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The end of the year is traditionally a time to count one’s blessings and look ahead 
with optimism for the coming year.  But I am really straining to do so this year, and 
I suspect I am not alone in this struggle. 

As I pen this column, our nation is about two weeks away from an historic presiden-
tial election, following a campaign season that witnessed far too much mudslinging and 
divisiveness on both sides. We’re also facing unprecedented economic challenges that 
threaten our financial security.  In times of uncertainty, perhaps it’s natural to want to 
spend time looking out the rear-view mirror and longing for what we had – especially 
when the road ahead is unpaved and bumpy, and when it feels like the effort we’re mak-
ing is not reflected in the return we’re receiving. 

When our investments are not yielding acceptable rates of return, maybe we need to 
reexamine where we are investing.  Although we cannot control our rates of return in the 
financial markets, one investment that always yields high dividends is the one we choose 
to make in one another. Therefore, I’d like to encourage all of us to focus on how we can 
pull together to meet the professional challenges that lie ahead. 

In coming months, you will hear more about a national online mentoring program 
that MCCA is launching in mid-November, thanks to the financial support of our 
10x10x10 Campaign donors. You’ve heard of match.com® for dating? Well, MCCA’s 
new service will be the place to make a match for mentoring. It’s called the KAN-Do! 
Mentoring Program, and details will be available at www.mcca.com. 

I encourage you to check back with MCCA often for details on this and other excit-
ing initiatives. In the meantime, please consider that these challenging times may present 
an opportunity to examine the investments we make every day in one another, as well as 
in our shared community.  DB

Veta T. Richardson

A Model for Investment Returns

Notes From 
the Executive 
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By Patrick Folliard

Vocation/
Avocation

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

Purvi J. Patel is a partner in Haynes 
and Boone’s Dallas, Texas, office. 
She is also a fervent Madonna fan. 

Not only does Patel follow the pop star’s 
concert tours and collect her memorabilia, 
but she also consistently works to include 
Madonna in her professional life. “My 

specialty is trademark, brand management, 
and counseling,” explains Patel. “And since 
Madonna is the ultimate brand manager, 
it makes sense to tie her into my presenta-
tions. I’ll admit, even if I’m doing some-
thing unrelated to her, like a management 
presentation to the firm, I’ll find some way 

The goal of this 
column is to enlighten 
our readers about the 
private endeavors of 
attorneys who are 
part of the MCCA 
network. 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. 

Purvi J. Patel with some of her memorabilia collection in her office.
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to slip in a Madonna reference.” 
In the brand management 

world, there is a phenomenon called 
“the Madonna factor,” which refers 
to the ability to hold the interest of 
a fickle audience. The singer’s knack 
for reinvention and courting fame 
is only part of the reason Patel is 
transfixed: “She appeals to people 
who are somewhat marginalized 
and feel they don’t fit in. She gives 
you permission to be outside the 
mainstream but still be proud, pow-
erful, and successful. She’s inspiring 
to me, so I assume she will inspire 
others as well.”

Patel first came across the 
singer in 1984 and was hooked. “I 
saw her ‘Borderline’ video on televi-
sion. Madonna plays a would-be 
cover girl who forgoes the high life 
for the boy she loves, vandalizing 
a sports car in the process,” Patel 
recalls like it was yesterday. “At the 
time I was a well-behaved, chubby 
nine-year-old who felt she didn’t fit 
it. Madonna had an effect on me 
like you can’t imagine: Her bravado 
and irreverence bowled me over.”

The only child of Indian 
immigrants, Patel was born in 
Indiana. When she was in elemen-
tary school, her family moved to 
Jacksonville, Fla. “I was pushed by 
my parents to excel academically 
and did very well. In fact, I skipped 
two grades,” she says. “My mother 
tutored me and worked with me 
to make sure I stayed ahead in my 
studies, especially with mathemat-
ics, calculus in particular.”

Happily for Patel, her high 
school experience was an abbrevi-
ated one. “I was a nerdy kid who 

studied a lot and was two years 
younger than my classmates. Of 
course, I was teased mercilessly. So 
when I went off to college at 16, 
I was thrilled. Today, sometimes 
I look at 16-year-olds and think, 
‘wow, that’s so young to leave 
home,’ but for me it was welcome.”

As an undergraduate at Emory 
University, Patel double majored 
in French and political science. “I 
remember speaking with my adviser 
in the French department about 
what I was going to do after col-
lege,” she recalls. “I was passionate 
about the fine arts, especially draw-
ing, but recognized that I was prob-
ably not skilled enough to make a 
living at it. I also liked to write and 
had an interest in law—as a young 
girl I had admired the powerful 
women attorneys depicted on L.A. 
Law and I wanted to be like them. 
I wanted to wear those formidable 
power suits and carry a serious brief-
case. My professor suggested that I 
combine my interests and pursue a 
career in intellectual property.”  

At Emory University School 
of Law, Patel gravitated toward 
trademark and copyright. “It comes 
under the umbrella of IP, but doesn’t 
require a technical background,” she 
explains. “And it allows me to work 
in areas that interest me like fashion 
and design.”

Today as a very successful 
trademark lawyer at Haynes Boone, 
Patel represents four of the Fortune 
10 companies. She is also the 
youngest partner in her 200-partner 
firm’s history.  “I do a lot of 
product review: Is this fashion 
accessory or packaging infringing 
on another party’s design? I have 
a variety of clients, including 
artists, designers, restaurants, 
and technology companies,” she 
explains. “My practice also includes 
domain name disputes, trademark 
licensing, and advertising review 
and disputes. In the future, I’d 
like to do more with fashion and 
cosmetics, particularly in the areas 
of counterfeiting and product 
configuration.”

av-o-ca-tion /ævo-
ke-shun/ [av-uh-kay-
shuhn] noun—some-
thing a person does 
in  addition to a prin-
cipal occupation, esp. 
for pleasure; hobby.
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Vocation/
Avocation

When not practicing law, Patel tends 
to her avocation: pursuing all things 
Madonna. This winter, Patel is slated to 
follow Madonna’s “Sticky & Sweet” tour to 
Houston, Chicago, and Atlanta. And now 
that she is a partner, says Patel, she goes all 
out. Her seats are always within the first 10 
rows, which is not inexpensive considering 
that at face value, these tickets go for over 
$400 and sometimes sell for much more.

“It’s a different show up close,” says 
Patel. “I’ve seen Madonna at the MGM 
in Vegas, at Madison Square Garden in 
New York, in Miami, Atlanta, Chicago, 
and elsewhere, and she actually shakes 
with nervousness in the first few minutes 
of her concert. I don’t get crazy and cry or 
anything, but I’m on my feet jumping up 
and down throughout the show, singing 
every line of each song. My friends like to 

come just to watch me.” By the close of 
2008, Patel will have been to 11 Madonna 
concerts. She hopes to go to many more.  

Around the office at Haynes and 
Boone, Patel’s obsession is common knowl-
edge among partners and associates alike. 
Attorneys, says Patel, frequently duck into 
her office (which incidentally is decorated 
with Madonna memorabilia) to get the 
lowdown on the controversial pop icon. Her 
widely known Madonna obsession often 
serves as an icebreaker at bar events and 
panel discussions. When Patel was a young 
associate, her partner supervisor twice gifted 
her with rare Madonna memorabilia as a 
reward for jobs well done (see photo p. 12). 

At the start of her career, Madonna 
garnered fame with catchy dance songs 

continued on page 16
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Vocation/
Avocation

continued from page 14

and sometimes shocking behavior. The 
Michigan-born singer once told Dick 
Clark on American Bandstand that her goal 
was to rule the world. Decades later, after 
many incarnations and a bit of scandal, 
50-year-old Madonna Ciccone is still at 
the top of her game. A viable force in a 
youth-dominated industry, she continues 
to sell out concerts. Patel also notes that, in 
addition to being an extremely successful 
and wealthy businesswoman in a previously 
male-dominated industry, Madonna is also 
a noted philanthropist.  

“Madonna motivates me. Before my 
partnership interview, I listened to her Ray 
of Light CD for good luck. It got me revved 

up,” says Patel. “She is someone who works 
hard and constantly strives to top her most 
recent accomplishment. Madonna never 
rests on her laurels. Certainly that makes 
her an excellent role model for any lawyer, 
right?”  DB

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

Do you have an interesting 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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Generational 
Perspectives

The year 2008 has proven to be a 
notable one for Taylor Fields. His 
Kansas City law firm, Fields & 

Brown LLC, is celebrating its 20th anniver-
sary, and as founding partner of the defense 
litigation firm, he is particularly proud of 
its status as the largest minority-owned 

firm in Missouri. His daughter, Carla 
Fields, is also part of the celebration. A 
12-year attorney and partner with the firm, 
she has witnessed a significant part of the 
firm’s evolution.

But Carla wasn’t privy to the ups and 
downs involved in starting the business 
during a vastly different social and politi-
cal time. Back in the 1970s and 1980s, 
when her father ventured into unchartered 
territory, he helped blaze the trails toward a 
more inclusive profession.

Twenty-eight years old and fresh out of 
law school, Taylor Fields realized that the 
types of practice that were readily available 
to him and his African American cohorts 
were limited. “In Kansas City, the African 
American lawyers who were practicing law 
in private practice were limited to certain 
areas—some criminal defense work, traffic 
matters, probate work and workers com-
pensation. There was very little work done 
on the defense side of the bar and the idea 
of a firm beyond two or three lawyers of 
color was a rare thing,” Fields recalls. “Of 
course that changed in the late ’70s and 
early ’80s when large public institutions 
and some private institutions began to 
look at small minority-owned firms. The 
window of opportunity opened up in the 
’80s and ’90s.”

Small Law Firms, Big Ambitions

two generations of lawyers at three small law firms 
discuss how they seized the opportunity to advance 
diversity—and, in doing so, led their firms to success.

(Left to right, seated) Carla Fields, Taylor Fields; and (standing) Wesley Fields.

By Kara Mayer 
Robinson
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Seizing the Day
Fields was one of the first to seize 
on this opportunity. Rather than 
settle for work that didn’t inspire 
him, he set his sights on defense 
and worked hard to open doors 
that had previously been closed 
to him and his African American 
colleagues. He became heav-
ily involved in the National Bar 
Association, taking on the role of 
chairperson for its newly developed 
Commercial Law Section. Through 
this involvement he was able to take 
advantage of the growing trend 
among corporations to recognize 
the need to do business with people 
who mirrored their buyers, a group 
that included a growing number of 
minorities.

“There was a group of lawyers 
around the country that had the 
idea that if they could market 
themselves to large corporations, 
there was a window of opportunity 
and a valuable service they could 
provide in a cost-effective way,” 
Fields explains. “By putting our 
heads together, it bore fruit.”

Together this group of law-
yers, including Fields, developed 
the National Bar Association 
Commercial Law Section’s 
Corporate Counsel Conference, 
an event designed to increase the 
utilization of smaller minority-
owned firms by larger corporations. 
Although it had humble begin-
nings, today—thirty years later—
this conference is heavily supported 

and well-attended by corporations, 
large law firms, and small law firms 
alike, and has evolved into one of 
the most sought-out conferences 
sponsored by the National Bar 
Association. “It fills up quickly,” 
Fields says. “It’s one of the associa-
tion’s signature events each year.”

Whereas the work open to 
African Americans was limited 
when her father founded Fields & 
Brown, by the time Carla Fields 
joined the firm in 1995 the tides 
had begun to turn. “At that point, 
our firm was doing a lot more 
defense work,” Carla says. “A lot 
of our clients were public sector 
clients, like the Kansas City Area 
Transportation Authority and the 
Kansas City School District, and 
we were starting to do some insur-
ance defense work.” Indeed, the 

work of her father and his cohorts 
had an indelible impact on the 
profession at large, which was—
and still is—a work in progress. 
“In terms of more complex litiga-
tion for Fortune 500 companies,” 
Carla adds, “that wasn’t there when 
I started. I think that started to 
really evolve maybe seven years 
into my practice.” Today the 
firm represents such Fortune 100 
companies as Bank of America, 
General Motors Corporation, 
The Coca-Cola Company, 
ExxonMobil Corporation, Lowe’s 
Home Centers, Inc, American 
Family Insurance Group, and The 
Travelers Companies, Inc.

Diversity from Day One
James Leader, founding partner 
of Leader & Berkon LLP, in New 
York, also embarked upon a foray 
into private practice in the late 
’80s. Along with litigation part-
ners Frederick Berkon and Mary 
Faucher, Leader started up a small 
firm designed to serve individual 
and corporate clients. Because the 
firm was based in New York, a 
largely diverse city, Leader and his 
colleagues believed that develop-
ing a diverse staff of attorneys was 
a must. Right from the begin-
ning and still today, the firm has 
employed a significant number of 
minority attorneys. “Whether it’s 
pitching a client’s cause to a jury or 
pitching our firm to a corporation, 

Carla Fields
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Generational 
Perspectives

having a diverse team has helped,” 
Leader says.

Leader’s son, Joshua Leader, 
also a partner at Leader & Berkon, 
adds that although the firm had 
been practicing inclusiveness 
right from the beginning, today’s 
marketplace makes diversity a 
non-negotiable. “Maybe we were 
somewhat ahead of the curve,” he 
says. “But for the most part today, 
clients are insisting that a law firm 
be diverse. In today’s legal market 
and in the world, if you don’t have 
diversity in your businessplace, 
you’re missing out on something.”

These changes in the corporate 
climate, plus the firm’s location 
in New York, have proven to be a 
fortuitous combination for the firm. 
“New York is certainly a magnet for 
top legal talent of all different kinds 
of backgrounds, so there’s a better 
pool from which to select better 
litigators,” says James Leader.

A byproduct of the advance-
ment of diversity is increased 
competition. Carla Fields notes 
that today’s large law firms typi-
cally employ more minorities than 
they did in the past, which has a 
direct impact on a minority-owned 
firm’s niche. “There’s been a large 
push with the minority attorneys 
in major firms to capture some 
of the work that would’ve been 
carved out for smaller, minority-
owned firms,” she says. “We’re 
seeing ourselves competing a lot 
more with those attorneys.”

continued on page 22

Current Challenges
Though Taylor Fields and James 
Leader have seen critical progress in 
terms of diversity and inclusiveness 
over the past three decades, there 
are still a host of challenges that 
prove difficult for smaller firms in 
a landscape dominated by large law 
firms. Leader explains that with the 
globalization of business, Leader 
and Berkon’s New York location no 
longer offers a competitive advan-
tage. “The New York metropolitan 
area has become a much more 
competitive arena for litigation 
firms. Many firms that were good 
sources of referrals in the past now 
have New York offices, so instead of 
getting referral work, we’re getting 
conflict work.”

Joshua Leader agrees that 
large-firm competition presents the 
biggest challenge for smaller firms, 
and says that the bulk of major 

corporate cases typically go directly 
to the country’s largest law firms. 
“The competition for that type of 
work for major corporate clients 
is very, very difficult. Convincing 
large companies to hire a litigation-
only firm, especially one of our size, 
to handle these types of cases is 
something that we are constantly 
working at. It’s a marketing chal-
lenge in today’s environment to dif-
ferentiate ourselves from the pack 
and demonstrate that we have the 
same experience and impact and, in 
some cases, are better equipped to 
handle certain cases.”

Convincing potential clients 
often proves difficult, but accord-
ing to James Leader, establishing a 
strong network can be the key to 
continued growth. “Getting our 
foot in the door is the biggest prob-
lem with potential new clients,” he 
says, adding that once he and his 

James Leader Joshua Leader
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colleagues have the chance to prove 
themselves, the rest falls into place. 
This was particularly critical in the 
firm’s initial years. “Right from 
the get-go, we had a large stable of 
interesting, challenging cases,” he 
says, noting that a strong network 
with other law firms has been 
invaluable. “Many of the attorneys 
we’ve worked with in-house have 
risen within their legal departments 
and now can put in a good word 
for us with other corporations and 
businesses around the country,” 
adds Joshua.

The current push toward cost 
reduction has provided smaller 
firms with somewhat of an edge. 
“We have more flexibility in terms 
of staffing and fee setting,” Joshua 
explains, noting that in-house legal 
departments are feeling a financial 
squeeze from their boards of direc-
tors to scale back their legal budgets 
and enter into different types of 
fee arrangements. Alternative fee 
arrangements appear to be a critical 
asset that smaller firms can capital-
ize on.

Larry Abbott, founder of 
Abbott, Simses & Kuchler, agrees, 
but adds that competition remains 
fierce even in this changing climate. 
“It is indeed challenging to be a 
competitive law firm in today’s cli-
mate, both legal and economic. The 
tendency of corporate America to 
cling to the use of extremely large 
law firms continues even as the 
cost effectiveness of that approach 

has proven nearly non-existent,” 
he says. But Abbott firmly believes 
that the quality of his small firm’s 
work, the cost-effective manner in 
which it delivers legal services and 
the diversity of its talent makes all 
the difference.

Diversity Equals 
Success
Larry Abbott and son Charles 
Abbott, an attorney and shareholder 
at Abbott, Simses & Kuchler, are 
firmly committed to diversity within 
their practice. Their firm has a 
large number of formal programs 
to promote diversity, including 
a diversity scholarship program, 
participation in local and regional 
minority job fairs, active recruitment 
at law schools with diverse student 
bodies, and firm-wide luncheons to 
celebrate occasions such as National 

Asian-American Heritage Month. 
The firm is also actively involved 
in and committed to the principles 
of the DuPont Women Lawyers’ 
Network, an organization founded 
to promote the professional advance-
ment of women lawyers. In 2008, 
Abbott, Simses & Kuchler was the 
recipient of the Thomas L. Sager 
Award, which is given to law firms 
by the Minority Corporate Counsel 
Association for their demonstrated 
and sustained commitment to 
improve the hiring, retention, and 
promotion of minority and women 
attorneys (see page 42).

The makeup of Abbot, Simses 
& Kuchler reflects this commit-
ment. Its third-, fourth-, fifth-, 
and eighth-ranked partners 
and shareholders are women. 
Approximately 26 percent of their 
attorneys are minorities. “We feel 
this gives us a significant edge 

continued from page 20

Larry Abbott Charles Abbott

continued on page 24
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continued from page 22

over more traditional, non-diverse 
firms,” explains Charles Abbott. 
“Since we try so many of our cases 
in diverse jurisdictions throughout 
the United States, inclusiveness is 
extremely important to the success 
of our clients and our firm in 
diverse trial venues. As an exam-
ple, in [a trial earlier this year], 

which ended successfully with a 
defense jury verdict after three 
weeks, two of our female partners 
worked with a local male attorney 
to comprise our trial team. The 
opposing counsel [consisted of] 
three males. Our jury consisted of 
10 females and 2 males.”

Evolution is Evident
Over the past three decades, Larry 
Abbott, James Leader, and Taylor 
Fields have seen significant strides in 
diversity within the corporate arena 
and the legal profession. The contri-

butions they made to continue the 
momentum undoubtedly changed 
the landscape that their children 
ultimately entered into, which is 
particularly evident through the 
vastly different experiences of Taylor 
Fields and Carla Fields.

Both served as president of the 
Jackson County Bar Association, 

Kansas City’s National Bar Association 
affiliate chapter, but during very dif-
ferent times. Perhaps most significant 
was the vastly different composition 
of members. During Taylor’s term, 
minority members were primarily 
lawyers in private practice or in govern-
ment service or public defender’s office 
positions. “When I started, you could 
count all the African American judges 
on one hand,” notes Taylor. When 
Carla served as president, however, it 
had evolved to include many more 
minority lawyers in majority firms and 
in the judiciary.

Another notable difference 
is the improved service the bar 
association provides to its members, 
which leads to a greater impact on 
the promotion of diversity. “One 
of the major challenges then was 
that I didn’t have the breadth of 
influence that [Carla] had [during 
her term],” Taylor explains. “She 
had the opportunity to recommend 
people for commissions or commit-
tees that select attorneys for posi-
tions, and to co-sponsor programs 
by the Kansas City Bar Association. 
It brought more connection and 
more influence in shaping the over-
all legal community, and has led to 
having an input on issues.”

Without the foresight of 
forward-thinking lawyers like 
Taylor Fields, James Leader, and 
Larry Abbott, it’s hard to say what 
the landscape of smaller firms with 
a strong commitment to diversity 
would be today. What is certain is 
that they have inspired a new gen-
eration of attorneys that will likely 
continue their push toward a more 
diverse, inclusive, and successful 
business environment. DB

Kara Mayer Robinson is a freelance 
writer based in northern New Jersey.

Without the foresight of forward-
thinking lawyers like Taylor 
Fields, James Leader, and Larry 
Abbott, it’s hard to say what the 
landscape of smaller firms with a 
strong commitment to diversity 
would be today.
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White Men 
and Diversity

Kenneth Bunge has had diverse experiences within the legal profession 
that inform his ability to take a closer look at white men and diver-
sity. Ken began his legal career as a judge advocate for the United 

States Air Force before transitioning to Sikorsky Aircraft, where he served 
as a senior attorney and then deputy counsel. Ken left Sikorsky to serve as 
managing attorney of United Technologies Corporation, a Fortune 500 
company, where he managed the hiring and career development of more 
than 200 lawyers, as well as the law department’s paralegals.

Ken has also served as chairman of the Legal Quality Counsel of 
the Conference Board and as president of the Lawyers Collaborative for 
Diversity, a coalition of Connecticut’s largest law firms, leading corpora-
tions, public sector entities, law schools and state bar associations. He is 
currently president of the Association of Corporate Counsel’s Connecticut 
chapter. In addition, Ken has joined Attman Weil as an adjunct consultant.

Diversity is an important professional and personal value to Ken, and 
he has worked diligently to advance diversity and inclusion as values within 
the various workplaces and organizations he has had the opportunity to 
lead. This varied base of experience has led Ken to understand that there are 
three key components to making sure that white men are fully integrated 
into the legal profession’s diversity efforts: communication, collaborative 
teamwork, and leadership.

Communication
According to Ken, “white men often see diversity as programs, policies, and 
other proactive attempts to include minorities and women.” When white 
men see diversity in this way, they may support it as a laudable goal, but 
they support it as outsiders to diversity. “It is not a credible concept to white 
men at times because it doesn’t feel like it includes them.” Organizations 
must meet the challenge of communicating diversity in a way that includes 
white men and makes diversity relevant to their day-to-day lives. Ken has 
heard from many white men that “they not only don’t feel included, but 
they often feel directly excluded.”

continued on page 28

Kenneth E. Bunge

A Conversation with Kenneth E. Bunge
The goal of this column is to provide a frank and forthright forum to explore the views of white male attorneys 
regarding diversity initiatives, as well as to examine the role that these attorneys can and should play in those 
initiatives. In this issue, Diversity & the Bar sat down with Kenneth Bunge to discuss these considerations.
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Communicating diversity in a way that includes 
white men requires organizations to move beyond 
discussions of programs and policies, and focus on 
diversity and inclusion as values that govern the way 
business is conducted on a daily basis. Diversity and 
inclusion as values expand the business case from 
simple client demands to creating better organizations 
through collaborative teamwork. Ken feels strongly that 
“there is a business case for diversity, but it isn’t enough 

to communicate just that. You have to be forward-
thinking and articulate for people why diversity and 
inclusion create a good environment for teamwork. 
Understanding diversity and inclusion through the 
perspective of teamwork makes the business case make 
sense, especially for white men who may feel that the 
business case sets up competition for them.”

Diversity and inclusion as cornerstones for collab-
orative teamwork not only communicate the business 
case more effectively, but they create a communication 
framework in which white men feel included. When 
white men feel included, they see diversity and inclu-
sion as relevant to them.

Collaborative Teamwork
Collaborative teamwork allows organizations to 
communicate shared values such as “respect for fel-
low employees” that dovetail well with diversity and 
inclusion. Ken has found it effective to communicate 
diversity as essential to “achieving common goals.” This 

encourages white men to value diverse perspectives as 
beneficial to the team’s goals. Collaborative teamwork 
includes everyone on the team while it highlights 
diversity as strength. 

Even though Ken has found this framework to 
be very useful to draw in white male support in the 
corporations in which he has led these efforts, he 
acknowledges that the collaborative teamwork model 
is easier to implement in corporations than in law 

firms. “Corporations have values like 
diversity and inclusion built into their 
operational directives,” he explains. 
“Law firms are slow in implementing 
that model. They are being nudged 
in that direction by their corporate 
clients, but they are inherently more 
competitive than collaborative inter-
nally, and personal advancement is 
more important in law firms than a 

team’s accomplishments.” He sees this internal tension 
between individual success and team success in law 
firms as a key challenge in getting white men fully 
supportive of and integrated into law firm diversity 
initiatives.

In spite of these challenges, Ken sees the increasing 
collaboration between law firms and corporations on 
diversity and inclusion as a positive direction for the 
legal profession as a whole. “The more you get people 
to interact, to collaborate with each other on diversity, 
the more the ideas will get into law firms. White men’s 
interaction with diversity efforts through collaboration 
on diversity initiatives with their clients will get them 
to see it like they are a part of it.”

Ken strongly advocates for clear communication 
and collaborative teamwork as the vehicles through 
which white men are most likely to be drawn into 
diversity and inclusion efforts. He stresses that the 
key to drive both these vehicles is strong, focused, and 
consistent leadership.

continued from page 26

“There is a business case for diversity, but it 
isn’t enough to communicate just that. You 
have to be forward-thinking and articulate 
for people why diversity and inclusion create 
a good environment for teamwork.”

—Kenneth Bunge
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Leadership
“Diversity and inclusion,” according to Ken, “get 
integrated as corporate values when there is strong and 
focused communication from leadership at the top, 
and the message is constantly stated and reinforced.” 
Ken adds that “the commitment has to be implemented 
from the top down, but the commitment to focus on 
diversity, to include white men in that focus, has to 
have action behind it. It can’t just be words.” He also 
cautions that leadership on this issue, however well 
articulated and executed, cannot be effective if it is set 
up to be a short-term venture. “Commitment to diver-
sity has to be a long-term leadership initiative.”

In reflecting on his own experience as president of 
the Lawyers Collaborative for Diversity (Collaborative), 
Ken remembers initially hesitating when he considered 

taking on that leadership position. However, as he 
worked with others in the Collaborative, many of his 
hesitations dissipated. He found that the collabora-
tion and the teamwork in the Collaborative made his 
leadership more about his passion for the issue and his 
commitment to advancing diversity as a value. “When 
you have diversity, and all ideas are respected and 
valued, the leadership of a team becomes about getting 
things done, and white men are as much a part of that 
as anyone else.” 

In short, to include white men, you simply have to 
include them.  DB

Diversity & the Bar wishes to thank Dr. Arin N. Reeves 
for interviewing Mr. Bunge and preparing this column.
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The Minority Corporate Counsel Association (MCCA) bestows annual 
awards to publicly recognize select law firms and companies that 
demonstrate a proactive approach to diversity practices. These awards are 
presented at dinners held throughout the year in the South/Southwest, 

Midwest, West, Mid-Atlantic, and Northeast regions, respectively. In the pages that 
follow, Diversity & the Bar® profiles the companies MCCA has chosen to recognize in 
2008 for their commitment to inclusiveness in the legal profession.

The Employer of Choice Award is designed to spotlight industry leaders who have 
a commitment to, and succeed at, creating and maintaining an inclusive corporate legal 
department. This year’s winners are cognizant of the important role of diverse attorneys 
within their organizations. These corporate leaders understand that business success 
depends on having legal departments that reflect the diversity of their customers. In the 
coming years, these companies will have a distinct advantage over their competitors.

The prestigious Thomas L. Sager Award is given to law firms that have demonstrated 
a sustained commitment to diversity. The award is named for the senior vice president and 
general counsel of DuPont Company and longtime member of MCCA’s Board of Directors. 
His tireless commitment to expanding the presence of diverse attorneys in corporate law 
is furthered by the initiatives of the law firms that receive the award. These firms work for 
diversity at all levels, and recognize the imperatives involved in increasing the recruitment, 
retention, and promotion of diverse attorneys. Each winner represents the best diversity 
activities in its respective region.

The following profiles offer a glimpse of the award winners’ practices. The hard work of 
the firms and companies deserve our recognition. This year’s award winners have much in 
common. They demonstrate a dedication to diversity ideals at the leadership level, a com-
mitment from their employees, and a solid foundation for success.

Profiles of Employers of Choice begin on page 32; profiles of this year’s Sager Award 
winners can be found beginning on page 42.

30 November • December 2008DIVERSITY & THE BAR®

Presenting MCCA’s 2008 
Diversity Award Winners

By Joshua H. Shields
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Marcus Brown
Associate General Counsel

This New Orleans-based company was recognized 
as a 2008 Employer of Choice for the South/
Southwest Region because of its exceptional diver-

sity practices. This is not the first diversity award the 
company has won; in 2005, Entergy was honored with 
the U.S. Department of Labor’s Exemplary Voluntary 
Efforts Award. Indeed, Entergy has served as a diversity 
pioneer in its industry. In 1987, it was the first electric 
holding company in the nation to commit to the 
National Association for the Advancement of Colored 
People’s Fair Share Principles. Since that time, Entergy 
has spent more than $500 million with minority and 
women suppliers who provide a wide range of goods 
and services.

Entergy also works to attract diverse job applicants 
through its college recruiting efforts and relationships with 
professional minority organizations. It supports histori-
cally black colleges and universities, and has contributed 
more than $1.1 million over the past five years to schools 
to educate the next generation of Entergy employees. 

The law department, in particular, understands 
that its future workforce can be found today in this 
pipeline. “Over the years, we have expanded the law 
schools from which we recruit to include historically 
black universities,” states Marcus Brown, associate 
general counsel of Entergy. “More importantly, when 
filling a vacant position, it is mandatory that a diverse 
slate of candidates is considered.” 

Entergy, which currently has more than 20 
employee-directed diversity and inclusion councils 
throughout seven states, conducts mandatory diversity 
and inclusion training for all employees and manag-
ers. In addition, the company engages in staffing 
and succession-planning programs to ensure that all 
employees are given the tools and resources they need 
to succeed.

“When we first started our diversity program, we 
studied the successes and failures of programs at other 
companies and tried to merge them into a workable 
model. One model that had demonstrated success was 
the DuPont model. We borrowed some of their best 
practices and went to work,” Brown recalls.

Brown is careful not to take the credit for the 
company’s progress. “We have a dedicated diversity 
director at Entergy. Although the legal department has 
its independent diversity initiatives and efforts, those 
efforts are a component part of the overall corporate 
diversity model,” he notes.

MCCA’s recognition, as embodied in the Employer 
of Choice Award, is extremely important to the legal 
department and the company. Brown shares that “it is 
great honor to have Entergy’s success in the diversity 
arena recognized by MCCA. At the same time, with 
recognition comes additional responsibility. We must 
now work even harder to maintain a leadership position 
on this key initiative.”  DB

(L to R): Bill Lowrey of Shell Oil Company, Robert Sloan, Executive 
VP, Secretary & General Counsel of Entergy, and Veta Richardson 
of MCCA

2008 Employer of Choice Award Winner

South/Southwest Region

Entergy Services, Inc.
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Carlton Yearwood
Vice President of Business Ethics 

and Chief Diversity Officer 

2008 Employer of Choice Award Winner

South/Southwest Region

Waste Management

Although waste removal may not be considered the 
most glamorous business, without it we would be 
in a heap of garbage. Waste Management created 

an axiom that guides its business model: “Think Green.”
Part of thinking green is understanding people 

and the environment, and diversity is a basic building 
block to that understanding. The company could not 
function if it did not understand the differences and 
the diversity of its customers, employees, communities, 
regulators, and vendors. Waste Management is proud 
to encourage diversity not just because it is good for 
business, but because it is the right thing to do.

One diversity challenge facing Waste Management 
is in the hiring and retention of female workers. To this 
end, the company created the Waste Management’s 
Women and Minority Professional Networks Annual 
Meeting. The event was held at Walt Disney World’s 
Epcot® in Orlando, Florida, in February 2008. More 
than 400 people attended to promote diversity within 
Waste Management. The company has traditionally 
demonstrated a diverse hourly workforce, yet continues 
to address its challenge to hire more women and minori-
ties. This challenge expands to outside vendors, as well as 
within the professional and management ranks. Waste 
Management’s next diversity event will be held at the 
Bellagio Hotel in Las Vegas on March 4, 2009.

In order to determine the level of diversity in 
each outside law firm that is contracted by Waste 
Management, every firm is asked to produce a two-
page plan that assesses its people and their assignments 
to the Waste Management account. Every plan is 
graded as “good,” “adequate,” or “poor.” In 2008, 18% 
were “good” plans, 56% were “adequate” plans, and 
26% were “poor” plans. A poor plan is resubmitted 
until it shows demonstrative progress.  Overall, Waste 
Management has discovered that many of its outside 

firms made dramatic improvements by hiring and 
retaining more female and minority employees. 

Waste Management uses many different affili-
ate groups to seek out diverse attorneys, according to 
Carlton Yearwood, Waste Management’s vice president 
of business ethics and chief diversity officer. “We part-
ner with organizations that give us exposure to diverse 
attorneys such as the National Asian Pacific American 
Bar Association [NAPABA] and the National Bar 
Association, an organization committed to the develop-
ment and growth of black lawyers. We also sponsor, 
partner, and/or belong to the National Black MBAs, 
National Society of Hispanic MBAs, Women’s MBA, 
NAACP, and the National Urban League.”

Yearwood continues, “Diversity isn’t something 
that you can just announce that you’ve accomplished. A 
company can never be ‘done’ when it comes to diversity, 
because today, the focus might be on racial and gender 
representation and tomorrow it might be defined as 
something else. Our goal will always be to enhance the 
work environment for our employees, to be the best place 
to work, and to maintain our focus on hiring, retaining, 
and promoting minority and women employees.”  DB

(L to R) Bill Lowrey of Shell Oil Company, Rick Wittenbraker, 
General Counsel of Waste Management, and Veta Richardson 
of MCCA
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Cargill, Incorporated is an international provider of 
food, agricultural, and risk management products 
and services. The Minneapolis-based company is 

at the forefront of diversity practices in its region.
Cargill is supported by 160,000 employees and 

operates in more than 65 countries; the company 
invests in diversity as part of its strategic plan to reach 
consumers around the world.

The legal department, in particular, is recognized 
as a strong diversity leader within the Cargill orga-
nization. Its global team consists of 192 lawyers, and 
another 173 personnel work in 25 countries. 

General counsel Steve Euller’s 30-year Cargill 
career gives him a great perspective on the company’s 
global position: “I started as a law clerk while still in 
law school. I lived in Geneva, Singapore, and London, 
and worked all over Europe, Asia, Africa, and the 
Middle East; so I have seen first-hand that the ability to 
operate in different cultures and work among cross-
cultural teams is an imperative. The same is true in the 
United States.” 

Cargill’s legal department was the first corporate 
law department to become a member of the Twin 
Cities Diversity in Practice, a consortium of law firms 
and corporate law departments dedicated to advanc-
ing diversity in the Twin Cities legal community. 
“Minnesota is a great place to practice,” Euller states. 
Excluding perhaps New York City, the Minneapolis-St. 
Paul area has more major corporations per capita than 
any other place in America. Target, 3M, General 
Mills, Medtronic, and Cargill, among others, are based 
here. There are a lot of opportunities to do interesting, 
cutting-edge legal work. The cultural, recreational, and 
sports opportunities make it an even better place.”

Cargill casts its net as widely as possible when it 
comes to diversity. The company considers a range 

of law schools, and has recruited at historically black 
colleges. In addition, all outside counsel are vetted for 
diversity progress in accordance with the Call to Action 
initiative, of which Euller is a signatory.   

Euller also is the executive sponsor of Cargill’s 
Rainbow Alliance, the company’s gay, lesbian, bisexual, 
transgender, and allied employee council. Cargill 
received a perfect 100% rating in each of the last four 
years from the Human Rights Campaign’s Corporate 
Equality Index, which rates American businesses and 
law firms for the treatment of gay, lesbian, bisexual, and 
transgender employees, consumers, and investors.

“Our work on diversity is ongoing. It is not some-
thing to fix. It is something to get right and leverage so 
we have a strategic advantage,” Euller declares.

Winning this award has been very positive for 
Cargill and its commitment to diversity, Euller says. 
“It reinforces doing the right thing and is a measure of 
our success. Hopefully, lawyers of color will recognize 
us as a great, inclusive place to work because it shows 
we care about diversity. It puts Cargill on the radar 
screen.”  DB

(L to R) Veta Richardson of MCCA, Steve Euller of Cargill Inc., and 
Cornell Boggs of MillerCoors LLC

2008 Employer of Choice Award Winner

Midwest Region

Cargill, Incorporated
Steve Euller

General Counsel
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The business areas of Cleveland-based Eaton 
Corporation resemble an industrial smorgasbord. 
Eaton is among the leaders of diversified business: 

Its operations make it a global technology leader in 
electrical systems for power quality, distribution, and 
control; hydraulics components, systems, and services 
for industrial and mobile equipment; aerospace fuel, 
hydraulics, and pneumatic systems for commercial and 
military use; and truck and automotive drivetrain and 
powertrain systems that enhance performance, fuel 
economy, and safety. The diversified power manage-
ment company had sales of $13 billion in 2007. Eaton 
employs 82,000 people, and sells products to customers 
in more than 150 countries.

Eaton’s diversity in business operations parallels its 
commitment to diversity in general. “The law depart-
ment created an action plan and diversity committee 
under the oversight of general counsel Mark McGuire,” 
states Lisa Sutton, the company’s environmental 
health and safety senior counsel and an active diversity 
proponent. Eaton’s commitment to diversity is further 
reflected by McGuire’s signature on the Call to Action 
project, an initiative that encourages businesses to work 
with law firms that are distinguished leaders in diver-
sity. Eaton also sponsored the Call to Action summit 
held in Phoenix in April 2008. 

True to the company’s credo, “Doing Business 
Right,” Eaton makes diversity a priority. “The law 
department has hiring guidelines. For outside attorneys, 
we have a slate of certified firms that meet our diver-
sity standards. Internally, we use MCCA and Ohio 
diversity associations to reach out to as many people as 
possible,” Sutton explains.

The company actively uses certified minority and 
women-owned law firms. Eaton also utilizes non-
certified firms that promote diversity in meaningful 
ways. For example, Eaton examines the metrics at firms 
to distinguish those that proactively seek out diverse 
attorneys, clients, and other employees. 

“The Employer of Choice award validates our 
efforts to achieve the legal department’s goals, as well as 
those of the overall company. It underscores our com-
mitment, and it is a great accolade that helps us hire 
and retain minority lawyers. It shows that we not only 
‘talk the talk’ but that we ‘walk the walk’,” Sutton says.

“Diversity is not just the ‘flavor of the decade;’ 
we act on it. It is simply the right way to do business. 
Hopefully, we can create a stronger corporate culture 
moving forward and establish diversity as a key part of 
the business culture,” Sutton concludes.  DB

(L to R) Veta Richardson of MCCA, Cornell Boggs of MillerCoors, 
LLC, and Mark M. McGuire, Vice President and General Counsel 
of Eaton Corporation

2008 Employer of Choice Award Winner

Midwest Region

Eaton Corporation
Lisa Sutton

Environmental Health and  
Safety Senior Counsel



36 November • December 2008DIVERSITY & THE BAR®

Genentech, Inc. is an old company in a new indus-
try. More than thirty years ago, venture capitalist 
Robert A. Swanson and biochemist Dr. Herbert 

W. Boyer combined their talents to develop a company 
that specialized in a new generation of therapeutic 
medicine. Today, they are still applying new solutions 
to old problems.

“I first became aware that diversity was a priority 
at Genentech when I joined the company more than 
twenty years ago. It was a smaller company then, but 
what always mattered most was that the company 
had skilled employees at every position,” recalls Sean 
Johnston, senior vice president and general counsel of 
Genentech.

Genentech’s sterling reputation as an employer 
helps it attract employees. In 2008, Genentech received 
a perfect score from the Human Rights Campaign 
Foundation’s Corporate Equality Index, a measure of a 
company’s treatment of gay, lesbian, transgender, and 
bisexual employees.  

“Our commitment to diversity is built on activi-
ties with MCCA and other diversity events like the 
Bay Area Lawyers for Individual Freedom and Equal 
Justice Society,” Johnston states. Other diversity events 
sponsored by Genentech include the Equal Rights 
Advocates luncheon and the California Minority 
Counsel Program.

MCCA’s recognition of the company is proof that 
reputational knowledge is out there and helps informed 
job seekers pick a great company to work for, Johnston 
opines. “The award is a reminder of our continued 
success over the years but we are not resting on our 
laurels,” he adds.

Genentech maintains a proactive approach to diver-
sity. In addition to community outreach and involve-
ment in diversity organizations, Genentech utilizes an 

in-house diversity program called Diversity in Action. 
The three-tiered plan focuses on recruitment, develop-
ment, and inclusion of various attorneys.

The program is championed and supported by 
a diversity council consisting of leaders from each of 
Genentech’s Diversity Network Associations (DNA), the 
company-sponsored employee groups that established a 
grassroots diversity effort both on and off the company’s 
campus. The company’s eight DNA groups meet on a 
monthly basis to further diversity at Genentech.

Genentech places a premium on developing fresh 
recruitment strategies, targeting students in diverse col-
lege settings to refresh the talent pipeline, and partner-

ing with other select outside agencies and recruiters that 
offer a roster of diverse candidates.

The metrics at Genentech tell the real story: 24% of 
attorneys are minorities and 62% are women. Of manag-
ing attorneys, 16% are minorities and 36% are women.

“It is not just lawyers or the legal department that 
champion diversity at Genentech; it is everyone, and that 
is one of the things that make it a great company. We are 
very appreciative of the senior management for making a 
strong commitment to diversity and leading our company 
in the right direction,” Johnston concludes.  DB

2008 Employer of Choice Award Winner

West Region

Genentech, Inc.

(L to R) Veta Richardson of MCCA, Sean Johnston of Genentech, 
and Christopher Reynolds of Toyota Motor Sales USA, Inc.

Sean Johnston
Senior Vice President and  

General Counsel
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Michael Williams
Executive Vice President and  

General Counsel

In today’s electronic marketplace, Sony is a ubiquitous 
brand. The Tokyo-based company is sure to be men-
tioned when it comes to diversity practices as well. 
At Sony, diversity starts at the top. The corporate 

director of diversity coordinates company-wide diversity 
efforts. Sony’s legal group management works closely 
with the corporate director of diversity, and is a mem-
ber of the company’s umbrella diversity affinity group. 
The top-down strategy is one reason why the Sony legal 
group is committed to pursuing diversity within all of 
its law and compliance business units.

“Diversity was a priority from the moment I joined 
Sony. I inherited a legacy from former general counsel 
Frank Lesher that was very successful, and I built upon 
the great foundation he laid for diversity,” explains 
Michael Williams, executive vice president and general 
counsel for Sony.

The demographics at Sony illustrate its diversity. Four 
of the seven business units that make up the legal group 
are headed by minorities who report directly to Williams. 
“I have seven direct reports. Of those seven, four are 
people of color and two are women,” Williams clarifies. 

Minority attorneys comprise four of eleven manag-
ing attorneys. Additionally, two of the eleven managing 
attorneys are women. Of the fourteen associates, there 
are eight women lawyers and one minority lawyer. 

Efforts to foster inclusion at Sony are not limited 
to the company’s U.S. offices, according to Williams. 
“When I first went to Tokyo as the new general coun-
sel, I had a conversation with the chairman of the 
company about diversity. He could have mentioned 
the Sarbanes-Oxley Act or other business issues, but 
instead he focused on the need to promote diversity. I 
was impressed,” he explains.

“When most people think of Japanese companies, 
they think they are dominated by men. At Sony, the 

typical office space is a big room, much like a classroom 
—no cubicles. The first time I walked into the law 
department in Tokyo, more than half the employees 
in the room were women. Sony has been promoting 
diversity for a long time,” Williams adds.  

In addition to its internal diversity efforts, Sony’s 
legal group understands the importance of retain-
ing diverse outside counsel. The company conducts a 
bi-annual survey to promote firms that make diversity 
a priority. 

“I use the bi-annual report whenever I consider 
sending work to an outside firm. It is important to us to 
identify a diverse team. If diversity is not mentioned by 

a firm in their pitch to us, I will bring it up. Our out-
side firms wholeheartedly support the measure. I have 
seen the [overall] numbers improve since we started 
tracking data locally and globally in 2004,” Williams 
states, adding, “The Employer of Choice award is an 
accelerant; it super-charged our organization with pride 
about what we have accomplished and what we hope to 
do. We put the announcement of the award up on our 
intranet to inspire other departments to take the lead in 
diversity as well.”  DB

(L to R) Veta Richardson of MCCA, Michael Williams of Sony, and 
Christopher Reynolds of Toyota Motor Sales USA, Inc.

2008 Employer of Choice Award Winner
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Sony Electronics, Inc.
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Bank of America is one of the world’s largest 
financial institutions, serving individual con-
sumers, small- and middle-market businesses, 

and large corporations with a full range of banking, 
investing, asset management, and other financial 
and risk-management products and services. Its legal 
department embodies a culture that emphasizes indi-
vidual responsibility when it comes to implementing 
the company’s diversity commitment.

“The bank’s culture is one of inclusive meritocracy. 
It is a fundamental value within our franchise,” notes 
Alice A. Herald, deputy general counsel and corporate 
secretary. 

As part of the company’s diversity commitment, 
attorneys in the legal department are required to 
identify at least two specific, tangible diversity goals 
in their personal performance and development plans. 
And, while it is not a requirement, most paralegals 
and administrative staff also choose to include specific 
diversity goals in their performance plans and partici-
pate actively in the department’s diversity programs. 

The department’s objectives are to: (1) promote 
education and awareness on matters of diversity and 
inclusion; (2) create an inclusive and diverse work envi-
ronment where all associates flourish and communicate 
freely; (3) encourage inclusive and diverse associate 
recruiting, retention, and development practices; and 
(4) advise management on achieving business goals, 
including retention of outside counsel, through diver-
sity and inclusion. 

The department oversees its diversity program 
through its diversity business council, chaired by associ-
ate general counsel Michelle H. Rhee and championed 
by Herald. In 2007, the business council’s outside 
counsel committee spent much of the year identify-
ing and evaluating a substantial number of additional 

minority and women-owned law firms for recommen-
dation to the legal department. Through this process, 
Bank of America was able to identify some of the 
country’s highest-caliber firms in a variety of practice 
areas. In 2007, the department achieved considerable 
progress in its spending with minority and women-
owned law firms.

Bank of America also understands the importance 
of pipeline recruiting. Herald explains: “We have 
partnered with local bar associations, bar organiza-
tions, and our law firms to create programs for diverse 
first-year law students that allow them to split a sum-
mer between our corporation and a local firm. It is an 

incredible development opportunity for the students. 
We targeted first-year students to highlight the profes-
sional and cultural opportunities available in the cities 
in which our offices are located, so they will hopefully 
return for a 2L internship and ultimately practice law 
in our communities. 

“The Employer of Choice award is a huge impe-
tus and a great honor,” Herald reflects. “From our 
perspective, it makes us want to do more to support 
diversity.”  DB

(L to R) Veta Richardson of MCCA, Tim Mayopoulos, General Counsel 
of Bank of America, and Gary Kennedy, Senior Vice President,  
General Counsel & Chief Compliance Officer, American Airlines
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Bank of America 
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Corporate Secretary
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Tujuanna Williams
Diversity Director

The “tone at the top” sets the standard at Freddie 
Mac. Within the past two years, diversity within 
the legal department has enjoyed steady progress. 

Of the nine officers in the legal department, four are 
women and two are minorities. Bob Bostrom, who 
heads up the department, has promoted two women 
since his arrival– one an internal promotion to vice 
president and department head, while the other (an 
external candidate) was hired as a vice president. 
Minority representation within senior legal manage-
ment during his tenure surged from none to 22% in 
just one year.

“Diversity has always been important because of 
the business we are in. It is a business imperative. We 
cannot not make progress. We have to understand the 
communities we are involved in and leverage diversity 
to meet our goals,” states Tujuanna Williams, Freddie 
Mac’s diversity director.

The legal department’s value of workforce diversity 
is critical to the company’s success.

“We take referrals from the legal department, 
search firms, and from MCCA when we look for 
diverse attorneys,” Williams says. 

Almost half of the attorneys in the department 
are women, and close to 20% of the attorneys are 
minorities, a fact that enhances the company’s ability to 
succeed in its mission to bring liquidity, stability, and 
affordability to the U.S. housing market in an effort to 
expand home ownership.  The public housing mission 
has a noteworthy impact when it comes to women and 
minorities, who represent a significant percentage of 
first-time homebuyers.

Freddie Mac supports many Employee Network 
Groups that cater to minorities and women. The com-
pany also offers mentoring and leadership programs for 

employees. The company’s formal mentorship program 
started in 2007 and was sponsored by the Women’s 
Interactive Network. Since its inception, other network 
groups and divisions, including the legal department, 
have participated in the program. 

In addition to earning recognition by groups 
like MCCA, Freddie Mac has garnered praise for 
its workplace and diversity commitment from other 
organizations and publications.  This year, the company 
was recognized as a “Top Company for Diversity” 
by Hispanic Business Inc., “Best Places for Women” 
by Latina Style magazine, and among the 100 Best 
Companies for Working Mothers by Working Mother 
magazine. 

“I don’t really think our diversity efforts will ever 
stop. I would make a distinction between a diversity 
program and a diversity initiative. A program starts and 
stops. An initiative is a continuing process. That’s what 
we are doing at Freddie Mac,” Williams concludes.  DB

(L to R): Veta Richardson of MCCA, Robert Bostrom, General 
Counsel of Freddie Mac, and Gary Kennedy, Senior Vice Presi-
dent, General Counsel & Chief Compliance Officer, American 
Airlines
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P rudential Financial, Inc., is one of the largest life 
insurance firms in the world. Ranked 66th on 
the 2007 Fortune 500 List of America’s Largest 

Corporations and 88th on the 2007 Forbes Global 
2000 (an annual tabulation of the world’s largest 
public companies), Prudential is a truly global entity. 
Prudential has operations in the United States, Asia, 
Europe, and Latin America, and employs people in 
more than thirty countries as of December 31, 2007.  
Clearly, when serving clients in Sao Paulo, Singapore, 
Seoul, and everywhere in between, Prudential needs to 
connect with its clients. 

To work most effectively with clients from around 
the world, Prudential realized that it needed to maintain 
a legal team that matched the diversity of its clients and 
its products.   And Prudential general counsel Susan L. 
Blount has made diversity a priority.  Under her leader-
ship, Prudential’s Law, Compliance and Business Ethics 
(LCBE) department has developed a diversity committee 
that addresses diversity issues; fosters networking; and 
performs diversity outreach, mentoring, and recruitment 
of women and people of color.

“At Prudential, we’ve been very much focused 
on diversity for a long time. When I became general 
counsel and the accountability shifted to me, it was 
important to me to ensure that the LCBE organization 
was focused on diversity,” says Blount.

Prudential uses an annual measurement process 
that is tied to management compensation to evaluate 
its diversity progress.  It measures each organization’s 
performance against short- and long-term objectives 
for the demonstration of diversity-supportive leadership 
behaviors and profile representation.  

 Within LCBE, a team of relationship manag-
ers represents Prudential with eight national and 

local legal affinity groups, including the Minority 
Corporate Counsel Association (MCCA), the 
Garden State Bar Association, and the National Bar 
Association.

“We encourage the managers to become actively 
involved in these organizations, and we give them a 
budget to participate in a variety of different events that 
gives us more visibility,” Blount explains.  She added 
that during the latest diversity measurement process, 
LCBE received the most favorable evaluation possible 
for its diversity efforts. 

Prudential met all but one of MCCA’s evaluation 
criteria for the Employer of Choice award – recruitment at 
historically black colleges and universities – and that was 
only due to the fact that the company requires two to five 
years of experience for new attorney positions and does 
not recruit directly out of law school.  Instead, Prudential 
relies on recruiting and a “word of mouth” factor to attract 
younger lawyers.  Blount states, “We have a robust sum-
mer intern program that indirectly helps us attract young 
lawyers.  It has been quite successful.”

Prudential stays up to date on diversity issues by 
incorporating everyone in the process.  “Administrative 
assistants, paralegals, and mid-level attorneys are 
charged with keeping the program vibrant. We need 
input from everyone to make sure we have an inclusive 
work environment,” Blount explains. 

Prudential has received recognition from several 
organizations for its accomplishments in diversity. 
Nevertheless, Prudential considers receiving MCCA’s 
Employer of Choice award to be a high honor. 
“Winning MCCA’s Employer of Choice award is a real 
energizer for our diversity program. It is a validation 
for everyone involved that we are on the right track,” 
Blount concludes.  DB

2008 Employer of Choice Award Winner
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Jonathan Feigelson
Senior Vice President and  

Acting General Counsel

TIAA-CREF is a national financial services orga-
nization with nearly $400 billion in combined 
assets under management, and the leading pro-

vider of retirement services in the academic, research, 
medical, and cultural fields.

The corporation heeds its own advice when it 
comes to diversity. “All smart financial advisers will 
tell you to diversify,” asserts Stephen L. Brown, the 
director of corporate governance for TIAA-CREF. 
“Diversification is not just smart financial advice; it’s a 
good hiring philosophy as well.”

One of TIAA-CREF’s recent diversity initia-
tives was its Minority Outside Counsel Networking 
Conferences, held at the company’s New York City 
headquarters. Co-hosted with Citigroup, Merrill 
Lynch, and Prudential Financial, the purpose of the 
conference went beyond championing the importance 
of diversity. At a minimum, each host sent a senior 
representative from each of its practice groups or 
functional areas – approximately seven to ten in-house 
lawyers per company. 

“We wanted to get beyond just talking about 
diversity,” explains Brown. “The conference provided 
an opportunity to network directly with lawyers in the 
same industry group because of our partnership with 
our co-hosts.”

Addressing the corporation’s own hiring policies, 
TIAA-CREF integrates diversity goals with its busi-

ness goals.  As a company, part of executive managers’ 
evaluations involves ensuring the presentation of a 
diverse group of candidates for all positions.

In-house diversity metrics illustrate the company’s 
success in this area; nearly a third of the Law & 
Compliance professionals are minorities and women 
account for approximately 60% of all attorneys and half 
of the general counsel’s direct reports.  

The importance of creating and maintaining an 
inclusive work environment with TIAA-CREF’s Law & 
Compliance department is stressed from the top down. 
This starts with Jonathan Feigelson, TIAA-CREF’s 
senior vice president and acting general counsel, who 
is responsible for communicating the commitment to 
diversity to all members of the department. He also 
personally reviews the diversity-related performance 
of members of the law management team to ensure 
they identify and implement steps to promote diver-
sity. “We have a long history of diversity at all levels,” 
notes Brown. “The commitment starts at the top, and 
filters from the board to management to the entire 
organization.”

Winning the Employer of Choice Award brings 
recognition to a dedicated company. “The award 
validates what we have done, and encourages us to con-
tinue to promote an environment that fosters respect, 
integrity, and opportunity for people from a wide 
variety of backgrounds,” concludes Brown.  DB

2008 Employer of Choice Award Winner
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Larry Abbott
Managing Director

Some firms have one particular diversity practice 
that makes them unique. Abbott, Simses, & 
Kuchler takes the best policies and implements all 

of them.
The firm ensures that all employees are aware of 

and sensitive to the wide-ranging cultural heritages 
of their diverse staff. It applies firm-wide policies that 
address sexual harassment and diversity issues, includ-
ing part-time and flex-time schedules. 

In addition, the firm hosts formal diversity training 
programs, sponsors minority career fairs, supports the 
individual growth and career development of women 
and minority attorneys by encouraging and funding 
attendance at local and national bar association events, 
and promotes client development opportunities when-
ever possible. 

Reflecting its belief that diversity in the legal pro-
fession starts at the pipeline level, it sponsors programs 
that will help increase diversity in the legal profession. 
The firm supports an annual scholarship for a minor-
ity law student to attend Loyola Law School in New 
Orleans. The firm also regularly recruits at diversity job 
fairs and historically black colleges.

The firm leverages its diversity practices to attract 
talent that other firms may ignore. According to Larry 
Abbott, the firm’s managing director, “[t]here are four 
law schools in Louisiana that we recruit from: Tulane, 
LSU, Loyola, and Southern. We conduct on-campus 
interviews, but we also hire laterally. For example, we 
just hired a four-year veteran, as a part-time attorney.  
She is pregnant, but there is no penalty at our firm for 
working on a part-time basis.  She knew that before 
joining us.”

The firm is actively involved in and committed 
to the principles of the DuPont Women Lawyers’ 
Network (DWLN). The DWLN was founded to 

positively impact the business of DuPont by promoting 
legal excellence through the success, development, and 
professional advancement of women lawyers. “In fact, 
starting January 1, 2009, one of the four new managing 
attorneys is a part-time woman,” Abbott says.

The firm’s demographic profile consists of 48% 
female attorneys, 29% minority attorneys, 40% female 
equity shareholders, and 10% minority equity share-
holders. In addition, minority associates continue to 
outpace the firm’s overall growth rate. 

The firm’s commitment to a diverse workforce 
enables it to deliver superior customer service to its 

clients. “We try to reflect the world we see every day. 
When you are in a courtroom, you can’t help but be 
aware of your surroundings. Not everyone in the room 
is a white male. It is imperative that we are as diverse 
as the jurors before whom we try our cases,” Abbott 
asserts.

The firm is already making a name for itself when 
it comes to diversity. “The Sager Award gives our firm 
national credibility. It legitimizes what we do every 
day,” Abbott concludes.  DB

(L to R): Bill Lowery of Shell Oil Company, Larry Abbott of Abbott, 
Simses & Kuchler, and Veta Richardson of MCCA

2008 Sager Award Winner
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Barron Wallace
Chair of the Diversity Committee

2008 Sager Award Winner

South/Southwest Region

Vinson & Elkins

Maximizing diversity and inclusion have been 
core goals for Vinson & Elkins for quite some 
time. The firm’s leadership is committed to 

hiring and developing the best legal talent, including 
people of different races, ethnicities, backgrounds, and 
perspectives, and to sustaining shared values. In fact, 
women and minorities make up 22% of the firm’s man-
agement committee, which includes Barron Wallace, 
who is also chair of the diversity committee.

Vinson & Elkins’ demographic profile demon-
strates its commitment to diversity. Over the past 
three years, the firm has aggressively increased the 
number of minority and women partners through 
lateral hires and internal promotions. Women make 
up 18% of the firm’s partners, and minorities make 
up 5.5% of the partnership. In 2007, women attorneys 
made up 46% of the firm’s incoming class. The same 
class had 23% minority attorneys (including women 
of color). As of December 2007, 22% of the firm’s 
associates in the South/Southwest region are minori-
ties, and 45% are women. 

As part of its commitment to enhance diversity, 
Vinson & Elkins invests heavily in the legal talent 
pipeline. For the past seventeen years, the firm has 
planted the seeds of future diversity through the firm’s 
minority scholarship program. Also, V&E actively 
recruits at more than 30 law schools, and participates 
in career fairs and summer clerkship programs that 
reach historically underrepresented groups in the 
legal profession. An example is the Sunbelt Minority 
Recruitment Program, which showcases students from 
18 ABA-approved law schools in Arizona, Louisiana, 
New Mexico, Oklahoma, and Texas. The firm also 
hosts and sponsors initiatives by on-campus racial and 
ethnic affinity groups at law schools across the country, 
such as the Black Law Student Association (BLSA), 

Hispanic Law Student Association (HLSA), and other 
organizations with diverse memberships.

This type of outreach is complimented by strong 
attorney retention and advancement. The commitment 
from top management, coupled with enhanced mentor-
ing programs, is responsible for an increase in retention 
among minority employees. 

Vinson & Elkins also hosts events that provide 
an opportunity to network and develop professional 
connections to minority associations. In addition, the 
firm sponsors an ongoing series of inclusion dialogues 
which examine topical issues related to diversity, such 
as unconscious bias and the concept of privilege. 

“We want to enhance the firm culture, and we 
know that we can be an even stronger firm because of 
our increasing diversity,” explains Wallace.

Vinson & Elkins shows no sign of slowing down. 
“The Sager Award infuses our efforts with increased 
momentum. It gives us a lift, and it makes us recommit 
to the work at hand. We have come a long way, but we 
know that our firm and the legal profession have a long 
way to go,” Wallace concludes.  DB

(L to R): Bill Lowrey of Shell Oil Co., Joe Dilg, Managing Partner of 
Vinson & Elkins, Veta Richardson of MCCA
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Marla Butler
Chair of the Diversity Committee

2008 Sager Award Winner

Midwest Region

Robins, Kaplan, Miller & Ciresi LLP

A t Robins, Kaplan, Miller & Ciresi, diversity is an 
active goal, not a passive one. The firm is devoted 
to advancing diversity through action by ensur-

ing that fairness, respect, and professional opportunity 
for everyone at the firm remains a priority. The firm 
recognizes that the diverse backgrounds of its employ-
ees bring necessary and varied perspectives that enrich 
the law practice.

The current legal environment demands that the 
composition of the firm’s workforce reflects the racial, 
ethnic, gender, sexual orientation, and gender identity 
diversity of the entities and people with whom the 
firm interacts. Consequently, Robins, Kaplan, Miller 
& Ciresi puts the highest priority on the recruitment, 
retention, and promotion of talented, diverse attorneys 
and support staff. Its overall goal is to institutionalize 
diversity.

In order to achieve its goal, the firm established a 
formal diversity committee in 1999 to address issues 
of racial and ethnic diversity. Subsequently, the firm 
broadened its formal diversity efforts to include diver-
sity activities specific to women and the lesbian gay 
bisexual transgender (LGBT) community.  

In addition, the firm stepped up its efforts to attract 
LGBT attorneys by participating in the Lavender Law 
career fair. “The definition of diversity is evolving. The 
Lavender Law career fair, which I have been attending 
for the past four or five years, is a good indicator,” notes 
Marla Butler, a partner at the firm and chair of the 
firm’s diversity committee. “The question is no longer, 
‘Who is here?’ It is now ‘Who is not here?’, because all 
the major firms and government bodies are represented. 
That was not the case a decade ago.” 

The firm’s commitment to diversity starts at the 
law-school level. Since 2002, 40% of summer associ-
ates have been law students of color.  In 2008, the firm 

hired 27 summer associates. Twelve were minority law 
students and fifteen were women.  

The firm recruits directly from historically black 
colleges and universities such as Howard University in 
Washington, DC, Butler says. It also remains active 
with other law schools. For instance, “at the University 
of Georgia, we have a scholarship program for minor-
ity law students.  In addition to helping these students 
fund their education, the scholarship makes them more 
aware of our firm,” she asserts. 

Robins, Kaplan, Miller & Ciresi is a leader in the 
local community as well. It is part of the Twin Cities 
Diversity in Practice, an organization that promotes the 

Minneapolis-St. Paul region as a great place for lawyers 
of color to develop professionally and personally. 

Winning the Thomas L. Sager Award means a lot 
to the firm. “To have an outside group look at us and 
see the progress we’ve made in the area of diversity is 
great. That recognition is one of many reasons that we 
want to keep doing a good job,” Butler shares.  DB 

(L to R) Veta Richardson of MCCA, Cornell Boggs of MillerCoors, 
LLC, and artin R. Lueck, Chairman of the Board, Robins Kaplan 
Miller & Ciresi
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Lorraine McGowen
Partner and Diversity Chair

The firm of Orrick, Herrington & Sutcliffe has a 
longstanding commitment to diversity. The firm 
recognized the importance of diversity early on—

they have had a Diversity Committee for more than 
sixteen years.  

“Diversity is a continuing priority at Orrick,” says 
Lorraine McGowen, a partner and diversity chair at the 
firm.  “Being an inclusive firm means including every-
one – we strive to benefit all our attorneys. We offer 
affinity groups for minorities, gays and lesbians, women 
and men, as well as an affinity group that assists our 
attorneys that have served in the military. We have a 
forum for new parents. As a global firm, our programs 
aren’t restricted to the United States. We are expansive, 
and pass on our benefits to the global community.”

Orrick has a diversity committee in each U.S. 
office; the chairs of each committee work with 
McGowen to assist in recruiting efforts, associate orien-
tation, the summer program, and many other aspects of 
firm life. 

“The firm-wide diversity committee started in 
1993. It enriches our firm by having individuals of 
diverse backgrounds participating in our service to our 
clients, the communities in which we have offices, and 
in our firm. It’s also being able to provide our clients 
with creative solutions to their most complex issues, 
because we have individuals with a myriad of back-
grounds and experiences actively participating on client 
teams,” McGowen explains. 

Orrick prides itself on its early recognition of 
domestic partnerships. In 2003, the firm added 
language expressly prohibiting discrimination on the 
basis of “gender identity and expression.” In the early 
1990s, Orrick began providing health insurance to its 
employees and their domestic partners, and continues 
to do so today.

The firm established a formal mentoring program 
for summer associates, new lawyers, lateral associ-
ates, and newly promoted partners. Mentors act as a 
guide for new associates, and make them feel more 
comfortable at the firm. Orrick continually provides 
educational opportunities to help each attorney suc-
ceed. For example, mid-level associates participate in a 
development retreat that helps them better transition to 
a more-senior role at the firm.

Orrick also participates in minority job fairs spon-
sored by law schools, Vault, and the MCCA. In 2003, 
Orrick established the Women’s Career Initiative to 
affirm the firm’s commitment to recruiting, promoting, 

and retaining women attorneys. The annual conference 
provides a forum to discuss women’s issues.

The firm encourages its lawyers to participate in 
programs sponsored by specialty bar associations by 
paying membership dues for one minority, women’s, 
or lesbian, gay, bisexual, and transgender bar associa-
tion membership for each associate that is interested in 
joining.  DB

(L to R) Veta Richardson of MCCA, Lorraine McGowen of Orrick, 
Herrington & Sutcliffe LLP, and Christopher Reynolds of Toyota 
Motor Sales USA, Inc.
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Richard Alexander
Managing Partne

A rnold & Porter LLP’s stance on diversity is 
evidenced by its longstanding programs to 
promote and reaffirm diversity. Although the 

firm recognizes that maintaining policies and programs 
that promote diversity is important, the metrics used by 
Arnold & Porter illustrate that diversity is a core value 
at the firm.

Arnold & Porter’s numbers provide a good indica-
tor for measuring the effectiveness of its diversity effort. 
Between 2006 and 2007, the firm experienced a major 
increase in the number of minority attorneys at all levels. 
The percentage of minority partners increased from 7% 
to 10%, while the percentage of new lateral partners 
increased from 25% to 42%. Minority associates and 
staff attorneys increased from 21% to 26%. Minority 
new hires increased from 26% to 33%. The percentage of 
minority women attorneys increased from 12% to 15%.

Women represent a sizeable portion of the firm’s 
attorneys.  Overall, 36% of Arnold & Porter attorneys 
are women, including 45% of associates and 17% of 
all partners. Furthermore, minorities make up 49% of 
the non-legal staff, and women make up 72% of this 
segment of the firm’s employees. 

Arnold & Porter mandates a diversity training pro-
gram for all employees. In addition, the firm organized 
a group, called Minorities at Arnold & Porter (MAP), 
that assists the hiring committee in recruiting candi-
dates of color. African American attorneys participate 
in the “DC Roadshow” during the fall recruitment 
season in order to attract African American law stu-
dents to work and live in the Washington, DC area. 
Each year MAP hosts a retreat for minority attorneys 
at Arnold & Porter to discuss minority recruitment, 
development, advancement, and retention efforts.

Each fall, the firm holds an event in its Washington 
office for all minority law students who have received 

(L to R): Veta Richardson of MCCA, Richard Alexander, Managing 
Partner, Arnold & Porter, and Gary Kennedy, Senior Vice President, 
General Counsel & Chief Compliance Officer, American Airlines

2008 Sager Award Winner

Mid-Atlantic Region

Arnold & Porter LLP

summer associate or associate offers. These events feature 
panel discussions and networking functions to provide 
the students with a chance to meet with minority attor-
neys in the firm during the decision-making process.

Many of the firm’s diversity initiatives are not a 
result of management efforts, but come from the efforts 
of the firm’s attorneys and staff.  “For example, affin-
ity groups have been established at a grass roots level to 
address the interests and needs of our diverse commu-
nity,” explains Richard M. Alexander, Arnold & Porter’s 
managing partner. 

The recruitment effort extends to the lesbian, gay, 
bisexual, and transgender (LGBT) community mem-
bers through outreach to LGBT organizations at law 
schools where the firm recruits. The firm has supported 

the annual Lavender Law Recruitment Fair, hosted by 
the National Lesbian and Gay Law Association, for the 
past decade.

Alexander asserts that “the challenges law firms 
face in the area of diversity are evolving, and our 
diversity efforts must keep pace with that change. It is 
especially important that we pay special attention to 
retention and promotion.”  DB
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Vivian Polak
Chair of the Diversity Committee

C reated by the 2007 merger of Dewey Ballantine 
LLP and LeBoeuf, Lamb, Greene & MacRae 
LLP, Dewey & LeBoeuf is emerging as a leader in 

diversity in the Northeast region.
“There was no question that diversity would not 

only be a priority for the combined firm, but also a 
key element in the firm’s overall business strategy,” 
explains Vivian Polak, the chair of the firm’s diversity 
committee. Within two weeks of the merger, a newly 
established diversity committee of thirty partners and 
thirty associates met to begin the process of creating a 
new strategy and establishing new initiatives designed 
to weave the priorities of diversity throughout the fabric 
of the new firm.

The new diversity committee has focused on the 
recruitment, retention, and promotion of diverse attor-
neys and administrative staff, as well as on the creation 
of programs for outreach to diverse communities. Some 
recent accomplishments of the committee include the 
completion of a series of diversity workshop sessions, 
the creation of a pilot program for mentoring diverse 
mid-level associates, and the establishment of a process 
to formalize the organization of affinity groups for 
diverse communities at the firm.

In its recruitment efforts, the firm uses a multi-
layered strategy to attract diverse candidates. It partners 
with law-school affinity groups and with pipeline and 
community organizations to reach out to and work 
with the best students at law schools, colleges, and high 
schools. “In addition, we are launching a pilot ‘ambas-
sador program’ with six law schools, whereby diverse 
students at the schools will work with associates at 
the firm to explore ways in which the firm can better 

partner and communicate 
with the student body,” says 
Frank Adams, co-chair of 
the diversity committee. 
“For example, we plan to 
offer a practical training ses-
sion for diverse law students 
on how to succeed as a 
summer associate.” 

Mindful of its desire to increase the number of 
minorities at the partner level, the firm has created a 
promotion subcommittee of the diversity committee. 
Comprised solely of partners, the group is dedicated 
to ensuring that diverse associates get the guidance, 
support, and training necessary to have the opportunity 
to attain firm partnership. In just one year, the percent-
age of minority equity partners in the Northeast region 
(including offices in Albany, Boston, Hartford, and 
New York City) increased from 4.9% to 8.8%. 

“The Sager Award for the Northeast region serves 
as a positive reflection on, and celebration of, the firm’s 
hard work and accomplishments,” states Polak. “Most 
importantly, it reenergizes our efforts and raises the 
bar with respect to our programs and goals to continue 
to improve on diversity, inclusion, and respect in all 
aspects of the firm’s culture.”

Polak understands that change is gradual, and 
every step requires careful consideration. “As we con-
tinually consider and pilot new initiatives, we under-
stand that some have greater or more lasting results 
than others. With that in mind, we systematically 
step back to reassess our goals, our initiatives, and our 
overall strategy.”  DB

2008 Sager Award Winner

Northeast Region

Dewey & LeBoeuf

Frank Adams
Co-Chair of the Diversity 

Committee
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S urely it comes as no surprise that it takes 
more than substantive legal skills to 
achieve success in today’s leading law 
firms — it requires demonstrated success 

in business development. The pressures and demands 
related to putting together a notable book of business 
are nonetheless very much on the forefront of 
lawyers’ concerns.

For Diversity & the Bar’s second annual rainmaker 
feature, a group of sixteen attorneys share their thoughts 
on the importance and execution of results-oriented 
business development. Although the lawyers are quick 
to point out that they have no magic formula or secret 
sure-fire strategy to attracting and keeping clients, they 
all seem to agree on at least a couple of components 
involved in successful rainmaking: The two key phrases 
that reappear throughout their reflections are “build-
ing relationships” and “client service.” They advise that 
associates start working on professional relationships 
early, and assiduously nurture them throughout their 
legal careers; and that attorneys be there for their clients 
(24/7 if necessary) in supplying them with the highest 
quality legal services possible. 

This year’s featured rainmakers were selected from a 
pool of nominees suggested by leading firms from across 
the country. Each of these minority attorneys boasts a 
regular book of business reaching or exceeding $2 million 
a year. In making its selections, MCCA weighed the 
attorneys’ geographic locations and areas of specialty, as 
well as their gender and ethnicity, in order to present the 
most diverse and well-rounded assembly possible.

Our group of attorneys profiled in the following 
pages contends that, while the stereotypical partner 
wheeling and dealing on the golf course still exists, 
the disciplined partner making strides through long 
hours of preparation and substantive performance is 
more today’s rainmaker norm. Interestingly, the major-
ity of these attorneys interviewed bristle at the term 
“rainmaker.” One describes the expression as conjuring 
up images “too heavy on wining and dining,” while 
another says the title “simply sounds too over-the-top” 
for her. Distaste for the idiom aside, these lawyers value 
the rewards—particularly the autonomy with regard to 
working on matters that he or she finds personally and 
intellectually satisfying—that come with ongoing busi-
ness development at the highest levels.  

Leading Law Firm 
Rainmakers–2008
sixteen attorneys—selected for their acumen in developing books 
of business, as well as their expertise as lawyers—share their 
experiences and personal pathways to success.

By Patrick Folliard
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 Leading Law Firm Rainmakers

Veronica Smith Lewis
Partner
Vinson & Elkins LLP
Dallas, TX
Years Practicing: 22
Area of Practice: Antitrust; 
Intellectual Property; Commercial 
Litigation

Clarence Risin
Shareholder
Baker, Donelson, Bearman, 
Caldwell & Berkowitz, PC
Knoxville, TN
Years Practicing: 14
Area of Practice: Litigation

“Business development weighs heavily on 
the minds of younger attorneys,” says 
Veronica Smith Lewis, a partner in 

Vinson & Elkins’ Dallas, Tex., office. “I tell them 
to focus on ways to provide value to clients, and 
then the business will flow. Don’t worry so much 
about how you’re going to make money, but rather 
how you can make things better for your client.” 

Lewis also stresses authenticity. “I don’t play 
golf and can’t go out and pretend that I do. It’s 
important to find things that you enjoy doing 
and make them into business development experi-
ences. I have three children, so I’m on the board 
at their school, I attend fundraisers for candidates 
and causes I care about, and I go to a lot of bar-
related events. All of these activities have generated 
business.”

On her road to becoming a rainmaker, Lewis 
moved up incrementally. There was no “break-
through” moment. She says, “I concentrate on 
what’s at hand. My first clients were the partners at 
the firm. I worked hard to provide them a valuable 
service and to be responsive and proactive—the 
same things that I would later bring to external 
clients as a partner.”

 “And now that I’m a partner,” Lewis adds, 
“I appreciate young associates who come up with 
ideas and suggestions. It’s a key indicator to me 
that an associate is a teammate, as opposed to an 
executor of my directions. Partners, like other 
clients, are looking for attorneys who are fully 
engaged.” 

“My advice to associates who want to suc-
ceed in business development is to start 
early, be patient, and do quality work. 

It’s difficult to get clients, but it’s very easy to lose 
them,” offers Clarence Risin, a litigation partner in 
Baker Donelson’s Knoxville, Tenn., office. 

“I realized as a young associate that it’s never 
too soon to start looking for clients, but keep in 
mind, it takes time—sometimes years from mak-
ing that initial contact with a person or company 
to them becoming a client. Also, once you have a 
client, make sure to do quality work because if you 
don’t, they are going to leave. It’s that simple.” 

Risin’s first brush with business development 
took place when he was an associate. A pleased 
client began to circumvent the partner and ask 
for Risin directly. Overnight, he was loaded down 
with scores of cases. “I tell associates to work hard,” 
he shares. “Opportunities present themselves every 
day just by doing a good job.” 

“Never pass up a chance to meet a potential cli-
ent,” adds Risin. “I have found clients at minority 
counsel program events. I don’t meet a new client 
every time I go, and there are concerns that not all 
the participating companies are serious about their 
commitment, but it’s a unique opportunity and 
you never know.” 

South/Southwest
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 Leading Law Firm Rainmakers

Philip L. (Phil) Harris
Partner
Jenner & Block LLP
Chicago, IL
Years Practicing: 25
Area of Practice: Business 
Litigation; Complex Product 
Liability; Mass Tort Defense

Donald S. Prophete
Shareholder
Ogletree, Deakins, Nash, Smoak 
& Stewart, P.C.
Kansas City, MO
Years Practicing: 18
Area of Practice: Labor and 
Employment Litigation

“Not all partners are rainmakers. There are 
a number of well-compensated service 
partners at large firms who have no 

portable book of business,” notes Phil Harris, a 
business litigation partner in Jenner & Block’s Chi-
cago, Ill., office. “They’re typically partners who 
have effectively competed for business in the firm’s 
internal marketplace, and usually are considered 
indispensable by a very senior partner. Most often, 
these partners are white men. But they are the 
exception: For most partners, bringing in business 
is a fact of life.”

In today’s market, says Harris, he is compelled 
to spend at least twice as much time thinking 
about business and business relationships than 
preparing a case for trial. For him, worrying about 
economic viability is more stressful than anything 
related to product liability litigation. If he could 
reverse the time spent on business development and 
trying a case, he would be happier in his practice, 
which includes serving as national and regional 
trial counsel for a large automotive manufacturer 
in product-liability disputes. 

“Because of the weight placed on business 
development, it’s important to pick a firm that 
shares your values, where you are at ease with the 
way partners interact,” explains Harris. “I enjoy 
working in an environment where the business 
relationship is bigger than me. I couldn’t be com-
fortable at a firm where everyone is focused on 
their book of business and is ready to jump ship if 
they don’t like their compensation package.” 

“The term ‘rainmaker’ implies a magical 
ability,” comments Donald Prophete, a 
shareholder in Ogletree Deakins’ Kansas 

City, Mo., office, “when in fact marketing and 
business development skills are acquired through 
quotidian efforts, including practice, planning, 
and execution. People who generate business are 
typically—though not always—good lawyers who 
have a passion for marketing. They do something 
every day to get closer to their goal. There are no 
born rainmakers.” 

Specific business development approaches need 
to be tailored to fit an attorney’s strengths, accord-
ing to Prophete, a Boston University School of Law 
graduate who is nothing if not persistent. As a bud-
ding rainmaker, his objective was to represent the 
best companies in the world. He achieved his goal 
by identifying and researching the companies he 
wanted to represent, and then approaching them. 
He did this every day for years, eventually compil-
ing a very notable book of business. 

Prophete executes his plan one day at a time. 
He is careful not to become too enamored with 
each success, or too discouraged by failure. “For 
every new client, there are 30 rejections,” he says. 
“It’s important to remain focused on the work at 
hand.

“Most lawyers are frozen by the notion of 
having to become salespeople,” he adds. “Business 
development is essentially about developing rela-
tionships, and that can be learned. No one should 
be afraid.”

Midwest
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Eddie Wang Rodriguez
Partner
Mintz, Levin, Cohn, Ferris, 
Glovsky and Popeo, P.C.
San Diego, CA
Years Practicing: 14
Area of Practice: Mergers 
& Acquisitions; Private Equity 
Financings

“My most marked trait as a rainmaker is 
my willingness to spend a lot of time 
with clients—sometimes more than I 

should,” says Eddie Rodriguez, a corporate partner 
in Mintz Levin’s San Diego, Calif., office. “It takes 
time to gain a client’s trust and to create the sense 
that this is going to be a long-term relationship. 
Really, it’s a lot like dating. My clients know that 
I’m available to them 24/7.” 

Rodriguez first realized the importance of 
business development when the dot-com bubble 
burst in 2001. At the time, he was a service partner 
at a firm where he was running merger and acquisi-
tion deals in the office for other partners’ clients. 
“When the bubble burst, partners understandably 
began to hoard their work,” remembers Rodriguez. 
“I knew then and there that to succeed and work at 
a certain level, I needed my own client base.” 

Because he is a minority in the profession, 
Rodriquez believes he has developed a keener 
perspective on the business environment than some 
mainstream attorneys: “Minority partners who 
become rainmakers typically are those who are able 
to perceive their unique status and make it work 
for them—often, our success depends on capital-
izing on those sometimes—subtle differences.”

At his next job, Rodriguez stepped up his game 
by building a corporate practice from nothing, and 
when he joined Mintz Levin in 2006, he arrived 
with a substantial book of business. “If you have 
a big book of portable business, you are in better 
position to control your own destiny and hopefully 
affect change in the firm.” 

West

Cedric C. Chao
Partner
Morrison & Foerster LLP
San Francisco, CA
Years Practicing: 30
Area of Practice: Litigation

As a young litigation partner at Morrison & 
Foerster, Cedric Chao was one of two lieuten-
ants for James J. Brosnahan, a senior partner 

and major rainmaker at the firm. “We lieutenants 
pushed cases forward on a daily basis,” he says. 
“While working on those cases, I was active in the 
bar and developing a profile of my own. Toward 
the end of my tenure with Jim [Brosnahan], I was 
bringing in business and needed to concentrate 
more exclusively on those matters.” 

Prior to joining Morrison & Foerster, Chao 
worked for three-and-a-half years as a federal pros-
ecutor in San Francisco. “I strongly recommend 
the experience to anyone looking to become a trial 
lawyer. Veterans in the U.S. Attorney’s office are 
more than happy to hand off their work to young 
attorneys. I was constantly on my feet: evidentiary 
and bail hearings, initial appearances, motions to 
suppress, jury trials, and federal grand jury pro-
ceedings,” explains Chao. “After a few years, trying 
cases became second nature. Instead of worrying 
about how to form questions and get around objec-
tions, you are able to focus on the art of advocacy. 
In litigation most civil cases settle, but to have 
maximum leverage, it’s essential that the other side 
know that, when push comes to shove, you know 
how to try a case.” 

Like many first-generation lawyers, Chao has 
what he calls the “hunger factor”: “It’s what makes 
me want to succeed, to go the extra mile for my 
clients. Now it’s something I look for when hiring 
young associates and law students.” 
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 Leading Law Firm Rainmakers

Ray L. Wong
Partner
Duane Morris LLP
San Francisco, CA
Years Practicing: 30
Area of Practice: Business 
Litigation

“There are no substitutes for excellent work 
— no shortcuts,” reiterates Ray L. Wong, 
a business litigation partner in Duane 

Morris’ San Francisco and Los Angeles offices. 
“Ultimately, clients are looking for attorneys 
who will solve their problems competently and 
efficiently.” 

Wong is all about doing things right. “I believe 
in the golden rule of law: Treat clients as you 
would like to be treated, and that includes quality 
work, reasonableness of fees, and responsiveness. In 
other words, provide what you’d want.” 

Wong remembers his early days as a rainmaker. 
“I was aware, yes,” he recalls. “It’s a wonderful 
experience when a client calls you and says, ‘I want 
to hire you as my lawyer.’ It’s a major step and 
a great feeling of professional responsibility and 
satisfaction when someone is trusting you person-
ally with their legal matter.

“When you begin to bring in business, the firm 
notices. In this day and age, attorneys who have 
control of business and of certain clients are defi-
nitely in a better position.”

Does it feel good to be a rainmaker? “Frankly,” 
says Wong, “I don’t like the sobriquet all that 
much; however, it’s become such a common part 
of the profession’s lexicon that you can’t get away 
from it. I don’t think of myself as going out and 
trying to make rain, but more as providing excel-
lent representation and service, and hopefully that 
means the client will want to use me and my firm 
for other matters in the future.” 

West

Robert J. Romero
Partner
Hinshaw & Culbertson LLP
San Francisco, CA
Years Practicing: 20
Area of Practice: Litigation

For litigators to excel in business development, 
they must win more cases than they lose, says 
Robert Romero, a litigation partner in Hinshaw 

& Culbertson’s San Francisco, Calif., office. “Litiga-
tors must also—by persistence and design—secure 
opportunities to work on good cases,” he adds. “It’s 
important for litigators to build relationships over 
the long term—among my clients are folks I met in 
my first years as an associate.

“When I began practicing in 1988, I thought 
I’d never get to a $1 million book of business. It 
struck me as unachievable,” remembers Romero. 
“So when I finally reached $1 million about 10 
years ago, I was pleased, but realized that the chal-
lenge was to maintain and grow my business even 
further. I understood that in a national firm like 
Hinshaw,  $1-million wasn’t the big deal I thought 
it was, and I set to work on increasing the business 
by multiples of that amount.” 

For Romero (who manages Hinshaw’s San 
Francisco office and sits on the firm’s diversity 
committee and the seven-member management 
committee), the joy of rainmaking extends beyond 
the financial rewards and autonomy involved; it 
also allows him to share work with and develop 
other lawyers. With that, says Romero, comes 
a responsibility. “It’s tough but rewarding,” he 
concludes. “There’s always someone else out there 
telling your client that they can do the job faster, 
better, and less expensively. I try to keep my focus 
on delivering quality work and results. Good 
results cannot be overstated. Results matter.”
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 Leading Law Firm Rainmakers

Paolo Di Rosa
Partner
Arnold & Porter LLP
Washington, DC
Years Practicing: 17
Area of Litigation: 
International Arbitration and 
Litigation

Mid-Atlantic
Keith M. Harper
Partner
Kilpatrick Stockton LLP
Washington, DC
Years Practicing: 14 
Area of Practice: Native 
American Affairs

“A bicultural background is not required 
for international arbitration, but it helps. 
Typically, at U.S. firms, a partner working 

with a Latin American client might speak a little 
Spanish, and associates or foreign attorneys are 
brought in for the language and cultural aspects,” 
says Paolo Di Rosa, who grew up in Paraguay but 
came to the U.S. to attend Harvard University and 
then Harvard Law School. “At Arnold & Porter 
[where Di Rosa is head of the international arbitra-
tion practice], we have a number of bicultural and 
bilingual attorneys at the partner level.”

“As a young associate, I thought of ‘rainmakers’ 
as the guys who had a knack for finding busi-
ness on the golf course,” says Di Rosa. “That’s not 
really my style. I like to think that a large part of 
whatever success I have achieved so far is related 
to the quality and cost-effectiveness of the work. 
Language and cultural issues play a part in that; 
at Arnold & Porter, we tend not to spin wheels 
dealing with misunderstandings due to that sort of 
issue.”

Clients also appreciate that, prior to joining the 
firm, Di Rosa was with the U.S. State Department 
and worked with Latin American governments, so 
he understands how they operate. “At 30, I often 
went out as lead negotiator of a treaty for the U.S., 
and many times my counterpart was the minister 
of justice or attorney general of a Latin American 
nation. Through the work, I forged relationships 
with high-ranking officials that quite unexpectedly 
have become helpful with business development 
today.” 

“When you represent tribal governments, 
you are representing communities with 
their own unique cultural framework,” 

explains Keith Harper, a litigation partner and 
head of the Native American affairs practice group 
in Kilpatrick Stockton’s Washington, DC, office. 
“Still, Indian country is like everywhere else when 
it comes to business development: It’s all about 
knowing people and doing good work. Tribal 
leaders have ample opportunities to talk among 
themselves, and they tend to make legal referrals by 
word of mouth.” 

Prior to joining Kilpatrick Stockton, Harper 
(who is a member of the Cherokee Nation of 
Oklahoma and a graduate of New York University 
School of Law) was a litigator at the Native 
American Rights Fund and head of its DC office. 
Although Kilpatrick Stockton had done Indian law 
prior to hiring Harper, it did not have a designated 
practice group until Harper joined the firm in 2006. 
Harper arrived with a vision to make Kilpatrick a 
one-stop legal shop for tribes, and now it is. 

“Currently we represent tribes from the top of 
Maine to the Arizona/Mexican border and many 
places in between,” says Harper. “I’ve litigated 
treaty right claims, negotiated and litigated reli-
gious freedom claims, but questions of sovereignty 
are my favorite. I believe where native communi-
ties can be self-determinative—define their own 
legal structures, political systems, and normative 
framework—that is when they’re at their best and 
tend to flourish.”

Mid-Atlantic
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Weldon H. Latham
Partner
Davis Wright Tremaine, LLP
Washington, DC
Years Practicing: 35
Areas of Practice:  
Corporate Diversity Counseling

Yoon-Young Lee
Partner
Wilmer Cutler Pickering Hale 
and Dorr LLP
Washington, DC
Years Practicing: 20
Area of Practice: Securities 
Regulatory and Enforcement

“There was a Fortune 50 client with whom 
I had the privilege of serving on a com-
mittee during the Clinton administration. 

For five years, the CEO told me that he didn’t need 
my services,” recalls Weldon H. Latham, corporate 
diversity partner in Davis Wright Tremaine, LLP’s 
Washington, DC, office. “Then late one Sunday 
night, the CEO called and said that he needed to 
see me first thing Monday morning. He became 
my biggest client for the next five years. I got the 
client because I consistently made the pitch.”

Persistence, says Latham, is what makes him 
a rainmaker. Following up with clients, convinc-
ing clients that you are the one who can best help 
them, and finding new clients on airplanes, con-
ferences, political conventions, wherever—these 
are some of the elements of successful business 
development.

“Performance is essential as well,” adds 
Latham. “Having represented 40 Fortune 200 
companies in the last several years, I’ve been very 
successful with a niche practice. This doesn’t hap-
pen without referrals, and typically referrals are 
the result of good work. It’s important to develop 
a skill to sell. Otherwise, you have nothing to be 
persistent about.” 

“Ultimately,” says Latham, “the name of the 
game is high billable hours, high billings, and high 
collections. The only way you get there is by doing 
something of value for the client.” 

After graduating from Harvard Law School, 
Yoon-Young Lee joined Wilmer Hale’s 
Washington, DC, office as an associate in its 

securities practice group. Twenty years later, she 
is still there—only today, Lee is a partner with a 
sizable book of business and a member of the firm’s 
management committee. 

“Whether you remain in the same job or move 
around, the process of business development is 
basically the same: It’s about building and fostering 
relationships,” says Lee. “However, there are some 
advantages to staying at one place for a long time. 
During my years at WilmerHale, I’ve worked with 
many people who, at some point or other, left the 
firm and then became my clients. They know me, 
my area of expertise, and where to find me.” 

Remaining in the same practice area for most 
of her career has also worked to Lee’s advantage, 
she says. Though constantly changing, the securi-
ties industry historically has involved a small group 
of institutions and players, including government 
regulators and in-house personnel. “You work 
with the same people all the time,” says Lee. “Now 
many of the people I met as an associate are general 
counsels, compliance directors, and in one case, 
the CEO of an investment bank. It can be very 
helpful.” 

“Over the years, I have grown into the role of 
rainmaker,” reflects Lee. “But believe me, there was 
never a detailed plan to do so. Sometimes I look 
around and think, ‘How did this happen?’”

Mid-Atlantic
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 Leading Law Firm Rainmakers

Michele A. Roberts
Partner
Akin Gump Strauss Hauer &  
Feld LLP
Washington, DC
Years Practicing: 28
Area of Practice: 
Commercial Litigation; White 
Collar Criminal

Grace Speights
Partner
Morgan, Lewis, & Bockius LLP
Washington, DC
Years Practicing: 26
Practice Area: Labor and 
Employment Litigation

As a young public defender in Washington, 
DC, Michele A. Roberts noticed that there 
was a presumption of incompetence about 

lawyers who were doing her job. “This misconcep-
tion about public defenders prompted me to prove 
my commitment and my talent early on,” says 
Roberts. “To the extent that I’m competitive now 
and make it my business to be the best lawyer in 
the room, it stems from my needing to prove my 
excellence to the world and to my clients when I 
was starting out.”

Today, Roberts is a litigation partner in Akin 
Gump’s Washington, DC, office. And though 
she has been repeatedly ranked among DC’s very 
top litigators by her peers, she remains reluctant 
to acknowledge her rainmaker status: “The good 
news is that after 30 years of practicing law, people 
know who I am. Even better is that a lot of people 
think I’m very good at what I do. I’m considered 
one of the significant personalities at the firm, and 
I hold my own at generating business. As immod-
est as it might sound, I guess you could call me a 
rainmaker.” 

During her eight years as a public defender, 
Roberts spent a lot of time outside the conference 
room and the court. That’s how she continues to 
practice law. “Hunting new business is a lot like 
hunting down witnesses,” says Roberts. “It takes 
you outside of the office. You don’t find new clients 
by sitting around, waiting for the phone to ring.” 
 

For Grace Speights, the rise to rainmaker at 
Morgan Lewis began 10 years ago. Speights 
never set out to be a rainmaker. As a first-

generation attorney, she says, “big firm stuff was 
new to me. I’d been a general litigation partner at 
the firm for some time when the chairman of our 
employment class action practice asked me to join 
him as co-chair. Our labor and employment group 
is one of our marquee practices.”

As co-chair, Speights helped lead the effort to 
grow the complex employment practice. Today, 
Morgan Lewis is on the short list for those cases, 
and Speights is now sole chair of the department. 

“Many young and mid-level associates spend a 
lot of time thinking about how they can bring in 
business. They often forget that their number-one 
client is other lawyers in the firm,” says Speights, 
who was the first female African American attorney 
to make partner at Morgan Lewis, and recently was 
named managing partner of the firm’s Washington, 
DC, office. “You become a rainmaker by working 
with the firm’s existing clients, and initially the way 
to them is through partners and the more senior 
attorneys.” 

“My business development style is not over-
bearing,” adds Speights. “But if I see an opportu-
nity where a potential client might need my help, 
I’m quick to reach out to them. After all, business 
rarely drops in your lap.” 

Mid-Atlantic
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 Leading Law Firm Rainmakers

William A. Escobar
Partner
Kelley Drye & Warren LLP
New York, NY
Years Practicing: 27
Area of Practice: Litigation

Northeast
Keila Ravelo
Partner
Hunton and Williams LLP
New York, NY
Years Practicing: 15
Area of Practice: Global 
Competition

“A ll of the business that I have brought 
to the firm is performance-driven, as 
opposed to any marketing strategy,” 

notes William Escobar, co-chair of Kelley Drye’s 
litigation practice group. “It comes from people 
who have seen me on the front line of litigation, 
those who’ve seen me try significant cases. Not 
long ago, a trial adversary recommended me to one 
of his clients.” 

As junior associates at Kelley Drye in the early 
1980s, Escobar and his peers were not encouraged 
to make aggressive inroads into business develop-
ment. “Of course, things have changed a lot since 
then,” he says. “I’m glad that I was allowed to focus 
on developing lawyering skills, but sometimes I 
wish I’d been aware of the need for business devel-
opment sooner so I could have been mining that 
earlier on in my career.”

Escobar entered the profession without a foun-
dation of social and family contacts. He focused 
exclusively on becoming a trial lawyer and devel-
oping the skills that realizing his goal entailed. 
Early on, he took many depositions and, over time, 
worked on cases that went to trial. Escobar put 
himself out there, and eventually people began to 
take notice.

“My business development success isn’t the 
result of a master plan,” he notes with a chuckle. 
“But I will say that I’ve always been very focused 
on my work and willing to put myself in situa-
tions that demanded some risk for the rewards.  
Sometimes that pays off.” 

Unlike some rainmakers, Keila Ravelo did not 
set out to assemble a big book of business 
as a young associate. “My ambition was to 

develop an expertise,” recalls Ravelo, a partner in 
global competition in Hunton and Williams’ New 
York, N.Y., office. “I worked very hard and little 
by little clients—existing and potential—began 
to see exactly what I could do. Eventually, I found 
myself in a position where I was able to sell them 
my skills.” 

Becoming a rainmaker, according to Ravelo, 
takes more time for litigators than for attorneys 
in other areas of practice. “Litigators really need 
to establish a track record,” she says. “And there 
seems to be a longer trajectory on the litigation 
side—as opposed to corporate—to get to the place 
where your peers are the ones making the business 
decisions.

“At some point, the phone starts ringing and 
clients are calling for your input, to kick around 
questions of litigation risk or straight commercial 
advice,” continues Ravelo. “If you keep up with 
those relationships, when the client encounters a 
real problem you will be the person they call for 
help, and business will progress from there.”

Ravelo adds, “Rainmaking can be very tough, 
but it is also satisfying. If you develop business in 
areas where you want to become successful, then by 
definition, success means working on matters you 
care about. You’ll feel a connection to the work, 
and that’s important.”

Northeast
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Council on Legal Education Opportunity

After the passage of the Civil 
Rights Act of 1964, this 
country’s bar associations 

and law schools tackled the 
lack of minorities in the legal 
profession. Inspired by a 1965 
summer preparatory program at 
Harvard University geared toward 
college students from traditionally 
black colleges and universities, 
coupled with a program at Emory 
University that guaranteed law 
school admission to black college 
graduates who completed its 
summer program, the Council 
on Legal Education Opportunity 
(CLEO) came into being under 
the American Bar Association’s 
nonprofit Fund for Justice and 
Education. 

CLEO sponsored its first 
six-week institutes in 1968 in 
cooperation with four of the 
country’s leading law schools—
Denver, Emory, Harvard, and 
UCLA. The following year, it 
grew to 10 regional institutes. 
Since then, CLEO annually has 
conducted its flagship Six-Week 
Summer Institutes, producing 
more than 7,000 alumni. “Since 
1968, CLEO has been preparing 

students from diverse backgrounds 
to become members of the legal 
profession,” notes Cassandra 
Sneed Ogden, executive director of 
CLEO. “More than 7,000 practic-
ing attorneys began their train-
ing with CLEO. Through them, 
we are achieving our goal each 
day—namely training tomorrow’s 
lawyers, preparing tomorrow’s 
leaders.”

CLEO’s programs are geared 
toward empowering traditionally 
disadvantaged students—minority 
and low-income students—to gain 
admission to and succeed in law 
school. CLEO understands that 
many minority students are the 
first in their families to go to law 
school. Many have no point of ref-
erence as to what to expect or what 
is expected of them. CLEO fills the 
role of that mother or uncle who is 
a practicing attorney and who can 
offer friendly and much-needed 
advice on what it means to become 
a lawyer. “CLEO prepares students 
for their appointment with law 
school,” explains Ogden. “It helps 
them all the way through and gives 
them that extra edge they need to 
succeed.”

CLEO has helped widen the 
pipeline of minority and low-
income students who want to enter 
the legal profession. By increasing 
the pool of applicants and increas-
ing the percentage of minority 
law students, CLEO has played 
an integral part in diversifying 
the profession. By doing so, it has 
helped corporate America become 
more diverse and better equipped 
to serve its diverse clientele in this 
global economy. 

This year, CLEO is celebrating 
its 40th anniversary. “As director 
of the nation’s oldest and largest 
nonprofit organization commit-
ted to increasing the number of 
low-income and minority student 
law-school graduates, I am proud 
of CLEO’s accomplishments,” says 
Ogden. “Propelled by their par-
ticipation in the six-week pre-law 
summer program, CLEO alumni 
have become renowned legal schol-
ars and law professors; respected 
judges; corporate, criminal, and 
civil attorneys; prominent politi-
cians; and more.” To celebrate its 
achievements and further pursue 
its goals, CLEO has been hosting 
a series of receptions around the 

Cassandra Sneed Ogden

By Francisco Ramos Jr., Esq.
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country. Each reception has served 
as a tribute to CLEO’s legacy of 
diversifying the legal profession 
over the past 40 years. 

As it plans for its next decade 
of growth, its mission to empower 
tomorrow’s lawyers and tomorrow’s 
leaders is more relevant than ever. 
With threats to diversity coming 
from courts, government, and other 
sources, CLEO remains a stalwart 
supporter against the anti-diversity 
tide. “Minorities are underrepre-
sented in the legal profession. The 
ultimate goal of CLEO is to help 
create a legal profession that looks 
more like the face of America,” says 
Ogden. She hopes that the students 
CLEO has helped to become part 
of the legal profession will return 
to their communities and provide 
legal services to those who need 
their help. To help accomplish this, 
CLEO is looking to corporations, 
law firms, and individuals to raise 
needed funds to keep the pipeline 
of minority students flowing.  

The funds CLEO has raised 
thus far have supported a wide vari-
ety of programs, which includes its 
six-week summer institute, the core 
of the CLEO program. Students 
devote that time to briefing cases, 
preparing outlines, practicing the 
Socratic method, and learning the 
legal terminology that will enable 
them to begin law school with 
an edge. CLEO also offers other 
programs, including Attitude is 
Essential, a three-day orientation 
for entering law students; College 
Scholars Program, one-day work-
shops for college students interested 
in attending law school; Sophomore 

CLEO Calendar of Events
ClEO Connection Monthly Pre-law Clubs  
Detroit, Mich.—December 3, 2008 
San Francisco, Calif.—December 4, 2008 
Washington, D.C.—November 13, 2009  
Chicago, Ill.—November 20, 2009

Southwest Region 40th Anniversary Reception 
Atlanta, Ga.—December 11, 2008  

Mid-Winter Bar Preparation Program 
Washington, D.C.—January 2–4, 2009 

College Scholars Programs  
San Francisco, Calif.—January 24, 2009 
Albuquerque, N.M.—February 28, 2009 
Washington, D.C.—March 7, 2009

Mid-Summer Professional Development Seminar and  
Career Fair  
Detroit, Mich.—June 6–8, 2009

For more information on these and other events, please visit www.cleoscholars.org.
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Summer Institute, a four-week 
residential program that focuses 
on critical thinking and analytical 
reasoning; and Bar Preparation 
Seminar, which introduces third-
year law students to the demands of 
preparing for the bar exam.

In addition to helping students 
through school, CLEO has cre-
ated a network to help students 
land a job. The CLEO DiverCITY 
NetworkTM is a nationwide network 
composed of law firms, corpora-
tions, law schools, governmental 

agencies, nonprofits, and minority 
bar associations that are commit-
ted to increasing diversity in the 
legal profession by seeking out 
the best minority law students 
and attorneys. The network has 
accomplished this in part through 
its Minority Law Student Network 
Database (MLSND). The MLSND 
lets qualified members post their 
free profiles on a Web site that 
registered members (e.g., law firms, 
corporations) can log on and search 
to increase the number of qualified 
minority candidates with whom 
they come in contact. CLEO hopes 
to make the MLSND the place for 
organizations to go when they are 

in search of tomorrow’s most quali-
fied minority legal talent.

CLEO continues to play an 
integral role in increasing the num-
ber of minority students entering 
law school and empowering those 
students to do well, graduate, pass 
the bar, and find jobs where they 
can give back to their communities. 
CLEO is certainly an organization 
that deserves our thanks and our 
support. DB

Francisco Ramos Jr., Esq., is a 
freelance writer and partner at 
the Miami-based offices of Clarke 
Silvergate Campbell.
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Marco A. Gonzalez Jr. 
Taking the Hill

G reat attorneys use a variety of tools to 
help their clients—not all of which 
come from law school. Marco A. 

Gonzalez Jr. taps into an arsenal garnered 
in the U.S. Marine Corps. “Having been a 
Marine, I more readily think outside of the 
box about how to decisively solve a client’s 
problem, about how to ‘take the hill,’ ” says 
Gonzalez, a litigation partner in Duane 
Morris LLP’s Newark, N.J., office. “At a 
young age, I was the sergeant of a 60-man 
infantry platoon that I managed, trained, 
and motivated. Years later, I employ those 
same skills at the firm. My associates are 
willing to do what needs to be done to win 
in legal combat.

“Like a soldier, a good litigator must 
be disciplined and comfortable with chain 
of command,” adds Gonzalez. “In both 
military and legal arenas, it’s important to 
know your adversary as well as yourself. 
Often, winning depends on it. I bring this 
ethic to my work.”  

At Duane Morris, an international 
law firm, Gonzalez practices in the areas 
of complex civil and environmental litiga-
tion, products liability, internal corporate 
investigations, and white-collar criminal 
defense. As a member of the firm’s Puerto 
Rico Practice Group, Gonzalez represents 
clients on federal matters in Puerto Rico 
and the Caribbean. He also co-chairs 
Duane Morris’ Cuba Initiative, assisting 
companies to participate in that emerging 
market under exemptions to the U.S. trade 
embargo, and to prepare for general trade 
with Cuba after the embargo is lifted. 

Gonzalez is the product of a tightly 
knit Latino family that stressed hard work 
and education. (His father was a Cuban 
immigrant, and his mother is Puerto 
Rican.) Growing up in the famously tough 
South Bronx, Gonzalez cleverly avoided 
gang culture by persuading its members 
that he was “too nerdy” to be of service 
to them. He spent summers working long 
hours for little pay in his father’s bodega/
butcher shop; the rest of the year was 
crammed with homework and countless 
activities, including wrestling, student 
government, and the debate team.

Following high school, Gonzalez 
enlisted in the Marines. Later, while serv-
ing as an aircraft structural specialist on 
the F-117A Stealth Fighter Project for the 
former Lockheed-California Company, 
Gonzalez was elected union shop steward 
by his non-Marine coworkers. “As shop 
steward, I dealt mostly with routine paper-
work, but sometimes I filed grievances,” he 
recalls. “A particular grievance led me to 
the UCLA law library, where I did some 
research and wrote a memo supporting my 
crew’s position. A week later, I reported to 
the plant manager’s office in my dirty cov-
eralls and negotiated a deal with company 
lawyers. One of the attorneys, a Mexican 

Marco A. Gonzalez Jr.

By Patrick Folliard
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American, told me afterward 
that I was in the wrong business, 
and that I should consider going 
to college and law school. That’s 
where the seed to enter the legal 
profession first germinated.”

After graduating from Hunter 
College of the City University 
of New York, Gonzalez attended 
Rutgers School of Law. Far from 
cowed by the Socratic method, 
he argued endlessly with profes-
sors and classmates alike. During 
his second year, he participated 
in a legal clinic that required 
him to accompany professors 
and volunteer lawyers to court, 
where they represented clients 
with Constitutional law claims. 
The experience hooked him on 

litigation. Later, as a young associ-
ate at a Morristown, N.J., firm, 
Gonzalez volunteered to represent 
indigent women in domestic 
violence cases, most of which 
resulted in short but intense full-
blown bench trials. 

Not only is Gonzalez bicul-
tural, but he also possesses a 
trove of varied life experience. 
“It’s definitely an asset to clients,” 
asserts Gonzalez. “I’m comfort-
able in both the front office and 
on an assembly line with engi-
neers and technicians. When I’m 
conducting an internal investiga-
tion for a corporation, I take off 
my suit jacket, roll up my sleeves, 
and learn what’s really happening 
in the factory. A lot of the time, 

workers are apprehensive speaking 
with lawyers. That’s usually not 
the case with me.” 

For the foreseeable future, 
Gonzalez’s goal is to remain a pro-
ductive partner at Duane Morris 
and to continue providing his 
clients with quality legal counsel. 
Gonzalez also wants to expand 
the firm’s influence in Latin 
America and the Caribbean and, 
ultimately, open a Duane Morris 
office in his father’s native city, 
Havana. 

Sounds like the perfect tour 
of duty for Gonzalez.  DB

Patrick Folliard is a freelance 
writer based in Silver Spring, Md.
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AnThOnY GREEnE
Executive Vice President and 
President Elect
Insurance Brokers 
Association of new York
Anthony Greene was elected 
Executive Vice President 
and President Elect of the 
107-year-old Insurance Brokers 
Association of New York, an 
organization that has provided 
advocacy and professional 
development for New York’s 
leading commercial insur-
ance producers since 1889. 
Greene also serves on the 
Board of Directors of the 
Minority Corporate Counsel 
Association. He served as 
President and Trustee of the 
American Intellectual Property 
Education Law Foundation 
and sat on the steering 
committee of Lawyers for 
One America. He also served 
as Vice Chairman of the 
National African American 
Insurance Association. Greene 
is a Director at Herbert L. 
Jamison & Co. LLC, where he 
developed risk management 
and insurance programs 
for directors and officers 
of organizations and more 
than 2,500 law firms. He is a 
graduate of New York Military 
Academy, and earned a BBA 
from the St. John’s University 
School of Risk Management 
and Actuarial Science. He is 
a certified risk manager and 
certified insurance counselor.

PAul lAnCASTER ADAMS
Associate General Counsel
Microsoft Corporation

Paul Lancaster Adams has 
joined Microsoft Corporation 
as Associate General 
Counsel. Adams will head 
up the corporation’s labor 
and employment litigation. 
He also will have direct 
responsibility for class-action 
matters involving intellec-
tual property and products 
liability, as well as high-level 
government and corporate 
internal investigations. Before 
joining Microsoft, Adams was 
a partner at the Philadelphia, 
PA, office of Montgomery 
McCracken Walker & Rhoads, 
where he represented large 
publicly traded corporations 
in the areas of labor and 
employment, commercial 
litigation, and government 
and corporate investiga-
tions. He also served as a 
trial attorney with the City of 
Philadelphia Law Department 
in its federal trial division. 
Adams received his B.A. from 
Virginia Commonwealth 
University and his J.D. from 
the Wake Forest University 
School of Law.

SAnDRA PhIllIPS
Partner
Morgan lewis &  
Bockius llP

Sandra L. Phillips joined the 
Houston, TX, office of Morgan 
Lewis & Bockius as Partner, 
where she will focus on com-
plex litigation management 
and strategy. She formerly 
served as senior vice president 
and associate general counsel 
at Pfizer. As Pfizer’s chief litiga-
tion counsel, Phillips was a 
leader in effectively managing 
litigation by using innovative 
mitigation strategies and 
developing the company’s 
outside counsel partnering 
program, which resulted in 
a more efficient and cost 
effective case management. A 
former board member of the 
Minority Corporate Counsel 
Association, she was actively 
involved in diversity programs 
and initiatives in private 
practice and at Pfizer, and 
provides diversity consulting 
as part of her regular practice. 
She recently received the 2008 
Diversity Pioneer Award from 
the Defense Research Institute. 
Phillips received her J.D. from 
the University of Texas School 
of Law in 1991, where she was 
editor in chief and articles 
editor for the National Black 
Law Journal. She received her 
Bachelor of Journalism from 
the University of Texas at 
Austin in 1988.

RIChARD BARRETT 
CuETARA
Shareholder
Cowles & Thompson, P.C.

Richard Barrett Cuetara is 
now a Shareholder in the 
business litigation section 
of Cowles & Thompson, P.C. 
Barrett Cuetara’s practice 
focuses on complex real estate 
litigation. He represents real 
estate developers, property 
management companies, and 
retail brokerage companies. 
He serves as chair of the firm’s 
hospitality practice group, and 
represents independent hotel 
owners in franchise disputes, 
hotel occupancy tax matters, 
and hotel management issues. 
Barrett Cuetara also handles 
transactional work, negoti-
ates documents, and resolves 
complex commercial disputes. 
He also serves as chair of 
Cowles & Thompson’s diversity 
committee. He is active in 
the Real Estate Council, Dallas 
Hispanic Bar Association, Texas 
Hotel and Lodging Association, 
and the Global Alliance of 
Hospitality Attorneys. He 
earned his law degree from 
California Western School of 
Law and his LL.M. in Taxation 
from the University of Miami. 
His undergraduate degree, 
cum laude, is from San Diego 
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.
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Generational diversity is present in most 
offices around the world (those garage-
housed Internet startups withstand-

ing), but is often overlooked when it comes 
to addressing diversity practices. The current 
workforce is broken down into four groups: 
traditionalists, baby boomers, generation X, 
and generation Y (sometimes referred to as 
the Millenial generation). MCCA addressed 
the issues surrounding generational diversity, 
with an emphasis on younger members of 
the workforce, at two September events.

The first was an in-person event. The 
Mid-Atlantic Region Generational Diversity 
Dialogue was held on Thursday, September 

18, 2008, at CIGNA Corporation’s down-
town Philadelphia, Pa., office. The interac-
tive dialogue and panel discussion was led 
by Dr. Arin Reeves of the Athens Group. 
The presentation, entitled “From WWII 
to X and Y: Leading 4 Generations in 1 
Direction,” was well-attended and produced 
an affable, yet candid, discussion about 
generational differences.

Dr. Reeves emphasized that, whereas 
lawyers of previous generations may adopt 
a “sink or swim” approach to professional 
success with partnership as the ultimate 
goal, members of generation Y prefer structure 

continued on page 78

Generational Diversity Isn’t Getting Old:  
MCCA Conducts In-Person, Distance Learning Forums  
in September

MCCA Incoming Chair to Host January  
Chance2Chat Session

MCCA is proud to announce that Don H. Liu, longtime 
member of the association’s Board of Directors and its 
incoming Chair, will be the focus of the next session of 

Chance2Chat scheduled for Wednesday, January 28, 2009, at 4 
p.m. Mr. Liu serves as Senior Vice President, General Counsel, 
and Secretary of Xerox Corporation. During the session, he will be 
answering questions and speaking about his legal career.

Chance2Chat is MCCA’s regular online interactive discussion. 
Each session features a legal luminary from the MCCA network. 
Participants may submit questions prior to the start of the session, or as the session 
progresses. The exchanges may be read during the session; transcripts of previous chats 
are available online at www.tools.mcca.com/chatarchives.shtml.

Please make a note to participate in this session, and come prepared with a ques-
tion you’d like to pose! For more information about this session  
or the Chance2Chat generally, please contact Brandon Fitzgerald, MCCA’s General 
Counsel, at brandonfitzgerald@mcca.com.

Don H. Liu
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and a healthy work/life balance. Other differences are seen 
in methods of communication. The youngest members at 
an office prefer to communicate via text message and email, 
and don’t place as much emphasis on face time. 

The presentation, panel discussion, and audience par-
ticipation showed that generational diversity is something 
that everyone experiences. The new ideas and perspectives 
of the youngest workers will increase the flow of ideas in 
the workplace. The presentation also showed how candid 
discussion can clear up generational barriers.

In addition to the in-person event, MCCA’s first-ever 
web seminar, entitled “From Recruitment to Retention 
– Attracting and Connecting to Today’s Associates,” was 
held on September 24, 2008. The combined telephone/web 
interactive session explored the ways in which Millennial 
employees interact in, and contribute to, the legal work-
place. Judith Finer Freedman, Founder of the Balanced 
Worker Project, served as the presenter for the webinar. 
According to her, the secret to embracing the Millennial 
generation is communicating that the firm’s leaders value 
their input, new ideas, and unique work style.  Participant 
feedback ranged from “excellent” to “enlightening,” indi-
cating that they particularly valued the practical tips and 
techniques she offered that they could apply immediately to 
the workplace.  

Please join us when we continue this important conver-
sation in January of 2009 with another webinar. We will 
be asking participants to send in specific issues that firms 
and organizations are experiencing with new associates. 
This follow-up session will tackle these issues in a discussion 
format, so that those who participate will walk away with 
potential solutions.  More information on registration will 
be sent out via an MCCA e-mail blast in December. Until 
then, leverage the Millennial generation’s strengths, and 
turn their challenges into positive energy for your firm or 
organization!  

For more information about upcoming Diversity 
Dialogues or other MCCA events, please visit  
www.mcca.com  DB

continued from page 76






