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WE HAVE just been through some 
exceedingly difficult times. The challenges 
the legal profession confronted in 2009 
and 2010 have had profound ramifications. 
The coming years will demand additional 
changes, yet to emerge. Having effected the 
required changes, business will never be the 
same. Whether the ‘Great Recession’ is in 
fact over or we are simply in a slow recovery 
– or even looking at a double dip recession, 
the recent changes forebode a period of 
continued change and evolution.

This report addresses the run up to 
recent events which affected the profession 
and forced us to change, as well as the 
challenges that lie ahead.

Firms have gone through pain, stress and 
financial loss as the shifting market made 
demands on different practice areas. Client 
and practice concentration has been the 
bane of firms for many years. Recruiting and 
staffing for particular disciplines and training 
lawyers for those disciplines in the new world 
in which we find ourselves require dramatic 
new approaches.

Principle focuses addressed here are 
recruiting lawyers at every level, the training 
of those lawyers and the retention of those 
in whom firms have invested substantial 
time and energy. The market is flooded with 
high quality lawyers who were the victims of 
recent lay-offs and the waves of 45,000 new 
graduates entering the market each year.

Continued and escalating attacks on the 
citadel of hourly billing created the growth of 
value billing, alternative fee arrangements, 

fixed fees and convergence. Clients are 
increasingly requiring their lawyers to 
assume some degree of risk in virtually every 
engagement. These new billing models 
and client demands, in turn, mandate 
the introduction of new disciplines to the 
profession, namely, project management, 
training lawyers in project management, 
client relationship managers and budgeting 
skills. There is an imperative to shift the 
focus from maximizing hours billed to 
efficiently delivering quality product within 
the budget fixed for each engagement. 

The profession’s historical method of 
recruiting law school students in the early 
fall following the conclusion of their first 
year of law school attendance for summer 
associate programs, with a view towards 
employing those students as full-time law 
firm associates two years after the initial 
recruitment process, requires impossible 
prescience of business demands and 
economic conditions. The result is that 
students are being recruited in the confines 
of a completely ‘broken’ system. This  
report describes some radical proposals 
for change initially proposed by important 
leaders of the profession and expands on 
these novel approaches. 

In addition to looking at extant 
recruiting models adopted by law firms, 
the importance of associate retention and 
methods which should be employed for such 
retention are also discussed. Foreseeable 
issues are outlined which the profession will 
need to address as firms continue to hunker 
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down, recruit smaller numbers of graduates 
and then compete for a diminished pool of 
well trained lawyers.

With clients now purchasing legal 
services through the prism of corporate 
purchasing agents and price becoming a 
significantly more important factor than 
prior relationships or ‘name branded’ law 
firms, new opportunities for smaller and 
middle market firms are ballooning. The 
shifting dynamics of the current revolution 
within the profession also are creating new 
opportunities for such firms which should be 
further explored by them. 

These shifting sands require a review 
of associate utilization and compensation 
methods, as well as increased reliance on 
outsourcing of legal work and escalating use 
of temporary staff lawyers. These issues are 
also addressed.

This report examines the pressing 
intermediate and long-term issues regarding 
hiring, training and retention of associates, 
the changing landscape of billing demanded 
by newly empowered clients, and new 
opportunities and pitfalls. 
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