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to partnership. Bottom line.” Con -
sequently, the WBAI also estab-
lished a committee that provides
women the opportunity to meet
in-house counsel.

Further, the organization co-
hosted an event that featured two
female executives and a female
partner from a large law firm
here in Chicago. Not surprisingly,
the opportunity to network with
prominent, successful women re-
sulted in an at-capacity event.

The WBAI will continue to
build on its momentum by co-
hosting an event on March 16
with Sidley, Austin LLP titled
“Effective Communication with
In-House Counsel.” In keeping
with her desire to help female

lawyers achieve their goals,
O’Brien has, herself, committed
to ensuring a large turnout of in-
house counsel.

Understanding the importance
of retaining talented attorneys
and the value that diversity and
women add to the profession, law
firms themselves have also im-
plemented initiatives to help
their diverse and female attor-

neys succeed. The efforts of Si-
dley, which is celebrating its
150th anniversary, appear to be
paying off — in 2016, 54 percent
of its partner promotions went to
diverse and female lawyers.

Sidley has many programs to
support diverse and female part-
ners, including one that pairs di-
verse partners who have 15 or
less years in the partnership with
partners in leadership positions
within the firm who have demon-
strated rainmaking ability. While
the program is entirely voluntary
and rainmaker partners are not
required to make introductions to
their clients, there has been an
upward trend in revenue gen-
erated by diverse partners since
the program began, said Sally
Olson, Sidley’s chief diversity of-
f i ce r.

The relationships resulting
from this initiative have also had
effects much broader than the
firm initially anticipated.

For example, diverse partners
have used the rainmaking part-
ners as sources of information
and political savvy and as sound-
ing boards for the development of
their business plans, just to name
a few. And there is also a benefit
of the initiative that is not di-
rectly tied to the diverse or rain-
making partners as a “s t ro n g
pool of diverse partners is the
best way to retain a pool of
strong diverse associates,” Olson
said.

It is a fact of life that as times
change the law and the popu-
lations of people who come with-
in its reach change, too. Con-
sidering this and given that the
law is a field where there is not
often a clear-cut right or wrong
answer, it is imperative that di-
verse and female attorneys be
afforded the opportunity to not
only practice law but to do so
successfully — a fact that a num-
ber of those with interests in the
legal profession have recognized
and acted upon.

Given the value that this adds
to the legal profession and so-
ciety as a whole, one can expect
— or at least hope — that these
efforts and contributions will only
increase in the years to come.

As law changes, so do initiatives for
women to start, grow businesses

That the substantive law
has changed over the
years and continues to
do so is not a reve-
lation. Nor is it really

unexpected. Indeed, the law
prides itself on its ability to justly
conform to evolving ideals,
changed circumstances and tech-
nological advances.

To analogize — the law, in this
way, is similar to the military’s
movement away from horses and
bayonets given the changing na-
ture of national defense.

But it is not just the sub-
stantive law that is changing. So
too are its practitioners, which is
owing in part to the efforts that
many law schools around the
country have made to increase
diverse and female enrollment.

Further, a number of law firms
understand the need to hire and
retain diverse and female attor-
neys to apply the laws that affect
the varied populations that they
serve and have invested a vast
amount of resources to do just
t h at .

Recognizing that an associate’s
success after arriving at a law
firm largely depends on the at-
torney being given the oppor-
tunity to work on high-quality
projects and develop relationships
with clients and the ability to
break through the partnership
glass ceiling depends on the at-
t o r n ey ’s business development re-
lationships, legal stakeholders are
taking actions to help this hap-
pen.

In sum, coveted clients, a local
bar association and law firms
themselves are doing things to
start and grow the business de-
velopment relationships of di-
verse and female lawyers.

It is no secret that given the
service-oriented nature of the le-
gal industry, when clients speak,
law firms listen.

About 10 years ago, Subaru of
America Inc., did just that. It was
around that time that Subaru
began evaluating the number of
diverse and female attorneys em-
ployed by the law firms that it
retained to represent it, said Ter-
ri Woodard Claybrook, assistant
general counsel of Subaru.

In connection with this initia-
tive, the company sent a letter to
those firms expressing its strong
commitment to diversity and re-
questing a breakdown of the at-
torneys staffed on its matters.

Subaru, which itself has a di-
verse legal department, desired
that this same diversity be re-
flected in its law firms and
pushed to have diverse and fe-
male attorneys staffed on its mat-
ters. The company wanted “di -
versity in thought,” “c re at i ve
thinking and a richer environ-
m e n t” that comes with staffing
diverse and female attorneys on
its litigation matters.

Importantly, the company’s
commitment is not just lip ser-
vice. There is a separate “di -
versity spend” number that the
company tracks and monitors.
Claybrook conceded that this ini-
tiative has been challenging but
states that generally “firms are
receptive because they want the
b u s i n e s s .”

Under the leadership of the
Circuit Judge Jessica A. O’Brien,
the Women’s Bar Association of
Illinois has taken a holistic ap-
proach to initiatives geared to-
ward helping female lawyers suc-
ceed at law firms. This year, the
organization unveiled its first ev-
er Leadership Institute, a “s i x-
program series to help women

lawyers develop their leadership
skills and strengthen their pro-
fessional networks.” Notably, the
resumes of the institute’s grad-
uates will be forwarded to Illinois
Lt. Gov. Evelyn R. Pacino San-
guinetti for consideration for
board of director appointments.

O’Brien recognizes that women
attorneys in firms “will need
business if they want to move up
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