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This fall marks a period of record droughts in densely populated areas throughout the 

nation. On the East Coast, several municipalities issued restrictions designed to conserve 

valuable water resources. In the city of Atlanta, water tables fell to such dangerously low 

levels that many were prompted to ask how long the water supply would last. And in South-

ern California, following one of the driest years on record, massive brush fires spread across the 

region, triggering the nation’s largest evacuation since hurricanes Katrina and Rita rocked the 

Gulf Coast and left disaster in their wake. If only it were possible to make rain when and where 

it’s needed. 

The original American Indian rainmakers danced, engaged in sacred rituals, and called 

upon spirits to make rain. People had faith in their ability to summon critical resources. 

Let it Rain!

Today’s legal rainmakers are equally revered—but instead of coaxing water from 

the sky, they are the ones that colleagues depend upon to generate important new 

professional contacts and influence decision makers to shower business opportunities 

on their law firms.   

In the cover story for this issue of Diversity & the Bar, we spotlight people who have 

achieved rainmaker status in their organizations. They are the ones who help keep the 

rest of us busy and fully employed. We have much to learn from the ways in which they 

approach client service to build lasting networks. In this issue, we also look at how the 

legal profession has evolved over the years, examining the evolution from the vantage 

points of two different generations of legal professionals. The topic of generational 

diversity will be a recurring theme in 2008 as we seek to share information with our 

readers in order to fill the gaps and build bridges of understanding.  DB

Veta T. Richardson
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Vocation/ 
Avocation

Stanley B. Stallworth

vo-ca-tion /vo-ke-shun/ 
[voh-kay-shuhn] noun— 
a particular occupation, 
business, or profession; 
calling.

Stanley B. Stallworth
The goal of this column is to enlighten our readers about the private endeavors of 
attorneys with whom we come in contact in the profession. By examining lawyers and 
their work practices by day in contrast to the personal interests that they pursue outside 
of the office, it is our hope that this series of articles allows our readers to see the other 
side of lawyers who manage to pursue unique interests despite their demanding careers. 

In July, attorney Stanley B. Stallworth spent about $700 on a wide range of painting supplies. 

His plan was to celebrate his 44th birthday alone with his easel, enjoying the day making art 

rather than purely appreciating it. Unfortunately, things got hectic, and Stallworth, a real estate 

partner in Sidley Austin LLP’s Chicago office, never got around to putting brush to canvas. Today, 

those same tubes of paint, palettes, and different-sized brushes remain unopened in boxes on the 

floor of his home office. 

Perhaps one day Stallworth will paint vibrant, evocative paintings. In the meantime, he remains 

busy with a time-consuming legal practice as well as buying and selling art. A collector of mostly 

African American art for more than a decade, Stallworth is also part owner of the Gallery Guichard, 

located in a renovated landmark office building in Chicago’s historically black Bronzeville neighbor-

hood just blocks from Stallworth’s home. Specializing in art from the African Diaspora—works by 

artists of African descent—Guichard is considered a leader in the Bronzeville renaissance taking 

place on Chicago’s south side. 

“Many of the big galleries in major cities don’t exhibit African American artists,” says Stallworth, 

who owns Guichard along with four other people, including his sister, a professor and associate 

dean at the University of Alabama; the business’s namesake, African American artist André Guich-

By Patrick Folliard
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ard; Guichard’s wife, Frances; and fellow attorney Stephen Mitchell. “That we’ve not 

only opened a gallery, but opened one that is as beautiful, well run, and as successful 

as a gallery on Erie or LaSalle streets in Chicago’s mainstream art district, and is giving 

African American artists a first-class venue to show and sell art at first-class rates, makes 

it all the better.”

Although he was heavily involved in the gallery’s August 2005 formal open-

ing—dealing with artists, selecting works to be exhibited, assisting with aesthetics, 

and more—Stallworth came into Guichard primarily as an investor. Because he runs 

a law practice at a large firm (1,700 lawyers in 16 offices across four continents) and is 

co-chair of Sidley’s firm-wide Diversity Committee, Stallworth cannot be involved with 

the gallery on a day-to-day basis. He does, however, drop by the gallery with his clients 

and other Chicago corporate types in tow, encouraging them to buy art. Not long ago, 

Sidley purchased four pieces from Guichard for its new and larger offices. 

An avid art aficionado with a collection of more than 90 pieces, including paint-

ings and sculptures, Stallworth began collecting before he had much disposable income. In fact, 

Stallworth began acquiring art before becoming an attorney and long before he became part 

owner of Guichard. He started buying art during the two years between his undergraduate degree 

and law school, a time that he spent teaching high school at his alma mater in Evergreen, Alabama. 

Regularly, he filled his weekends culling art from yard sales and antique shops, and when he saw 

something that was both affordable and appealing, he bought it. Never once, says Stallworth, did 

he think of his purchases as investments.

At Guichard, it is not uncommon to see the work of black artists from all over the world. An 

opening earlier this year featured the work of eight African artists who had never before been to 

the United States. “They came over, exhibited at the gallery, stayed with us, and hung out in our 

homes,” says Stallworth. “It was an amazing exchange; historical, really.” Other shows at Guichard 

have included work by black artists from Europe, the Caribbean, and South America. 

When he is not thinking art, Stallworth is thinking real estate law. While many real estate law 

partners develop niche practices like lending, Stallworth is a self-described real estate generalist 

and prefers all-around work with a focus on development and construction. “I have to really like 

what I’m doing,” says Stallworth. “From my perspective, issues of acquiring and disposing of real 

estate and watching buildings go up are the most exciting part of the practice.”

av-o-ca-tion /ævo-ke-shun/  
[av-uh-kay-shuhn] noun— 
something a person does in 
 addition to a principal occupa-
tion, esp. for pleasure; hobby.

Stallworth (right) and André  
Guichard  admiring a painting in  
Gallery Guichard
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Vocation/ 
Avocation

Stallworth recalls a favorite Sidley project: “It related to the construction of a steel plant in 

one of Chicago’s west suburbs, a $20 million project,” he says. “The client kept me involved at 

every level and was willing to pay for me to be on site and to attend 15 to 20 meetings with the 

owner, the builder, and the subcontractors. Ordinarily, I’m not so intricately involved in the building 

process, but I was that time and I thoroughly enjoyed it.” 

In addition, Stallworth is firmwide co-chair of Sidley’s Diversity Committee. He also leads the 

firm’s diversity recruiting project which requires intensive traveling throughout the country to 

job fairs and law schools, including the Ivy League law schools and other law schools with a high 

concentration of minority students, where he “cherry picks” prospective associates ranked at the 

top of their class. 

The product of small town Evergreen, Alabama, Stallworth was encouraged to succeed by his 

parents. His mother was a high school librarian, and his father was a high school coach and princi-

pal with business interests on the side. Stallworth graduated salutatorian from the local high school 

and went on to attend his father’s alma mater, Alabama A&M University, in Huntsville, on an aca-

demic scholarship. At the historically black college, Stallworth was elected student body president 

and became a member of Alpha Phi Alpha, the nation’s first fraternity for African American men, 

and later graduated summa cum laude with degrees in English and biology. He entered law school 

at the largely white University of Wisconsin in 1987 with plans for returning to Evergreen soon after 

graduation to help his father grow the family’s successful slaughtering business. Preparing for a 

lifetime of corporate law and billion-dollar deals was not on his radar, but real estate law struck him 

as something practical—even in a small town, he could always buy and sell property. (Today, he 

owns more than 160 acres of real estate in Evergreen, including a home where he displays more 

than 20 pieces of African American art.)

“I was ‘sidetracked’ when I earned better grades than I expected and consequently was 

offered jobs at law firms,” says Stallworth. When he accepted his first legal job as an associate at Sid-

ley in 1989, Stallworth developed his plan to return to Alabama after three to five years; instead, he 

remained at the firm partly because of mentors. One in particular, Virginia Aronson, a white female 

partner and member of the Management Committee, identified with Stallworth and became 

interested in his success because, like her, he also hailed from a small town, and because he was 

very bright.  

And still, as an owner of the temporarily defunct business (his father is deceased), Stallworth 

continues to harbor ideas of reopening and expansion, but that will come, he asserts, after eight 

to ten more years with the firm and the gallery in Chicago. Considering his double passion for 

real estate law and art, will Stallworth ever really be able to leave behind his exhilarating life in the 

Windy City? Check back in 2017.  DB

Patrick Folliard is a freelance writer based in Silver Spring, Md.

Do you have an interest-

ing pastime that you 

want to share in this 

space, or do you know 

other attorneys whose 

away-from-work activities 

might be showcased in 

this column? Please send 

your recommendations 

to robtruhn@mcca.com, 

and we’ll consider your 

submissions for upcoming 

issues. Thanks!
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Work 
InBalance

By Deborah 
Epstein Henry

Work/life satisfaction is at an all-time 

low in law firms.1 To address work/

life challenges, we need to face the 

FACTS—a new methodology that revolution-

izes the way we approach the billable hour 

model and enables lawyers to meet billable 

hour demands while offering all lawyers 

work/life choices. FACTS stands 

for Fixed, Annualized, Core, 

Targeted, and Shared Hours, 

and all firm lawyers fit 

into at least one of these 

categories. Thus, work/

life balance choices 

become a reality, not 

just a fantasy.

Why Face the FACTS?
The pervasive work/life balance dissatisfaction 

across the profession (not just among working 

mothers) is largely attributable to three con-

verging factors. First, lawyers are working more 

hours than ever despite the fixed 24-hour day. 

In 1965, the American Bar Association found 

that American lawyers billed between 1,200 

and 1,600 hours annually.2 Today, the expecta-

tion is often 2,000 to 2,200 hours3 or more. A 

recent Massachusetts Institute of Technology 

study found that attorneys cite long hours as 

an important factor in leaving their firms.4 

Second, technology has given lawyers the 

gift of flexibility but it has also led to around-

the-clock availability.  Lawyers are suffering 

from greater work/life conflict and difficulty 

delineating lines between work and home 

because of the expectations 

of immediate responsiveness 

and accessibility,5 along with 

increased demands of par-

enting and community. 

More than 60 percent 

of women and 40 

percent of men lawyers 

who leave firm practice cite 

difficulty integrating work with 

family and personal life.6  The 

ease of technology has also enabled large firms 

to compete in global markets and time zones, 

furthering work/life challenges for lawyers. 

Third, generational shifts and changes in 

demographics are driving workforce change. 

Research supports that the 80 million “mil-

lennials” or “Generation Y” individuals—born 

between 1980 and 2000—will be the largest 

consumer and employee group in U.S. history, 

and they will not want to make the same sac-

Facing the FACTS: Introducing Work/Life Choices for  
All Firm Lawyers Within the Billable Hour Model
This column is the last of six articles that will be written this year about the balancing 
and juggling act that we all experience as busy lawyers trying to keep our work and 
personal lives in order and balance. It is our hope that this series of articles will spark 
a meaningful dialogue and assist our readers with managing their busy lives.

Deborah Epstein Henry
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rifices “traditionalists”7 and “boomers” 

made.8 Millennials are characterized as 

seeing work as one of multiple priori-

ties, valuing things other than income 

and status as primary in life, and thus 

willing to make trade-offs to live their 

values.9 They are typically described 

as confident, impatient, eager to live 

life now, pro-education, goal-oriented, 

socially conscious, highly tolerant, 

plugged in to technology, parallel 

thinkers, and family-centric.10 The 

46 million “Generation X” members 

born between 1965 and 1980 are also 

less inclined to conform to existing 

models. They are typically self-reliant, 

prone to rule-morphing, comfortable 

accessing a wide variety of informa-

tion, and tend to place loyalty to 

friends above loyalty to institutions.11

In April 2007, two male Stan-

ford Law School students sent 100 

letters to the nation’s top law firms, 

requesting that firms either switch to 

billing systems that charge clients per 

transaction, not per hour, or expect 

lower billable hours of associates, 

with improved work/life balance in 

exchange for lower salaries.12 As one 

proponent, Craig Holt Segall, put it, 

 “[t]he market doesn’t determine what’s 

right. We the students can determine 

the market. The way firms work now 

does not serve their clients, the com-

munity or the associates.”13 Andrew 

Canter, Segall’s partner in the initiative, 

added, “[l]aw students want firms to 

be upfront about expectations and 

whether or not they are making real 

progress on the issues associates care 

about.”14 

Law firm attrition figures demon-

strate that the current billable-hours 

model is not working. According to a 

2005 report of the National Associa-

tion for Law Placement Foundation 

that tracked associates from 2002 

to 2004, 78 percent of both female 

and male associates leave their firms 

within five years.15 This attrition does 

not come cheap. By conservative 

estimates, it costs a law firm $200,000 

to $500,000 to replace a second-year 

associate.16 Law firms claiming to rely 

on the attrition model and “up or out” 

approach still want to be able to influ-

ence which associates leave.

Eliminating billable hours is one 

option.17 However, in response to 

the converging work/life dissatisfac-

tion factors, law firms can also make 

changes within the billable hour 

structure. This article introduces the 

FACTS methodology to provide work/

life choices for all lawyers within the 

billable hour model while continuing 

to meet firms’ economic needs.

Target Hours as the 
Foundation for FACTS
The FACTS methodology hinges on 

replacing the terms “full time” and 

“part time” with Target Hours (the “T” 

in FACTS). “Full time” and “part time” 

are misnomers that result in stigmatiza-

tion (because they are not uniformly 

defined or applied) and inequity 

(because salary and treatment do not 

match contribution). “Part-time” law 

firm lawyers typically work a 40-hour 

week, when billable and non-billable 

hours are combined. For associates at 

the same firm in the same year, a “full-

time” mergers and acquisitions lawyer 

may bill 2,300 hours and a “full-time” 

trusts and estates lawyer may bill 1,800 

hours, while a “part-time” litigator may 

bill 1,800 hours and a “part-time” fam-

ily lawyer may bill 1,500 hours. Just as 

areas of specialization may affect bill-

able hour demands, billing also varies 

depending on the stage of a lawyer’s 

career or the firm at which a lawyer 

works. A “full-time” lawyer the year 

before being considered for partner-

ship might bill 500 more hours than a 

more seasoned “full-time” partner in 

the same firm who is spending more 

time on business development or firm 

management. Similarly, a small firm 

lawyer’s “full time” might be hundreds 

of hours less than a large firm lawyer’s 

“full time.” 

Under FACTS, every lawyer would 

annually evaluate his or her billable 

and non-billable Target Hours for the 

upcoming billing cycle.18 (Associates 

would do so at review time with 

supervisors and/or department chairs.) 

To set Target Hours, I recommend that 

firms internally publish their average 

billable and non-billable hours by 

category—attorneys grouped by 

department, years in practice, and 

designation such as junior, midlevel, 

and senior associate, counsel, non-

equity partner (where applicable), and 

equity partner. Those averages would 

then be considered, along with the 

individual attorney’s average billable 

and non-billable hours reached over 

the past two years and the accompa-

nying circumstances.19 
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The same determination would 

be made for lawyers who propose to 

work fewer Target Hours than average. 

Meetings with supervisors and/or 

department chairs would ensure that 

business and individual needs are met. 

Those working fewer Target Hours 

would remain eligible for partnership, 

assuming they meet the criteria for 

advancement (with a potential delay 

in consideration for some). High-billing 

attorneys could elect to continue to 

bill hours that exceed firm averages. 

To determine compensation for 

associates, a salary range would be 

preset for each class by department 

based on average Target Hours. Indi-

vidual compensation would be further 

assessed by factoring in the attorney’s 

billable and non-billable Target Hours, 

quality of work, contribution to the 

operation of the firm and business 

generation, where appropriate.20 

Target Hours and associated compen-

sation would be revisited each year 

to assess whether the lawyer met or 

exceeded his or her Target Hours, the 

lawyer’s other contributions to firm 

operation, and anticipated goals for 

the next year. 

Although Target Hours provide 

the framework for FACTS, they do not 

relate to where, what, how, and when 

work gets done. These are the focus of 

the other four prongs in FACTS. After 

setting Target Hours, lawyers who 

want to further delineate hours and 

scheduling issues would also discuss 

at their annual review whether to work 

Fixed, Annualized, Core, and/or Shared 

Hours. Lawyers without additional 

scheduling requests would simply 

rely on their billable and non-billable 

Target Hours.

Fixed Hours
Some lawyers are willing to make 

sacrifices in their quality of work in 

exchange for more control over their 

schedules. Firms, in turn, often have 

certain work that is more predictable, 

but perhaps less high profile or excit-

ing, resulting in Fixed Hours (the “F” 

in FACTS). This work has historically 

been assigned to contract attorneys. 

It is not always available, and there-

fore may be offered on a temporary 

basis. Lawyers may choose to work 

Fixed Hours only temporarily or during 

a certain life stage, and later resume 

more challenging work, with its often 

more irregular hours, if the business 

needs exist.21 

Annualized Hours
Some lawyers want fewer hours but 

do not want to sacrifice the quality of 

their work. They are willing to accept 

the often erratic hours and expecta-

tion of 24/7 availability but prefer 

more frequent or longer reprieves 

between high-intensity deals or mat-

ters. These lawyers should opt for 

Annualized Hours (the “A” in FACTS) 

where they are available whenever 

necessary for high-profile deals or 

matters, followed by breaks before 

being staffed again. For Annualized 

Hours (gaining the most interest in 

corporate departments), it is prefer-

able to track hours quarterly rather 

than monthly, so that as the year 

progresses, the attorney and firm can 

make necessary adjustments to ensure 

that they are mutually on pace with 

the Target Hours. 

Core Hours
Some lawyers want quality work while 

working less conventional hours. Core 

Hours (the “C” in FACTS) would apply 

to these lawyers. Core Hours refers 

to blocks of key hours in most or all 

workdays when a firm would expect 

the lawyer to be working and/or 

available. Core Hours would apply to 

those who telecommute (from home 

or another location)22 and those who 

work unconventional hours in the 

office, whether they are higher, aver-

age, or lower Target Hours. 

To determine Core Hours for an 

individual attorney, the department 

chair would consult with supervi-

sors and meet with the attorney to 

determine the lawyer’s workweek 

schedule and location preferences 

and match them with departmental 

and client demands.23 For example, 

a working parent may work “bus-

stop hours” from home from 9:00 to 

3:00 two days per week, with two 

longer days in the office. Another 

lawyer, who is a late riser or has a 

long commute, may prefer to work 

in the office from noon to 10:00 p.m. 

continued on page 20
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workload of one lawyer.26 By offer-

ing coverage in the office five days a 

week, Shared Hours potentially mini-

mizes many of the perceived “part-

time” pitfalls, including continued 

schedule unpredictability, the need 

to always be available, working more 

hours than were negotiated, not get-

ting paid for excess hours, difficulty 

delineating lines between work and 

home, and overpaying for child care.27 

With the job-share team covering the 

office all week, management concerns 

about responsiveness and accessibil-

ity, and lawyer concerns about their 

schedules not being honored, should 

be minimized.28 

Implementation and 
Written Policy 
To successfully implement FACTS, it is 

critical to have a written policy whose 

tone does not suggest accommoda-

tion, but instead, stresses business 

need. It is also important to establish 

a level of transparency concerning 

the various options. Management 

and supervisory partners should 

demonstrate leadership and support 

through openness and create a com-

munity among the lawyers availing 

themselves of the program variations. 

Ongoing flexibility and communica-

tion by the lawyer and employer are 

key, as is designating a point person to 

oversee the lawyers working different 

schedules. Lawyers need to be trained 

to meet the demands within their 

chosen schedules, and their supervi-

sors need to be trained to become 

effective at delegating and supervis-

ing, so that assigning and mentoring 

do not become unnecessarily burden-

some or complicated. Firm-wide train-

ing concerning why it is in the firm’s 

financial interest to endorse alterna-

tive work methodologies within the 

billable-hour model will help increase 

support and minimize colleague 

resentment.

Additionally, a written policy 

should be drafted to address:  

continued from page 18

daily. It is critical that lawyers work-

ing Core Hours, and especially those 

working fewer Target Hours, maintain 

excellent communication and remain 

flexible and available for crises, unex-

pected deadlines, and client needs 

during non-Core Hours. 24 In turn, the 

firm needs to be flexible and allow 

for changes in scheduling when 

matters are not pressing.25 Many 

firm lawyers are working Core Hours 

unofficially. The benefit of officially 

acknowledging these schedules is to 

avoid ad hoc treatment, secrecy, and 

the crises that result from not being 

able to reach someone who has not 

disclosed a planned absence from 

the office. 

Shared Hours
Some lawyers seek fewer hours and 

more predictability and control in 

their lives, but not at the expense of 

losing high-quality work. For these 

lawyers, “Shared Hours” (the “S” in 

FACTS) is the right fit, so long as the 

lawyers are organized and adept com-

municators. The job share enables two 

attorneys to share the same position 

and functions, with each stepping into 

the other’s shoes on a preset rotating 

basis (e.g., 60 percent schedule and 

salary for each, Monday–Wednesday 

and Wednesday–Friday) to share the 

continued on page 22
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eligibility; assignments; training; 

technology; compensation; benefits; 

bonuses; vacations; advancement; 

 applicability to partners; emergency 

contact information; minimum 

number of days in the office, if any; 

and, a firm-designated point person 

to review hours, schedules, work 

assignments, and opportunities for 

promotion.  It should also address the 

process for determining billable and 

non-billable Target Hours, the annual 

review of hours and schedules, how to 

use the Core Hours’ range of options, 

and the expectation of responsiveness 

for non-Core Hours.

In Sum
The goal of FACTS is to create a new 

way to manipulate the traditional bill-

able hour to meet different lawyers’ 

work/life needs and recognize that 

lawyers’ hours may change at different 

stages of their career trajectory.29 This 

transparency will benefit firms, which 

will be better able to plan, for exam-

ple, a millennial’s anticipated commit-

ment or a baby boomer’s use of lower 

Target Hours to phase into retirement. 

The unrealized benefit of the 

billable hour is its flexibility—a firm 

generates the same revenue from a 

lawyer billing from home as one in 

the office. Yet this benefit has never 

been fully capitalized upon, largely 

due to law firms’ face-time culture. By 

creating a methodology with open-

ness where everyone is in the same 

system,30 firms can better utilize and 

understand our workforce’s contribu-

tions and more accurately reflect the 

actual billable and non-billable hours 

of all lawyers. In this way, firms can 

help minimize the stigma traditionally 

attached to lawyers working flexible 

hours and create greater equity and 

flexibility among all lawyers. In turn, 

firms will maximize their opportunities 

to attract and retain high-quality and 

satisfied lawyers, with greater continu-

ity for clients and productivity for law 

firms.  DB

Deborah Epstein Henry, Esq. is founder 

and president of Flex-Time Lawyers  

LLC, which advises lawyers and legal 

employers about work/life balance and 

the retention and promotion of women. 

Please visit www.flextimelawyers.com.
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T
he Lovedu tribe of South Africa believes that rain is the mate-

rial source of all happiness and spiritual well-being. Because its 

queen possesses the ability to make rain, she holds more power 

than any other member of their society. Similarly, rainmakers in 

the legal profession are seen as indispensable to a firm’s survival.

Substantive legal skills are no longer enough—today, being a successful partner 

requires demonstrated success in business development. Majority and minority rain-

makers alike agree that, to bring in a lot of work and make lots of money for their firm, 

lawyers need to be not only expert practitioners, but also must know how to build 

relationships and market themselves. 

Traditionally a small number of white male partners have brought in the big cli-

ents at most firms; today, however, minority and women attorneys are now achieving 

rainmaker status by securing business through customary channels as well as newly 

created networks of their own. 

In the following pages, a selection of savvy partners of color share some 

thoughts on how they “make it rain,” and reflect on how their careers developed.

Leading Law Firm 
Rainmakers
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 Leading Law Firm Rainmakers

Joseph B. Alexander Jr. 
Partner
Hunton & Williams LLP
Years Practicing: 14
Area of Practice: Private Equity

When he was fresh out of Duke University School 
of Law, Joseph B. Alexander Jr. was advised by his 
first supervising partner and mentor to focus on 

business development with the junior people at his level in 
her clients’ offices. While she worked with the senior execu-
tives (typically the general counsel, CFO, or CEO), Alexander 
engaged with the junior lawyers or business people, hoping 
that one day they would be in a position to hire counsel 
and Alexander would be in a position to take on the work. 
His mentor’s advice was solid, and today, Alexander is a 
rainmaker at Hunton & Williams’ Atlanta office. 

“Early on, I learned that business development is a 
full-time job,” says the co-head of H & W’s firm-wide private 
equity group. “The substantive part is very important, but 
building and maintaining relationships is a bigger part of 
what I do now.” Alexander contends that African American 
attorneys traditionally have been at a disadvantage because 
they generally have fewer preexisting relationships with 
decision makers; nevertheless, he concedes that most  
attorneys regardless of race or gender face similar chal-
lenges in putting together a book of business. The trick for a 
new lawyer, he says, is to focus on generating new relation-
ships as early as possible, while also focusing on substantive 
work “because if you’re not a good lawyer you’ll lose any 
new clients that you do get.” 

Happily for Alexander, what he does to develop busi-
ness is what he likes to do ordinarily: participate in civic and 
fraternal groups, play golf, socialize. A former computer 
geek who decided against a career in that field because the 
work was too solitary, Alexander now counts almost all of 
his clients as friends. 

Wilson Chu
Partner
Haynes and Boone LLP
Years Practicing: 23
Area of Practice: Corporate, 
Mergers & Acquisitions 

W ilson Chu is a corporate partner at Haynes and 
Boone’s Dallas office, where he previously served as 
head of the firm’s Mergers & Acquisitions Practice 

Group. He describes himself as a “cup is half full kind of guy.” 
He explains, “You can walk into a room and think that being 
a minority makes you the odd man out, or you can believe 
that you’re unique and there’s a room full of opportunity 
simply because you’re not like everyone else.” Chu ascribes 
his can-do attitude to years of competitive tennis (having 
lettered in college), and more important, to his mother, a 
widowed immigrant from Hong Kong who single-handedly 
raised six children—all of whom grew up to be very suc-
cessful professionals.

“Because minority attorneys haven’t historically had ac-
cess to the networks available to mainstream lawyers, we’ve 
had to either break into those or develop our own,” says 
Chu. As the sole Asian American member of the exclusive 
Salesmanship Club of Dallas (a men’s service organization 
comprised of the city’s business elite) and founding chair 
of the National Asian Pacific American Bar Association’s 
Partners Committee, Chu has done both.

And while Chu believes that there is no substitute for 
substantive excellence, he also advocates that attorneys 
of color leverage the power and opportunities of being 
a minority—use the institutions already in place (like the 
MCCA and other diversity-driven organizations) that give 
minorities an advantage. In 2006, Chu (along with Don Liu, 
General Counsel of Xerox Corporation) launched a “NAPABA 
10x10 Initiative” to increase the number of Asian Pacific 
American General Counsel in the Fortune 500 from five to 
ten by 2010. In 2007, the count already stands at 11.  Time to 
declare victory and go home?  “No,” says Chu, “that means 
the glass is still just half-full.” 
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 Leading Law Firm Rainmakers

Joan M. Haratani
Partner
Morgan, Lewis & Bockius 
Years Practicing: 23
Area of Practice: Litigation

For Joan M. Haratani, a litigation partner at Morgan, 
Lewis & Bockius’ San Francisco office, rainmaking is all 
about attitude.

“Any challenge or journey begins with confronting 
your own assumptions or fears,” says Haratani. “If you go 
into something feeling negative, you’re guaranteed to fail; 
it’s essential to remove those internal roadblocks keeping 
you from developing a big book of business.” Among hiring 
partners, she continues, a perception exists that minori-
ties cannot connect with the average white male general 
counsel because of race, but she believes that assumption 
is flat-out wrong, and minority partners need to know that, 
too. “To ‘make rain,’ it’s imperative to believe in yourself, your 
firm, and your team, and you also need to believe that gen-
eral counsel and other in-house counsel who do the hiring 
are all smart, fair people who can identify talent.”

The daughter of Japanese American immigrants who 
were held in internment camps during World War II, and 
herself the subject of racist taunts growing up, Haratani has 
known discrimination, but the University of California, Davis 
School of Law graduate and 2006 president of the Bar Asso-
ciation of San Francisco has refused to become discouraged, 
choosing instead to oppose injustice and to create success. 

A strong advocate of karma and positive thinking, 
Haratani believes in bringing her best possible self to the 
firm. “Training for your first marathon can be terrifying or 
a great adventure,” she says. “Similarly with rainmaking, 
it’s how you internalize your goals. It can be either a huge 
burden or a lot of fun. I choose to make it the latter.”

To be a rainmaker requires a solid skill set (“Without 
basic skills you’re like a carpenter who can’t hammer a nail”), 
but equally important, says Haratani, is believing in some-
thing greater than yourself and your fears. 

Gary A. Hernandez
Partner
Sonnenschein Nath & Rosenthal LLP
Years Practicing: 22
Area of Practice: Insurance 

Twelve years ago, Gary A. Hernandez left the California 
Department of Insurance in San Francisco, where he 
served as deputy commissioner, to enter private prac-

tice as a partner. “Although I was able to forego the typical 
difficult route to making partner at a firm, I encountered 
other obstacles,” Hernandez explains. “I came to private 
practice with zip. The only thing I could do was to tell the 
world about the expertise I had gained in government.” 
And Hernandez did just that. 

A native of Merced, Calif., and former Democratic 
fundraiser in his home state, Hernandez was never shy 
about making his talents known. He suggests the same for 
up-and-coming attorneys. “They need to blow their own 
horn,” he says. “By speaking monthly, publishing several 
articles a year, and writing a book, I was able to build my 
credibility and attract some clients and grow the relation-
ships. And never be afraid to ask for work, to ask if there are 
any projects to get involved in. Do what it takes to get your 
foot in the door.” 

According to Hernandez, his early experience as a fund-
raiser was fantastic training for his current work. “It allowed 
me to be in a room with power brokers who had the unified 
interest in helping a candidate achieve a goal. For the first 
time I was exposed to the world of business and politics 
and learned what it would take to be a part of all that.”

Hernandez started up Sonnenschein’s regulatory 
insurance group ten years ago as its only lawyer. Today, he 
heads up 20 lawyers and hopes to have 20 more within 
the next five years. And although Hernandez eschews the 
term “rainmaker” because it might be potentially offensive 
to American Indians, he is acutely aware of the importance 
of bringing in business. “Gone are the days of tenure,” he 
sighs. “To stay an equity partner, it isn’t enough to be just a 
good lawyer.” 
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W. Ray Persons
Partner
King & Spalding LLP
Years Practicing: 30
Area of Practice: Litigation

Early in his career, Ray Persons adopted the position 
that if he became the best trial lawyer around, then 
business would inevitably come to him. Unfortunately, 

when he entered the profession 30 years ago, there were 
very few minority partners in majority firms, and big com-
panies were not giving business to minority firms. “I had to 
chart new ground,” says Persons, now a litigation partner 
at King & Spalding’s Atlanta office. “There was no one who 
looked like me to help me with what I was doing.” 

Things began to change for Persons in 1988 with the 
American Bar Association’s Minority Counsel Demonstration 
program. Crafted largely by former Detroit mayor and for-
mer ABA president Dennis W. Archer, the program helped 
to forge relationships between minority firms and attorneys 
and corporate clients. “First insurance companies began to 
hire us to handle cases, followed by Atlanta’s school board, 
a Fortune 500 waste management company and several 
utilities companies.” says Persons. “The demographics had 
shifted on juries, among judges, and in some cases in board 
rooms, so minority litigators began to get more work. I took 
it as an opportunity to really show what I could do and to 
build a trial résumé.”

Today, at the top of his game and taking on increasingly 
complex cases, Persons advises young minority attorneys 
not to look exclusively toward large firms or be guided 
solely by compensation—that will come. Instead, he sug-
gests that they go where there are people willing to invest 
in their training and offer real opportunities to build a book 
of business.

Deryck A. Palmer
Partner
Cadwalader, Wickersham, & Taft LLP
Years Practicing: 26+
Area of Practice: Financial 
Restructuring 

“Perseverance, perseverance, perseverance”—ac-
cording to Deryck A. Palmer, it’s the key to 
success. A partner in one of the nation’s premier 

financial restructuring practices at Cadwalader’s New York 
office, Palmer says, “You must embrace hard work. Success 
requires hard work, it requires consistently representing 
your clients with a combination of solid legal counsel and 
sound business judgment, it requires understanding their 
problems, making those problems your own, and providing 
them with solutions.”

Prior to joining Cadwalader, Palmer spent more than 
26 years at Weil, Gotshal & Manges in the Business Finance 
& Restructuring Department, many of which were spent as 
a significant rainmaking partner. Palmer’s ability to gener-
ate significant business depended upon a combination of 
his efforts: mastering an area of law; managing client and 
colleague relationships; training and developing lawyers; 
and contributing to marketing, recruiting, and pro bono 
initiatives. Along the way, Palmer recognized that there are 
particular challenges for minorities regarding business de-
velopment: “Historically, we haven’t been seen in the role 
of rainmaker.  It’s up to us, minority attorneys, to change 
that mindset by proving it wrong.  The best way to prove 
it wrong is to demonstrate competence in all of the core 
areas of your practice, expertise in your client’s business, 
and a clear and definable vision for the development of 
your practice.”

Over the next five years, the University of Michigan 
School of Law graduate plans to double the size of his prac-
tice at Cadwalader. He encourages others to think big too. 
“Once you’ve developed a mastery of your art, there is no 
limit to what you can do,” he says. “So long as you seek out 
opportunities, work hard, believe in your vision, learn from 
your missteps, and move forward with resolve and determi-
nation, you will be successful.”

 Leading Law Firm Rainmakers
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 Leading Law Firm Rainmakers

Stephen A. Riddick
Partner
Greenberg Traurig LLP
Years Practicing: 19
Area of Practice: Corporate

As a young associate, Stephen A. Riddick felt his then-
firm did not expect much from him. “I was flounder-
ing,” he says. “Not incidentally, during that period I 

was without a mentor.” That was soon to change. 

Riddick, now a corporate finance and mergers and 
acquisitions partner in Greenberg Traurig LLP’s Washington, 
DC, and Tysons Corner, Va., offices, credits two mentors at 
the firm with jump-starting his career. One, a Caucasian 
corporate partner with whom he worked, trained Riddick 
and gave him the chance to prove himself as a member of 
his team while helping him chart a path toward partner-
ship and success. The other, a trailblazing African American 
judge turned litigation partner, imparted tremendous les-
sons on life inside and outside the office. Riddick believes 
strongly in mentorship as a key component in law firm 
business development, and urges minority attorneys who 
find good mentors to take them, “without regard to race 
[or] gender.”

Riddick encourages many young attorneys, especially 
those involved in a regulated industry (environmental law, 
antitrust, etc.), to consider a stint in government service 
in their chosen field after spending a few years in private 
practice. “Later, when they’re back in private practice,” he 
says, “They’ll have a leg up on other firm attorneys—greater 
insight into their practice area, and former government col-
leagues who may land positions within corporations and be 
in a position to give them work.”

Nagendra (Nick) Setty
Managing Principal
Fish & Richardson LLP
Years Practicing: 15
Area of Practice: Patent,  
Trademark, and Intellectual  
Property Litigation

In addition to running Fish & Richardson’s Atlanta office, 
managing principal Nick Setty maintains a national prac-
tice that emphasizes all aspects of intellectual property 

litigation and counseling. Much of his time is devoted to 
business development—a lot of legal matters for a doctor’s 
son who was supposed to follow in his father’s footsteps. “I 
struck a deal with my father: Before pursuing my desire to 
become a trial lawyer, I’d at least give med school a try.” Af-
ter a year of studying medicine (and another spent ski-bum-
ming in Vail, Colo.), Setty went on to graduate from Emory 
University School of Law in 1992. 

As one of two or three South Asian students in his law 
school class, Setty had few chances to connect with fellow 
students with whom he shared a common ethnic and 
cultural background. Consequently, he worked that much 
harder to integrate throughout his early career. Today, 
the number of South Asians in law schools and firms has 
increased, and organizations like the National Association 
of South Asian Bar Associations (NASABA) have active 
mentoring programs and panels dedicated to business 
development. 

“I’ve been active with the ABA for a long time, and for 
me it’s mostly about service. With NASABA it’s different—for 
the first time in my life I can attribute getting work to my 
belonging to an organization,” says Setty. “Without being 
exclusive, there really is something to be said about sharing 
opportunities with people of common backgrounds. I do it, 
and I urge all young minority lawyers to do the same.” 

32 November • December 2007DIVERSITY & THe bAr®DIVERSITY & THe bAr®32 November • December 2007





Pauline A. Schneider 
Partner
Orrick, Herrington & Sutcliffe LLP
Years Practicing: 22
Area of Practice: Public  
Finance

Build a résumé, but don’t neglect to build confidence 
too. So advises attorney Pauline A. Schneider to 
up-and-coming lawyers everywhere: “It’s important 

that both prospective clients and you believe that you are 
the right person to find the solution to whatever their legal 
issues are,” she says. “That’s what’s going to get you hired.” 

Schneider, a public finance partner in Orrick, Herrington 
& Sutcliffe LLP’s Washington, DC office, has built a strong 
book of business since leaving DC government to enter 
private practice in 1985. “I’m not entirely comfortable with 
the term ‘rainmaker’—it’s a moniker that I’d rather leave to 
others to define,” says Schneider. “I will say the ability to 
bring in work means a lot to firms. From that perspective, 
I’ve done pretty well.”  

Rainmaking is not for everyone: Some attorneys have 
a very difficult time selling themselves, making “the ask,” or 
articulating “why you need me and not the lawyer across 
the hall,” explains Schneider, a Yale Law School graduate. 
However, laying a strong foundation of basic business 
development sometimes helps to diminish those insecuri-
ties. “Hone substantive legal as well as interpersonal skills 
and then get attuned to the many business opportunities 
around you,” she recommends. “Seize chances to show your 
skills, and be sensitive to those around you. In my practice 
area I forge relationships with the people in government 
who hand out business long before asking them for con-
tracts. That way they know me and have a notion of my 
skills and experience. It makes a big difference.” 

Victor Vital
Partner
Baker Botts LLP
Years Practicing: 12
Area of Practice: Litigation

“Not all litigators can try a case to a conclusion 
before a jury, but a trial lawyer can try any matter 
to a conclusion before a jury. A client headed for 

trial should always be in the hands of a trial lawyer rather 
than a litigator.” So says self-described trial attorney Victor 
Vital, whose love of debate, contention, and dispute ulti-
mately inspired him to enter the legal profession. 

After graduating second in his class from Texas South-
ern University’s Thurgood Marshall School of Law, Vital went 
straight to work at the district attorney’s office in Harris 
County (Houston, Texas). Vital was singularly focused—he 
wanted to try cases, and he knew that that would not be 
the case for a young associate at a large firm. In retrospect, 
Vital would take that same path again: “It made me the 
lawyer I am today,” he says. “I tried a case my first day on the 
job, and within 30 minutes realized that if your presenta-
tion skills, demeanor, and presence are good, you have the 
power to change the entire dynamic of the courtroom.” 

Now a litigation partner at Baker Botts’ Dallas office, 
Vital focuses primarily on representing clients in white-col-
lar criminal defense matters, complex commercial matters, 
unfair competition matters, and other business disputes. 
Exceedingly optimistic, Vital sees only opportunities, never 
challenges. He recommends that young minority attorneys 
who are seeking to build a big book of business master 
their practice areas (“None of this works if you’re peddling a 
bad product”); create a buzz about themselves by publish-
ing, speaking, and presenting; and never overlook anyone. 
“The associates and junior business people of today are the 
gatekeepers of tomorrow.” 

 Leading Law Firm Rainmakers
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Some rainmakers come to it naturally. Some work hard 

to get there, and not everyone who succeeds as a 

rainmaker possesses innate qualities for that success. 

Lawyers who are “natural” rainmakers don’t necessarily 

need formal programs to drive and coordinate their efforts. 

Their instincts often are unerring. But for lawyers who cringe 

at the thought of marketing and are intimidated by the word 

“sales,” the good news is that systematic approaches are avail-

able that are designed to maximize bottom-line potential.

Lawyers can articulate and structure such approaches 

in any number of ways. One particularly comprehensive 

agenda includes the following:

Take specific steps to understand the client prospect;

Create a plan of attack;

Identify and utilize what can be called “invisible 

marketing tools;”

Learn from failure; and

Define next steps.

Understanding the Target
The more that lawyers decide to probe the business realities 

of their prospective client base, the more multifaceted the 

rainmaking process becomes—and the greater the horizons 

for significant bottom-line revenue generation. 

First, lawyers need to identify who the final decision-

maker is on the project they are proposing. It isn’t necessarily 

in-house counsel. Often, there is an “economic buyer” as well 

as the “user buyer” enmeshed in the substance of the proj-

ect. Both buyers require a sensitive response from the seller.

 Second, in-house buyers often are under significant 

pressure from the CEO or board of directors to meet 

budgetary limitations, to win more litigation, or to provide 

closer Sarbanes-Oxley counsel. Identifying these pressures 

•

•

•

•

•

opens up a number of selling opportunities, or at least, 

relationship-building opportunities. 

By understanding what might be driving the client 

crazy and learning about their business beyond the specif-

ics of the legal engagement itself, lawyers demonstrate vital 

concern. Indeed, in a 2006 survey performed by the BTI 

Consulting Group, entitled “Key Trends in Client Relation-

ships and Satisfaction with Law Firms,” the highest-ranked 

differentiator for developing superior client relationships 

was “Understands the Client’s Business.” 

How can such a critical understanding be developed? 

A quick media search or internet probe will provide some of 

the information needed, including the following.

What new products or services have they recently 

marketed? 

How many community service projects does the 

company sponsor?

Are they going through layoffs in any divisions?

Are they merging, acquiring, or being acquired?

Have they won awards or special honors? 

Beyond such public information, there is an art in getting 

clients to talk enough about themselves so that a level of 

personal and professional trust is achieved. This art cannot 

simply be memorized. It must be rehearsed and mentored. 

Attorneys are skilled at asking questions in court, where 

the rules are defined. In sales, there are no rules—but there 

are best practices and approaches to relationship-building 

that can be taught and learned.

By the way, that BTI survey also includes some very spe-

cific tips on what in-house counsel don’t want to hear—the 

“worst practices,” as it were. Top of the list are “boring 

pitches that talk about firms, not clients,” and unresponsive-

ness to questions about billing practices. 

•

•

•

•

•
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An Agenda  
for Success

Once the seller is talking actual 

strategy, a critical frontier in the inside/

outside relationship has been crossed.

Invisible Marketing Tools
In building personal relationships, 

charity and community service 

organizations are obviously impor-

tant. Contact with alumni and former 

colleagues is equally important. Such 

commonsense networking is a busi-

ness development building block.

But “invisible marketing tools” 

move the process even further along at 

every stage of the client development 

process. Often these opportunities 

seem trivial at first. At any point in time, 

for example, clients or colleagues will 

simply ask, “What’s new?” Lawyers can 

seize the opportunity to mention a 

recent big win, for example, rather than 

their daughter’s soccer team successes. 

These invisible marketing tools 

become more potent as the inside/

outside relationship moves forward. 

For example, when the client calls 

with a complaint, lawyers can leverage 

the moment by fixing the problem 

and then making a point to remind 

the client that they fixed it fast.

The stage is then set for an even 

more powerful follow-up: asking the 

client if there are other problems or 

issues of concern—“because if there 

are, I’d like to fix them as fast as I fixed 

the last problem we had.”

Good deeds thus get extended 

over time and become ingrained in 

the client’s memory.

Maximizing Rejection
Responding to rejection is critical. 

There should be equal scrutiny of 

what worked and what didn’t. Most 

people don’t realize how important 

“rejection analysis” is. 

Regardless of the reasons the 

prospect gave for not hiring them, 

lawyers should call back in three 

months and again ask why. With time 

and distance, there is likely much 

more to learn beyond the original 

stated reasons for the rejection that 

will help in the future. 

Just as lawyers and law firms invest 

in a proposal or pitch, the in-house 

counsel have an investment too. They 

know and appreciate everyone who 

made it to the “finals.” Lawyers who 

stay in touch stand an excellent chance 

of being retained in the future.

There is an art in getting  
clients to talk enough about 
themselves so that a level 
of personal and professional 
trust is achieved.They don’t want to 

know how many offices 

the firm has, and they 

certainly don’t care where 

lawyers went to school. They want 

to know what the lawyers they hire 

know about them.

A Plan of Attack
For outside counsel, a key step for 

firms in creating the plan of attack is 

to clearly articulate what differenti-

ates them from their competitors. In 

their marketing initiatives, as well as in 

their real-time conversations with the 

buyer, lawyers must emphasize what 

makes them unique. 

For some firms, a heightened 

level of client knowledge is itself the 

differentiating factor—simply because 

their competitors haven’t yet thought 

to develop that knowledge. In that 

sense, the different components 

of the business development plan 

dovetail: Client understanding is law 

firm differentiation. 

Media research completed by law 

firms’ marketing departments is an 

essential first step to understand the 

company’s business, to understand 

the pressures faced by the general 

counsel’s office, to offer true client-

centric proposals, and to talk strategy 

as soon as possible. 
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Asking for the Business 
There should always be agreement on 

the best next steps for the client. Nat 

Slavin, former publisher of Inside Litiga-

tion, has identified closing questions 

that specify such next steps; asking 

them is almost tantamount to directly 

asking for the business.

When will a decision be made?

What is the internal decision-

making process?

What additional information 

might be needed?

When is it best to follow up with 

a call?

These practical questions drive 

the process toward its moment of 

•

•

•

•

truth. In this context, a familiar football 

metaphor—the “Red Zone,” referring 

to the final 20 yards the team must 

cover to cross the goal line—is useful.

On the one hand, a Red Zone 

strategy requires its own playbook. 

It entails separate skill sets with a 

wholly different focus than is used 

at other stages of the marketing and 

sales process. That said, many of the 

fundamental best practices covered 

in this article apply in the Red Zone as 

well. For example, in the Red Zone, the 

importance of understanding client 

needs and listening carefully to what 

clients say is multiplied a hundredfold 

at least. 

Lawyers are great talkers, good 

questioners, and only fair listeners. 

Even on the 3-yard line, the impor-

tance of listening is inestimable. The 

old IBM 60/40 rule always applies: 

Get the client talking 60 percent of 

the time. The art of listening should 

permeate every best practice, every 

coherent marketing plan, every con-

certed sales pitch.   DB 

Allan Colman is managing director  

of the Closers Group, a firm specializ-

ing in working with law firms to  

close more business rapidly. Mr.  

Colman can be reached at  

acolman@closersgroup.com. 



Throughout the year, MCCA publicly recognizes a select 

group of law firms for their diversity efforts. In the pages 

that follow, Diversity & the Bar® presents profiles of the 2007 

recipients of the Thomas L. Sager Award in each of the follow-

ing geographic regions: South/Southwest, Midwest, Mid-Atlantic, 

West, and Northeast.

Named in honor of the vice president and assistant general 

counsel of DuPont Company, the Sager Award is presented in each 

region to recognize the offices of law firms in that region that have 

demonstrated a sustained commitment to improve the hiring, 

retention, and promotion of diverse attorneys. The award-winning 

law firms are acknowledged for diversity results that are ahead of 

their peers in that geographic region.

These award winners have a lot in common. They have an 

established foundation for success, commitment starting at the 

senior management level, and programs that address changing 

needs of attorneys throughout their careers.

Profiles were written by Heather Bradley, CPCC, and Miriam Bamberger 

Grogan, CPCC, co-founders of The Flourishing Company.

Presenting MCCA’s 2007 
Diversity Award 

Winners
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2007 Sager Award Winner
South/Southwest Region
Adorno & Yoss, LLP

Adorno & Yoss, LLP, is the largest certified minority-

owned law firm in the United States. It offers a full 

range of legal services across the country and in 

Latin America.

This firm knows how to embrace diversity. It has grown 

from three attorneys in 1986 to more than 250 attorneys 

nationwide today. Adorno & Yoss has built its reputation on 

the diverse backgrounds and talents of its attorneys, and 

the composition of the firm closely matches the demo-

graphics of the communities it serves. 

“For years, Adorno & Yoss has understood the impor-

tance of being a diverse firm with first-class lawyers. It is 

imperative in order to best serve our clients,” said Hank 

Adorno, CEO and President of Adorno & Yoss. “For other 

firms, diversity is a goal—for us, it’s a reality.”

The firm’s south/southwest offices have impressive 

numbers. More than 50 percent of the associates are minori-

ties, and nearly 40 percent are women. Thirty percent of 

the equity partners in these offices are minorities and 16 

percent are women. 

One of Adorno & Yoss’s pioneering diversity strategies 

is active participation in three networks. It is a founding 

member of The National Minority Law Group (NMLG). 

NMLG membership is granted after a rigorous due 

diligence process, which includes review of client and 

judicial references as well as vetting of practice management 

standards and client service protocols. NMLG relies on a 

state-of-the-art technology platform to provide its members 

and their clients with all the benefits, accoutrements, and 

economies of scale that clients expect of national law firms.

Adorno & Yoss is also a founding member and the man-

aging director of The Law Firm of the Americas, an associa-

tion of independent law firms providing high-quality legal 

services to clients in the Western Hemisphere, Spain, and 

Portugal. In addition, it is a commercial city member of the 

State Capital Global Law Firm Group, which offers a unique 

knowledge of state legislatures and regulatory agencies. 

Other innovative practices at the firm include the firm’s 

associate mentoring and development program and flex-

time programs to promote work/life balance. 

 Adorno & Yoss has been recognized as the only law 

firm member of the National Minority Supplier Develop-

ment Council’s Corporate Plus group, the highest designa-

tion for minority business enterprises that have successfully 

handled national contracts for major corporations. It has 

been ranked in the top 300 law firms in the country accord-

ing to American Lawyer’s rankings, and Hispanic Magazine 

ranked the firm the 106th largest Hispanic-owned business 

in the nation (including manufacturing). The 2007 award 

marks the second time that Adorno & Yoss has received the 

Thomas L. Sager Award for the South/Southwest Region. It 

first received the award in 2005.  DB

Cathy Lamboley, General Counsel, Shell Oil Company (ret), and 
H. Ron White, Managing Partner, Dallas office of Adorno & Yoss.

H. Ron White
Managing Partner

�1November • December 2007 DIVERSITY & THe bAr®



2007 Sager Award Winner
South/Southwest Region
Weil Gotshal & Manges, LLP

Cathy Lamboley, General Counsel, Shell Oil Company (ret), and 
Yvette Ostolaza, Hiring Partner, Weil, Gotshal & Manges LLP.

Glenn West
Managing Partner, Dallas, Tex., office

W ith more than 1,200 lawyers across the United 

States, Europe, and Asia, Weil, Gotshal & Manges, 

LLP, serves successful companies around the 

world in their high-stakes matters and transactions.

Nineteen percent of the attorneys and nearly 13.5 

percent of the partners in the south/southwest offices are 

minorities. More than 40 percent of the attorneys and 22 

percent of the partners in the firm’s south/southwest offices 

are women.

“Our commitment to diversity has been long-term 

and sustained. We are constantly looking for better ways to 

enhance and celebrate our diversity in all its forms. By refus-

ing to view diversity in only one facet, we have increased 

our diversity in all facets,” says Glenn D. West, managing 

partner of the Dallas office.

In 1992, Weil Gotshal was one of the first major firms to 

institute a firm-wide diversity training program and a formal 

diversity policy. Two goals of this training program are to 

develop a better understanding of what constitutes diver-

sity and to learn how diversity matters in the workplace. The 

firm takes its commitment to training seriously. Since 2004, 

it has spent more than 10,000 hours on diversity training.

Weil Gotshal seeks out diverse attorneys, recruiting at 

more than 40 law schools, and it is serious about advanc-

ing a diverse group of attorneys. All of the new partners 

and counsel in the Texas offices effective January 1, 2007, 

were women. To retain its talent, Weil Gotshal has a variety 

of programs including five active affinity groups, a strong 

mentoring program, and “Flex-Time Partner,” a new partner-

ship category that is available to both men and women 

entering the partnership.

Weil Gotshal continually experiments with new 

programs, piloting each program in one office and learning 

what works and what needs to be adapted from office to 

office. For example, the firm is about to pilot a program in 

its Dallas office on religious diversity and how faith affects 

work. After evaluating the rollout, the firm will customize 

the program for other regions.

Through its Supplier Diversity Program, the firm estab-

lishes business partnerships with minority- and women-

owned businesses to provide everything from catering 

services to office supplies to executive search services. The 

firm has committed 8 percent of its annual spending with 

external suppliers to women- and minority-owned vendors.

Weil Gotshal was named #2 on The American Lawyer’s 

2007 A-List. The firm was ranked third in the 2006 “Top 100 

Law Firms for Diversity” list published by MultiCultural Law 

magazine, and in the Top 25 and Top 50 for most diversity 

categories. It was also highly rated by the Vault Guide in 

 several of the publication’s “Quality of Life” sections, includ-

ing #8 for Formal Training and #20 for Pro Bono.  DB
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continued from page 42

2007 Sager Award Winner
Midwest Region
Laner, Muchin, Dombrow, Becker, Levin and 
Tominberg, Ltd.

Violet M. Clark
Partner

Laner, Muchin, Dombrow, Becker, Levin and Tomin-

berg, Ltd., represents employers in labor relations, 

employment litigation, employee benefits, and busi-

ness immigration cases.

Laner Muchin, with 47 lawyers, is small relative to most 

Sager Award winners, but its commitment to diversity is just 

as strong. Two-thirds of the firm’s associates are women and 

half are minorities. Nearly 10 percent of its partners are minori-

ties and 16 percent are women. And a whopping 43 percent 

of its new hires are minorities and 57 percent are women. “The 

firm values having employees from a variety of backgrounds 

who bring a myriad of life experiences,” says managing part-

ner, Joseph M. Gagliardo. “This diversity gives us the ability to 

offer client advice from a variety of perspectives. We believe 

this is an essential element of our success in the field.”

How did such a small firm come to devote so much 

attention to diversity?

From its inception, Laner Muchin has serviced clients 

that have diverse workforces. The firm recognized early on 

that if it wanted to be most effective in counseling its clients 

and in negotiating collective bargaining agreements with 

unions that represented a significant number of minorities, 

it needed to have a diverse team. Over the years, Laner 

Muchin created that diverse team.

In 1988, the firm hired its first African American associ-

ate. To ensure her success, and the success of minorities who 

followed, the firm matched incoming diverse associates 

with successful lawyers and rainmakers. The success of these 

initial mentoring relationships led to a formal mentoring 

program for all new associates, a program which is carefully 

monitored by the firm. To date, Laner Muchin has two female 

minority equity partners, a female equity partner who sits on 

the firm’s governing Executive Committee, and a significant 

female and minority presence on every firm committee.

Laner Muchin continues to grow by confronting, rather 

than shying away from, its diversity challenges. In the 1990s, 

the firm noticed that a significant turnover in its associates, 

and it wanted to reverse the trend. A diversity committee 

was established, and began working with a consultant to 

analyze the firm’s culture. The firm responded by creating a 

diversity training program to address the issue and virtually 

shut down for several days to conduct the training and to 

implement the recommendations of its diversity consultant. 

The effort paid off, and the attrition rate for associates has 

been stemmed and the number of female and minority 

attorneys at all levels continues to grow.

Throughout the past few years, Laner Muchin has 

received numerous awards, Black Student Law Association 

Outstanding Contributions Award in 2004–2005, recognition 

by the Illinois Department of Children and Family Services for 

being a Find Your Future Internship Program Sponsor in 2006 

and the Aspire Community Partnership Award 2005 (Aspire is 

a not-for-profit organization that provides day and residential 

services to developmentally disabled individuals).  DB

(L-R) Violet Clark, Partner, Laner Muchin; Gary H. Pilnick, Senior 
Vice President, General Counsel & Secretary, Kellogg Company; 
and Joseph Gagliardo, Managing Partner, Laner Muchin.
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2007 Sager Award
Mid-Atlantic Region
Nixon Peabody LLP

Laurin Mills
Office Managing Partner

N ixon Peabody LLP is one of the largest multipractice 

law firms in the United States, with offices in 16 cit-

ies and approximately 700 attorneys collaborating 

across 25 major practice areas.

The firm’s Diversity Action Committee (DAC) champi-

ons its diversity efforts, cochaired by firm partners Kendal 

Tyre and Elizabeth D. Moore. “This is a tremendous achieve-

ment and recognizes our firm’s commitment to and success 

in the diversity arena.” says Laurin Mills, Office Managing 

Partner of the Washington, DC office. “Diversity is part of our 

history, our success, and our future,” says Tyre.

In the firm’s mid-Atlantic offices, 28 percent of the 

associates are minorities and 51 percent are women. In the 

partner ranks, nearly 7 percent are minorities and 17 percent 

are women.

The firm also actively recruits new diverse lawyers. 

DAC and the recruiting committee work with more than 30 

schools to meet promising candidates. Since 2003, the firm 

has been a sponsor of the Washington Area Legal Recruit-

ment Administrators’ annual summer associate diversity 

reception. These efforts have paid off handsomely: in the 

2006 recruiting season, 33 percent of the law students hired 

for the summer associates class were minorities.

DAC and the firm also aggressively court women and 

minority attorneys at more senior levels. The firm’s lateral 

hiring manager works with minority-owned search firms 

and with firms whose staff are dedicated to finding diverse 

attorneys. Building on these efforts, they encourage attor-

neys throughout the firm to maintain active relationships 

with law school alumni associations to meet successful 

attorneys who may be a good fit for the firm.

DAC has launched a number of innovative practices 

providing “tool kits” for the firm’s group leaders and affinity 

groups that spell out best practices in a variety of areas, 

including equitable distribution of work assignments.

In 2007, Nixon Peabody was named one of the “100 

Best Companies to Work For” by Fortune magazine for the 

second consecutive year, which included special recogni-

tion for diversity achievements. In addition, the firm has 

been recognized as a “Best Place to Work” by Washington 

Business Journal. The firm was given the highest rating 

(100%) by the Human Rights Campaign Foundation’s 

Corporate Equality Index on gay, lesbian, bisexual, and trans-

gender equality in corporate America (2006/2007), and it 

received a “Best Practice for Diversity” award from the New 

Hampshire Cultural Diversity Awareness Council (2006). The 

New York State Bar awarded Nixon Peabody the President’s 

Award for outstanding pro bono service, and the National 

Bar Association recognized the firm with the Presidential 

Award in 2004 for demonstrating a sustained commitment 

to diversity.  DB

(L-R) Kendal Tyre, Co-Leader, Diversity Action Committee, Nixon 
Peabody; Liz Moore, Co-Leader, Diversity Action Committee, 
Nixon Peabody; and Simone Wu, Senior Vice President and 
General Counsel, XO Holdings, Inc.
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2007 Sager Award
West Region
Morgan, Lewis & Brockius LLP

Franklin Brockway Gowdy
Managing Partner, San Francisco office

The firm, founded in 1873, now has more than 1,300 

lawyers in 22 offices worldwide.  Morgan Lewis has a 

broad range of practices, including antitrust, business 

& finance, employee benefits, energy, FDA/healthcare regu-

lation, intellectual property, investment management, labor 

& employment, litigation, personal law, real estate, and tax.

In the western region, 26 percent of all attorneys are 

minorities, and 42 percent are women. Thirteen percent of 

the partners in the region are minorities, and 24 percent are 

women. More than half of the firm’s new hires in the region 

are minorities, and 67 percent are women. 

  “At Morgan Lewis, we are proud of our accomplish-

ments. Across our offices and practice areas, we have 

demonstrated success. Diversity is part of the fabric of the 

firm. We are honored to accept the Thomas L. Sager award,” 

says Brock Gowdy, Managing Partner, San Francisco office 

and Member of the firm’s Advisory Board. 

  Firm Chair Francis M. Milone has made diversity a key 

focus for the firm. To illustrate this commitment, Mr. Milone 

has made diversity the theme of the firm’s 2007 annual 

partner meeting, a bold step to emphasize the importance 

of diversity. 

  The firm sponsors many programs for its diverse 

lawyers, including an annual Attorney of Color Meeting. 

This event brings together attorneys and senior manage-

ment from the firm’s offices to discuss diversity as it relates 

to clients and the firm. The meeting focuses on enhancing 

diversity as a key component of the firm’s business strate-

gies. In addition, the firm sponsors events at the office 

and regional levels to support women in their careers. 

For example, the firm has hosted a joint program with a 

leading accounting firm for a women’s client development 

program. 

  The firm encourages policies that allow diverse 

approaches to life balance, and shows that there is not one 

right way to success. Alternative schedules are available to 

everyone in the firm and are no deterrent to advancement. 

In fact, 19 percent of the female attorneys who were elected 

to partnership in the past five years were elected while 

working an alternative schedule. 

  Morgan Lewis has created a Diversity Fellowship 

Program (DFP). Open to any second-year law student, 

the DFP awards salaried summer associate positions and 

$15,000 stipends to highly qualified students. The stipends 

are paid to fellowship recipients who complete the Summer 

Associate Program and accept offers of full-time associate 

employment with the firm. 

Morgan Lewis was the first-ever recipient of the 

University of Pennsylvania Black Law Students Association’s 

Contribution of Distinction Award in February 2005, and in 

2007 received the Corporate Partner of the Year Award from 

the Hispanic National Bar Association.   DB

Franklin Brockway Gowdy, Managing Partner San Francisco  
office of Morgan, Lewis & Bockius LLP, and Michelle Banks, 
Senior Vice President and General Counsel, Gap, Inc.
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2007 Sager Award
Northeast Region
Akin Gump Strauss Hauer & Feld LLP

Ackneil M. (Trey) Muldrow III
Partner

Daniel H. Golden
Partner in Charge, New York Office

Founded in 1945 by Robert S. Strauss and Richard 

A. Gump, Akin Gump Strauss Hauer & Feld LLP has 

more than 1,000 lawyers and professionals in 15  

offices worldwide.

The New York office is one of the firm’s fastest grow-

ing and most diverse offices. It opened in 1993 and is now 

home to more than 160 lawyers. Nearly 19 percent of the 

attorneys in the New York office are minorities and 39 

percent are women. In the partnership ranks, 16 percent 

are women and 7 percent are minorities. In 2006, women 

comprised 44 percent and minorities comprised nearly 23 

percent of the office’s new hires. 

“Akin Gump was founded on principles of diversity, and 

our tradition challenges us to remain resolute in our com-

mitment to an inclusive environment,” says Daniel Golden, 

partner in charge of the firm’s New York office.  “While we 

are proud of these results, we are dedicated to building 

upon our record of success. At Akin Gump, diversity is not 

about numbers; it is how we define excellence.”

Diversity is an important and integral part of everyday 

life at Akin Gump. The firm continually works to attract, 

retain, and promote racially and ethnically diverse attorneys 

by implementing innovative practices and embracing a 

culture of inclusiveness and equal opportunity. For example, 

Akin Gump’s firmwide diversity committee—compris-

ing minority, female, openly gay as well as non-minority 

attorneys—works hand in hand with the diversity com-

mittees in each of the firm’s offices. These committees 

provide open forums for attorneys and personnel alike to 

proactively communicate questions, concerns, and ideas 

to firm management, to assess progress in diversity, and 

to recommend additional means by which the firm can 

enhance its diversity.   

In 2002, the firm 

instituted a formal “reduced 

workload policy” to enable 

attorneys to fulfill family 

responsibilities along with 

their work responsibilities. 

The policy specifically 

provides that attorneys 

working a reduced work-

load remain eligible for 

partnership and counsel 

promotions.

Appreciating the significance of mentoring, Akin Gump 

has a formal program to help new lawyers integrate into the 

firm. Akin Gump has also developed a Partner Recognition 

Award in each office to recognize and reward the partner 

who excels in the mentoring and professional development 

of associates and counsel; a donation in the award winner’s 

name is made to the charity or educational institution of his 

or her choice. 

The Yale Law Women ranked Akin Gump third in the 

country in its 2007 list of “Top Ten Family Friendly Firms.” 

The American Lawyer ranked it among the top five firms for 

the greatest percentage of minority partners in 2005, and 

the Minority Law Journal recognized it as one of the ten law 

firms with the highest number of minority partners in 2006. 

Akin Gump also earned the highest rating (100%) by the 

Human Rights Campaign Foundation’s Corporate Equality 

Index which measures gay, lesbian, bisexual, and transgen-

der equality and inclusion.  DB
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A Generation Apart
Two sets of father-and-son legal professionals 

reflect on how diversity within the practice of law 
has changed over the years—and how it hasn’t

By Kara Mayer Robinson

I
n the late 1970s, impressive credentials got an 

African American attorney only so far. Despite 

extensive trial experience and national recognition 

in high-profile health care and defense procure-

ment fraud cases, service as a Navy JAG Corps supe-

rior, and a prominent role as chief of the Criminal Division at 

the U.S. Attorney’s Office (USAO), Gregory P. Miller Sr. had a 

difficult time landing a partner role at a major Philadelphia 

law firm. After banging his head against the proverbial wall, 

he took a position at spinoff law firm Hoyle, Morris & Kerr. But 

the offer was as an associate, not a partner. “Even though I 

was in the number-three position [at USAO], I still couldn’t get 

an offer from the major law firms in town,” he explains, noting 

that every prior chief at the USAO slid into partner roles.
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Eventually, after generating a stream of business and 

obtaining positive legal results, he made partner at Hoyle 

and earned membership in the firm’s executive committee. 

He later branched off, opening the private firm of Miller, 

Alfano & Raspanti; in January 2008, he will join the Philadel-

phia office of Drinker Biddle & Reath as a partner. Despite 

the success he achieved over the course of his career, 

however, scaling discriminatory obstacles proved tough.

Corporate America Shifts  
its Goals
Getting a foot in the door wasn’t quite as arduous for Miller 

Sr.’s son. By the time he graduated from Case Western 

Reserve University with a B.A. in communication sciences, 

Gregory P. Miller II, currently the director of business devel-

opment at legal recruiting firm Major, Lindsey & Africa, 

boasted a number of assets valued by corporate America, 

including a prestigious private school education, a broad 

set of worldly experiences, and general likeability. And that 

was no accident. Knowing full well how the cards would 

be stacked against him, Miller Sr. armed his son with a set 

of tools intended to open doors that had remained stuck 

when he started out. “I provided him with the best private 

schools, sailing lessons, golfing, and all the things that make 

him a well-rounded individual,” explains Miller Sr., who 

describes his son as an intelligent, articulate, handsome, 

“very smooth kid.” Such attributes undoubtedly contributed 

to his ability to rise through the ranks, eventually landing 

a high-level position at Major, Lindsey & Africa, where he 

works closely with minority attorneys and in-house clients 

to place senior-level in-house counsel in new positions. But 

were these advantages enough to break the racial barriers 

against which Miller Sr. fought so hard?

“Even the fact of Greg getting this job is significant,” 

says Miller Sr., noting that the general corporate push to 

improve diversity was a major factor in smoothing entry for 

African Americans. “The pressure that corporations are plac-

ing on firms to be diverse is a huge benefit to minority law-

yers. For me, it’s inconceivable that we would be at a time 

when majority corporations would be saying that it matters 

to them. I can’t even believe that the day has arrived.”

“The pressure that corporations are 
placing on firms to be diverse is a 
huge benefit to minority lawyers.”

— Gregory P. Miller Sr.

Gregory P. Miller Sr. and Gregory P. Miller II
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Vincent Cohen Sr., former litigator 

for the Department of Justice and 

the first African American managing 

partner at Hogan & Hartson, knows 

firsthand how tough it was for a 

minority attorney starting out a gen-

eration ago. Not only was he steered 

away from typical legal outlets upon 

graduating from Syracuse University, 

but he quickly learned why. “In 1960, 

when I graduated, I went down to 

Wall Street and was told flat out that 

‘We don’t hire negroes,’ ” he explains. 

“I was frozen out.”

After Martin Luther King Jr. was 

assassinated, however, opportunities 

began to open up. Subsequent riots 

shook things up enough for law firms 

to seek out black lawyers, Cohen Sr. 

explains. “Martin Luther King’s death 

gave me my job, straight out. If he 

had not been assassinated and the 

riots had not taken place, I wouldn’t 

have been hired.” It was then, in 1969, 

that he signed on to work for Hogan 

& Hartson. Although the doors had in 

fact opened, a long time remained for 

equal treatment and respect.

Cohen Sr. recalls attending a firm 

party where, despite being welcomed 

as a new part of the Hogan family, he 

was subjected to racist remarks. Most 

memorable was a comment by the 

firm’s managing partner, who had 

been drinking heavily. When the song 

“Watermelon Man” played, the man 

laughed and said, “Vince, they’re play-

ing your song!” Worse yet, each time 

Cohen Sr. appeared in court, the judge 

would call his managing partners 

to give a performance report. “ ‘He’s 

good!’ they’d say, meaning ‘We don’t 

think blacks are smart, but this one’s a 

good one,’ ” recalls Cohen Sr.

In retrospect, he recognizes that 

he was able to translate such blatant 

discrimination into a competitive 

advantage. “Every time I went [to 

court] and performed, I was given an 

accolade that the average Hogan & 

Hartson associate wouldn’t get. Those 

accolades helped convince a broader 

group that I was worth the partner-

ship I subsequently got,” he explains. 

That recognition, in combination with 

his intelligence, hard work, and keen 

legal skills, made the difference.

Two Steps Forward; 
one Step Back
Though Miller II believes the road he 

is traveling is better-paved than it 

was for his father, he still finds it to be 

scattered with rocks and potholes. 

Lower pay, minimal recognition, and 

denied promotions are all too familiar 

to Miller II, who insists that the “good 

old boys’ network” is still alive and 

well. But, surprisingly, one of his most 

daunting disadvantages—consistently 

being given a company’s worst sales 

territory—has turned into his big-

gest boon. “One hundred percent of 

the time, I’ve received territories in 

the bottom 5 to 10 percent,” he says. 

Rather than stewing over the injustice 

of it all, Miller II channeled his energy 

into turning those territories around 

and, in doing so, produced dramatic 

results practically overnight. He over-

shot existing quotas and revenue tar-

gets, thereby increasing the historical 

revenue by 200 or even 300 percent. 

Like Cohen Sr., Miller II capitalized on 

Vincent Cohen Sr.

Vincent H. Cohen Jr.
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racial discrimination, using it as an 

opportunity to excel.

Vincent H. Cohen Jr. recognizes 

that, despite the lack of overt discrimi-

nation in the law profession, the odds 

are still stacked against him as an 

African American attorney. “There are 

definitely subliminal issues,” he says, 

noting that survival in predominantly 

white law firms depends on having 

the right mentor. Now partner at 

Schertler & Onorato, Cohen Jr. recalls 

ongoing struggles as an associate to 

land a competitive book of business 

that seemed to be “wrapped up and 

tied with a bow” for his white coun-

terparts. He believes that, in order to 

meet quotas and find opportunities to 

shine, it’s vital to have a mentor who 

filters down work.

Perception also plays a role. “I’m 

not overly aggressive, but I was often 

told to slow down and wait. My coun-

terparts who do not look like me are 

not told to wait.” Cohen Jr. observes 

that he has had to hustle to gain the 

same amount of work, something that 

senior management may perceive as 

aggressive behavior.

What’s In a Name?
Another element that the Cohens 

and Millers have in common can be 

described as a type of “reverse dis-

crimination.” Neither surname, Miller 

nor Cohen, sounds particularly black. 

Quite the contrary, they both sound 

“white.” This has stirred up unex-

pected evidence of racial bias both 

internally and externally.

Cohen Jr. represents a number of 

famous individual clients, including 

NBA all-stars and an Olympic gold 

medalist, and often works on high-

profile cases. His name sometimes 

appears in newspapers or maga-

zines, but typically without a photo. 

Word of mouth spreads, and new 

clients call him seeking specialized 

representation. When they arrive in 

person, they’re sometimes thrown off 

guard. “On many occasions,” explains 

Cohen Jr., “my assistant put [new 

clients] in a conference room and 

I’ve walked in with a white partner 

of mine and they say, ‘Mr. Cohen, it’s 

nice to meet you’ and they shake my 

white partner’s hand. Or they say, 

‘Is Mr. Cohen available?’ There’s an 

assumption that because I’m a lawyer 
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and [because of] my last name, I have 

to be an old Jewish guy.”

Cohen Sr. has had just as many 

puzzling experiences, including one 

when he represented General Motors. 

At the beginning of a trial, when 

the judge was ready to proceed, the 

plaintiff’s attorney paused, noting that 

they couldn’t proceed because the 

attorney for GM hadn’t arrived yet. The 

judge asked Mr. Cohen to please stand 

up, which he did, but the plaintiff still 

didn’t understand. “In his mind, it was 

inconceivable that a black man could 

represent GM in those days,” recalls 

Cohen Sr. “He couldn’t see me.”

“With a name like Miller, there’s no 

indication to most clients that I’m Afri-

can American before they come in the 

door,” adds Miller Sr. “I’ve noticed the 

reaction of some. They appear at the 

door and they’re sort of waiting for 

Mr. Miller to show up.” His technique 

is to demonstrate his expertise before 

clients have too long to think about it. 

“I’ve learned over the years that I have 

about five minutes to close them. And 

I’ve been successful at allaying any 

fears that they have,” he says.

“I faced this going to prep school 

and job interviews,” says Miller II. “I’d 

go to an interview and they’d expect 

a non-African American and then see 

an African American.” Growing up in 

Bucks County, Pa., he was one of few 

minorities who lived in the upscale 

area and attended private school. Even 

now, when potential employers review 

his resume, which includes this atypical 

background, they sometimes appear 

surprised upon meeting him. “There is 

a subtle racism that takes place. They 

see your prep school and your name 

and they’re automatically going to 

think that you’re white because they’re 

typically white institutions.”

 “My father always said you have 

to work past that initial reaction,” he 

adds. “But if your accomplishments 

supersede that initial shock reaction, 

that’s very powerful.” Despite being 

something of a pioneer himself—

Miller II was the first minority hired at 

several major organizations—deter-

mination and a solid work ethic have 

enabled him to break barriers, make 

his mark, and rise to the top of his pro-

fession. Miller Sr. taught him very early 

on that to succeed in the predomi-

nantly white field of law, he’d need to 

give everything his all, working harder 

than his peers and honing his skills to 

be sharper than theirs.

As a teen, when his peers were 

enjoying typical summer activities, 

Miller II was sent to writing camp 

because his father believed his skills 

needed improvement. “The trade-off 

was, ‘Go to writing camp first, and then 

you can go to sailing camp afterwards. 

Go put 110 percent into writing and 

then you’ll see your reward,’” explains 

Miller II. If Miller Sr. learned anything 

over the course of his career, it was 

that striving to meet your maximum 

potential is essential to rising above a 

racially biased profession.

Miller II undoubtedly benefited 

from his father’s wisdom, and has 

achieved professional success with 

fewer struggles than his father encoun-

tered. But is the climate actually better 

today than it was yesterday? Both 

generations of Millers and Cohens 

believe there’s still a long way to go, 

citing ongoing barriers to law school 

admission and sparse openings in 

prominent law firms. Even so, the Millers 

and Cohen Jr. believe things are on their 

way up. But Cohen Sr. isn’t convinced.

“It’s 10 times worse than young 

attorneys even understand,” he says, 

noting that it’s more covert now but just 

as formidable. “If you’re not a part of the 

old boy network, you’re not going to get 

the work. Senior lawyers do things to 

make it impossible for you to succeed. 

At least when I went in, it was clear. The 

Cohen Jr.s of the world have a harder 

fight than I did because at least my 

enemy was not a moving target.” DB

 

Due to the fantastic responses MCCA 

received to a query regarding multigen-

erational-lawyer families, we are pleased 

to present this topic as a regular feature 

throughout 2008. Be sure to look for this 

column in future issues, and please feel 

free to send your suggestions or com-

ments to robtruhn@mcca.com. 

Kara Mayer Robinson is a freelance writer 

based in northern New Jersey.
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DEFENDING  
CLASS ACTIONS: 
20 Best-Practice Tips
By Francisco Ramos Jr., Esq.

When a lawsuit crosses a general counsel’s desk, 

two words stand out more than any other: “class 

action.” The company faces a lawsuit from not just 

one person, but from hundreds, perhaps thousands or more. 

Already, the media may have wind of the story, and the 

CEO and other top executives will soon be barraged with 

requests for interviews and comments. Company stock is 

likely to take a hit before the close of the market and may be 

down for weeks or months. With the product under attack, 

the entire company is on the defensive, fighting for its life. 

Everyone is looking to the general counsel to save the day. 

In today’s legal environment, new products and services 

get tested in courtrooms as often as in living rooms. When 

a prescription drug, medical device, tire, or laptop fails in 

similar ways for several consumers, a company may face a 

class-action lawsuit. An astute corporate general counsel 

must consider a class action as a “when” rather than an “if,” 

and work toward the goal of defeating class certification. The 

first step in being prepared is a “class-action checklist” that 

anticipates legal arguments and trumps them. This 20-item 

checklist describes the keys to a successful outcome.

1. Get the facts—all of them. In defending any case, 

particularly a class action, gather all the relevant facts. 

Jenner & Block Partner Molly J. Moran is a firm believer in 

knowing what one is getting into. “The first thing to do is 

learn all the facts to get a sense of the magnitude of the 

situation and to give the client a proper evaluation,” she 

says. “How big a class are we talking about? Have the facts 

changed about the product? Are the key players who devel-

oped the product still around? How much money has the 

client made from the product?” 

Sylvia H. Walbolt, partner at Carlton Fields, agrees. 

“First, sit down with the client and get as many facts as you 

possibly can. You do that in any case, but in particular class-

action lawsuits.” Thus, the first job is to gather the details, 

organize them, and compile them in an internal memo so 

that they are at your fingertips. This process is surprising 

and revealing. Often, the actual facts are very different from 

what you believe they happen to be. 

2. Grasp the legal issues. Next, examine the legal issues 

raised by the allegations in the complaint. “After looking 

at the facts, look for legal issues,” recommends Walbolt. 
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“Always have them in the back of 

your mind, because if you have to 

appeal, you want the appellate court 

reviewing legal issues, not factual 

ones. Factual issues are reviewed 

under an ‘abuse of discretion’ stan-

dard, which is very high. Legal issues 

are reviewed de novo.” 

3. know the players. Be familiar 

with opposing counsel, the judge, 

and most important, outside counsel. Class actions are com-

plex, sophisticated matters, and the wrong defense counsel 

can make a bad situation worse. Hire defense counsel who 

specialize in class actions, preferably in the type of class 

action that is the subject of the complaint. “Class-action 

lawsuits arise in a wide array of practice areas, including con-

sumer, securities, antitrust, employment, healthcare, ERISA, 

and environmental. The best and most efficient representa-

tion will likely be provided by outside counsel with exper-

tise in the substantive area underlying the class action and 

the procedural rules and strategies that govern class-action 

litigation,” notes Tiffani Lee of Holland & Knight. In addi-

tion, search for outside counsel who have defended claims 

brought by the firm that filed the class action. Their insight 

will prove invaluable.

Recruit outside counsel to learn everything possible 

about the plaintiff’s counsel, particularly his or her level of 

experience in handling class-action suits. Is the plaintiff’s 

counsel competent to tackle such a complex matter? Inex-

perience of the plaintiff’s counsel may enable a company to 

mount a defense to the lawsuit on the basis of inadequacy 

of counsel.

Kenneth E. Payson, partner at Heller Ehrman, empha-

sizes this point. “Study who the plaintiff’s counsel is, because 

it is essential. There are a number of plaintiff’s firms who 

handle exclusively class-action suits. And then there are 

firms who should not be handling them. You must always 

evaluate whether plaintiff’s counsel is adequate. A class 

cannot proceed with inadequate counsel.” 

Knowing the opponent is also important when evalu-

ating strategy and settlement options. “I want to know who 

the plaintiff’s attorney is. If you get a sophisticated lawyer, 

they will walk away if you are able to show this isn’t a good 

case.” Moran explains.  An inexperienced attorney will likely 

make unreasonable demands and may drag out litigation 

longer than necessary.

And, of course, you need to know the judge. Some 

judges are more likely than others to grant class certifica-

tion. A given judge can have an impact on how a company 

values a case and its settlement negotiations. 

4. hire experts. Right now. Do not wait to hire experts. 

Yes, they are expensive, but the value they bring to a case 

may be priceless. Then, talk to experts and get their sense 

of the case to learn how to best approach it. Joanna J. Cline, 

partner at Pepper Hamilton, shares this view. “Experts help 

you undermine the substance of plaintiffs’ claims. They are 

also good at the certification stage, in showing how plain-

tiffs don’t have things in common, so as to help undermine 

a class. Often, experts will be able to see nuanced issues 

among class members to help defeat or narrow the scope 

of a class.” 
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“class-action lawsuits arise in a wide array of 
practice areas, including consumer, securities, 
antitrust, employment, healthcare, erISA, and 
environmental. The best and most efficient 
representation will likely be provided 
by outside counsel with expertise in the 
substantive area underlying the class action 
and the procedural rules and strategies that 
govern class-action litigation.”

— Tiffani Lee
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5. Ensure that outside counsel understand the 

business. For outside counsel to be effective, they need to 

understand the company’s business. Commit the time and 

resources to ensure that outside counsel understand the 

product or service in dispute. To that end, Walbolt suggests, 

“It is very helpful if the client can assign you a business-

person—who knows the business—who can work with you. 

No one knows the business like the client does.” Elizabeth 

Hernandez, the City Attorney for Coral Gables, Fla., agrees. 

She believes this advice is particularly relevant when repre-

senting government bodies or entities. “It is always incum-

bent on outside counsel to understand not just the wide-

ranging impacts of a particular issue on an entire industry (or 

municipalities), but also that there may be factually distin-

guishing features region to region. What we always try to 

do is educate the outside counsel on the intent behind the 

regulation (or decision). We make certain that city attorneys 

from each of the affected regions—we create a grid—are on 

an oversight committee so that we have everyone’s input. 

Finally, we make certain outside counsel provides recom-
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mendations on how to make changes, 

minimal or major, that will accomplish 

the same goals. This keeps costs and 

issues to a minimum.”  

6. Develop a litigation plan 

with the end in mind. As with any 

other case, talk through with outside 

counsel a litigation plan that delivers 

the desired result. According to Troy 

M. Yoshino, partner at Carroll Burdick & 

McDonough, “It is important to get on 

top of class-action matters very quickly 

and develop a game plan so that it is 

you who dictates the course of litiga-

tion. You need to get aggressive early.” 

For example, one of the first 

things the defense team must 

determine is whether the case can 

be removed to federal court. “Defen-

dants facing purported class-action 

complaints filed in state court should 

immediately assess whether there is 

a basis for removal to federal court. 

Notably, the Class Action Fairness 

Act (CAFA) of 2005 expanded federal 

jurisdiction for diversity class actions, 

while reserving for the states certain 

actions of a local nature. Thus, CAFA 

provides some options for the defense 

that did not previously exist. Those 

should be thoroughly explored at the 

outset of the case,” notes Lee.

7. Define what “victory” means. 

When developing the game plan, 

spell out goals and specifically define 

what constitutes a win. Jones Day 

Partner Patricia J. Villareal defends 

securities class actions. Villareal notes 

that defeating class certification in 

these class actions is difficult. But a 

victory is often something short of 

defeating class certification. “You have 

to define what victory is. Usually, the 

goal is more strategic. I have achieved 

victories of delay or distraction that 

can be important to how the case 

is viewed by the plaintiff’s counsel. 

Although it is likely we will not win 

the battle to prevent class certifica-

tion in the securities setting, there will 

be advantages and strategic reasons 

to fight class certification vigorously.” 

Cline agrees that victory is defined by 

the type of case. “It often is tough to 

fight certification in antitrust price-

fixing cases. It may not be worth 

fighting the class issue. A win may be 

defined by reducing the size of the 

class or the length of the class period.”

8. Get a handle on the damages. 

Evaluate what the company’s expo-

sure may be to help set reserves and 

marshal resources. Counsel needs to 

know the size of a problem that the 

company is facing so that the com-

pany can appreciate the scope of the 

problem. Knowing what is at risk will 

help a company prepare an appro-

priate legal budget and develop a 

game plan. 

9. Defend the product. To defeat 

class certification, attorneys must be 

prepared to defend the company’s 

product to the bitter end. If the com-

pany cannot stand behind the product, 

then it is time to consider settlement. 

“If you believe in a product, you have 

to defend it, and you have to find 

people in the company who are going 

to defend it. If you cannot defend the 

product, and you know it is going to 

be a problem, then you have to start 

thinking about finding a way to resolve 

the case,” says Moran.

10. Manage the company’s docu-

ments. When thinking about class 

actions, think documents—lots of 

them. “Documents produced can 

number in the millions. I handled a 

case where the client produced 10 

million documents. This is a huge 

cost—not only to gather and produce 

these documents, but to prepare the 

corporate witnesses with these docu-

ments,” Villareal of Jones Day explains.

A plan is necessary to gather, 

sort, and organize all these docu-

ments and manage the technological 

tools to do so. “How are you going 

to review all the documents? Code 

them? Which ones are the hot docu-

ments? How are you going to use 

them?” Villareal asks. “Because it is 

such a costly item for the client, you 

need to devise a plan that will man-

age the production process.”

continued on page ��

�� November • December 2007DIVERSITY & THe bAr®





Domestic  
Partner 

Benefits

 
DEFENDING 

CLASS ACTIoNS

Yoshino’s firm relies in part on 

proprietary software to keep track of 

all those documents. “It is very impor-

tant to stay on top of all the informa-

tion that is out there. Our firm has a 

lot of technological tools that help us 

with document management.” 

But before sorting through 

piles of documents, ensure that they 

have been preserved. Destruction of 

relevant records, even if done in the 

normal course of business, may subject 

a company to sanctions. Any litigation 

will require a documentation preserva-

tion directive to make sure that counsel 

has not added the issue of spoliation. 

Steve Y. Koh, a partner at Perkins Coie, 

agrees. “You want to ensure that the 

company stops purging documents in 

its normal course of business. You want 

to avoid any hint that the company did 

not preserve records.” 

11. limit discovery. With the enor-

mous amount of documents out there, 

make every effort to limit discovery. 

“Try to get discovery limited during 

the precertification phase to discovery 

relevant to the issues raised by certi-

fication,” Koh says. “It is good to try to 

get discovery focused to reduce the 

burden on the defendant.” In short, 

press discovery on class certification 

before discovery on the merits. 

12. kill the case early. Search 

for the rifle shot that can kill the 

case early in the process. Is the case 

susceptible to a motion to dismiss? 

Summary judgment? Does an arbitra-

tion provision come into play? “Even 

though a lawsuit may be categorized 

as class action, it is still an individual 

lawsuit, before class certification, 

which is vulnerable to a dispositive 

motion,” Payson notes. It can be a 

huge benefit for a client to get out of 

a case before incurring the substan-

tial burden and expense of class-

related discovery and motions prac-

tice on class certification. David M. 

Orta, partner at Arnold & Porter, says 

that if he can knock out a suit on a 

dispositive motion, he does just that. 

If that is not feasible, he will try to get 

the case knocked out at the summary 

judgment stage. Likewise, Moran 

believes early motions can be a very 

effective way to derail a class action. 

“It’s not unheard of for class-action 

suits to get dismissed on substantive 

issues such as lack of personal juris-

diction over defendants or plaintiffs’ 

lacking standing. It’s also not unheard 

of to get a ruling enforcing arbitra-

tion clause.” says Moran. 

13. Attack the representatives’ 

claims. Knocking out the prospective 

class representatives can discharge 

the entire case. “Look very hard for 

potential attacks on the individual 

claims of the class representatives,” 

suggests Koh. “If you can come up 

with good reasons why individual 

claims fail, you go a long way in 

showing why the entire action fails.” 

To that end, suggests Yoshino, work 

to get plaintiffs’ theories of the case 

pinned down through pleading prac-

tice or contention discovery, and then 

depose the named plaintiffs early, to 

evaluate whether they are adequate 

representatives and whether their 

claims are typical of the class. Villareal 

says that a plaintiff’s deposition could 

be the watershed event in a case. 

“Sometimes the plaintiff never bought 

the product in question. Or he did not 

know he was being put forth as a class 

representative.”

Eliminating the prospective 

representatives may eliminate the case 

for good. “Once we get dismissed on 

the individual claims, plaintiff attorneys 

may not be able to find new class repre-

“Although it is likely we will not win the 
battle to prevent class certification in the 
securities setting, there will be advantages 
and strategic reasons to fight class 
certification vigorously.”

— Patricia J. Villareal

continued from page �4
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sentatives,” says Payson. A recommended 

strategy is to discharge class-action repre-

sentatives who do not support the class, 

and in so doing, knocking out the cases. 

14. undermine the class. Strike at 

the heel of the prospective class by 

showing that individual issues predomi-

nate. In his cases, Orta tries to establish 

that individual issues prevail more than 

common issues. “A lot of class actions 

falter on this point,” he says. “Through 

the depositions of class representatives, 

we try to show that there are a lot more 

individual issues than common issues.” 

Certain types of cases, such as phar-

maceutical or medical devices, are less 

suitable to class certification because 

personal injury matters focus on indi-

vidual issues. 

15. have a public relations plan. 

Class actions are often front-page news 

in the Wall Street Journal and in other 

newspapers. Because class actions 

attract media attention, it is important 

to have a public relations plan to deal 

with the issues. Koh states, “Alert the 

company’s public relations and com-

munications groups to be ready to 

respond to media inquiries.  

16. Be prepared to fight the 

battle on more than one front. 

In addition to a class action filed in 

one jurisdiction, a company may face 

similar actions filed in other jurisdic-

tions, with a government investigation 

to boot. A company needs an overall 

strategy to fight these different battles 

to ensure consistency. “Decide on a 

strategy in case you are defending the 

same set of facts in various jurisdic-

tions in different settings,” says Moran. 

“You need to have a plan so that your 

witnesses are not being deposed mul-

tiple times in different jurisdictions, 

so that you are not responding to the 

same written discovery more than 

once.” Coordination is key. “You have 

to coordinate defending the different 

causes of action and the different par-

ties prosecuting their claims,” Moran 

recommends. “You have to manage 

large groups of people to handle 

these matters.”

17. Be creative. Class actions are 

complex and unique. To respond to 

them, creativity is key. Jury consultants 

may help in developing themes for 
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defending the case. Reviewing the 

web sites and blogs of different plain-

tiff class-action attorneys may provide 

insight into what to expect next from 

opposing counsel. 

18. Treat the class certification 

hearing as a trial. A class action 

generally rises or falls on the court’s 

ruling on class certification. There-

fore, it is imperative to treat the 

hearing as a court proceeding. Wal-

bolt says, “We treat the evidentiary 

hearing on class certification as if it 

were the final trial. We prepare for it 

accordingly.”  

19. have a plan if the class is cer-

tified. If the class is certified, all is not 

lost. Have a plan on how to deal with 

it, whether through an appeal, a fight 

on the merits, or a settlement. Often, 

a settlement is the best resolution. “If 

you lose on class certification, focus 

on limiting the damages. Generally, 

if a class is certified, then counsel has 

to start laying the groundwork for an 

eventual, mutual settlement if your 

client does not have strong defenses 

on the merits,” says Orta. “Sticking 

points during settlement discussions 

revolve around an effort to structure a 

settlement that will withstand judicial 

scrutiny, which includes a determina-

tion of what is a reasonable fee for the 

plaintiffs’ counsel.” 

20. Make sure the settlement 

sticks. If you are structuring a settle-

ment, keep in mind that it will need 

court approval. A settlement that 

is too favorable to the defense may 

not withstand judicial scrutiny. “The 

settlement needs court approval, 

and courts will not rubber-stamp 

what the parties bring to them,” 

says Moran. “For example, coupons 

are just about dead. They got a bad 

name after the Class Action Fairness 

Act. You have to understand well 

in advance what it will take to get a 

settlement. Your settlement is only 

good if it gets final approval and is 

not appealed.” 

In-house counsel can no longer 

expect to dodge class-action lawsuits, 

or the media exposure that accom-

panies these cases. Today, they are as 

much a part of the job description as 

employment claims, lease agreements, 

and regulatory issues. Knowing that, 

you should develop a plan of attack 

and have it ready the next time the 

company’s product or service be-

comes the subject of scrutiny. These 

20 recommendations are a good place 

to start.  DB

Francisco Ramos Jr., Esq. is a freelance 

writer and partner at the Miami-based 

offices of Clarke Silvergate Campbell.
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Spotlighting
By Patrick Folliard Damon T. Jones:

Stepping Up to the Plate

S ince joining the Washington Nationals 

baseball team as Vice President and Club 

Counsel in late July, Damon T. Jones has 

been fielding requests for premium seating 

and complimentary tickets from almost every-

one he knows. “So far,” admits Jones, “I’ve been 

able to say, ‘I’ve just started and I don’t know 

how any of that works yet.’” Pretty soon, he will 

need a new line. 

A lifelong baseball fan, Jones concedes 

that a thorough understanding of the game 

is not required to do most of his job, but it 

definitely helps—“particularly with baseball sal-

ary arbitration and when other issues related to 

baseball contracts, players, and statistics come 

up,” notes Jones, who was an outfielder on 

his college team at the University of California 

Santa Barbara. “And generally speaking, know-

ing baseball enables me to fit in, keep abreast, 

and contribute ideas more easily. Not to say the 

job doesn’t call for substantive skills, because 

it does. There is a wide range of legal work, 

including everything from 

sponsorship agreements 

and construction 

agreements 

related to the new 

stadium to First 

Amendment 

and intellectual 

property issues.”

Jones first learned about his job by word 

of mouth. “A friend tipped me off that the 

Nationals were looking for a lawyer,” recalls 

Jones. “At the time, I wasn’t looking for a 

career change, but the more I thought about 

it, it seemed right: Finding a great new job 

that dovetails with your interests and skill 

set [litigation, transaction, and baseball], 

and doesn’t require uprooting your family, is 

simply too good not to look into.”
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Now, as the one-man legal 

department of a fledgling team with 

a new ownership group looking 

forward to its third season and a new 

ballpark opening in the spring, Jones 

is in a unique position to grow with 

a promising Major League franchise. 

“Everything legal comes my way—

I’m learning the business from top to 

bottom,” he explains. 

Prior to joining the Nationals, 

Jones was an associate at Williams 

& Connolly LLP in Washington, DC. 

Widely regarded as one of the pre-

mier litigation firms in the country, 

Williams & Connolly also boasts a 

strong sports tradition. The firm’s late 

founder, Edward Bennett Williams, 

a renowned litigator and devoted 

sportsman, owned the Baltimore Ori-

oles baseball team from 1979 until his 

death in 1988, and was part owner 

and president of the Washington 

Redskins football team for 20 years. 

The firm also began representing 

elite athletes in the 1990s, helping 

them to structure their business rela-

tionships and counseling them on all 

aspects of their professional careers.

When first hired by Williams 

& Connolly in 2002, Jones (then 

roughly three years out of Harvard 

Law School) dealt primarily with 

litigation matters and moonlighted 

in the firm’s sports department. 

Within three years, he had transi-

tioned into sports full time; by the 

time he left the firm earlier this year, 

he had helped to establish the new 

baseball portion of the firm’s lucra-

tive sports practice. 

A California native, Jones enthu-

siastically has made DC his home and 

the Nats his hometown team. Rather 

than looking ahead to his next career 

move, Jones is heeding his wife’s 

typically sensible advice: “I feel that 

I’m in the right place, appropriately 

challenged,” says Jones. “So, for now, 

I’m going to work hard and enjoy a 

really great job.”  DB

As the one-man legal  
department of a fledgling team 
with a new ownership group, Jones 
is in a unique position to grow 
with a promising Major League 
franchise.
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MOVERS    SHAKERS& 

DAvID ARROyO 
Vice President of Legal Affairs
Scripps networks

David Arroyo has been 
promoted to Vice President 
of Legal Affairs of Scripps 
Networks. Mr. Arroyo has 
served as an integral member 
of the legal department and 
of the company since joining 
Scripps Networks in 2004. 
Mr. Arroyo has managed 
the company’s active 
and threatened litigation 
matters in areas including 
international trademarks, idea 
theft, trademark infringement, 
employment discrimination, 
bankruptcy, and commercial 
litigation. Prior to his arrival 
at Scripps Networks, Mr. 
Arroyo was a trial lawyer in 
the New York office of Gibson, 
Dunn & Crutcher. Mr. Arroyo 
received an undergraduate 
degree from Duke University 
and a law degree from the 
University of Michigan Law 
School, where he was an 
editor of the Michigan Law 
Review.  

CAThy BISSOOn
Director, Labor & Employment 
Group
Cohen & Grigsby, P.C.

Cathy Bissoon has joined the 
Labor & Employment Group 
of Cohen & Grigsby, P.C., in 
Pittsburgh, PA, as its Director. 
Ms. Bissoon concentrates her 
practice on employment litiga-
tion and compliance counsel-
ing, representing clients in an 
array of industries ranging from 
higher education to heavy 
manufacturing. She has first-
chair jury trial experience in 
addition to extensive pretrial 
litigation experience. Prior to 
joining Cohen & Grigsby, Ms. 
Bissoon was a partner and the 
former firmwide head of the 
Employment Group at the law 
firm of Reed Smith LLP. Ms. 
Bissoon received her B.A from 
Alfred University in New York.  
She received her J.D. from 
Harvard University, where she 
was recognized as a National 
Hispanic Scholar.  Ms. Bissoon 
also completed executive 
leadership programs at The 
Wharton School, University of 
Pennsylvania.  

GREGORy P. MIllER 
Partner 
Drinker Biddle & Reath llP

Gregory P. Miller is joining the 
Philadelphia office of Drinker 
Biddle & Reath LLP as a partner, 
effective January 1, 2008. Mr. 
Miller is known nationally for 
his role in the Fen-Phen litiga-
tion. Mr. Miller had been man-
aging partner of boutique firm 
Miller Alfano & Raspanti, P.C. A 
former officer in the U.S. Navy 
Judge Advocate General’s 
Corps, as well as an assistant 
U.S. attorney and chief of the 
Criminal Division at the Phila-
delphia U.S. Attorney’s Office, 
Mr. Miller has a substantial 
practice in the areas of white-
collar criminal defense, as well 
as securities and accounting 
litigation. Mr. Miller frequently 
has been asked to serve as a 
special master or mediator in 
federal or state cases, and he 
is a founding member of the 
Academy of Court Appointed 
Masters. Mr. Miller is also a 
frequent author and lecturer in 
the area of legal ethics.

R. MIChAEl GIBEAulT 
National Director of Legal 
Projects 
Robert half legal

R. Michael Gibeault has joined 
Robert Half Legal as national 
director of legal projects.   
Robert Half Legal is a lead-
ing staffing service special-
izing in project attorneys and 
legal support personnel. Mr. 
Gibeault will work closely 
with both law firms and legal 
corporate departments to 
provide highly skilled legal 
professionals for a variety of 
projects including litigation, 
mergers & acquisitions, docu-
ment and eDiscovery reviews. 
Mr. Gibeault has more than 20 
years of experience in the legal 
field, including employment 
with LexisNexis Martindale-
Hubbell. Mr. Gibeault is actively 
involved in the Minority Cor-
porate Counsel Association 
(MCCA), and has been instru-
mental in forging a relationship 
between MCCA and Robert 
Half Legal. Mr. Gibeault holds 
a bachelor of arts degree from 
Geneseo State University. 

Please send your submissions to our Movers & Shakers feature to robtruhn@mcca.com. Please include a high-
resolution photo (300 dpi or greater), along with an electronic version of the applicable announcement.

72 November • December 2007DIVERSITY & THe bAr®





D
IV

ER
SI

TY
 N

EW
S Exploring Issues of Generational Diversity 

MCCA® and Freddie Mac hosted MCCA’s Mid-Atlantic Region Generational Diver-

sity Dialogue on September 27, 2007, at Freddie Mac’s corporate headquarters 

in Mclean, Va. Led by Dr. Arin N. Reeves of The Athens Group, the interactive 

dialogue and panel discussion, entitled X and Y and Baby Boomers Too! The Ins and 

Outs of Generational Diversity in Law Firms and Legal Departments, drew an enthu-

siastic and diverse audience of more than 100 people who participated in the 

dialogue and the following networking session.

In welcoming everyone to the dialogue, Robert E. Bostrom, Executive Vice 

President, General Counsel, and Secretary of Freddie Mac, discussed the increasing value of diversity 

to Freddie Mac, its legal department, and the overall legal profession, and he emphasized the growing 

importance of generational diversity in the larger dialogue on workplace diversity.

Dr. Reeves kicked off the dialogue with a presentation on exactly what and who the different 

generations consist, how they differ in work styles and perspectives, the interesting challenges that 

arise when they interact, and ways in which organizations can leverage the creativity and innovation 

that arises from generational diversity. Her presentation was followed by a panel discussion featuring: 

Charles W. Durant, Senior Counsel at Science Applications International Corp. (SAIC); Bancroft Gordon, 

Vice President, Corporate Secretary and Senior Counsel at Marriott International; Te-Mika Williams, 

Associate General Counsel at Fannie Mae; and Regina Brooks, a law student at Howard University 

School of Law. The panel of lawyers representing the various generations in the workplace today 

discussed a hypothetical situation involving the effectiveness of mentoring and communication strat-

egies across generations, the generational differences in perceptions of and expectations from the 

workplace, and the ways in which generational differences intersect with race, ethnicity, and gender.

The presentation, panel discussion, and audience participation highlighted the reality that today’s 

legal workplaces are struggling with integrating the new perspectives, ideas, and career strategies 

that Generation X and Generation Y are bringing into organizations. The dialogue also illustrated how 

candid conversations on generational differences can help people understand each other across the 

generational barriers and increase the ways in which legal workplaces truly reflect all of the values, 

points of view, and diversity.    

“At Freddie Mac, diversity plays an important role in our business of making home possible.  That’s 

why we were so pleased to host this very successful event,” said Chante Bowser, Associate General 

Counsel, Freddie Mac. “Participants walked away with a greater understanding of generational diver-

sity and how it influences communication styles, work/life balance, etc. Dr. Reeves and the panel did a 

wonderful job of illustrating the importance of recognizing and understanding generational differ-

ences and how that knowledge can serve as a bridge to open, honest and effective communication.”

For more information about upcoming Diversity Dialogues or other MCCA events, please visit 

www.mcca.com.  DB 

Dr. Arin N. Reeves

7� November • December 2007DIVERSITY & THe bAr®






