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Hierarchy and stratification characterize labor markets all
over the Western world. Racial, ethnic, and national minorities;
women; and those belonging to lower socioeconomic classes are
underrepresented in prestigious positions and overrepresented
in lower-paying jobs in proportion to their percentage in the gen-
eral population. Even when employed in similar positions, mem-
bers of devalued social groups earn lower wages and are
promoted less frequently. The legal profession is no different.
Decades of research have clearly shown that the market for legal
services follows the same patterns that determine the outcomes in
other domains of social and economic life (see, e.g., Carson
2004). Yet in the spirit of Tolstoy’s famous maxim, while all egali-
tarian labor markets are alike, each hierarchical market is strati-
fied in its own way. Stratification is based on numerous distinctive
characteristics such as the legal profession’s structure, size, and
degree of homogeneity, as well as the regulations governing it
and the legal culture it exists in. Likewise, factors related to the
general social structure—such as the stratification in broader soci-
ety and the social role of the legal profession—also affect stratifi-
cation within the legal profession. In this paper we seek to
contribute to the literature on hierarchy and stratification within
the legal profession through an in-depth examination of the pat-
terns of inequality in the Israeli legal profession.

Israel is a particularly interesting case study due to the rapid
and inordinate transformation the Israeli legal profession has
undergone over the past two decades. The Israeli legal field com-
prised a small, homogenous, and closed profession until the
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1990s, but doubled in size every decade since; today, Israel holds
the dubious title of the country with the highest rate of lawyer
per capita in the world. Thus, examining patterns of inequality
within the Israeli legal profession can shed light on the ways in
which systems of inequality reproduce themselves under condi-
tions of dramatic social changes, such as the massive recent
growth in the number of lawyers.

Up until the mid-1990s, the Israeli legal profession was virtu-
ally blocked to large segments of the population. Accredited law
schools existed only at four universities; consequently, the aver-
age number of law graduates admitted annually to the bar
between 1948 (when the state was established) and 1994
remained steady at 337 (Zer-Gutman 2012). Resultantly, only an
elite group of people could become lawyers in Israel. The early
1990s witnessed a revolution in legal education. On the supply
side, a shift in the regulatory regime enabled the opening of
many new law colleges—professional schools that operate inde-
pendently of the research universities. In conjunction, a growing
demand for legal education resulted in a sharp rise in the num-
ber of lawyers during a very short period of time. As of 2016, 14
law schools operate in Israel: four in universities and 10 in col-
leges. Whereas in 1990 there were only 10,697 lawyers, currently,
64,000 lawyers are registered with the Israel Bar Association: one
lawyer per 132 people (Zalmanovitsh 2017). This ratio is likely to
grow (although perhaps at a slower pace), since every year
approximately 3,000 law graduates are licensed as lawyers.

The accreditation of law colleges during the 1990s and the
early 2000s led to a dramatic change in the composition of the
Israeli legal profession. Population groups previously largely
excluded from the profession—which traditionally was dominated
by males of Ashkenazi (European Jewish) origin—are increasingly
gaining entry. Women, Arabs (i.e., Palestinian citizens of Israel),
Jews of Mizrahi (North-African and Middle-Eastern) origin, and
ultra-Orthodox Jews now comprise a large proportion of the pro-
fession. Since the annual number of law college graduates greatly
exceeds that of the university law school graduates, and the for-
mer tend to be of lower socioeconomic status than the latter, the
social and cultural elite’s domination of the legal profession has
been disrupted. Some view this transformation as destructive to
the profession (Katvan 2012), while others have welcomed it as a
change that better reflects Israel’s heterogeneous society (Zer-
Gutman 2012). Yet neither of these views is informed by any
sound data and systematic analysis of the actual impact of such
transformation on patterns of hierarchy and stratification in the
Israeli legal profession.
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In this article we seek to fill in the research gap regarding
the Israeli legal profession through a comprehensive, systematic
evaluation of the trends of inequality and stratification that
occurred following the sharp increase in the number of lawyers.
We investigate whether inequality and stratification in the Israeli
labor force are predetermined so that they are maintained and
reproduce themselves even in times of social and economic
changes, like the dramatic increase in the size of the bar.

In the American context, research drawing on interviews with
Chicago lawyers has shown that the increasing overall size of the
bar in general, and the growing number of women and minori-
ties in the bar in particular, led to a stratified legal profession on
the basis of gender, race, and religious background (Heinz et al.
2005). More generally, studies revealed that patterns of inequality
tend to recreate themselves through numerous complimentary
processes, resulting in persistent inequality even in times of tech-
nological, social, or demographic changes (Reskin et al. 1999;
Ridgeway and Correll 2000; Ridgeway 2011; Risman 1998). Our
focus on the case study of the Israeli legal profession thus con-
tributes to the literature that demonstrates how systems of
inequality are reproduced in times of structural changes.

We designed a large-scale survey of graduates from university
law schools and law colleges between the years 1995 and 2015;
6,639 graduates responded (a response rate of 15 percent). An
analysis of the responses to the survey exposes the changes in the
legal profession, demonstrating that despite its openness to previ-
ously excluded population groups, the profession remains deeply
hierarchical and stratified. Male Ashkenazi university graduates
continue to secure the most lucrative jobs in the private and pub-
lic sectors. They earn more than women, non-Jews, Mizrahi Jews,
and college graduates, reflecting the ongoing entrenchment of
gender, nationality, ethnic, and class-based hierarchies existent in
the general Israeli labor market.

Because our study is the first to explore these issues systemati-
cally, and given our sample size, we focus here on the gender,
nationality, ethnicity, and class inequality systems without exploring
how these systems intersect with each other to create additional
categories of stratification and inequalities (like in the cases of Arab
women or lower-class Mizrahi Jews). We leave questions related to
intersectionality in the Israeli legal profession for future studies.

Hierarchy and Stratification in the Legal Profession

Contemporary literature on inequality, hierarchy, and stratifi-
cation in the legal profession distinguishes between two stages:
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entry into the profession and the conditions of law practice.
Below, we survey studies covering both stages and relating to dif-
ferent forms of discrimination in different jurisdictions.

Gender

Studies in the United Kingdom and United States have found
that in the last decades, external occupational barriers that had
traditionally excluded women from entering the legal profession
have been reduced or completely removed, such that the schol-
arly discussion has shifted focus to the feminization of the profes-
sion and to the strides women lawyers have made in the field
(Abel 1988; Dinovitzer and Garth 2015; Dixon and Seron 1995;
Tsang 2000). These changes are largely attributed to reforms in
legal education. Opportunities internal to the legal profession,
however—such as promotion to partnership, appointment to
prestigious positions, and equalization of pay—remain barred or
extremely limited by powerful gender-exclusionary mechanisms
and result in a gendered professional environment in which
women fair worse than men (Bolton and Muzio 2007).

Wage disparities between women and men in the legal profes-
sion have been documented in Canada, the United States, and
the United Kingdom (Dixon and Seron 1995; Hagan 1990;
Huang 1997; Kay and Hagan 1995; Rachman-Moore et al.
2006). According to Bolton and Muzio (2007), in the United
Kingdom, exclusionary mechanisms function through processes
of stratification (denial of access to senior positions), segmentation
(channeling women to practice areas that generate less income),
and sedimentation (utilization of feminine skills in the profes-
sional work of female lawyers). Rachman-Moore et al. (2006) sug-
gested that psychological, human, and social capital, alongside
occupational segmentation, explain gender-based earning dispar-
ities. Kay and Gorman (2008) traced gender disparities in the
legal profession in the United States to variables such as a gen-
dered law school experiences, differences in the career entry and
hiring stages, patterns of sex segregation in practice, sexual
harassment, and work/family conflicts. Moreover, Hagan and Kay
(2007) showed that women are more likely to respond to their
professional grievances and challenges with feelings of despon-
dency than with expressions of job dissatisfaction.

Racial Minorities

The literature on race and the legal profession points to bar-
riers faced by racial minorities both at the entry stage and in
career development. In the United States, findings indicate that
minority lawyers are less likely to be hired at a private law firm
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as their first job; they tend to work at smaller firms when they do
enter private practice; and they are less likely to become partners
than White lawyers. Thus, despite of the increase in the numbers
of Black lawyers and judges since the early 1970, the percentage
of Blacks in the bar remains lower than in the general popula-
tion, and Black lawyers are less likely to be employed in higher-
status legal positions or as partners (Cappell 1990; Payne-Pikus
et al. 2010). Mechanisms producing such disparities include
direct discriminatory patterns, such as less mentorship and indi-
rect ones such as fewer networking opportunities (Dinovitzer and
Garth 2015; Wilkins 1999).

Studies on minority lawyers in the United Kingdom (labeled
“BME” or “Black and Minority Ethnics” lawyers) have also indi-
cated the persistence of inequalities despite their increased entry
into the legal profession. BME lawyers are overrepresented in
small firms and legal aid, while White male lawyers are overrep-
resented in the highest-paying jobs in large urban firms following
their graduation from the elite universities (Nicholson 2005; Zim-
dars 2010). Tomlinson et al. (2013) describe how BME lawyers
apply a series of “career strategies” (assimilation, compromise,
“playing the game,” reforming the system, location/relocation,
and withdrawal) in contending with structural barriers to equality
in the profession.

Social Class

For decades, the question of the possible impact of social class
on success in the legal profession has captured the attention of
both critical scholars and empirical researchers. In the United
States, early studies by Carlin (1966) and Auerbach (1976)
described a professional elite using closure mechanisms to
exclude racial, ethnic, and religious minorities from the orga-
nized bar. A Study on lawyers in Chicago (Heinz and Laumann
1982) demarcated “two hemispheres” of lawyers—those working
for corporations and those serving individuals—and found that
the former were more likely to be White, Protestant males. And
Kennedy (1982) claimed that legal education produces and
reproduces social hierarchies through teaching methods, institu-
tional culture, and value-laden legal doctrines.

The correlation between the law school attended, social class,
and professional mobility has also been the subject of broad
investigation. Regarding the United States, Daly (2002) claimed
that “[t]he identity of the institution from which a graduate
receives the J.D. degree may be the single most important factor
in the graduate’s career path,” reflected directly in the market-
place for legal services. Jewel (2008) traced the historical roots of
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law school ranking and classification systems in the United States,
which have led to the establishment of an “underclass of Ameri-
can attorneys—with no autonomy, no contact with clients, no job
security,” reinforced by a “myth of merit.” Although research has
shown that overall, the premium yielded by a law school degree
is higher than that of both a humanities degree and a science
and technology degree (McIntyre and Simkovic 2016; Simkovic
and McIntyre 2014), differentiations between elite law schools
and low-tier law schools seem to persist over time (AJD3, 46-47).
Interestingly, satisfaction levels among graduates of elite law
schools are lower than they are among graduates of lower-tiered
schools (Dinovitzer and Garth 2015).

Social class was revealed to be a substantial factor in law
school enrollment (Stevens, 1983). Moreover, as discussed above,
the status of law school attended affects the future careers of law
graduates (Sander and Bambauer 2012). Yet, Sander and Bamba-
uer (2012) showed that grades in law school mitigate the effects
of law school status and similar trends were also found in the
United Kingdom (Nicholson 2005). The Canadian structure of
law schools is somewhat different, barring comparison on this
issue to the United States and the United Kingdom.

Inequality in the Israeli Labor Market

Two major national groups1 comprise Israeli society: Jews
account for 75 percent of the population and Arabs constitute 21
percent (the rest are non-Arab Christians and “unclassified” resi-
dents) (Central Bureau of Statistics [CBS] 2017). Both large
groups are internally fragmented along religious and ethnic lines.
“Arabs” include Muslims (16.5 percent), Christians (2.1 percent),
and Druze (1.7 percent), whereas “Jews” subdivide into two large
ethnic groups: Ashkenazi Jews of European ancestry (55 percent)
and Mizrahi Jews of North African and Middle Eastern ancestry
(45 percent).2

The Israeli labor market is segregated by gender, ethnicity,
and nationality. Similarly to other Western countries, Israeli

1 In Israel, the term “Jewish” denotes both nationality and religion. The term “Arab”
refers only to nationality, and in Israel includes three religious denominations: Muslim,
Christian, and Druze.

2 The data concerning the number of Ashkenazi Jews and Mizrahi Jews among the
Israeli population is subject to dispute due to high rates of “inter-ethnic” marriages. The 55
percent Ashkenazi to 45 percent Mizrahi split that we use in this study is based on a survey
conducted by the Israeli Central Bureau of Statistics in 2015 (Central Bureau of Statistics
[CBS] 2015). Notably, however, it is a result of the specific methodology employed by the
surveyors. In that survey, the “ethnicity” of Jews born in Israel was determined based on
their fathers’ place of birth (http://www.cbs.gov.il/shnaton67/st02_06x.pdf).
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women participate in the labor force in growing numbers. In
recent years, women have entered more high-skilled and previ-
ously male-dominated positions in the professional and manage-
rial sectors. Nonetheless, many women in Israel still work in
different occupations than men do, and tend to earn less than
men when employed in the same occupation (Mandel and Birgier
2016). In the years 2012–2014, Israeli female workers’ average
hourly wage amounted to approximately 83.7 percent of the
average hourly wage of Israeli male workers (Swirski et al. 2015).
Mizrahi Jews are disadvantaged relative to their Ashkenazi coun-
terparts in terms of both hiring and wages (Rubinstein and Bren-
ner 2014; Sasson 2006); indeed, in 2012–2014, the average
monthly wage of Mizrahi Jews amounted to approximately 78.2
percent of that of Ashkenazi Jews (Swirski et al. 2015). Likewise,
Arabs in Israel face labor market disadvantages relative to the
Jewish population. Arab citizens live and work in areas with lim-
ited industrial and occupational opportunities, indicating that a
substantial proportion of the income gap between Jews and Arabs
can be attributed to local labor market characteristics (Lewin-
Epstein and Semyonov 1992). In 2012–2014, Arab Israelis’
monthly wage on average was 21 percent lower than the Israeli
average monthly wage (Swirski et al. 2015).

Another factor perpetuating inequality in the Israeli labor
market is the level and type of higher education, as well as
parents’ education. Jewish first- and second-generation higher-
education students3 tend to study more rewarding and presti-
gious professional fields than Arab students—albeit at different
types of institutions. First-generation students tend to study at
second-tier institutions (i.e., colleges), whereas second-generation
students often attend the more prestigious universities. First-
generation Arab students, like their Jewish counterparts, prefer
the professional fields as well; but unlike their Jewish peers, they
tend to be concentrated in less prestigious professions (Ayalon
and Mcdossi 2016).

The Transformation in the Israeli Legal Profession

As noted above, the Israeli legal profession underwent a radi-
cal transformation since the mid-1990s; the number of law gradu-
ates rose as new law colleges opened. This growth coincided with
the liberalization and expansion of the Israeli market economy

3 Neither parent of first-generation higher-education students obtained a higher edu-
cation, whereas second-generation higher education students have at least one parent with
academic education.
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that took place since the 1980s. Lawyers have both benefitted
from and contributed to Israel’s globalizing economy. Indeed,
Zalmanovitsh (2017) reports that the revenue of Israeli law firms
rose from around 11.1 billion ILS in 2009 to a whopping 16.1
billion ILS in 2016. Globalization created a demand for legal
services and affected the structure and scope of the legal profes-
sion (Barzilai 2007: 255–256). Moreover, as mentioned above, the
vast majority of recent law graduates studied at one of the rela-
tively new second-tier colleges, rather than at one of the four
more prestigious university law schools. In 2012–2013, for exam-
ple, approximately 13,000 students were enrolled in law colleges
and only 3,000 in universities (Katvan 2012; Zer-Gutman 2012;
Ziv 2012, 2015).4

A number of factors led to the increase in the number of law
schools and of lawyers in Israel. Already in the early 1990s, both
the Israel Bar Association (IBA) and the university law schools
faced mounting pressures to “open the doors” of legal education
to more people. The official claim was that the existing arrange-
ment amounted to numerus clausus, resulting in the exclusion of
under-privileged segments of Israeli society from legal education.
The unofficial (and uncorroborated) story, on the other hand, is
that some children of senior partners at elite law firms were
refused admission to Israeli law schools, thus compelling the
guild’s “insiders” to support its expansion. Be that as it may,
around 1990, both the IBA and university law schools collabo-
rated to amend the Israel Bar Association Act to enable the estab-
lishment of professional law schools, alongside the academic
institutions and subject to their monitoring and approval.5

Within a few years, it became clear that the universities’
attempt to “tame the beast” and curb competition to their own
law schools had failed miserably. At this stage, however, it was
already too late to reverse the process. The demand for legal
education was on the rise, as was the call to liberalize legal educa-
tion. In 1995, the Israeli parliament (the Knesset) amended the
Council of Higher Education Act, allowing the accreditation of
private colleges to award law degree. The removal of numerous
regulatory barriers further enabled the opening of many new law
colleges since the mid-1990s (Ben-Yaakov 2000). This system sus-
tains itself, as significant economic incentives exist for establishing
a private law school. Running a law school requires relatively little
investment, whereas demand for legal education remains rather

4 Admission to university law school is highly competitive and dependent on matricu-
lation scores and psychometric exam results. Admission to law colleges is less competitive,
with more lenient requirements.

5 Israel Bar Association Act (Amendment17), 1990, S.H. 1313, April 4, 1990.
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high, and law colleges charge tuition that is double or triple that
of universities (Katvan 2012). On the supply side, a growing
number of Israeli law graduates obtained a doctoral degree
abroad (mainly in the US), and upon return to Israel found an
employment opportunity in the emerging field of legal education.
Likewise, retired law faculty members of Israel’s universities have
attained high paying teaching opportunities at these schools.

The opening of the law colleges accomplished a diversifica-
tion of both the law student population and the legal profession.
These colleges enabled access to law studies to population groups
that had been excluded from the university law schools. Katvan
(2012) noted that the colleges tend to attract older students, who
are more likely to be married and have children. There are also
fewer students in law colleges whose parents have an academic
education, implying a lower socioeconomic status. Moreover,
many more Arabs, ultra-Orthodox Jews, and Israelis of Ethiopian
origin study at law colleges than at universities (Katvan 2012).
Zer-Gutman (2012) pointed to the growth in the number of both
lawyers and law firms in the Israeli geographic periphery since
the opening up of law colleges, which she attributes to greater
opportunities for residents of these areas to attain a law degree.

Unsurprisingly, the sharp increase in the number of law grad-
uates propelled the IBA to try to tighten entry barriers into the
profession (Katvan 2012; Zer-Gutman 2012; Ziv 2012, 2015). For
many years, those initiatives were largely unsuccessful due to a
fierce opposition from the Knesset, the Ministry of Justice, and
the law colleges and their students, who were averse to imple-
menting a broad reform that would reverse or halt the influx in
the number of lawyers (Ziv 2015). Since 2015, however, the tides
have changed, probably as a result of the strengthening of the
IBA and its close political alliance with the Minister of Justice.
Two substantial changes emerged. First, in the last three consecu-
tive years, the passage rate of the bar exam—a prerequisite for
practicing law—has fallen sharply, exposing a significant gap
between the pass rates of college graduates and university gradu-
ates. In October 2014, for example, 70 percent of those who took
the exam passed it; the two top universities (Tel Aviv University
and the Hebrew University) ranked highest, with a pass rate of
over 97 percent, while the lower-tier law colleges had a pass rate
of about 60 percent (The Israel Bar Association 2014). In 2015,
the overall pass rate fell to 59.7 percent. The two top universities
again ranked highest, with a pass rate of approximately 95 per-
cent, in contrast to 45 percent for the lower-tier colleges (The
Israel Bar Association 2015). The same trend continued, and
even intensified, in 2016 and 2017 (with a general passage rate
of below 50 percent). Second, in 2017, the IBA successfully
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lobbied to amend the IBA Act, extending the mandatory appren-
ticeship—a prerequisite for sitting the bar exam—from 12 to 18
months.6 It is too early to predict, however, whether these
changes will affect the demand for legal education and the rate
of new lawyers entering the profession.

Thus, the state of the Israeli legal profession is highly
dynamic and in constant flux. The transformations in the legal
education and the increase in the number of lawyers are com-
monly perceived to have propelled a decline in the profession’s
prestige, but no previous study attempted to quantify this effect
(which is very hard to assess). In any case, the decline in prestige
is probably not evenly divided across all types of lawyers; Most
Israeli lawyers (about 75 percent) work in private law firms at
some stage of their careers; some turn to the public sector, and a
small number of lawyers (a few hundred at most) work in NGOs.
The private, public, and nonprofit sectors themselves are not
monolithic both in terms of pay and prestige. Working in mega
law firms is more financially rewarding and prestigious than
working solo or in small law firms, but in some segments of the
profession—such as family law and employment law—small bou-
tique firms abound and are considered quite prestigious. In the
public sector, working as a state attorney (while less financially
rewarding than working at large law firms) is considered highly
prestigious, whereas working as a lawyer at local governments is
much less prestigious. Lawyering for NGOs, although not finan-
cially rewarding, is nonetheless recognized as a status-worthy
career choice (Ziv 2015).

Methodology

Data collection for this study was based on an anonymous
email survey. Respondents were asked to supply information
about their job (firm size and number of weekly working hours),
fields of expertise, law school background, and demographic
characteristics (nationality, ethnicity, religion, marital status, num-
ber of children, etc.). Respondents were also asked about their
current work positions, including scope of employment (full-time,
part time, or unemployed), and their salaries and other benefits.
Lastly, they were asked to report on their level of satisfaction
with their decision to have gone to law school and to share their
future plan.

We attempted to distribute the survey to all those graduating
from law schools at all the Israeli legal educational institutions

6 Israel Bar Association Act (Amendment 39), 2657, S.H. 59, August 7, 2017.
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(universities and colleges) between 1995 and 2015. We chose this
timeframe because one of the central goals of our research was to
understand the state of the Israeli legal profession after the mass
accreditation of the law colleges and the ensuing upsurge in the
number of law graduates. The year 1995 was the graduation year
for the first group of students who had studied in law colleges
rather than at university law schools.

The survey was distributed in two phases. In the first phase,
which was carried out in collaboration with the IBA, the survey
was sent to all law graduates admitted to the bar between 1995
and 2015. In Israel, current membership in the IBA is a perqui-
site for practicing law. The IBA maintains two databases: one for
active bar members—namely, registered lawyers who pay annual
fees; the second for all lawyers who had at some point entered
the bar, some of whom no longer pay the annual fees to the IBA
(and are therefore prohibited from practicing law). The total
number of email recipients on both lists was about 45,000. Fol-
lowing the initial distribution of the surveys, nonrespondents
were sent a second email with the survey a few weeks later.

The second phase of the survey distribution was conducted in
partial collaboration with the law schools. We sought to reach not
only practicing lawyers but all law graduates, including those who
did not take or pass the bar exam, those admitted to the bar who
have never practiced law (either willingly or due to employment
constraints), and those admitted to the bar who at some point left
the profession and did not update their email address with the
IBA. Deans of all the university law schools and law colleges were
asked to: (1) supply us with the number of annual law graduates
from their institutions between 1995 (or the year in which the
first class graduated) and 2015; and (2) distribute our survey to
their graduates via their alumni mailing lists. All but three of the
14 institutions agreed to both requests. This process yielded
responses from additional few hundred lawyers.

To avoid double counting, we specifically instructed law grad-
uates who had received the survey from both the IBA and their
academic institution not to respond to the survey twice. Then,
after gathering all the surveys, we searched the entire list for
duplications in email addresses supplied by the respondents,
striking out responses when the same email address appeared
twice on our lists. To increase the survey response rate, respond-
ents were offered the incentive of entry in a raffle for prizes,
such as restaurant vouchers.

At the end of the second phase, 6,639 respondents had
answered the survey. When compared with external data—
including data obtained from the Israeli Central Bureau of Statis-
tics, data obtained from the universities and law colleges, and the
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IBA yearly reports on bar exam pass rates for each institution—
our sample emerged as representative of the general population
being surveyed in terms of gender, ethnicity, and type of law
school attended. However, Arab law graduates are underrepre-
sented in our sample.

Our study has some limitations. Notably, the response rate to
the survey was of about 15 percent of the people to whom the sur-
vey was distributed. The After the JD (AJD) and the Law and
Beyond: A National Study of Canadian Law Graduates (LAB)
response rates were higher. However, the present study differs from
the AJD and LAB studies in both scope and methodology. The AJD
was based on a sample of 5,000 lawyers from different geographical
areas encompassing only lawyers who entered the profession in the
year 2000. The LAB surveyed all lawyers admitted to the Canadian
bar in 2010. Our sample, on the other hand, included all law grad-
uates—whether practicing or not—who graduated between the
years 1995 and 2015, numbering about 45,000 people.

Naturally, it was much harder to trace those who graduated
many years before the survey was conducted and get all or most of
them to complete it. To overcome this limitation, we compared the
demographic characteristics of the respondents to our survey with
the entire population of law graduates in the years 1995–2015,
using data obtained from both the IBA and the law schools. The
comparison confirmed that our sample is unbiased in terms of both
the gender and ethnicity of respondents and the type of law school
they attended. Therefore, we are confident that the response rate
does not affect the validity of our findings regarding these variables.
We did find, however, that our sample is biased with regard to
Arabs, who are underrepresented in our dataset. Thus, further
research is needed in order to verify and better understand the
findings regarding the career patterns of Arab law graduates.

Our methodology aligns with recent studies suggesting that
lower response rates do not necessarily generate meaningful dif-
ferences in the accuracy of measurements, if measures are taken
to ensure that the respondents represent the surveyed population
(Curtin et al. 2000; Holbrook et al. 2007; Visser et al. 1996). In
one notable meta-analysis, the effects of low response rates on the
demographic representativeness of the samples were explored in
81 national surveys with response rates ranging from 5 percent
to 54 percent. The study found that lower response rates gener-
ated only small differences in the demographic representativeness
of the samples (Holbrook et al. 2007).

Another limitation of our study is that we lack data about the
geographical location of our respondents’ practice. Due to the
nonrandom distribution of respondents across Israel in terms of
both nationality and ethnicity, we cannot rule out that some of
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the findings—especially those related to salary—are driven by the
respondents’ geographic location rather than by their nationality
or ethnicity. We further discuss this limitation below and demon-
strate that at least with regard to ethnicity, it does not affect the
validity of our findings.

Data and Results

A total of 6,639 law graduates responded to our survey. Of
these, 52 percent were women, 3.3 percent defined themselves as
Arabs, and 95 percent identified as Jews. Among the graduates
who defined themselves as Jewish, 52 percent identified as Ash-
kenazi, 25 percent as Mizrahi, and the remainder as either
“Mixed Ethnicity Jewish” or “Other.” 42 percent of all respond-
ents are university graduates, while 58 percent are graduates of
law colleges.

Tables 1 to 5 present the variables we used in our analysis of
the data. These variables were presented first generally for all
the respondents in our dataset and then by gender, ethnicity,
nationality, and type of law school attended. “University gradu-
ate,” “works in the profession,” and “works full-time” are dummy
variables, generated by the respondents’ answers to questions
about their status. Salary is a categorical variable constructed
based on respondents’ answers to a question regarding their
monthly salary. It includes ten pay-level categories, ranging from
less than NIS 10,000 (approximately $2,600) monthly to more
than NIS 50,000 (around $13,200) monthly.7 “Satisfied with

Table 1. Descriptive Statistics by Gender, After the LL.B

Observations Mean S.D. Min Max

Salary (1–10) 5,906 2.702506 2.142759 1 10
Works in the profession 5,520 .8326087
Bar member 6,284 .8844685
Pleased with having gone

to law school
6,088 3.784494 1.130928 1 5

Works full-time 6,205 .8354553
Works in the private sector 4,596 .8026545
Solo practice 4,596 .2808964
Over 80 lawyers in firm 4,596 .0955178
Works less than 40 hours/week 4,427 .1687373
Works 40–50 hours/week 4,427 .4492885
Works 50–60 hours/week 4,427 .286876
Works more than 60 hours/week 4,427 .0950983
Female 6,040 .5195364
Ashkenazi 5,701 .5232415
Arab 6,639 .0332881
University graduate 6,639 .4196415

7 These categories are in 5,000 NIS intervals, starting with less than NIS 10,000 and
concluding with more than NIS 50,000.
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having gone to law school” is a variable constructed based on
respondents’ answers to the question, “On a scale of 1–5, how sat-
isfied are you with having gone to law school?” (1 5 not satisfied
at all and 5 5 very satisfied).

As noted, about half of the respondents in our dataset are
women; around half are Ashkenazi Jews; and only around 3 per-
cent are Arabs. Most of the lawyers in our dataset tend to work
in the private sector.

Table 2 shows that on average, female respondents were
more likely to be university graduates (as opposed to graduates
from a law college) than male respondents. Women are less likely
to work in the profession or to work full-time in the profession;
they also tend to earn less and to be less pleased with their deci-
sion to have gone to law school than men.

Table 3 reveals that a relatively small number of non-Jewish
law graduates (the majority of whom identified as Arabs)
responded to our survey. Notably, however, there is little reason
to assume a selection bias among Arab respondents.

Table 3 also shows a lower tendency for Jewish lawyers, com-
pared to their non-Jewish counterparts, to work in the profes-
sion; but among those who do, a greater tendency to work full-
time. In addition, Jewish respondents tend to earn more and be
happier with their decision to attend law school.

Table 4 compares Ashkenazi Jewish law graduates in our sam-
ple to graduates from all other Jewish ethnic groups. It reveals
that compared to their non-Ashkenazi counterparts, there is a

Table 2. Descriptive Statistics by Gender, After the LL.B

Men Women

Mean SD Mean SD

University graduate .4205231 .46
Salary (1–10) 3.053521 2.339182 2.287547 1.725269
Works in the profession .8519115 .8184906
Works full–time .8881288 .8260377
Pleased with having

gone to law school
3.802817 1.132413 3.762642 1.116759

N 2,485 2,650

Table 3. Descriptive Statistics by Nationality, After the LL.B

Jewish Non-Jewish

Mean SD Mean SD

University graduate .4438306 .4007937
Salary (1–10) 2.698383 2.103221 1.904762 1.41099
Works in the profession .8328218 .8690476
Works full–time .8604461 .7777778
Pleased with having gone

to law school
3.793125 1.114215 3.563492 1.293539

N 4,887 252
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greater tendency for Ashkenazi Jews to have graduated from uni-
versity rather than colleges and to be pleased with their decision
to have attended law school. While they tend to work less in the
profession, on average they earn more and are more likely to be
employed full-time.

Lastly, Table 5 shows that compared to law graduates who
studied at colleges, the university graduates in our sample tend
to work less in the profession and be less happy with their deci-
sion to have attended law school. However, they are likely to
earn higher salaries and more likely to be employed full-time.

The women in our sample who work in the legal profession
tend to earn less compared to their male counterparts (Figure 1).
To predict the salaries of respondents, we used multinomial
regression models, in which demographics, experience, specialty,
education, and employment conditions were controlled for. We
found that women earn less than similarly situated men (Table 6,
model 1; p< .001).

A logistic regression model predicting full-time employment
suggests that women in our sample who work in the profession
are less likely to be employed full-time and tend to work fewer
hours compared to otherwise similarly situated men (Table 6,
model 3; p< .05). In addition, women lawyers in our sample
have a lower tendency to remain in the profession and tend to be
employed more in the public sector and less in solo practice com-
pared to men of similar education, ethnicity, and nationality
(Table 6, models 4, 5, and 6; p< .01).

Table 4. Descriptive Statistics by Ethnicity (only Jewish), After the LL.B

Ashkenazi All Other Ethnicities

Mean SD Mean SD

University graduate .5298329 .3542199
Salary (1–10) 2.961416 2.280146 2.422847 1.862036
Works in the profession .8281623 .8380222
Works full-time .8651551 .8550725
Pleased with having

gone to law school
3.831344 1.089415 3.755328 1.136628

N 2,514 2,346

Table 5. Descriptive Statistics by Type of Law School, After the LL.B

Private College Graduates University Graduates

Mean SD Mean SD

Salary (1–10) 2.275372 1.787389 3.153272 2.31632
Works in the profession .8475927 .818621
Works full–time .8337374 .8858147
Pleased with having gone

to law school
3.820229 1.150446 3.733421 1.088603

Observations 2,887 2,277
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To better understand the mechanisms that generate salary
differences between the women and men in our sample, we ran
additional regression models predicting the salary of respond-
ents, by the interaction between gender and family status (Table
1A in the Supporting Information) and gender and experience.
The analysis suggested that women start out with lower salaries

Table 6. Regression Models Predicting Employment Outcomes, by Gender,
Nationality, and Type of Law School

Salary
(ologit)

Satisfaction
with Law

School (OLS)

Full-Time
Employment

(logit)

Works in the
Profession

(logit)

Works in
the Private

Sector (logit)

Solo
Practice
(logit)

Female 20.317*** 0.0715* 20.565*** 20.214** 20.631*** 20.711***
(0.0649) (0.0358) (0.169) (0.0751) (0.0936) (0.0789)

Jewish 1.165*** 0.154* 0.296 20.220 20.242 20.403*
(0.163) (0.0781) (0.280) (0.189) (0.213) (0.163)

University 0.199** 20.167*** 20.259 20.300*** 20.504*** 21.032***
graduate (0.0679) (0.0380) (0.177) (0.0780) (0.0957) (0.0893)
Year joined 20.213*** 0.0320*** 20.0309* 20.0288*** 0.00388 20.110***
the bar (0.00728) (0.00399) (0.0152) (0.00708) (0.00830) (0.00722)
Salary 0.128***

(0.0113)
Constant 3.471** 21.51 2.507*** 2.215*** 1.379***

(1.255) (1088.7) (0.221) (0.266) (0.209)
Controls
Specialty 1 1 1 - 1 1

Firm size 1 1 1 - - -
Working
hours

1 1 - - - -

Type of
employer

1 1 1 - - -

N 4,161 4,154 3,766 5,242 4,368 4,368

Notes: Standard errors in parentheses, 1p< .10; *p< .05; **p< .01; ***p< .001.

Figure 1. Monthly Salary by Gender, After the LL.B.
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than men, but over time as the workers gain experience, the gap
narrows for those who remain in the profession. Similarly,
whereas men enjoy wage premiums for cohabitating with a part-
ner and becoming parents, women are penalized for cohabitating
but not for becoming parents.

Although the descriptive statistics suggested that on average
women are less satisfied with their decision to have attended law
school compared to men, an OLS regression model predicting
satisfaction with having gone to law school among those gradu-
ates who remained in the profession revealed that women tend
to be happier with the decision to enter the profession compared
to men with similar experience, specialty, education, and employ-
ment conditions (Table 6, model 2; p< .05).

Nationality

The Jewish respondents who work in the legal profession
earn more than their non-Jewish counterparts (Figure 2). In mul-
tinomial regression models predicting salaries, being Jewish cor-
related with higher salaries (when demographics, experience,
specialty, education, and employment were held constant; see
Table 6, model 1; p< .001). Jewish law graduates who work in
the profession also seem to be more satisfied with their decision
to have attended law school compared to similarly situated non-
Jewish law graduates (Table 6, model 2; p< .05). Jewish lawyers
also tend to work more in the public sector and less as solo prac-
titioners relative to non-Jewish lawyers (Table 6, models 5 and 6;
p< .001). However, statistically significant differences between

Figure 2. Monthly Salary by Nationality, After the LL.B.
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Jewish and non-Jewish law graduates were not found in the
regression models predicting full-time employment and working
in the profession (possibly due to the relatively small number of
non-Jewish respondents in our dataset).

Ethnicity

The Ashkenazi Jews in our sample who work in the legal pro-
fession tend to earn more compared to all the other Jewish
respondents (Figure 3). In multinomial regression models predict-
ing the salaries of respondents—which controlled for demographics,
experience, specialty, education, and employment conditions—being
Ashkenazi resulted in a higher salary (Table 7, model 1; p< .01).
Likewise, Ashkenazi Jews tend to be more satisfied than their non-
Ashkenazi counterparts about having gone to law school but tend to
be employed full-time less (Table 7, models 2 and 3; p< .001). Ash-
kenazi Jewish lawyers also are less likely to be solo practitioners
compared to non-Ashkenazi Jewish lawyers (Table 7, model 6;
p< .01). No statistically significant differences were found between
Ashkenazi and non-Ashkenazi Jews in their tendency to remain in
the profession or to work in the private sector.

Type of Institution

University law graduates who work in the legal profession tend
to earn more than college law graduates (Figure 4). In multinomial
regression models predicting salaries, university graduates tended

Figure 3. Monthly Salary by Ethnicity, After the LL.B.
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to earn more (with demographics, experience, specialty, education,
and employment controlled for) (Table 6, model 1; p< .001). Those
who studied law at universities and work in the profession also tend
to be less pleased with their decision to have attended law school
compared to similarly situated college law graduates (Table 6, model
2; p< .001). University graduates (in contrast to college graduates)
have less of a tendency to remain in the profession and tend to

Table 7. Regression Models Predicting Employment Outcomes, by Ethnicity
(only Jewish Respondents)

Salary
(ologit)

Satisfaction
with Law

School (OLS)

Full-Time
Employment

(logit)

Works in the
Profession

(logit)

Works in
the Private

Sector (logit)

Solo
Practice
(logit)

Female 20.325*** 0.0811* 20.571** 20.178* 20.594*** 20.704***
(0.0666) (0.0365) (0.181) (0.0770) (0.0971) (0.0820)

Ashkenazi 0.176** 0.0794* 20.465** 20.0909 20.123 20.249**
(0.0637) (0.0348) (0.163) (0.0779) (0.0954) (0.0809)

University 0.149* 20.175*** 20.318 20.272*** 20.492*** 21.036***
(0.0701) (0.0391) (0.194) (0.0810) (0.101) (0.0943)

Year joined 20.222*** 0.0318*** 20.0393* 20.0277*** 0.00430 20.112***
the bar (0.00761) (0.00415) (0.0167) (0.00730) (0.00870) (0.00762)
Salary 0.126***

(0.0116)
Constant 3.687** 23.18 2.283*** 2.011*** 1.115***

(1.241) (1516.2) (0.146) (0.199) (0.163)
Controls
Specialty 1 1 1 - 1 1

Firm size 1 1 1 - - -
Working
hours

1 1 - - - -

Type of
employer

1 1 1 - - -

N 3,924 3,919 3,525 4,936 4,101 4,104

Notes: Standard errors in parentheses, 1p< .10; *p< .05; **p< .01; ***p< .001.

Figure 4. Monthly Salary by Type of Law School.
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work more in the public sector and less as solo practitioners (Table
6, models 4, 5, 6; p< .001). No statistically significant differences
between university and private college graduates were found in the
regression models predicting full-time employment.

The Public and Private Sectors

To test whether the disparities we found amongst the differ-
ent groups are less significant in the public sector compared to
private practice, we ran additional regression models only on
respondents who work in the public sector (Table 2A in the Sup-
porting Information). As expected, we found no salary differ-
ences between Jewish and non-Jewish public-sector lawyers or
between Ashkenazi and non-Ashkenazi Jewish public-sector law-
yers, while the gap between university law graduates and college
law graduates narrows. Surprisingly, our analysis found that the
gender wage gap is greater in the public sector than in the pri-
vate sector. Figure 5 presents the salary levels according to gen-
der in the private and public sectors.

Discussion

Our study clearly reveals that the legal profession is stratified
along gender, nationality, ethnicity, and class lines, exhibiting the
same patterns of inequality and hierarchy that plague the Israeli

Men, Public Sector Men, Private Sector

Women, Public Sector Women, Private Sector

Earns less than10,000 NIS Earns10,000 to15,000 NIS
Earns15,000  to 20,000 NIS Earns 20,000 to 25,000 NIS
Earns 25,000 to 30,000 NIS Earns 30,000 to 35,000 NIS
Earns 35,000 to 40,000 NIS Earns 40,000 to 45,000 NIS
Earns 45,0000 to 50,000 NIS Earns more than 50,000 NIS

Figure 5. Monthly Salary by Gender and Employment Sector, After the LL.B.
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labor market in general. These findings are consistent with the
findings of empirical studies conducted on the legal profession in
other countries, such as the United Kingdom, the United States
and Canada. But while similar tendencies were found, some
interesting divergences emerged as well between the situations in
the Israeli legal field and in the legal profession elsewhere. In
what follows, we analyze the stratification of the Israeli legal pro-
fession as compared to stratification of the Canadian and US legal
domains—regarding gender, nationality and ethnicity, and social
class. We conclude by examining the correlation between level of
income in the profession and level of satisfaction with the deci-
sion to have attended law school.

Gender

One of the prominent changes that occurred in the Israeli
legal profession since the 1970s is the increase in the number
and proportions of women lawyers. Whereas in the 1970s women
comprised only 13.4 percent of all registered lawyers, by the
1980s they accounted for 35 percent of the profession, and the
proportion of females among registered lawyers continued to
climb to 40 percent in the late 1990s and to 43 percent in 2010
(Elias and Shitrai 1998). Currently, women account for almost
half of all registered lawyers in Israel (Zalmanovitsh 2013), as
reflected in our dataset. Since this trend began well before the
growth in the total number of lawyers, which only occurred in
the mid-1990s, we do not attribute it to the latter development.
Nonetheless, the accentuated entry of women into the legal pro-
fession likely contributed to its acceleration (Zer-Gutman 2012).

The empirical literature investigating gender differences in
legal practice reveals that such differences tend to emerge in the
following frameworks: choice of practice setting, labor force par-
ticipation (full-time/part-time and number of working hours),
career advancement, and earnings.

Labor force participation: Our study found that women are
more likely to be employed part-time; and even when they are
employed full-time, they tend to work less hours than similarly
situated men. These findings are consistent with the findings of
United States and Canadian empirical studies. The AJD study
found that women lawyers move from full-time to part-time jobs
at a much higher rate than men do. In the 5-year period
between AJD1 and AJD2, the total number of lawyers working
full-time dropped from 94 percent to 87 percent, but women
were seven times more likely than men to have transitioned to
part-time. Overall, women were also found to work less than
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men: 49 weekly hours for women compared to almost 52 for
men (AJD2, at 68).

Our study explored the reasons for the transition from full-
time to part-time employment. The primary reason women law-
yers gave for their decision to work part-time was childcare
responsibilities (61 percent of all women who work part-time);
this was followed by difficulty in finding a full-time job (13 per-
cent). In contrast, only one percent of male lawyers who work
part-time reported doing so to care for their children. This,
again, is not surprising in light of the existing literature. AJD3
revealed that female lawyers’ decisions to work part-time or to
completely exit the labor market are often influenced by family
and childcare responsibilities: 15 percent of all women surveyed
stated that they work part-time, while 9 percent reported that
they do not work at all due to childcare responsibilities. In con-
trast, 96 percent of the male lawyers surveyed continue to work
full-time despite having a larger number of children than the
women surveyed (AJD3, at 68).

Practice settings: Our study revealed that women lawyers
tend to be employed in the public sector (including NGOs) more
so than their male counterparts (35 percent of the women and
24 percent of the men in our dataset). Women also tend to leave
the legal profession at a greater rate than men (18.3 percent of
women and 15 percent of the men in our dataset) and are less
likely to start a solo practice (22 percent of the women and 35
percent of the men in our dataset are solo practitioners). These
findings are similar to those in the United States and Canadian
studies. In the United States, the AJD study showed that over
time, both men and women tend to leave private practice (espe-
cially at an early stage in their careers), but women leave law
firms (especially big ones) at a higher rate than men. For lawyers
employed in large law firms with over 250 lawyers, 31 percent of
the women and 20 percent of the men left their firms between
AJD2 and AJD3; with regard to midsize law firms numbering
between 101 and 250 lawyers, women left at a rate of 40.4 per-
cent whereas men left at a rate of 9.5 percent. Transition patterns
for smaller firms emerge as less gendered.

Gender differences in practice settings were also found in the
Canadian LAB study, showing that 25 percent of the women law-
yers surveyed work in the public sector, compared to 20 percent
of the male lawyers. Half as many women as men were working
in solo practice, but on the other hand, more women worked in
the smallest private firms (2–20 lawyers).

Earning disparities: Perhaps our study’s most troubling find-
ing with regard to gender is the existence of earning disparities.
An Israeli female lawyer tends to earn less than a male lawyer of
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the same ethnicity and nationality, even when they work at the
same type of firm and practice the same area of law. This is true
not only in the private sector but also—and more pro-
nouncedly—in the public sector. Indeed, our data analysis
revealed that the gender-based earning disparity in the public
sector is greater than in the private sector. This picture diverges
from the findings of studies of the legal profession conducted
elsewhere and could be attributed to what sociologist Christine
Williams (1992) coined the “glass escalator” phenomenon.
According to Williams, in a female-dominated profession or
career field, stereotypes about what a prototypical man is match
with stereotypes about what a prototypical manager is. Thus,
women tend to be promoted less than men in these female-
dominated occupations and careers. Similarly, although women
fill many of the positions in the Israeli public sector (where the
working hours are better suited to their needs and responsibili-
ties as mothers and less demanding than the private sector), the
men employed in the public sector are probably more quickly
promoted and, therefore, attain higher salaries. Because men—
mostly Ashkenazi Jewish men—are those who occupy the top
legal positions in the Israeli public sector, they have the power to
reproduce their privileges in the legal field.

Interestingly, our study also showed that whereas women
start their careers at a lower salary level than men, the gap nar-
rows as they gain experience, so that women enjoy a higher sal-
ary premium for every additional year in the profession. Notably,
however, women tend to leave the profession at a much greater
rate than men do. If the women who leave the profession tend to
be those who earn less than the women who stay, this may
explain the narrowing of the wage gap over time.

Gender-based disparities in earnings in the private sector are
not unique to Israel. A pay gap emerged also in the Canadian
LAB study, where women’s earning were 93 percent of men’s
($75,000 compared to $80,000). The widest gender earning dis-
parity was found in the business law sector, where the median sal-
ary for men was $100,000 while for women it was $79,000. The
AJD study similarly found an earning disparity between men and
women in private law firms, which persists and even exacerbates
over time. At the early career stage, the gender gap was 5 per-
cent; this increased to 12 percent after 7 years in the profession
and to 20 percent after 12 years. The greatest pay gap was found
in the largest law firms. The AJD study also revealed that men
were more likely to be promoted to become equity partners than
women, who were more likely to become nonequity partners.
However, in contrast to the Israeli case, in the US public sector,
the income gap stood at a meager 2–4 percent (AJD 3, at 67).
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Lastly, our study confirms and supplements earlier studies on
the motherhood wage penalty (Mandel and Kricheli-Katz forth-
coming). Many studies have documented wage disparities
between women and men in both the Israeli and American labor
markets. Nonetheless, in the United States, it is primarily moth-
ers who are discriminated against, compared to both men and
women who are not mothers. On average, mothers in the United
States suffer a wage penalty of approximately 5 percent per each
additional child, as well as discrimination in hiring and promo-
tion (Budig and England 2001; Correll et al. 2007).

In Israel, only one study has documented discrimination
against mothers in the labor force. This study suggests that moth-
ers in Israel do not face a wage penalty compared to women who
are not mothers (Mandel and Kricheli-Katz forthcoming). This
does not mean that women in Israel are not discriminated against
compared to men, but rather that amongst women workers,
mothers are not particularly disadvantaged. Furthermore, we
found in the present study that while women are not penalized
for becoming mothers, they do receive a wage penalty for cohabi-
tating, which usually precedes becoming a mother.

What can account for this divergence between the United
States and Israel in the treatment of mothers in the work force?
In the United States, the percentage of women who are not
mothers has been increasing dramatically over the past few deca-
des. The more successful a woman is in her career, the less likely
she is to become a mother. In Israel, the number of women who
choose not to become mothers still appear to be very low, as
Israeli society continues to encourage motherhood. Indeed, the
majority of Israelis view motherhood as the most rewarding and
fulfilling activity for women and assume it to be the default
choice. Some Israelis even regard motherhood for Jewish women
as a civil duty toward the Jewish state, under the perception that
Jews in Israel are in a demographic contest with Palestinians
(both those who are Israeli citizens and those living in the occu-
pied territories). Most women in Israel report experiencing
motherhood not as a voluntary choice but as an inevitable occur-
rence, and women who choose to forego motherhood are gener-
ally viewed as selfish, cold, and even troubled (Donath 2017). As
a result, when an Israeli woman begins to cohabitate with her
partner, employers tend to regard her as a potential mother.

Nationality and Ethnicity

As discussed above, Israeli society is stratified along national
and ethnic lines. The Arab citizens of Israel are disadvantaged in
relation to Israeli Jews, while within the Jewish population,
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Mizrahi Jews are traditionally less privileged than Ashkenazi
Jews. The question we investigated was whether these divisions
and hierarchies manifest also in the legal profession. The results
were unequivocal: we found clear disparities between the three
social groups—Arabs, Ashkenazi Jews, and Mizrahi Jews—in
terms of practice settings and earnings, but no statistically signifi-
cant differences with regard to labor force participation.

Nationality-based practice settings and earnings: Our study
found that Arab lawyers tend to work less in big law firms and
more in solo practice than their Jewish counterparts. This is due,
in all likelihood, to the persistent discrimination against Arabs in
the Israeli labor market in general, and the Israeli-Jewish market
for legal services in particular, as well as the absence of large and
medium-sized Arab law firms, which compels many Arab law
graduates to opt for solo practice. The ADJ study also found
racial and ethnic-based discrimination in the US labor market.
Although the latter found varying patterns of job mobility in the
legal profession for different racial and ethnic minorities (Black,
Hispanic, and Asian lawyers), overall, these groups tended to be
underrepresented in private law firms. Private law firms
employed the lowest proportion of Black lawyers (one-third of all
Black lawyers at the AJD3 stage), while the number of Black law-
yers employed at both small and large private law firms declined
over time. The number of Hispanic lawyers at medium and large
firms (but not at small firms) also declined over time. Asian law-
yers exhibited a slightly different employment pattern; they were
highly represented in private firms at the first two stages of the
study (AJD1 and AJD2), but their proportion declined signifi-
cantly by AJD3. Notably, these findings should be understood in
light of indications that working at large versus small law firms
affects lawyers’ prestige, income, associational networks, and
autonomy (Heinz and Laumann 1982).

The Israeli legal market exhibits certain unique characteristics
concerning minority employment in the public sector. Both the
ADJ and LAB studies revealed that lawyers from minority groups
tend to be overrepresented in the American and Canadian public
sectors. It clearly emerged from the ADJ studies that Black law-
yers are more likely than any other minority groups to work in
the public sector; and indeed, at the AJD3 stage, 42 percent of all
lawyers employed in the different branches of government were
Black. Hispanic lawyers were also found to be disproportionately
represented in the government and public sector. The LAB study
similarly indicated that minority lawyers were more likely to work
in the public sector (29.9 percent as opposed to 21.7 percent for
White lawyers). White lawyers were found to be strongly repre-
sented at private law firms (70.1 percent versus 58 percent for
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nonWhites), while Black lawyers were overrepresented in the
public sector.

Our study, in contrast, revealed a different pattern of minor-
ity employment: a lower proportion of Arab lawyers are
employed in the public sector than their Jewish counterparts.
These results are not surprising for anyone acquainted with the
Israeli labor market. In general, the employment of Arabs in the
public sector is quite low, standing at 7 percent in 2010 and 9
percent in 2015 (Knesset, Research and Information Center
2015), due to discrimination as well as the poor educational infra-
structure in Arab localities. The Israel Supreme Court, the
Knesset, and the Israeli government have been allegedly trying
to amend this situation and advance Arab employment in the
public sector, through judicial decisions and legislation mandating
“adequate representation” of Arabs in the public sector. But as
our study clearly demonstrates, this goal is yet to be attained.

Comparing the earnings of Arab and Jewish lawyers, our
study found that Jewish lawyers who work in the private sector
earn more than Arab lawyers in that sector, when holding con-
stant other relevant variables that can affect salary (other than
geographic location),8 such as demographics, education, firm
size, and field of practice. For those Arab lawyers who do manage
to find a job in the public sector, the earning disparity with Jew-
ish lawyers disappears. Minority groups’ earnings in other coun-
tries follow a similar pattern. Although the earnings of racial and
ethnic minorities vary across practice settings and geographic
areas, minority lawyers in private practice clearly earn less than
their White counterparts do. Over time, all groups experience an
increase in earnings, with Asians and Blacks showing the smallest
salary growth (14.81 percent and 15.5 percent, respectively) and
Hispanics the largest (32 percent) (AJD3, at 76).

Ethnicity-based practice settings and earnings: Focusing on
Jewish lawyers, our study found that non-Ashkenazi Jews are
more likely to be in solo practice and less likely to work in the
public sector than similarly situated Ashkenazi Jews. These
trends, which resemble the pattern that emerged for Arab

8 As discussed above, this is one limitation of our study. Since we lack data on the geo-
graphic region in which the respondents practice law, and since lawyers in the geographical
periphery of the country earn less on average than lawyers in Israel’s center, we cannot rule
out the possibility that the earning disparities we found between Arab and Jewish lawyers
should be attributed to the fact that many Arab lawyers work in the periphery while Jewish
lawyers tend to work in Israel’s center. However, this alternative explanation is less likely,
due to the wage disparity between Arab and Jews who work in similar occupations and hold
similar positions in the general labor market (Media Release, Central Bureau of Statistics,
Paid Income of Employees from the 2014 Household Expenditure Survey, http://
www.cbs.gov.il/reader/newhodaot/hodaa_template.html?hodaa5201515276 [Hebrew]).
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lawyers relative to Jewish ones, can be explained similarly: non-
Ashkenazi lawyers are more likely not to be employed by big law
firms or in the public sector and therefore more likely to start a
solo practice. Note that unlike the transformations that occurred
in the United States and Canada, where the public sector opened
its gates to lawyers from minority groups, in Israel, large seg-
ments of the population are still excluded from the lucrative
public-sector positions, including Arabs and Mizrahi Jews. Thus,
both Arab and non-Ashkenazi lawyers are yet to attain access to
the most prestigious positions in the Israeli legal profession that
is proportionate to their representation in the general lawyer
population. Interestingly, non-Ashkenazi Jews are more likely to
work full-time than Ashkenazi Jews.

Lastly, our study also found an earning disparity between
Ashkenazi and non-Ashkenazi lawyers in the private sector—a
gap that does not exist in the public sector. While Jewish lawyers
in general earn more than Arab lawyers do, amongst Jewish law-
yers, Ashkenazis earn more than otherwise similar non-
Ashkenazis. A presumed limitation of our study is that we lack
information about the respondents’ geographic location in prac-
ticing law. Since lawyers who work in the center of Israel earn on
average more than those lawyers practicing in the periphery, we
could hypothesize that if more non-Ashkenazi lawyers than Ash-
kenazi lawyers practice law in the periphery (which is conceiv-
able), the earning disparity could be attributed to geographical
location of the firm rather than the lawyer’s ethnicity. However,
this hypothesis is countered by the finding that non-Ashkenazi
lawyers who work in big law firms (firms with over seventy law-
yers) earn less than similarly situated Ashkenazi lawyers. And
given that there are no big law firms (only small and medium-
sized firms) outside Israel’s center, clearly, the difference in earn-
ings must be attributed to ethnicity rather than geography.

Social Class

Determining our respondents’ social class was a difficult task,
especially in the absence of comprehensive data on their
socioeconomic background. While a partial overlap exists
between social class and nationality/ethnicity, the latter categories
do not serve as a good enough proxy for the former in the case
of the respondents, especially given the considerable upward
mobility of Arabs and Mizrahi Jews during the last couple of dec-
ades (Dahan 2013). The best proxy for social class within our
dataset is the type of law school respondents attended, which is
often used in empirical studies of the legal profession (Dinovitzer
and Garth 2007). As discussed, prior to the reform in legal
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education of the 1990s, only the socioeconomic elite had access to
the legal profession. Following the reform and the opening-up of
10 new accredited law colleges, population groups hitherto
excluded from the profession were increasingly allowed in, many
of whom belonged to the lower classes seeking upward mobility
through professionalization (Katvan 2012). Moreover, recent
studies confirm that one of the best predictors of the ability to
study at an Israeli university (rather than a college) is the stu-
dent’s socioeconomic background (Council for Higher Education
2016). Thus, we might assume that the numerous students at the
new law colleges during the period under investigation were
mainly from the lower social strata.

Our measure of the law school hierarchy in Israel is based on
the rankings in Forbes Magazine in 2012, which placed Israel’s
four university law schools in the top five places and all of the
law colleges but one—the Interdisciplinary Center (IDC)—below
them.9 Based on this ranking, we divided all law schools into two
tiers: in the first tier, we placed the four universities; and in the
second tier, the law colleges (excluding the IDC). Our analysis of
the intersection between respondents’ nationality and ethnicity
and the type of institution attended (university or law college)
yielded, as we expected, a partial correlation between the two:
only 38 percent of the Ashkenazi respondents in our dataset
graduated from law colleges, as opposed to 59 percent of the
Arab respondents and 60 percent of the non-Ashkenazi respond-
ents. A higher proportion of the women in our dataset graduated
from university law schools (53 percent) than the male respond-
ents (48 percent).

Our study also found that university law graduates have a
greater tendency than college graduates to leave the legal profes-
sion for other occupations, likely because of the greater job
opportunities open to the elite as compared to lawyers from
lower socioeconomic strata. University graduates also tend to
work more in the public sector and are less likely to practice law
solo, compared to similarly situated law college graduates. These
findings can be explained in a similar manner to our suggestion
above with regard to nationality and ethnicity: law college gradu-
ates are less likely to be offered a job in either private law firms
or the public sector and are thus forced to enter solo practice.

9 The private Interdisciplinary Center (IDC), which was the second law college to
have been established in Israel, is more prestigious than the other colleges (ranked fourth
according to Forbes) and more closely resembles a university than a college in terms of the
success of its graduates in the market for legal services. In order to make sure that the IDC
does not skew the results, we ran all the regressions with and without the IDC in the Law
Colleges variable.
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Last but certainly not least, university graduates earn significantly
more than their college graduate counterparts. While this earn-
ing disparity exists in all sectors, the wage gap is wider in the pri-
vate sector and narrower in the public sector.

Level of Satisfaction

Our study found a fairly high overall level of satisfaction
amongst respondents regarding their decision to become a law-
yer: 76 percent. Moreover, we found a significant positive corre-
lation between level of income and degree of satisfaction with
having gone to law school. Lawyers who work in the public sector
are more satisfied with their decision than similarly situated law-
yers in the private sector, and those who work for NGOs are the
most satisfied with their decision, although they earn less. Using
lawyers who practice tort law as our reference point, lawyers who
practice commercial, corporate, or real estate law were found to
be less satisfied with their decision to become a lawyer, while law-
yers who practice employment, family, or criminal law were
found to be more satisfied. The overall rate of satisfaction of 76
percent is slightly lower than the satisfaction rate found in the
LAB study, where 79.3 percent of the respondents reported
being extremely or moderately satisfied with their decision to
become a lawyer.

The picture is more complex and interesting when we con-
sider the level of satisfaction among the different groups compris-
ing the profession. Both Arab and non-Ashkenazi lawyers report
lower levels of satisfaction with their decision to become lawyers
than similarly situated Ashkenazi lawyers; Arabs are the least sat-
isfied. A likely explanation for this finding is that lawyers from
these minority groups feel disadvantaged relative to their Ashke-
nazi counterparts in both the opportunities available to them and
their earnings. Our findings in this regard are only partially con-
sistent with those in the United States and Canadian studies.
While in the AJD, Black and Hispanic respondents reported the
highest levels of career satisfaction, more than their White coun-
terparts, the LAB found that lawyers from minority groups
expressed lower levels of satisfaction than White lawyers regard-
ing the decision to become a lawyer.

Regarding levels of satisfaction by gender, our study reveals
that although on average, men in our dataset tend to be more
satisfied than women with their decision to become lawyers, a
regression analysis revealed that in fact women tended to be
more satisfied than similarly situated men. Notably, the compara-
ble AJD study found that women lawyers expressed a higher
level of satisfaction when they worked solo or in small firms as
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well as when they worked with legal services, the public defender,
public interest, nonprofit organization and educational settings.
Men were more satisfied in medium and large firms (but not in
mega-firms) and in government positions in general (ADJ3 at
69). The LAB study found that overall, women reported slightly
lower satisfaction rates than men (77.2 percent vs. 81.6 percent)
and pointed to the substance of their work as well as to their
work setting as significant in determining level of satisfaction.
Women also reported lower level of satisfaction than men with
regard to their career tracks and the social value of their work
(LAB at 48). In our dataset, further analysis reveals that working
solo positively affects women’s satisfaction but not men’s, whereas
working in the public sector affects both women’s and men’s satis-
faction to a similar extent. Finally, the number of lawyers at the
law firm affects neither women’s nor men’s career satisfaction.

One of the most interesting and counterintuitive finding that
emerged from our study is that university graduates who work in
the profession are less satisfied with their decision to have attended
law school than similarly situated college graduates: among univer-
sity graduates, the median level of reported satisfaction was 3.73,
compared to 3.82 among college graduates. At first glance, this is
surprising, since law college graduates are at a disadvantage relative
to university graduates in almost every respect. They are less likely
to find a lucrative job in either the private or public sector and,
therefore, often have no option but to become solo practitioners,
and on average, they earn much less than university graduates.
Despite this reality, college law graduates are clearly more satisfied
with their decision to have attended law school than their university
graduate counterparts are. Following Dinovitzer and Garth (2007),
we suggest that this can be explained by the correlation between
type of institution attended and social class.

Dinovitzer and Garth (2007) have shown, based on data from
the AJD1 study, that law graduates from lower-tier law schools
experience greater satisfaction with their decision to become law-
yers. They found a strong inverse correlation between the rank-
ing of the law school attended by respondents and their level of
satisfaction, with graduates of the lowest-tier law schools report-
ing the highest levels of satisfaction and vice versa. The authors
accounted for this apparent paradox using a Bourdieusian theo-
retical framework. According to Bourdieu, social stratification is
not externally produced; rather, as part of the function of habitus
(namely, the set of practices and dispositions one acquires
through the repetition of living life), individuals internalize what
they can and cannot reasonably expect in life (Calhoun 2003).
Thus, it is people’s choices and expectations that reproduce pat-
terns of stratification, and Bourdieu reminds us to recall that the
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“dispositions that incline them [people] toward this complicity are
themselves the effect, embodied, of domination” (Bourdieu 1998, at
4). This is particularly true with regard to educational institutions.
According to Bourdieu (1977, 1998), “schools are a key site through
which students acquire their professional expectations—schools
thereby play a critical role in the reproduction of social stratification,
with students not merely acquiring the skills they require for profes-
sional life” (Dinovitzer and Garth 2007, at 10).

This Bourdieusian theoretical framework can also help explain
our findings. University graduates’ relative lack of satisfaction may
be due to their privileged, elitist position and expectations, which
creates in them the expectation of being able to do almost anything
they want and to reap any professional reward they pursue. There-
fore, they are in a constant state of discontent over what they have
not (yet) achieved. In contrast, despite their worse objective circum-
stances, college law graduates are aware of the advantage and
career opportunities that their law degree has given them. Had
they not decided to attend law school, the alternative career path
would have often been far worse. Hence, they consider themselves
lucky, and it is perfectly reasonable that they would not seek posi-
tions and professional rewards that are out of their reach.

Conclusion

The Israeli legal profession, like the legal profession in other
countries, replicates the gender, ethnic, national, and class segrega-
tion that occurs in the Israeli labor force and in the Israeli society
in general. Although since the 1990s, a greater number of new law-
yers have been admitted to the bar, women, Arabs, non-Ashkenazi
Jews, and people who study in private colleges still fare much worse
in the legal profession. They do become lawyers, but they are
employed in less prestigious jobs, earn less money, and are more
likely to become solo practitioners; thus, their degree of satisfaction
with their decision to have attended law school is significantly differ-
ent than that of similarly situated Ashkenazi Jewish men. Thus, the
Israeli case study provides evidence for the over-determinacy of sys-
tems of inequality that manage to maintain and reproduce them-
selves even at times of social and economic changes—as in the case
of a sharp increase in the number of lawyers.
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