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Partnership

By Jack Newsham

A t a time when large New York 
firms are flush with profits, 
their new partner classes 

have significantly expanded.

According to a New York Law 
Journal analysis, the 25 law firms 
with the biggest presence in the 
state significantly increased their 
partner promotions firmwide for 
a second year in a row and grew 
the percentage of newly promot-
ed partners who are women to a 
new high of 34 percent.

The New York Law Journal 
surveys and tracks new partner 
classes of the 25 firms employing 
the most lawyers in the state, as 
ranked by the NYLJ 100.

The 25 firms, which collective-
ly have more than 10,800 lawyers 
in New York, grew the number 
of newly minted partners based 
in the Empire State from 147 
last year to 158 over the past 12 
months, an increase of about 7 
percent, according to the NYLJ’s 
numbers.

Internal promotions to part-
ner in all the firms’ offices rose 
more sharply, from 423 last year 
to 487 this year, up more than 
15 percent.

The NYLJ’s figures reflect part-
ner promotions from associates 
and counsel into equity and non-
equity partner ranks, as several 
of the top 25 firms have multitier 
partnerships.

According to the NYLJ’s analy-
sis, the number of new women 
partners firmwide also increased, 
from about 32 percent—a num-
ber that was basically flat over 
the previous two years—to just 
shy of 34.5 percent. That number 
is still short of the 46 percent of 
associates who are women, but 
higher than the overall por-
tion of all law firm partners who 
are women, about 23 percent,  
according to industry data from 
the National Association for Legal 
Placement.

‘Right Market’

Fifteen of the biggest 25 firms 
in the Empire State elevated more 
partners firmwide over the last 
year than the year before, and 
13 promoted more in New York, 
although local numbers have 
tended to be smaller and more 
variable from year to year. For 
20 of the firms, the promotion 
numbers both locally and glob-
ally moved in the same direc-
tion—either both grew, as was 
the case for 13 of them, or both 
shrank, as was the case for seven.

The expanding new partner 
classes come at a high time for 
firms, as 2018 was considered to 
be the strongest year for the legal 
industry’s profit growth in the 
post-recession period.

Gretta Rusanow of Citi Private 
Bank’s Law Firm Group noted 
the year was especially good 
for those based in the Big Apple.

Both in 2018 and the year 
before, she said, while law firms 
generally have slightly reduced 
their tally of equity partners, the 
equity partnership actually grew 
for the New York-based firms that 

Citi tracks—0.5 percent growth 
in 2017 and 0.8 percent growth 
in 2018.

“You’re just talking about firms 
who are in the right market, who 
are enjoying growth,” she said.

Leading the pack in promo-
tions was Kirkland & Ellis, well 
known for having a large pool 
of nonequity partners. The firm 
promoted 26 New Yorkers to part-
ner last year, among 122 firmwide. 
The firm’s new partners were 
concentrated in mergers and 
acquisitions, private equity and 
litigation.

Several other firms promoted 
eight to 10 attorneys to their part-
nerships in New York, including 
Paul, Weiss, Rifkind, Wharton 
& Garrison; Latham & Watkins; 
White & Case; Willkie Farr & 
Gallagher; Fried, Frank, Harris, 
Shriver & Jacobsen; and Arnold 
& Porter Kaye Scholer. There 
was no clear trend in terms of 
promotions between corporate 
practices and disputes practices.

Greenberg Traurig, which 
elevated 33 lawyers firmwide 
including five in New York, stood 
out for its promotion of 10 law-
yers in its real estate practice. 
Brian Duffy, the firm’s CEO, said 
that number reflects the size 
and breadth of the practice—it 
encompasses more than 400 
lawyers, he said—but said each 
new partner (or shareholder, in 
Greenberg’s parlance) was pro-
moted on the merits.

“We don’t come into it each 
year with any preordained or 
preset number of shareholders 
that we intend to make,” he said. 
“We don’t say we’re going to do 
‘at least X’ or ‘more than Y.’”

Still, that doesn’t mean overall 
law firm goals are put out of mind. 
Mike Schmidtberger, who chairs 
Sidley Austin’s executive commit-
tee, said in a statement that the 
firm looks to rising associates 
and counsel who do “exceptional 
work” and show a commitment 
to client service. But their con-
tribution to the overall business 
also matters, he said, noting that 
making a partner is a long-term 
decision.

“Our decision to promote an 
associate or counsel to partner 
is based as much on the needs 
of the firm as it is on ensuring we 
continue to provide value-added 
service to our clients,” he said.

David Koschik of White & 
Case, which promoted 41 law-
yers worldwide, including 10 
in New York, said the numbers 
reflected the firm’s focus on 
growing its New York office and 
its U.S. presence more broadly. 
The firm is seeking to hit head 
count targets of 500 in New York 
and 1,000 across the country in 
2020, Koschik said, adding “the 
progression and the trajectory 
are both very positive.”

Koschik said his firm has made 
the partner promo-
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By keith Fall  
aNd Ross weil 

T his year’s new partner 
classes are advancing at a 
watershed moment in U.S. 

history: In 2019, U.S. Census data 
predict, Millennials will replace 
Baby Boomers as the biggest 
segment of the country’s popula-
tion. In raw numbers, among big 
firm attorneys, Millennials now 
outnumber Boomers by almost 
2-to-1 (47,000 to 24,000 accord-
ing to 2017 data from 400 firms 
analyzed by ALM Intelligence). 
However, younger attorneys, 
born after 1984 account for just 5 
percent of partners. By contrast, 
the same analysis found that 40 
percentof the firms’ partners 
ranged in age from 53 to 71.

In our experience as legal 
recruiters, especially in the 
New York and tri-state markets, 
a growing number of Big Law 
firm partners are choosing to 
continue working well into their 
60s and beyond—even if doing 
so requires a lateral move. And 
while a popular old tale holds 
that investing in senior laterals 
is an overly risky and expensive 
growth strategy, we beg to differ. 
Recent lateral moves that have 
made headlines support our 
argument, and illustrate how 
some law firm managers are 
creating fresh opportunities for 
older partners:

• Last November, Chris 
Smith left Shearman & Ster-
ling after 40 years. At 67, 
he lateraled in to the New 
York office of DLA Piper, 
becoming co-chair of the 
firm’s 600-lawyer real estate 
practice.
• Last April, Buckley Sandler 
announced it had recruited 
from Jones Day the celebrat-
ed white-collar defense law-
yer Henry (Hank) Asbill. A 
self-described “child of the 
sixties,” Asbill has 40-plus 
years of trial experience.
• Drinker Biddle recently 
recruited from Carlton 
Fields a 17-lawyer litigation 
group headed by insurance 
and financial institutions 
specialist James Jorden.

Since 2014, we’ve been 
involved in more than a half 
dozen lateral partner moves for 
lawyers born in the boom years 
between 1946 and 1965. We’ve 
worked with partners who, 
despite having thriving practic-
es, sensed that they were being 
sidelined by their former firms. 
(Two of the senior partners we 
helped place had annual books-
of-business worth more than $10 
million.) Some had seen their 
compensation drop off solely 
because of their age. Others 
jumped ship to escape manda-
tory retirement policies. Without 
exception, these accomplished 
lawyers made lateral partner 
moves that have recharged their 
professional lives and revived 

their sense of purpose with firms 
that share their values and their 
aspirations for growth.

Of course, every deal has two 
sides, and in order to succeed, 
every senior lateral partner move 
requires that both the firm and 
the partner make express com-
mitments concerning transition 

and integration. The strongest 
deals hinge on two core compo-
nents:

(1) The partner candidate 
must present an ironclad and 
long-range business case. It’s not 
enough for a candidate to prove 
that their practice is portable 
and profitable. They must also 
map out how they personally will 
contribute to the firm’s growth 
strategies 3 to 5 years out.

In mid-2018, we played a role 
in a senior international arbi-
tration expert’s move from one 
AmLaw 100 firm to another. The 
partner was motivated to make 
the move in part because his 
prior firm had scaled back the 
resources it once committed to 

supporting his practice. At the 
same time, although his collec-
tions had not fallen off, the firm 
had cut his compensation. His 
new firm has not only restored 
his earnings, it’s also investing 
in associates and other resources 
he requires to grow his practice.

(2) The partner candidate 
must be a genuine fit with and 
serve a clear purpose in the 
hiring firm’s growth strategies 
in terms of practice area, geo-
graphic region, or industry. At 
a time when clients search out 
law firms with improved differen-
tiation and preeminence, lateral 
candidates need to enhance a 
firm’s competitive brand as well 
as its bottom line.

In mid-2018, we were involved in 
a deal that came together in large 
part because the acquiring firm’s 
growth strategy aligned with that 
of the candidate partner, who is a 
well-known and widely respected 
real estate finance expert. Although 
his former firm is a recognized 
leader in the space, on balance, 
the partner saw a greater long-term 
opportunity and sensed a better 
cultural fit with a close competi-
tor. Indeed, the new opportunity 
was so attractive, several of his 
colleagues decided to move along 
with the partner we advised.

Although the examples cited in 
this article suggest a promising 
trend of leaders in Big Law culti-

vating a renewed appreciation for 
older lawyers, we hear about age-
based biases often, and law firms 
would be well advised to remem-
ber the cautionary tales of Sidley 
Austin and Kelley Drye & Warren. 
In 2007, after a hard-fought battle 
against the U.S. Equal Employ-
ment Opportunity Commission, 
Sidley agreed to pay $25.7 million 
to 32 partners it had demoted. 
And in 2012, the EEOC ordered 
Kelley Drye to pay $574,000 to a 
lawyer who opted to keep work-
ing after he hit 70. At the same 
time, the firm agreed to rescind 
its policy of requiring partners 
to give up their equity stakes at 
70. As the EEOC’s general counsel 
explained in a statement released 
at the time: “There is no reason 
why attorneys who are capable 
of continuing to practice at 70 
either should be forced to retire 
or otherwise be dissuaded from 
continuing to work in their cho-
sen profession just because of 
their age.”

We encourage law firm man-
agers to keep an open mind 
when considering senior lateral 
partners. Double down on your 
due diligence, but also be pre-
pared to give them ample busi-
ness development and other 
professional support necessary 
to ensure a successful transi-
tion. The positive results will 
surprise you.

Keith Fall and Ross Weil  are part-
ners with the New York-based legal 
recruiting firm, Walker Associates.

Reconsidering Lateral 
Partner Moves After 60

While a popular old tale 
holds that investing in 
senior laterals is an overly 
risky and expensive growth 
strategy, we beg to differ. 
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Deliver Value and Improve Efficiency With Legal Technology in Litigation

By luke kopmeyeR

A n interesting intersection 
between law firms and cor-
porate legal departments 

continues to evolve.

Every day, legal professionals 
explore how to best achieve the 
unique goals of both groups, which 
can at times appear to be in direct 
opposition. Law firms are looking 
to maintain existing clients (and 
expand work with them) while 
constantly being in a business 

development mode. In-house teams 
continue to prioritize demonstrat-
ing value to key stakeholders in the 
business with improved efficiency, 
often including the desire to handle 
more work internally.

Legal technology plays a key 
role in “directing traffic” at this 
intersection, serving the needs 
of both law firms and corporate 
legal departments. Tech develop-
ers must listen to feedback and 
find ways to assist legal teams in 
creating opportunities to solve real-
life, day-to-day challenges involved 
with all aspects of legal work.

Technology solutions should 
help legal departments achieve 
measurable results, and the desire 
to apply tech in this pursuit con-
tinues to grow. Tech companies 
often have a unique perspective 
to this relationship with profes-

sionals who bring previous legal 
experience to the problem-solving 
table. Conversely, many corporate 
law departments employ attorneys 
who previously worked in private 
practice.

All of these factors can combine 
to build better digital relationships 
between external and internal legal 
teams. In-house legal departments 
can deliver more to their business, 
get more from their technology 
and extract more value from their 
external counsel through intelligent 
adoption and implementation of 
technology.

 Evaluate Legal Technology 
Abilities

Legal technology can serve as 
a solution and help to improve 
processes, communication and 

efficiency for legal departments 
of all sizes. By using technology, 
communication and collaboration 
improves while enhancing partner-
ships between not only legal teams 
but also other working depart-
ments within the business.

When evaluating new legal tech-
nology, there are six key factors 
to prioritize when making a deci-
sion on what works best to provide 
solutions:

Ease of use and user inter -
face. Technology should not be 
so complicated that it becomes a 
nuisance. If a standard user within 
a business can’t figure it out with 
minimal training, they simply won’t 
use it. This can severely limit, if not 
cripple, the technology’s ability to 
transform and improve processes. 
To successfully achieve adoption of 
new technology by a department 

or business-wide, it’s important to 
understand a team’s experience 
with technology. Identify early 
adopters and empower them to 
help others on the team ease into 
the technology. Generally, it is 
important for all stakeholders to 
be on board with the change—from 
the top down. This can help to ease 
fears about making a transition.

Company-wide integration. 
Select a technology solution that 
offers a wide range of inter-depart-
mental uses, plentiful integration 
opportunities and the flexibility 
to be tailored to the business’s 
needs. There are endless solu-
tions available to lawyers that are 
so specific to legal work that they 
prohibit the ability to be adopted 
by other departments, limiting the 
business’s return on investment. 
Company-wide adoption will help 

improve the efficiency of processes 
and make the resulting data more 
consistent and reliable to assess 
and evaluate.

Potential return on investment. 
The ability to calculate how much 
time a business has saved by using 
technology will allow for a more 
accurate calculation of quantifiable 
ROI from the investment to pres-
ent to key stakeholders. In turn, 
calculating the ROI will help justify 
future investments in technology 
for the business based on the mea-
surable successes.

Pricing and scalability. Technol-
ogy solutions have become more 
readily available at a lower cost 
of entry for legal departments of 
all sizes. This is largely due to the 
flexibility of the cloud and the secu-
rity of cloud-based solutions. The 
cloud has made it so 

luKe KopmeyeR is a client success con-
sultant at HighQ. He has over 10 years 
of legal experience working as a practic-
ing attorney, e-discovery project man-
ager and analytics consultant. He can be 
reached at luke.kopmeyer@highq.com.
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By peteR loBl

N ew York City law firms have 
a well-earned reputation for 
superlative legal counsel 

and work product. Because work 
expectations at these firms run 
so high, the distinction between 
pursuing excellence and expecting 
perfection (i.e., zero mistakes) can 
get blurry. Blurring this distinc-
tion, however, can erode a firm’s 
morale and increase its exposure 
to liability. To illustrate, I share the 
following anecdote involving one 
of my former patients. For the sake 
of confidentiality, I refer to her as 
Emily.

Emily had worked at the same 
law firm since law school, and we 
started working together shortly 
after she made a drafting mistake. 
During her first couple of years at 
this firm, Emily had worked prin-
cipally on due diligence projects 
but she had always wanted to work 
on joint venture capital deals—a 
transactional specialty in one of the 
firm’s practice groups. One day the 
phone rang; a junior partner from 
that practice group asked Emily to 
join him on a project. They went 
over the deal sheet and the appli-
cable document templates, and the 
partner let Emily take a crack at 
conforming the templates to the 
deal terms. Emily was excited and 
put a lot of time and effort into this 
deal.

By the time of the fourth trans-
action, Emily and this partner’s 
relationship had assumed a men-
tor-mentee quality, and Emily was 
negotiating deal terms directly 
with her legal counterpart on the 
transaction. With final documents 
on this fourth transaction out to 
all parties, Emily felt the need to 
reread the deal documents one 
more time. As she made her way 
through a section of one document, 
she stopped. She read the section 
again—a section with complex 
stock anti-dilution provisions and 
formulas. She reread the section 
a third, then a fourth, then a fifth 
time; a couple of lines in that sec-
tion didn’t make sense.

Emily agonized about what to 
do. She felt she had done this part-
ner a terrible wrong. She tried to 
assess the legal and business sig-
nificance of her drafting mistake. 
Should she tell the partner? Would 
he even want to know about this? 
If she told him, would she fall out 
of favor with him? Would she jeop-
ardize the opportunity to do more 
joint venture capital deals? Jeop-
ardize her reputation at the firm? 
Jeopardize her job?

In the end, Emily told the part-
ner of her mistake. She called the 
partner, asked to meet with him, 
and went to his office. Once there, 
she closed the door and, mortified, 
with eyes downcast, she told him of 
her mistake. The partner listened 
and said “mmmmmm” and “ok” a 
lot. The partner then updated the 
documents, called the client, and 
sent out a new set of documents 
to all parties. He then completed 
the transaction on his own, and he 
never contacted or worked with 
Emily again.

These kinds of disappointing 
and painful professional experi-
ences recur time and again at law 
firms, big, medium, and small. Time 
and again, work-related mistakes at 

law firms engender hurt feelings, 
disagreeable interactions, and the 
abrupt and awkward end to promis-
ing mentoring relationships. I say 
this based on my own past experi-
ence as an associate and on what 
I have learned anecdotally over 
time from friends, acquaintances 
and patients who work in law firms 
of all sizes in New York City.

These kinds of interactions 
emerge in part when law firms 
don’t distinguish pursuing excel-
lence from expecting perfection 
(i.e., expecting zero work-related 
mistakes). But expecting no mis-
takes in legal practice hurts morale 
and may increase legal liability. 
First, this expectation hinders 
the development of positive pro-
fessional relationships because 

it sets partners up for recurrent 
disappointment and frustration 
towards associates. This expec-
tation also fuels anxiety amongst 
associates who fear the unspeci-
fied consequences of not meeting 
this impossible standard. Second, 
this expectation contributes to a 
dichotomous assessment of work 
product as either “Pass” (no mis-
takes) or “Fail” (a mistake). For 
example, an otherwise superb 
appellate brief is perceived as 
“not cutting it” once a formatting 
error is identified. Third, this Pass/
Fail assessment of work product in 
turn produces an unstable sense 
of professional self: To fail as an 
associate may be only as distant as 
the next work assignment. Fourth, 
this expectation may actually 
increase the firm’s liability: Emily 
might have let her fears dictate 
her actions and decided instead 

not to disclose her mistake to the 
partner. In contrast to expecting 
zero mistakes, pursuing excellence 
admits of progress along a develop-
mental continuum and recognizes 
that progress entails occasional 
stumbles and learning from those 
stumbles.

Expecting no mistakes also 
hampers the development of 
firm-wide norms for addressing 
mistakes: If a law firm’s culture 
holds that its lawyers make no 
mistakes, why develop norms for 
dealing with mistakes? But people 
do make mistakes. In the absence 
of law firm norms or guidelines for 
addressing them, the mistake will 
likely be addressed in the moment, 
at the discretion of the assigning 
partner. That assigning partner, 

like Emily’s partner, may be feel-
ing disappointed, angry, or even 
affronted by the mistake. He or 
she may understandably worry 
about the effects of the mistake 
on the client and then respond in 
the moment in a manner that feels 
unfair or arbitrary to the associ-
ate. Leaving it up to the assigning 
partner to deal with the mistake 
on his or her own also reflects a 
lack of institutional support for 
that partner and his or her train-
ing and mentoring responsibilities. 
When these kinds of interactions 
are replicated across an organiza-
tion, they affect morale, increase 
anxiety and uncertainty, and 
contribute to disconnection and 
isolation.

I changed careers from the law 
and work as a Clinical Psycholo-
gist as well as faculty in a Family 
Medicine residency program in 

New York City. The medical pro-
fession has its own unique set 
of challenges, but its approach 
to mistakes stands in sharp con-
trast to that in the legal profession. 
Like attorneys, doctors abhor 
mistakes, have little tolerance 
for incompetence, and are driven 
by extremely high expectations 
of self. Like attorneys, they are 
careful, detail-oriented, reliable, 
and burdened by the magnitude of 
their responsibilities. In my experi-
ences, however, doctors generally 
accept and acknowledge that they 
occasionally make mistakes. This 
acceptance helps foster positive 
professional relationships and 
improves quality of care. For exam-
ple, medical residents and young 
doctors will sometimes make 
mistakes in dosing medications, 
in ordering labs, and in convey-
ing the details of a case accurately 
to colleagues. When these things 
happen, residents and young doc-
tors are usually embarrassed and 
self-critical. Senior and supervising 
doctors tend however to adopt a 
stance of objective and dispassion-
ate inquiry in response to such 
mistakes. The inquiry centers not 
on blaming but on identifying the 
cause of the mistake and then on 
problem solving it. As young doc-
tors become more experienced, 
senior doctors’ tolerance for their 
mistakes decreases. If there is any 
variation in law firm’s tolerance for 
mistakes, that tolerance is, in con-
trast, typically at its lowest point 
for the starting associate.

Because mistakes are expected 
in medical settings, they also have 
in place norms and protocols for 
dealing with them. When the mis-
take is grave, the doctor who made 
the mistake might even present 
the case and the mistake to col-
leagues at a “Morbidity and Mor-
tality” conference (M&M). M&Ms 
are structured fora for doctors to 

review and learn from cases involv-
ing preventable medical errors 
resulting in adverse outcomes to 
patients, i.e., a death, a disability, 
harm or injury. M&Ms are common 
and recurrent facets of the learn-
ing and quality assurance practices 
at hospitals, clinics and medical 
residency programs throughout 
the United States.

Accepting and normalizing the 
occasional mistake at law firms 
would benefit morale and may help 
decrease law firm liability. Norms 
and guidelines for addressing mis-
takes would have likely benefited 
both Emily and her partner. The 
partner might have felt less individ-
ually burdened by Emily’s mistake 
if the occurrence of mistakes were 
acknowledged as possible and 
were understood within a larger 
organizational training paradigm. 
Instead of getting sidelined, Emily 
for her part might have met with 
the partner, and they could have 
both analyzed and learned what 
happened with those stock anti-
dilution provisions. This might 
have revealed an error in thinking; 
a unique drafting issue; a problem 
with the original template; or a 
communication issue. With the 
error(s) identified, Emily and the 
partner could have worked on 
developing a solution to prevent 
the recurrence of the error(s). 
This approach would have likely 
benefited the law firm’s practice 
and helped preserve the evolv-
ing mentor-mentee relationship 
between an eager and smart young 
associate and an engaged and inter-
ested partner.

After this episode, Emily contin-
ued to work at the firm, and she 
eventually worked on joint venture 
capital deals with other partners. 
She continued to work hard and 
was still at the firm when we ended 
our work together in therapy some 
months later.

peteR lobl is a clinical psychologist in 
private practice. He is an Assistant Pro-
fessor at the Icahn School of Medicine at 
Mount Sinai and Behavioral Scientist in 
the Harlem Residency in Family Medicine 
at the Institute for Family Health. Prior to 
becoming a Clinical Psychologist, Dr. Lobl 
worked for several years as an associate 
in big law firms. He can be contacted at 
http://peterwloblphd.com/
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Expecting no mistakes in legal practice hurts morale 
and may increase legal liability.

Making Mistakes: 
A Normal Part of Learning the Practice of Law

technology no longer requires long-
term commitments, onsite IT staffs 
or large financial investments. 
The cloud allows technology to 
be updated quickly and regularly, 
and the ability to change services 
based on the needs of a company 
is easier than ever. Additionally, 
these services continue to provide 
state-of-the-art security options 
that ensure data is not only safe 
but maintains compliance with a 
multitude of regulatory needs.

Military-grade data security. 
The news consistently features 
data breaches and the damage they 
cause to businesses. A business’s 
reputation and long-term success 
depend on keeping confidential 
data safe, making it essential that 
any cloud-based technology is pro-
tecting the data with military-grade 
security. Without it, a breach can 
cost a company millions in lost 
business and ongoing litigation, 
not to mention the damage done 
to reputation.

Artificial intelligence deploy-
ment. Another piece of legal 
technology to keep an eye on is 
the use of artificial intelligence to 
help improve efficiency. AI can be 
deployed and taught to recognize 
subtleties within documents and 
classify them, freeing up manpower 

to handle more important aspects 
of the legal work. This can all be 
done without using expensive IT 
resources and will lead to quick, 
cost-efficient results.

 Deliver More as a Strategic 
Business Partner

No matter how large or small a 
legal department is, or what type of 
business it serves, there are com-
mon elements that apply to every 
lawyer and are critical to success.

To generate success, legal teams 
must:

Understand business goals and 
communicate. Legal departments 
have a larger role than managing 
legal matters and driving revenue 
to the business. To understand 
the business’s goals, there must 
be easy and open communication 
and a deep knowledge of how dif-
ferent departments operate and 
interact, and what their goals and 
challenges are. Ease of communi-
cation is vitally important and can 
be achieved through collaborative 
technology tools.

Reduce risk by anticipating 
legal problems. Legal teams are 
entrusted with protecting the busi-
ness partners and their business 
from risk. In-house teams must be 
proactive in a concentrated effort 
to anticipate potential legal issues 
before they happen. By thinking 
ahead, and deploying technology 

in a way that helps protect a busi-
ness from unnecessary exposure, 
legal teams can build trust with 
their business partners and lead-
ers.

Achieve the business objec-
tives. Legal teams must redefine 
themselves as teammates and part-
ners to each area of the business 
and avoid becoming perceived as 
the department of “no.” There is a 
chance to hinder advancement if 
the legal team is not open to trying 
new processes and brainstorming 
creative solutions.

All of these key pieces to suc-
cess work together. By under-

standing business goals and 
communicating with other depart-
ments, legal teams are better able 
to anticipate upcoming legal 
issues. To achieve business goals 
through more creative solutions, 
legal teams must collaborate with 
different departments within the 
business.

Collaboration and communica-
tion are extremely important in 
working toward achieving all three 
of the key pieces to success. It is 
vital to develop relationships and 
have open communications with 
all departments, not just a select 
few. Collaboration will help solve 

business and legal issues that come 
up, because the more included the 
other departments feel in the pro-
cesses, the more likely a legal team 
will be to mitigate potential risks 
from the start.

 Drive Collaboration  
With Outside Counsel

The adoption of legal technology 
in the law firms that corporate legal 
teams work with is being driven by 
a demand for transparency and vis-
ibility into legal matters. By being 
involved and actively collaborat-
ing with outside counsel, corporate 
legal teams hope to reduce legal 
costs. By improving transparency, 
corporate legal teams are able to 
strategically determine if work can 
be brought in house while poten-
tially encouraging competition 
from law firms to create increased 
efficiencies.

Cloud-based legal technology 
platforms are rising to the chal-
lenge presented by this demand 
by bringing internal and external 
teams together in a secure digi-
tal working environment. These 
platforms offer a great user expe-
rience, access to documents and 
data remotely and with the needed 
security to offer benefits for litiga-
tion matters that have never been 
available before.

Cloud-based collaboration ben-
efits for litigation include:

• Access and control all docu-
ments, knowledge, research 
and data created by outside 
counsel during litigation for 
analysis, reporting and fore-
casting
• On-demand, real-time up   
dates on litigation matters and 
status to increase efficiency 
and manage budgets
• Improve and track access to 
litigation data, such as plead-
ings, exhibits, transcripts, 
productions and more
• Increase efficiency by col-
laborating on data, research 
and content and putting them 
to work
When working with legal 

teams and other key stakehold-
ers, it is vital to grant access to 
work within the preferred collab-
oration platform. By doing this, 
all teams will have the ability 
to deliver updates, documents, 
knowledge and more quickly and 
efficiently.

The right approach to legal 
technology will help reduce costs 
and improve efficiency and col-
laboration between internal and 
external teams. Technology works 
as a support system that allows 
your legal team to do more and 
helps to strengthen relationships 
with teams and clients in an effort 
to redefine the working intersec-
tion between law firms and legal 
departments.

Technology
« Continued from page 9 

Technology should not be so complicated that it 
becomes a nuisance. if a standard user within a 
business can’t figure it out with minimal training, 
they simply won’t use it. 
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By amaNda k. BRady

F or years now, the legal indus-
try has showed palpable resis-
tance to embracing a different 

business model. Law has always 
been viewed as a noble profes-
sion, not a business. Lawyers are 
there to do what they love most: 
serve clients, deliver great work 
and, of course, generate profits 
to the partnership. Compound-
ing this dilemma is the fact that 
most law schools don’t teach the 
fundamental business skills critical 
to running a successful practice.

However, a law fi rm is a business 
and should be treated as such. In a 
time when corporate demand for 
outside legal counsel is critically 
low, fi rms that cling fervently to 
outdated models of service deliv-
ery are bound to lag behind. In con-
trast, fi rms that are bold enough 
to buck tradition are much more 
likely to fl ourish.

 Case in Point: 
Goodwin Procter

Michael Caplan, Chief Operat-
ing Offi cer of Goodwin, gives us a 
glimpse behind the curtain. A CPA 
by trade, Michael Caplan brought 
nearly 20 years of legal operations 
expertise to his role as Chief Oper-
ating Offi cer of Goodwin, a global 
50 fi rm. From the get-go, Michael 
was all about thinking outside the 
proverbial box. “I felt it was impor-
tant for law firms to think inno-
vatively and be entrepreneurial, 
and I wasn’t sure if Goodwin was 
interested in that,” he says. “But 
it turned out that’s exactly what 
they wanted. They wanted to bet-
ter understand the competition, be 
dominant in key areas and expand 
globally. They needed help with the 
business side of law.”

In his previous role as COO of 
Marsh & McLennan’s legal depart-
ment, Caplan had engaged exten-
sively with outside law fi rms and 
gained deep insight into the client 

perspective. Consequently, he tran-
sitioned from negotiating legal fees 
and writing billing guidelines, to 
spending a lot of time with fi rms—
simply learning. He realized that 
building strategic fi rm partnerships
was much more important than just 
managing outside counsel spend. 
He discovered that understanding 
law fi rm metrics, leverage models 
and the competitive landscape was 
the key to building real, mutually 
benefi cial relationships.

Caplan brought this unique cli-
ent perspective over to the law fi rm 
side and has helped Goodwin build 
a strong competitive advantage 
despite the challenging legal land-
scape. At Goodwin, people on the 
operations team take an active role 
in client relationships. “We train 
operational team members—our 
Global Operations Team—how to 
talk about our fi rm and we bring 
them to client pitches,” Caplan 
explains. “We ask clients if they 
want to implement billing or pro-
curement processes and then say 
‘Let us do that for you. Let’s work 
together.’ We go through RFPs with 
our clients and help them make 
decisions. We even assist them in 
hiring the right people.”

“This puts us in a great posi-
tion with our clients operation-
ally. It keeps us top of mind, leads 
to more work and has helped us 
become leaders in key areas. And 
we don’t charge for any of this; it’s 
all relationship building. It’s about 
shared success. This is a key dif-
ferentiator at Goodwin, and law 
fi rms that don’t think this way are 
missing a huge opportunity. Our 
unique, value-added business of 
law approach has contributed to 
our demand growth, which has 
risen almost 6 percent per year 
over the past 5 years.”

 Where Do You Begin? 
Six pointers From Caplan

(1) Create a solid vision. Craft 
a big-picture business plan built 
on a set of short- and long-term 

goals. What is your ideal type 
of client and what kinds of work 
do you want your fi rm to focus 
on? Where do you want to be in 
fi ve years—and how will you get 
there? How will you track your 
progress and measure your suc-
cess? Be sure that your goals are 

clear, documented and shared 
with your entire practice.

(2) Clarify your brand. Brand-
ing is about knowing who your 
target market is and using that 
knowledge to craft a compelling, 
focused message. By creating a 
brand that refl ects your fi rm’s 

unique strengths and values, 
you’ll attract the types of cli-
ents you seek and stand out in 
the crowded marketplace.

(3) Know (and reinforce) your 
fi rm’s culture. Culture refers to 
the “personality” of your fi rm—
the business attitudes and behav-
iors that are employed every day. 
In the law fi rm arena, culture has 
become a key factor in determin-
ing who clients want to work with
and who candidates want to work 
for. Changing your fi rm’s culture 
is not easy, but it’s possible. 
Authenticity is key.

“We make sure all new lawyers 
and professional staff understand 
not just the Goodwin brand, but 
the Goodwin culture and how we 
merge the business and the prac-
tice of law,” Caplan says. “When 
you grow as a fi rm, you need to 
instill the culture as soon as pos-
sible.”

(4) Be willing to change with 
the times. Whether it’s providing 
more “do it yourself” options or 
offering new service lines, law 
fi rms must continually reshape 
their service delivery to meet 
evolving client needs. Ultimate-
ly, long-term survival won’t be 
linked to a fi rm’s size or profi t 
margins; it will depend on its abil-
ity to adapt to a changing legal 
environment.

“Be open-minded about what 
the future holds. Talk to your 
clients, listen to what they are 
saying and be prepared to adjust 
your sails to the direction of the 
wind,” suggests Caplan.

(5) Develop, track and use 
metrics.  Collecting and analyzing 
data can help you answer ques-
tions, such as: Which practice 
areas (and lawyers) are most prof-
itable? What are the costs involved 
with servicing a client? What are 
our true realization rates? Track-
ing the right metrics can help you 
improve effi ciencies, eliminate 
waste and boost profitability. 
It can also help you plan more 
wisely for the future.

(6) Grow strategically. Grow-
ing your law fi rm in a calculated 
manner means using data, client 
feedback and market insights to 
make smart business decisions 
at every turn. Rome wasn’t built 
in a day—and building competi-
tive momentum for your fi rm is 
no different. Says Caplan, “Man-
aging leverage and investing in 
clients to build long-term rela-
tionships—that’s how you stra-
tegically plan your business to 
grow your profi ts.”

At its core, the success of your 
law fi rm relies on maintaining a 
(hopefully) happy, productive 
team and satisfi ed, loyal clients. 
Fortunately, operating your fi rm 
like a business doesn’t mean you 
have to forgo being good lawyers. 
If you can fi nd innovative new 
ways to deliver services and 
add value for clients while still 
providing fi rst-rate legal counsel, 
you’ll be one serious step ahead 
of your competitors. What’s 
more, you don’t necessarily have 
to reinvent the wheel. Remark-
able results can often be found 
through subtle tweaks to your 
current systems, structure and 
processes.

“Law fi rm demand growth is 
going to stay around zero percent 
for the next couple of years—and 
that’s in a booming economy,” 
Caplan says. “As the economy 
changes and corporate clients 
don’t have as much cash as 
they’d like to spend on third par-
ties, being a student of the busi-
ness of law is really important. If 
you can maintain demand greater 
than 6 percent in this economy, 
there is something unique that 
your fi rm is doing. You just have 
to fi gure out ways to be as suc-
cessful as you can be.”

Can Your Law Firm COO Improve Service Delivery AND Profi ts? 
They Should. This One Does.

amaNDa K. bRaDy is managing partner 
and global practice leader of Major, Lind-
sey & Africa.
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In a time when corporate demand for outside legal 
counsel is critically low, fi rms that cling fervently to 
outdated models of service delivery are bound to lag 
behind. In contrast, fi rms that are bold enough to 
buck tradition are much more likely to fl ourish.
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New partners at 25 largest law offices in New york

Ra
nk

1

Firm

Lawyers in 
New York 
Office(s) Location

Total  
Firm  
Size

Current Round 
of Partner  
Elections  

(firmwide)2

Current 
Round  

(N.Y. only) 

Previous Round 
of Partner  
Elections  

(firmwide)2

Previous 
Round 

(N.Y. only)

New Women 
Partners  

(firmwide) Practice Group Breakdown
1 Paul, Weiss, Rifkind, 

Wharton & Garrison
808 manhattan 1,000 12 9 5 4 1 Corporate (7); litigation (4); bankruptcy and Restructuring (1)

2 Skadden, Arps, Slate, 
Meagher & Flom 

692 manhattan 1,784 14 4 12 5 3 m&a (5); litigation (3); investment management/banking (2); antitrust 
(1); energy (1); health Care (1); tax (1)

3 Davis Polk & 
Wardwell

683 manhattan 967 8 5 11 6 1 Corporate (5); litigation (3)

4 Simpson Thacher & 
Bartlett

623 manhattan 988 11 6 11 6 3 banking and Finance (5); m&a (3); Real estate (2); executive Compensa-
tion (1)

5 Sullivan & Cromwell 547 manhattan 812 8 5 8 7 2 litigation (4); Commodities, Futures & Derivatives (1); Criminal Defense 
and investigations (1); estates and personal (1); General practice (1)

6 Weil, Gotshal & 
Manges

519 manhattan 1,118 11 6 10 4 4 business Finance and Restructuring (3); private Funds (2); structured 
Finance (2); banking and Finance (1); Complex Commercial litigation 
(1); patent litigation (1); tax (1)

7 Cleary Gottlieb Steen 
& Hamilton

507 manhattan 1,214 8 4 3 2 3 eu and French Competition law (2); litigation (2); Debt Financing (1); 
private investment (1); Real estate (1); securities (1)

8 Kirkland & Ellis 503 manhattan 1,997 122 26 97 24 38 m&a/private equity (33); litigation (26); investment Funds (14); intel-
lectual property litigation (10); Debt Finance (8); Restructuring (8); Real 
estate (7); Capital markets (6); tax (3); technology & ip transactions (2); 
antitrust/Competition (2); executive Compensation (1); Financial ser-
vices Regulatory (1); technology & ip transactions (1)

9 Cravath, Swaine & 
Moore

477 manhattan 504 3 3 6 6 3 Corporate (2); litigation (1)

10 Debevoise &  
Plimpton

430 manhattan 631 5 3 7 4 3 Corporate (1); Dispute Resolution (1); litigation (1); m&a (1); tax (1)

11 Latham & Watkins 423 manhattan 2,436 47 8 40 8 12 Corporate (24); Finance (12); litigation and trial (8); tax (3)

12 Sidley Austin 413 manhattan 1,873 30 6 19 2 12 m&a (4); Commercial litigation and Disputes (3); ip litigation (3); Global 
Finance (3); insurance (3); Capital markets (2); Food, Drug, medical (2); 
securities (2); tax (2); Consumer Class actions (1); employee benefits 
and executive Compensation (1); health Care (1); international arbitra-
tion (1); investment Funds (1); products liability (1)

13 Shearman & Sterling 368 manhattan 853 8 5 16 7 3 m&a (3); Finance (2); international arbitration (1); Compensation, Gover-
nance and eRisa (1); litigation (1)

14 White & Case 366 manhattan 2,039 41 10 31 9 19 banking (7); m&a (7); international arbitration (6); Capital markets (5); 
antitrust (4); Commercial litigation (2); Financial Restructuring and 
insolvency (2); ip (2); project Development and Finance (2); White-Collar 
(2); tax (1); trade (1)

15 Proskauer Rose 362 manhattan 730 11 3 14 5 2 Corporate and securities (3); banking and Financial institutions (2); 
employment and labor (2); taxation (2); litigation (1); Real estate (1)

16 Milbank, Tweed, 
Hadley & McCloy 

360 manhattan 690 7 6 5 4 2 leveraged Finance (2); tax (2); alternative investment (1); litigation and 
arbitration (1); project, energy and infrastructure Finance (1)

17 Willkie Farr &  
Gallagher

351 manhattan 644 16 8 11 7 6 Corporate and securities (10); litigation (3); asset management (2); 
business Reorganization and Restructuring (1)

18 Fried, Frank, Harris, 
Shriver & Jacobson

350 manhattan 491 10 8 8 7 3 Corporate (8); Real estate (2)

19 Gibson, Dunn & 
Crutcher 

326 manhattan 1,275 17 5 16 4 6 litigation (9); antitrust (1); business Restructuring (1); Corporate (1); 
energy (1); executive Compensation and employee benefits (1); Finan-
cial institutions (1); Real estate (1); tax (1)

20 Schulte Roth & Zabel 323 manhattan 357 3 3 2 2 1 m&a and securities (2); bank Regulatory (1)

21 Greenberg Traurig 300 manhattan 1,944 33 5 41 8 14 Real estate (10); Corporate and securities (8); banking and Financial 
institutions (3); intellectual property (3); bankruptcy (1); Consumer 
protection (1); employment and labor (1); Government (1); health law 
(1); immigration law (1); international law (1); litigation (1); products 
liability (1)

22 Ropes & Gray 295 manhattan 1,162 24 3 12 2 9 private equity (7); intellectual property (3); litigation and enforcement 
(3); private investment Funds (2); benefits (1); Corporate Finance (1); 
employment (1); health Care (1); hedge Funds (1); investment manage-
ment (1); securities and public Companies (1); special situations (1); tax 
(1)

23 Arnold & Porter Kaye 
Scholer 

291 manhattan 950 16 8 8 2 10 Corporate and Finance (5); intellectual property (3); life science and 
health Care Regulatory (2); products liability (2); Real estate (2); securi-
ties enforcement (2); White-Collar Crime (2); appellate and supreme 
Court (1); bankruptcy (1); Complex litigation (1); environmental (1); 
international arbitration (1);  litigation (1)

24 Wilson Elser  
Moskowitz  
Edelman & Dicker 

286 manhattan 760 19 7 17 5 8 Commercial law (5); employment and labor (5); insurance law (3); 
products liability (3); Civil Rights (2); health law (2); torts (2); transpor-
tation (2); Corporate and securities (2); Construction (1); immigration 
law (1); intellectual property (1)

25 Kramer Levin  
Naftalis & Frankel 

279 manhattan 326 3 2 5 5 0 Corporate (1); intellectual property (1); Real estate (1)

1. Number of New york attorneys and total firm size as published in the NylJ 100 special report of the New york law Journal, July 9, 2018, where firms were ranked by number of lawyers in their New york office(s).
2. Due to firms announcing promotions at different times of the year, the figures listed reflect the previous and most recent rounds of partner promotions—as opposed to figures as of a certain date—to ensure consistency in comparisons.
SOURCE: ALM Legal Intelligence. The data was collected from the new partner/shareholder announcements posted on the firms’ websites through January 2019.
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tion process more transparent, let-
ting senior associates know that 
they are being considered and 
inviting them to make the “business 
case” for being elevated. He also 
said “upward feedback,” as evalu-
ations by junior associates about 
the senior associates are known, 
has become more important in the 
decision to mint partners.

A Gradual Incline

The percentage of women in 
new partner classes has been 

steadily rising at a rate of about 
one percent per year nation-
wide, according to NALP data. 
The same could be true in New 
York, depending on whether the 
34 percent figure calculated by 
the Law Journal for 2018-2019 is 
a blip or a new trend. About five 
years ago, in early 2014, the Law 
Journal reported that women 
made up about 29 percent of new 
partners firmwide among the top 
quarter of NYLJ 100 firms.

The diversity of large firms’ 
new partner classes has gained 
even more importance in light of 
fresh scrutiny on partner promo-
tions in recent months. In Decem-
ber, Paul, Weiss drew criticism 

for a having a new partner class 
dominated by white men, prompt-
ing more than 170 general coun-
sel in January to urge law firms 
to do better or else lose their 
business. (Brad Karp, the firm’s 
chairman, said at the time that an 
“idiosyncratic demographic pool” 
was to blame, and future classes 
of new partners would be more 
diverse.)

All but one of the 25 firms 
evaluated for this report pro-
moted at least one woman to 
partner over the past year, 
including eight of the nine that 
had a single-digit number of pro-
motions across the entire firm. 
Kramer Levin Naftalis & Frankel, 

which promoted three to part-
ner, including two in New York, 
is the only one that didn’t.

Kramer Levin said in a statement 
that three of the five partners it 
promoted the year before were 
women and most of those pro-
moted to the position of special 
counsel last year were women. The 
firm said it expected most of those 
promoted to partner later in 2019 
would also be women.

“A single year should not be 
viewed as an indicator,” it said.

At three  firms, more than 
half of the newly announced 
partners were women: Cravath 
Swaine & Moore, in which all 
three new partners were women; 

Debevoise & Plimpton, where 
three of the five new partners 
were women; and Arnold & Por-
ter Kaye Scholer, whose new 
partnership class of 16 included 
10 women.

About 46 percent of White & 
Case’s new partner class were 
women, but Koschik said diver-
sity plays no formal role in the 
decision. He said the firm works 
to make sure junior lawyers of all 
backgrounds are given opportu-
nities to show their mettle, but 
ultimately, their performance is 
the key factor in the decision to 
add them to the firm’s two-tier 
partnership.

“Our practices here in the U.S. 

have been doing well and have 
been generating very strong part-
ner candidates for us to consider,” 
he said.

@ | Jack newsham can be reached at  

jnewsham@alm.com. Twitter: @thenewsham
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