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Litigator for 12 years, including 5 at
Skadden Arps

Left practice several years ago to live his
passion of advancing well-being,
resiliency, and cultural transformation in
the legal industry

Masters in Psychology, with emphases in
neuroscience, positive psychology and
cognitive-behavioral psychology

USC Law Professor & co-founder of
USCo6s nAMindful ness, S
& Peak Performance Pr

Consults to and leads workshops at
nearly half of the AmLaw 100 and many
Fortune 500 corporations
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A recruiter since 2015

With MLA since 2017
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What does Organizational Culture MEAN? Aﬁﬁﬁ)&v
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ARA coll ection of haesdlpaterne s, 0 i ncluding
which group members have
acquired over time as they learn to
organizationally
rel evant problems. o0 (E. Sclr
. ¢

A A s shareda$sumptions that guide behaviors
and shape new orgamwaynfati on
perceiving, thinking and feeling. 0
(D. Ravasi and M. Schultz)
consisting of the

which influence the of
people as members of an or
(E. Flamholtz and Y. Randle)

=]

The collection of values, beliefs, and principles of
organizational members that influence the way
people interact, behave, share knowledge, and
Individually feel based on formal policies or informal
norms, and which are influenced by history,
tradition, industry, market, technology, management
style, and type of employees. (Hybrid concept)

Organizational V.



Are all firms the same? /b

A Yesl!!!
AJust kiNDHli ngé.

A But they often appear the same from the outside to
candidates because organizational culture is less
tangible/measurable, more amorphous, and harder to
objectively assess from the outside.

A Firms regularly fail to effectively telegraph how their
culture is truly different than their peer firms, or
Intelligently establish policies/procedures that would
be powerful distinguishers from their peer firms.




View From The Associates /b

Associlates report that their
firm is a hard place to work.
What drives this?

Hours
Of course!
But this is not dispositive.

Many associates feel better at
their firm than associates who
bill more hours at other firms.

Money

Base comp + year-end/special
bonuses

Overrated: research reveals
that money plays very little role

Culture is Queen



What role does culture play (‘ MATOR,
In the recruiting process?

A Both firms and candidates desire to weigh
culture significantl yé

ABut the truth is that most candidates struggle
to effectively/objectively decipher culture from
the outside when weighing competing offers

AAnd most firms struggle to effectively
telegraph/communicate their culture to
persuade candidates with competing offers




What did 2020 teach us about culture? /‘ﬁ%

We are all struggling! HHII

Remote work has somewhat diffused the
organizational culture, and led to even
greater influence by subcultures within
the firm

Firms have largely maintained the same
systems/structures that dictate culture,
and have not made material changes in
these arease




What can firms do to create a positive, (‘ MATOR,
supportive and empowering culture?

&AFRICA

Inor der t oé

A Advance/protect the well-being and

mental health of their attorneys &
staff

A Recruit top talent and win the
Nrecrul ti ovgrpdeeafirmsl e

A Retain top talent
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10 Tangible Action Items
law firms can take to

Nri ght t he shi
transform their culture



LINDSEY

10 Tangible Action ltemsf i r ms can t ake ( jor 1

the shipo & positively tra

FACT: one-off (and collections of) well-being workshops/webinars are
wonderful, yet incapable of transforming culture

INTEGRATION: in order to transform law firm culture, law firms must
Integrate well-being and emotional intelligence into each component
of the fir moémso orpecerbetinemls

ACTION & SYSTEMIZATION: tangible action items systematically
appl i1 ed over tadhoeintentiorfs]i vague &

CULTURAL TRANSFORMATION BUFFET: pick 5 action items (of
the 10 provided) and commit to doing your best to incorporate them
Into your firm within the next year



(D Top partner well-being proclamations A
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A Vulnerability and allyship
from the most influential
partners [silence is complicity]

AfdPartneBeiWed | Se

A

A One partner featured each
month?




c . - afc - MAJOR,
Possible Topics/Questions to Facilitate Email Blasts /Agg;?g

How does a commitment to your mental health or emotional well-being make you a
happier human or better lawyer?

What do you personally do to support your own emotional well-being?

What recommendations do you have for associates to improve their mental health,
stress resiliency, or emotional well-being?

What was a time in your life that you mentally/emotionally struggled, and what did you
do to healthily cope with it?

What would you tell your younger self about stress, mental health, or emotional well-
being that you wish she/he knew at the time?

What is an example of how you have improved your mental health or emotional well-

being on a particular career or life issue over the years, and how did you do it?

What do you think about the disproportionately high rates of stress, anxiety, depression,
substance abuse, and suicide in the legal profession? How can we improve?

How can we be more sensitive to or supportive of the stressors or mental/emotional
challenges facing our colleagues? Lawyers? Business Services Professionals? Staff?




MAJOR,
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(@ Formal integration of well-being into the recruiting process e

Systematized questions about
well-being and resiliency, and
their relation to professional

performance, in each interview

Overt consideration by
of these issues

Feedback loop / mutual
reinforcement



