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Smart Strategies for the Forward Thinking Law Firm

BIOGRAPHICAL PROFILE
John Remsen, Jr. - President

John Remsen, Jr. is widely recognized as one of the country’s leading authorities on law firm leadership, management,
marketing and business development. After serving as in-house marketing director at two major law firms, John
formed TheRemsenGroup, a consulting firm that works exclusively with law firms to help them develop and
implement long-term strategic objectives to improve cohesiveness, performance and profitability. Since 1997, he has
worked with over 375 law firms and thousands of lawyers. Most of his clients are smaller and mid-size commercial
law firms, ranging in size from 15 to 200 lawyers.

John is a frequent speaker and author on law firm leadership and marketing topics. He has spoken at national,
regional and local conferences of the American Bar Association, Association of Legal Administrators and Legal
Marketing Association. He has also been a featured speaker at numerous state and local bar associations, and law
firm networks. His articles have appeared in such well-respected publications as ABA Journal, Asian Lawyer, Florida
Bar News, For the Defense, Law 360, Law Practice Management, Law Practice Today, Lawyers Weekly, Legal
Management, National Law Review, Marketing for Lawyers, Marketing the Law Firm, Managing Partner, New York
Law Journal, Rainmaker’s Review and many more.

In the late 1990’s, John served on the national Board of Directors of the Legal Marketing Association (LMA) and was
President of its Southeastern chapter for three years. Under his leadership, the chapter was recognized as LMA’s
Chapter of the Year in 2001. In addition, he was Executive Editor of Strategies, LMA’s monthly newsletter. He also
served on The Florida Bar’s Standing Committee on Advertising for six years and was the only non-lawyer appointed
to serve on its 2004 Advertising Task Force.

In 2001, John created The Managing Partner Forum, the nation’s richest source of information and the most highly
acclaimed conference series for leaders of mid-size law firms. More than 1,150 managing partners and leaders from
more than 900 law firms in 43 states have participated in 26 leadership conferences. Each week, he publishes and
distributes The MPF Weekly, an electronic newsletter distributed to more than 9,000 law firm leaders. For more
information, visit ManagingPartnerForum.org.

In 2007, John was appointed to serve as a core member of the ABA’s Law Practice Management Section. In 2008, he
was appointed to serve on the ABA’s Education Board. Since then, he has contributed numerous articles to various
ABA publications and has been a featured speaker at ABA meetings and conferences throughout the country.

In 2013, John was elected as a Fellow of the College of Law Practice Management in recognition of his 25 years of
demonstrated expertise in law firm leadership and management. Founded in 1994, the College honors those who
“inspire excellence and innovation in law practice management.” Membership is by invitation only and includes just
200 individuals. In 2016, John was recognized by LawDragon as one of the “Top 100 Consultants and Strategists” to
the legal profession. In 2017, John was recognized as one of the world’s top “leaders and influencers” in the business
of law by the Association of International Law Firm Networks.

A native of West Palm Beach, Florida, John holds an MBA from The University of Virginia (1985) and a Bachelor’s
degree in Business Administration from the University of Florida (1980). Before enrolling in graduate school, John was
Executive Director of The Florida Council of 100, an organization consisting of Florida’s top CEOs and business leaders.
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Attorneys

Educations

Indiana University Robert H.
McKinney School of Law
J.D., 1981

magna cum laude

® Honors: Am Jur Award for
High Paper in Contracts,
1979; Ben F. Small
Fellowship for outstanding
achievement, 1980; Phi
Delta Phi Legal Fraternity
Area IV Graduate of the
Year (Indiana, Ohio, lllinois,
Michigan), 1981; Faculty
Award - Outstanding
Graduate of the Year, 1981;
Executive Director, Indiana
Law Review, Vol. 14, 1981

The Citadel, Charleston,
South Carolina
,1973-1975

Hanover College, Hanover,
Indiana
B.A., 1977

® Honors: John Finley Crowe
Citation, Hanover College
(outstanding male
graduate), 1977

ICLEF Civil Mediation Training
(40 Hours)
, 1989

Bar Admissions

State of Indiana, 1981

U.S. District Court, Southern
District of Indiana, 1981

U.S. District Court, Northern
District of Indiana, 1990

U.S. Court of Appeals, Seventh
Circuit, 1991

at Law
John C. Trimble Indianapolis
Partner 317.237.0500 | jtrimble@lewiswagner.com

Legal Assistant: Joan Johnson
317.237.0500 | jjohnson@lewiswagner.com

John maintains a practice that is dominated by catastrophic, complex, and class action litigation in the
State and Federal Courts. He focuses much of his time on insurance coverage disputes, bad faith
defense, lawyer and insurance agent malpractice, business litigation, and catastrophic damages
caused by all types of casualty risks, including transportation, construction, product liability, fires, and
governmental liability, to name a few. He has also argued numerous appeals in the State and Federal
appellate courts as counsel for a party and as amicus counsel for lawyer and trade associations.
Through the years, he has been admitted pro hac vice in more than 20 jurisdictions, and is frequently
hired by out-of-state firms to serve as local counsel in Indiana.

For more than 25 years, John has earned a reputation as one of Indiana's most sought after
mediators. Because of the complexity of his litigation practice, John keeps the mediation to a
manageable level, but he is frequently hired by judges and lawyers to mediate some of Indiana's
largest and highest profile cases. He is also frequently named as an arbitrator in bodily injury,
business dissolution, employment, and commercial disputes.

John has distinguished himself as a bar leader. He has been president of the state defense bar, and is
a past Defense Lawyer of the Year honoree. He has also served on the Board of Directors of DRI, the
largest national association of defense lawyers. In 2000, DRI named John its outstanding defense bar
leader of the year. More recently, John has chaired DRI's national Judicial Task Force to explore and
offer recommendations on how DRI can assist in maintaining a fair and impartial judiciary. John also
serves as immediate Past President of the Indianapolis Bar Association; Secretary of the Indianapolis
Legal Aid Society; and Chair of the Board of Visitors of Indiana University Robert H. McKinney School
of Law.

John has been repeatedly listed in state and local polls of attorneys as one of the top lawyers. Since
2004, he has been selected for inclusion in Indiana Super Lawyers®and ranked number one overall in
Indiana from 2011-2017. He was also selected by his peers for inclusion in The Best Lawyers in
America ®in the fields of Insurance Law; Mediation; and Personal Injury Litigation - Defendants. He
was named Best Lawyers' 2013 Indianapolis Insurance Law - Lawyer of the Year and Best Lawyers'

2015 Indianapolis Personal Injury Litigation - Defendants - Lawyer of the Year.

Practice Areas

¢ Alternative Dispute Resolution
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Attorneys

at Law

Honors & Awards
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Martindale-HubbellPeer Rated AV
The Best Lawyers in America ®in the fields of Insurance Law; Mediation; and Personal Injury
Litigation - Defendants, 2010-2018

® Best Lawyers'2016 Indianapolis Insurance Law - Lawyer of the Year

® Best Lawyers' 2015 Indianapolis Personal Injury Litigation - Defendants - Lawyer of the
Year

® Best Lawyers' 2013 Indianapolis Insurance Law - Lawyer of the Year

Indiana Super Lawyers®, 2004-2017

® Top 10, Indiana Super Lawyers®, 2009-2017
¢ Ranked Number One in Indiana. 2011-2017

Professionalism Award, Indianapolis Bar Association, 2016

Presidential Citation , Indiana State Bar Association, 2013

Distinguished Barrister, The Indiana Lawyer, 2009

Award of Recognition for Legislative Assistance in the area of tort liability law, Insurance
Institute of Indiana, 1999

Exceptional Performance Citation, Defense Research Institute, 1999

President's Award, Defense Trial Counsel of Indiana, 1999

Fred H. Sievert Award for National Outstanding Defense Bar Leader of the Year, Defense
Research Institute, 1999

Alumni Achievement Award, Hanover College, 1998

"Who's Who in Law," Indianapolis Business Journal, 1998

One of Indianapolis' Top Lawyers, Indianapolis Monthly Magazine,1993

1991 Indiana Defense Lawyer of the Year, Indiana Defense Lawyers Association, 1992

sional Associations

American Bar Association
Association of Attorney/Mediators
Defense Research Institute

® Women In The Law Committee, Promotion & Leadership Vice-Chair Chair, 2015
® Chair, Law Practice Management Committee, 2013-2015

® |ndiana State Representative, 2001-2003

® Board of Directors, 2003-06

® Chair, Judicial Task Force on the Independence of the Judiciary, 2005-2008

® Chair, State and Local Defense Organization Relationship Committee, 2007-2009
® Chair, Public Policy Committee, 2010
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Attorneys at Law

® Defense Trial Counsel of Indiana

® Diplomat, 2013

® Board of Directors, 1993-2000

® President, 1998-1999

® Legislative Chairman, 1991-1999

® Federation of Defense and Corporate Counsel, 2009

® Vice Chair of the Masters in Marketing Committee, 2016 - present

® Vice Chair of the Law Practice Management Section, 2016 - present

® State Representative of Indiana as part of the P&0O Committee, 2016 - present
® Vice Chair of the Defense of the Judiciary Committee

® |ndiana State Bar Association

® Chair of the State Legislation Committee 1996
® Committee on Improvements to the Judicial System, January 2008

® |ndianapolis American Inn of Court, 2004 - present
® Indianapolis Bar Association

® Past President, 2016

® President, 2015

® President Elect, 2014

® Discipline/Grievance Committee D, 1996 - present
® Litigation Section, 1981-present

® Board of Managers, 2002-2004

® Indianapolis Bar Foundation
® Fellow, November, 2001

® |Indianapolis Law Club, 1994 - present
® |ndianapolis Lawyers Club, 1998 - present
® Indianapolis Legal Aid Society, Inc.

® Board of Directors 2009 - present

® |ndiana Arson and Crime Association, Inc.

® International Association of Defense Counsel, 1994 - present

¢ Judicial Excellence Political Action Committee (JEPAC), 2007 - present

¢ Kentucky Defense Counsel

® Seventh Circuit Bar Association

® The National Academy of Distinguished Neutrals, Indiana Chapter, 2014 - present

Presentations

® Succession Planning: Protecting Your Firm and Your Clients' Legal Interests in Times of
Transition, Federation of Defense & Corporate Counsel, 2017 Winter Meeting, Charleston, SC,
March 10, 2017, Panelist.

® Building Relationships and Rainmaking, Washington Defense Lawyers Association, Whistler,
BC, Canada, July 15, 2016.
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SUCCESSION PLANNING

John Remsen, Jr.
TheRemsenGroup - Atlanta, GA

John C. Trimble, Esq.
Lewis Wagner LLC - Indianapolis, IN
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.
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WHAT WE SEE HAPPENING OUT THERE

= Brushing the Subject Aside

= Often Allowing Senior Partners to Overstay

= Not Identifying and Grooming Future Leaders

= Not Involving Young Lawyers in Leadership, Governance

= Many Once Great Law Firms Are Falling Apart

= Others Are Being Acquired by Bigger, Better Run Law Firms

-
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LAW FIRM DEMOGRAPHICS

= 30%-40% of lawyers in private practice are beginning

to retire, phase down or contemplate phasing down

= Most law firms have actively practicing lawyers in their
late 60s and 70s, many of whom are rainmakers
= In 63% of law firms, partners aged 60 or older control

at least one-half of firm revenue
Source: American and Canadian Bar Associations
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70% OF FIRST GENERATION FIRMS
Do NOT SURVIVE THEIR FOUNDING PARTNER(S)
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.

N

‘l)/Man;ging Partner Forum®

ADVANCING THE BUSINESS OF LAW

Conference Participants

= 86 managing partners and firm leaders
= Law firms ranging in size from 5-300 lawyers
= From 31 states, DC and Canada

= 35 firm leaders were previous participants

« 9
‘ﬁging Partner Forum®

ADVANCING THE BUSINESS OF LAW

Succession Planning

= #1 Area of Concern
= Senior Partner Transition
= Grooming Future Leaders

= Compensation Considerations

© 2018, TheRemsenGroup 4



Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.

W

ADVANCING THE BUSINESS OF LAW

ﬂaging Partner Forum®

As you look to the future, what are the biggest challenges your Firm faces?

Succession 62.27
Competition
[Accountability 40.30
Firm Culture | 134.39
Marketing 128.48
Technology T 11.82
Disruption [R5 .45

48.94

TheRemsenGroup

WWW.VISTACOMUSA.COM

A
ﬂaging Partner Forum®

ADVANCING THE BUSINESS OF LAW

Generally, how is your Firm doing with succession planning issues?

1. Poor 10. Excellent

<€ >

20%
12% 12% o
. ° 10% 10% ° % 8%
4% . n - 2%

™ ) o

1 2 3 4 5 6 7 8 9 10
Mean: 5.6 TheRemsenGroup

WWW.VISTACOMUSA.COM
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.
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ﬂaging Partner Forum®

ADVANCING THE BUSINESS OF LAW

Generally, how well is your Firm handling the retirements of its senior lawyers?

1. Poor 10. Excellent

<€ >

13% 13% 13%
11% 11% 11%
9% . - 9% . 9%
L]
1 2 3 4 5 6 7 8 9 10

Mean: 5.1 TheRemsenGroup

WWW.VISTACOMUSA.COM

W
ﬁaging Partner Forum®

ADVANCING THE BUSINESS OF LAW

Does your Firm have any unfunded retirement obligations?

1. Yes, and it's cause for concern
2. Yes, and we have a handle on it

3. No
57%
1 2 3

WWW.VISTACOMUSA.COM
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.
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ﬁaging Partner Forum®

ADVANCING THE BUSINESS OF LAW

How well does your Firm identify its future leaders?

1. Excellent
2. Good
3. Fair
4., Poor
38% 30%
= - . u . »
Excellent Good Fair Poor

TheRemsenGroup

WWW.VISTACOMUSA.COM

-
ﬁaging Partner Forum®

ADVANCING THE BUSINESS OF LAW

How well does your Firm provide leadership training and development for its lawyers?

1. Excellent
2. Good
3. Fair
4., Poor
43%
6% 1% - 30%
-Excellent- Good Fair Poor

TheRemsenGroup

WWW.VISTACOMUSA.COM

© 2018, TheRemsenGroup 7



Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.
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ﬁaging Partner Forum®

ADVANCING THE BUSINESS OF LAW

Are you grooming your successor?

1. Yes
2. No
3. Kinda/sorta

23% 34% il
Yes ' No Kinda/sorta

TheRemsenG

WWW.VISTACOMUSA.COM

L d r The Voice of the
| I Defense Bar™

SUCCESSION PLANNING BY POSITION
(DOCUMENTED PLAN WITH SUCCESSOR IDENTIFIED)

= Managing Partner - 12%

= Practice Group Leaders - 1%
= Rainmakers - 5%

= Firm Administrator - 2%

Source: Legal Management— Nov/Dec 2015

-

LEWISWAGNER'.

Shilliodl Advotacy. Practieal Sehitina™

© 2018, TheRemsenGroup



Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.
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MPF RECOMMENDATIONS

= IMPORTANT QUESTION: Is Yours a “Legacy” or “Mercenary” Firm?

= Build into Firm Culture by Having the Conversation Early and Often

= Identify and Groom Future Firm Leaders
= Implement Senior Attorney Succession Plans
= Consider Mandatory De-Equitization at 65-70 years

= Tweak Compensation System to Encourage Client Transition
= Put Proactive Succession Planning Practices in Place
Ownership
Governance
Client Transition
Compensation Implications

-
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TheRemsen
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.
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QUESTION #1

WHAT Do You SEE AS
THE MAJOR BARRIERS TO SUCCESSION PLANNING?

-
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BARRIERS TO SUCCESSION PLANNING

= Denial/Refusal

= Ignorance

= Procrastination

= Lack of Successor

= Compensation Systems

= Partner Agreements

-

LEWISWAGNER:.

Shilliodl Advotacy. Practieal Sehitina™
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.

The Voice of the
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Shilled Advotacy. Practieal Saiutians

IheRemsenGroup

The Voice of the
I Defense Bar™

QUESTION #2

WHAT ARE THE MOST EFFECTIVE
CLIENT TRANSITION STRATEGIES?

-

LEWISWAGNE

Shilled Advecacy.

IheRemsenGroup
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.

d The Voice of the
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CLIENT TRANSITION STRATEGIES

= Open Discussion

= Supportive Compensation System
= Delegation

= Introductions to Clients

= Invite Clients to Make Referrals within Firm

-

LEWISWAGNER'.

Shilled Advotacy. Practical Setiens™

d The Voice of the
I Defense Bar™
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.

L d r The Voice of the
i I Defense Bar™

QUESTION #3

WHAT ABOUT COMPENSATION CONSIDERATIONS?

-
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COMPENSATION CONSIDERATIONS

= Incentives for Retiring Partners

= Sunset Origination Credit
= Shared Matter Origination

= Beware of Formulas

-
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John Remsen, Jr. and John C. Trimble, Esq.
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RETIREMENT

-
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Shilled Adveacy. Practieal Seiutiens
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i Defense Bar™

QUESTION #4

WHAT ARE YOUR THOUGHTS ABOUT
MANDATORY DE-EQUITIZATION?

-
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.

S Im d rl The Voice of the
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MANDATORY DE-EQUITIZATION

= Healthy Firms Do It
= Weight of Over-Capitalization
= Pay Out Over Time

= Pathway for Younger Lawyers

-

LEWISWAGNE

Shilled Advocacy. Practical Saiutie
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.

QUESTION #4

WHAT’S BEEN YOUR EXPERIENCE
WORKING WITH YOUNGER LAWYERS?

-

Sadri

LEWISWAGNE

Shilled Advoracy. Fra e

YOUNG LAWYERS

= Not Long-Term Thinkers

= Don't Always Understand/Aspire to Succession
= Need to See Future
= Compensation Issues

= Transparency

-
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.
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ASSOCIATE RECRUITMENT & RETENTION

-

LEWISWAGNE TheRemsenGr

Shilled Advocacy. Practical Saiutie

S m d rl The Voice of the
i Defense Bar™

Top SiX PERSONAL FACTORS FOR ASSOCIATES

= Work/Life Balance

Collegial Work Environment

Mentoring by Senior Lawyers
Compensation
Exposure to Clients

Business Development Opportunities

Source: Bright Insight— Cushman & Wakefield

-
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.

S Im d rl The Voice of the
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TEN-YEAR GOALS FOR ASSOCIATES

= Partner at Law Firm - 48%

In-House Counsel - 19%
Not Sure - 19%

Non-Legal Position - 7%

Source: Bright Insight— Cushman & Wakefield

-

LEWISWAGNE

Shilled Advocacy. Practical Saiutie

TheRemsenGr
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ei’,

Does your firm use psychological assessment tools as part
of its hiring and recruiting process?

Yes, for both lawyers and staff . 6%
Yes, for lawyers only .3%

Yes, for staff only . 5%

No | ' 86%

TheRemsenGroup
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Succession Planning
John Remsen, Jr. and John C. Trimble, Esq.

MPF RECOMMENDATIONS

= Invest in “Soft Skills” of Young Lawyers
(Mentoring and Associate Development Programs)

= Track and Reward Non-Billable Contributions

= Establish Two-Tiered Partnership Structure

= Develop Clear, Written Criteria for Partnership

= Employ Psychological Profiles to Onboard New Talent
= Implement Flex-Time Policies

= Regularly Provide Evaluation and Feedback

= Embrace and Celebrate Diversity

= Invest in Technology

-

Shilled Advotacy. Practical Ssiutisns
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TheRemsenC

CoNTACT Us

John Remsen, Jr.
404.885.9100
JRemsen@TheRemsenGroup.com

John C. Trimble, Esq.
317.237.0500
JTrimble@LewisWagner.com
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SUCCESSION PLANNING: Protecting Your Firm and Client’s
Legal Interests by “Managing the People”

DRI Managing Partners and
Law Firm Leaders Conference
Chicago, IL
September 6-7, 2018

Speakers:
John Remsen, Jr
TheRemsenGroup

John C. Trimble
Lewis Wagner, LLP

[This paper was first presented at the DRI “Women in Law” Seminar in February,
2016. It has since been presented to the Ohio State Bar Association, the
Federation of Defense and Corporate Counsel, the FDCC/IADC Joint Law
Practice Management Conference and the ICLEF Law Practice Management

Conference.]
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Succession Planning: Protecting Your Firm & Clients’ Legal
Interests in Times of Transition

Gretchen Koehler Mote Debbie Riley

Ohio Bar Liability Insurance Co. Quintairos, Prieto, Wood & Boyer, P.A.
1650 Lake Shore Drive Willis Tower

Columbus, Ohio 43204 233 South Wacker Drive

(614) 488-7924 70th Floor

gmote@oblic.com Chicago, Illinois 60606 US

(312) 566-0040
driley@gpwblaw.com

John C. Trimble

Lewis Wagner, LLP

501 Indiana Avenue, Suite 200
Indianapolis, IN 46202

(317) 237-0500
jtrimble@]lewiswagner.com

Gretchen Koehler Mote, J.D. is Director of Loss Prevention for Ohio Bar
Liability Insurance Company (OBLIC), a lawyers' professional liability insurance
company, headquartered in Columbus, Ohio. She is a past President of the Ohio
Association of Civil Trial Attorneys (the Ohio SLDO) and currently serves as the
Chair of the OACTA Women in the Law Committee. She is an active DRI
member who has served on the WITL Committee's Seminar planning and
marketing subcommittees.

Debbie Riley is the General Counsel and Chicago Managing Partner for
Quintairos, Prieto, Wood and Boyer, the nation’s largest minority and woman
owned law firm. She also serves as Chair of the Women Affinity group for
QPWB. Previously, Ms. Riley was the Vice President of Claims at CNA where
she managed the Health and Life Sciences claim department.

John C. Trimble defends catastrophic and complex litigation. He is the former
managing partner of the 40-lawyer law firm of Lewis Wagner. He is the
Immediate Past Chair of the Law Practice Management Committee of DRI, a
recent Past President of the Indianapolis Bar Association, and he presently serves
as vice chair of the Law Practice Committee of the Federation of Defense and
Corporate Counsel. In his spare time he is a consultant and strategic planner for
law firms.
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Introduction

Lawyers as a group are fearless, ageless, and optimistic. We throw
ourselves into our day-to-day work, and we prefer not to be bothered by anything
that may distract us from our clients’ cases. Many of us do not recognize the
word retirement, and we assume that as long as our mind is intact, we can practice
law as long as we want. Because we mostly practice in law firms, most law firms
do not plan for the unexpected. Indeed, a recent study showed that less than 5
percent of law firms have any kind of succession plan in the event of the loss of
firm leadership or firm rainmakers. (Sterling/Remsen, Planning for the Future,
2015.)

The reality is that every attorney can be sidelined by unexpected death,
iliness, or the death or illness of a spouse, child or parent. Life-changing events
prompt lawyers to retire when retirement was not in the plan. Similarly, lawyers
make life-changing decisions to leave private law practice to enter the judiciary,
seek other public office, move in-house, or pursue personal business ventures.
The reasons for succession planning are too numerous for this article, but the fact
remains that all law firms and lawyers need to have a succession plan.

The first reason for succession planning is to protect the interests of our
clients. The sudden and expected loss of a trusted advisor who understands the
legal and business needs of a long-time client can be devastating and expensive
for the client. Thus, clients should be concerned about the succession planning of
their lawyers, and lawyers should be thinking about how their clients will be
protected in the event that they are unable to continue representing the client.

A second reason for succession planning is to protect the interests of the
law firm. The unexpected death or withdrawal of a law firm leader or significant
rainmaker can be absolutely disastrous to a law firm. If the departing lawyer has
been responsible for a significant percentage of the firm’s revenues, then it is
certainly possible (if not likely) that a law firm could have to lay off lawyers and
personnel (or liquidate) in the event of the unplanned loss of a major player.

The younger, up-and-coming lawyers of a firm may be most vulnerable in
the event that their supervisor or mentor is unable to continue practicing law. A
comfortable and stable living can be turned into a short term or long term period
of unemployment when lawyers and law firms have failed to plan for the
unexpected.

This article seeks to address the array of fairly simple and sensible things

that clients, law firms, and lawyers can do to plan for the expected and
unexpected departure of a key leader or rainmaker.

{IMJ/ART/00965432 v1}



General Challenges to Succession Planning

The first and most overriding barrier to succession planning is denial.
Many lawyers and law firms simply do not contemplate the possibility of the
sudden loss of a highly profitable lawyer, and for a variety of reasons, they do not
anticipate a planned retirement of a senior lawyer. The lack of anticipation and
planning means that lawyers and law firms frequently do not have any of the
information they may need to react to a lawyer’s death or departure.

Surprisingly, many law firms do not track or study the percentage of
origination of revenue of their lawyers, so they may not understand the extent of
the problem that may be faced by the loss of a lawyer’s revenue. Depending upon
the discipline of the firm, the firm may also lack clear information concerning the
unbilled time, accounts receivable, and client fee agreements when the billing
partner dies or leaves unexpectedly.

Conversely, a firm may be so origination driven that partners have been
incentivized to hoard work to protect their client relationships from others. In
those circumstances, the departing or departed lawyer may be the only person in
the firm who has had a relationship with the client. It is an old and worn adage
that “Clients hire lawyers, not law firms.” If the departed or departing lawyer is
the only person who had a relationship with the client, then it may be much more
difficult for the client and the law firm to move forward with a new person
handling the client relationship.

Financial considerations of a departing or deceased major rainmaker can
be overwhelming to a firm. Frequently, partner agreements or state partnership
laws may require immediate and long term payment to the departing partner or his
or her beneficiaries. If the firm has not made provisions for the financial
consequences of the death or departure of an attorney, the firm may be burdened
beyond its means in pay-outs at the same time that the firm has lost the revenue of
the attorney.

Factors That Bear Upon Client Relationships

In the defense business, there are many firms that have large institutional
clients such as insurance companies and self-insured entities in which the firm has
a “relationship partner” who oversees the account. In some instances, the
relationship partner is the person who originally brought in the account and in
other instances, they may be the person who has inherited the account and is
doing the majority of the work for the account. Some firms will give all of the
origination credit for the account to the relationship manager. Other firms
encourage the account to call any lawyer in the firm who individual account
representatives wish to use for a particular matter. In general, these types of large
account relationships may be less impacted by a change in the relationship

{IMJ/ART/00965432 v1}



partner. These larger accounts tend to be more metrics-driven, and their loyalty to
the law firm may be based upon the firm’s overall metrics score that is a product
of the work of all of the attorneys who service the account. Firms may be able to
be mildly less strategic in their planning for the change-over of relationship
partners because the successor relationship partner may be readily apparent based
upon the amount of work that the successor lawyer already has done for the
account.

Whether an account is large or small, there are certain factors that almost
always bear upon the relationship between the client and the law firm. These are
factors that are inherent in the word “relationship” as it pertains to lawyer/client
relationships. First and foremost, there is the issue of trust. The client will have
developed trust in the subject matter knowledge, advice, predictability of
outcomes, and billing practices of the firm. If a law firm has any hope of keeping
a client after the death or departure of a senior attorney, then the firm will have to
be positioned to continue to win the trust of the client.

Other factors that result in long term client relationships include excellent
subject matter knowledge of the client’s legal issues; knowledge of the client’s
business, needs, habits and decision-making protocols; a willingness and ability
on the part of the law firm to be responsive, timely, and adherent to the client’s
billing and case handling guidelines; and, a history of successful outcomes and
results.

The bottom line is that any successful succession planning needs to take
into consideration most, if not all, of the above factors. In this competitive and
changing legal environment, clients have many choices, and the glue to a long-
lasting attorney/client relationship is all of the above.

Elements of Succession Planning
The Client’s Perspective

Anyone on the client side of the attorney/client relationship has
experienced the time and the cost associated with having to move a legal matter
from one law firm to another. It is simply something that clients do not want to
do. The challenge and cost of moving a matter is even more troubling when it
occurs without much warning.

A clear starting point for attorney/client succession planning can certainly
reside with the client. It is not only permissible, but it is perfectly reasonable for a
client to inquire of its law firm’s or attorney’s succession plan in the event that
lead counsel leaves, dies, or is incapacitated. All clients are concerned about the
financial implication of “two-headed” handling of legal matters. They do not
want to pay two or more lawyers to review or perform the same legal tasks on a
matter. Nevertheless, the client is probably best represented by a team approach
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to the handling of the client’s matters. The client has great control over how the
team will be constituted; the diversity of the team; the varying subject matter
knowledge and talents of the team; and the client’s guidelines as to how the team
should bill and operate.

Ideally, a client will have a lead counsel who is responsible for the overall
performance of the law firm’s team, and there will be a second and slightly junior
lawyer who may be available as backup in the event that the lead attorney is
unavailable.

At a minimum, the client may wish to inquire as to whether the firm has
other partner-level attorneys who would be available to handle the client’s
business on an interim basis in the event that a relationship partner is unavailable.
Having another partner available then allows for the client and the firm to have
the time to determine whether the firm will realign the client’s team or whether
the client will need to move the business to another, better qualified law firm.

As a part of the client’s inquiries with the firm about succession planning,
it is certainly within the right of the client to seek specific information about one
or more of the following:

e Other substantively educated and experienced attorneys.

e The firm’s billing policy with respect to the need for a new lawyer to get
up to speed and take over a case.

e The firm’s procedure with respect to appointment of new relationship
partners.

e The question of whether the firm will allow the client to participate in the
selection of replacement counsel within the firm.

e The financial wherewithal of the firm to carry on with the business in the
absence of the departed partner.

e The diversity pool of potential successors

The Law Firm’s Perspective

As a starting point, all firms of any size should engage in strategic
planning every three to five years. That strategic planning process should include
a short term and long term look at how the firm would respond to the expected
and planned loss of attorneys and key law firm personnel. A good strategic plan
that addresses predictable succession planning will address most of the concerns
and fears presented by the possibility of the loss of firm leaders, firm rainmakers,
and firm administrators.

As part of the management of any law firm, firm managers must
understand the reality of “life cycles.” All lawyers have life cycles that will vary
from person to person depending upon their health, their family, their personality,
their gender, and their background. Clearly, men and women may be

{IMJ/ART/00965432 v1}



permanently or temporarily affected by the birth of a child, child rearing, special
needs children, aging parents, accidents, other health issues, college tuition,
personality, marriage/divorce, personal issues, career burnout, and work history.
Enlightened law firms understand that the availability and productivity of lawyers
will rise and fall depending upon life cycles, and good firm managers’ account for
those changes in life.

The following is a list of questions about issues that could impact a firm’s
client relationship in the event of the death or departure of a rainmaking or
managing attorney:

e Does the firm track and understand the percentage of origination of
revenue of each lawyer in the firm?

e Does the firm’s partnership agreement (or other governing document)
address how a partner’s law firm share will be paid to a departing partner
or the partner’s beneficiaries?

e Does the partnership agreement provide a balance between the needs of
the departing partner/partner’s beneficiaries and the firm so that the firm is
not strained or rendered insolvent by the departure?

e Does the firm have key-person life or disability insurance that may be
available in the event of death or disability to bridge the financial needs of
the firm and the departing partner or partner’s beneficiaries?

e Does the firm have other attorneys who have the experience and subject
matter knowledge to step in to handle client legal matters in the event of
death or disability or departure of a lead attorney?

e Does the firm’s compensation system incentivize rainmaking partners to
share client relationships and origination with younger lawyers and
successors?

e Does the firm have practice groups arranged around substantive practice
areas so that a “team” approach to the subject matter litigation can be
implemented?

e Are younger, up-and-coming lawyers encouraged and permitted to
communicate directly with clients so that they become a part of the client
relationship?

e Are clients advised of the names and contact information of lawyers other
than the relationship partner so that the client can choose whether to reach
out directly to other attorneys within the firm?

e Are younger lawyers mentored and trained to understand the array of
factors that a relationship manager must know in order to establish the
bond of trust and performance that will be suitable to maintain a client
relationship?

e Are younger lawyers cultivated or encouraged to view themselves as
successors to the firm’s client relationships?

e s the firm’s structure of equity partners, non-equity partners, associates,
counsel, and contract lawyers sufficiently balanced to allow for the right
number of lawyers to rise within the firm to become successors?
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e Has the firm engaged in conversations with the client concerning how the
client relationship would transition in the event that the primary attorney
was to dies or be disabled or retired?

e s the firm financially prepared to absorb the costs that may be necessary
for successor attorneys to get up to speed on client matters so that the
client does not bear the cost?

e Does the firm, in its hiring culture, give consideration to practice areas that
may need to “grow” successors?

e Does the firm ask its more senior attorneys to advise the firm of the
attorney’s retirement plans? If so, at what age does the firm begin asking,
and how often does the firm ask?

e Has the firm studied the profitability of its client’s account so that it can
determine whether it wishes to keep an account in the event that a partner
dies, departs or retires?

The above list is anything but exhaustive, but these questions taken, as a
whole, will enable the firm to study its succession issues in a way that allows for
emergency or planned succession as the case may be. There is no ideal timetable
for planning succession, but at least one expert has suggested that a firm allow at
least five years for a planned retirement. (Sterling/Remsen, Planning for the
Future, 2015.)

Individual Attorney Succession Planning

In the category of succession planning for individual attorneys, there are
really two categories that bear discussion. First, there is the relationship/
rainmaking partner who anticipates the day in the foreseeable future when he or
she will want to slow down or retire. The other category is, of course, the up-and-
coming attorney who hopes to step into the successor relationship.

Relationship/Rainmaking Attorney

The first and most pressing question for the relationship/rainmaking
attorney is whether he or she has given any thought whatsoever about succession
planning. If they have thought about it, then one would hope that a younger
successor attorney is already being positioned to move into the relationship when
the time arrives. Anyone grooming a successor needs to understand that it cannot
occur over night. It is essential that the proposed successor be brought into the
relationship with sufficient time to allow for trust to be established between the
client and the attorney and to allow the successor attorney to understand the
business needs of the client. It is a given that the successor attorney must have
the subject matter knowledge and the skill to successfully handle the client’s work
at a reasonable price with reasonable billings. Therefore, to the extent that a more
senior attorney begins to anticipate retirement, some very open discussion and
planning needs to take place between senior counsel and his or her successor.
Once the timeline and planning for succession has been discussed, then it is
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probably beneficial (if not essential) to bring the client into the discussion and to
let the client know that a successor is on the horizon. Sometimes, the successor
moves into the relationship seamlessly, and no discussion is even needed because
the senior lawyer over time has allowed the younger lawyer enough contact with
the client that the younger lawyer has become a defacto successor simply by
progression of the relationship.

In firms in which origination credit discourages sharing of clients in
successorship, then the retiring attorney and proposed successor are going to have
to be involved in a conversation with the firm as to how the transition occurs.
More times than not, the relationship partner is the one who is going to decide
who the successor is going to be, but sometimes the firm will want to have some
input, particularly if the selection of the successor will create controversy in the
law firm. In instances where multiple potential successors exists, it may be
imperative for the firm to be involved so that the retiring attorney is not burdened
with choosing between one or more equally qualified candidates. In such a
situation, the client should likely also be involved in the decision.

Proposed Successor Attorneys

A famous American politician, Oliver Wendell Holmes once said,
“Destiny (opportunity) is a matter of choice not chance.” Not every law firm
gives its younger lawyers the opportunity to craft a practice area or choose a
client. However, it is well known in all walks of life that the persons who behave
strategically in their career advancements will have a greater chance for success
than those who let opportunities come their way.

If young lawyers aspire to be successors to a client relationship, then they
must position themselves to be a successor. That means trying to be a part of the
team that represents the client, and trying, in all ways possible, to develop client
trust and respect and client awareness of the attorney’s involvement. Ideally, the
opportunities to gain trust and respect are facilitated by the partner who controls
the relationship. In those instances in which the relationship partner does not
facilitate relationships among young lawyers, then younger lawyers simply have
to credential themselves in the substantive area of practice, and they need to do all
they can to be timely, responsive, and competent in the work they perform. They
should take every opportunity that comes along for them to meet the client and
make a good impression. In addition, they need to study all that they can in the
public domain to learn as much as they can about the client’s business so that
their representation of the client reflects the depth of understanding that they have
of the client’s needs. With proper succession planning a client and firm may be
able to place the successor candidate in-house for a period of time with the goal of
learning the client’s business and people.

If given a choice between standing silent or letting the relationship partner
know of the associate’s interests, it is likely best to error on the side of disclosing
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long term interests in serving the client. One could hope that the relationship
partner would already notice and recognize the potential successor’s level of
interest, but that is not always clear.

The bottom line is that no young lawyer is going to succeed to a client
relationship unless they have done all of the things they can possibly do to
demonstrate that they are worthy in all respects of moving into a closer client
relationship role that could evolve into relationship partner.

Succession Challenges Unique to Women

A 2015 survey by the National Association of Women Lawyers (NAWL)
demonstrated that over the last ten years, women lawyers have continued to lag
behind male colleagues in being promoted to equity partnership and senior
leadership roles within their law firms. They also continue to lag in
compensation. This survey was taken of the top 200 AmLaw firms. This survey
suggests that women will have a harder time gaining more senior relationship
partner positions. The same challenges ring true for women who work in in-
house positions. As women climb the proverbial “corporate ladder”, the higher
they climb the less diversity. Women continue to be left behind or be paid less
than their male counterparts.

What does this mean for younger rising women in defense law firms? At
a minimum, it demonstrates the need for women to be as strategic in their
personal career plans as they can be. This is no time to sit on the sidelines or be
shy. Women must clearly articulate to the rainmakers and relationship partners
their career goals and seek feedback on their plans and results. Seeking feedback
on progress along the way is critical. It may be uncomfortable on both sides of the
fence; however, feedback is essential to development. Ask targeted questions.
Instead of asking a colleague “how am | doing” a better questions would be “can
you suggest 2 — 3 things that may improve my results? Don’t be defensive when
feedback is delivered. Absorb, contemplate and remember, it’s not whether the
feedback is “right” or “wrong,” it’s the perception of others that matters most.

Much has been said and written about the differences between how men
and women develop, cement, and maintain relationships. As the business and
insurance world have become more metrics driven and more focused on diversity
in the work place, there may be no better time than now for women who aspire to
succeed to client relationships to position themselves. Long term, the quality of
legal work, the consistency of responsiveness, and the demonstration of
professional and substantive competence will earn the opportunity for younger
female lawyers to gain successor client relationship opportunities.

It is going to be incumbent upon leaders, both women and men, to
continue to push to lift up and mentor aspiring successors. Men should make note
of the importance of gender diversity in law firm promotion and client succession.
This will mean overcoming any lingering biases among male clients who prefer a
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male relationship manager. It may require greater attention communication
within the law firm and to communication with clients on client relationship
matters. Above all else, it will certainly require a strategic approach to client
development and client relationship succession.

It cannot be understated that women have the direct ability to positively influence
the career growth of other women. But, it takes deliberate and thoughtful action.
As you walk through your career you make choices daily that could impact others.
Some examples include:

1. You are handling a matter for a client and you need to hire an
arbitrator. Give thought to hiring a woman. Helping other women to
generate revenue helps that person succeed.

2. You need a mediator: Make sure you are considering female
mediators, especially those in a firm who are working on their own
career development plan.

3. You need to retain local counsel for one of your files: look for a
woman.

4. 1f you are an in-house corporate attorney with the ability to make
hiring choices, make sure you have a diversity inclusion policy. As in-
house counsel you literally hold the key to the success of several
attorneys throughout the country. Use your key wisely! Even one
assignment to a woman can be the grain that tips the scale.

In Summary

In summary, clients and law firms alike cannot afford to ignore the
importance of succession in client relationships. With the disruptive innovation
of the internet, competition for clients will increasingly be coming from new
directions. Attorneys and law firms can no longer take client relationships for
granted. They need to be pro-active within their law firms and their mentoring
programs to bring a team approach to client management and to groom multiple
successors for the inevitable day when the relationship/rainmaking partner will
experience a life cycle change that will result in departure from the law firm or
retirement. The lawyers who plan ahead and think strategically will be ready.
Each one of us has the ability to positively impact the career of those around us.
Take time to help others succeed in their careers. Developing succession plans
can literally promote the career of individuals and ensure the financial longevity
of a firm.
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When it comes to succession planning, law firms have plenty of room for improvement

It's a sad fact that 70 percent of first generation firms do not survive their founding partners. It's unfortunate to see once great

law firms fall apart. Yet, we see it all around us. The reasons vary, but most often it's due to a lack of a thoughtful, deliberate

succession plan.
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Succession planning and management involves actively preparing for the transition of leadership —
be it the transition of managing partners and other lawyers holding leadership positions;
succession of client relationships from rainmakers and client relationship managers; or senior

administrative positions.

Succession planning generally serves two purposes. First, it enables a law firm to prepare for
orderly transitions of key positions and major client relationships. Second, it prepares the firm for
the untimely and unplanned loss of a critical leader as the result of unpredictable events, such as

lateral poaching by search consultants, health issues or sudden death.

In October and November 2014, The Managing Partner Forum, in affiliation with Sterling Strategies
and TheRemsenGroup, conducted an online survey about succession planning in which 85
managing partners — mostly from smaller and mid-size law firms — participated. The results serve

as the foundation for much of this article on a most important, yet often neglected, topic.

LONG RANGE SUCCESSION PLANS

Longer range succession plans are helpful in managing the transition of a number of positions in a
law firm. Most obviously, firms ought to have plans in place for the succession of leading lawyers,
such as managing partners and chairs of executive/management committees. In addition, firms

should have succession plans for C-level administrative leaders (at a minimum).

Unfortunately, our survey found that most law firms are doing very little effective succession
planning. For example, only five percent of firms we surveyed said they have a documented
succession plan in place for their top five client relationship managers. However, 60 percent said

they have informal plans or ideas in the works for these employees.

In addition to planning for the transition of leadership roles and positions, firms should also plan



for the effective transition of other important contributions senior lawyers bring to their law firms.

That includes transition of:

e The knowledge and expertise of senior lawyers via training, mentoring and knowledge
management systems

e Client relationships cultivated and managed by senior lawyers

¢ Involvement in broader networks — especially leadership roles in community/civic organizations,
prominent philanthropic causes, professional associations and industry groups

Succession Planning by Position

B No plan in place B Documented plans with successors identified

Informal plans (we have ideas...) B Governance processes determine successors
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A: Managing partner (or his/her
equivalent)

B: Chair of
executive/management
committee (or his/her equivalent)

C: Practice group leaders

D: Chief operating officer/firm
administrator (or his/her
equivalent)

E. Other director level
administrators

F. Top five business
originators/client relationship
managers

EMERGENCY PLANS

Generally speaking, longer range succession planning and transition should be managed over a
period of years, not months. However, that is not always possible. At Wyatt, Tarrant & Combs, a
200-lawyer firm based in Louisville, Kentucky with six office locations, their managing partner
stepped down suddenly in the mid-2000s after being seriously injured in an auto accident. So,
when Managing Partner William Hollander was entering his final year of his second term in 2013,
he committed himself to making an early decision regarding whether or not to serve another
three-year term. When he made a clear decision in May to pass the torch, the firm had seven
months to seek a successor and manage the transition. Current Managing Partner Franklin Jelsma
noted the transition was “orderly and cordial... We had the transition lined up by the end of

summer.”

With all that said, having a clear plan and process in place for succession management also
prepares firms for the sudden, unexpected loss of important leaders. At a minimum, firms ought to
have an idea of who would replace their managing partner and the leaders of their most
important practice groups. However, that does not appear to be how they practice. Only 10
percent of firms have documented plans in place in the event their managing partner suddenly
departs the firm. And the numbers are even lower for replacing other leading positions in the
event of an emergency departure; in fact, none of the firms we interviewed said they had a
documented plan in place should their chief operating officer or other director-level administrators

suddenly depart the firm.

These survey results make clear that firms are not at all well prepared for the sudden loss of
important people in their organizations. Overwhelmingly, firms will simply muddle through if they
unexpectedly lose key people. There is small solace in having a governance system that provides a
mechanism for electing a new chair and/or managing partner - the change is still sudden and

disruptive.

BEST PRACTICES FOR SUCCESSION PLANNING AND MANAGEMENT



The point of planning now and not later is underscored by Dr. Larry Richard, the world’s leading
psychologist on the lawyer personality. “People naturally start to slow down when retirement is in
sight. Productivity suffers. Chronic underperformance eventually sets in,” he says. “Over time, firm
profitability declines and young up-and-comers start to leave. A ‘psychological energy’ is
established and starts to infect the firm’s culture.” Neglecting the issue of succession, he says, can

be detrimental to the firm. So where can we start?

Plans for a Sudden Loss
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Managing partners and senior staff
A number of practices can help with planning for the succession of managing partners and other

senior leaders. Best practices include:

¢ Developing management and leadership capabilities via a series of less demanding roles, such as
committee chair, practice group leader or executive committee membership

e Sending prospective leaders to executive leadership programs at leading business schools

e Naming a deputy managing partner or a managing partner-elect to allow for a year or more of
active transition

e Leveraging professional development resources available through the ABA’s Law Practice
Division

¢ Involving prospective future firm leaders in peer groups or international networks, such as
Meritas, ALFA (American Law Firm Association) International, Lex Mundi or TAGLaw

Generally speaking, law firms are not taking advantage of these resources to manage leadership
succession deliberately. However, according to the following chart, firms do appear to make good
use of executive or management committees to provide continuity — as well as using them as a

source for the next managing partner.

At Lewis Wagner, a 40-lawyer firm based in Indianapolis, Indiana, the partners elect a deputy
managing partner who automatically steps into the role after serving as chair of the firm’s
executive committee for three years. “The committee has a clear mission, which is to monitor and
advance the firm’s strategic plan,” says John Trimble, the firm’s current Managing Partner.
“Importantly, the future managing partner receives invaluable training and experience in an
important leadership role before assuming the managing partner role.” Trimble also chairs Defense

Research Institute’s Law Practice Management Committee.

Administrative Roles
Most firms — almost 75 percent of those surveyed — said they do almost no planning for the
succession of senior administrative roles. Best practices for those positions generally involve

traditional human resource-based succession planning approaches. That includes knowing the



candidates for promotion among C-level and director-level administrative leaders. Pragmatically

that involves two related activities:

e First, evaluations of mid- and senior-level administrators should include an assessment of
whether individuals have the potential to be promoted one or more levels. That evaluation
should also include an identification of the training and professional development necessary for

the individual to make that transition to a more senior role.

e Second, using those evaluations as a resource, firms should create a depth chart for their senior
administrative positions, and understand who can step in on an interim basis and/or

permanently.

65% 59%
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Managing Partner Succession
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A. We rely on our
executive/management
committee to ensure continuity.

B. We look to our
executive/management
committee as a pool of talent
and knowledge for succession.

C. We use practice group leader
and/or committee chair roles to
groom future leaders.

D. Our governance
process/partnership agreement
spells out how successors are
selected/elected.

E. We send potential future
leaders to conferences and other
leadership training forums.

F. We have "deputy" positions
for key jobs (e.g., Deputy
Managing Partner).

G. We have developed formal
succession plans and "depth
charts" for key positions.

TRANSITIONING CLIENT RELATIONSHIPS
In addition to planning for succession of key leadership roles, firms need to plan for and manage
the succession of significant client relationships. Frankly, firms should always be working to

broaden and deepen major client relationships.

Clients who work with multiple partners or multiple practices are much more likely to be retained
year-over-year. So, it is always in the best interests of the firm to get multiple people involved in

major client relationships.

As a partner approaches retirement (a five-year horizon is not too long and in some cases may be
too short to start planning), more active steps should be taken to transition key relationships. That
can and should be done in a way that protects the senior attorney’s status and compensation as
relationships are transitioned to younger partners. Very few firms — less than 25 percent in the
Managing Partner Forum survey — have mandatory retirement policies, so managing this process
requires firms to have the discipline and courage to broach the topic of retirement as partners
approach age 60. Many partners may plan to work well into their 60’s or even their 70's, but that

does not obviate the need to have the conversation and begin planning.

Some quotes from surveyed managing partners regarding planning for retirements help to

illuminate the points above:

e We have a senior attorney policy that requires each attorney aged 60 and older to file with the
Management Committee each year a senior plan. The senior plan is to state what the attorney's
plans for work are for the next five years and whether that plan includes scaling back and/or
retirement. If the plan includes retirement, the plan is also to include a proposal for transitioning

his/her clients to other attorneys in the firm.



o (We hold) annual meetings starting well before retirement and allow plans to develop both on
the firm's goals and individual’s goals. Follow through on reviewing how the plan is progressing
during the year is required. Teaming in our approach to clients and matters is very important to

smooth transitions.

e One thing we do is that all attorneys 65 or older must meet with a portion of our Executive
Committee on an annual basis to review their clients and what efforts have and will take place
to ensure a smooth transition. A report is then given to all shareholders at our reqular monthly

meeting.

Furthermore, firms may want to take the following steps to actively manage the transition of

important client relationships:

¢ Give younger lawyers direct access to clients as much as possible so the clients build trust and

confidence in the younger lawyers. Clients hire lawyers, not law firms and, if the only lawyer

they know at the firm isn’t there anymore, they go shopping.

e Establish client teams consisting of both senior and junior lawyers. Through these teams,

information is shared and activities are coordinated.

e Establish industry practice groups. Here, again, the firm should be promoting a team approach

to marketing and business development with senior lawyers working hand-in-hand with junior

lawyers.

e Make sure your firm’s compensation system rewards sharing and teamwork, not hoarding and

control. Senior lawyers should be rewarded for successful transition.

John Trimble of Lewis Wagner says his firm has a policy of sharing clients with multiple lawyers.
“We refuse to track client origination credit," Trimble says. “Rather, we track origination at the
matter level. It's up to the clients to call whoever they want to handle their matters. It's a system

that's worked well for us over the years.”

Rainmaker Succession
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A. We actively work to broaden
client relationships to multiple
partners and multiple practice
areas are serving key clients.

B. We maintain back-ups
internally on major matters
and/or for large client

TRANSITIONING EXPERTISE
Finally, there is a need to manage succession around the knowledge, expertise and networks
partners contribute to the firm. That succession should be integrated into the broader discussion of

eventual retirement and it should consider the following:



relationships to ensure someone
can pick-up matters in the event
of an emergency.

C. We work directly with key
clients over multiple years to
introduce depth and to plan for
future succession.

D. We let things develop
naturally and hope for the best.

E. We seek opportunities for
secondments or other
approaches that embed younger
attorneys at key client.

F. We tend to scramble in the
final year before a partner retires
to transition his/her key
relationships.

¢ Does the partner have unique, hard to duplicate knowledge or expertise? If so, is there a
protégé in place and is that person growing and developing at a pace sufficient to position the
firm to carry-on effectively after the senior partner retires? If not, can that void be filled via
lateral hiring? In addition, can/should the firm be adopting knowledge management tools to

institutionalize aspects of that partner’s expertise?

¢ |s the partner a leader in the community? How does that leadership manifest itself (for example,
elected positions, leadership of/involvement in civic organizations, prominence in philanthropic
circles, etc.)? Community leadership generally requires a person to have a genuine interest and
passion for being actively involved — that passion can and should be tapped from an early age

and stage in one’s career.

Is the partner active in industry and/or professional organizations? If so, does that involvement
directly benefit the firm? Firms should actively work to transition younger partners into
associations where the firm knows it wants to remain prominent. Expect that transition to take a

number of years.

MOVE FORWARD OR FALL BEHIND

The legal marketplace is evolving rapidly, right before our eyes. As always in the marketplace,
there will be winners and there will be losers. We believe — and the evidence backs this up - that
law firms which embrace succession planning will be better positioned for success, both today

and in the future.
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Develops a Strategic Plan?

By John Remsen, Jr.

Today’s law firm can either take charge of its future or
sit on the sidelines watching the marketplace change
around it.

In corporate America, virtually every successful com-
pany has a strategic plan guiding its future. Banks won’t
lend money without one. Shareholders and venture cap-
italists demand them. It gives an organization a compet-
itive advantage.

Ask just about any managing partner or firm admin-
istrator whether his or her law firm should have a stra-
tegic plan and almost all of them would say “yes.” After
all, without institutional direction, the law firm is little
more than a collection of sole practitioners sharing office
space...or a “hotel for lawyers,” as our friend Bill Flan-
nery likes to say. Yet, according to a recent survey, fewer
than 5 percent of the law firms in the United States have
such a plan in place.

Why then, do so few law firms have a strategic plan?
And what does it take for a law firm to develop and
implement one?

What Is a Strategic Plan?
In short, strategic planning is a process, the result of
which is a written document that sets forth where an or-
ganization wants to go and how it will get there. Many
experienced law firm marketers suggest that a law firm’s
strategic plan should consider a five-year horizon. It
should, among other things, state how big the firm will be,
where it will have office locations, what its major practice
areas will be, and what its client base will look like.

Once the firm’s partners reach consensus on these big-
picture issues, the firm can develop its three-year goals
and objectives and then determine the strategies and
tactics to achieve them. Strategies and tactics are more
short-term in nature. They should be specific, measur-
able and achievable within a year.

If strategic planning is so important, why do so few
law firms have a plan? The reasons vary, but the follow-
ing obstacles are most common.

Denial that it’s no longer business as usual

Despite everything one reads in The National Law Jour-
nal, The American Lawyer and just about every other
publication on the legal industry, there is a continuing
denial among many attorneys that the business of law-
yering has fundamentally changed. Times are good right
now and, generally, firms are doing quite well. However,
it is the firms that long ago recognized the value of plan-
ning that are emerging as the new leaders in the global
marketplace for legal services.

Focus on the short term

Strategic planning looks at the future, while most law
firms have a very short-term view of the world. Com-
pensation systems often reward today’s billable hour,
with little reward for non-billable time invested in the
firm’s future. That’s very dangerous—shortsighted, to
say the least.

Law firms need to measure and reward those activi-
ties—firm governance, associate mentoring and train-
ing, and business development—that are necessary to
insure the firm’s long-term prosperity.

Difficulty Establishing Consensus among Partners
No doubt, lawyers like their autonomy and tend to resist
institutionalization. Many firms like to refer to them-
selves (with pride) as very democratic institutions. They
operate very much like a collection of sole practitioners
sharing office space. They want to be left alone. On top
of that, there are often very different philosophies among
the firm’s owners about the future of the firm. So it’s eas-
ier not to talk about it.

Certainly, getting everyone to buy-in to a specific plan
is challenging. There is a tendency among lawyers and
law firms to want to be “all things to all people.” In this
type of culture, lawyers often resist any plan to move in
a particular strategic direction and toward a more insti-
tutional way of thinking.

Lack of leadership

m John Remsen, Jr. is the principal of The Remsen Group, a marketing consulting
firm that works exclusively with law firms. He is the past president of the South-
eastern chapter of the Legal Marketing Association and served on its national
board of directors. He can be reached at jremsen@theremsengroup.com.

Inevitably, the strategic planning process leads to change.
And change requires leadership. Often, firm leadership
is simply not willing to make the tough (and not always
popular) decisions necessary to make the firm a stronger,
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more profitable institution in the long run.
Managing partners and executive com-
mittees must realize that they can’t please
everybody.

Failure to implement

There are many firms that have made a
half-hearted attempt at strategy planning
and, for one reason or another, it has failed.
The reasons are many and varied. Nobody
seems to have the time to get things done.
The plan exists, but it collects dust on a cor-
ner shelf. Inadequate resources were allo-
cated to achieve the goals set forth in the
plan. Or there was a lack of leadership. Or
the plan was too ambitious. Or there was no
accountability. And so on and so on.

The common refrain is, “We tried that,
but it didn’t work here.” Chances are, the
firm went through the motions, but there
was never a genuine commitment to make
implementation a priority. Without imple-
mentation, the planning process can be a
frustrating waste of time, effort and money.

Keys to Successful Strategic Planning
Now that we’ve discussed why so many
firms have not gotten around to develop-
ing a real strategic plan, let’s examine the
keys to making it happen.

Establish a sense of urgency

A sufficient number of lawyers in the firm
must believe that it is no longer business as
usual and that strategic direction is neces-
sary if the firm is to survive and prosper in
the years ahead. They must instill and con-
stantly reinforce a sense of urgency that
change is necessary.

Commitment from firm leadership
Firmleadership (or atleasta critical majority)
must have a genuine commitment to develop
and implement a strategic plan. Without
strong leadership and passionate commit-
ment, it is still “business as usual,” despite
the rhetoric. Under these circumstances, the
firm’s efforts are doomed to failure.

Involve all partners in the process
At the end of the day, the owners of the
firm must buy into and support the plan.
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By involving each of them in the process
through a series of one-on-one meetings
and/or in a group brainstorming session,
each partner will feel a part of the planning
process. The likelihood of success jumps
dramatically.

Associates and staff must also buy into
the future of the firm. Special programs
that enlist their support will add to the
plan’s successful implementation.

Keep the plan simple and focused

If the firm is developing its first strate-
gic plan, it should keep the plan simple
and focused. Most firms try to take on too
much, too fast and wind up accomplishing
little. With a realistic plan and by starting
slowly, the firm is able to maintain its focus
on the most important projects. The firm
can always add to the plan later. A law firm
is wise to start slow, publicize success and
grow from there.

Create a plan that lives and breathes

Once a strategic plan is adopted, it does
no good to set it aside, never to be looked
at until the following year, if at all. The
plan should a flexible and dynamic instru-
ment. Its principles should be incorpo-
rated into the firm’s day-to-day operations.
Firm leadership should communicate the
goals and objectives of the plan often and
in a variety of ways throughout the firm.
Make sure everybody has a copy. Review
it at internal meetings. Update it often. All
important decisions should be considered
in the context of the plan. If the firm makes
decisions contrary to what is contained in
the plan, it needs a new plan.

Establish accountability

Nothing happens without accountability.
For most firms, this is best accomplished at
monthly meetings of small groups (5-6 in-
dividuals) of attorneys, often organized by
practice group. There mustbe a strong group
leader and meetings should have an agenda
and meeting notes. Assignments must be
made and progress must be monitored.

Measure and reward desired behavior
Simply stated, the firm needs to measure

and reward desired behavior. If the firm
wants its partners to spend time train-
ing younger associates, the investment of
non-billable time in the firm’s future must
be measured and rewarded. If the firm
determines that business development is
important, it should reward it through rec-
ognition, origination credit, and/or by mea-
suring and rewarding effort. Otherwise,
behavior changes will not occur. Without
incentives (or disincentives), it’s business
as usual and there is little change.

Does everybody have a role to play?

There is no right or wrong answer here, but
the firm must determine up frontifall ofits
attorneys have a role to play when it comes
to investing in the firm’s future. If so, what
is the role of each attorney? What about
associates? Is it the same for everybody or
do we ask different attorneys to take on dif-
ferent responsibilities?

Making it happen

The strategic plan is not an end, in and of
itself. It is a process through which a law
firm contemplates its future and deter-
mines how it will allocate resources to take
it where it wants to go.

Without implementation, a strategic
plan is worthless. Planning should never
replace and distract from the doing part
of the equation. Implementation must be
given the highest priority.

Conclusion

Many sole practitioners and attorneys at
smaller firms seem to think that strategic
planning is for larger firms. However, any
firm with an eye toward the future can ben-
efit from the process. Planning can help a
firm develop consensus on key big-picture
issues, promote internal communication
within the firm, inspire attorneys to get
out and do things they wouldn’t otherwise
do, and help the firm allocate its resources
more effectively.

With leadership, commitment and a
good strategic plan, any firm can develop
a profitable practice working with clients it
enjoys and in the areas of law if finds most
appealing. FD
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	  Excellent Legal Services
	 Implement regular training sessions for Associates.
	 Implement quality concepts for the Firm.
	 Monitor Associate professional development.
	 Continue formal, monthly mentoring program for Associates.
	 Monitor Senior Training Associate Resource (STAR) Program.
	 Administer network databases for forms, briefs and research.
	 Responsibility: Associate Supervisor and Associate Development Committee

	 Focused new attorney hiring practices
	 Assess target hiring criteria.
	 Observe, review and evaluate Law Clerks and make recommendations to Equity Partners regarding Law Clerk hiring, and consideration for post-clerk employment opportunities.
	 Analyze Law Clerk Recruiting and Management Committee ensuring an appropriate balance in membership.
	 Ensure Law Clerk Recruiting and Management Committee’s responsibilities include development and implementation of diversity plan and/or recruiting plan with emphasis on diversity.
	 Responsibility: Law Clerk Recruiting, Management Committee, and Diversity Committee
	 Competitively Priced Legal Services


	 The Firm needs to continually evaluate rate structures, alternative fee arrangements and staffing of cases based on client relationships, complexity and fee potential, and consider assigning different types of rates for different types of work, and ...
	 Responsibility: Finance Committee and Equity Partners

	 Emphasize client-driven, results-oriented concepts.
	 The Firm must continually assess:
	 Credit lines for clients
	 Oversight of billing issues
	 Attorney accountability for billing issues
	 Alternative fee arrangements
	 Responsibility: Finance Committee

	 Effective use of technology
	 Have an annual “audit” of the Firm’s technology in time to make recommendations to the Finance Committee to incorporate into the following year’s budget.
	 Responsibility: Best Practices Committee
	 Broad Array of Local and National Clients


	 Marketing goals
	 Create favorable awareness and recognition of Lewis Wagner’s non-insurance practice business among business leaders, private business owners, accountants, bankers and attorneys in the State of Indiana.
	 Establish top-of-mind awareness of the benefits of Lewis Wagner practice areas among current clients and referral sources.
	 Foster client loyalty, trust and retention.
	 Establish new niche practices for senior associates and junior partners.

	 Marketing Strategy
	 Marketing consists of several different components that, when strategically combined, raise the profile of the Firm, retains clients and increases the number of new clients and referral sources. To attain stated goals, the combination of marketing c...
	 Consistency throughout the plans is essential and the message conveyed must match every initiative and action, whether it is active participation in associations, sponsorships, collateral materials, website, etc.  Marketing and communication activit...
	 In conjunction with Associate Development Committee and Income Partner Development Committee, evaluate to what extent we hire “marketing” and/or “practice development” coaches for senior Associates and junior Partners.

	 Marketing initiatives
	 Marketing Manager is responsible for implementation of marketing tactics and development and management of marketing budget.
	 Marketing Committee will be responsible for ethical compliance, focusing the Firm’s marketing efforts and, with Legal Administrator, supervising the Marketing Manager.
	 Marketing Committee will address specific marketing tactics such as Firm brochure and website.
	 Monitor and assess individual Attorney marketing accounts.

	 Marketing tactics
	 Develop effective advertising.
	 Manage client relationships.
	 Attorneys should learn as much as possible about clients’ businesses and industries in order to identify opportunities to provide value to clients.
	 Attorneys need to advise clients of issues and developments, of which they should be aware, in the form of an article, white paper, checklist, or other alert.
	 Attorneys should offer complimentary seminars/workshops.
	 Marketing Committee should investigate developing a client visitation program.

	 Utilize collateral materials.
	 Firm Brochure, Diversity Brochure, Recruiting Brochure, Note Cards, Folders, Letterhead, Business Cards, Bio Cards, Envelopes, Presentation Covers
	 Announcements
	 Thanksgiving Day Cards
	 Requests for proposal
	 Promotional products

	 Promote professional and community involvement and sponsorships.
	 Track Attorneys’ community involvement including sponsorships and board involvement (e.g., Penrod Society, YMCA, Junior League).
	 Track Attorneys’ professional involvement (e.g., bar association activities).
	 Implement sponsorship/donation policy and establish guidelines and track participation and attendance at sponsored events.
	 Consider nominating Attorneys for various leadership programs such as the following: IBA’s Bar Leader Series, Stanley K. Lacy Executive Leadership Program, United Way’s Ardath Burkhart Board Leadership Series, United Way’s Executive Women’s Leadersh...
	 Increase number of Attorneys serving on non profit boards.

	 Utilize external and internal communications.
	 E-Newsletter and case updates
	 Conduct regular marketing training for Attorneys including topics such as creating a personal commercial, networking, Firm marketing resources, etc.
	 Improve Attorneys’ knowledge about the capabilities of all other Attorneys and practice areas in order to cross-sell services.
	 Train Attorneys, Paralegals and Staff on marketing resources available on the marketing drive.

	 Maintain marketing database.
	 Assess public relations.
	 Implement social media policy and guidelines.

	 Evaluate rankings and directories.
	 AM Best
	 Best Lawyers
	 Indiana Legal Directory (Blue Book)
	 Martindale Hubbell
	 Super Lawyers / Rising Stars

	 Utilize special event tickets and client entertainment account.
	 Colts, Pacers and other event Tickets
	 Meet and greet events
	 Holiday open house

	 Maintain a current website.
	 Ensure all biographies are updated regularly and information is kept current.

	 Additional considerations
	 Take into account Attorneys’ political involvement for marketing purposes.
	 Consider diversity initiatives in marketing.

	 Responsibility: Marketing Committee, Community Organizations Committee, Professional Organizations Committee, Associate Development Committee, Income Partner Development Committee
	 Involvement in Professional Organizations


	 Lawyers
	 All lawyers are at least members in professional organization(s).
	 The Firm supports leadership in professional organizations on a case-by-case basis.
	 The Professional Organizations Committee, in conjunction with the Marketing Committee, will continue to monitor involvement, make sure we have balance in different organizations; target people for different organizations and offices; and, provide in...
	 Study how we take advantage of opportunities presented in relation to organizational involvement including tracking the Firm’s involvement in organizations and attendance at events.
	 Further study whether we are sufficiently involved in appropriate and diverse organizations.
	 Develop a plan on how to tangibly encourage participation in professional organizations.

	 Paralegals
	 Encourage and support participation for those who want to participate in appropriate professional organizations.
	 Paralegal professional activities monitored by Paralegal Manager.

	 Staff
	 Encourage and support participation for those who want to participate in appropriate professional organizations.
	 Staff professional activities will be monitored by Legal Administrator.

	 Law Clerks
	 Introduce Law Clerks to professional organizations.
	 Consider providing student-membership dues for Law Clerks to certain organizations.

	 Responsibility: Professional Organizations Committee, Law Clerk Recruiting and Management Committee and Marketing Committee
	 Involvement in Community Organizations


	 Organize community activities for members of the Firm in order to promote the involvement initiative.
	 Non-political community organizations
	 Encourage Attorneys to pursue their community interests in a way that is constructive and benefits the community, taking into consideration the Attorneys’ work schedule.

	 Political organizations
	 Encourage Attorneys to become, and support Attorneys who are, politically active in the community, including but not limited to participating in political party activities, candidate campaigns, voter registration, election-day activities, and partic...
	 Members of the Firm already active in politics will provide inroads to other Attorneys who want to become involved in politics.

	 Monitor and identify the community organizations in which Attorneys, Paralegals, Staff and Law Clerks in the Firm are involved, so that all members of the Firm are aware of those activities.
	 Track attendance at functions and Firm-sponsored events.
	 Responsibility: Community Organizations Committee
	 Diverse Work Environment

	 Lewis Wagner abides by an express anti-discrimination policy, which is included in the Firm’s employee handbook.
	 Lewis Wagner’s commitment to diversity includes the support of gender, racial, ethnic, and cultural diversity in our hiring, retention, and employee promotion practices; support of community events; charitable contributions; and, community involvement.
	 Retention
	 Continually monitor mechanisms to ensure that our work environment is inclusive.
	 Establish retention plan with respect to minority, female, and other diverse members.
	 Human Resources Committee, Law Clerk Recruiting and Management Committee, and other relevant committees to conduct joint quarterly meetings to discuss diversity issues, review diversity plan, and monitor the Firm’s efforts to foster diversity.
	 Responsibility: Diversity Committee, Human Resources Committee, Law Clerk Recruiting and Management Committee
	 Foster Professional Development


	 Attorneys and Paralegals professional development:
	 Attorneys and Paralegals will attend appropriate CLE courses.
	 Attorneys and Paralegals are encouraged to present at appropriate CLE courses.
	 Attorneys are encouraged to attend non-legal education courses to build their substantive knowledge of areas relevant to their practices and to learn management, marketing, and other skills and techniques that are applicable in the law firm context.
	 The Firm will support a formal supervision program for Associate Attorneys, with an emphasis on close supervision for the first three years of an Associate’s employment with the Firm.  The Chair of the Associate Development Committee is assigned the...
	 Associate evaluations will be based on performance objectives developed by the Supervising Partner, the Associate Development Chair and the Associate.
	 Responsibility: Professional Development Committee and Associate Development Committee

	 Continually examine milestones for various stages of Attorneys’ development.
	 The Firm will determine, on an annual basis, the necessity of Partner and/or Associate retreats.
	 Responsibility: Management Committee, Associate Development Committee, and Equity Partners
	 Foster Personal Development


	 Incentives: Continue to develop and provide non-monetary incentives to foster time management, job satisfaction, and loyalty.
	 Wellness:  Make available resources to everyone at the Firm for the development of their personal well being, both physical and emotional.
	 Cultural enrichment:  Using Firm resources to encourage people to attend and participate in local cultural events.
	 Coordinate various services that can be done at the office with minimal interruption to the workday that may free up time for employees to enjoy their off-work hours.
	 Responsibility: Personal Development Committee
	 Technologically Advanced Work Environment

	 The Firm will continually strive to be on the leading edge of cost effective law firm technology that helps retain existing clients, helps attract new clients, or makes our Attorneys and Staff more efficient.
	 The Firm will have a Partner who will chair the Best Practices Committee and be responsible for all aspects of technology policy at the Firm.  The Best Practices Committee will continually explore training for new technology, ongoing training for ex...
	 Responsibility: Best Practices Committee

	 The Firm will continually monitor the use of technology to enhance our commitment to excellence, and ensure appropriate technologies are available and that an appropriate disaster recovery plan is in place.
	 Responsibility: Legal Administrator
	 Stable Work Environment


	 Stability of the finances and personnel of the Firm are key to the long term existence of the Firm.
	 The Firm will offer competitive wages and benefits to hire and retain quality people for professional and Staff positions.
	 Focused and deliberate hiring of Law Clerks and first year Associates.
	 Regularly review minimum billable hour’s issues among Attorneys and Paralegals.
	 Criteria for advancement to Income Partner and Equity Partner shall be addressed with Associates at the time of hire and reviewed annually.
	 The Firm will strive to have a transparent management style.
	 The Firm will share information with Associates to let them know about important policy and financial decisions in order to allow them to begin thinking like future law firm owners.
	 The Firm will review and update its criteria for the expansion of ownership opportunities as necessary.
	 Responsibility: Executive Committee, Equity Partners, Law Clerk Recruiting Committee, and Compensation Committee

	 The Firm will continuously evaluate retirement and insurance programs offered to Equity Partners, Income Partners, Associates, Paralegals and Staff.
	 Responsibility: Legal Administrator and Management Committee

	 The Firm will evaluate its succession plans on an annual basis.
	 Responsibility: Managing Committee and Equity Partners

	 The Firm will have a Human Resources Manager to oversee and evaluate all aspects of personnel.
	 Responsibility: Legal Administrator

	MP and DMP are Ad Hoc to all committees, as needed
	2013 Committee Responsibilities and Obligations
	 Equity Partners

	 Scope of Responsibility: Overall responsibility for managing the Firm in a fiscally and culturally responsible manner; ensure a stable work environment; plan and execute a succession plan; make lawyer and management personnel and hiring decisions; p...
	 Year One Obligation:
	  By March 1, 2014, Managing Partner and Deputy Managing Partner prepare annual performance goals for all Equity Partners.
	 Make Law Clerk hiring decisions by August meeting each year.
	 Finance Committee


	 Scope of Responsibility: Oversee and monitor the Firm's financial performance and processes and make fiscally responsible recommendations to Equity Partners; review CLE and seminar attendance and requests; prepare and monitor budget; oversee process...
	 Year One Obligations:
	 By July 1, 2014, formalize a plan and designate a committee member to oversee systematic, annual client rate increases.
	 Prepare a quarterly report for the Attorneys and Paralegals regarding the Firm's financial performance.

	 Three Year Obligation: Perform client profitability analysis of institutional clients with low hourly rates.
	 Compensation Committee

	 Scope of Responsibility: Review and monitor current compensation plans; make recommendations to Equity Partners for changes in compensation plans.
	 Year One Obligation: Evaluate Associate, Staff Counsel, and Income Partner compensation policies.
	 Income Partner Development

	 Scope of Responsibility: Monitor progress, counsel and provide guidance to Income Partners; assist in setting individualized, annual, developmental and performance goals; implement and monitor Income Partner professional development including coordi...
	 In conjunction with Marketing Committee, identify Income Partners with opportunities to develop niche practices.
	 In conjunction with Marketing Manager, develop plans (and potentially hire outside consultants) to coach and assist identified Income Partners to develop work in their practice area.

	 Year One Obligation: By March 1, 2014, in conjunction with Chair of Income Partner Development and Equity Partners with whom they work, Income Partners set development plans each year, referring to established benchmarks; review progress and results...
	 Management Committee

	 Scope of Responsibility: Consists of the Managing Partner, Deputy Managing Partner and Legal Administrator; meet weekly to review and discuss Firm management issues; prepares agenda for Equity Partner Meetings one week in advance of meeting; meet mo...
	 Associate Development Committee

	 Scope of Responsibility: Monitor Senior Training Associate Resource "STAR" program; implement and monitor Associate professional development to foster Associate growth opportunities; coordinate and train Associates in their marketing activities; mon...
	 In conjunction with Marketing Manager, develop plans (and potentially hire outside consultants) to coach and assist identified senior Associates to develop work in their practice area.

	 Year One Obligations:
	 Refine elements and procedures of the STAR program.
	 Develop and plan a biennial Associate's retreat.
	 Develop and maintain schedule for monthly Associate meetings.
	 Develop a performance-based evaluation process whereby Supervising Partners set Associate development plans each year based on established benchmarks.
	 In conjunction with Marketing Manager, develop individualized marketing performance plans as a component of developmental plan for each Associate.
	 Implement review of developmental plan with Supervising Partner each quarter; Supervising Partner reports results to Chair of Associate Development Committee.
	 Interview each Associate to determine in which organizations they may want to become involved; by March 1, 2014, work with Chair of Associate Development Committee and Marketing Manager to develop a community involvement plan for each Associate.
	 In conjunction with Marketing Committee, identify senior Associates with opportunities to develop niche practices.
	 Chair of Associate Development Committee interview each Associate to determine in which organizations they may want to become involved; work with Marketing Manager and by March 1, 2014 develop a professional involvement plan for each Associate.
	 Human Resources Committee


	 Scope of Responsibility: Provide centralized oversight of non-lawyer personnel and hiring; review and recommend changes to staffing assignments; review and recommend non-lawyer salary increases and bonuses; review and develop non-lawyer performance ...
	 Year One Obligation:
	 By December 31, 2014, establish retention plan with respect to minority, female, and other diverse members.
	 By March 1, 2014 develop a performance-based evaluation process for Paralegals.

	 Three Year Obligation: Provide ongoing quarterly reports to Equity Partners regarding performance-based progress for Paralegals and Staff.
	 Marketing Committee

	 Scope of Responsibility: Consists of an appointed Equity Partner, an Income Partner, a senior Associate and the Marketing Manager.  Provide guidance and counsel to Firm's Marketing Manager regarding content and design of marketing materials; review ...
	 In conjunction with Associate Development Committee Chair and Income Partner Development Chair, identify senior Associates and Income Partners with opportunities to develop niche practices.
	 In conjunction with Marketing Manager, develop plans (and potentially hire outside consultants) to coach and assist identified senior Associates and Income Partners to
	develop work in their practice area.
	 Ensure Firm exposure is supplemented through articles and advertisements in non-legal focused media.
	 In conjunction with supervising partner, conduct quarterly marketing meetings with Associates
	 Executive Committee


	 Scope of Responsibility:  Implement, update and monitor Long Range Plan; set goals and monitor activities of Committees; consider recommendations from Committee members of those who could serve as Chair; keep minutes from meetings and report monthly...
	 Year One Obligations:
	 Develop a system to follow up on tasks; make sure Committee Chairs are moving their agendas; are accountable for reporting; and, are accomplishing tasks.
	 Annually review and update Long Range Plan, as necessary.
	 Set procedure for electing Committee Chairs and Committee members with staggered terms.
	 Three Year Obligations: Develop new Long Range Plan initiatives as required for next three years.
	 ALFA Team


	 Scope of Responsibility: Monitor and coordinate the Firm's participation in the ALFA network; plan and coordinate attorney and client involvement at ALFA events; keep minutes from meetings and report to Executive Committee; distribute relevant ALFA ...
	 Year One Obligations:
	 By November 1, 2013, recommend to Finance Committee which practice groups the Firm should join in 2014 for appropriate budgeting.
	 By March 1, 2014, Evaluate whether and to what extent it is possible to develop a plan for broader attorney participation in ALFA.
	 Best Practices Committee


	 Scope of Responsibility: Oversee and monitor the Firm's technology to create and foster a technologically advanced workplace; explore and recommend ongoing training for existing technology; explore, evaluate and recommend new technology; monitor and...
	 Year One Obligations:
	 By November 1, 2013 create a prioritized "wish list" for 2014 technology with associated costs and justification for the recommendation.
	 Submit "wish list" to Finance Committee for inclusion in 2014 budget.

	 Three Year Obligations:
	 On an annual basis, evaluate current technology and make recommendations for new initiatives, including associated costs.
	 Create a "dashboard" to monitor client metrics.
	 Community Organizations Committee


	 Scope of Responsibility: Manage and coordinate the Firm's community activities, sponsorships, participation and funding; serve as the centralized "clearinghouse" within the Firm for any service-based activities; make funding recommendations; track p...
	 Year One Obligations:
	 By January 1, 2014, develop a procedure for reporting and tracking funds used from Professional Development accounts to support community-based events and projects.
	 By January 1, 2014, develop a master list of who is affiliated with what community (non-bar) organizations.
	 By April 1, 2014, develop a master list of what organizations the Firm sponsors, the monetary level, and which Attorney is connected.
	 By July 1, 2014, submit a recommended procedure to the Executive Committee regarding how the Firm should determine where funds are spent on community-based projects and how those funds are allocated in the budget.
	 By October 1, 2014, submit recommendations for 2015 budget.

	 Three Year Obligations:
	 Monitor Attorney, Paralegal and Staff involvement in community activities; report quarterly to Executive Committee.
	 Create and maintain list of all outside organizations in which employees are involved.
	 Diversity Committee


	 Scope of Responsibility: Create awareness of and promote a diverse work environment; work in conjunction with Human Resources Committee and Law Clerk Recruiting Committee to attract, hire, promote and retain a diverse workforce; keep minutes from me...
	 Year One Obligations:
	 Continue attendance at minority job fairs for Law Clerk program.
	 Continue partnership with Snacks Crossing.
	 Investigate leadership and committee participation opportunities with DRI, Center for Leadership Development and other organizations.

	 Three Year Obligations: Conduct study to identify areas of strength and opportunities in Firm's diversity initiatives; evaluate results of study and make recommendations to address specific areas and enhance positive areas; consider opportunity for ...
	 Entertainment /Social Committee

	 Scope of Responsibility: Plan, promote and execute social activities to enhance camaraderie within the Firm; keep minutes from meetings and report to the Executive Committee.
	 Year One Obligations:
	 By January 1, 2014 develop a social calendar for 2014.
	 Submit a memo to the Executive Committee by November 1, 2013 with analysis of current programs and whether they should remain, and/or whether new and different programs should be advanced for 2014.
	 Law Clerk Management and Recruiting Committee


	 Scope of Responsibility: Attract, recruit, interview and supervise Law Clerks; coordinate attendance at minority job fairs with Diversity Committee; participate in job fairs and on-campus interviews; coordinate Law Clerk workloads; set an annual “Me...
	 Year One Obligations:
	 Evaluate and make recommendation on current Law Clerk pay rates.
	 Establish bi-weekly meetings on topics relevant to Law Clerk development during the clerk’s summer tenure.
	 Appoint a "summer STAR" for each Law Clerk.
	 Prepare abbreviated, informal evaluation of Law Clerks mid-way through internship.

	 Three Year Obligations: Develop a checklist for each Law Clerk to ensure exposure to various practice groups, areas and activities (i.e., mediation, deposition, etc)
	 Personal Development Committee

	 Scope of Responsibility: Plan, promote and execute activities that enhance and support overall job satisfaction through wellness initiatives, cultural enrichment and personal services; keep minutes from meetings and report to the Executive Committee.
	 Year One Obligations:
	 By November 1, 2013 conduct an "audit" of current programs, and determine whether they should remain be continued.
	 Design and recommend by November 1, 2013, new potential 2014 programs to Executive Committee.
	 Professional Organizations Committee


	 Scope of Responsibility: Manage and coordinate the Firm's involvement in professional organizations and activities, participation and funding; serve as the centralized "clearinghouse" within the Firm for any professional organization activities; mak...
	 Year One Obligations:
	 By March 1, 2014 develop a master list of who is affiliated with what professional organizations.
	 By September 1, 2014, submit recommendations for 2015 budget for all Attorneys and Staff for bar membership and professional involvement.

	 Three Year Obligations: Monitor participation to ensure appropriate Firm exposure in organizations for which Attorneys and other professionals have opportunities to advance.
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