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I. Making the Business Case for Diversity 
 
 Why should the legal profession be concerned about the diversity of its members?  One 
approach to answering this question focuses on making the business case for diversity.  This 
"business case for diversity" includes three parts.   
 

 First is the idea that corporate clients use the "carrot" of increased or continued business 
and the "stick" of decreased or lost business to encourage large law firms to become more 
diverse.   

 Second, a more diverse workplace helps foster a more enjoyable, productive and creative 
work environment for legal employers.   

 Finally, creating a legal profession that reflects the diversity of the communities it serves 
aligns with lawyers' obligations to further social justice, addressing a history of exclusion 
and better reflecting society's values. 

 
 The business case for diversity dates back to at least 1988, when Harry J.  Pearce, then 
general counsel for General Motors, sent a letter to his outside counsel stating that General 
Motors wanted to see diverse lawyers handling GM's legal matters.  In 2004, Rick Palmore, then 
general counsel of Sara Lee, built upon the momentum by issuing a "Call to Action" for the 
general counsel of large companies to  assign  legal  work  based  on  law  firms’  diversity  and  to  
reduce or end their relationships  with  firms  that  showed  “a  lack  of  meaningful  interest  in  being  
diverse.”  Over 100 general counsel eventually signed the Call to Action.  A recent study by the 
Institute for Inclusion in the Legal Profession (IILP), however, has confirmed that while there is 
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a business case for diversity, it has so far been "not as effective as it ought to be."  IILP Report 
"The Business Case for Diversity 2011:  Reality or Wishful Thinking?" at 16 (2011). 
 
 “When  we  talk  about  increasing  diversity  in  the  profession,  we  are addressing a history of 
laws, practices, and employment decisions that excluded broad sectors from participation in the 
political,  economic,  and  social  activities  and  benefits  of  this  society.”    ABA  Presidential  
Initiative, Commission on Diversity, Report at 9 (2010).   
 
 While some corporate clients use diversity as one of many selection criteria when 
engaging outside counsel, few corporate law departments implement incentives for retaining 
diverse outside counsel or send more business to firms that have successful diversity programs.  
IILP Report at 8. 
 
 The business case for diversity is also compelling for small to medium-sized firms.  The 
diversity of the community presents business opportunities for diverse firms that may handle a 
higher percentage of matters for individuals, such as family law, criminal, estate planning and 
probate and small businesses.  As large companies look for medium-sized firms to handle 
segments of their legal work, the firms will be required to report on the diversity of their firms in 
requests for proposal.  As the competition for such work heats up, how much a firm’s diversity 
or lack thereof plays in the decisions of these companies for legal vendors may increase.   
Another consideration for small to medium-sized firms is that time and resources for training and 
integrating new personnel are in short supply, so retaining diverse lawyers should perhaps be an 
even higher priority for these kinds of firms. 
 
 The  global  marketplace  is  emphasized  in  the  ABA’s  Diversity Report regarding the 
business case: 
 
  "The Business Case 
 

The rapid movement of people, financial instruments, culture, technology, and 
political change across international borders places new expectations on the ability of 
lawyers, law firms, corporations, and legal institutions to respond and adapt to the 
multinational and cross-cultural dimensions of legal issues. 

 
A diverse workforce within legal and judicial offices exhibits different 

perspectives, life experiences, linguistic and cultural skills, and knowledge about 
international regimes, different geographies, and current events. 

 
 In many instances, corporations are ahead of the legal profession in diversifying 
their professional and technological workforces.  It makes good business sense to hire 
lawyers who reflect the diversity of citizens, clients, and customers from around the 
globe.  Indeed, corporate clients increasingly require lawyer diversity and will take their 
business elsewhere if it is not provided." 
 
ABA Diversity Report at page 9. 
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The Minority Corporate Counsel Association (MCCA) has also articulated a strong 
rationale for the business case, emphasizing the external and internal ramifications of not 
fostering diversity and inclusion: 
  
  “Business Case For Diversity 
 

 Change that will affect profits will drive the case for diversity in law firms.  
Without an understanding of how diversity impacts the bottom line, diversity programs 
are short-lived, inadequately funded and not taken seriously by either the firm 
management or those responsible for implementing diversity initiatives. 

 
 With corporate law departments growing more diverse and these departments now 
expressing more concern about the efforts of law firms to increase the number of 
minorities and women on their staff, law firms that only pay lip service to diversity may 
pay a stiff economic price.  Law firms that do not take diversity seriously are already 
losing money: 

 
 Forfeiting the best legal talent to competitors by doing nothing about the 

unacceptably high levels of attrition among all attorneys, which disrupts client 
relationships and the firm work environment. 

 Paying high recruitment costs for diverse candidates, money squandered when 
those attorneys leave within four years for a more supportive environment or 
more attractive positions at law firms or in-house departments. 

 Sustaining damage to their reputation from discrimination litigation, which 
generates negative publicity and increases the cost of recruitment and retention of 
new associates. 

 Not receiving the full return from employees, either by failing to make diversity a 
strategic advantage in tapping emerging markets or by facility to increase 
productivity through more open communication and problem-solving. 

 Sustaining work environments out of step with corporate clients, who increasingly 
may request that more minority and women attorneys be assigned to their work” 
 

Creating Pathways to Diversity:  A Set of Recommended Practices for Law Firms, 9 
(MCCA, 2001). 

 
 The case for diversity and inclusion is compelling in a country where our founding 
documents  hold  the  value  of  equality  to  be  “self-evident.”    As  service  providers,  lawyers  must  
reflect the diversity of the public we serve.  Many strong moral arguments support efforts to 
develop a more inclusive and diverse legal profession in a society with democratic aspirations.  
"A diverse and inclusive legal profession is fundamental to social justice."  IILP Report at 16.  
For a rationale of democratic and leadership arguments supporting increased diversity in our 
profession, see the ABA Diversity Report at page 9.  As a practical matter, however, the business 
case may be the most persuasive argument for an increase in law firm diversity in competitive 
markets. 
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 The data collected and reported in the recent IILP Report, however, indicates that law 
firms, diverse partners and outside counsel have not seen significant results from the last several 
decades' worth of efforts to improve diversity.  In short, more work remains.  Key statistics from 
the IILP Report (2011) highlight these results and the challenges we all face in making the 
business case for diversity: 

 Almost all firms track employment statistics related to attrition, salary, promotion 
attrition, associate conversion, and partner conversion by gender; about 85-90% of firms 
track such statistics by race/ethnicity; about 50% track by sexual orientation; and about 
25% track by disability status 

 About 73% of law firms receive only 0-5% of their gross revenues from clients who ask 
about diversity 

 Only about 20% of firms have heard from clients who ask about diversity  that they have 
received work because of the diversity of their lawyers; of those 20%, fewer still receive 
such direct communication from their clients 

 Almost 95% of firms have never been told that they did not receive work because their 
firm failed to meet a client's diversity expectations 

 Among partners in law firms, 19.2% are women.  In the 200 largest U.S.  law firms, 
women represent only 27% of non-equity partners and 16% of equity partners (the IILP 
Report cites Catalyst http://www.catalyst.org/publication/246/women-in-law-in-the-us for 
these specific numbers) 

 Only 12.5% of corporations responding to the survey indicated that they had sought to 
change their relationships with law firms based on diversity criteria, and of those 12.5% 
only 16.6% had terminated their relationships with the firms 

 60% of diverse partners are not the billing or relationship partners for the corporations 
that have expressed a commitment to diversity 

 Only 8.1% of diverse partners have served on their law firm's executive committee 
 84.3% of diverse partners were never summer associates at their firms 

 
 
II. Prioritizing Diversity at Law Firms 
 
 Prioritizing diversity at a law firm requires a steady, deliberate, but creative approach that 
depends on the particular firm.  Effective steps to prioritizing diversity include developing and 
communicating the business case, having senior partners lead their firm's diversity efforts, 
mandating top-down diversity training, establishing internal accountability, and planning internal 
programs that keep diversity at the forefront and that gradually but increasingly implement the 
firm's goals. 
  
 After researching extensively and holding numerous focus groups, both the ABA and 
MCCA emphasize the importance of making the business case and presenting persuasive 
arguments about the tangible and not-so-tangible (but equally important) benefits of diversity to 
law firms' decision-makers.  From the many recommended practices suggested by the ABA and 
MCCA, we highlight the following essential keys to success: 
 

http://www.catalyst.org/publication/246/women-in-law-in-the-us
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FIVE KEYS TO SUCCESS 
 

1.      “Develop and communicate the business case 
The most important driver to an active commitment to diversity is a strong 
business case.  Most participants agreed that their key driver was client demand, 
but there may be other existing or potential business reasons as well.  It is 
imperative that these are examined and the strongest business case possible is 
presented to senior partners along with the rest of the firm. 

 
 2. Have senior partners take the lead 

Designating a senior partner to lead this effort removes several obstacles by 
increasing senior-partner ownership, avoiding weak and decentralized efforts with 
few results, and staffing diversity committees with senior persons that often wield 
greater influence within their firms. 
 

 3. Mandate top-down diversity training 
Training in diversity and inclusion is essential to build awareness and create a 
common language and understanding within the firm. 

 
 4. Establish accountability 

Firms serious about diversity have to reward and hold attorneys and staff 
accountable for the success or failure of the recruitment and retention initiatives.  
Incentives include creating a time bank to reward attorneys for their work on the 
firm’s  diversity  programs  or  tying  the results  to  incentive  pay  for  senior  partners.” 
(MCCA Report at page 20) 

 
 5. Planning 

 For existing firm/law department diversity programs: 
 Re-examine prior diversity goals and programs. 
 Gather new quantitative and qualitative data on numerical 

representation, quality of work experience, attrition, work 
assignments, promotion, and work culture. 

 Update  goals  and  programs  in  light  of  this  data,  the  organization’s  
specific  challenges  and  resources,  and  this  report’s  general  
recommendations  on  “rethinking  diversity.” 

 Draft, publicize, and implement an updated diversity and inclusion 
action plan, which includes measurable goals and mechanisms for 
regular assessment and meaningful accountability. 
 

 Tie compensation to advancement of diversity goals. 
 Using recent reports and research, develop persuasive arguments to 

present both the tangible and intangible benefits of diversity to decision-
makers (e.g., assignment partners, practice group leaders). 

 Retain diversity experts as consultants or professional staff to achieve and 
maintain diversity and inclusion goals and accountability. 
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 Formalize a leadership succession plan for diversity at all levels of the 
organization. 

 Develop and disseminate rebuttals for inaccurate assertions that 
commitments to diversity amount to impermissible reverse discrimination.  
Emphasize that holistic, multidimensional diversity programming differs 
profoundly from - and thus avoids the alleged harms of – policies aimed at 
superficial, one-dimensional  demographic  representation.” 
 

ABA Report at page 22. 
 
 We encourage attorneys and firms to review the IILP, ABA and MCCA reports in more 
detail as appropriate to their circumstances.  Included in these reports are additional specific 
IILP, ABA and MCCA recommendations for firms regarding Firm Culture, Assessment & 
Accountability, Hiring Retention & Advancement and Outreach, a helpful MCCA Summary of 
Action Steps (Getting Started: Moving and From Lip Service to Diversity).  The IILP report 
includes recommendations for Law Firms and Diverse Partners (to make the business case for 
diversity more effective).   
 
 The MCCA Pathways Concept: Compliance to Inclusion is also instructive.  Participants 
in focus groups were asked to chart the current state of their law firms on the following scale 
incorporating  MCCA’s  evolutionary  stages  of  Compliance,  Diversity,  and  Inclusion:   
 
 

Figure 1:  The Pathways Concept:  Compliance to Inclusion 
 

          
          

 
             Compliance                              Diversity          Inclusion 

Compliance – The 
firm demonstrates a 
general 
commitment to 
increase minority 
representation 
within the firm in 
compliance with 
federal law and/or 
corporate pressure 
but there is no 
active or ongoing 
efforts to actually 
change  the  firm’s  
hiring practices or 
work environment. 

 Diversity – The firm 
demonstrates a higher 
level of commitment 
to diversity activities, 
accompanied by the 
formation of a 
diversity committee 
and the development 
of programs designed 
to recruit and retain 
minority and women 
attorneys.  However, 
they may lack a clear 
mission and fail to 
produce results. 

 Inclusion – The 
firm demonstrates 
the highest level of 
commitment.  This 
is characterized by 
the existence of 
diversity at all 
levels.  In addition, 
diversity initiatives 
are integrated with 
the corporation’s  
long-term strategic 
goals and 
measured along 
with other strategic 
goals. 

1 3 6 10 
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MCCA Report at 12.  Average ratings of diverse attorneys are discussed at pages 13-19 of the 
MCCA Report. 
 
 While the ABA, MCCA, and IILP Reports emphasize the structural changes necessary 
for lasting institutional change, it is also important to recognize how much can be achieved by 
individual lawyers and small groups of lawyers committed to a more diverse workplace and bar.  
Indeed, such change always begins and gains momentum by the efforts of individual lawyers.  
An increasing number of lawyers are recognizing the value of diversity in the workplace and in 
their professional lives.  Progress at law firms on the diversity front always originates with 
individual lawyers who are committed to the professional value of basic fairness and who wish 
to contribute to their profession.  These lawyers lead the way to implement real, lasting change, 
which requires a concerted effort at all levels within a firm: as individuals, within groups, and as 
a larger institution. 
 
 Prioritizing the value of diversity within law firms today is a multi-faceted and long-term 
process.  It is not a project or a program.  Each law firm has to consider its own needs and 
resources as well as its own history and culture in addressing issues of diversity within the firm.  
For example, where one firm may build momentum by engaging in serious assessment and 
planning, another firm may move forward by initially identifying a senior leader who takes 
action to legitimize the importance of building diversity within the firm.  To build momentum, 
we must recognize the many opportunities diversity offers all of us.  Achieving a diverse work 
force is more than just good for business.  Lawyers tend to identify with the professional values 
of basic fairness and equality.  Adherence to those professional values in the workplace tends to 
increase lawyer engagement and job satisfaction.  An inclusive workplace enhances job 
satisfaction and productivity for all participants.  What can you do this month to help build 
momentum for positive change in your firm? 
 
 
III. Real Life Stories 
 
 

FARLEIGH WADA WITT 
 

THE BUSINESS CASE FOR DIVERSITY AND PRIORITIZING DIVERSITY 
 

 Farleigh Wada Witt is a mid-size firm based in Portland, Oregon.  The firm currently has 
twenty-four lawyers, fifteen of whom are shareholders.  The firm received the OWLS Workplace 
Leader Award in 2007 in recognition of its efforts to promote a healthy work/life balance and 
maximize opportunities for women and minorities.  Fifty percent of the lawyers in the firm are 
women and forty percent of the shareholders are women.  Three of the lawyers are minorities. 
  
 In the thirty years since the firm was formed, it has developed a culture that promotes a 
healthy work/life balance and the firm highly values flexibility in accommodating changes in 
work schedules as lawyers go through different phases in their personal and professional lives.  
As we age as a firm, we realize that the flex-time arrangements we put in place initially for 
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women lawyers who wanted more time to raise their children will be used by senior lawyers who 
transition to retirement. 
  
 Farleigh   Wada   Witt   has   hired   a   number   of   minority   law   clerks   through   the   OSB’s  
Affirmative Action program.  These have included first- and second-year students.  One of our 
goals is to provide the law clerks with private practice experience, and we have also been 
favorably impressed with the quality of the work of these summer law clerks.   
 
 Some of the measures adopted by the firm to promote a healthy work/life balance include 
the following: 
 

 A minimum billable hour goal of 1620 hours for all attorneys, with additional 
compensation incentives for those who exceed the goal.  The idea is that this is 
achievable and associates who may meet but not significantly exceed this goal have met 
their billable-hour requirements for becoming shareholders. 

 Flex-time  arrangements  need  to  be  approved  by   the  firm’s  management  committee,  and  
there is a formula in place to reduce compensation based on the anticipated reduction in 
billable hours. 

 The firm has a sabbatical program for shareholders, which gives them two months off 
every five years.   

 
We recognize that we may forgo some income to the firm and compensation to the shareholders 
because of these policies, and it is a trade-off we have been willing to make as a firm.  In order to 
make this work, we are very selective in our client intake, manage our receivables and work in 
process carefully and have a high collection percentage. 
  
 In some ways, diversity is so ingrained in our firm culture that certain things become 
second nature.  Some examples: 
 

 The firm has had a minority lawyer and a woman as the President and managing 
shareholder.   

 For one recent associate hire, we interviewed only two candidates, both of whom were 
minority lawyers, and hired one of them. 

 In connection with pitching our services to one of the largest financial institutions in this 
country, we did so with a team of three lawyers, all of whom are minority lawyers.  We 
did not discuss the diversity of our legal team in our discussions with the prospective 
client.  The client selected our firm to handle its work. 

 
 The road to getting to this point was not always smooth, and there were certainly 
moments of frustration, anger and hurt feelings along the way.  We talked through issues, 
without the benefit of diversity committees or diversity training.  At the end of the day, I believe 
we got to this point because the firm came to recognize the value and potential of our women and 
minority attorneys.  As we became more known for our firm culture, we are able to attract 
women and minority applicants. 
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_____________________________________________________________________________ 
 
 

PERKINS COIE LLP 
 

Background 
 
 Perkins Coie was founded in Seattle, Washington, in 1912 and now has more than 850 
lawyers, with more than 100 discrete practice areas, in 18 offices across the United States and in 
China, representing companies across a wide range of industries and stages of growth—from 
start-ups to FORTUNE 100 corporations.   
 
 Perkins Coie is dedicated to providing an inclusive work environment that offers all 
employees the opportunity to succeed.  For nine consecutive years, the firm has been named to 
FORTUNE magazine's list of "100 Best Companies to Work For."  Also, for the past three years, 
the firm has received a perfect 100% rank by The Human Rights Campaign Foundation, the 
educational  arm  of  the  nation’s  largest  advocacy  group  for  gay,  lesbian,  bisexual  and  transgender  
Americans, in the Corporate Equality Index and Best Places to Work Survey.  In addition, the 
firm has been named to the  Yale  Law  Women’s  “Top  Ten  Family  Friendly  Firms”  list  in  2008,  
2010 and 2011.  In 2011 the firm received a Gold Standard Certification from The Women in 
Law Empowerment Forum. 
 
Prioritizing the Case for Diversity at Perkins Coie 
 
 Perkins Coie deeply values diversity as an integral part of our culture.  We are committed 
to supporting the growth and development of a workplace that reflects the richness of the 
communities in which we live and work.  At Perkins Coie, we work hard to ensure that diversity 
and inclusion are values that are nurtured in our firm environment and in the broader legal 
community.  We do not consider diversity to be a standalone concept.  At Perkins Coie, we want 
everyone to feel valued and included, particularly people from underrepresented groups. 
 
 Our goal is to create an inclusive community where everyone feels supported and 
encouraged to give his or her best.  To achieve this goal, starting in 2006 we have made diversity 
a strategic priority for us, and have dedicated the resources and leadership to it.  We have formed 
a firmwide strategic diversity committee and local diversity committees for our offices, created 
affinity groups, hosted diversity retreats and established a firmwide diversity department led by 
our Chief Diversity Officer, Theresa Cropper, who is responsible for the firm's diversity policies 
and initiatives, including developing programs for the recruitment, retention, and promotion of 
lawyers of color, women, gay lesbian bisexual and transgender and those with disabilities, 
working with each office to develop and support local diversity initiatives, and partnering with 
firm management and practice groups to explore ways to promote diversity and inclusion at 
Perkins Coie.   
 
Our Diversity Program Objectives and Structure 
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 The specific objectives of our diversity programs are to:  engage firm leadership in 
proactive diversity initiatives; measure and monitor our progress and success; invest in the 
diversity pipeline; and develop programs to address internal and external priorities.  Here are 
some of the structures we have put in place to achieve our objectives. 
 
 Firm Diversity Committee.  We formed our firm's Diversity Committee in 1998 to 
provide a forum for discussion and support the implementation of a variety of programs and 
policies affecting women and other diverse lawyers.  Our Diversity Committee consists of 
diversity committees at individual offices and our Strategic Diversity Committee.  Our local-
office diversity committees, which are staffed and chaired by attorneys in each office, work with 
our firmwide Diversity Department, to implement firmwide initiatives, sponsor events, and 
support affinity groups at local law schools.  Our Strategic Diversity Committee is responsible 
for developing diversity strategies and policies for the firm, yet it is not alone in carrying the 
mantle of diversity and inclusion.  In a firm that prides itself on its collegiality and on being a 
great place to work, we strive to be a place where our attorneys and staff are not content to 
simply cheer on the efforts of this committee from the sidelines.  The challenge, of course, is in 
determining what individuals, departments or committees can actually do to advance the cause.  
Our recent efforts have focused on developing tools and ideas to assist members of the firm in 
finding tangible, measurable ways to contribute.  This level of "ownership" and engagement at 
all levels is the essence of inclusion – everyone has a sense of belonging and understands that 
their participation matters.  Below are highlights of our recent efforts: 
 

 Diversity Resource List.  In 2008, Perkins Coie adopted a list of best practices that were 
designed to support, encourage and develop all associates.  The efforts were focused on 
internal best practices that could directly support associates, and the suggestions were 
presented as a series of short tips.  In 2010, our Strategic Diversity Committee expanded 
the concept by developing a resource list that helps individuals find ways to strengthen 
diversity through their own efforts.  The list spanned seven different areas, and there was 
a range of complexity associated with each item.  The resource list sets out ways to 
promote diversity in the following categories: (1) Educating Yourself and Others; (2) On-
Campus and Lateral Hiring; (3) Aiding in Professional Development; (4) Supporting 
Work/Life Balance; (5) Mentoring; (6) Supporting Business Development; and (7) 
Instilling Leadership Development.  Action items range from the simple (reading articles 
on diversity in the profession) to the more complex (developing a mentoring relationship 
with an attorney diverse from you and with whom you do not have specific work 
assignments).  Our goal was to assist all lawyers in identifying opportunities and taking 
steps to make diversity an integral part of their practices. 

 
 Diversity Working Group.  Our Executive Committee – the governing body of the firm 

that represents practice groups, offices and the partnership – also took ownership of the 
diversity issue in 2010 by creating its own task force – the Diversity Working Group.  
Our Strategic Diversity Committee supported this group, partnered with it and 
participated in efforts that included:  educating firm leaders (office managing partners, 
practice group leaders, management committee and staff leadership) about the business 
case for diversity; organizing a panel discussion during our firm Management Retreat 
featuring clients who spoke about the importance of diversity in their own organizations 



 

09901-0016/ADMIN30782051.4  12 

and their expectations of outside counsel; advising on the firm's policy addressing 
diversity in lateral recruitment; and interviewing client leads to explore diversity as a 
value added to client service.   

 
 Tracking Diverse Attorney Participation in Business Development.  Recognizing that 

an attorney's ability to develop business indicates her or his ability to succeed, we believe 
it is critical that diverse attorneys participate on teams responding to requests for 
proposals or meetings with potential clients. Starting in 2010, our Client Relations and 
Diversity departments collaborated to track how diverse attorneys are included in these 
activities. Tracking these processes armed us with information that helps us encourage 
individual attorneys to be as inclusive as possible when assembling client teams. 

 
Addressing Attrition Rates for Diverse Attorneys 
 
 One of the most significant challenges facing the large law firm sector in general is that 
the attrition rates for diverse attorneys (particularly women of color) are high.  Perkins Coie has 
implemented a number of measures to support our diverse attorneys and help them succeed, 
including the following:  
 

 Mentoring Program.  Recognizing that mentoring relationships are key to long-term 
success and retention, Perking Coie's national Attorney Development Department has 
created an enhanced firmwide mentoring program for all associates:  Building Bridges.  
The goal of this program is to provide meaningful professional development 
opportunities and strengthen connections between lawyers within offices, practice groups 
and across the firm.  The program establishes two types of mentoring pairs:  Orientation 
Mentee/Mentor pairs (for new associates and laterals) and Bridge Mentee/Mentor pairs 
(for current associates).  Orientation Pairs are established when a new associate or lateral 
joins the firm and remain active for one year.  The Orientation Mentors will most often 
be more senior associates in the new attorneys' practice group.  Bridge pairs are 
established annually and remain active for at least one year (Bridge pairs may choose to 
continue the pairing).  Bridge Mentors are most often of counsel or partners in the 
associates' practice group.  Mentees and mentors are provided with materials that outline 
their roles, responsibilities and suggestions for meetings and discussions.  In addition, we 
offer local and national training opportunities and information to supplement mentoring 
relationships and provide ongoing support.  By ensuring that all associates have access to 
a mentor, we strengthen connections between our diverse associates and the firm. 

 
 Business Practice Group Pilot Diverse Associate Tracking Project.  Perkins Coie's 

Business practice has created a pilot project in which a team—consisting of the Business 
Practice Personnel Partner, the Chief Diversity Officer and the Practice Group Business 
Manager—tracks all diverse associates in more than 15 areas on a monthly basis to gain a 
proactive understanding of the needs, challenges and opportunities for each diverse 
associate in the group.  Each month this team develops a plan and updates and reviews 
prior actions for effectiveness.  We track a number of areas, including class year, clients, 
hours, supervising attorneys, professional development, firm committees/citizenship, 
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participation in RFP/pitches, cross office work, client contact, other associates in class 
year, associate evaluation committee comments, partnership prospects and an action plan.  

 
 Diverse Attorney Business Development Tracking Project.  Perkins Coie regularly 

tracks whether diverse attorneys are included in requests for proposal and invited to pitch 
meetings with potential clients.  As part of that overall monitoring, we have also launched 
a project to facilitate more frequent review and updating of diverse attorney bios and 
experience lists.  The goal is to ensure that diverse attorneys can showcase their 
capabilities and have a stronger presence on the firm's website.  We believe these 
measures allow diverse attorneys to compete for business more effectively. 

 
 Coaching Program.  Perkins Coie offers a formal coaching program designed to help 

partners, particularly young ones, develop personalized business plans, as well as to 
successfully implement these plans with one-on-one coaching, and expand their 
respective books of business.  We ensure that diverse attorneys are included in this 
program, and we measure success and provide accountability over an 18-month period. 

 
 Exit Interview Program.  Perkins Coie conducts a formal exit interview program in 

which an outside firm conducts anonymous interviews with all attorneys who have 
recently left Perkins Coie.  We review and analyze this data to better understand how we 
can manage our attrition.  In addition to external exit interviews, all departing associates 
are also interviewed by our Directors of Attorney Development, whose department tracks 
themes, trends and data, and presents findings to management. 

 
 Affinity Groups.  Perkins Coie supports the following affinity groups for diverse 

attorneys:  Women's Forum, Lawyers of Color, GLBT and Parents.  The groups serve as 
an informal resource for addressing discreet questions and concerns as well as providing 
formal opportunities for business development and proactive support or intervention 
when necessary. 

 
Conclusion 
 
At Perkins Coie, we are committed to addressing the broad array of issues attendant to pursuing 
diversity and inclusion in large law firms.  Our hope is that in reviewing our efforts, you will be 
inspired and find ways to advance the cause. 
 
For more detailed information about diversity at Perkins Coie or to see a copy of our Diversity:  
2010 Year in Review report, please visit our website at 
http://www.perkinscoie.com/diversity/Diversity.aspx.   
 
IV. Resources 
 

 Institute for Inclusion in the Legal Profession (IILP) Report "The Business Case for 
Diversity 2011:  Reality or Wishful Thinking?" (2011). 

 American Bar Association (ABA) Presidential Initiative, Commission on Diversity, 
Report (2010). 

http://www.perkinscoie.com/diversity/Diversity.aspx
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 The Minority Corporate Counsel Association (MCCA), "Creating Pathways to Diversity:  
A Set of Recommended Practices for Law Firms" (2001). 

 The Harvard Management Update article, "Making Diversity a Business Advantage" by 
Andrew Park (2008). 
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WORKING PAPER FOR RECRUITING SUBGROUP OF THE COE LEGAL 
EMPLOYER ENGAGEMENT COMMITTEE 

Members:  Christine Kennedy, Director of Human Resources, Oregon State Bar; Cashauna Hill, 
Oregon Law Center; Michelle Neal, Regional Director, INROADS, Inc.; Naomi 
Levelle-Haslitt, Miller Nash; Michelle Baird-Johnson, Recruiting Director, Miller 
Nash; Casey Mills, Miller Nash. 

This section addresses issues identified as important considerations in recruiting 
underrepresented groups to the legal profession.  The areas discussed include (1) creating a high 
school and college pipeline for students to the legal profession, (2) providing assistance and 
resources to college and law school students trying to obtain a legal job, (3) improving the 
recruiting environment in law firms and other legal organizations, (4) using fellowships and 
scholarships to attract highly talented and diverse candidates, and (5) out-of-state recruiting of 
students and (6) lateral recruiting considerations. The section represents a collection of 
information based on the contributors' knowledge base and is not a complete compilation of 
resources or ideas.  In considering who was underrepresented, the group focused on those from 
racially and ethnically diverse backgrounds, those with physical disabilities, and sexual 
minorities.  We welcome your feedback and contribution on any of the topics!   

I. PIPELINE (Michelle Neal) 

A. Narrative of Issue:  Establishing an early pipeline of diverse students interested in 
law and exposing them to the legal profession.  A pipeline allows for youth to 
understand the field they are interested in, network, obtain support, and begin 
their journey into the academic realm.  Piquing interest early also allows law 
schools and firms to identify students to mentor and guide through the academic 
process in order to ensure the necessary success to enter the field of law.  

B. Areas: 

1. Engage with community organizations and educational institutions that 
support diversity 

2. High school 

a. Mock trial competitions and Law Day events 

b. Portland Human Resource Management-(assists participants in 
New Avenues for Youth with job skills) 

c.  Interning (De La Salle) 

d. Job Shadowing 

e. Summer Youth Connect (Mayor Adams program) 
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3. College 

a. INROADS, Inc.-nonprofit organization that focuses on recruiting 
underserved youth for paid internships with corporations 

b. Internships:  summer and short-term (subsidized and for credit) 

c. Law school fairs (especially those focused on minorities) 

d. Partnership with minority college organizations 

i. ALPFA (Association of Latino Professionals in Financing 
and Accounting) 

ii. NABA (National Association of Black Accountants) 

iii. PSU/OSB Diversity and Inclusion Program Shadow 
Program 

iv. Minority law associations (i.e. APA and Native American 
associations) 

e. Shadowing 

4. Oregon State Bar/OLIO( Opportunities for Law in Oregon ) 

C. Best Practices:  Have a diverse person doing outreach in order for students to 
observe a professional from his/her minority group. 

D. Possibilities and Opportunities:  An expanded coordinated joint effort by law 
firms and the bar to establish relationships with high schools in Oregon and with 
colleges (including community colleges), both inside and outside Oregon, with 
high diversity populations to encourage students to be in Oregon and become 
lawyers and to help provide students with the tools to succeed. (note:  OSB 
Diversity and Inclusion Program is currently in the process of establishing a 
pipeline project)  

E. Resources:  Urban League of Portland, www.ulpdx.org; Hispanic Metropolitan 
Chamber of Commerce, www.hmccoregon.com; INROADS, Inc., 
www.inroads.org; www.BlackStudents.com; college minority clubs/associations; 
minority fraternities/sororities (e.g., AKA, Delta Sigma Theta, Lambda Theta 
Alpha) 

II. ASSISTANCE TO STUDENTS (Christine Kennedy) 

A. Narrative of Issue:  Employing students, either as regular employees or as interns 
and externs, may begin the journey into the Oregon employment market.  The 
potential for post-graduation employment opportunities grows through an 

http://www.ulpdx.org/
http://www.hmccoregon.com/
http://www.inroads.org/
http://www.blackstudents.com/
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expanding network of colleagues and career-related experience.  The quantity and 
quality of employment opportunities in Oregon discourages the need to seek 
employment outside Oregon.  Teaching, evaluating, and practicing accepted and 
recommended best practices provide students with a solid foundation for 
becoming the selected candidate. While it is important to expose young students 
to opportunities and choices, for purposes of this discussion the focus is on 
college-level and law school students. 

B. Areas:   

1. As a legal employer, seek out opportunities with groups that have 
established relationships with students to meet and help them prepare for 
the job market.  Possible partners include school career centers, 
professional organizations, family and friends, and colleagues of family 
and friends. 

 
2. Topics to cover with students 

a. Résumés and cover letters 

i. Job-specific 

ii. Error-free 

iii. Job-relevant information versus unnecessary information 

iv. Professional appearance 

b. Interviewing 

i. Interview preparation and research 

ii. E-mail addresses and voice mail greetings 

iii. Dress code 

iv. Arrival 

v. Answering questions 

vi. Asking questions 

vii. Phone interview etiquette 

viii. Thank-you notes 

c. Writing samples 
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i. Best product 

ii. Appropriate length 

iii. Include only when requested 

d. Dealing with bias using real-life examples of bias from people with 
disabilities, people of color, and people of sexual minorities 

e. Networking 

i. Carry clean copies of résumé and business card with  
personal information 

ii. Join relevant organizations 

iii. Attend seminars presented by related organizations to meet 
members 

iv. Seek job-shadow opportunities  

v. Request informational interviews 

f. Mentoring 

i. Ask for introductions 

ii. Ask for advice 

iii. Ask for résumé critique 

iv. Ask for practice interview 

g. Best Practices for Students 

i. Be thoughtful and respectful of others' time 

ii. Send timely, handwritten thank-you notes 

iii. Always present the best you are 

iv. Looking for a job is a full-time job 

C. Best Practices: 

1. Be available to the students 

2. Encourage  students’  individuality  within  parameters of protocol 
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3. Be a role model to students 

4. Give enough guidance for students to do the work and learn from the 
experience; refrain from doing the work for them 

D. Possibilities and Opportunities:   

1. Organize volunteers from human resources departments to prepare 
curriculum 

2. Partner with colleges and law schools 

3. Volunteers present a series of seminars to students at the schools 

4. Provide real-world best practices 

5. Provide individual feedback to students 

E. Resources: 

1. School career center 

2. Family, friends, and colleagues of family and friends 

3. Organizations providing networking and mentoring opportunities 

a. Professional groups 

i. Oregon State Bar Diversity and Inclusion Program 

(A) Opportunities for Law in Oregon (OLIO) 

(B) BOWLIO 

(C) First-Year Internship Program 

ii. Portland Human Resources Management Association 
(PHRMA) 

b. Student groups/minority law students association 

4. Employment-related Web sites 

a. Careerbuilder.com 

b. Craigslist.com 
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c. Monster.com 

d. Portlandjobfinder.com 

e. WorksourceOregon.org 

f. WorkplaceDiversity.com 

g. Partnersindiversity.com 

5. Community publications 

a. El Hispanic News 

b. Asian Reporter 

c. The Skanner 

III. IMPROVING THE RECRUITING ENVIRONMENT (Casey Mills) 

A. Narrative of Issue:  At the heart of diversity is inclusion and how people treat one 
another.  Improving the recruiting environment in law firms or other legal 
organizations is done in two different ways:  first, by ensuring that those 
responsible for recruiting provide a comfortable and welcoming place for 
interviewing diverse candidates; and second, by leaders making sure that the 
office is a place that welcomes and values diversity and inclusion.  If the recruiter 
or the office is not welcoming, there is little reason for the diverse candidate to 
want to work at the firm/organization. 

B. Areas: 

1. Web site.  A firm's Web site is the firm's first introduction to possible 
recruits.  Accordingly, a firm's Web site should fully explain the firm's 
commitment to diversity, programs that support diversity and inclusion at 
the firm, and organizations that the firm has a relationship with that 
support diversity.  A firm's emphasis on diversity should also be easily 
searchable (what happens when you Google "Oregon law firms 
diversity"?).  Particular information that a firm should consider as part of 
its Web site includes: 

a. Description of firm's commitment to diversity 

b. Copy of firm's diversity plan and policy 

c. Description of the firm's fellowship/scholarship program, including 
application form and contact information 

d. Description of firm's hiring practices, including deadlines and 
available positions 
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e. Identity of the members of the firm's diversity committee with 
contact information and pictures 

f. Annual reports on the firm's diversity efforts over prior year 
highlighting awards 

g. Entities that the firm partners with to improve diversity 

The Web site should be updated on a regular basis or the information 
provided may go stale. 

2. Diversity / elimination of bias / inclusion educational programs.  
Subtle behaviors, such as nonverbal expressions, signal bias and can 
significantly and adversely affect the recruiting process.  Recognition of 
this potential behavior is very important both in the firm's recruiting 
efforts as well as for its attorneys and staff.  Mitigation of this possible 
problem can be addressed through programs on diversity, elimination of 
bias, and inclusion.  All lawyers and staff should attend such programs.  
Such programs are discussed in more detail elsewhere in this tool kit.  The 
key to such programs is to have a dialogue about diversity that sensitizes 
people to the issues and creates awareness on both substantive topics and 
communication skills necessary for respect for diversity of all types.  

3. Ensuring the firm values diversity and inclusion and improving the 
office recruiting environment. 

a. Incorporating commitment to diversity into the firm's core 
values/mission statement and making this evident to the entire firm 

b. Including the firm's commitment to diversity in client marketing 
materials, including the firm's Web site 

c. Including achievements related to diversity in firmwide e-mails or 
other communications 

d. Providing new attorneys and summer clerks with two mentors:  
one for work and one for social support 

e. Offering new attorneys and summer clerks with projects, perhaps 
on a pro bono basis, for community organizations that service 
diverse communities and encouraging the recruit to attend board 
functions of nonprofits and other community organizations that 
service diverse communities 

f. Inviting members of the Minority Bar Association to provide 
presentations to the firm 
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g. Having those in firm leadership and positions of power attend 
Minority Bar Association events with new associates and summer 
associates 

h. Inviting all attorneys and summer associates to attend diversity 
committee meetings 

i. Offering flexible work schedules to allow for the achievement of a 
work/life balance 

j. Offering same-sex benefits and "grossing up" wages for those 
enrolled for same-sex partner benefits to equalize the added tax 
burden from the imputed value of the income charged to the same-
sex couples from such benefits 

k. Articulation by leadership of the value of diversity and inclusion to 
the firm's growth, profits, market share, talent, and workplace 
satisfaction 

l. Preventing isolation 

m. Preventing mascots or props (e.g., having attorneys appear at client 
meetings because of their diversity but not doing any work for the 
client) 

n. Being aware of institutional rigidity and the requirement that the 
recruit conform to the firm rather than the firm providing room for 
the recruit to succeed 

o. Rewarding attorneys and staff and holding them accountable for 
the success or failure of recruitment and retention 

p. Creating a work environment where attorneys have confidential 
outlets to express their opinions to firm management and where 
training resources are available to improve communication 
between all employees 

4. Continue recruiting during clerkship 

a. In addition to mentoring, ensuring that a variety of lawyers, 
especially persons in position of leadership, spend time with new 
attorneys and summer associates to ensure that their experience is a 
positive one 

b. Ensuring that new attorneys and summer associates actively 
participate in a variety of projects as well as firm administration  
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c. Ensuring that the outside interests of the new attorneys and 
summer associates are being met, especially in the form of 
sufficient social support 

C. Best Practices:   

1. Ask for feedback from all attorneys and applicants on the influence and 
content of the firm's Web site 

2. Ensure that all persons, interviewers, attorneys, and staff have some form 
of diversity training at least every other year 

3. For interviewers, teach behavioral interviewing; make sure that 
interviewers explain the firm's commitment to diversity and inclusion to 
all candidates, not just those from diverse backgrounds 

4. Develop a program to prevent overt and subtle indications of bias 

5. Have leadership repeatedly express the importance of diversity and 
inclusion  

6. Develop meaningful internal awards for improving diversity and inclusion 

7. Make sure that the recruit is engaged professionally and socially during 
his or her clerkship 

8. Provide that a diverse person conduct interviews 

D. Possibilities and Opportunities:  Implement an internal program that allows 
continued feedback from applicants, attorneys, and staff on the welcoming and 
supportive nature of the firm and audits on the firm's diversity and inclusion with 
a focus on management and recruitment. 

E. Resources:   

1. Consultants 

a. Steve Hanamura of Hanamura Consulting, 
www.hanamuraconsulting.com 

b. Greg Bell, Water the Bamboo Center for Leadership, 
www.waterthebamboo.com 

c. Lourdes Fuentes, www.lfuentesjd.com 

d. Jeanne M. Farr, Coexistence Collaborative, www.ccpdx.org 

e. Peggy A. Nagae, Peggy A. Nagae Consulting, (406) 862-3848; 
peggy.nagae@gmail.com 

http://www.hanamuraconsulting.com/
http://www.waterthebamboo.com/
http://www.lfuentesjd.com/
http://www.ccpdx.org/
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f. United to Understand Racism, www.understandingracism.org 

g. Insight Education, www.insighteducationsystems.com  

2. Publications 

a. Michael Welp et al, Eight Critical Leadership Skills Created 
Through Effective Diversity Partnerships:  A Skills-Building Field 
Guide (White Men as Full Diversity Partners 2005) 

b. Minority Corporate Counsel Association, Creating Pathways to 
Diversity:  A Set of Recommended Practices for Law Firms (2002) 

c. J. Pigott, Teaching Can Help, 16 Business Law Today 11 
(Sept./Oct. 2006) 

IV. FELLOWSHIP/SCHOLARSHIPS (Naomi Levelle-Haslitt) 

A. Narrative of Issue:  An important and effective tool in attracting highly talented 
and diverse candidates is offering fellowships and scholarships.  Most law firm-
sponsored fellowships and scholarships provide some monetary amount to a 
diverse student who has worked with the firm in its summer clerk program. 

B. Areas: 

1. Although fellowships and scholarships can be structured in many different 
ways, they generally involve the student's working for the firm for a 
period of time (usually during the summer and with pay) and then 
receiving a scholarship in some amount after completing the summer 
clerkship. 

2. There are many different options for structuring a scholarship/fellowship 
program—the most important thing is that the program fit the needs and 
goals of your firm.  Some examples of options are: 

a. Offering fellowship/scholarship opportunities to (a) only 1L 
students, (b) only 2L students, or (c) both 

b. Asking 1L summer associates to be open to returning for either a 
full or half-summer the following year for further evaluation 

c. Providing the scholarship amount after either (i) the completion of 
the first summer or (ii) the student has returned and completed a 
second summer 

d. Providing scholarships for bar exam and bar preparation courses  

C. Best Practices:   

http://www.understandingracism.org/
http://www.insighteducationsystem.com/


 

 -12- 
999999-9999/PDXDOCS:1925753.5  

 

1. Have a clear internal understanding about the focus of the program.  Ask 
questions in both development and execution of the program, such as: 

a. Is the purpose to provide an opportunity to an individual who 
might not otherwise have a chance to work in the private-sector 
environment, or is it to recruit the best possible candidate for the 
firm, or both? 

b. Will the person be offered a job, or is it purely an experiential 
program? 

c. Will extra mentoring be provided to these students? 

2. Make the firm's expectations and intentions clear to the recipient from the 
beginning.  Do not create inaccurate perceptions of the recipient's 
probability of being asked back to work as a summer associate in the 
future or being hired as an associate if that is not the case.   

3. Recognize differences in experience when evaluating 1Ls and 2Ls.  If 1Ls 
will be given the same work and held to the same standards as a 2L 
consider whether additional resources should be provided to 1Ls to help 
them meet expectations.  Consider creating written levels of competencies 
for 1Ls versus 2Ls, so that they can be clearly understood by those 
evaluating them. 

4. Be flexible.  Remember that the ultimate goal is to recruit candidates to 
your firm and the area.  Recruiting diverse candidates means that they will 
have differing ideas about what is the most important aspect of a program.  
Also, you may learn things about your firm and its fellowship/scholarship 
program as it develops—use the things you learn to refocus the program if 
necessary.  Don't be afraid to learn and change. 

D. Possibilities and Opportunities:   

1. Recognize value in attributes and experiences, not just grade-point average 
and class rank.  Look for demonstrations of leadership, initiative, hard 
work, etc. 

2. Provide workflow coordinators to make sure that the summer clerk is not 
either being overwhelmed or not receiving enough work 

3. Be especially mindful in assigning mentors to fellowship recipients to 
make sure the pairing allows the candidates to get high-quality advice on 
work product, social aspects, and firm politics from someone with the 
skills to provide that information.  (This may mean the mentor needs to 
receive training about communicating across differences.) 

4. Partner with clients to create in-house/outside counsel experiences. 
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E. Resources:   

1. Additional information on structuring diversity fellowships/scholarships is 
available from The National Association for Law Placement (NALP):  
www.nalp.org 

2. Current Oregon law firm fellowship/scholarship programs 

a. Banner & Witcoff: http://www.bannerwitcoff.com/about/diversity/ 

b. Davis Wright Tremaine: 
http://www.dwt.com/Careers/SummerAssociates/1LDiversitySchol
arshipProgram 

c. Lane Powell:  http://www.lanepowell.com/422/diversity-
scholarship/ 

d. Miller Nash:  
http://www.millernash.com/difference/xpqGC.aspx?xpST=Diversity 

e. Perkins Coie:  
http://www.perkinscoie.com/careers/summer/?op=ilprogram 

f. Tonkon Torp:  http://www.tonkon.com/Careers/-
1LDiversityFellowship.html 

g. Schwabe Williamson & Wyatt:  
http://www.schwabe.com/recruitsummeronlineapply.aspx 

h. Stoel Rives:  http://www.stoel.com/diversity.pdf 

3. OSB First Year Internship Program:  
http://www.osbar.org/aap/programs.html#first 

V. OUT-OF-STATE RECRUITING (Cashauna Hill) 

A. Narrative of Issue:  Law schools and law firms in Oregon should consider 
recruiting out-of-state students to help increase diversity within the Oregon State 
Bar.  Many students may not be aware of opportunities in Oregon because of a 
lack of outreach and targeted recruitment.   

B. Areas: 

1. Identification of specific schools 

a. For law school recruiting—undergraduate institutions: 

http://www.nalp.org/
http://www.bannerwitcoff.com/about/diversity/
http://www.dwt.com/Careers/SummerAssociates/1LDiversityScholarshipProgram
http://www.dwt.com/Careers/SummerAssociates/1LDiversityScholarshipProgram
http://www.lanepowell.com/422/diversity-scholarship/
http://www.lanepowell.com/422/diversity-scholarship/
http://www.millernash.com/difference/xpqGC.aspx?xpST=Diversity
http://www.perkinscoie.com/careers/summer/?op=ilprogram
http://www.tonkon.com/Careers/-1LDiversityFellowship.html
http://www.tonkon.com/Careers/-1LDiversityFellowship.html
http://www.schwabe.com/recruitsummeronlineapply.aspx
http://www.stoel.com/diversity.pdf
http://www.osbar.org/aap/programs.html#first
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i. Historically Black Colleges and Universities (HBCUs):  see 
http://www2.ed.gov/about/inits/list/whhbcu/edlite-list.html 
for listing of HBCUs by state; see also 
http://colleges.usnews.rankingsandreviews.com/best-
colleges/rankings/hbcu for HBCU rankings 

ii. Hispanic-Serving Institutions (HSIs):  see 
http://www.hacu.net/assnfe/CompanyDirectory.asp?STYL
E=2&COMPANY_TYPE=1,5&SEARCH_TYPE=0. 

iii. Tribal Colleges and Universities (TCUs):  see 
http://www.aihec.org/colleges/TCUroster.cfm 

b. For law firm recruiting—law schools with high minority 
populations: 

i. Howard University School of Law:  
http://www.law.howard.edu 

ii. North Carolina Central University:  
http://www.nccu.edu/law 

iii. Thurgood Marshall School of Law at Texas Southern 
University:  http://www.tsulaw.edu  

iv. David A. Clarke School of Law at the University of D.C.:  
http://www.dcu.edu  

v. Southern University Law Center:  http://www.sulc.edu 

vi. Florida A&M University School of Law:  
http://www.law.famu.edu 

vii. See 
http://www.law.miami.edu/pdf/top10_law_schools_for_his
panics_2010.pdf for a list of law schools with the highest 
Hispanic enrollment and graduation rates 

2. Minority job fairs 

a. Lavender Law Conference and Career Fair:  
http://www.lgbtbar.org/ 

b. Northwest Minority Job Fair:  http://www.nwmjf.org/ 

c. Southeastern Minority Job Fair:  http://www.semjf.org 

C. Best Practices:   

http://www2.ed.gov/about/inits/list/whhbcu/edlite-list.html
http://colleges.usnews.rankingsandreviews.com/best-colleges/rankings/hbcu
http://colleges.usnews.rankingsandreviews.com/best-colleges/rankings/hbcu
http://www.hacu.net/assnfe/CompanyDirectory.asp?STYLE=2&COMPANY_TYPE=1,5&SEARCH_TYPE=0
http://www.hacu.net/assnfe/CompanyDirectory.asp?STYLE=2&COMPANY_TYPE=1,5&SEARCH_TYPE=0
http://www.aihec.org/colleges/TCUroster.cfm
http://www.law.howard.edu/
http://www.nccu.edu/law
http://www.tsulaw.edu/
http://www.dcu.edu/
http://www.sulc.edu/
http://www.law.famu.edu/
http://www.law.miami.edu/pdf/top10_law_schools_for_hispanics_2010.pdf
http://www.law.miami.edu/pdf/top10_law_schools_for_hispanics_2010.pdf
http://www.lgbtbar.org/
http://www.nwmjf.org/
http://www.semjf.org/
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Have a person of color, or a member of another minority group, doing 
outreach.  This person should ideally be connected with various minority 
communities and opportunities, and should have an inclusive perspective. 

D. Possibilities and Opportunities:   

1. Sell Portland and Oregon as an attractive place that wants diverse 
attorneys and residents.  To bolster this argument, recruiters should 
mention culturally specific organizations and groups.  Also, firms should 
work to create a perception that diverse students are wanted and will 
succeed in Oregon.  

2. Firms and law schools should consider sharing resources, ideas, and costs.  
For instance, firms should consider participating in a program that allows 
them to cross-refer applicants and clerks. 

E. Resources:   

1. ABA Council on Legal Education Opportunity (CLEO): 
http://www.cleoscholars.com/index.cfm?fuseaction=Page.viewPage&page
Id=482  

2. Partners in Diversity, www.partnersdiversity.org, Serilda Summers-
McGee 

3. Oregon State Bar, Diversity and Inclusion Program 

4. Academic Enrichment Program, Lewis & Clark Law School 

5. University of Oregon School of Law 

6. Willamette University School of Law 

VI. LATERAL RECRUITMENT (Michelle Baird-Johnson) 

A. Narrative of Issue:  Bringing diverse, experienced attorneys to Oregon is 
challenging because there is little incentive for a successful attorney in another 
part of the country to move to a bar that has little diversity.  Find other ways and 
incentives to attract diverse attorneys to the area.  People will go where they can 
be successful.  Recognize that most people first look for a positive workplace in 
which to do the type of high-quality work they seek.  In many instances, the city 
location is secondary to a candidate's happiness.   

B. Areas: 

1. Job fairs. 

http://www.cleoscholars.com/index.cfm?fuseaction=Page.viewPage&pageId=482
http://www.cleoscholars.com/index.cfm?fuseaction=Page.viewPage&pageId=482
http://www.partnersdiversity.org/
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a. Vault MCCA Legal Diversity Career Fair, Los Angeles, CA. 
Open to all 2L, 3L, and lateral candidates. 
http://registration.vault.com/legaldiversity/ 

b. Vault MCCA Legal Diversity Career Fair, Washington, DC. 
Open to all 2L, 3L, and lateral candidates. 
http://registration.vault.com/legaldiversity/ 

c. Northwest Public Service Career Fair, Seattle University, 
Seattle, WA.  Sponsored by Arizona State University College of 
Law; Brigham Young University School of Law; Gonzaga 
University School of Law; Lewis & Clark Law School; Seattle 
University School of Law; University of Arizona James E. Rogers 
College of Law; University of Idaho College of Law; University of 
Oregon School of Law; University of Utah College of Law; 
University of Washington School of Law; Willamette University 
College of Law.  Table Talk Session is open to all law school 
students and alumni, but application submissions to employers and 
the Interviewing Session is open only to students and alumni of 
sponsoring schools.  
www.nwpifair.org 

d. Pace Law School Winter Career Fair, White Plains, NY. Open 
to students and alumni of sponsoring school. 
nmoncayo@law.pace.edu 

e. Rocky Mountain Diversity Legal Career Fair, Invesco Field, 
Denver, CO.  Sponsored by Davis Graham & Stubbs LLP. 
www.rmdlcf.com 

f. Lavender Law Conference and Career Fair, Hollywood, CA.  
Hosted by the National LGBT Bar Association.  Open to law 
students and lateral candidates. 
www.lgbtbar.org/annual/ 

2. Building community connections.  

a. Diversity and Inclusion Program of Oregon State Bar.  Of note:  
Oregon is one of the only states with an affirmative action program 
from the Bar association. 

b. Asian Bar Association of Washington (ABAW) 

c. GBTL Bar Association of Washington (QLAW) 

d. INROADS, Inc. 

e. Korean American Bar Association of Washington (KABA) 

http://registration.vault.com/legaldiversity/
http://registration.vault.com/legaldiversity/
http://www.nwpifair.org/
mailto:nmoncayo@law.pace.edu
http://www.rmdlcf.com/
../Local%20Settings/Temporary%20Internet%20Files/Content.Outlook/PEQT3CW6/www.lgbtbar.org/annual/
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f. Latina/o Bar Association of Washington (LBAW) 

g. Loren Miller Bar Association (LMBA) 

h. Minority Corporate Counsel Association 

i. Oregon Asian Pacific American Bar Association (OAPABA) 

j. Oregon Gay and Lesbian Law Association (OGALLA) 

k. Oregon Hispanic Bar Organization 

l. Oregon Minority Lawyers Association 

m. Oregon Women Lawyers (OWLs) 

n. Partners in Diversity—Say Hey and Breakfast of Champions 
events 

o. South Asian Bar Association of Washington (SABAW) 

p. Urban League of Portland 

q. Vietnamese American Bar Association of Washington (VABA) 

r. Washington Women Lawyers 

3. Publications/Web sites for job postings—All of the organizations listed in 
No. 2 above allow job postings for attorney positions too. 

a. American Bar Association (ABA) 

b. ABA Journal 

c. Asian Reporter 

d. Craigslist.com 

e. El Hispanic News 

f. Hispanic National Bar Association (HNBA) 

g. Multnomah Bar Association 

h. National Asian Pacific American Bar Association (NAPABA) 

i. National Bar Association (NBA) 

j. National Law Journal 
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k. National Native American Bar Association (NNABA) 

l. National LGBT Bar Association 

m. Oregon State Bar 

n. Oregon Trial Lawyers Association (OTLA) 

o. The Oregonian 

p. Wall Street Journal 

q. WorkplaceDiversity.com 

r. Other out-of-state law schools 

s. Other out-of-state bar associations 

C. Best Practices: 

1. Attend job fairs. 

2. Work with law school professors and career services officers regarding 
alumni from diverse backgrounds; they are great sources for referrals if 
they keep in contact with their students. 

3. Realize that this work is not easy and often takes building relationships 
with diverse organizations, faculty members, etc. 

4. Work with the lawyers in your firm and have them contact their law 
schools, student organizations, buddies, etc. 

5. Post all attorney openings with diversity publications and Web sites. 

6. Connect diverse candidates with other attorneys of color and diversity 
organizations during the recruiting process.   

D. Possibilities and Opportunities:   

1. Build a consortium of diversity representatives from around the city.  

2. Build a one-stop database of resources for candidates to easily reference, 
which would include diversity events, organizations, contacts, job 
postings, etc. 

3. Appoint a diversity administrator at legal employers and provide the 
administrator with support in terms of staffing and budget. 
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4. Appoint a diversity ambassador for the Portland-area legal market to 
which recruiters could direct candidates for additional support.  Financing 
for the ambassador's position could come from fees paid by private 
employers for the service. 

E. Resources:   

1. Oregon Legal Recruiting Association (OLRA), www.olra.org 

2. National Association for Legal Placement (NALP), www.nalp.org 

3. Diversity and the Bar magazine, MCCA, www.mcca.com 

4. ABA's National Conference for Minority Lawyers, 
www.americanbar.org/groups/diversity/  

5. Oregon State Bar, www.osbar.org/aap 

6. Washington State Bar Association, 
www.wsba.org/About-WSBA/Diversity/ 

7. DRI Diversity for Success Seminar 

8.  

../../Library/Mail%20Downloads/www.olra.org
../../Library/Mail%20Downloads/www.nalp.org
../../Library/Mail%20Downloads/www.mcca.com
../../Library/Mail%20Downloads/www.americanbar.org/groups/diversity
../../Library/Mail%20Downloads/www.osbar.org/aap
../../Library/Mail%20Downloads/www.wsba.org/About-WSBA/Diversity
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RETENTION AND CREATING A CULTURE OF INCLUSION 

 
 This chapter of the Toolkit has as its primary purpose addressing the issue of retention of 
diverse attorneys.  It cannot address all issues related to why legal employers struggle with 
retention or all of the reasons why diverse attorneys leave.  Instead, the chapter proceeds from 
the conviction that there are factors in the cultures of legal employers which exacerbate problems 
in retention.  It also proceeds from the conviction that with work these factors are identifiable 
and changeable.  In short, this chapter is about creating a culture within legal employers which is 
increasingly equitable and welcoming for diverse attorneys and which ultimately allows all 
attorneys the reasonable opportunity to maximize the use of their skills for their own and their 
employer’s success.    The  chapter’s  subparts  are: 
 
I. Set the Tone from the Top. 
II. Make Retention/Inclusion Everyone’s  Business/Mission. 
III. Bring Inclusion into Work Allocation. 
IV. Bring Inclusion into the Evaluation Process. 
V. Create a Well Understood, Defined Mechanism for Safe, Trusted and Effective 
 Handling of Problems. 
VI. Make Client Meetings and Business Development Opportunities Inclusive. 
VII. Make Networking and Socializing, No Matter How Informal, Inclusive. 
VIII. Trumpet Results Internally and Externally. 
 
 
I. Set the Tone from the Top. 
 

1. Cultural change requires the commitment and personal involvement of leaders. 
- Successful creation of a culture of inclusion cannot be merely delegated 

away to a committee. 
- The managing partner, general counsel or other leader of a legal 

employer must show all lawyers and staff his or her personal 
commitment to inclusion. 

 
Conversation: 
 
 How does a leader develop a personal commitment?  Go to 
conference(s)?  Training? Meet with a consultant?  The development of a 
leader’s  personal story and commitment is of exceptional value in moving 
inclusion forward. 
 

 
2. A leader should demonstrate how he or she values inclusion with actions, not 

merely saying the right words.  
- When a leader models behavior, lawyers and staff see a path they may 

take or they may think of other actions. 
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- Lawyers and staff see that inclusion is important to a leader and will 
conclude it will be important to them to join. 

- Diverse attorneys whom an entity seeks to include are encouraged that an 
entity takes inclusion seriously. 

 
3. All entities ultimately have a network of leaders among lawyers and staff, often 

complex, both formal and informal, including opinion leaders. The goal of those 
seeking to create a culture of inclusion is to involve this network of leadership in 
accepting the value of inclusion and demonstrating a personal commitment to it. 

 
Conversation: 
 
How to  involve  the  “network”?  Who starts the process? 

 
II. Make Retention/Inclusion Everyone’s  Business/Mission. 
 

1. Increasing diversity is a firm-wide responsibility and not just a  committee’s  
responsibility (but have a diversity and inclusion committee). 
 

2. Create an entity-wide mission statement on inclusion and diversity and publicize 
it. 
 

3. Create an entity-wide plan to achieve inclusion and diversity and publicize it. 
 

4. Educate lawyers and staff through facilitated training. 
- One central topic will be communication, how to talk about and across 

differences. 
 

5. Find ways to emphasize diversity and inclusion in many settings. 
 

Conversation: 
 
How to emphasize?  Have diversity/inclusion events within your 
organization?  Sponsor same outside organization?  One small idea: involve 
everyone in trying to increase use of diverse vendors. 

 
III. Bring Inclusion into Work Allocation. 
 

1. The practical task of Work Allocation is a lesser known but significant gateway to 
or obstacle in creating a more inclusive workplace.  Too often those with legal 
work to assign unconsciously tend to work with those who are like them or with 
whom they more easily connect.  Creating a culture of inclusion requires 
managing this sometimes unintended obstacle and making it a positive.  Improved 
Work Allocation has the potential to result in sharing workload fairly and 
equitably among junior lawyers.  It additionally has the business purpose of 
enhancing the effectiveness and efficiency of client service, along with providing 
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experiences necessary for junior lawyers to develop professionally.  Of course, a 
central value of work allocation will be inclusion. 

 
2. One approach to improved work allocation is to have an entity, or a practice 

group  within  an  entity,  designate  a  Work  Flow  Partner.    This  individual’s  role  is  
not to assign work, but rather to maintain knowledge of participating lawyer 
workloads and needs and to serve the  entity’s  goal  of  inclusion.  The Work Flow 
Partner  would  be  a  resource  to  other  senior  lawyers  seeking  a  junior  lawyer’s  
assistance and should serve to inform junior lawyers of upcoming projects.  

 
3. Senior  lawyers  may  view  other  lawyer’s availability and desired work experiences 

at any time through available software.  Senior lawyers may also contact the 
Work  Flow  Partner  directly  when  seeking  other  lawyers’  assistance.  They  are  also  
urged to assist the process by keeping the Work Flow Partner informed of projects 
they assign and projects that are upcoming. 

 
Conversation: 
 
What is in it for assigning senior lawyers?  How can this system really work 
unless assigning lawyers participate broadly?  What is the role of a practice 
group or other leader  to  make  sure  this  happens?    Where  are  the  “teeth”?  
Compensation factor? 

 
4. Junior lawyers should receive an email prompt to update work flow needs in the 

software at the beginning of each week.  They can thereafter additionally update 
information at any time during the week. 

 
IV. Bring Inclusion into the Evaluation Process.1 
 

What follows is a very extensive outline addressing bias which draws in 
significant part from recent work published by the ABA.  It is not meant to 
be overwhelming.  Conversation may identify a sequence of manageable, 
smaller steps for employers to take, rather than trying to adopt the whole in 
one step. 

 
 In 2008, the ABA Commission on Women, in conjunction with the ABA Section 
of Labor and Employment, released a comprehensive review of the psychological 
literature on stereotyping with a step-by-step process for implementing and conducting 
performance evaluations that are free from bias.2  Although geared toward the particular 
problem of gender bias in the workplace, the study and tips on implementing a bias-free 

                                                 
1 American Bar Association Fair Measure:  Toward Effective Attorney Evaluations (2d Ed. 2008). This chapter is a 
summary of the foregoing source. 
2 Id. 
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performance evaluation system are applicable to creating an inclusive workplace for all 
diverse attorneys.3 
 

Designing a bias-free evaluation process ensures that all associates are provided 
opportunities for advancement in practice areas and towards partnership, to work on 
complex matters for important clients as well as for a variety of partners, to improve their 
skills, to increase their referral base, and to achieve a high level of satisfaction with law 
practice that is sometimes missing among diverse lawyers. 

 
We recognize that some of the recommended changes might be overwhelming to 

a law firm that has no formal evaluation system currently in place.  The first step is to 
recognize that stereotyping and hidden bias occurs, and that incorporating a bias-free 
evaluation system into the workplace that has objective, job-related, and detailed 
performance criteria will help prevent those biases from playing a role in the 
nonadvancement of diverse attorneys.  For specific training and evaluation materials, 
visit the ABA website.4 

 
1. Identifying the Problem: How Hidden Bias Affects Everyday Workplace 
 Interactions 
 
 Most bias in evaluation systems is subtle rather than overt.  What appears to be 
facially neutral may in application lead to lower scores for diverse lawyers that are not 
justified by on-the-job performance.  This hidden bias stems from our everyday sense of 
"the way things are," which informs our everyday workplace interactions unless the 
patterns of bias are brought to consciousness and controlled.   
 
 a. Stereotyping in Law Firms and How it Affects Attorney Evaluations.  Bias 
today is subtle.  Both prescriptive and descriptive stereotypes impact the evaluation 
process.  Prescriptive stereotypes send messages about how attorneys of color should 
behave.  Descriptive stereotyping focuses on how people are presumed to behave or will 
behave.  Evaluators are more likely to notice and remember information that confirms an 
applicable stereotype than information that contradicts it.   
 
 b. Specific Types of Bias.  The good news is that while stereotypes are 
automatic, their negative influence on everyday decision making can be controlled. 

i. Negative competence assumptions.  This stereotype is that diverse 
 attorneys lack the commitment drive and motivation that other 
 attorneys have. 
ii. Killing with Kindness.  The assumption that diverse attorneys do 
 not have the ability to take criticism or honest feedback.  Well-
 intended actions can lead to exclusion from challenging 
 assignments or beneficial client contacts.   

                                                 
3 The complete study, along with sample evaluation forms, can be found at: http://www.americanbar.org/groups/ 
women/publications.html  
4 Id. 
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iii. Giving the Benefit to Others, But Not Diverse Lawyers.  The rule 
 appears to be, when judgments are uncertain, give an in-group 
 member the benefit of the doubt. 
iv. Luck v. Skill.  Non-diverse attorneys' successful performance tends 
 to be attributed to stable personality traits, while diverse attorneys' 
 successes tend to be attributed to transitory situational factors (he 
 or she lucked out). 
v. Special Problems for Women of Color.  Women of color face 
 additional stereotypes associated with being a woman, passivity, 
 commitment to family over work, abrasiveness, etc. 

 
2. Designing an Evaluation System That Corrects for Bias. 
 
 a. Establish and Publish a Performance Evaluation Policy.  Publish a 
performance evaluation policy in the firm's employee handbook.  An appropriate 
evaluation policy will establish criteria based on the past year, and give a plan for 
improving performance and advancing to the next level of professional development.  
The policy must set out general evaluation criteria for all attorneys.  Importantly, the 
policy alerts supervising attorneys to their obligations with respect to the evaluation 
process:  provide a detailed, factual, and unbiased evaluation of job-related criteria in a 
timely manner and develop a forward-looking improvement/advancement plant.  
Similarly, the policy lays out the obligations of attorneys being evaluated:  complete a 
candid self-evaluation and upward reviews of their supervising attorneys and be prepared 
to discuss strengths and areas of improvement, as well as long- and short-term goals and 
suggestions for advancement.  Finally, the policy sets out the firm's commitment to 
consistent, unbiased treatment for all attorneys. 
 
 b. Communicate that Policy Firm-wide.   
 
 c. Stress the Benefits of the Performance Evaluation System.   
 d. Have a Diverse Representative Team Design and Implement the 
Performance Evaluation System.   
 e. Have Non-Lawyer Management with Appropriate Authority Administer 
the Process.   
 
3. Components of an Effective Bias-Free Evaluation Program.   
 
 The "unstated rule" problem is recurrent; firms hire attorneys without clearly 
stated job descriptions or rules, and later penalize attorneys for not meeting those 
unstated and/or vague expectations.  Ambiguity in criteria opens the door to stereotyping 
and leads to bias in the performance evaluation process.   
 
 a. Effective Evaluation Programs Begin with Detailed Job Descriptions.  
Effective job descriptions include the knowledge, skills, and abilities (KSAs) necessary 
to successfully perform as an attorney at any level of seniority.  The KSAs are the 
foundation for the job-related competencies. 
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  i. Job-Related Performance Competencies. The foundation of bias free  
   evaluation process is objective, job-related performance criteria  
   based on detailed job descriptions.   
  ii. Developing Job Descriptions. 
   A.  Analyze the job.  Determine how the attorney position fits  
    within the firm's overall business goals. 
   B.  Identify the responsibilities, essential tasks, and necessary  
    accomplishments for each attorney level. 
   C.  Consider the firm's values and mission.  The job description  
    should complement the core descriptions of the qualities  
    the firm values and the goals the firm has identified for  
    itself. 
  iii. Developing Competencies. 
   A.  Focus on specific behaviors needed for the related skill or job  
    requirement.  Identify the conduct or behaviors related to  
    each skill or job requirement. 
   B.  Specificity of the performance criteria is critical.  Ambiguous  
    criteria open the door to stereotyping. 
   C.  Plan to reassess regularly and readjust competencies as   
    positions evolve and change. 

 
b. Performance Evaluation Form.  
 i.  An effective evaluation form generally includes three components: 
  A.  Performance criteria (objective, performance based, as   
   described above) 
  B.  Rating scale:  The rating scale should standardize the   
   performance evaluations. 
  C.  Narrative comments:  The form should provide space for  
   comments that provide concrete examples of behavior and  
   subtleties of performance.  The comments tend to provide a 
   more accurate measure of an attorney's performance than  a 
   rating scale. 
 ii. Additional Components. 
  A.  Attorney-self evaluations:  A common component of a   
   performance evaluation is the self-evaluation.  This is often 
   the initial step in the evaluation process.  Inconsistencies  
   between the associate's view of their performance and the  
   evaluator's view is a red flag that the associate does not  
   have an understanding of his or her expectations of that the  
   evaluator is receiving inferior or biased feedback.   
  B. Upward reviews.  An "upward review" is a process by which a  
   non-partner attorney evaluates his or her supervising  
   attorneys' management skills.  Such a review is a tool for  
   identifying hidden bias.  To be effective, the firm   
  must follow up on such reviews, and there must be    
  compensation tied to the results.  Discussions around such   
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  reviews should include whether they should remain    
  anonymous.  

 
c. Writing the Performance Evaluation Review. 
 i. Narrative comments:  Narrative comments are the most critical   
  component of the performance evaluation form and provide the  
  support for the overall result.  Evaluators should draft the narrative  
  comments before selecting a score from the rating scale. 
 ii. Appropriate considerations:  Evaluators should consider only   
  performance during the period of time under review, and base their 
  comments on actual performance and not potential or effort.   
  Comments should include clear, detailed, and factual examples of  
  behavior that is specific. 

 
 d. Training.  Once the firm has designed its process and forms, the evaluating 
attorneys need to be trained on how to conduct proper performance evaluations.  The 
training should cover the benefits of the program, how to use the form, and discuss the 
performance criteria.  Most important, the training should discuss the inherent bias in 
evaluations, outlined above.  The firm should also meet with the attorneys who are going 
to be evaluated to discuss the firm's expectations and the evaluation process. 

 
 e.  Monitoring the Evaluation Process.   An appropriate administrator should 
review the evaluation completed and look for trend across the firm and individual 
practice groups or supervising attorneys.  The reviewer must look for comments that 
indicate bias in the evaluation process. 

 
 f. Delivering Feedback.  The most effective process for delivering feedback 
occurs in an evaluation interview.  An action plan to enhance growth should be a part of 
this process.  The plan should include clear goal and established time frames, and include 
a follow-up meeting. 

 
 g. Checks and Balances.  The evaluation process should allow for the 
attorney to places concerns or disagreements with the evaluation in writing and have that 
document added to their personnel file.  The firm should appoint a partner to review the 
attorney's concerns and to speak with evaluators, if necessary. 

 
 h. Periodically Review the Effectiveness of the Evaluation Process.  The firm 
should anonymously survey all involved in the evaluation process on a period basis 
regarding their experiences with the program.  The firm should then develop a 
meaningful action plan for revising the evaluation process based on the results of the 
survey. 

 
4. Regular Informal and Immediate Feedback.   
 
 In addition to the using the formal review process, it is important to give informal 
and immediate feedback.  Attorneys should not be surprised or shocked by their annual 



 

9 
DWT 18435866v1 0050033-004060 

reviews.  Frequent feedback provides motivation to continue to do good work and 
prevents bad habits from being ingrained.  Immediate feedback provides attorneys the 
opportunity to correct their mistakes.  Informal feedback should specify what the attorney 
did well as well as what needs improvement. 
 

V. Create a Well Understood, Defined Mechanism for Safe, Trusted and Effective 
 Handling of Problems. 

 
Conversation: 
 
The goal is to have diverse attorneys know where to turn to with problems 
related to inclusion.  Ombudsperson?  Peer mediation?  How to report, how 
to resolve. 
 
Learn from problems and even from departures.  One idea: 

- Conduct delayed exit interviews with a departed diverse attorney, perhaps two 
to six months after departure, to allow for perspective. 
 

Conversation: 
 
Who would set this up and conduct?  What are goals: to learn why attorney 
left?  What could have been different?  How to report information? 

 
VI. Make Client Meetings and Business Development Opportunities Inclusive. 

 
VII. Make Networking and Socializing, No Matter How Informal, Inclusive. 
 
VIII. Trumpet Results Internally and Externally. 
 

1. Bring attention to the successes of diverse attorneys. 
2. Bring  attention  to  entity’s  successes  in developing a culture of inclusion. 

 
Conversation: 
 
Left largely unaddressed in this chapter is how to connect compensation 
with individual efforts to create inclusion. 
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I.  OVERVIEW OF MENTORING CONCEPTS AND TYPES 
 
Mentoring is  an  important  part  of  every  lawyer’s  career  and  plays  an  essential  role in an 
attorney’s  professional  satisfaction  and  advancement.  Numerous studies have confirmed what 
we all intuitively know: effective mentoring helps retain and advance lawyers. 
 
Mentoring is a broad term that encompasses many things – ranging from a formally assigned 
mentor within your workplace, to an informal mentor in the larger legal community, to a behind-
the-scenes champion in or outside your firm.   
 
Each type of mentoring relationship has its own unique characteristics and benefits, and the 
“most  supported  lawyer”  will  have  the  benefit  of  all  of  them.     
 
 
 
 
 
 
 
 
 
  
 
 
 
The range of mentors can include the following: 

 Assigned Mentor In My Law Firm: provides guidance, support, and career 
development assistance 

 Assigned Coach In My Law Firm: provides higher level career advice; focuses on 
practice development and advancement within the firm  

 “Sponsor”  Or  “Champion”  In  My  Law  Firm: senior person of influence helps open 
doors for a more junior attorney in whom he or she has taken a personal interest; this is 
an organic relationship rather than an assigned mentor and the sponsor or champion 
paves the way for his/her advancement 

 Informal Mentor Or Coach In My Law Firm  
 Informal Mentor Or Coach Outside My Law Firm 
 Assigned Mentors Outside My Law Firm  
 Affinity Groups In My Law Firm 
 Affinity Groups Outside My Law Firm (such as in specialty bar associations) 
 Professional Career/Executive Coach: prepares you to take the next step up in terms of 

leadership and client relations; helps address blind spots and challenges, etc. 
 

What is the responsibility of the mentee in all of these relationships? 
 Prepared to tell your mentor exactly what you hope to get from the mentoring 

relationship 

 

 
 

Most Supported Lawyer 
 

 
Assigned mentor in my law firm 

Affinity groups inside and 
outside my firm 

Informal mentor inside and 
outside my firm 

Sponsor or champion in my firm 
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 Fully  engaged  and  make  good  use  of  your  mentor’s  time 
 Provide information, insights and perspectives to your mentor 
 Other responsibilities – should be a 2-way contract 

 
Characteristics of an effective mentoring relationships: 

 Mentor and mentee have identified some commonalities; made some sort of personal 
connection; have communication skills to talk across differences 

 Mutual feeling of trust and confidentiality  
 Mentor is using an inquiry-based method of mentoring in addition to helping brainstorm 

alternatives  
 Mentee uses advocacy-based method to state her/his thought process in asking for advice 
 Both mentor and mentee maintain an open mind  
 Both mentor and mentee learn from one another and gain value from the mentoring 

relationship 
 
Law  firm’s  responsibilities: 

 Provide training on effective mentoring 
 Create a culture of mentoring throughout the firm 
 Reward active and effective mentors (both informal and formal) 
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II.  BEST PRACTICES FOR LAW FIRMS SETTING UP  
FORMAL MENTORING PROGRAMS 

 
Identify the objective of your mentoring program 
 

 Is the objective helping the mentee learn how to do well in the firm? 
 Is the objective helping the mentee acquire skills (i.e. how to take a deposition or draft a 

contract)? 
 Is the objective teaching the mentee how to build a presence, reputation, leadership in the 

legal and general community? 
 Is the objective to have the mentor learn about the next generation and learn through the 

eyes of their mentee? 
 
Identify and train appropriate formal mentors 
 

 Identify  the  best  people  to  serve  in  that  role  given  your  firm’s  objectives  and  provide  a  
mechanism for relationships to change over time. 
 

 One  person  doesn’t  have  to  serve  all  potential  mentor  purposes.    What  is  the  role  of  the  
mentor  in  your  firm’s  formal  program?    Advisor?    Sounding  board?    Champion?    
Trainer?  Supervisor?  There may be relationship tradeoffs if the mentor is also the 
supervisor.  Do the benefits outweigh the complications of multiple mentor roles? 

 
 Consider picking one primary role for the formal mentor and advise the mentor to help 

the mentee identify informal mentors to fill other roles.   
 

 You will likely have more people that need to or want to receive mentoring than people 
who are good at mentoring.  Provide formal training for both mentors and  mentees on 
issues such as bias, diversity and inclusion, addressing sensitive situations, having 
difficult conversations, giving and receiving constructive criticism, relationship building 
and provide financial rewards to those mentors who take on this extra work responsibility 
and do it well.  

 
Create  a  culture  where  informal  mentoring  is  everyone’s  responsibility 
 

 Provide opportunities for attorneys to meet people whom they may not work with on a 
daily basis. 

 One key role of the formal mentor may be to help the mentee identify other relationships 
they should consider cultivating. 

 Track how broadly senior attorneys are utilizing junior attorneys. 
 Have associates report on when they have been included in pitches or client meetings and 

resulting work. 
 Management should demonstrate that mentoring obligations are inherent in all leadership 

roles, including as an assigning attorney. 
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Nuts and bolts of a formal mentoring program 
 Assign mentors 
 Give training and tools for success 
 Monitor for effectiveness 
 Include built-in metrics that hold people accountable and define and measure success 
 Billable hour is the biggest obstacle to active mentoring, so need to identify the value of 

being a mentor 
o Consider mentoring teams, where four or five associates are paired with a senior 

attorney and a senior associate  
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III.  MENTORING ACROSS DIFFERENCES 
 
Do not assume all diverse attorneys must be mentored by a diverse attorney.  Provide 
opportunities for attorneys to discover commonalities (despite any apparent differences) and 
develop relationships based on those commonalities.   
 
Provide training so dominant culture attorneys can become aware of, gain greater knowledge 
about and learn skills to address potential issues. (This is good for all attorney mentors, since 
even diverse attorneys will face differences in gender, generation, ethnicity, socio-economic, 
etc.) 
 
Affinity groups may provide an environment where trusting relationships flourish and cross-
mentoring occurs among peers in a supportive environment.   
 
Provide information and training on key topics: 

 Generational issues 
 Cultural bias 
 LGBT issues 
 Intersectionality issues: gender, ethnicity, generation altogether 

 
Provide tools for how to approach mentoring relationships:  

 Teach mentors the inquiry-based method of mentoring:  ultimately mentoring means 
letting the mentee find his or her own answers, rather than expecting the mentor to 
provide answers. 

 
New Idea?!  Connect affinity group leaders from all firms in Portland who have them and then 
hold a networking event for members of those groups.   
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IV.  REAL LIFE CASE STUDY: 
LANE  POWELL’S  MENTORING PROGRAM 

 

Like many law firms, Lane Powell constantly seeks to improve its mentoring of associates, 
recognizing that perfection is only an aspiration and that the improvement process will never 
end.    Following  is  a  summary  of  some  of  the  recent  stages  of  Lane  Powell’s  journey. 

2006 Program Changes 

In 2006, Lane Powell made several changes to its existing mentoring program.  Formally 
assigned mentors were asked to play a more active role in helping associates meet their practice 
and professional development goals.  Due to recognition of the important role that mentoring can 
play in developing diversity within law firms, responsibility for oversight of the Mentoring 
program  was  transferred  to  the  firm’s  Diversity  Committee. 

Attorneys on the Diversity Committee identified senior lawyers who were interested in serving 
as mentors.  Associates in their first three years of practice were paired with shareholder 
mentors.    In  one  of  the  firm’s  offices,  first-year associates also were paired with senior-associate 
“buddies.”    An  effort  was made to pair associates with mentors outside their practice areas, and 
assignments were of indefinite duration. 

Materials provided to program participants included the following description of the role and 
responsibilities of the mentor: 

 Helping the associate to develop his or her practice skills and to meet his or her 
professional development goals.  A mentor should work with the associate to develop a 
professional development plan, and should check in regularly with the associate and the 
practice group chair  on  the  associate’s  practice  development. 

 Assisting the new associate in the transition from law school or another law firm and 
helping the associate to integrate into practicing law at Lane Powell. 

 Helping the associate to understand better the firm’s  expectations. 

 Assisting   with   the   associate’s   progress   within   the   firm   by   providing   direction   and  
counseling, by serving as a sounding board, and by acting as a positive role model. 

 Providing direction and advice to the associate as he or she develops a career path. 

 Helping the associate to gain confidence and experience. 

 Reviewing the workload of the associate to ensure that he or she is busy and getting the 
types  of  work  needed  to  further  the  associate’s  practice  goals. 

The firm supported the mentoring program by reimbursing the cost of mentor/mentee coffees 
and lunches and by providing checklists to enable associates to monitor the frequency and 
adequacy of interactions with their assigned mentors.  The associates established a mentor-of-
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the-year program to honor exemplary mentors, and the firm funded gift certificates to be 
presented to the honorees at the award ceremony. 

2011 Program Changes 

In 2011, Lane Powell established a Mentoring Committee to take charge of the mentoring 
program, reporting to the Diversity Committee through overlapping membership but focusing on 
mentoring as a wholly-independent goal.  The Mentoring Committee observed that there was 
some confusion among mentors about the nature of their roles and the extent of their 
responsibilities, that mentors varied significantly in their confidence that they had the ability to 
“mentor  well,”  and  that  there  was  significant  variation  in  the  mentoring  experienced  by  
associates.  

The Mentoring Committee redesigned the program by (1) clarifying that formally assigned 
mentors were to focus on broad support rather than technical legal training, (2) causing formal 
mentoring  to  continue  throughout  each  associate’s  tenure  as  an  associate,  (3)  announcing  that  
mentor-mentee assignments would be rotated every twelve months to enable associates to benefit 
from  multiple  perspectives  and  to  reduce  the  pressure  on  mentors  to  be  “everything”  to  their  
mentees, (4) encouraging formal mentors to continue informal mentoring relationships with their 
assigned mentees after reassignments, and (5) recognizing the need of mentors for training and 
collaboration. 

In a memo to the firm describing the program changes, the Mentoring Committee identified the 
following categories of support needed by associates: 

1. Help with learning practice skills, including both technical/legal skills and non-technical 
skills such as practice management, effective communication, and client management. 

2. Help with networking in the legal community and the business community and with 
learning business development  techniques  that  suit  the  associate’s  temperament,  
background, and technical proficiencies. 

3. Help with acculturation, both inside the firm and in the business world outside the firm.  
(A related area of need, for both associates and senior lawyers, is help with understanding 
why acculturation issues are important.) 

4. Learning  how  to  make  the  best  use  of  the  associate’s  particular  talents  and  personality  to  
advance his or her career, within the firm or otherwise. 

5. Help dealing with personal and professional relationships within the firm, including 
dealing with difficult personalities and understanding what the associate must do to 
advance within the firm. 

6. Help dealing with work/life issues. 

Recognizing that lofty goals for the program might be counter-productive, the Mentoring 
Committee identified the following, immediately achievable goals, all of which are focused on 
helping associates find the foregoing types of support: 
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 Each mentor understands, and respects the importance of, all of the types of 
support described above, including types of support that the mentor is not 
personally well-equipped to provide. 

 Mentors do their best to become aware of the types of support their assigned 
mentees need, on an ongoing basis.  Mentors attempt to develop trusting 
relationships with their mentees by listening respectfully. 

 Mentors try to keep informed about the successes and failures of their assigned 
mentees—that is, a mentor does not rely on the mentee as the sole source of 
information  about  the  mentee’s  needs  for support. 

 Each mentor provides needed support to his or her assigned mentee and helps the 
mentee to connect with others who can support the mentee in ways that the 
mentor cannot. 

 To the maximum extent reasonable under the circumstances, mentors respect the 
confidentiality of communications from/with the mentee that the mentee wishes to 
be confidential. 

 Mentors are personally invested in the success of their mentees. 

 Mentors seek to improve their mentoring skills and communicate with other 
mentors about mentoring practices and mentoring problems. 

Associate Feedback on the Benefits of Mentoring 

Many of the benefits of effective mentoring are eloquently described in the following excerpts 
from an anonymous mentor-of-the-year nomination: 

I know that [my mentor’s]  door  is  always  open.    [My  mentor]  has  provided  me  with  
advice and mentoring on a broad range of work-related activities and issues including 
work-life balance, firm culture, and how to give a successful presentation. 

When I was experiencing a very stressful communication challenge with a colleague that 
I  didn’t  feel  comfortable  discussing  with  anyone  else  at  the  firm,  I  sought  advice  from  
[my mentor].  He helped me identify the various options for dealing with the situation 
and the pros and cons of each, and then he suggested a course of action that I followed, 
and it resulted in a tactful and effective resolution of the problem without compromising 
my relationship with the colleague.   

When I asked [my mentor] for advice on how to give a successful presentation, he 
walked through several presentations that we had both attended and explained what was 
effective and what was not effective about each presentation.  A few months later when I 
had my first public speaking engagement, I applied the advice that [my mentor] had 
given me previously, and despite my inexperience and nervousness, the feedback I 
received indicated that the presentation was a success.   
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On several of the client projects we have worked on together, [my mentor] has taken the 
time to explain  to  me  the  context  of  the  parties’  motivations  and  constraints  and  the  fine  
lines that need to be walked in communicating with the client and other parties involved.  
These are just a few examples of the many ways in which [my mentor] has provided 
helpful advice and mentoring.  

[My  mentor]  has  let  me  know  when  I’ve  done  a  fine  job  on  a  project,  and  he  has  always  
been very congratulatory and shared in the joy of both my small and big professional 
accomplishments.    In  addition,  during  the  moments  when  I’ve  experienced frustration or 
self-doubt,  [my  mentor]  has  assured  me  that  I’m  not  alone  in  my  challenges  and  that  
almost every good lawyer experiences the same doubts and frustrations at some point in 
his or her career.  [My mentor] has also shared stories from his own experiences both to 
empathize and to illustrate ways in which he has coped with or successfully resolved 
similar challenges. 
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V.  REAL LIFE CASE STUDY:   
MENTORING WITHOUT A FORMAL PROGRAM 

 
Many law firms and legal departments lack the resources to create and fund a formal mentoring 
program.  As anyone who has ever practiced in, or mentored a lawyer from, a firm without a 
formal mentoring program can attest, a lot of mentoring can and does occur for the lawyers in 
those firms.  Sometimes the mentoring occurs internally through an informal mentoring process.   
 
In one firm, incoming young lawyers are paired with a partner at hiring who is charged with 
checking in with the young lawyer throughout the year to touch base on work flow, any 
difficulties the young lawyer is having in his or her practice and to ensure that the young lawyer 
is navigating effectively and efficiently through firm life.  Mentoring also occurs when a younger 
lawyer works a file with a more senior lawyer.  That dynamic allows the more senior lawyer to 
get  a  better  feel  for  the  younger  lawyer’s  skills  and  abilities  and  lends  itself  to  better  feedback  
and opportunities for skills-based constructive criticism and helpful tips for improvement.  And, 
as in all mentoring relationships, the opportunities for mentoring continue in informal settings as 
well when the lawyers have the opportunity to meet for lunch or dinner.   
 
Mentoring can be done each time an assignment is given to an associate or a client development 
opportunity arises.    More  senior  lawyers  can  undertake  a  “mentoring  orientation”  with  each  
associate who works for them.  Equally important, young lawyers should look for mentoring 
opportunities with each assignment.  Young lawyers will do themselves a favor to remember that 
even the least likely mentor will provide teachable moments. 
 
Although smaller firms have the benefit of offering mentoring opportunities in a less formal 
environment, many of the same obstacles that impact the success of mentoring in the large firm 
environment exist in smaller firms – namely, personality conflicts between mentoring pairs, and 
mentors who are too busy to devote sufficient time to the mentoring process. 
 
Many lawyers have had the opportunity to mentor young lawyers from firms without formal 
mentoring programs – not because they themselves practiced in those firms, but because they 
took an interest in a young lawyer they met at a specialty bar event.  Oregon Women Lawyers 
(“OWLS”)  is  an  excellent  case  study  – with over 1,400 members and events regularly occurring 
around the State, young lawyers are routinely introduced to senior practicing attorneys.  Those 
introductions lead to mentoring relationships that are nurtured and enhanced over time.  Justice 
Betty Roberts, a long-time member and founder of Oregon Women Lawyers, was well-known 
for taking young lawyers under her wing and helping to guide and shape their careers.   
At  Justice  Roberts’s  memorial,  Court  of  Appeals  Judge  Lynn  Nakamoto  noted  that  Justice  
Roberts mentored her on her path to the bench – a remarkable story when one considers that 
Justice Roberts passed away only six months after Judge Nakamoto was appointed to the Court 
of  Appeals.    Justice  Roberts’  commitment  to  mentoring  is  well-known and inspired many OWLS 
members to continue her rich tradition of mentoring.  Lawyers in search of mentoring on issues 
as lofty as the road to the bench, or as simple as dealing with office politics, will find a plethora 
of willing mentors within the OWLS membership. 
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Another excellent case study  is  Oregon  Hispanic  Bar  Association  (“OHBA”).    OHBA  is  a  newer  
specialty bar association that operates in Oregon to encourage Latinos to become attorneys, 
retain Latino legal professionals, raise the awareness of Latino legal issues, and support Latino 
law students and legal professionals.  OHBA takes a very active role in mentoring law students 
and,  among  other  things,  provides  stipends  for  three  students  from  Oregon’s  law  schools  to  
attend  the  Hispanic  National  Bar  Association’s  annual  convention.    While there, OHBA board 
members in attendance introduce the Oregon law students to lawyers from around the country 
providing significant networking and career opportunities.  The mentoring does not end there.  
OHBA’s  board  members  are  personally  invested  in  ensuring that every member of their 
organization who seeks a mentoring opportunity is matched with a mentor whose personality, 
work experience, and skill set is best suited to provide the best possible mentoring experience for 
each mentee.  Additional informal mentoring opportunities are available at the various 
networking events OHBA holds throughout the year.     
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VI.  REAL LIFE CASE STUDY:   
STOEL  RIVES’  AFFINITY GROUPS 

 

Introduction to the Stoel Rives’  Affinity  Groups 
 
Affinity Groups provide a forum for attorneys at differing levels at the firm to cross-mentor and 
learn from other attorneys sharing a common experience.  At Stoel Rives, active groups 
currently include the Lawyers of Color Affinity Group, the Q Group for LGBT attorneys, 
and the Parenting Circle for soon-to-be parents and parents of young children.  The firm 
supports these groups by paying for one lunch every month, and existing policies provide for 
additional groups to be formed if desired by a group of attorneys.   
 
These Affinity Groups offer connections across offices, a support network, and a platform to 
provide feedback to leadership.  The Parenting Circle, for example, may have an informal 
discussion about obstacles and tips for attorneys working on a reduced schedule, and then 
report to firm management specific things the firm could do to improve the experience for 
those attorneys.   
 
In addition to monthly lunches, an Affinity Group may choose to hold networking events.  For 
example, the Q Group invited law students to an informal cocktail hour to answer questions 
about practicing law as an out attorney today – and to share the positive environment that is 
today’s  reality. 
 
Affinity Group Umbrella Policy  
  
The Coaching and Mentoring Committee and the Diversity & Inclusion Committee provide 
authorization, guidance, and funding for Affinity Groups. Affinity Groups are voluntary 
associations organized around shared interests or characteristics. All Affinity Groups are open to 
all Stoel Rives lawyers, regardless of race, color, sex, sexual orientation, gender identity, 
religion, age, national origin, marital status, mental or physical disability, or veteran status.  
 
Individuals interested in forming an Affinity Group may, with approval from the Manager of 
Professional Development, organize an initial meeting at firm expense. To be officially 
recognized by the firm as an Affinity Group, each proposed organization must submit a written 
application to the Chair of the Coaching and Mentoring Committee and the Vice-Chair of the 
Diversity & Inclusion Committee describing how the Affinity Group will help the Coaching and 
Mentoring Committee and the Diversity & Inclusion Committee accomplish their goals of 
improving associate retention and professional development and enhancing diversity.  
 
If the application is approved, the Affinity Group must submit for approval a charter describing 
its purpose, membership, goals, and operations to the Chair of the Coaching and Mentoring 
Committee and the Vice-Chair of the Diversity & Inclusion Committee.  
 
All Affinity Groups are accountable to the Coaching and Mentoring Committee and the 
Diversity & Inclusion Committee. Any changes to their charters must be approved in writing by 
either the Chair of the Coaching and Mentoring Committee or the Vice-Chair of the Diversity & 
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Inclusion Committee.  Any expenses that will be charged to the Coaching and Mentoring 
Committee’s  budget  must  be  approved  in  advance  by  the  Chair  of  the  Coaching  and  Mentoring  
Committee.  
 

*** 

Stoel Rives LLP 
Lawyers of Color Affinity Group Charter 

 
Purpose   
 
The Lawyers of Color Affinity Group (the Affinity Group) is a forum for lawyers of color at 
Stoel Rives.  The  Affinity  Group’s  purpose  is  to  advance  the  firm’s  diversity  goals  (i.e., (1) to 
foster an inclusive professional environment that respects and values differences among our 
attorneys and staff and supports professional development and advancement for all, and (2) to 
successfully recruit, develop, and retain attorneys and staff of diverse backgrounds and 
characteristics) as they apply to lawyers of color.   
 
Goals 
 
The Affinity Group strives to fulfill its purpose by undertaking to:  
 

 Hold monthly group mentoring lunches for members. 
 
 When  feasible,  sponsor  events  that  advance  the  firm’s  diversity  goals.   

 
 When feasible, hold retreats for Affinity Group members.   

 
Membership 
 
Membership in the group is voluntary, informal and self-selected.  It is expected that members 
will consist primarily of lawyers of color, firm-wide.  Membership is available regardless of 
race, color, sex, sexual orientation, gender identity, religion, age, national origin, marital status, 
mental or physical disability, or veteran status.  Events are also open (by invitation) to others, 
including staff, clients and former employees of the firm. 
 
Operations 
 
One member serves as the chair of the Affinity Group and has the primary function of organizing 
and facilitating the monthly lunches.  The chair works with the other members to organize events 
and retreats.  Affinity Group lunches are funded through the Diversity budget.  The budget for 
events and retreats is approved by the OMP or Managing Partner, as appropriate.  
 

*** 

Stoel Rives LLP 
Q Affinity Group Charter 



16 
70719784.6 0099999-00001  

 
Purpose 
 
The purpose of the Q Affinity Group (the Q Group) is to support and bring together those at 
Stoel Rives who share an interest in lesbian, gay, bisexual and transgender (LGBT) issues in 
order to (1) build and enhance a sense of community within the firm; (2) facilitate mentoring 
opportunities; (3) improve associate retention; (4) attract LGBT candidates to the firm; and (5) 
enhance  the  firm’s  reputation  in  the  broader  community. 
 
Goals 
 
The Q Group strives to fulfill its purpose by undertaking to:  
 

 Hold monthly lunches for members. 
 
 Annually sponsor an event with the broader LGBT community (such as non-Stoel Rives 

LGBT lawyers, diversity advocates in the legal community, interested law students and 
members of local LGBT civic organizations).  

 
 Annually hold a retreat for Q Group members firm-wide.  The retreat will generally 

coincide with the annual event described above. 
 
 When feasible, sponsor events outside of Portland with the broader LGBT community in 

that area.  
 
 Attend and support LGBT-related community and civic events, particularly when Stoel 

Rives lawyers or staff are personally active in such events or with the sponsoring 
organization.  

 
Membership 
 
Membership in the group is voluntary, informal and self-selected.  It is expected that members 
will consist primarily of LGBT lawyers, firm-wide.  Membership is available regardless of race, 
color, sex, sexual orientation, gender identity, religion, age, national origin, marital status, mental 
or physical disability, or veteran status.  Events are also open (by invitation) to others, including 
staff, clients and former employees of the firm. 
 
Operations 
 
One member serves as the chair of the Q Group and has the primary function of organizing and 
facilitating the monthly lunches.  The chair works with the other members to organize the annual 
event and retreat.  Q Group lunches are funded through the Diversity & Inclusion Committee 
budget.  The budget for the annual event and retreat is approved by the OMP or Managing 
Partner, as appropriate.     
 

*** 
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Stoel Rives LLP 
Parenting Circle Charter 

 
Purpose   
 
The purpose of a Parenting Circle is to bring together Stoel Rives attorneys who are or will be 
parents to help support each other in navigating the potential issues that may arise in being a 
parent and an attorney.  A Parenting Circle will be a group of mentees that meet with one or 
more coaches.  The coach will be a partner who is expected to lead the group and offer guidance 
and advice on professional development, career strategy, developing working skills, managing 
work flow, and negotiating working relationships, with a particular focus on the challenges 
facing parents who are striving to balance work and family responsibilities.   
 
Parenting Circles will  further  the  firm’s  diversity  goals,  as  well  as  the  goals  of  the  Coaching  and  
Mentoring Committee, by (1) fostering an inclusive professional environment that respects and 
values differences among our attorneys and staff; (2) supporting professional development and 
advancement for all; (3) helping to recruit and retain attorneys of diverse backgrounds, 
characteristics, and family status; and (4) enhancing  the  firm’s  reputation  in  the  broader  
community. 
 
Goals 
 
Parenting Circles will strive to fulfill their purpose by undertaking to:  
 

 Hold monthly group mentoring lunches for members. 
 
 Annually  sponsor  internal  events  that  advance  the  firm’s  diversity  goals.  

 
 Annually, sponsor an external event with the wider community (such as non-Stoel Rives 

lawyers, interested law students, and clients). 
 

 When feasible, sponsor a retreat or similar event for group members. 
 
Membership 
 
Membership in a Parenting Circle will be voluntary, informal and self-selected.  Membership is 
available regardless of race, color, sex, sexual orientation, gender identity, religion, age, national 
origin, marital status, mental or physical disability, veteran status, or parental status.  Events are 
also open (by invitation) to others, including staff, clients and former employees of the firm.   
 
Operations 
 
Initially, there will be one Parenting Circle.  However, additional Parenting Circles may be 
created, with approval of the Diversity & Inclusion Committee, if there is need and interest.  A 
coach will serve as the chair of the Parenting Circle and will have the primary function of 
organizing and facilitating the monthly lunches.  Each chair will work with the members of the 
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Parenting Circle and the chair of other Parenting Circles, if any, to organize events and retreats.  
Parenting Circle lunches are funded through the Diversity budget.  The budget for events and 
retreats is approved by the OMP or Managing Partner, as appropriate.    
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VII.  RESOURCES 
 

 Bar Association Mentoring Programs: 
o Multnomah Bar Association 

o Oregon State Bar New Lawyer Mentoring Program (mandatory for first year 
attorneys) 

 

 Law School Mentoring Programs: 
o Lewis & Clark Law School 

o University of Oregon Law School 

o Willamette University Law School 

 

 Specialty Bar Associations and Affinity Group Programs: 
o Opportunities for Law in Oregon (OLIO) – www.osbar.org/aap/programs.html  

o Oregon Asian Pacific American Bar Association – http://oapaba.org/  

o Oregon Chapter, National Bar Association – www.nationalbar.net/ (main website) 

o Oregon Gay and Lesbian Law Association (OGALLA) – www.ogalla.org/  

o Oregon Hispanic Bar Association – www.oregonhispanicbar.org/  

o Oregon Minority Lawyers Association (OMLA) – http://omla.homestead.com/  

o Oregon State Bar Affirmative Action Committee – 
www.osbar.org/aap/index.html#aacommittee  

o Oregon Women Lawyers (OWLs) – www.oregonwomenlawyers.org/  

o Say Hey – www.partnersindiversity.org/Programs/SayHey.html  

 

 The  Lawyer’s  Guide  to  Mentoring by Ida O. Abbott (2000 NALP) 
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Advancement and Promotion Subcommittee Outline 
 
Introduction.  Many of the challenges for achieving career advancement within a legal 
organization are likely to be the same or similar for all associates.  However, it is critical 
to recognize that there are additional or different barriers to advancement for minority 
lawyers and that these barriers may be largely invisible to the majority of shareholders 
and decision-makers.  Thus, an important part of facilitating advancement and promotion 
of minority attorneys is identifying and addressing these barriers. 
 
Advancement and Promotions defined.  For the purpose of this subcommittee’s  work,  
“advancement  and  promotion”  means achieving the status with a public or private legal 
employer of a “career lawyer” within the organization.  In a private law firm, a career 
lawyer may be a partner, of counsel, or permanent associate attorney.  In private industry 
and public entities, career lawyer may mean achieving the status of a managing or 
supervising lawyer or senior lawyer.  In each case, advancement and promotion 
contemplates that the lawyer will prove him or herself to be, and will desire to be, a 
valued, long term employee/partner in the organization. 
 
Scope of the Advancement and Promotions subcommittee work.  Whether a minority 
lawyer will be advanced, or will wish to advance, to a partner, senior lawyer, or manager 
in an organization depends as much on  the  organization’s recruiting, mentoring, and 
development of a culture of inclusion as it does any specific advancement policy or 
practice.  Accordingly, the advancement and promotion subcommittee adopts the 
committee work in each of those areas as fundamental to the best promotion and 
advancement practices.  Rather than repeat those best practices, this outline addresses 
only those practices that an organization may implement, either near the time of 
advancement or with specific advancement objectives in mind. 
 

1.  Career advancement/development 
 

a. Identify a partner mentor for the minority associate who understands the 
importance of a diverse workplace and the unique obstacles that minority 
lawyers confront in a law firm practice. 

i. Charge the partner mentor with the responsibility of providing the 
necessary opportunities and coaching that will put the associate on, 
and keep the associate on, the path to partnership. 

ii. The partner mentor will be the associate’s champion, both 
internally at the firm and externally outside the firm.  There may 
also be others who are champions and supporters in addition to the 
partner mentor (see mentoring subcommittee report) 

  



 
iii. The firm will acknowledge that the partner mentor is undertaking a 

responsibility that will create a long-term benefit for the firm.  
Accordingly, the firm will: 

1. Hold the partner mentor accountable for the success of the 
associate and  

2. Reward the partner mentor (through significant 
compensation) for his or her successful efforts. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

b. Provide access  to  “good”  work  assignments and access to clients; both of 
these from an early stage 
  i.  Start developing client relationships that can grow over time 
 ii.  Provide a smaller project where an associate can take 
        leadership/build skills (with client agreement and supervision) 
 iii. Increase the associate’s responsibility over the track to  
      partnership, including the opportunity to handle a significant   

     matter independently as the lead attorney on the file. (See, e.g., 
    Perkins Coie pilot program with Business Practice Group Pilot  
    Tracking Project under the chapter on Business Case for   
    Diversity and Prioritizing Diversity) 

  
The time and attention that a professional mentor provides to a minority 
associate is far from solely an altruistic endeavor.  It produces a win-win for the 
associate and mentor when the associate develops the skills to provide capable 
and reliable support for the mentor's legal practice.  As the associate's skill set 
broadens to include client management and sophisticated business judgment, 
the mentor's reliance on the associate to deliver top legal work and client 
service will increase.   

 
c. Identify the minority associate’s strengths and weaknesses.  Attempt to 

match  the  associate’s strengths to practice areas that are most suited for 
those strengths (within the range of the associate’s preferred practice 
areas).    

One firm assigns each new associate a partner mentor following the 
associate’s  first  six  months  with  the  firm.  The mentor and associate meet at 
least four times annually to initially establish practice and professional 
development goals and then to assess progress toward achieving those 
goals.  The mentor and associate will also assess the associate's progress on 
an established set of "litigation" or "business" practice benchmarks.  Two of 
the four meetings follow the associate's formal 6-month evaluations.  During 
the  associate’s  fourth  year,  the  professional  development  goals  focus  on  
specific practice areas that the associate wants to pursue and that the firm 
supports.  From this time forward, the goals include developing an 
understanding of legal marketing and specific marketing plans directed at the 
specific practice area, and understanding the business aspect of the firm. 



i.  This may occur in different ways or at different levels,     
    depending on the size and structure of the organization.  For     
    example, in a larger firm, the practice group leaders may play a  
    primary role in work allocation and be in the best position to  
    identify  an  associate’s  strengths  and  weaknesses  and  provide   
    assignments to build upon existing strengths or improve skills in  
    other areas.  In smaller firms, this may be guided by formal or   
    informal discussions between partners. 
ii.    The  associate’s  partner  mentor can provide important input in  
     this process, as someone with familiarity with the associate’s  
     work, interests, and personality. 
 

d. After the associate’s third or fourth year with the firm: 
i. Establish that the associate desires to become a partner at the firm. 

Explain the responsibilities of partnership (or management) and the 
benefits of partnership (or management).  Be sure to convey the 
firm’s sincere interest in having the associate become a partner (or 
manager).  

ii. Advise the associate of his or her progress to partnership (regular 
feedback and transparency of criteria for promotion should be 
provided from an early stage, for example as part of regular review 
process). 

iii. Jointly with the associate and the associate’s mentor, create a plan 
to sustain good progress and a plan to address any deficiencies in 
the  associate’s progress toward partnership. 

iv. This can be a point to discuss alternatives to partnership, for 
example to retain a valued associate who does not want a 
partnership track and continue as a director, permanent counsel, or 
in another role. 

 
e. Encourage and assist the associate with development, including leadership 

and management skills 
i.  This can be both through professional development programs,  
     practice groups, and through working with more senior  
     professionals. 
ii.  Each work assignment can be an opportunity for the associate  
     to practice leadership and management skills (time and resource  
     management, taking full responsibility for the project, etc.) and   
     can be an opportunity for the supervisor to provide feedback   
     and assistant in building skills 

  



 
f. Establish business development skills – set the foundation for client 

development prior to partnership – through marketing training, providing 
opportunities to meet with clients and build relationships, etc. (see section 
3, below) 

 
A number of leadership skills programs for young professionals are available in 
the Portland area.  Most meet once a week for six to eight weeks and address a 
different topic each week.  These programs combine leadership development 
with the opportunity to begin developing a network of professional associations 
in the city. 
 

g. Recognize the  associate’s non-billable hour work (community 
involvement, recruiting, diversity work, etc.) as a valuable contribution to 
the firm, to their development of leadership skills, and to their 
understanding of the role of lawyers in society 
 i.  Make it clear that this is important – discuss at associate review  

    and encourage participation, if necessary 
 ii. Provide guidance in balancing these activities with skill building 
     legal work 

 
2. Making partnership attractive to minority associates 

 
a.  Provide opportunities for feedback from associates about how the firm is  

doing (ideally anonymously or at least confidentially).  This can include  
  feedback about how the firm is doing in supporting the associate, as well  

as  the  associate’s  impression  of  the  firm’s  reputation  and  standing  in  the   
legal community. 

 
b.  Create opportunities  to  find  out  what  an  “ideal”  firm  looks  like  to  the   
     associate. 
 
c.  Explore what this “ideal”  firm  would  be for minority associates.  Be  

curious about and open to the possibility that there are likely different  
factors that minority lawyers look for that majority lawyers may not see. 

 
d. Provide  information  to  the  associate  about  the  “business”  side  of  the  law   

firm, the roles and responsibilities of partners, and the benefits of joining  
the partnership. 

 
e. Identify levels of competencies that lead to partnership or management  

that the lawyer can attain so the lawyer and the organization can measure  
the lawyer's readiness for advancement  (see the chapter on Creating a  
Culture of Inclusion and Retention; evaluation systems). 

 



f.   Be prepared to take additional steps to address any actual or perceived  
shortcomings, if any, that stand in the way of advancement. 

 
g. Eliminate  “up  or  out” systems of advancement by creating other positions  

for permanent associates, of counsel, directors, etc. to retain talented  
lawyers who may not achieve or desire partnership.    Define  “value” to the  
organization broadly to include more than direct economic benefit, so that  
these lawyers are valued and can be retained. 

 
3. Business Development 

 
a. Start working with associates early in their career (preferably no later than 

their third or fourth year) to begin business development activities.  In 
their first and second years, associates should focus on developing skills 
and  building  relationships  with  partners,  who  are  their  first  “clients.” 

i. Recognize that it takes time for business development to bear fruit 
and encourage developing a plan and starting activities at an early 
stage in their career. 

ii. Help associate identify a practice niche or an industry where they 
can develop expertise and market their skills and experience 

iii. Encourage associates to develop and maintain relationships with 
lawyers of their same level and experience in other firms or 
businesses, including law school colleagues.  This can be a future 
source of business development as they develop their careers in 
parallel. 

iv. Encourage associates to identify outside interests where they can 
be active and visible in the community (for example, charitable 
boards, community groups) 

v. Help identify opportunities to gain community/professional 
visibility, such as giving talks or writing an article for a 
professional publication, and participating in specialty bars or 
local, state, and/or national bar associations. 
 

b. Provide tools and skills for business development 
i. Utilize formal training programs,  

1. Includes programs specifically for business development 
for attorneys as well as more general leadership training 
programs  

2. Provide  “in-house”  training,  such  as  discussions  of  the  
organization’s  successful  marketing  efforts.    This  is 
especially helpful for development of skills that are 
relevant and valuable to the firm specifically 

ii. Provide  informal  “training”  opportunities through 
1.  Coaching from mentor(s) inside the firm 
2.  Providing opportunities for associates to meet clients 
 



c. Networking 
i. Encourage the associate to join local business or professional 

associations, attend meetings and events (locally, regionally, or 
nationally), and find leadership opportunities in the organization 

ii. Join legal association groups/committees, including minority 
affinity group sections and practice relevant sections 

iii. Encourage opportunities to develop informal internal relationships, 
particularly with senior attorneys, making sure that new attorneys 
are not socially isolated  (see  “Creating  a  Culture  of  Inclusion”  
chapter for suggestions for doing this) 

 
4. Work-Life Effectiveness (Balance) 

 
a. Allow flexible work schedules for attorneys (both in terms of policy and 

reality) 
 

b. Consider partnership track to include part-time associates 
 
 
 
 
 
 
 

 
c. Family leave policy, including parental leave and elder care, should be 

clear and consistent for all associates 
 

d. Work for lack of stigma attached to leave and flex schedules – not only 
have the policy, but have the organizational culture that allows people to 
feel they can utilize the policy.  Encourage new fathers to take leave with 
the birth or adoption of a child, assuming that the firm has such a policy.  
This weakens the stigma that attaches when only women utilize family 
leave. 
 

e. Identify whether there are particular challenges for minority lawyers in 
this area.  Will they be seen as not committed or not focused on their 
careers if they take family leave (similar to the stigma that can attach to 
women)? 

  

One firm has a program allowing attorneys to work at a 50% or 80% level.  The firm 
promotes individuals to partnership from both full-time and 80% tracks.  Although 
many associates utilize these tracks to attend to family responsibilities, others choose 
to do so for the flexibility to pursue other passions outside the office.  The program 
does not carry any stigma, and colleagues may not even be aware that an individual is 
working at the 80% level. 

 



 
 
 5.  Resources 

 
 The DRI Law Firm Diversity Retention Manual 

(http://www.dri.org/ContentDirectory/Public/CommitteeDocs/0440/The%20DRI
%20Law%20Firm%20Diversity%20Retention%20Manual.pdf) 

 
 NY City Bar Committee on Minorities in the Profession – Best Practices 

Standards for the Recruitment, Retention, Development, and Advancement of 
Racial/Ethnic Minority Attorneys 
(http://www.abcny.org/images/stories/pdfs/Minorities_Professions.pdf)   

 
 NY City Bar Committee on Women in the Profession – Best Practices for the 

Hiring, Training, Retention, and Advancement of Women Attorneys 
(http://www.abcny.org/images/stories/pdfs/BestPractices4WomenAttorneys.pdf) 

 
 Minority Corporate Counsel Association – Sustaining Pathways to Diversity®: 

The Next Steps in Understanding and Increasing Diversity & Inclusion in Large 
Law Firms 
(http://www.mcca.com/_data/global/images/Research/5298%20MCCA%20Pathw
ays%20final%20version%202009.pdf)   
 

 New York City Bar – Parental Leave Polices and Practices for Attorneys  
http://www.nycbar.org/pdf/report/Parental_Leave_Report.pdf  
 

 Liebenberg,  “Plugging  the  ‘Leaky  Pipeline’  of  Women  Attorney  Attrition,  The 
Young Lawyer, Vol. 15, No. 9, July/August 2011 

 
 American Bar Association – Diversity in the Legal Profession: The Next Steps 

http://www.americanbar.org/content/dam/aba/migrated/2011_build/diversity/0415
11_aba_nextsteps.authcheckdam.pdf  
 

 National Association of Women Lawyers - Actions for Advancing Women Into 
Law Firm Leadership 
http://www.utexas.edu/law/wp/wpcontent/uploads/centers/cwil/Summit+Report+
2008.pdf 
 

 Association of Law Firm Diversity Professionals 
http://alfdp.com/ 
 

 National Association of Legal Professionals – 2009 Diversity Best Practices 
Guide 
http://www.nalp.org/uploads/DiversityBPGuide09.pdf 
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