatsgery
Table 1

Frequency Table of Law Firm Participants’ Age Range

Cumulative
Age Rang Frequency Percent Valid Percen Percent
Under 25 6 2.2 2.2 2.2
26-30 68 25.1 25.1 27.3
31-35 83 30.6 30.6 57.9
36-40 38 14.0 14.0 71.9
41-45 26 9.6 9.6 81.5
46-50 24 8.9 8.9 90.4
51-55 16 5.9 5.9 96.3
Over 55 10 3.7 3.7 100
Total 271 100.0 100.0 25.1

Years of Legal Experience
As demonstrated in Table 2, of the 255 respondents who completed this question, 41.6%
indicated that they had less than five years of legal experience and ovéirtisq48.2%) had

ten or less years of legal experience.
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Table 2

Frequency Table of Years Practicing Law of Law Firm Respondents

Cumulative

Years of Legal Experience Frequency Percent Valid Percent Percent
Less than 5 years 106 39.1 41.6 41.6
5-10 years 68 25.1 26.7 68.2
11 - 15 years 27 10.0 10.6 78.8
16 - 20 years 29 10.7 114 90.2
21 or more years 25 9.2 9.8 100.0
Total 255 94.1 100.0

Note Valid percent is used here because based oespemses from those 255 who answered this question

Marital Status
In terms of the survey respondents’ marital status, Table 3 shows that of the 269 full-
timers who responded to this question, over half (53.9%) were married; however antbady

(31.6%) were never-married singles.

Table 3

Frequency Table of Marital Status of Law Firm Respondents

Cumulative

Marital Status Frequency Percent Valid Percent Percent
Single (never married) 85 31.4 31.6 31.6
Married 145 53.5 53.9 85.5
Committed Partner 14 5.2 5.2 90.7
Relationship
Separated, Divorced, or 25 9.2 9.3 100.0
Widowed
Total 269 99.3 100.0

Note Valid percent is used here because based oegpemses from those 269 who answered this question
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Family Status

As illustrated in Table 4, of the 271 full-time law firm survey respondents, 41.3%
indicated having children at home, while more than half (58.7%) had no children at home.
Table 4

Frequency Table of Law Firm Respondents with Children at Home

Cumulative
Children at Home Frequency Percent Valid Percent Percent
No Children 159 58.7 58.7 58.7
Children in Home 112 41.3 41.3 100.0

Total 271 100.0 100.0

Furthermore, of the 268 full-timers who responded to the question regarding number of
children in the home, 20.5% had one child, 16.8% had two children, 3% had three children, and
less than 1% had four or more children (see Table 5).

Table 5

Frequency Table of Number of Children Living at Home of Law Firm Respondents

Cumulative
Number of Children Frequency Percent Valid Percent Percent
None 159 58.7 59.3 59.3
One 55 20.3 20.5 79.9
Two 45 16.6 16.8 96.6
Three 8 3.0 3.0 99.6
Four or more 1 4 A4 100.0

Total 268 98.9 100.0
Note Valid percent is used here because based oegpemses from those 268 who answered this question

With respect to the age of the youngest child in the home, only 4.1% of the 269

respondents for this question had preschool children (less than five years of agegswdray
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26.4% had school-age children (ages 5 to 21). In fact, over two-thirds (69.5%) either had no
children at home or children over the age of 21 years old (see Table 6).

Table 6

Frequency Table of Age of Youngest Child of Law Firm Respondents

Cumulative
Age of Youngest Child Frequency Perceni Valid Percen Percent
No Children at Home/ 21 187 69.0 69.5 69.5
years or older
13 to 21 years 54 19.9 20.1 89.6
5to 12 years 17 6.3 6.3 95.9
4 years or younger 11 4.1 4.1 100.0
Total 269 99.3 100.0

Note Valid percent is used here because based oegpemses from those 269 who answered this question

Law Firm Position

All 271 full-time survey participants responded to the question about their position in
their law firm. As illustrated in Table 7, the majority (65.7%) indicated being @saociate,
counsel, or of counsel role. Furthermore, just over a third (34.3%) identified thenezlags

firm partners, with slightly more than half of all partners in an equity(6e8%).
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Table 7

Frequency Table of Participants’ Law Firm Position

Cumulative
Law Firm Position Frequency Percent Valid Percent Percent
Associate/Counsel/of 178 65.7 65.7 65.7
Counsel
Non-equity Partner 42 155 15.5 81.2
Partner Equity 51 18.8 18.8 100.0
Total 271 100.0 100.0

Law Firm Size

Of the respondents who provided information about their firm size (n=262), nearly an
equivalent number worked in either small firms of ten or less attorneys (n=1@&)darge law
firms of 101 or more attorneys (n=101). However, as illustrated graphicallgistinéution of
participants by positional level was skewed by size of firm in that, overwhdiming
associates/counsel/of counsel tended to work in larger law firms whitepgrntegardless of

equity status, were more likely to work in firms of 5 or fewer attorneys (geeeR2).
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Figure 2. Positional Level by Size of Firm

Specifically, as reflected in Table 8, nearly half (48.9%) of all ags®/counsel/of
counsel attorneys worked in law firms of over 100 attorneys, while only 15.8% of non-equity
partners, and 20% of equity partners worked in firms of this size. Conversely, only 17a8% of
associates/counsel/of counsel worked in firms with fewer than five atrineyever, while
nearly half (47.4%) of all non-equity partners worked in this size law office aartl/rie/o-

thirds (64.0%) of all equity partners worked in law firms with five or feweratys.
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Table 8

Cross-tabulation of Law Firm Respondents’ Law Firm Position by Size of Firm

Positional Level in Law Firm

Associate/
Counsel/of Non-equity Partner
Counsel Partner Equity Total
Firm Size 5orless Count 31 18 32 81
attorneys % within Positional 17.8% 47.4% 64.0% 30.9%
Level in Law Firm
6-10 Count 20 2 2 24
% within Positional 11.5% 5.3% 4.0% 9.2%
Level in Law Firm
11-25 Count 16 7 3 26
% within Positional 9.2% 18.4% 6.0% 9.9%
Level in Law Firm
26-50 Count 8 4 1 13
% within Positional 4.6% 10.5% 2.0% 5.0%
Level in Law Firm
51-75 Count 5 0 0 5
% within Positional 2.9% .0% .0% 1.9%
Level in Law Firm
76-100 Count 9 1 2 12
% within Positional 5.2% 2.6% 4.0% 4.6%
Level in Law Firm
101 or Count 85 6 10 101
more % within Positional 48.9% 15.8% 20.0% 38.5%
Level in Law Firm
Total Count 174 38 50 262
% within Positional 100.0% 100.0% 100.0% 100.0%
Level in Law Firm
% within Total 66.4% 14.5% 19.1% 100.0%

(n=262)

105



Compensation

As depicted in Figure 3, the histogram provides the distribution of gross compensation
for the 220 full-time law firm participants who responded to this que3tighile the mean
compensation for all full-time law firm participants was $134 26fs distribution appears to

be positively skewed toward lower compensation levels.

407 Mean = §134 401,15
Std. Dev. = §75,305.515
N=220
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Figure 3. Histogram of Compensation for Full-Time Respondents

® Extreme outliers were eliminated from this analytherefore, this reflects salaries between thgea@f $30,000
and $500,000.
® Median = $ 114,500.
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Language Dominance

Over half (57.2%) of the 271 full-time survey respondents self-identifiedl#mguage
dominance as bilingual, or relatively equivalent in both English and Spanish language
dominance; although 37.6% considered themselves to be primarily English ladguagant.
Only 3.7% of the respondents considered themselves as Spanish language dominant, and 1.5%
identified their language dominance as “other” (see Table 9).
Table 9

Frequency Table of Law Firm Respondents’ Language Dominance

Cumulative
Language Dominance Frequency Percent Valid Percent Percent
Spanish 10 3.7 3.7 5.2
Bilingual 155 57.2 57.2 62.4
English 102 37.6 37.6 98.5
Other 4 15 15 100.0

Total 271 100.0 100.0

Immigration Level

As reflected in Table 10, of the 270 participants who responded to this survey question,
the majority (39.3%) identified their immigration level to the United Stasesecond generation,
while a close second (30%) were third generation, and 10% fourth generation. Agnealge

20.7% identified their immigration level to the United States as first geémrerat
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Table 10

Frequency Table of Law Firm Respondents’ Immigration Level

Cumulative
Immigration Level Frequency Percent Valid Percent Percent
First Generation 56 20.7 20.7 20.7
Second Generation 106 39.1 39.3 60.0
Third Generation 81 29.9 30.0 90.0
Fourth Generation 27 10.0 10.0 100.0

Total 270 99.6 100.0
Note Valid percent is used here because based oegpemses from those 270 who answered this question

Summary of Demographic Data

The summary data from the 271 participants who were employed full-timevatepri
practice law firms indicate that the majority were under the age gfvatti less than ten years
of experience practicing law. While most were married, and in their phitdbearing years, a
slight majority had no children at home. For those who did have children, they often had only
one or two, and the children tended to be older in age.

Their law firm level appears to be closely aligned with their yeargpdreence
practicing law in that most had less than ten years of legal experienck,mdncaccount for the
finding that the majority were employed as associates/counsel/of coamdeherefore, still in
the ascendency of their careers. However, when considering the size of finen|aamother
pattern emerges. While most of the survey respondents worked as associagesanliérms of
over 100 attorneys, the few who had achieved the level of partner, either equity or non-equity,
were often employed in very small law offices of fewer than 5 attorneys.

In terms of their compensation, it appears that the average compensatiorfithtime

law firm participants was $134,000, although the range of reported salaries wdargeite
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between $30,000 and $500,000, excluding outliers. It should be noted that of the 271 full-time
law firm respondents, over half (60.9%) considered themselves to be the primalarioceme
earners for their families.

Finally, the data on the survey respondents’ language dominance and immigration leve
demonstrate that the survey respondents had high levels of English language doamdanc
were typically of later immigrant generations. This suggests a hrghdéacculturation based
on the indicators of acculturation used for this study’s purposes in that an overvghelajanity
spoke English as much as or even more than they spoke Spanish at work or in their homes and
were native born rather than foreign born.

Hypothesis Testing

In accordance with this study’s purpose, the following research questions were
considered to determine, what, if any, relationships existed between fasplynsibilities and
objective and subjective career success for Latina attorneys in tawrrironments and how
their level of acculturation to the United States moderated these relationships

1. What are the relationships between the level and existence of Latmmegdt family

responsibilities and their objective career success in law firm environments?

2. What is the relationship between the existence of Latina attorneysy famil

responsibilities and their subjective career success in law firm enviroriments

3. Does acculturation level moderate the relationships between the exateregel of

Latina attorneys’ family responsibilities and their objective casaecess?

4. Does acculturation level moderate the relationship between the existeatmaf

attorneys’ family responsibilities and their subjective career suatémss firm

environments?
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5. What is the relationship between objective and subjective career successi@r L

attorneys with family responsibilities in law firm environments?
Statistical Analysis for Hypothesis Testing

In this study, independent variables were those related to the participankg’ fam
responsibilities including the presence, age of youngest child, and number ofrcimlithre
home, moderators related to immigration level and degree of English ¢endominance, and
the control variable of years of legal experience. The ordinal dependent \&avabéepositional
level and career satisfaction. The method used for assessing relationghipailirple predictor
variables when the outcome is ordinal is ordinal logistic regression (Ag@6i). The test for
significance in an ordinal logistic regression of an independent dichotomouse/dérie.
children at home) is based on the Wald Z statistic, which is compared to the standald norm
distribution to determine a p-value. Significance tests determineistdtsgnificance for
estimated coefficients in the model and are employed-bevel of .05. The test for the
significance in an ordinal logistic regression of an independent variable wrththan two
levels (e.g., age of youngest child, number of children) is based on a Chi-squdre statis
(Agresti, 2007). The value is compared to Chi-square distribution with the spelefieces of
freedom (DF) to determine a p-value. Significance tests determirstistdtsignificance for the
Chi-square distribution are employedwmarevel of .05

According to Weisberg (2005), the method used for assessing association witthemulti
predictor variables when the outcome is quantitative is multiple linearssegmne In multiple
linear regression, the test of significance of an independent dichotomous vargaptdfdren
at home) is based on a t statistic, which is compared to the t distribution to deteiprnadue.
Significance tests determine statistical significance for estichcoefficients in the model and
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are employed aan -level of .05. The test for the significance in a multiple linear regressian of
independent variable with more than two levels is based on the F statistic (\y,e2l85). The
value is compared to F distribution with the specified degrees of freedom (DF1, DF2).
Significance tests determine statistical significance for thetFlalition are employed an-
level of .05

As with the testing of main effects, both ordinal logistical regression andotaditiear
regression models were also used to examine the moderating role of inanigreel and
degree of English language dominance on the relationships between thegpoésdndren in
the home, number of children in the home, and age of the youngest child and the Latina
attorneys’ positional level in the respondents’ law firm while also contrdiingears of
experience practicing law. Tests of moderator effects for the curuglytwere based on the
framework advanced by Baron and Kenny (1986), which states that the modeypbttrekis is
supported if the interaction of the independent and moderator variables areangyifielated
to the dependent variable. Therefore, the moderator hypothesis was supportedefdlcgant
of the independent variable and moderator on the dependent variable was sigmficdatel
of .05. If this interaction was not significant, only main effects werepreézd.
Research Question 1

Controlling for years of experience practicing law, the first researestigpnm was
concerned with the relationships between the presence and level of fespibysibilities and
the survey respondents’ positional level and compensation in their law firms. Asheufiistt
set of hypotheses (1.1. to 1.3) examined the relationships between family leiipessind
positional level, whereas the second set of hypotheses (1.4 to 1.6) examined thehigations
between family responsibilities and gross compensation.
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Family responsibilities and positional levelTo examine the relationships between the
presence of children in the home, number of children in the home, and age of the youngest child
in the home and the Latina attorneys’ positional level in their law firm, dridigigtic regression
was used because it was viewed as the best method for assessing assothatoitiple
predictor variables and when the outcome is ordinal in nature (Agresti, 2007). Theoedoral
logistical regression analysis was used to test the relationships behgeeriables related to
family responsibilities and the ordinal dependent variable of positional level, alfde
controlling for years of experience practicing law. The results of thigsiaare depicted in

Table 11 and were used in the decision to accept or reject the null hypotheses 1.1 to 1.3.

Table 11

Ordinal Logistical Regression Analysis for the Relationships between ExistenceeshaiL
Family Responsibilities and Positional Level in Law Firm

Independent Dependent Variable:
Variable Positional Level
Wald

Estimate Standard Error ZVafue P Value
Children 0.536 0.290 1.85 0.065
At Home

Chi-squafe DF P Value
Age of
Youngest 13.26 3 0.004**
Child
Number of
Children 5.53 4 0.237
Years Exp <0.0071***

Note.Years of experience was used as a control variatd# combinations of the model and was positivaayl
significantly associated with positional level (801).2Wald Z statistic was used to test for significandth an
independent dichotomous variaBIE€hi-square statistic was used to test for sigaifae in an independent variable
with more than two levels. ** p < 0.01 (2-tailed)* p < .001 (2-tailed).
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Null hypothesis1.1. As noted in Table 11, with a significance level of 0.065, the null
hypothesis cannot be rejected that controlling for years of experienteipga@w, there is not
a significant relationship between the presence of children in the home draditizeattorneys’
positional level in their law firms.

Null hypothesis 1.2. As noted in Table 11, with a significance level of 0.004 (p <.01),
the null hypothesis can be rejected that controlling for years of expegpeacticing law, there is
not a significant relationship between the presence of children in the home aiadirtiae L
attorneys’ positional level in their law firms. Furthermore, since thisioakhip is in a positive
direction (Chi-square=13.26, DF=3, p = 0.004), participants whose youngest child igelder a
more likely to be in higher positional levels in their law firms, even after aling for their
years of experience practicing law.

Null hypothesis 1.3. As noted in Table 11, with a significance level of 0.237, the null
hypothesis cannot be rejected that controlling for years of experienteipa@aw, there is not
a significant relationship between the number of children in the home and thedttimays’
positional level in their law firms.

Family responsibilities and gross compensatiorf.o examine the relationships between
the presence of children in the home, number of children in the home, and age of the youngest
child and the Latina attorneys’ gross compensation, multiple linear regregss used because
it was viewed as the best method for assessing association with multghtdéqrreariables when
the outcome is quantitative in nature (Weisberg, 2005). Therefore, this stidigpo@ach was
used to test the null hypotheses examining the relationships of family résjimeswith the

continuous variable of gross compensation, while controlling for years expepietieing
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law. The results of this analysis are provided in Table 12 and were used in the de@sioept

or reject the null hypotheses 1.4 -1.6.

Table 12

Multiple Linear Regression Analysis for the Relationships between ExistencevahdflLe
Family Responsibilities and Compensation

Independent Dependent Variable:
Variable Compensation
Estimate Standard Error T vafue P value
Children
At Home 13,881 10,173 1.85 0.174
F Valud DF1, DE2 P Value
Age of
Youngest
Child 0.95 3 219 0.415
Number of
Children 1.74 4 216 0.143
Years EXp <0.001***

Note.Estimate and SE are represented in dollars. Ydasperience was used as a control variable in all
combinations of the model and were positively agdificantly associated with compensation (p < 001
%The t-test was used to test for significance withralependent dichotomous varial@he F statistic was used to
test for significance in an independent variablghwiore than two levels and uses 2 degrees ofdrad®F1,
DF2). *** p < .001 (2-tailed).

Null hypothesis 1.4. As noted in Table 12, with a significance level of 0.174, the null
hypothesis cannot be rejected that controlling for years of experienteipga@w, there is not
a significant relationship between the presence of children in the home draditizeattorneys’

2008 gross compensation level in their law firms.
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Null hypothesis 1.5. As noted in Table 12, with a significance level of 0.415, the null
hypothesis cannot be rejected that controlling for years of experienteipa@aw, there is not
a significant relationship between the age range of the youngest childhortfgeand the Latina
attorneys’ 2008 gross compensation in their law firms.

Null hypothesis 1.6. As noted in Table 12, with a significance level of 0.143, the null
hypothesis cannot be rejected that controlling for years of experien¢eipa@aw, there is not
a significant relationship between the number children in the home and the ltmtinayes’
2008 gross compensation level in their law firms.

Results of Hypothesis Testing for Research Question 1

The results of the hypothesis testing for research question 1 provide kugedrt that
controlling for years experience practicing law, a relationship exettgeen level and existence
of Latina attorneys’ family responsibilities and their objective casaecess in law firm
environments. While there was support that the age of the youngest child is relatetabna
attorneys’ positional level in their law firm, it was not related to theisgicompensation.
Furthermore, there was no support that either the presence of children in the honreioriiée
of children in the home was associated with either the Latina attornesygopal level or their
gross compensation in their law firms.

Research Question 2

It was hypothesized that the existence of family responsibilities wouldsbeiated with
higher levels of subjective career success. To test this relationship, an agistatdl
regression analysis was performed on the respondent data to determimer &hetationship

existed between the presence of children at home and the survey respondsrisciereer
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satisfaction. The result of this analysis is illustrated in Table 13 and wa&ube decision to

accept or reject the null hypothesis 2.1.

Table 13

Ordinal Logistical Regression Analysis for the Relationship between Existenceibf Fam
Responsibilities and Level of Career Satisfaction

Independent Dependent Variable:
Variable Career Satisfaction
Wald
Estimate Standard Error ZVafue P Value
Children
At Home 0.331 0.237 1.40 0.163

Note ®Wald Z statistic was used to test for significanéth an independent dichotomous variable.

Null hypothesis 2.1. As noted in Table 13, with a significance level of 0.163, the null
hypothesis cannot be rejected that there is not a significant relationship béte/pessence of
children in the home and the Latina attorneys’ level of career satisfaction.

Results of Hypothesis Testing for Research Question 2

The results of the hypothesis testing for research question 2 provide no support that a
relationship exists between the existence of Latina attorneydyfeesponsibilities and their
subjective career success in law firm environments. This is reflectedfindirgy that the
presence of children in the home was not found to be associated with their degreerof care
satisfaction.

Research Question 3
It was hypothesized that the Latina attorneys’ level of acculturation, agiopatized by

their immigration level and degree of English language dominance, would matierate
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relationships between the existence and level of Latina attorneysy faaggonsibilities and
their objective career success. To test these relationships, both ordinaldbgsgfression and
multiple linear regression analyses were performed on the respondent datartongethe
moderating role of both immigration level and degree of English languageaiwe on the
relationships between the presence of children, number of children, and age of thetychiftye
in the home and the respondents’ positional level and 2008 gross compensation, while
controlling for years practicing law in all combinations of this model.

The first set of analyses used ordinal logistical regression a&ysonsider the
moderating role of immigration level on the relationships between the preswhéevel of
family responsibilities and the Latina attorneys’ positional level (nydbtheses 3.1 to 3.3). The
second set of analyses used multiple linear regression analysis to cdresisederating role of
immigration level on the relationships between the presence and level of faspibnsibilities
and their gross compensation (null hypotheses 3.4 to 3.6). The third set of ansdygsesdinal
logistic regression to consider the moderating role of language dominariee retationships
between the presence and level of family responsibilities and thralsdtorneys’ positional
level (null hypotheses 3.7 to 3.9). Finally, the forth set of analyses used muiiggle |
regression to consider the moderating role of language dominance on the relatioestaesn
the presence and level of family responsibilities and their gross compangsatil hypotheses
3.10t0 3.12).

As noted by Baron and Kenny (1986), a moderator is a third variable that affects the
direction and/or the strength of the relationships between an independent and depeiadbbat va
This implies that the relationship between the independent and dependent variaigesasha
function of the moderator. Using their framework, the moderation hypothesis was sdpport
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the interaction of the independent variable and the moderating variable wefieasijy
associated with the dependent variable. As such, this analysis was not Hgaessaarned with
the main effects of the independent and dependent variables or the relationsides blee¢
moderator and the dependent variables. Therefore, this analysis of moderatsmpe&eents
only the results of the relationships of the interaction of the independent and modanatides
with the dependent variables, and not main effects as reported previously.

Moderating role of immigration level on the relationships between fanty
responsibilities and positional level in law firm.To test the hypotheses related to the
moderating role of immigration level on the relationships between famppmnegilities and
positional level in the participant’s law firm, while controlling for yearsxgfezience practicing
law, ordinal logistical regression was performed on the respondent data. Theaksult
interaction of the independent and moderating variables on the dependent varipbieides
in Table 14 and were used in the decision to accept or reject the null hypotheses 3.4 t0 3.3 a
follows:

Null hypothesis 3.1. As noted in Table 14, with a significance level of 0.255, the null
hypotheses cannot be rejected that Latina attorneys’ immigratiord@e®Iinot moderate the
relationship between the presence of children in their home and their positiohaliteiretheir
law firms.

Null hypothesis 3.2. As noted in Table 14, with a significance level of 0.973, the null
hypothesis cannot be rejected that Latina attorneys’ immigration levehdoesoderate the
relationship between the age level of the youngest child in their home and thisanpbtavel

within their law firms.
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Table 14

Ordinal Logistical Regression Analysis for the Moderating Role of Immigration Levieéon t
Relationships between Existence and Level of Family Responsibilities and Pokieslah
Law Firm

Interaction Dependent Variable:
Variables Positional Level

Chi-squafe DFE P Value

Immigration
xChildren
At Home 4.06 3 0.255

Immigration

xAge of

Youngest

Child 1.27 6 0.973

Immigration
xNumber of
Children 6.00 6 0.423

Years EXp <0.001***

Note.Years of experience was a control variable in @athbinations of the model and was positively and
significantly associated with positional level (801).%Chi-square statistic was used to test for signifieaof the
interaction of the independent and moderating Béegmwith more than two levels. *** p < .001 (2}&d).

Null hypothesis 3.3. As noted in Table 14, with a significance level of 0.423, the null
hypothesis cannot be rejected that Latina attorneys’ immigration levehdboesoderate the
relationship between the number of children in their home and their positional |dviel théir

law firms.
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Moderating role of immigration level on the relationships between fanty
responsibilities and gross compensatio multiple linear regression model was fit to examine
the moderating role of immigration level on the relationships between the prefarcldren in
the home, number of children in the home, and age of the youngest child and the respondents’
2008 gross compensation, while controlling for years practicing law. Thesresutteraction of
the independent and moderating variables on the dependent variable are providedib Table
and were used in the decision to accept or reject the null hypotheses 3.4 to 3.6.
Table 15

Multiple Linear Regression Analysis for the Moderating Role of Immigration Level on the
Relationships between Existence and Level of Family Responsibilities and Catiopens

Interaction Dependent Variable:
Variables Compensation

F Valué DF1, DE2 P Value
Immigration
xChildren
At Home 1.07 3 214 0.362
Immigration
xAge of
Youngest
Child 0.48 7 208 0.851
Immigration
XNumber of
Children 0.91 8 204 0.510
Years Exp <0.001***

Note.Years of experience was a control variable in @thbinations of the model and was positively and
significantly associated with compensation (p <1)0G The F statistic was used to test for significancthe
interaction of the independent and moderating Béegmwith more than two levels. The value is coragap the F
distribution and uses 2 degrees of freedom (DFR)DPE* p < .001 (2-tailed).
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Null hypothesis 3.4. As noted in Table 15, with a significance level of 0.362, the null
hypothesis cannot be rejected that Latina attorneys’ immigration levehdboesoderate the
relationship between the presence of children in their home and their 2008 grosssaiiope
within their law firms.

Null hypothesis 3.5. As noted in Table 15, with a significance level of 0.851, the null
hypothesis cannot be rejected that Latina attorneys’ immigration levehdoesoderate the
relationship between the age level of the youngest child in their home and their@898 g
compensation in their law firms.

Null hypothesis 3.6. As noted in Table 15, with a significance level of 0.510, the null
hypothesis cannot be rejected that Latina attorneys’ immigration lev@hdvenoderate the
relationship between the number of children in their home and their 2008 gross compemsation i
their law firms.

Moderating role of language dominance on the relationships between family
responsibilities and position level in law firm.To test the relationships between the moderating
role of the Latina attorneys’ degree of English language dominance alahenships between
their family responsibilities and their positional level in their lamfiwvhile controlling for
years of experience practicing law, ordinal logistical regressi@pedormed on the respondent
data. The results of interaction of the independent and moderating variables on titeepe
variable are provided in Table 16 and were used in the decision to accept ohesjedt t

hypotheses 3.7 to 3.9 below.
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Table 16

Ordinal Logistic Regression Analysis for the Moderating Role of Degree of English Language
Dominance on the Relationships between Existence and Level of Family Responsitdities
Positional Level in Law Firm

Interaction Dependent Variable:
Variables Positional Level

Chi-square DF P Value
Language
xChildren
At Home 2.39 2 0.302
Language
xAge of
Youngest
Child 0.74 3 0.863
Language
xNumber of
Children 5.85 3 0.119
Years Exp <0.001***

Note.Years of experience was a control variable in @athbinations of the model and was positively and
significantly associated with positional level (pG91). 2Chi-square statistic was used to test for signifieain an
interaction of the independent and moderating Béegmwith more than two levels. *** p < .001 (2}&d).

Null hypothesis 3.7. As noted in Table 16, with a significance level of 0.302, the null
hypothesis cannot be rejected that Latina attorneys’ degree of Englisiadgndominance does
not moderate the relationship between the presence of children in their home and th@naposit
level within their law firms.

Null hypothesis 3.8. As noted in Table 16, with a significance level of 0.863, the null

hypothesis cannot be rejected that Latina attorneys’ degree of Englisiadgndominance does
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not moderate the relationship between the age level of the youngest child in theartbtheir
positional level within their law firms.

Null hypothesis 3.9. As noted in Table 16, with a significance level of 0.119, the null
hypothesis cannot be rejected that Latina attorneys’ degree of Englisiadgndominance does
not moderate the relationship between the number of children in their home and their positional
level within their law firms.

Moderating role of language dominance on the relationships between family
responsibilities and gross compensatiori.o test the hypotheses related to the moderating role
of the Latina attorneys’ degree of English language dominance on thenshgps between
family responsibilities and the participants’ 2008 gross compensation, while dogtfoll years
of experience practicing law, multiple linear regression was performdteaorspondent data.
The results of the interaction of the independent and moderating variables on tiseedepe
variable are provided in Table 17 and were used in the decision to accept or rajadt the
hypotheses 3.10 to 3.12 below.

Null hypothesis 3.10. As noted in Table 17, with a significance level of 0.583, the null
hypothesis cannot be rejected that Latina attorneys’ degree of Englisiadgndominance does
not moderate the relationship between the presence of children in their home and their 2008
gross compensation within their law firms.

Null hypothesis 3.11. As noted in Table 17, with a significance level of 0.881, the null
hypothesis cannot be rejected that Latina attorneys’ degree of Englisiadgndominance does
not moderate the relationship between the age level of the youngest child in theartbtheir

2008 gross compensation in their law firms.
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Table 17

Multiple Linear Regression Analysis for the Moderating Role of Degree of English Language
Dominance on the Relationships between Existence and Level of Family Responsitdities
Compensation in Law Firm

Interaction Dependent Variable:
Variables Compensation

F Valué DF1, DF2 P Value
Language
xChildren
At Home 0.54 2 215 0.583
Language
xAge of
Youngest
Child 0.30 4 209 0.881
Language
XNumber of
Children 0.30 5 205 0.911
Years Exp <0.001***

Note.Years of experience was a control variable in @athbinations of the model and was positively and
significantly associated with compensation (p <1)08The F statistic was used to test for significanicéhe
interaction of the independent and moderating éegmwith more than two levels. The value is coragap the F
distribution and uses 2 degrees of freedom (DF2.DF p < .001 (2-tailed).

Null hypothesis 3.12. As noted in Table 17, with a significance level of 0.911, the null
hypothesis cannot be rejected that Latina attorneys’ degree of Englisiadggndominance does
not moderate the relationship between the number of children in their home and their 2008 gross
compensation in their law firms.
Results of Hypothesis Testing for Research Question 3

The results of the hypothesis testing for research question 3 provide no support that the

Latina attorneys’ level of acculturation moderated the relationships betive@resence and
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level of the Latina attorneys’ family responsibilities and their dhjecareer success. This is
reflected in the finding that neither the Latina attorneys’ immigmdevel nor their degree of
English language dominance moderated any of the relationships between thegpaesklevel
of their family responsibilities and their positional level and gross compemsa their law
firms.
Research Question 4

It was hypothesized that acculturation level, as operationalized by tiepaents’
immigration level and degree of English language dominance, would motleraiggationship
between the existence of Latina attorneys’ family responsibikiel their subjective career
success. To test the moderating role of immigration level and degree cffHaglyuage
dominance on the relationship between the presence of children in the home and theofdegree
career satisfaction, ordinal logistic regression analysis was p@daomthe respondent data. As
previously stated, tests of moderator effects are concerned with thetinotecd¢he independent
and moderator variables on the dependent variable; therefore, only interfeitts \eere
reported below. The results of interaction of the independent and moderatoreganialthe
dependent variable are provided in Table 18 and were used in the decision to accejittberejec
null hypotheses 4.1 and 4.2 below.

Null hypothesis 4.1. As noted in Table 18, with a significance level of 0.514, the null
hypothesis cannot be rejected that Latina attorneys’ immigration levehdboesoderate the

relationship between the presence of children in their home and their caisfactsan.
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Table 18

Ordinal Logistic Regression Analysis for the Moderating Role of Immigration Level anddegr
of English Language Dominance on the Relationship between Existence of Family
Responsibilities and Career Satisfaction

Interaction Dependent Variable:
Variables Career Satisfaction

Chi-squaré DE P Value

Immigration
xChildren
At Home 2.29 3 0.514

Language
xChildren .
At Home 0.07 2 0.966

Note.Models involving immigration level and language doamce were fit separateRChi-square statistic was
used to test for significance for the interactidthe independent and moderating variables withentban two
levels.

Null hypothesis4.2. As noted in Table 18, with a significance level of 0.966, the null
hypothesis cannot be rejected that Latina attorneys’ degree of Englisiadgndominance does
not moderate the relationship between the presence of children in their home anddéeir car
satisfaction.
Results of Hypothesis Testing for Research Question 4

The results of the hypothesis testing for research question 4 provide no support that the
Latina attorneys’ level of acculturation moderated the relationship betihegresence of
family responsibilities and their subjective career success. Thisastegflin the finding that

neither their immigration level nor their degree of English language dominausrated any of
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the relationships between the presence of children in the home and their degreerof ¢
satisfaction.
Research Question 5

This research question was interested in the actual relationship thabekigten
objective and subjective career success for Latina attorneys witly faisponsibilities in law
firm environments. It was hypothesized that there would not be a significatnbmship
between both measures of objective career success (i.e., positional level armbgnesnsation)
and level of career satisfaction for Latina attorneys with family redpbinss. To test these
relationships, regression models for each of these variable combinationf# weparately to
assess any potential bidirectional association.

Relationship between positional level and career satisfactiomo test the bidirectional
relationship between the ordinal variables of positional level and caregast@in (null
hypothesis 5.1), ordinal logistic regression analysis was performed on datg tifosd
participants who indicated having children at home (see Table 19). These resealtsed in the
decision to accept or reject null hypothesis 5.1 below.

Null hypothesis5.1. As noted in Table 19, with significance levels of 0.105 and 0.551
respectively, the null hypothesis cannot be rejected that for Latina agostéychildren at
home, there is not a significant relationship between their positional level ifatdirms and

their level of career satisfaction.
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Table 19

Ordinal Logistic Regression Analysis for the Relationship between Positional Leveterat C
Satisfaction

Independent Dependent Variable:
Variable Career Satisfaction

Chi-squard DE P Value
Positional
Level 4.50 2 0.105
Independent Dependent Variable:
Variable Positional Level

Chi-squard DE P Value
Career
Satisfaction 3.04 4 0.551

Note.Models for the independent variables were fit sefedy to assess the bidirectional associafichi-square
statistic was used to test for significance ofitliependent variables with more than two levels.

Relationship between compensation and career satisfactiono test the bidirectional
relationship between the quantitative variable of compensation and the ordinalevafieareer
satisfaction (null hypothesis 5.2), a combination of both ordinal logistic regresslanutiple
linear regression analyses were performed on only those respondents whedntieang
children at home (see Table 20). The results were used in the decision to accept oullej

hypothesis 5.2 below.
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Table 20

Multiple Linear Regression and Ordinal Logistical Regression Analysis for the dtelaip
between Compensation and Career Satisfaction

Independent Dependent Variable:
Variable Compensation

F Valué DF1, DE2 P Value
Career Satisfaction 0.756 4 89 0.557
Independent Dependent Variable:
Variable Career Satisfaction

Chi-squark DE P Value
Compensation 0.26 1 0.608

Note.Models for the dependent variables were fit seplydb assess the bidirectional associatfdhe test of the
relationship with compensation as the dependefiivaruses multiple linear regressi8ithe F statistic was used
to test for significance of the independent vagalith more than two levels. The value is compaeetthe F
distribution and uses 2 degrees of freedom (DFR)DfFhe test of the relationship with career satistacts the
dependent variable uses ordinal logistic regresSidre test for the significance of the independeniabée with
more than two levels is based on a Chi-squaresstatihe value is compared to Chi-square distidioutvith the
specified degrees of freedom (DF).

Null hypothesis 5.2. As noted in Table 20, with significance levels of 0.557 and 0.608
respectively, the null hypothesis cannot be rejected that for Latina agostéychildren at
home, there is not a significant relationship between their 2008 gross compensattairand t

level of career satisfaction.
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Results of Hypothesis Testing for Research Question 5

The results of the hypothesis testing for research question 5 provide suppibetrat
not a significant relationship between objective and subjective careesstdiocéatina attorneys
with family responsibilities. This is reflected in the findings that fatiha attorneys with
children at home, neither their positional level nor their gross compensation wefieaigy
associated with their degree of career satisfaction.

Summary of Hypothesis Testing

The results of the hypothesis testing for this study provided very limited supptref
existence of a relationship between family responsibilities and objestd/subjective career
success for Latina attorneys in law firm environments and no support thattiha &ttorneys’
level of acculturation moderated any of these relationships. Specificalfsting of the
relationships between the presence and level of family responsibilities @otivebgareer
success, there was no support to this study’s research hypotheses thaetheepéand number
of children in the home were associated with their positional levels or theirognoggensation;
furthermore, age of the Latina attorneys’ youngest child was not found taatered their 2008
gross compensation.

However, there was some support for this relationship in that the presence géryoun
children in the home was found to be positively and significantly associated weh low
hierarchical achievement in the participants’ law firms even after cbhngrébr years practicing
law. This finding provided some, albeit limited support that increased |evahotyf
responsibilities associated with caring for younger children may indeethbedro lower levels
of some aspects of objective career success for Latina attorneysfimaanvironments,
especially as it pertains to their upward mobility.
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When considering the moderating role of acculturation level in these relaisnshi
between the presence and level of family responsibilities and objecteear saccess, there was
no support to this study’s research hypotheses that neither the Latinayattormeigration
level nor their degree of English language dominance moderated any of taesesi@ps. It
should also be noted that while years of experience practicing law was pysitidel
significantly related to higher positional levels and gross compensatiorconaiinations of
these models with measures of objective career success as the depamnalelet neither
immigration level nor degree of English language dominance werdistlyssignificant in any
combinations with the independent and dependent variables.

In terms of the relationship between the Latina attorneys’ presence of fami
responsibilities and level of career satisfaction, this analysis also found notgoptus
relationship or the role of acculturation level (i.e., immigration level anguage dominance) as
a moderator. Therefore, it cannot be concluded that the presence of children in the home is
necessarily associated with higher levels of career satisfdotihatina attorneys in law firms
or that immigration level or degree of English language dominance influense@lttionship
in any way.

Finally, in the examination of the relationship between objective and subjectae car
success for Latina attorneys with family responsibilities, thisyaisaprovided some empirical
support that for Latina attorneys with family responsibilities, their leflveareer satisfaction is
not significantly related to their positional level or their gross compensatibile there was no
support that their family responsibilities were significantly exlab their levels of career
satisfaction overall, and only limited support that family responsibiltie® related to some
aspects of objective career success, this finding does provide some supportibhat fam
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responsibilities may play somewhat of a role in the in this absence of anstapi between

Latina attorneys’ objective and subjective career success in lawrfulmoements.
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CHAPTER 5. CONCLUSIONS AND RECOMMENDATIONS
Introduction

Latina attorneys are members of the largest and fastest growing gngroup in the
United States. However, they are also the most underrepresented attougewndaw firms,
especially at the partnership level. Recognizing the significance of sipiardy, the primary
purpose of this research study was to build on the findings of Cruz and Molina (2010) to
examine how family responsibilities may be related to the Latinanaitsrobjective and
subjective career success in law firm environments and how the Latina attdewel/of
acculturation to the United States may moderate these relationships. To dunswesearch
guestion, this study examined secondary data of 271 Latina attorney survey retpamnde
were employed full-time in private practice law firms. Chapter 4 ptedehe results of the data
analysis, including the descriptive characteristics of the survey respsmaehtesults of the
hypothesis testing. This chapter provides a summary and discussion of the resulyss as well
as conclusions of these findings. In addition, this chapter acknowledges the &tadgtions,
and offers recommendations for future research.

Summary and Discussion of Results

This section provides a summary and discussion of the findings of this reseaychsstud
it pertains to each of the study’s five primary research questions negdneéi relationships
between the Latina attorneys’ family responsibilities and their objeatidesubjective career
success in law firm environments, as well as how their acculturation lewedno#éd these

relationships.
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What is the Relationship between Family Responsibilities and Obgtive Career Success?

It was hypothesized that the presence and level of family responsipédgi@scially as it
pertains to the presence of children, number of children, and age of the youngest child in the
home, would be negatively related to two aspects of Latina attorneys’ objectee saccess,
specifically, their positional level and compensation within their law fiositrary to
expectation, the study found no support that either the presence or number of amilkdeen i
home were associated with either dimension of objective career succéss $anple and that
the age of youngest child was not associated with their gross compensation.

In some respects, these findings contradict both work-family conflict angisrithat time
and energy associated with family obligations will intrude upon one’s work roéefBGaus &
Beutell, 1985; Parasuraman & Simmers, 2001), which, in turn, will result in negatiee care
outcomes for women attorneys, including reduced labor supply (Hull & Nelson, 2000; Kay &
Gorman, 2008) or career interruptions (Hewlett, 2007) to fulfill family obbgat These
findings also appear contrary to human capital explanations (Becker, 1993; N@@93) that
increased family responsibilities, especially with respect to the peeséwbildren (Lilly et al.,
2007) and number of children (Christie-Mizell, 2006), would reduce market human capital
investments and productivity which, in turn, result in diminished rewards in the workpéagce (
advancement and income).

However, one alternative explanation that may account for these unexpected findings is
that, for the Latina attorneys in this study, family responsibilities dich@ogssarily result in
reduced labor supply or limit their human capital investments. This is reflectiee fact that
this study only considered participants who were actively employed intinfielleapacity, and
consistent with human capital arguments, their years of experience patieiwere
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significantly and positively related to their positional level and compens&aordingly, their
level of objective career success appears to be closely alignedheiitigdars of experience
practicing law, and while not conclusive, provides some evidence that these womeatmay
necessarily have taken much, if any, time off from their careeraruhf obligations.

Therefore, Latina attorneys with family responsibilities may not baea disparately
impacted in their objective career success because they were no morthéketlyose with no or
fewer family responsibilities to reduce working hours or to take time out ofdhdarce after
having children. This finding is consistent with other research conducted witHegtie
profession that, while family responsibilities may result in reduced wadkfngagement and
subsequently lower organizational rewards for some women attorneys (DawdBehahi, 2009;
Hewlett, 2007; Hull & Nelson, 2000; Kay & Gorman, 2008), it does not necessarily decrease
promotion rates or salary for those who do not reduce labor supply or who are similarly
productive (Dau-Schmidt et al., 2009; M. C. Noonan & Corcoran, 2004; M. C. Noonan,
Corcoran, & Courant, 2005; Young & Wallace, 2009). Indeed, in an analysis of gender
differences in the legal profession, Dau-Schmidt et al. (2009) found that while wdoree yg
with family responsibilities tend to have lower promotion rates than simgadgted men
overall, women attorneys who have children, yet have not missed paid work for childcare
reasons, are the most likely to enter and remain in private practice and make. part

Although there was no support that having a child or multiple children were relake to t
Latina attorneys’ positional level, this finding may obscure the factwiake most of the survey
respondents worked as associates in large law firms of over 100 attorneys, Wieofaad
achieved the level of partner, either equity or non-equity, were often erdpfoyery small law
offices of fewer than 5 attorneys. This realization is critical becdiffezences between high-
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level and low-level positions with respect to status are likely to be giedseger organizations
than smaller firms (Gorman & Kmec, 2009), and larger law firms tend to offerghedti
prestige and remuneration (Hull & Nelson, 2000). This finding suggests that atbnaeys
may be more likely to leave more prestigious and lucrative positions in largertasmd work
as partners in smaller law offices or as sole practitioners.

Furthermore, while the presence, number, and age of children were not assatmated w
their compensation levels, this finding may reflect the lower compensatios fevéhe Latina
attorneys in law firms overall. Specifically, regardless of theary of legal experience, the
Latina attorneys’ 2008 median salary of $114,000 was considerably less than thenosebiaatl
starting salary of $130,000 for first-year associates as reported byttheallAssociation of
Legal Placement (2009). Furthermore, Cruz and Molina (2010) also found evidencatitieat L
attorneys in law firms had considerably lower 2008 compensation levels than thosedrepor
studies of other majority and minority attorney groups (see ABA Commission, 2006b), e
when accounting for their limited years of experience practicing law.fiflding may also
reflect the tendency for Latina attorneys to move to smaller firms, whignge®usly noted,
tend to pay lower compensation levels.

While this study found no support that the presence and number of children in the home
were associated with either dimension of objective career success i thge of youngest
child was not related to their level of compensation, it did find that the age yafuhgest child
was positively related to the Latina attorneys’ positional level in thsifitans. This was
reflected in the finding that having younger children was associated wittvahlower
positional levels, even after controlling for their years of legal expazier his finding supports
other research on the negative relationship between women attorneys’ fapolysibgities and
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promotion to partnership (Dau-Schmidt et al., 2009; Harrington & Hsi, 2007; M. C. Noonan &
Corcoran, 2004) and also extends this earlier research by also considering hgevahe a
children in the home may be a factor in this relationship.

This finding is consistent with both work-family conflict and human capital argtsme
that the demands associated with younger children may serve to reduce wakiigement
or productivity as a result of their increased family responsibilitiescagsd with the time and
demands associated with younger children (Greenhaus & Beutell, 1985; Keédydanoff,
1985; Osherson & Dill, 1983; Pleck et al., 1980). However, as previously discussed tiwre |
evidence that the Latina attorneys in this study reduced their workfagagement or were less
productive than their peers with older children at home. This is consistent withdhmgfi
reported by Young and Wallace (2009) that the women attorneys in their studgtingdhose
with preschool children, were no less productive than their male law firm goieghowever,
they speculated that this may be at the expense of their own personal timdldmsinge

Interpreting this finding, it appears that limitations of upward mobility_tina
attorneys with younger children at home are not necessarily based on supphesidetibns of
human capital due to the Latina attorneys’ choices, but perhaps due to demand-sided
characteristics of their legal workplaces, including the possibilitgatased gender-related
stereotyping and bias toward those women attorneys who have younger chidnenhwlay,
Latina attorneys with younger children at home may trigger perception®aceras from
others that they are less committed to their careers and may evergaa#iyldw firms due to
role-conflict between being a parent and attorney.

Consistent with Turner’s (1960) sponsored-mobility perspective, these b#iimaeys
with younger children may not be selected for organizational sponsorship, whickessargy for
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their career advancement. This explanation is also consistent with Fnieshth&reenhaus’
(2000) finding that women with young children in the home receive less coachingnand fe
developmental assignments that would have improved their chances for careeeadra and,
ultimately, objective career success.

What is the Relationship between Latina Attorneys’ Family Responsibties and their
Subjective Career Success?

In terms of the relationship between the Latina attorneys’ family resplansstand level
of subjective career success, this analysis also found no support that the prieseitdeo in
the home correlates with higher levels of career satisfaction foraLattorneys in law firms.
This finding appears contrary to a recent study by Dau-Schmidt et al. (200@pthan
attorneys who do childcare have significantly higher levels of carediastitia than women
attorneys who do not do childcare. However, it should be noted that these authors’
operationalization of “doing childcare” implied the need to take time awaypeadwork to
achieve work-family balance, which, as previously stated, does not negesisarédcterize the
Latina attorneys from this study.

One interpretation of this finding is that the high level of career satisfieetiperienced
by Latina attorneys reported by Cruz and Molina (2010) is attributable to aspdwts gender,
and not necessarily limited to just their family responsibilities per se.rdtsale is supported
in the finding of a positive relationship between work-family facilitation and gtisfaction
primarily for women (Powell & Greenhaus, 2010b; van Steenbergen et al., 2007) and is
consistent with the high levels of career satisfaction evidenced by fattaieeys in general
(Hagan & Kay, 2007; Hull, 1999; Kay & Gorman, 2008). Therefore, while family
responsibilities may arguably contribute somewhat to the Latina attommesrall level of
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general satisfaction, it is also likely that Latina attorneys’ dveaseer satisfaction is based on a
multitude of factors, including aspects of their gender.

Does Acculturation Level Moderate the Relationships between tHexistence and Level of
Latina Attorneys’ Family Responsibilities and their Objective Caeer Success?

This study also found no evidence that the Latina attorneys’ level of aetigtuto the
United States, as operationalized by the indicators used in this study, itonidgael and
degree of English language dominance, influenced any of the relationshvesib¢heir family
responsibilities and their objective career success. Latina attorneyarevhmre recent
immigrants (e.g., first generation), as well as those who are lesslElaglguage dominant (e.qg.,
Spanish is first and primary language) are viewed as being less adedltoréhe Anglo culture
(Arbona, 1995; Brown, 2002b; Marin & Marin, 1991). Given the view that Latinas’ adherence to
traditional sex-role attitudes, as well as their experiences and pensept their work and
family roles are viewed to be influenced by their level of acculturation to thedJ&tates
(DelCampo & Hinrichs, 2006; Marin & Gamba, 2003), it was hypothesized that @dtuaated
Latina attorneys would be more likely to adhere to traditional Latina/o vaheeaorms
regarding the centrality of family and traditional gender roles. As shiein,dulturally
prescribed role as family caregivers was predicted to contribuhereased levels of work-
family conflict and related stereotyping for less acculturated Latitoaneys, which, in turn,
would result in lower levels of objective career success.

The lack of support for the moderating role of acculturation on these relationshigsem
explained by the finding that, because the majority were born and educdtedJinited States
and considered English to be their dominant language, the Latina attorneys undyisete
highly acculturated to the Anglo culture. Therefore, the Latina attorneys’ \ahgesorms
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surrounding gender and family caregiving roles more closely mirrored thosaimm$tream
American culture and, conversely, they may have been less likely to adlleeeculturally
gendered norms associated with the traditional Latino culture, which emphiasiprimacy of
motherhood over career roles. In this way, it appears that Latina attornayfi@ton level
did not necessarily contribute to more negative career outcomes as a resubagad work-
family conflict or related gender-stereotyping than would typicallgxy@erienced by other
highly acculturated women attorneys in the United States.

There is support for this argument in that research has shown that sex talesttit
become less traditional over time for later generations and more higldgtedu_atino
immigrants (Phinney & Flores, 2002). The finding that these Latina attorm&y$ained more
egalitarian attitudes about gender roles is also reflected in the firfdongshis study that while
the majority of Latina attorneys were married and in their prime childrgegears, they were
less likely to have children, and of those who did, they typically had only one or two.
Furthermore, these Latina attorneys demonstrated more egalitander gele attitudes as
evidenced in their nontraditional career choice, and also the fact that these retspwodeed
full-time and more than half were the primary income-earner for theiliéam
Does Acculturation Level Moderate the Relationship between the Estence of Latina
Attorneys’ Family Responsibilities and their Subjective CareelSuccess?

This study also found no evidence that the Latina attorneys’ level of aetigtuto the
United States, as operationalized by the indicators used in this study, itonidgael and
degree of English language dominance, moderated the relationship betwetamntihei
responsibilities and their subjective career success. It was hypothésizedhile less
acculturated Latina attorneys who have children at home may experiencécosie of
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objective career success, they would simultaneously experience highepfexaaiser
satisfaction because their stronger adherence to more traditional cudiuesd vooted in
collectivism would increase their experiences of work-family itatibn and also contribute
toward a positive relationship between work-family conflict and job satisfa(DelCampo &
Hinrichs, 2006; DelCampo et al., 2010).

As previously noted, Latina attorneys in this study appeared to be highly accdlturate
Therefore, they may not have identified as closely with the Latino cultursd w&familismo.
This cultural value, which emphasizes centrality of family, was pesdltct increase their
experiences of work-family facilitation, as well as the positiveiceiahip between work-family
conflict and career satisfaction. However, as noted by Sy and Romero (2008)uled ealtie
of familismo does not necessarily disappear among second or even third gehataimn
families.

Phinney and Flores (2002) explain how the process of acculturation includes both ethnic
retention and mainstream adaption whereby different types of attitudes antbizxheay be
more associated with one dimension than the other. In this light, it can be argukd ttaina
attorneys’ acculturation level did not moderate the relationship betweeffatindir
responsibilities and their level of career satisfaction because theiratwalue of familismo
remained constant. Therefore, as high acculturated, yet bicultural womera, attirneys of
later immigrant generations may still retain their strong cultural veduehasizing family
closeness and loyalty, while also assuming more egalitarian gendegygleskociated with the

predominant Anglo cultures.
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What is the Relationship between Objective and Subjective Career Scess for Latina
Attorneys with Family Responsibilities?

In the examination of the relationship between objective and subjective caressssiacc
Latina attorneys with family responsibilities, this analysis providesesempirical support that
for Latina attorneys with family responsibilities, level of careé@isfection is not significantly
related to their positional level or gross compensation. This finding supports andsextieer
research that objective and subjective career success are not necassacigted for women
with family responsibilities (Friedman & Greenhaus, 2000; Judge et al., 1995; N&yehal.,
2008).

While there was no support that their family responsibilities are signilly related to
their levels of career satisfaction overall, and only limited support thmly/feesponsibilities are
related to some aspects of their objective career success, thig fitudis provide some support
that for Latina attorneys with family responsibilities, level of objectareer success is not
necessarily related to their subjective career success. As such, iespibyisibilities may
partially account for the paradox of contentment found in women attorneys in gétegah &
Kay, 2007; Hull, 1999; Kay & Gorman, 2008) and in Latina attorneys in particular &Cruz
Molina, 2010; Cruz et al., 2010; Garcia-Lopez, 2008) because their obligation to family may
broaden their definition of what it means to be a successful attorney.

Conclusions

This study provides some evidence that having younger children may reatmat L
attorneys’ upward mobility, perhaps due to gender-related stereotypingaandibivever, the
general lack of overall support for a relationship between family respatissénd objective
career success may be because the Latina attorneys with family rbsiessn this study did
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not necessarily reduce their working hours or take extended time off from tlesrafter
having children. In essence, by performing as “ideal workers,” they dématmastheir
commitment to their legal careers by adhering to established time aodnymofessional
ideology valued and rewarded by law firm cultures.

The Latina attorneys’ decision to not reduce their workforce engagemertiafieg
children may not be due to lack of role conflict, but rather due to their perceived nequlayp dis
greater commitment to their legal careers as a way to counteradtipgegander stereotypes
and to demonstrate themselves as ideal workers. Fuegan et al. (2004) explbacthese
mothers are judged particularly harshly relative to the standard of #lenideker, women with
family responsibilities must do more to prove their commitment and competenderfnote,
there is recent evidence that women attorneys of color are discourageddrking reduced
hours because the stigma associated with its use may be greater ftortfeam of
compounding the barriers they already face as women attorneys ofCaleert, Chanow, &
Marks, 2009).

The realization that the majority of the Latina attorneys were in thewepchildbearing
years, yet remained childless, may also reflect their intentionaidedd postpone or simply
not have children as a way to avoid potential conflict and to advance their leggkc&torzec
(2000) refers to this decision as a Hobson’s Choice to “either postpone having childrégreynt
become partner and risk being physically unable to bear children at all...or havercdiiring
their partnership track years and risk being denied a partnership position” (p. 255). Thi
explanation is also supported in the finding by Blair-Loy & Dehart (2003) ofAfoman

American women attorneys in their study did not suffer a wage penalty becaudelthed or
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avoided childbearing as a way to maintain uninterrupted careers as nesg§sittte demands
of their legal workplaces.

The results of this study provide some evidence that career consequencesgf havi
younger children are not necessarily due to lower productivity or fronictests of human
capital, but rather, from negative assumptions and biases of others. One iompb#his is that
motherhood may trigger strong negative assumptions and unfair biases about womeysattorne
performance and commitment, which negatively impacts evaluations, workrassitg, and
access to career development opportunities that lead to advancement inl thfegsion
(Rhode, 2003; Rikleen, 2006; J. C. Williams et al., 2007).

Notwithstanding the limited conclusions that can be drawn from this study meg&nei
Latina attorneys’ family responsibilities and objective career sg¢c€ruz and Molina (2010)
provide evidence that Latina attorneys as a whole still face significardrdo their career
advancement, which the participants perceived to be due, in large part, tothesit or future
family responsibilities. Furthermore, while the high attrition of women andl @wibethnic
minorities from large law firms has been well documented in a number of legakreport
(American Bar Association Commission on Women in the Profession, 2006b; GartHi&gSter
2009; Wilder, 2007), there is some evidence that this is due to their experiences of gender
discrimination and discouragement about their prospects for partnership (M. C. Noonan &
Corcoran, 2004) or the need to move to smaller firms as a way to provide flexdyiligdily
care without penalty (Harrington & Hsi, 2007).

As highly acculturated women, it is argued that Latina attorneys in this istaigynold
more egalitarian gender role attitudes; however, as bicultural women, they etlpshtl
maintain their strong cultural value emphasizing family closeness aaltyloks such, it is
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likely that they still struggle with the conflicting demands from multigletexts and cultures in
their desire to balance their own cultural value emphasizing family neagsied with the
professional ideology of their legal workplaces. As such, this potential roleatanély threaten
their retention, which may ultimately contribute to their continued undesemiaion within
law firms, especially at the highest levels.

Despite these and other barriers to their objective career succéss,diirneys appear
to have high levels of career satisfaction (Cruz & Molina, 2010; Cruz et al., 2010, iwhic
consistent with research conducted on samples of women attorneys in (jdagas & Kay,
2007; Hull, 1999; Kay & Gorman, 2008). While their overall career satisfaction may not be
uniquely attributable to their family responsibilities, there is some evidbaté may partially
account for this paradox of contentment they enjoy despite lower compensatisrateyvether
obstacles to their advancement (Cruz & Molina, 2010; Cruz et al., 2010; Garcia-26p8%.

Career success is a socially constructed reality; however, promotgartnership and
its associated high earnings often symbolize achievement of traditioeat saccess in private
practice law firms (Galanter & Palay, 1991; Kay & Hagan, 1998; Kay & Gorman, 2008
career success is often conceptualized in this way for many lawgéirsa bttorneys’ culturally
gendered values may also influence their definition of success diffefentl others in the legal
profession in that they may associate career success more subjestv@iyoritize values
associated with their sense of pride and satisfaction with their caadiees than economic
rewards and upward mobility that are traditionally valued within this prafiessi

While they may operationalize success differently, an alternative etiplahar this
paradox of contentment may be that Latina attorneys with family resgaresthave higher
levels of career satisfaction because they adjust their satisfactidratdhey believe is available
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and within reach, rather than what is not. This explanation is supported by Judg&S&5l. (
who posit that despite lower levels of objective career success, womerciahdraorities are
more likely to be satisfied with their careers because these demogagibrs serve as a frame
of reference for how career success is defined. Moreover, in their studyyef lsatisfaction,
Dinovitzer and Garth (2007) draw on Bourdieu’s theoretical framework to expiat “those
who do not have access to high-paid elite positions, may, for example, celebrtteithab
provides them the opportunity to do socially fulfilling work or...place more value ongtti
that accommodate their lifestyle, making a virtue of their necessity” (pA33uch, this
suggests that Latina attorneys may be more satisfied in their cheearsse they are simply
settling for less than they deserve.
Recommendations

The results of this study provide some evidence that Latina attorneys may be
disadvantaged in their careers due to experiences of gender discriminationeotgstey,
which can lead to unfair assumptions and judgments about women’s commitment arshambi
and have a cumulative negative effect over time on their advancement potentialiriferact
this barrier, organizational leaders and decision-makers must be maeecaWwaw implicit
biases and stereotypes of women with family responsibilities nelyativeact their careers, and
examine each element of the organization’s culture to identify patternatitiat Latina
attorneys’ full participation and ability to succeed. To gain a betterstadheling of this issue,
law firms should provide opportunities for firm members to safely explore their owarz
stereotypes and biases toward women attorneys with family responsilbiiroeigh dialogues

with both individuals and focus groups.
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Related to this, Latina attorneys may also be discouraged from consitiexibtp work
arrangement programs due to the stigma associated with its use. As noted bpcCMolina
(2010), this suggests the need for legal employers to develop and reinfataganat cultures,
structures, policies, and practices that are gender-neutral and fapylgrsve. This can be
accomplished through critical evaluation and modification of institutionalizedtstes,
policies, and practices that obscure these goals, as well as implemaeitting awareness and
sensitivity programs that bring attention to the unique values and needs of a m@e dive
attorney population, including Latina attorneys with family responsibilifese flexible work
arrangements are required by both male and female attorneys of allnd@thracities. By
allowing all attorneys to enjoy flexible work arrangements, rather tismjomen with family
responsibilities, this universal accessibility will remove the gendedisggna encountered by
women, and Latina attorneys in particular.

In addition to promoting more gender-neutral and family supportive workplaces,
organizational leaders must also address and eliminate the long-held asssrapti values
inherent in law firm cultures that impose norms and standards that appear to aupplat
oriented career model that is often incompatible with responsibilities atsofaee in the family
domain. Performance and advancement criteria, such as working long hours, beinglgonstant
available to clients, displaying unproductive face-time, and adhering to an wupteercareer
path are often challenging for attorneys with family responsibilitwesnen attorneys in
particular, who tend to have more cyclical and unstable career patterns thanresponse to
the needs of their children and families (Brown, 2002a; M. Valcour & Ladge, 2008)aflentd,

Krakauer and Chen (2003) call for a female model of career developmemt kawthiirms that
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“places value on cyclical and circular movement and acknowledges the diversattdrns of
women” (p. 74).

This study speculates that due in part to their family responsibilitiesalatfiorneys
may not be selected for career sponsorship, which is a key component to their upwatgd mobil
(Turner, 1960). To that end, the HNBA Commission Studies (Cruz & Molina, 2010; Cruz et al.,
2010) underscore the need to assist Latina attorneys in developing succksginkheps with
mentors and other key individuals throughout their career develophtenglp Latina attorneys
develop these key relationships, tegal profession must support and sponsor programs that
allow Latina attorneys to establish and maintain effective mentoriatgaships on both a
formal and informal basis.

This requires a critical evaluation of current opportunities and programngféern
terms of their actual use and value, as well as access to multiple channels andhibigsdior
Latina attorneys to meet and work with a diverse pool of individuals both inside and outside of
their legal workplace6American Bar Association Commission on Women in the Profession,
2008; Cruz & Molina, 2010; Cruz et al., 2010hese relationships can also ensure that Latina
attorneys with family responsibilities continue to have access to tHeraliag work
assignments and professional development opportunities that lead to career admancem

Similar to the role of mentors throughout their careers, networking isastadkey factor
to achieving career success (Kuijpers, Schyns, & Scheerens, 2006) angdstcethe
accumulation of social capital, which provides increased access to informatourcessand
career sponsorship (Seibert et al., 2001). As recommended by the AmericassBeiation
Commission of Women in the Profession (2006b), given the scarcity of women atofney
color in the legal profession in general, internal and external support systelmding
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involvement in women-and minority-bar associations, can also provide these waimem wi
excellent source of mentoring, camaraderie, and support that often eludes themeiithagal
workplaces.

Finally, for Latina attorneys to perceive themselves as truly ssfctesd therefore
committed to their careers, they must be able to integrate aspects ahtivaridentity and
cultural values into their professional lives as well. This concept chafiéragitional law firm
career models and professional ideology that compels many Latina attarceydéarm to the
prevailing ideals of the legal profession.

Supporting Latina attorneys in achieving true career success als@seguinique
perspective, which incorporates alternative forms of career succeasatimaore subjective in
nature and focus attention on family as well as work factors. Ratheqgrlept of the protean
career, in which the main success criteria are subjective in nature amgttiporates aspects of
the individual’s identity and values (Hall, 2004) may be a more appropriate fraknéw
operationalizing career success of Latina attorneys.

Study Limitations

This research study has undoubtedly contributed to a better understanding of the
relationships that exist between family responsibilities and objective apetB8ue career
success for Latina attorneys in law firm environments, as well as howaweliiof acculturation
may moderate these relationships. However, a number of this study’s methoddlogeatzons
may threaten the credibility and generalizability of this studgsrcs.

One major limitation of this study is concerned with threats to its exterigityavhich
as stated by Creswell (2003), occurs when researcher draws incornestaatefrom the sample
data to other groups or settings. As previously described, the data used in this stublgsed
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on secondary data from the survey portion of a dataset provided by the Hispanic Nestronal
Association in the first HNBA Commission Study by Cruz and Molina (2010) in their
exploratory study on the status and experiences of Latina attorneys in tbe Staites.

The HNBA Commission Study used a nonprobability method of judgment sampling,
which included as its criterion, those Latina attorneys licensed in the Unated $tho were
members of the HNBA and the HNBA Affiliate bar associations from 2008-2009. While
exploratory research does not necessarily require the use of probabilitysa®rplanatory
studies generally do (Cooper & Schindler, 2008). Therefore, while Cruz and Mz2ibd) (
indicate that their sample frame of Latina attorney members of the Hix¥BAhe HNBA
Affiliates served as a logical proxy to represent the larger & aitorney population, the
findings from this dissertation study cannot be generalized beyond the camgi¢ slue to the
nonprobability nature of the sampling procedure from which this dataset was derived.

Another limitation is the cross-sectional nature of the survey desigauBethe data
used reflect the participants’ family status or level of objective and sivgi@etreer success at
one particular point in time, it may not truly capture the changing nature ofrtdasenships
throughout the participants’ career trajectory. The use of data from moreitbngl designs
may provide a better understanding of these relationships at different paimesLiatina
attorneys’ legal careers. Furthermore, as noted by Kossek and L#2lférY), use of
longitudinal and experimental designs can more effectively establish thersmequencing of
the work and family related variables that are necessary to elstedlisation.

Another methodological concern is related to self-reported nature of the Hatl,can
pose threats of common method variance and inflated ratings. While thisiimitay be
overcome by use of data that are more objective and verifiable such as ardhaiaidia
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personnel records, Spector (2006) acknowledges that these approaches do not guaentee mor
reliable results because of the potential for omissions or data-relatesl err

Given the participants’ guarantee of confidentiality and anonymity, theensason to
believe that the professional level or salary data provided by the respondenfalwieated or
inflated. Furthermore, because the majority of the data for this steiyvased on the
participants’ demographic information about themselves and their professitasaand
satisfaction levels, it is argued that the respondents were best positignmeditle the most
accurate information concerning these items.

Future Research

This study responds to the call from the HNBA Commission Studies (Cruz & Molina
2010; Cruz et al., 2010) for additional research on the experiences and barriercdtinens
attorneys in each sector of the legal profession, including, but not limited to, thplegeanin
private practice law firms. To that end, future research should examine and edmowaiamily
responsibilities may be associated with aspects of career succkasifarattorneys employed
in other legal sectors, including the public interest, which Cruz et al. (2010) aeecialy be
more accommodating of this dual role. Future research should also conduct a deenparat
analysis of how family responsibilities relate to objective and subjeanezcsuccess for other
attorney groups as well, including, but not limited to, Latinos, White men, White wonen, a
other men and women attorneys of color to identify the differential impact of geileicity,
and race on these relationships.

While this study operationalized the construct of family responsibilitidseggsresence
and level of children in the home, given the view that Latina attorneys may encstuoreg
cultural and gender norms regarding care for extended family membdrsssparents and
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elders (DelCampo et al., 2010), future research should incorporate other demogdipaiors
of family responsibilities including those related to a spouse, parent(s), sildiieg Similarly,
while positional level and compensation were the variables used in this studyesergpr
objective career success, future studies should also incorporate those méyestusrated
with other aspects of career mobility (e.g., access to mentoring oppogutotaetermine how
family responsibilities may be related to opportunities for advancement ifirhasv

Finally, because the Latina attorneys from this study were employedhfall this may
not provide an accurate portrait of the career ramifications for those who neayeldaced their
workforce engagement due to their family responsibilities or who may hameopted out of
law firms for a period of time or altogether. As such, future researchdsimwaistigate how
reducing hours or interrupting one’s career for family responsibiliteasnelate to their
objective and subjective career success, and ultimately their continuecgnégties within law
firms.

While this study is an incremental step in the ongoing need for research on this
understudied population of Latina attorneys, future research must continue to expandasn this
well as the larger HNBA Commission Study from which these data wekeedeAs the Latina
population continues to grow in this country, identification of the barriers that contiabute t
Latina attorneys’ underrepresentation, including as it relates to thely fi@@sponsibilities, is
critical to the development and implementation of strategies aimed at aimmgrtihese barriers,
so that each current and prospective Latina attorney has greateuafipaa reach her fullest

potential and achieve success and satisfaction in the legal profession.
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Chapter Summary

This chapter supports results reported by other legal scholars that “mother’s
marginalization reflects not mere choice; it also reflects discation” (Williams, 2000, p. 37).
While Latina attorneys’ family responsibilities may not necessaggult in negative career
outcomes for those who do not reduce workforce engagement, this study demonstrates how a
highly acculturated, yet bicultural women, Latina attorneys with faregponsibilities may still
encounter barriers to their legal careers, including gender-relatedtgf@ng, experiences and
perceptions of work-family conflict, inflexible law firm policies, maleminated law firm
cultures, and lack of career sponsorship, which may ultimately contributerto thei
underrepresentation in law firms, especially at the highest levels.

Despite these barriers, Latina attorneys across the legal professiondtaileyvais of
career satisfaction (Cruz & Molina, 2010; Cruz et al., 2010). While this study found notsuppor
that the Latina attorneys’ high level of career satisfaction wabutble to their family
responsibilities, there is some evidence that it may partially accouhidqraradox of
contentment they enjoy despite lower compensation levels and other obstacles to the
advancement (Cruz & Molina, 2010; Cruz et al., 2010; Garcia-Lopez, 2008). This may be
because Latina attorneys operationalize career success more gelyjéctinclude
responsibilities associated with family as well as work factors, emaltively, this may also
reflect that they are settling for what they believe is within tfegich.

To support Latina attorneys with family responsibilities in their legaerar it is
recommended that law firm leaders support more gender-neutral ang-fiaemtly attitudes,
structures, policies, and cultures within their organizations. Furthermouostéo their career
sponsorship, law firms must support Latina attorneys with family responsgih developing
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mentoring relationships and networking opportunities that may facilitatectreier
advancement.

While this study provides valuable insight into how family responsibilities Imeaglated
to Latina attorneys’ career success, issues regarding the cctissaeand self-reported nature
of the data and potential threats to this study’s external validity are reedgs limitations to
this study’s credibility and generalizability. Future research rmwstinue to expand on these
findings, including how different indicators of family responsibilities atated to various
career outcomes for Latina attorneys, as well as other attorney gratipging those employed

in other legal sectors and also those who work less than full-time.
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APPENDIX A. HNBA AFFILIATE BAR ASSOCIATIONS

Colorado Hispanic Bar Association

Connecticut Hispanic Bar Association

Dallas Hispanic Bar Association

Dominican Bar Association

Georgia Hispanic Bar Association

Hispanic Bar, Association of Austin

Hispanic Bar Association of Greater Kansas City
Hispanic Bar Association of New Jersey
Hispanic Bar Association of Orange County
Hispanic Bar Association of Pennsylvania
Hispanic Lawyers Association of lllinois
Hispanic Lawyers Association of Louisiana

La Raza Lawyers Association of Santa Clara

La Raza Lawyers of Sacramento

Latina/o Bar Association of Washington

Latino Lawyers Association of Queens County
Long Island Hispanic Bar Association

Los Abogados Hispanic Bar Association
Maryland Hispanic Bar Association
Massachusetts Association of Hispanic Attorneys
Mexican American Bar Association of Los Angeles County
Mexican American Bar Association of San Antonio
Mexican American Bar Association of Texas
Minnesota Hispanic Bar Association

New Mexico Hispanic Bar Association

Oregon Hispanic Bar Association

Puerto Rican Bar Association of Florida

Puerto Rican Bar Association of Illinois

San Francisco La Raza Lawyers Association
The Puerto Rican Bar Association of New York
Wisconsin Hispanic Lawyers Association
Delaware Hispanic Bar Association

Hispanic Bar Association of Houston
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APPENDIX B. HNBA COMMISSION SURVEY QUESTIONNAIRE

FromFew and Far Between: The Reality of Latina Lawysr€ruz & Molina, September,
2009, Hispanic National Bar Association Commission on Latinas in the Profesgiondia
Study and Report. Copyright 2009 by Hispanic National Bar Association. Repriitted w

permission.
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Web Page 1:

h
ispanic National Bar Association Survey on the
Stﬁi’ Hispanic Nati 1 Bar A iati S 3 th
jOhIfS Status of Latinas in the Legal Profession

Dear Attorney,

You are mnvited to participate in a national study of Latinas in the legal profession. The goals of
the study are to identify the barriers and experiences facing Latinas in the legal profession and
to recommend key strategies to overcome those obstacles. Your participation in this survey is
critical and will hopefully play a role in promoting and supporting Latinas by measuring their
progress, and increasing awareness of the obstacles that confront Latina attorneys and promote
accountability by individual and mstitutional leaders

The survey takes approximately 15 nunutes to complete. By completing the survey. you are
agreeing to participate in this study. Your participation in the survey is completely confidential
and anonymous. The results of the survey will be reported in aggregate form only. You will
not be paid for participating in this study and there are no foreseeable risks to your participation.
If there are any questions or concerns about the survey please do not hesitate to contact Melinda
S. Molna. Research Professor of Law, St. John's Umiversity School of Law at
molinam(@stjohns edu or Jill Cruz, JLC Consulting LLC, at jillcruzi@cincirr.com If you have
any questions about your rights as a research participant you may contact St. John's Umiversity's
Institutional Review Board at (718) 990-1440.

Thank yvou in advance for your participation in this study.

Web Page 2:
] . . oL L.
st ) Hispanic National Bar Association Survey on the
jOhIfS Status of Latinas in the Legal Profession
UNIVERSITY
9% Completedlm——— )
I. BACKGROUND INFORMATION
1. What 1s your age?
Under 25 31-35 41-45 51-55
26-30 36-40 46-50 Ovwer 55
2. Which best describes your ethmic background? (Check AT.T1. that apply)
| Central American Dominican Puerto Rican | Spaniard
| | Cuban Mexican South American
| Other: |
3. Which best describes your racial background? (Check ATL that apply)
[ Afro Latina T Black/African American T White/Cancasian
| Asian/Pacific Islander Crioclla Mestiza/Indigenous
[ Other: |
4. What best describes you?

Born outside of U S. (Parents also not born in U S )

Born in the TJ.S. to both immigrant parents

Born in the T1.S. to one immigrant parent/ecne 17.5. born paremt
Borm in the U.S. to U.S. born parents

Other:
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feb Page 2 -- continued:

5. What 1s the highest level of educational attamment of at least one of your parents?

Advanced Degree (Professional or Doctorate Level) High School
Graduate Degree (Masters Level) Elementary School
Undergraduate Degree

Other: |

6. Other family members who are or have been attomeys? (Check AT that apply)

| | Mother Siblings Spouse
| Father Extended Family None
| | Other:

7. What 1s your dominant language?

Spanish is my first and primary langunage
English is my first and primary language
Bilingual (Spanish is first language; English is primary langunage)
Bilingual (English is first language: Spanish is primary language)

Other: |

8. Marital Status

Single (never married) Committed Partner Relaticnship
Married Separated, Divorced, or Widowed

9. Famuly Status (Check ALL that apply)

[ Children or step-children living at home " Parent(s) living at home
| | Mo children or step-children living at home
[ Other: |
10. Number of children living at home None One Two Three Four or more

11. Apge of youngest chuld

1 year or Less 5 to 12 years 18 to 21 years
2 to 4 years 13 to 17 years More than 21 years
12. Did vou participate in an HNBA focus group? Yes No

13. Are you currently a member of an HNBA affiliate? (Check ALL that apply)

[ Colorado Hispanic Bar Association

| | Conmecticut Hispanic Bar Association

[ Dallas Hispanic Bar Association

| | Dominican Bar Association

| | Georgia Hispanic Bar Association

| | Hispanic Bar Association of Austin

| | Hispanic Bar Association of Greater Kansas City
| | Hispanic Bar Association of New Jersey

| | Hispanic Bar Association of Orange County

| | Hispanic Bar Association of Pennsylvania

| | Hispanic Lawvers Association of Illinois

| | Hispanic Lawyers Association of Lounisiana, Inc.
| | LaRaza Lawyers Association of Santa Clara

| | LaRaza Lawyers of Sacramento

| | Latina/o Bar Association of Washington

| | Latino Lawvyers Association of Queens County
| | Long Island Hispanic Bar Association

| | Los Abogados Hispanic Bar Association

| | Maryland Hispanic Bar Association

| | Massachusetts Association of Hispanic Attorneys

| | Mexican American Bar Association of Los Angeles County (MABA)
| Mexican American Bar Association of San Antonio

| | Mexican American Bar Association of Texas

| | Minnesota Hispanic Bar Association

| | New Mexico Hispanic Bar Association

| | Oregon Hispanic Bar Association

| | Puerto Rican Bar Association of Florida

[ Puerto Rican Bar Association of Illinois

| | San Francisco La Raza Lawyers Association

[T The Puerto Rican Bar Association of New York

| | Wisconsin Hispanic Lawyers Association

[ Delaware Hispanic Bar Association

| | Hispanic Bar Association of Houston

® @




Web Page 3:

'
St@ Hispanic National Bar Association Survey on the
1 y Status of Latinas in the Legal Profession

J UNIVEHRSITY

% Completedi—— )

II. LAW SCHOOL

1. Year graduated from law school

2006-Present 1986-1990 1966-1970
2001-2005 1981-1985 1961-1965
1996-2000 1976-1980 1960 or before
1991-1993 1971-1973

]

. National Ranking of your law school i the year vou graduated:

Tier 1 (Top 200 Tier 2 (21-40) Tier 3 (41 and below) Don't know
Other: |

3. Law school academic honors or achuevements. Which best describes your graduation class rank?
Top 10% Top 30% Below Average
Top 20% Average

4. Law School Activities (Check ALL that apply)

| | I competed for or was selected for and served as a member of my law school's journal/law review.
| | Iwas selected for and served as a member of my law school's moot court board.

| I am a member of the Order of the Coif
I

Other:
Web Page 4:
ﬁ = = - = = -
St@ Hispanic National Bar Association Survey on the
1ohn's Status of Latinas in the Legal Profession

UNIVERSITY

% Completedi——)

III. WORK EXPERIENCE

1. Which of the following best describes vour current occupation?

Private Law Firm Public Sector
Corporate Connsel Legal Academia

Other: |

Please complete sections A-E that best corresponds to your current occupation.

A. Private Law Firm

Al Position
Associate or counsel in a law firm Partner (non-equity) in a law firm
Of Counsel/Special Counsel in a law firm Partner (equity) in a law firm

A2 Practice area

Litigation Employment
Corporate Commercial Litigation
Transactional Family Law
International trade Immigration
Intellectual property General Practice
Arbitration

Other:
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A3 Size of Firm

5 or less attomeys 51-75

6-10 76 -100
11-25 101 or more
26-30

B. Corporate Counsel

Bl For-Prafit

Chief Legal Officer (VP, SVP, EVP)

General counsel in corporate legal department

Supervising attorney (not general counsel) in corporate legal department
In-house attemey in corporate legal department

Other: |

B2 Non-Profit

General counsel in corporate legal department
Supervising atterney (not general counsel) in corporate legal department
In-house attormey in corporate legal department

Other: |

B3 Private Company

General counsel in corporate legal department
Supervising atterney (not general counsel) in corporate legal department
In-house attorney in corporate legal department

Other:

B4 Public Comparny

General counsel in corporate legal department
Supervising attorney (not general counsel) in corperate legal department
In-house attormey in corporate legal department

Other: |

B35 Size of Legal Department

One attorney 2-5 attorneys 6-10 attorneys 11-25 attorneys More than 25 attorneys

C. Public Sector

C1 Govermment (Civil Service)

Supervising attorney Attorney (non-supervisory)

Other: |

C2 Govermment (Political Appointee)

Federal government State government City government Legislative

Other: |

C3 Judiciary

Federal judge State judge Local judge Judicial clerk

Other: |

C4 Size of Department

One attorney 2-5 attorneys 6-10 attorneys 11-25 attormeys More than 25 attorneys

D. Legal Academia

Dean Law school professor {(non-tenured)

Administrator Adjunct professor

Law school professor (tenured)

Other:

E. Other

El Position |

2. Years practicing law

Less than 5 years 5 - 10 years 11 - 15 years 16 - 20 years 21 or more years

3. What was yvour gross salary including bonuses for the calendar year 20087

4. How many employers have you had in your attomey career?

5. Please list the City and State in which you are currently practicing.
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6. Current Employment status:

' Full-time | Not currently employed (involuntary)
 Part-time | Not curreatly employed (veluatary)

7. Are you the primary or sole mcome eamer i your fanuly? " Yes | No
& How did you find vour first position in the legal profession out of law school? (Check ATL that apply)

| | Family or friend Summer clerkship

| | Executive search firm TJudicial clerkship

| Advertizement Law professor referral

| | Unsolicited resume On-campus interview

| | Participation in a job fair (non-diversity) Law school alumni networks
| Participation in di

I

Participation in ity job fair Law school pl nt office
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IV. FORMATIVE EXPERIENCES

Please indicate your level of agreement to the following questions:

Strongly _ Strongly
Agree Agree  Neutral Disagree Disagree

having a strong education.

2. I knew I wanted to pursue a career in the legal . . . C .
profession before I entered college.

3. There were attorney role models in my early life that . . . ® .
mfluenced my decision to pursue a career m the legal

profession.

4. There were strong female role models in my early life . . C
that mnfluenced my decision to pursue a career in the legal

profession.
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V. ENTRY INTO THE LEGAL PROFESSION

Please indicate your level af agreement to the following questions:

Strongly Strongly
Apree  Agree Neutral Disagree Disagree

1. I believe my status as a Latina has benefited my abality . .
to be hired into my chosen position(s) in the legal

profession.

2. 1 believe my status as a Latina has created barners for .

me in bemg hired mto my chosen position(s) in the legal

profession.

3. I believe that my current employer's interest m hinmg

me was primarily based on their need to meet diversity

goals.

4. 1 have benefited from diversity-oniented recrting

resources and referral networks.
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VI. PERCEPTIONS AND EXPERIENCES OF LATINA ATTORNEYS
IN THE LEGAL PROFESSION

Strongly Strongly
Agree  Agree  Neutral Disagree Disagree

1. Ibelieve that Latina attorneys are viewed positively by
others in the legal profession.

2. I believe miy status as a Latina has influenced my
supervisor(s) evaluation of my performance.

3. I feel that I have to act. dress. or communicate
differently from my non-Latina peers to gain the same
credibility and career opportunities.

4. T have been mustaken as a translator, court reporter, or
another non-attorney role in the workplace or court.

5. I have been unfairly excluded from important work
assignments because of niy status as a Latina attorney.

6. I have experienced demeaning comments or harassment
because of miy status as a Latina attorney.

7. My organization(s) values and consistently shows a
commitment to establishing and mantaming an inclusive
orgamzational culture and diverse attorney workplace.

8. I believe there are more barriers related to my gender
than to my ethnicity m the legal profession.

9. I believe there are more barmiers related to my race than
my ethnicity mn the legal profession.

10. Ovwerall, I am satisfied with my expeniences in the
legal profession.

11. If yvou have expernienced negative perceptions or treatment in any of your attorney position(s), please rank
order those demographic charactenstics that yvou believe are the basis of these experiences. Rank the
following 1tems from high to low with 1 being the highest and leave blank those that do not apply to vou
personally.

Rank
Gender

Ethmcity

Race

Sexual orientation

Physical disability

Famuly care responsibilities

If OTHER. please specify. |

8 || 000000d
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VII. CAREER ADVANCEMENT

Strongly Strongly
Apree  Agree  Neutral Disagree Disagree

1. I believe that Latina attorneys are provided the same
opportunities as others to succeed and advance in the legal
profession.

2. Ibelieve that having sigmficant fanuly-care
responsibilities will affect my opportunities for
advancement.

3. I believe that I have to perform at a higher level than
my non-Latina attorney peers to gain the same level of
credibility and career opportumities mn my workplace.

4. Formal mentoning relationships in my workplace(s)
have played a crtical role in supporting my professional
development and career advancement.

5. Informal mentors inside and outside of my
workplace(s) have played a critical role 1n supporting my
professional development and career advancement.

6. I am given ample opportunity to network and socialize
with senior attorneys or supervisors in formal gatherings.
7. I am given ample opportunity to network and socialize
with semior attorneys or supervisors in informal gathenngs
or social events.

8. I am given ample opportunities to actively participate in
business development efforts with clients or to work
closely with my organization's customers or constituents.

9. If you believe you have not had the same opportunities to advance as others in the legal profession, please
rank order those demographic charactenistics that you believe are the basis of these limitations. Rank the

following items from high to low with 1 being the highest and leave blank those that do not apply to you
personally.

Gender

Ethnicity

Face

Sexual onientation

Physical disability

Famuly Care Responsibilities

If OTHER, please specify. |

|| 00000000
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VII. STRATEGIES TO HELP LATINA ATTORNEYS SUCCEED

Please rank the strategies you believe that the legal profession should consider to help Latina attorneys succeed
in their chosen professions. Rank the following items from high to low with 1 being the highest.

Rank
1. Increase and strengthen organizational-sponsored mentoring programs for all attorneys
2. Increase and strengthen professional development opportunities for all attorneys
3. Increase opportunities for diverse attorneys to work with and develop relationships with clients
and mnfluential individuals
4. Increase diversity awareness and trammng mmtiatives for all orgamizational attorneys and staff
5. Improve and advance work/life programs for all attorneys

6. Increase education to organization decision makers on the unique 1ssues and needs of Latina
attorneys

7. Increase outreach programs targeted at Latina youth
8. Sponsor Latina attorney affinity and networking groups
9. Other

Jut tot UUL

If OTHER. please specify.

General Comment :

Send
Answers
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