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Letter from the Commission’s
Executive Director

When | was growing up, many people viewed bullying as endemic to childhood and a
relatively harmless rite of passage. Despite the physical and emotional scars from bullying
that many people carried into adulthood, the prevailing ethos of the time was encapsulated
by the familiar children’s rhyme that declared, “Sticks and stones may break my bones, but
words will never hurt me.” | came to learn the fallacy of this rhyme.

When | was a freshman in high school, | was the target of bullying and ultimately had to
transfer schools due to the pervasive racial and sexual harassment | faced. The feeling of
powerlessness | experienced spurred my desire to become an attorney, as | wanted to
cultivate the skills necessary to advocate not only for myself but for others.

| also became committed to challenging the “words will never hurt me” mindset, along with
the indifference to bullying it engendered, if and when | had the opportunity to do so.

That opportunity unexpectedly came when | was crowned Miss America 2003. | made
preventing youth violence and bullying my national platform and spoke to more than
100,000 young people about combating peer-to-peer harassment.

Additionally, | collaborated with organizations such as the National Center for Victims
of Crime and Fight Crime: Invest in Kids to raise awareness of the detrimental effects
of bullying, advocated for the development and implementation of bullying prevention
programs and policies in schools, and helped the U.S. Surgeon General and the
Health Resources and Services Administration announce its federal youth bullying
prevention campaign.

While bullying was once dismissed as an almost intractable nuisance, with no state having
an anti-bullying law prior to 1999, by 2015, all 50 states had passed a law requiring school
districts or individual schools to develop and implement policies addressing bullying in
schools.' Due to the persistence of parents, lawyers, community leaders, and advocacy
organizations throughout the country, a paradigm shift had occurred in the way bullying in
schools was perceived and addressed.

However, after becoming an attorney, | was disheartened to see that many of the bullying
behaviors | had told young people were unacceptable in school seemed normalized in the
legal profession.

1. See Cornell, D. G., & Limber, S. P. (2016, February 1). “Do U.S. laws go far enough to prevent bullying at school?” Monitor on Psychology, 47(2).
https://www.apa.org/monitor/2016/02/ce-corner (last accessed on September 19, 2024) (describing the shift in the legislative landscape regarding
bullying prevention laws and outlining the reasons for this movement).
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Whether it was abusive or demeaning language directed toward colleagues or opposing
counsel, jokes or comments containing racist or sexist slurs, attempts to ruin someone’s
reputation by spreading false information regarding their work ethic or work product, or
some judges berating and disrespecting lawyers who appeared before them, bullying often
seemed to be either conflated with “setting high standards” or accepted as the necessary
price to pay for working in a high stakes, adversarial profession.

However, this abuse of power harms lawyers’ careers and well-being, undermines firms’
retention and promotion efforts, and erodes the public’s confidence in the legal profession.
Bullying is also fundamentally irreconcilable with the tenets of justice, equality, and dignity
that a lawyer is expected to uphold as “an officer of the legal system and a public citizen
having special responsibility for the quality of justice.”

As such, the lllinois Supreme Court Commission on Professionalism launched a statewide
initiative last year to assess the prevalence and impact of bullying in lllinois’ legal profession
and to recommend best practices for preventing it. This study is believed to be one of the

first wide-scale research projects conducted in the U.S. on this topic.

The word “bullying,” as opposed to harassment, was chosen for two key reasons. First,
workplace anti-harassment laws and policies generally apply only to abusive conduct that is
targeted at someone due to a protected characteristic. Therefore, bullying that cannot be
proven to be motivated by such a characteristic is usually not illegal under these laws and
may not be encompassed by many organizations’ anti-harassment policies. The impact of
bullying behavior on lawyers, however, may be no less damaging.

Second, because there is now a consensus that children should not be allowed to bully other
children in school, it begs the question of why some adults are allowed to bully other adults
in the legal profession. While this may be an uncomfortable question, it is one well worth
discussing. That a paradigm shift could occur around bullying in schools shows that regardless
of how entrenched in the legal profession bullying may seem to be, change is possible.

More than 6,000 lllinois lawyers participated in the survey from which the data in this
report is derived. | am grateful for each of these lawyers and the vulnerability and candor
they exhibited. Many shared heartbreaking experiences of being demeaned, targeted,
and ostracized. Their stories are painful to read yet infuse this Report with a potent sense
of urgency.

2.“Preamble: a Lawyer’s Responsibilities,” lll. Sup. Ct. R. Preamble, Para. 2.
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Encouragingly, despite the bullying many lllinois lawyers have experienced, they still
expressed hope that this initiative will lead to the creation of workplaces where everyone
is treated with dignity, civility, and respect. And | want to recognize the Commission

on Professionalism’s dedicated Commissioners for wholeheartedly embracing and
championing this initiative.

The Red Bee Group and authors Stephanie A. Scharf and Roberta D. Liebenberg skillfully
and thoughtfully crafted this Survey and Report, which highlights best practices for creating
such workplaces and helps illuminate a collective path forward. Their expertise, wisdom,
and dedication greatly elevated this project, and it was a privilege to collaborate with them.
Ms. Scharf also served as an invaluable thought partner and sounding board, and | sincerely
appreciate her vision, integrity, and passion for change.

A powerhouse group of respected lllinois lawyers and judges served on this initiative’s
Advisory Council, and | am thankful for their diverse perspectives, vital feedback, and
heartfelt support.

Additionally, | am grateful for the design and editing talents of Laura Bagby, the
Commission’s Communications Director, and Marin McCall, its Digital and Social Media
Manager, and their dedication to this initiative’s success.

Finally, this Report would not have been possible without the leadership of the Justices of
the lllinois Supreme Court. That they supported the undertaking of this initiative, Survey, and
Report reflects a courageous commitment to transparency and dignity.

The Commission commits that the publication of this Report will not be the initiative’s
conclusion but instead will be the catalyst for future efforts to transform the culture of
our profession.

We invite you to join us in this mission.

Erika N. L. Harold
Erika N. L. Harold is the Executive Director of the lllinois Supreme Court
Commission on Professionalism. Prior to becoming the Commission’s Executive
Director, Ms. Harold was a litigation attorney, representing clients at the trial and
appellate levels in disputes regarding fiduciary and contractual obligations. The
Chicago Bar Association awarded Ms. Harold an Earl B. Dickerson Award, which
recognizes minority lawyers and judges whose careers elevate the law
as key to justice for all. Ms. Harold was also selected by the Women'’s Bar Association of lllinois to receive
a Vanguard Award, honoring individuals and institutions who have made the law and legal profession
more accessible to and reflective of the community at large. Ms. Harold graduated from Harvard Law
School, where she funded her legal education through the scholarships and appearance fees she earned
as Miss America 2003.
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Foreword
by the Authors

We are pleased to introduce this innovative study about bullying in the legal profession,
which includes data and comments from thousands of lllinois lawyers about the prevalence
and impact of bullying in their workplace, and our recommended best practices for
employers, judges, bar associations, and lawyers in all settings to address and prevent
bullying in the practice of law.

Bullying by lawyers is a long-known but little-discussed problem, even though it exists in
many practice settings. Bullying can negatively impact the quality of a lawyer’s day-to-

day practice, emotional well-being, and physical health. It impedes an employer’s ability

to create effective and collegial teams, retain lawyers who do good work, and maintain a
culture that is inclusive and supportive of lawyers at all levels. Because bullying makes a
lawyer’s work experience far more stressful, it can sour lawyers on the practice of law, and
even lead some lawyers to leave their jobs or the profession. Inadequate workplace policies,
a lack of training at all levels, haphazard oversight by leaders, and other factors lead to
bullying becoming widespread and often normalized as a “given” in the practice of law.

Thanks to the lllinois Supreme Court Commission on Professionalism, we now have
systematic qualitative and quantitative data concerning bullying and its effects on individual
lawyers as well as the profession as a whole. Our comprehensive study includes a statewide
Survey of more than 6,000 lllinois lawyers along with 10 representative focus groups.
Responses were provided by lawyers in law firms, corporate law departments, government,
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public interest and not-for-profit organizations, and the judiciary. Participants were
heterogeneous in terms of gender, sexual orientation, race and ethnicity, disability status,
age, and type of workplace.

The research provides much-needed answers to core questions: When and where
does bullying take place? How do lawyers react when they are bullied? What types of
support do lawyers who are bullied receive from employers, judges, and others in a
position to take action against bullying? What can employers, individuals, judges, bar

associations, and others do to reduce the incidents of bullying in the profession?

The research also provides a foundation for our recommended best practices to combat
bullying. We are hopeful that all segments of the profession will implement some form of
the suggested best practices to identify bullying misconduct, educate lawyers about when
and where bullying most frequently occurs, encourage reporting of bullying, and implement
concrete actions to deter bullying from the workplace.

This Foreword would not be complete without thanking the many people who contributed
to this project. We are first and foremost indebted to Erika Harold, Executive Director of the
llinois Supreme Court Commission on Professionalism. Her extraordinary commitment to
the goals of the research, her creative insights and guidance on critical issues, and her ability
to bring together a broad array of supporters created a platform that energized our work
and made it infinitely more valuable. We also thank Laura Bagby, Communications Director
of the Commission, whose careful review of the many documents involved in the research
and Report was tremendously helpful.

We are grateful for the guiding influence and support of the Justices of the lllinois Supreme
Court, the lllinois Supreme Court Commission on Professionalism, the Commission’s
Advisory Council for this project, and the many bar associations and individuals who
contributed to the project, as detailed in the Acknowledgments.

We very much appreciate the enthusiasm and work contributed by Red Bee Group team
members Kelly McNamara Corley, Wendy Shiba, Christine Edwards, and Tom Bender.
Their support throughout the process — including their comments and input about the
Survey questionnaire, leading focus groups, and commenting on the draft Report — was
instrumental to this project and its groundbreaking results. We are very fortunate to have
the support of our talented Red Bee colleagues and friends.
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Research Associate Megan Bonham, M.A., helped with all aspects of this project, including
questionnaire design, oversight of the focus groups, review of Survey data and focus group
commentary, and collation of both statistical and focus group data. We thank Megan for
her many contributions as well as the high quality of her work. We also thank Elizabeth
Dworak, Ph.D., who provided excellent technical and statistical support for the analyses of
Survey data.

We are grateful for the opportunity to have conducted this research and to shine a much-
needed spotlight on a pernicious problem that harms the careers and well-being of far too
many lawyers in lllinois and elsewhere in our country. It is our hope that the solutions, best
practices, and recommendations we set forth in this Report will lead the way for many other
states, bar associations, and legal employers to put into place the policies and practices
needed to combat bullying more effectively. We welcome your feedback and inquiries
about how your organization can use this Report to create an enhanced workplace culture

where there is no place for bullying.

Stephanie A. Scharf & Roberta D. Liebenberg
Stephanie Scharf, J.D., Ph.D., is a Partner at Scharf
Banks Marmor LLC, and Roberta D. Liebenberg, J.D., is
a Partner at Fine, Kaplan and Black, R.P.C. Ms. Scharf
and Ms. Liebenberg are also Principals of The Red Bee
Group, LLC, www.theredbeegroup.com, a consulting

firm that advises corporations, law firms, and not-for-
profits about growth and innovation. They have used data-based strategies to advise about policy
changes, board effectiveness, talent development, and leadership. The Red Bee Group’s consulting
clients include public and private companies, law firms, not-for-profits, and other organizations.
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Executive
Summary

The study

The lllinois Supreme Court Commission on Professionalism
initiated what is believed to be the first study on the
prevalence and experiences of bullying in lllinois’ legal
profession with the goal of identifying best practices for
preventing it.

e Survey defined bullying as inappropriate behavior intended to intimidate, humiliate,
or control the actions of another person, including verbal, nonverbal, or physical acts

® Focused on a one-year period during 2022 and 2023, as opposed to an attorney’s
entire career

® Believed to be one of the first wide-scale research projects conducted in the U.S.
on this topic

e 6,010 lllinois lawyers participated in the Survey and 48 lllinois lawyers participated
in the focus groups
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Snapshot of the key findings

The prevalence

Although bullying impacts lawyers from all backgrounds, bullying disproportionately
impacts female attorneys, attorneys with disabilities, attorneys of color, younger attorneys,
and LGBTQ+ attorneys.

e 38% of female lawyers were bullied at work in the past year, compared to 15%
of male lawyers

Disability

e 38% of lawyers with an impairment that substantially limits a major life activity were
bullied in the past year, compared to 23% of lawyers without that level of disability

e Inthe pastyear:
36% of Middle Eastern/North African lawyers were bullied
35% of Black/African American lawyers were bullied
34% of Hispanic lawyers were bullied
32% of multiracial lawyers were bullied
28% of Asian American lawyers were bullied
23% of white lawyers were bullied

e 39% of lawyers aged 25 to 35 were bullied in the past year; lawyers in this age group
were more likely than others to report that they had been bullied

e The likelihood of being bullied decreases for each increasingly older group of lawyers

e 12% of lawyers aged 66 to 75 were bullied in the past year

Sexual orientation

e 29% of gay or lesbian lawyers were bullied in the past year as compared to 25% of
heterosexual lawyers

e 29% of lawyers who are gay, lesbian, or bisexual were the target of verbal bullying
related to their sexual orientation, while 3% of heterosexual lawyers were verbally
bullied related to their sexual orientation

lllinois Supreme Court Commission on Professionalism



The behavior
The seven most reported types of bullying behavior were:

Verbal intimidation, such as insults, name-calling, or shouting
. Harsh, belittling, or excessive criticism of work
. Demeaning nonverbal behaviors
. Imposing unrealistic work demands
. Behind-the-back malicious rumors
. Improperly taking credit for work

N o o0~ ODN S

Not receiving important work information

Lawyers also reported being subjected to cyberbullying, physical intimidation (throwing
objects, invading space, and stalking), and physical contact (inappropriate touching,

pushing, or shoving).

“Bullying compounds itself. After being bullied, you begin to worry.
Then, you have trouble sleeping. You come to work, but you aren’t
WO rking at your full ca pacity.” — Black female lawyer in a law firm

The bullies

Lawyers reported being bullied at work by lawyers within their organizations, especially
by those who hold powerful positions, as well as by lawyers outside their organizations
(e.g., opposing counsel) and judges.

e 33% of lawyers identified the bully as a lawyer external to their organization

e 31% of lawyers identified the bully as a lawyer within their organization who was in
a more senior or high-level position

e 14% of lawyers said they were most recently bullied by a judge

Bullying in the Legal Profession 1



The harm
Lawyers suffered negative professional, emotional, and physical effects from being bullied.
e 54% of those bullied experienced a negative change in emotional well-being (such as
anxiety, loss of self-confidence, and other negative feelings and reactions)
e 39% of those bullied felt less productive at work
e 20% of those bullied experienced a decline in physical health

e 18% of lawyers said they had left a job practicing law because of bullying

Workplaces without appropriate anti-bullying standards, policies, and procedures are
more likely to lose female lawyers, LGBTQ+ lawyers, lawyers of color, and lawyers with a
disability due to bullying.

&6

“It'll never stop if there aren't meaningful consequences to bad

behavior” — White female lawyer in a corporate law department

The response

Only 20% of lawyers who were bullied in their workplace reported it to a supervisor, upper-
level attorney, or human resources manager.

Common reasons for not reporting bullying behavior include not wanting to be perceived
as weak or a “complainer” (34%), fear of the bully’s status (27%), the belief that the
employer would not do anything (27%), and concerns regarding loss of work or job (16%).

52% of those who did report the bullying to their employer rated their employer’s response
as either “not sufficient” or “totally unsatisfactory.”

e Only 22% of lawyers said that their employer commmitted to taking appropriate
action against the bully

e Only18% of lawyers said that their employer committed to promptly investigating
the complaint

12 lllinois Supreme Court Commission on Professionalism



The core recommendations

Core recommendation 1:

Legal workplaces should develop, implement, and enforce anti-bullying policies.

® These policies should clearly define bullying, detail concrete and meaningful
remedial actions for engaging in bullying (including mandatory training, reprimand,
demotion, termination, or other consequences), outline the process for reporting
bullying, require an investigation of the allegations and documentation of the resullts,
and prohibit retaliation for reporting.

® Inthe weeks following the investigation, a designated individual should meet with
the person who made the bullying complaint to see whether they are experiencing
any additional forms of bullying, including retaliation.

e Existing anti-harassment policies that only prohibit harassment based on a protected
class are insufficient.

Legal workplaces should conduct training specific to their organization’s anti-bullying
policies and procedures to equip lawyers with tools to respond, whether they are
being targeted by bullying or witnessing it.

Law schools should also offer educational programs and training to law students
on bullying prevention. Through such programs, law students can learn effective
strategies for preventing and responding to bullying, whether it takes place in law
school or legal workplaces.

Courts should enforce anti-bullying standards in courtrooms and litigation activities.
® Courts should adopt a standing order regarding bullying and incivility in legal
proceedings.

B The standing order should identify acceptable and unacceptable behavior and
actions judges will take when they witness or learn of bullying in the courtroom
or in other aspects of the litigation process.

® Judges should continue to receive training regarding their power and tools to
address incivility, bullying, and harassment.

Bullying in the Legal Profession 13



e The lllinois Attorney Registration and Disciplinary Commission should continue
to review the bullying complaints it receives and, when such complaints show
bullying behavior that violates the lllinois Rules of Professional Conduct, recommend
appropriate remediation or disciplinary measures to send a strong message against
the bullying.

Core recommendation 4:

Bar associations should use their resources and reach to advance programs that
educate members on the prevalence and impact of bullying in the legal profession.

This includes developing toolkits and model anti-bullying policies for members to

use within their workplaces; sponsoring lawyer-to-lawyer mentoring programs that
can provide support, strategies, and a safe place for lawyers who have been bullied;
sponsoring CLEs about bullying; and using their websites, newsletters, and publications
to write about bullying prevention.

Core recommendation 5:

Lawyers being bullied should respond in the way they feel best safeguards their rights,
well-being, and career.

e There is no one-size-fits-all approach. Lawyers may choose to challenge the bully’s
behavior in real time, walk away, ignore the behavior, or report it later.

® Depending on the circumstances, targets of bullying should document it and then
follow any reporting procedures within their organization. If no such procedures
exist, they should report the bullying to a supervisor or leader within their organization.

e Lawyers who are bullied should also enlist friends, mentors, and sponsors within and
outside their organizations for support and additional guidance.

While there are steps that individual lawyers can take when they
are being bullied, the ultimate responsibility for preventing bullying
rests not on those who are bullied but rather on those with the
power to set and enforce policies in workplaces, courtrooms, and
conference rooms across lllinois.

14
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Introduction:
What Is bullying and why
this research matters

Bullying is fundamentally the improper exercise of
power by one person over another and takes the form
of aggressive acts or comments meant to intimidate,
humiliate, embarrass, or control another person. Bullying
may involve verbal aggression, nonverbal actions, acts
of exclusion, harsh working conditions, physical harm,
stalking, or other aggressive actions. It may take place in
person or online. Bullying may involve repeated acts by
one aggressor against the same person and/or against
multiple people.

Bullying in the Legal Profession 15



When asked, some lawyers say they have never been bullied or witnessed bullying at work.

A substantial number of lawyers, however, answer otherwise, with descriptions of their
personal experiences of being bullied and seeing other lawyers bullied as well in offices,
courtrooms, depositions, group meetings, and other places where lawyers work.

Bullying is not simply incivility. Incivility is rude or disrespectful behavior. In contrast, bullying
typically involves a power imbalance with intentional and often unrelenting aggression,
intimidation, or humiliation. Bullying can target a person’s gender, sexual orientation, race,

or other personal characteristics. Gender-based bullying, for example, may take the form

of sexual harassment, but bullying behaviors overall are much broader, and a bullying victim
lacks formal legal mechanisms for redress like those available for sexual harassment victims.®

Bullying affects a lawyer’s career, the quality of their work, their emotional well-being, and
physical health. It can lead to stress, anxiety, and depression. Bullying can create a workplace
culture where individuals are threatened, demeaned, and belittled. Lawyers who are bullied
may be afraid to come forward, and employers may not be certain of how to address
bullying misconduct.

3. Sexual harassment continues to be a major issue in the legal profession. A 2020 national study details the types of sexual harassment that occur
on aregular basis. While expressly not a representative sample of the legal profession, the study nonetheless shows a large percentage of lawyers
with direct experiences of sexual harassment, and it calls the system for addressing sexual harassment in the legal profession “still broken.” See “Still
Broken: Sexual Harassment and Misconduct in the Legal Profession,” Women Lawyers on Guard (2020), available at https://womenlawyersonguard.
org/wp-content/uploads/2020/03/Still-Broken-Full-Report-FINAL-3-14-2020.pdf (hereinafter “Still Broken”).

16
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It is not only individual lawyers who suffer from being bullied. Bullying tolerated by
the culture of a workplace can have many negative effects on a business such as
lower productivity, harm to the reputation of the company or firm, loss of skilled
lawyers, difficulty hiring lawyers, a culture based on dislike if not fear, along with a
lack of commitment by employees who perceive their leadership does not take
bullying seriously.

The high-pressure business goals that may define a law firm, company, or organization in
tandem with practices and behaviors that achieve those goals can create an environment
where bullying takes hold.# Ultimately, there is the question of what culture a law firm, law
department, not-for-profit, government agency, or other entity has, what culture it wants,
and how it will get there.®

There are currently few sources of support for lawyers who are bullied. There is no
profession-wide set of standards in the legal profession about what bullying entails. There

is no database of systematic information about the impact of bullying. Many employers lack
recommended policies and practices for how to address bullying or fail to pursue reports
of bullying. While employers typically indicate general opposition to bullying, they usually do
not have written anti-bullying policies. Many lawyers accept that bullying “goes along with
practicing law.”

Bar associations and courts also generally lack specific anti-bullying standards or systematic
programs that teach lawyers how to respond to bullying when they see or experience it.
Court rules around professional misconduct typically focus on misconduct vis-a-vis clients
and not lawyer-to-lawyer behavior.

The lack of effective policies and resources puts the large majority of lawyers who have
been bullied in a lonely and unsupported position when faced with being bullied, when
dealing with the aftermath of bullying in their workplace, and when grappling with the
impact of bullying on their careers and personal well-being. Bullying sours lawyers on the
practice of law, and it can drive lawyers to leave the practice of law.

Perhaps the greatest obstacle to creating policies and programs against bullying is the lack
of systematic data for understanding the types of bullying conduct, when and where it
occurs, who is likely to be bullied, and the impact of bullying on the lawyers targeted by such
behavior. Data is critical to developing effective policies, initiatives, and best practices to
address bullying in the workplace and the legal profession.

4. See, e.g.,, M. Omari and M. Paull, “Shut up and bill: Workplace bullying challenges for the legal profession.” International Journal of the Legal
Profession, v. 20/Issue 2at 1. January 30 2-14. Available at https://doi.org/10.1080/09695958.2013.874350.

5. See “Bullying in Law Firms: Hard to Define, Easy to Spot.” Highlights of the American Bar Association Commission on Lawyer Assistance Programs,
v.10, no. 2, Summer 2007. Highlights, Summer 2007 (americanbar.org) (discussing law firms but with commentary applicable to all settings in which
lawyers practice).

Bullying in the Legal Profession
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While there have been studies of bullying in the general workplace,® there have been few
studies specific to bullying in the law in U.S. settings.” We are hopeful that this in-depth,
multi-faceted study will lead to similar studies in other states. Importantly, this research
provides a platform for solutions and best practices that reflect the many different
segments of the profession.

In the following chapters, we describe how we designed and conducted the research, the
core findings about bullying in the legal profession in lllinois, and our recommended best
practices to respond to and prevent bullying wherever lllinois lawyers practice law.

6. For example, Gary Namie and colleagues at the Workplace Bullying Institute have presented a series of annual reports about bullying at work. See,
e.g., G. Banuem, “2021 WBI U.S. Workplace Bullying Survey report, March 2021,” available at (PDF) 2021 WBI U.S. Workplace Bullying Survey Report
(researchgate.net). Dr. Namie reports that 39% of employed adult Americans have directly experienced abusive conduct at work (id. at 6), and

that those working remotely are bullied at a higher rate, with various forms of humiliation, both verbal and nonverbal (id. at 9). He also notes that
organizational factors explain a great deal of workplace toxicity.

7. There have been a handful of studies in the U.S. that touch on bullying in the legal profession, but these have been limited by such factors as the

size of the study samples and the inability to do multi-variable analyses; the focus on sexual harassment as the core issue; and other factors. See, e.g.,
K. Pender, “Us too? Bullying and sexual harassment in the legal profession.” International Bar Association, May 15, 2019. Available at apo-nid248266.pdf;
L. Stiller Rikleen, “Survey of Workplace Conduct and Behaviors in Law Firms.” (Women'’s Bar Association of Massachusetts, 2018) (hereinafter “Survey
of Workplace Conduct”); see also Still Broken, supra n.1.
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Methods
for assessing the nature and extent of
bullying in the legal profession

For this broad-based study of bullying in the legal
profession, we sought an extensive array of information
from practicing lllinois lawyers with an emphasis

on understanding the scope of the problem and
recommending solutions and best practices for change.
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As an initial step, we held informal discussions with practicing lawyers at many levels across
a range of demographic characteristics about the research topic. We developed a definition
for bullying of lawyers at work through a review of (a) research reports about workplace
bullying generally and bullying in the legal profession, (b) anecdotal studies and commentary
about bullying at work across different professions, and (c) comments by the project’s
Advisory Council.

On that basis, we provided this general definition of “bullying” to Survey respondents and
focus group participants:

&6

“Bullying is inappropriate behavior intended to intimidate,
humiliate, or control the actions of another person. Bullying may
take many forms including verbal, nonverbal, or physical acts.”

Survey methodology

We designed a statewide Survey to systematically gather data about bullying at work from
a representative sample of all actively practicing lawyers based in lllinois, across many work
settings, practice areas, and demographics.

The first part of the Survey work was to create a questionnaire that covered a range of
information about bullying in the legal profession, with a special emphasis on bullying over
the past year so that information was current and more reliably accurate.®

We asked lawyers whether they had personally experienced bullying while performing
their job or engaged in bullying, the types of bullying they had experienced, the short-term
and long-term consequences to the bully and those who are bullied, and ideas for what
can be done to eliminate bullying behavior in the practice of law. We deliberately designed
the Survey to include opportunities for respondents to give their personal experiences and
suggestions for eliminating bullying.

Before fielding the Survey, we pretested it on individuals who differed in gender, race and
ethnicity, age, disability status, workplace, and locale. Based on the pretest, we made final
adjustments to the questionnaire.

8. Asking about a recent specific time period is more likely to provide a reliable response that can be extrapolated to longer time periods, compared
to asking about bullying experiences over a longer time period, where memory is less likely to be accurate.
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On September 27, 2023, the Survey was emailed to 55,295 lawyers, all of whom were
registered as active in 2023 with the lllinois Attorney Registration and Disciplinary

Commission (“ARDC”) and were based in lllinois. The Survey was closed on October 12, 2023.

A total of 6,010 lawyers who were actively practicing law in lllinois responded to the Survey.

As part of the Survey design, individual respondents were anonymized with no identification
by name of any Survey respondent or their employer, or the name of any person described
in gquestions about bullying.

The demographic profile of lawyers who took the Survey approximates the age and gender
distributions (which are tracked by the ARDC) of the population of lawyers who practice in
lllinois. We thus have confidence that the Survey results are generally representative of the
population of practicing lllinois lawyers regarding bullying in the legal profession.

In the following sections, we present the results of the Survey in tables and other forms

of graphics, typically using percentage data to describe the responses of groups and
subgroups of lawyers. Percentage results are rounded to whole numbers and occasionally
rounding results in group percentages do