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MOUND CITY BAR ASSOCIATION 
PRESIDENT            
  
 

Diversity is one of the most critical issues facing America and the legal profession today.   
To that end, rarely can one find an institution, business, or establishment which has not 
implemented a diversity initiative or program.  Although most applaud these efforts, when 
confronted with their results, many have questioned whether said initiatives have created 
diversity or simply an appearance of it.   Confronted with this critical question, in July 2006, the 
Mound City Bar Association (“MCBA”) decided to test the diversity initiatives of certain entities 
in the following four disciplines: 1) education, 2) social; 3) healthcare; and 4) employment.  To 
accomplish this goal, a Commission was established for each discipline.  Each Commission was 
charged with: 1) researching and surveying its particular entity; 2) conducting a panel discussion 
with the leaders of said entities; and 3) drafting a Report which would be published in various 
media outlets. 
 
 In January 2007, the MCBA Employment Commission, led by Chairperson Ronda 
Williams, undertook the task of analyzing the diversity initiatives of Missouri law firms and 
governmental entities to determine whether said initiatives have led to the successful 
recruitment, retention and promotion of African American lawyers. 
 
 In recent years, clients have increasingly required law firms which they employ to 
demonstrate a commitment to diversity and to utilize a diverse legal team to service their matters.   
Thus, “if a law firm desires to remain successful and competitive, it will have to discover ways 
to increase the number of minority attorneys and ensure their retention.  [To the end], [i]t means 
little for a law firm to maintain and/or increase the number of minority associates by merely 
replacing incoming associates with outgoing associates.  More important, it means very little if a 
law firm consistently increases its number of minority associates, but never increase its number 
of minority equity partners.  The proof is in retention and promotion not merely the numbers.”1 
 
 This Report provides a critical analysis of the existing diversity efforts of certain 
Missouri legal employers and outlines findings and recommendations gathered from various 
sources.  The motivating factor behind this Report arises from MCBA’s desire to formulate a 
collaborative partnership with legal employers to improve diversity in the legal profession.   
 I urge you to carefully read this Report and utilize it as a catalyst to facilitate meaningful 
discussion on how to best achieve positive change.  To that end, it is essential that you view this 
Report as a beginning and not as a completed project.  The true impact of this Report will be 
determined in large part by the communication and actions that follow. 

2006-2007 MCBA President 
Pamela J. Meanes, Esq. 

                                                 
1 A Look Beyond The Numbers, Minorities in the Legal Profession Committee of BAMSL, Judge 
Nannette Baker and Pamela Meanes, St. Louis Lawyers, Vol. XL, No. 12, April 3, 2002.  
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MCBA Employment Commission 
CHAIRPERSON 
 
    
Inclusion or Illusion? That is the question we are asked to answer.  Of course, a definitive answer 
to that question is not possible; however, my hope is that this report will help you see that there 
is a difference.  The word “Diversity” is thrown around frivolously.  Its meaning is often 
misinterpreted, misunderstood and misapplied.  Being truly diverse, does not simply mean 
having people who look different.  True diversity lies in the inclusion of people who not only 
look different, but think different and have a different way of processing information.  This is 
where the true value in diversity lies.   
 
If a firm or agency is diverse on the surface, meaning it appears to have a diverse workplace 
population, but the differences represented by the diverse persons are not embraced by the firm’s 
majority leadership, the sentiment of inclusion has been lost and those efforts are more an 
illusion.   
 
This process has shown that improvement has been made in the recruitment and hiring of 
African American attorneys, however, we are going backwards when it comes to retaining and 
promoting these attorneys.  Some special efforts are being employed in order to recruit African 
American attorneys, but once they are in the door, they are thrown into the majority workplace 
population and ignored.  If an employer believes special efforts are necessary to recruit and hire 
African American attorneys, why then does that employer not understand that special efforts 
must be employed to retain these same attorneys.   
 
When the goal is true diversity, an employer must not only look at hiring diverse candidates, but 
must also use a diverse management style towards them.  It has already been acknowledged that 
there is a benefit to hiring diverse employees, that benefit is not cultivated if their input is not 
encouraged, their distinctiveness is not embraced and their worth is devalued.  Many African 
American attorneys feel that their presence in the workplace is considered a concession by the 
employer and this feeling is often confirmed by the employer’s failure to substantively include 
their diverse and unique points of view.   
 
Based on the results of the surveys, the research done by the commission and the panel 
discussion, I conclude that the answer to the question is Illusion.  However, what is important is 
not the answer, but the solution, and the SOLUTION is RETENTION, RETENTION, 
RETENTION. 
 
Once legal employers understand that African American attorneys add real tangible value and 
recruiting and hiring is not enough to benefit from their added value, only then will substantial 
steps be taken to improve their retention.  
 

2006-2007 MCBA Employment Commission 
Ronda F. Williams, Esq., Chairperson
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Executive 
Summary  

 
Illusion of Inclusion 
 
The word diversity represents a large group comprised of different people with different 
experiences, including but not limited to race, color, religion, gender and national origin.  When 
“diversity” does exist in the workplace, the question becomes how well is the employer utilizing 
its diversity?  In other words, how do these different people function or work together within the 
workplace, is there “Inclusion?”  Inclusion encompasses policies and practices that seek to 
include people within a workforce who are considered to be, in some way, different from those 
in the predominant group. It is the key to having all people represented, welcomed and valued, 
not only for their abilities, but also for their unique qualities and perspectives. If a company is 
diverse in makeup, but all the decision makers are of one primary group, diversity does not add 
much value. 
 

“Martizia F., an African-American woman, spent the majority of her academic 
and professional career in predominately white male work environments. She was 
looking for a law firm that had a decent representation of women and attorneys of 
color and a commitment to increasing its level of diversity. She was excited to 
receive an offer from a firm that seemed to meet her criteria. In the 3-month time 
frame between accepting the offer and starting work, five of the seven women and 
attorneys of color in the firm had resigned—the remaining two were working with 
recruiters. Martizia found out that the women left for firms that were more open 
and committed to creating a work-environment where the desire to create 
diversity went beyond mere lip service.”1 

 
This example is not unusual.  Although, legal employers are under pressure to recruit talented 
minority attorneys, many employers lack the requisite systems and skills to retain, promote and 
support such a diverse workforce.  As a result, many individuals and groups continue to feel 
excluded and insolated within the workplace. 
 
 The Cost of Exclusion 
 
African American attorneys experience extreme under-utilization of their skills and abilities, and 
as a result, legal employers fail to reap the benefits.  Racial diversity is associated with increased 
sales revenue, more customers, greater market share, and greater relative profits. A diverse 
workforce, relative to a homogeneous one, produces better business results such as greater 
profits and earnings.  Research suggests that more diverse groups have the potential to consider a 
greater range of perspectives and to generate more high-quality solutions than less diverse 
groups.2   
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There is a positive relationship between the racial diversity of firms and their business 
functioning. 3  It is possible this association occurs because businesses that draw on larger, more 
inclusive talent pools are more successful, or it could be that more successful business 
organizations can devote more attention and resources to diversity issues, or it could be some 
other dynamic. Nevertheless, diversity is related to business success because diversity has 
positive effects on certain organizational processes such as communications, creativity, and 
problem solving, which are closely related to performance.4  
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RESEARCH     
 
 
I. WHAT IS DIVERSITY? 

“In the context of the workplace, valuing diversity means creating a workplace that 
respects and includes differences, recognizing the unique contributions that individuals 
with many types of differences can make, and creating a work environment that 
maximizes the potential of all employees.”5   
 
Diversity often encompasses characteristics or factors such as race, color, religion, 
gender, national origin, sexual orientation, age, disability and citizenship.  For the 
purposes of this report, the issue has been narrowed to racial diversity, more specifically, 
the inclusion of African American attorneys in the legal workplace. 
 
When we discuss the inclusion of African American attorneys in the workplace, we are 
referring to acceptance and respect, an understanding that each individual is unique, and 
recognition of their individual differences. 

 
II. TRANSITION IN MAKE-UP OF POPULATION 

America has always been ethnically diverse.  But today, a shift in the population is 
occurring and in fact, by 2050 the United States population will be “majority-minority,” 
with Hispanics exceeding all other ethnic groups combined.6 As the American population 
diversifies, so does the workforce. According to the United States Census Bureau, the 
workforce in 2005 was approximately 27 percent minority and by the year 2020, 
minorities will comprise more than 36 percent of the United States workforce.7  
 
 

        
 
Unfortunately, this correlative shift has not carried over to the legal profession. “The 
current demographic breakdown of the legal profession is more than 90 percent 
Caucasian, and no minority group accounts for more than 4% of lawyers in the United 
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States.”8 “In 1998, African-Americans and Hispanics combined represented only 7% of 
lawyers as opposed to 14.3% of accountants and 9.7% of physicians.”9  
 
However, declining public confidence in the field of law combined with pressure from 
clients to have a varied employee base within firms is forcing the legal profession to take 
a hard look at its recruiting and hiring processes.10 “Law firms must develop forward-
looking diversity hiring programs to meet the demands of the marketplace and more 
accurately represent the American population.”11 Still, to build a successful diversity 
hiring practice, we must understand the depth of the problem and the forces pushing for a 
solution. 
 
Part of the reason that the legal workforce is not diversifying is because the pool of 
minority applicants is smaller than minority pools in many other professions. According 
to the American Bar Association (ABA), the rate of minority applicants to law school is 
declining.12   
 
Additionally, even after successfully completing law school, minorities are joining law 
firms at a much lower rate than their fellow graduates. The lack of interest in law as a 
profession for many minority groups is symptomatic of a larger problem, according to 
recent studies by the ABA.13  It shows an increasing lack of trust in the legal profession, 
due in part, to the fact that there are so few minorities currently involved in the legal 
field. People simply do not believe a group that does not reflect their lifestyle can 
effectively represent them.14  
 
Further, minorities who do succeed in entering the legal profession are less likely to enter 
private practice and much more likely to take government or public interest jobs — 
resulting in more competition for the limited pool of minority applicants.15  The 
American business community also has taken note of the legal profession’s lack of 
diversity. With increased competition for the attention of the American consumer, 
companies cannot afford to ignore issues that are important to their customer base.  In 
response to their increasingly diverse customers, corporations are instituting diversity 
hiring practices of their own, and internal legal teams are extending their company’s 
diversity hiring practices to outside legal counsel, asking all legal partners to meet certain 
diversity criteria.  

  

III. REPRESENTATION OF AFRICAN AMERICAN ATTORNEYS 

Law is one of the least diverse professions in the United States.  Now, in the 21st century, 
the legal profession is in danger of losing touch with the society it serves.16 Largely white 
and largely wealthy, it is serving an ever-narrower slice of the American population.17 
While the profession is more than 92% white, U.S. Census data show an America that is 
30% people of color. 18 Law school enrollment is 80% white; yet Census projections 
anticipate an overall U.S. population of 50% people of color by 2050. 19   
 
These simple numbers present a complex reality for legal practitioners: The lack of 
diversity and high socio-economic status of the legal profession are at odds with the 
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American population and its needs, diminishing the legal profession's capacity to honor 
its traditional role of serving our society. 20 If the legal profession does not institutionalize 
greater opportunities for lawyers of color, the ability to attract diverse lawyers, 
prosecutors, public defenders, judges, grand jurors, legislators, and civic leaders will be 
compromised.21  
 
The complementing goals of recruiting, hiring, developing, mentoring and retaining 
minorities and women are all accomplished by creating a firm culture that genuinely 
values and reflects diversity.  To be successful in any of these areas, an employer needs 
to develop a comprehensive diversity program that focuses on all employees and 
managers. 
 
The participation and buy-in of all staff, all attorneys and all levels of management is 
critical, as is ensuring that the programs and events are meaningfully geared to a focused 
goal.  Achievement of diversity requires a long-term visible commitment from the 
organization and its leaders. 

 

A. Recruitment & Hiring 

 
Recruitment & hiring of African American attorneys is an area where improvement is 
gravely necessary.  In 2004, nationally, African Americans were the best represented 
minority group among lawyers at 3.9 percent, followed by Hispanics at 3.3 percent.22  
However, the pace of African American entry into the profession has slowed in recent 
years, and currently is significantly slower than that of Hispanics or Asian Americans.23 
 
One of the reasons for this slowdown is because of the drop in minority representation 
among law students, most of which is due to a drop in the number and percentage of 
African American law students.24 Between 2002 and 2004, African American 
representation among law students fell from 7.4 to 6.6 percent, representing a twelve-year 
low.25   
 
Attorneys of color also continue to face significant obstacles continuing legal education 
programs to "full and equal" participation in the legal profession due in part to the 
influence of the U.S. News & World Report rankings.26  Most law schools base 
admissions decisions significantly on students' LSAT scores, despite the fact that this 
criterion serves as a barrier to minority access. Legal employers' heavy reliance on the so-
called ‘box credentials,’ such as law school rank, class rank, law review membership, and 
clerkships, disadvantages minority students in initial employment decisions, as well as in 
the distribution of opportunities for on-the-job training, which is essential for 
advancement in the profession. 27  “When making initial employment decisions, law firms 
tend to be quicker to question minorities' academic credentials than whites'.” 28 

 
To be effective, recruitment efforts of attorneys of color should start from the top down 
and be multi-dimensional and incorporate a network inclusive of colleges, law schools, 
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clients, internal and external affinity groups, women and minority bar associations, and 
local law consortiums. 29  
 
Increased recruitment of African American attorneys will not be successful without the 
commitment and participation of the highest levels of management. Management’s 
commitment to a comprehensive diversity program is required so that all employees, 
clients, suppliers and potential employees understand the importance of diversity to the 
organization.   

 
Even where management is clear about the importance of overall diversity, diversity 
recruitment often fails when a representative is sent to recruit minorities without the 
proper understanding and tools to communicate with and interview the applicants.  
Thorough and ongoing diversity training is important for those directly involved in any 
part of a diversity program, including diversity recruitment. 
 
Another problem with the recruitment of attorneys of color is the organization’s failure to 
send out representatives who have the authority to make or suggest hiring decisions.  
Firms and other legal organizations often send lower level employees to recruit 
minorities.   
 
Many organizations also fail in their diversity recruiting efforts because they go on a 
quest for “qualified” minorities candidates.30  These programs are doomed for failure 
because they reflect a closed-minded approach that evaluates candidates based on 
stereotypes and racism.  The search for qualified diverse candidates presumes and 
presupposes that attorneys of color are not qualified. Many organizations looking for 
qualified candidates complain about the low numbers of qualified minorities and women, 
while using broader less stringent requirements to fill those positions with non-diverse 
attorneys.  Even with similar qualifications, law firms are quicker to question minorities’ 
credentials. 

 
B. Mentoring & Retention 

The recruitment and hiring of African American attorneys is only the first step towards 
progress in increasing diversity.  If a firm or agency cannot retain attorneys of color, 
recruitment efforts are not meaningful.  Mentoring is a big part of retaining African 
American attorneys.  New associates or lawyers tend naturally to migrate towards a more 
senior attorney or partner who they have a lot in common with or feel some type of 
connection to.  Those connections are often not there for new African American attorneys 
as there are so few senior level attorneys of color in place to begin with.  Firms and 
agencies must work hard to retain African American attorneys; some ways of doing this 
are by establishing diversity committees, mentoring programs and creating networking 
opportunities. 
 

Success in firms is substantially dependent upon informal relationships, alliances, and 
mentoring. This fact is not fully appreciated by most associates and partners. The 
proffered success factors of work quality, billable hours, and other performance measures 
are, to a significant degree, byproducts of these informal relationships. This illusion of 
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formal, objective performance appraisal and promotion processes lends an aura of 
credibility to them and obfuscates the true dynamics at play. Therefore, insufficient 
attention has been paid to these informal drivers and their impact. 

 

The primary measures of associate success, work quality and billable hours, appear to be 
only indirectly correlated to key partner success factors such as the breath and depth of 
existing relationships and client management skills. 

 

The most successful relationships for associates are those established with senior 
associates and partners who “grew up” in the firm as opposed to those who were lateral 
hires. This factor increases as the time out of law school increases. Thus, relationships 
with partners who initially came to the firm laterally after only a year or two out of law 
school are much more effective than those who came to the firm as a partner. 

 
Nationally, 74.6% of associates hired leave within seven years.  Minorities leave at a 
higher rate and for African Americans, the attrition rate is higher still. It is estimated that 
the same rate for African Americans approaches, and may exceed, 90%. African 
American associates feel that having a mentor is critical to getting on good cases and 
being recognized. 

 
 
C. African American Women:  Double Whammy 

According to “Visible Invisibility: Women of Color in Law Firms,” a report by The ABA 
Commission on Women in the Profession, women of color experience unique 
disadvantages based on race in addition to gender.  White women experience such events 
based on gender alone, men of color experience such events based on race alone, and 
white men have virtually no first-hand or personal experience with discrimination.  

Despite the efforts of law firms to expand diversity efforts, women lawyers of color in 
law firms nationwide, report a lack of networking and access to significant billable hours, 
being skipped over for client development opportunities and desirable assignments, and 
being subjected to demeaning comments or harassment and unfair performance 
evaluations.  

The statistics are compelling.  For example, 44 percent of women lawyers of color 
working in a large law firm reported that they had been passed over for desirable 
assignments, compared to 39 percent of white women, 25 percent of men of color and 
only 2 percent of white men.  Similarly, 62 percent of women of color disclosed that they 
had been excluded from formal and informal networking opportunities, compared to 60 
percent of white women, 31 percent of men of color and 4 percent of white men, and 31 
percent of women of color reported receiving at least one unfair performance evaluation, 
compared to 25 percent of white women, 21 percent of men of color and less than 1 
percent of white men. 
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D. THE MINORITY PARTNER 

Minority women constitute just 1.48% of partners in the nation’s major law firms and 
minority men account for just 3.53% of partners.  Although nonwhites now account for 
nearly twenty percent of new attorneys, they still make up less than four percent of 
partners at large law firms.  

 
Most commentators have blamed some combination of firm discrimination and minority 
disinterest for this disparity.  It has even been opined by one author that:  Large law firms 
use very large hiring preferences for African Americans, with the result that African 
Americans are overrepresented among firm hires (relative to their numbers among law 
graduates) and tend to have much lower grades than their white counterparts; the large 
preferences are plausibly linked to a variety of counterproductive mechanisms that 
cumulatively produce very high African American attrition from firms and consequently 
low partnership Rates; and Concludes that aggressive racial preferences at the law school 
and law firm level tend to undermine in some ways the careers of young attorneys of 
color and may, in the end, contribute to the continuing white dominance of large-firm 
partnerships.31 

 
Data on the Am Law 100 shows that nearly 96% of law firm partners in 2002 were white, 
but that over 20% of starting associates were nonwhite.  Data suggests that African 
American associates are far less likely to become partners at corporate firms than are 
whites hired at the same time. A reasonable inference from the NALP data is that this 
disparity is on the order of one to four—African Americans are one-fourth as likely as 
comparable whites in the same cohort of associates to become partners at large firms. 
 

Two-fifths of the African American associates say they plan to leave within the year.  
Attrition appears to be higher among all minority groups than among whites, but attrition 
effects are most devastating for African Americans. 

 
E. ST. LOUIS  

In 2005, minorities made up 11.4% of attorneys working at the country’s largest law 
firms, whereas in St. Louis, minorities made up 7% of lawyers working at St. Louis’s 
largest law firms, up from 6.5% in 2004.  Five of the largest law firms in St. Louis (Bryan 
Cave, Armstrong Teasdale, Husch & Eppenberger; Lewis, Rice & Fingerish & 
Thompson Coburn) employed 1,721 lawyers in 2005, 121 were minorities.  Of the 30 
firms that were surveyed, only 9 have a diversity policy listed on their websites. 

 
 

IV. CORPORATE CALL TO ACTION 

In 1999, Charles Morgan, then executive vice president and general counsel of BellSouth 
Corp., crafted and published a document commonly known as the Statement of Principle. 
The Statement was eventually signed by more than 500 general counsel and advocated 
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the importance of diversity in the workplace both from a business perspective and 
because it is the right thing to do.  

 
The Statement also served as notice to the law firms representing the signatory 
corporations that diversity would be an important consideration in the selection of outside 
counsel. The operative language in Morgan's Statement of Principle as it relates to law 
firms reads as follows: "We expect the law firms which represent our companies to work 
actively to promote diversity within their workplace. In making our respective decisions 
concerning selection of outside counsel, we will give significant weight to a firm's 
commitment and progress in this area."  

 
Considering the NALP research results, it would seem that, in spite of the well-
intentioned efforts of Charles Morgan and the other general counsel who signed the 
Statement of Principle, the law firms were not responding as expected or desired. Why? 
One reason might be that the Statement of Principle did not contain sufficient 
accountability measures. The Statement clearly evidenced the signatories' commitment to 
diversity in the profession and desire that their outside counsel equally commit, but there 
was little suggestion of what consequences the law firms might experience if they failed 
to meet the signatories' expectations.  

 
In 2004, Rick Palmore, the general counsel of Sara Lee Corp., drafted and circulated the 
Call to Action. This document specifically references the Statement of Principle and, like 
the Statement, acknowledges the importance of diversity to the business interests of 
corporate clients and calls for greater diversity among outside counsel. However, unlike 
the Statement of Principle, the Call to Action describes the consequences of both meeting 
the signatories' expectations and failing to do so. More than 100 major corporations are 
signatories to the Call to Action.  Firms that fail to perform in the area of diversity stand 
to find their work with the signatory client substantially reduced or eliminated altogether. 

 
A.   COMMITMENT STATEMENT 

 
 “As Chief Legal Officers, we hereby reaffirm our commitment to diversity in the legal 
profession. Our action is based on the need to enhance opportunity in the legal profession 
and our recognition that the legal and business interests of our clients require legal 
representation that reflects the diversity of our employees, customers and the 
communities where we do business. In furtherance of this renewed commitment, this is 
intended to be a Call to Action for the profession generally, in particular for our law 
departments, and for the law firms with which our companies do business. 
 
In an effort to realize a truly diverse profession and to promote diversity in law firms, we 
commit to taking action consistent with the referenced Call to Action. To that end, we 
pledge that we will make decisions regarding which law firms represent our companies 
based in significant part on the diversity performance of the firms. We intend to look for 
opportunities for firms we regularly use which positively distinguish themselves in this 
area. We further intend to end or limit our relationships with firms whose performance 
consistently evidences a lack of meaningful interest in being diverse.”  
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COMMISSION FINDINGS 
AND RESULTS 
 
 

 

 
 

Or Illusion?



 - 19 -

Commission Findings and Results 
 
LAW FIRMS     

 
 
 
The Commission invited the following firms to participate in the Survey: 
 

• Brown & Crouppen, P.C. 
• Fox Galvin, LLC 
• Gray, Ritter & Graham, P.C. 
• Hepler, Broom, MacDonald, Hebrank, True & Noce, LLC 
• Lathrop & Gage, L.C. 
• Schlichter Bogard & Denton LLP 
• Summers, Compton, Wells & Hamburg, P.C. 
• Blumenfeld Kaplan & Sandweiss, P.C. 
• Brown & James, P.C. 
• Carmody MacDonald P.C.  
• Evans & Dixon, L.L.C. 
• Herzog Crebs LLP 
• Lashly & Baer, P.C. 
• Moser and Marsalek, P.C. 
• Rabbitt, Pitzer & Snodgrass, P.C. 
• Sonnenschein Nath & Rosenthal LLP  
• Spencer Fane Britt & Browne LLP 
• Stinson Morrison Hecker LLP 
• The Stolar Partnership LLP 
• Williams Venker & Sanders, LLC 
• Armstrong Teasdale, LLP 
• Blackwell Sanders Peper Martin LLP  
• Bryan Cave LLP 
• Gallop, Johnson & Neuman LC 
• Greensfelder, Hemker & Gale, P.C. 
• Husch & Eppenberger, LLC 
• Lewis, Rice & Fingerish, L.C. 
• Polsinelli Shalton Welte Suelthaus PC 
• Sandberg, Phoenix & von Gontard, P.C. 
• Thompson Coburn LLP 

 
 



LAW FIRMS 
 
 
 
MOUND CITY BAR ASSOCIATION 
EMPLOYMENT COMMISSION 
DIVERSITY SURVEY RESULTS-LAW FIRMS 
 

Total 
Attorneys 

Total AA  
Attorneys 

AA  
Associates 

AA 
Partners/ 
Members 

AA Of 
Counsel/ 

Other 
Lawyer 

Brown & Crouppen, P.C.           
Fox Galvin, LLC 15 3 2 1 0 

Gray, Ritter & Graham, P.C.           

Hepler, Broom, MacDonald, Hebrank, True & Noce, LLC           

Lathrop & Gage, L.C.           

Schlichter Bogard & Denton LLP 15 0 0 0 0 
      

Summers, Compton, Wells & Hamburg, P.C.           

Blumenfeld Kaplan & Sandweiss, P.C.           
Brown & James, P.C.           

Carmody MacDonald P.C.            
Evans & Dixon, L.L.C.           

Herzog Crebs LLP           

Lashly & Baer, P.C.           
Moser and Marsalek, P.C.           

Rabbitt, Pitzer & Snodgrass, P.C. 43 1 1 0 0 
Sonnenschein 41 3 2 1 0 

Spencer Fane 32 2 0 1 1 
Stinson Morrison Hecker LLP* 25 1 1 0 0 

The Stolar Partnership LLP           

Williams Venker & Sanders, LLC           
Armstrong Teasdale LLP 180 6 3 2 1 

Blackwell Sanders Peper Martin LLP 90 4 1 2 1 
Bryan Cave LLP 259 7 4 2 1 

Gallop, Johnson & Neuman LC           

Greensfelder, Hemker & Gale, P.C.* 152 5 5 0 0 
Husch & Eppenberger, LLC 169 8 6 2 0 

Lewis, Rice & Fingerish, L.C.* 129 3 1 2 0 
Polsinelli Shalton Welte Suelthaus PC 77 5 4 0 1 

Sandberg, Phoenix & von Gontard, P.C.           
Thompson Coburn LLP 249 9 8 1 0 

 1476 57 38 14 5 

 Percent African American   3.86% 6.69% 2.73% 3.62% 
AA-African American 
* NALP Statistics African American Attorneys As of Feb. 1, 2006 
___  Did not complete survey  
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I. SMALL (1-24 attorneys) 
 
 
Fox Galvin, LLC 
 
Sherry Hurst, the Office Administrator, completed and returned the survey.  John Galvin was 
identified as the partner who serves as the primary mechanism for promoting diversity within the 
firm.  Below are the highlights of Fox Galvin’s diversity initiatives. 
 
Recruitment 
 
The office is small in size and does not recruit at any law schools.  The firm does make an effort 
to recruit candidates of color through law school placement administrators and other school 
related entities, recruits attorneys of color as lateral hires and refers law students and applicants 
of color for consideration to other firms. 
 
 
Hiring Initiatives 
 
Fox Galvin sponsored a scholarship for a high school female interested in pursing law as a career 
through the Mathews Dickey “Sky’s the Limit” program. 
 
The firm does not utilize summer interns or clerks. 
 
Fox Galvin does post openings through the Mound City Bar Association’s listserv and advertises 
in the MCBA newsletter. 
 
Mentoring & Retention 
 
The firm does not have a written mentorship program; however, all associates are assigned a 
mentor.  Fox Galvin also hosts bi-monthly continuing legal education programs which deal with 
client relations.   
 
The firm does hold exit interviews, however, they are done by a partner and the information is 
confidential. 
 
The firm works with attorneys of color to develop career advancement plans, introduces them to 
key clients, reviews their work assignments and hours billed to key clients matters to ensure 
inclusion and among other things, is working on strengthening the mentoring program. 
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Diversity Leadership and Strategic Plan  
 
The firm does not have a hiring/recruitment committee or a diversity committee, however, 
diversity is one of the considerations in composing committees within the firm.  Fox Galvin has 
included African American representation on the associate evaluation and management 
committees. 
 
Marketing 
 
The firm does make a concerted effort to publicize the presence of African American personnel 
and its commitment to diversity in the firms’ recruiting and marketing materials. 
 
Cultural Sensitivity and Training 
 
Fox Galvin has not participated in any diversity training, however, has encouraged its attorneys 
to attend diversity training seminars and/or continuing legal education seminars on topics of 
racial and ethnic sensitivity and diversity. 
 
Strengths / Barriers/Opportunities 
 
Fox Galvin’s attorney workforce is 20% African American, a number far greater than any other 
firm surveyed.  As a small firm, Fox Galvin lacks the resources or manpower to create diversity 
committees, recruit at African American law schools or participate in the minority clerkship 
program.  Nonetheless, the firm does an excellent job recruiting and hiring quality African 
American attorneys, despite its size and limited resources. 
 
Other 
 
Fox Galvin maintains that  taking advantage of the Mound City Bar Association network as an 
opportunity to improve its diversity initiatives in the upcoming year. 
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II. MEDIUM (25-60 attorneys) 
 
 
Rabbitt, Pitzer & Snodgrass, P.C. 
 
Angela M. Louis completed and returned the survey.  Priscilla Gunn was identified as the partner 
who serves as the primary mechanism for promoting diversity within the firm.  Below are the 
highlights of Rabbit Pitzer’s diversity initiatives. 
 
Rabbit Pitzer’s attorney workforce is 2.33% African American, a number well below the national 
average of 3.9% and the 3.2% average of the in St. Louis firms surveyed. Additionally, the 
2.33% is represented by one sole black associate. 
 
Recruitment 
 
Rabbit Pitzer does publicize a commitment to racial and ethnic diversity and is in the process of 
evaluating the criteria used to consider prospective candidates for employment to ensure that 
none disproportionately screen out African American prospects. 
 
The firm is also in the process of recruiting at regional and national law schools with significant 
numbers of African American law students, as well as, historically Black law schools. 
 
Hiring Initiatives 
 
Rabbit Pitzer does participate in the St. Louis Internship Program which provides opportunities 
to high school students with financial and other needs so that they can obtain summer internships 
in professional settings.  The firm does not participate in the St. Louis Minority Clerkship 
Program, but, in 2007, the firm started working with St. Louis University to start a summer 
internship program for students of color. 
 
Mentoring & Retention 
 
The firm has developed a mentoring program for African American associates, which goes 
beyond simply pairing an associate with a more senior associate or partner. 
 
The firm does conduct exit interviews, which consists of a sit down one-on-one with the Human 
Resource manager and the information gets passed through to the partners at monthly meetings. 
 
In order to reduce the attrition rate of African American attorneys, Rabbit Pitzer is taking the 
following steps, developing and/or supporting internal employee affinity groups, increasing 
and/or improving current work/life programs, putting an emphasis on diversity, introducing 
attorneys of color to key clients, strengthening mentoring program for all attorneys and providing 
a professional skills development program.   
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Diversity Leadership and Strategic Plan  
 
The firm admits that it is currently not doing well with communicating the link between diversity 
and business success to its partners.  It does not have a formal diversity committee and does not 
include African American representation on its hiring and management committees. 
 
Marketing 
 
The firm does not market or publicize the presence of African American personnel in the firm’s 
recruiting and marketing materials, and does not have a navigational link on its website which 
discusses the firm’s efforts at increasing diversity. 
 
Cultural Sensitivity and Training 
 
Rabbit Pitzer has not participated in any diversity training, however, has encouraged its attorneys 
to attend diversity training seminars and/or continuing legal education seminars on topics of 
racial and ethnic sensitivity and diversity. 
 
 
Sonnenschein Nath & Rosenthal LLP      
 
Kim Morgan, Marketing/Recruitment Coordinator, completed and returned the survey.  Helise 
Harrington and Kevin Chaous were identified as partners who serve as the primary mechanism 
for promoting diversity within the firm.  Dee Joyce-Hayes and Karen Jordan also serve as 
primary mechanisms for promoting diversity within the firm.  Below are the highlights of 
Sonnenschein’s diversity initiatives. 
 
Sonnenschein’s attorney workforce is 7.32% African American, a number which is nearly double 
the national average of 3.9% and the 3.2% average of the in St. Louis firms surveyed.  The firm 
has some good programs in place and can improve its raw number of 3 African Americans by 
incorporating some of the recommendations in this report in with the initiatives already in place. 
 
Recruitment 
 
The firm publicizes a commitment to racial and ethnic diversity and recruits as regional and 
national law schools with significant populations of African Americans, as well as, historically 
Black law schools.  The firm has not evaluated criteria used to evaluate prospects to determine 
whether such requirements serve to disproportionately screen out African American prospects 
because it has many African American applicants. The firm has identified and recruited students 
of color through law school placement administrators, faculty members, present or former 
summer clerks, law student organizations, and is in the process of recruiting attorneys of color as 
lateral hires. 
 
Sonnenchein also hosts a two-week intensive law school preparatory course exclusive to 
incoming students at Washington University.  The program is designed to help students who 
have experienced socio-economic challenges prepare for the rigors of law school.  
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Hiring Initiatives 
 
The firm participates in the Minority Clerkship program; a winter clerkship is available to 
successful participants in the minority clerkship program.  The 2006 minority summer clerk did 
receive an offer to return for the summer of 2007 or full-time employment. 
 
Mentoring & Retention 
 
Sonnenschein has a diversity mentoring program which goes beyond simply pairing a new 
associate with a more senior associate or partner and helps to ensure that African American 
associates receive quality work assignments, valuable networking opportunities, and the tools 
necessary to succeed at the firm.  The firm is in the process of encouraging attorney mentors to 
take on the task of mentoring with the same commitment and vigor as other assignments with 
evaluation ramifications. 
 
The firm encourages participation in bar association activities by paying for membership in one 
bar association for all attorneys and a second membership for diverse attorneys.   
 
Sonnenschein had one African American attorney who left the firm during the reporting period 
who left because he relocated to another city for family reasons.  The firm does conduct exit 
interviews, which are done by the firm’s Director of Diversity who substantially asks the same 
questions of all attorneys leaving.   
 
In order to reduce the attrition rate of African American attorneys, Sonnenschein is taking the 
following steps: developing and/or supporting internal employee affinity groups; 
increasing/reviewing compensation relative to competition; increasing and/or improving current 
work/life programs; working with attorneys of color to develop career advancement plans; 
introducing attorneys of color to key clients; reviewing work assignments and hours billed to key 
clients to ensure inclusion; strengthened mentoring program for all attorneys and providing a 
professional skills development program.   
 
Diversity Leadership and Strategic Plan  
 
The firm communicates the link between diversity and business success to its partners at 
partners’ weekend and in periodic office and practice group meetings, as well as, in the firm 
newsletter.   
 
In 2005, the firm formed a firm-wide Staff Diversity Committee.  And, in 2006, the Director of 
Diversity met with all practice group heads to identify potential issues and ensure follow-up.  
African Americans and all minority groups are represented on Sonnenchein’s hiring/recruiting 
and associate evaluation committees, as well as, the management committee. 
  
The firm also partnered with an African American-owned law firm in 2005 and 2006. 
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Marketing 
 
The firm makes a concerted effort to publicize the presence of African American personnel in 
the firm’s recruiting and marketing materials, and has a navigational link on its website which 
discusses the firm’s efforts towards increasing diversity, highlights the accomplishments of 
African American attorneys in the firm and actively solicits the resumes of African American 
law students and attorneys.   
 
The Director of Diversity is responsible for reviewing the firm’s marketing and recruiting 
materials discussing its diversity efforts and its commitment to increasing diversity within the 
firm. 
 
Cultural Sensitivity and Training 
 
A half-day of training for all Sonnenschein attorneys and non-legal staff and a full-day for all 
management was conducted by Mauricio Velasquez, President of the Diversity Training Group.  
The cost ranges between $2,000 and $5,000. 
 
Strengths / Barriers/Opportunities 
 
The firm maintains that its St. Louis office is small but inclusive of all attorneys which is a 
strength that it can build upon.  
 
The barrier the firm would like to overcome is that there is only one partner of color in the St. 
Louis office. 
 
Other 
 
Sonnenschein believes that the Mound City Bar Association could assist with networking 
opportunities and information on lateral attorneys of color. 
 
 
Spencer Fane Britt & Browne LLP  
 
Jennifer E. Kiely partially completed and returned the survey.  No one is identified as the partner 
who serves as the primary mechanism for promoting diversity within the firm.  Below are the 
highlights of Spencer Fane’s diversity initiatives. 
 
Spencer Fane’s attorney workforce is 6.25% African American, a number well above the 
national average of 3.9% and the 3.2% average of the in St. Louis firms surveyed.  However, this 
6.25% is represented by one sole black partner and one sole black associate.  
 
Spencer Fane did not complete the remainder of the survey because its formal diversity 
initiatives are still in the formative stages.  Some of the initiatives the firm has in the works 
include the possibility of establishing scholarships and clerkships earmarked for diverse 
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candidates.  According to Deirdre Gallagher, a partner and the diversity chair for the St. Louis 
office, Spencer Fane looks forward to reporting on its progress during the 2007 year. 
 
 
III. Large (61+ attorneys) 

 
 

Armstrong Teasdale, LLP 
 
Amit B. Shah and Debra S. Bollinger completed and returned the survey.  Amit B. Shah, Byron 
E. Francis, Stephen Jones and Daniel Nelson were identified as the partners who serve as the 
primary mechanism for promoting diversity within the firm.  Below are the highlights of 
Armstrong Teasdale’s diversity initiatives. 
 
Armstrong Teasdale’s (“Armstrong”) attorney workforce is 3.33% African American, a number 
below the national average of 3.9% and right in line with the 3.2% average of the in St. Louis 
firms surveyed.  The good news is Armstrong has the resources to improve its diversity efforts 
by implementing some of the recommendations in this report along with the initiatives already in 
place.   
 
Recruitment 
 
Armstrong is one of the nine firms surveyed that publicize a commitment to racial and ethnic 
diversity.  The firm already evaluates the criteria used for prospective candidates to ensure none 
disproportionately screen out African Americans, and intends to implement a formal diversity 
plan in 2007.  This diversity plan will include a proposal to recruit at law schools with significant 
numbers of African Americans, as well as, historically Black law schools. 
 
Also, as part of this plan, the firm plans to recruit attorneys of color as lateral hires and explore 
creating and/or supporting programs at St. Louis area schools offering tutorial assistance to 
African American students for standardized test-taking and other training needed to be successful 
in law school and the legal environment. 
 
During 2005-2006, Armstrong only interviewed one African American candidate for 
employment outside of its summer internship program, and in 2005 only extended one offer to an 
African American for a summer internship.  However, in 2006 this number improved from 1 to 
3. 
 
Hiring Initiatives 
 
Armstrong has created “The Armstrong Teasdale Michael C. Tramble Scholarship Fund” at the 
University of Missouri—College of Law which is dedicated to law students of color.  The firm 
also has been an active participant in the St. Louis Minority Clerkship program for 16 years. 
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Mentoring & Retention 
 
The firm is also in the process of developing a mentoring program for African American 
associates that goes beyond simply pairing an associate with a more senior associate or partner. 
 
In order to reduce the attrition rate of African American attorneys, Armstrong has developed 
and/or supports internal employee affinity groups, increased and/or improved current work/life 
programs, strengthened mentoring program for all attorneys and provides a professional skills 
development program.  As part of its diversity plan, the firm will look at increasing 
compensation relative to competition, adopting a dispute resolution process, emphasizing 
diversity, working with attorneys of color to develop career advancement plans, introducing 
attorneys of color to key clients and reviewing work assignments and hours billed to key clients 
to ensure inclusion. 
 
Diversity Leadership and Strategic Plan  
 
The firm does have a diversity committee which meets regularly for the purpose of devising, 
promoting and guiding the firm’s diversity programs, this will also be a focus of the upcoming 
diversity plan. 
 
Additionally, the firm regularly participates in the St. Louis Minority Clerkship Program, attends 
Washington University’s BLSA networking reception and attends Minority Clerkship Program’s 
networking event. 
 
There is African American representation on the hiring and management committees, but the 
firm does not have any formal arrangements with any African American owned law firms to 
further its diversity goals.  Armstrong does informally consider diversity in composing 
committees within the firm. 
 
Marketing 
 
The firm has a navigational link on its website which discusses the firm’s efforts towards 
increasing diversity, highlights the accomplishments of African American attorneys in the firm 
and actively solicits the resumes of African American law students and attorneys.  As part of its 
diversity plan, Armstrong will look into making a concerted effort to publicize the presence of 
African American personnel in the firm’s recruiting and marketing materials and working with 
leaders of African American law school organizations to recruit African American candidates. 
 
Cultural Sensitivity and Training 
 
Armstrong has not arranged for diversity training for its attorneys or encouraged them to attend 
diversity training seminars.  This is addressed on a case-by-case basis and is intended to be part 
of the proposed diversity plan. 
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Strengths / Barriers/Opportunities 
 
The firm maintains that  the top level support of its 2007 Diversity plan and existing network of 
relationships with minority leaders as strengths that it can build on.   
 
Some of the barriers the firm would like to overcome are keeping minority attorneys in the St. 
Louis area, drawing more minority attorneys from outside of St. Louis and increasing the 
enrollment of minority students in law schools.   
 
Blackwell Sanders Peper Martin LLP 
 
Judi Gonzalez, Legal Recruiting Manager, completed and returned the survey.  Chairman David 
A. Fenley and the Diversity Committee were identified as those who serve as the primary 
mechanism for promoting diversity within the firm.  Below are the highlights of Blackwell 
Sanders Peper & Martin’s diversity initiatives. 
 
Blackwell’s attorney workforce is 4.44% African American, a number which is quite low, 
despite it being slightly above the national average of 3.9% and the 3.2% average of the in St. 
Louis firms surveyed.  Nonetheless, the firm has good programs in place and can improve its 
diversity by incorporating some of the recommendations in this report in with the initiatives 
already in place.   
 
Recruitment 
 
Blackwell does publicize a commitment to racial and ethnic diversity and is in the process of 
evaluating the criteria used to consider prospective candidates for employment to ensure that 
none disproportionately screen out African American prospects. 
 
The firm does recruit at regional and national law schools with significant numbers of African 
American law students, as well as, historically Black law schools. 
 
Additionally, Blackwell has had a partnership with INROADS, Inc. since 1999 where the firm 
offers a two-summer INROADS internship to ethnically diverse students for the summer before 
their senior year in college and summer before their first year of law school.  There is also an 
opportunity to return the summer after their first year in law school as a summer associate. 
 
Blackwell did interview any attorneys for associate positions outside of its summer internship 
program.   
 
Hiring Initiatives 
 
The firm established or contributes to a scholarship program dedicated to law students of color at 
the University of Missouri-Columbia, University of Kansas and the University of Nebraska, and 
participates in the St. Louis Minority Clerkship Program.  
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Mentoring & Retention 
 
The firm is also in the process of developing a mentoring program for African American 
associates, which goes beyond simply pairing an associate with a more senior associate or 
partner. 
 
In order to reduce the attrition rate of African American attorneys, Blackwell is taking the 
following steps, developing and/or supporting internal employee affinity groups, 
increasing/reviewing compensation relative to competition, increasing and/or improving current 
work/life programs, adopting dispute resolution process, putting an emphasis on diversity, 
working with attorneys of color to develop career advancement plans, introducing attorneys of 
color to key clients and reviewing work assignments and hours billed to key clients to ensure 
inclusion, strengthened mentoring program for all attorneys and providing a professional skills 
development program.   
 
Diversity Leadership and Strategic Plan  
 
The firm communicates the link between diversity and business success to its partners through 
communication with the Chairman of the Firm and the Diversity Committee. 
 
The firm does have a firm-wide diversity committee in place, includes African American 
representation on its hiring, associate evaluation and management committees. 
 
Marketing 
 
The firm publicizes a brochure entitled “Diversity at Blackwell Sanders” to promote its 
committee to diversity and to assist in specifically recruiting attorneys of color, has a 
navigational link on its website which discusses the firm’s efforts towards increasing diversity 
and is in the process of contacting leaders of African American legal organizations to facilitate 
recruitment of African American students and attorneys. 
 
Cultural Sensitivity and Training 
 
Blackwell provides diversity training workshops to all attorneys by the Jones Diversity Group.  
In addition, all recruiting committee members participate in a presentation entitled “Diversity 
Interviewing Skills for Lawyers” by Management Team Consultants, Inc. 
 
Strengths / Barriers/Opportunities 
 
The firm maintains that  the ongoing presence and action of the firm-wide diversity committee, 
continued participation in local diversity programs and ongoing emphasis on recruiting diverse 
lateral candidates as strengths that it can build on.   
 
Some of the barriers the firm would like to overcome are the loss of candidates to larger 
metropolitan areas.   
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Opportunities the firm feels it can take advantage of are development of law school scholarships 
for minority students and the creation of pipeline connections with law schools that have a 
significantly diverse student body. 
 
 
Bryan Cave LLP 
 
Jennifer Sloop completed and returned the survey.  Lisa Martin, Irv Belzer, Betsy Bousquette, 
Evan Chuck, Pam Gates, Gabe Gore, William Hibsher, Mike McKinnis, Jeff Morof, Jay Nouss, 
Terry Pritchard, Michael Rosen, Coco Soodek, Bill Tate, Kira Watson and Frank Wolf were 
identified as partners who serve as the primary mechanism for promoting diversity within the 
firm.  Below are the highlights of Bryan Cave’s diversity initiatives. 
 
Bryan Cave’s attorney workforce is 2.70% African American, a number which is quite low, 
below both the national average of 3.9% and the 3.2% average of the in St. Louis firms surveyed.  
Nonetheless, the firm has good programs in place and can improve its diversity by incorporating 
some of the recommendations in this report with the initiatives already in place.   
 
Recruitment 
 
Bryan Cave has a firm-wide diversity committee which is considering a review of hiring criteria 
in connection with a new diversity effort.  The firm points out that their law school recruiting 
efforts of students of color have been successful. 
 
The firm recruits from regional and national law schools with significant populations of African 
Americans, as well as, historically Black law schools.  Although the firm has not created, nor 
supports programs at St. Louis Schools to provide African American students with intensive 
training in areas needed to succeed in law school and the legal profession, it indicates that it has 
sponsored and its lawyers participate in minority mentoring programs at local schools. 
 
Bryan Cave only interviewed two candidates for associate level positions in 2005 and none in 
2006.  Although, it did extend four offers to African American candidates each of those years, 
which included candidates from its summer associate program. 
 
Hiring Initiatives 
 
The firm has participated in the St. Louis Minority Clerkship program since its inception and is 
currently developing plans for diversity scholarships at Missouri law schools, which will include 
paid internship opportunities. 
 
Within the St. Louis Minority Clerkship program, Bryan Cave organized a ‘boot camp’ of mock 
interviews and training programs.  The firm interviews every applicant whose resume they 
receive from the law schools during a one-day job fair event. 
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Mentoring & Retention 
 
Bryan Cave does not have a mentoring program specifically for African American associates, but 
does have mentoring and training programs that are available to all attorneys.  The firm does 
have evaluation ramifications tied to an attorney’s commitment to mentoring. 
 
The firm does conduct exit interviews, which consists of professional development personnel 
meeting with the departing lawyer.  The information from such sessions is considered valuable 
and is used to improve their hiring, training and development programs across the firm. 
 
In order to reduce the attrition rate of African American attorneys, Bryan Cave is taking the 
following steps: developing and/or supporting internal employee affinity groups; 
increasing/reviewing compensation relative to competition; increasing and/or improving current 
work/life programs; putting an emphasis on diversity; introducing attorneys of color to key 
clients; reviewing work assignments and hours billed to key clients to ensure inclusion; 
strengthened mentoring program for all attorneys and providing a professional skills 
development program.  The firm also continues to seek out opportunities to add senior level 
lawyers of color to the firm to increase the depth and strength of its client service as well as 
broaden the mentoring network for its diverse lawyers. 
 
Diversity Leadership and Strategic Plan  
 
The firm communicates the link between diversity and business success to its partners through 
the diversity committee and the chairman at the annual partners’ retreat. 
 
In 2005, the firm created a sub-committee of the Executive Committee to establish a diversity 
plan.  In 2006, a formal firm-wide Diversity Committee was established which includes 
members of the Executive Committee. 
 
Bryan Cave does include African American representation on its hiring/recruiting committee, but 
not the management committee. 
 
Marketing 
 
The firm makes a concerted effort to publicize the presence of African American personnel in 
the firm’s recruiting and marketing materials, and has a navigational link on its website which 
discusses the firm’s efforts towards increasing diversity, highlights the accomplishments of 
African American attorneys in the firm and actively solicits the resumes of African American 
law students and attorneys.   
 
Cultural Sensitivity and Training 
 
Bryan Cave has not conducted any diversity training facilitated by an outside consultant, but 
does encourage its attorneys to attend diversity training seminars. 
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Strengths / Barriers/Opportunities 
 
The firm maintains that  its strong diverse summer associate classes as a strength that will lead 
them to increasing the diversity in its lawyer populations.   
 
Some of the barriers the firm would like to overcome are the drying pipeline of diverse students 
in the state of Missouri and would like to assist in finding a solution to this problem.   
 
Opportunities the firm feels it can take advantage of are the skills and experience of a consultant 
who specializes in law firm diversity issues, whom will be used to develop a broad diversity 
initiative. 
 
Other 
 
Bryan Cave believes that the Mound City Bar Association could assist it in learning more about 
scholarship programs that the firm can create at Missouri law schools. 
 
 
Husch & Eppenberger, LLC      
 
Ciana LaGrone, Law Student Recruiter, completed and returned the survey.  Maury Poscover, 
Shirley Padmore-Mensah, Bruce Campbell, Christian Mullgardt and Carrie Hermeling were 
identified as partners who serve as the primary mechanism for promoting diversity within the 
firm.  Ciana LaGrone also serves as primary mechanisms for promoting diversity within the firm.  
Below are the highlights of Husch’s diversity initiatives. 
 
Husch’s attorney workforce is 4.73% African American, a number which is above the national 
average of 3.9% and the 3.2% average of the in St. Louis firms surveyed.   
 
Recruitment 
 
The firm does a resume drop at Howard University School of Law.  In 2006, Husch interviewed 
approximately eight African American candidates in the office and approximately twelve on-
campus or at job fairs.  Of those twelve, six were called back, three offers were extended and two 
were accepted. 
 
Hiring Initiatives 
 
The firm participates in the Minority Clerkship program in addition to other regional diversity 
programs, but has no substantial hiring initiatives specifically geared towards African 
Americans.  The candidate the firm hired through the Minority Clerkship program in 2006 was 
not African American, but was offered a permanent position. 
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Mentoring & Retention 
 
Husch does have a training program and a peer mentoring program, however, no programs are 
targeted at minority attorneys. 
 
The firm does not conduct exit interviews; information concerning the reason for the departure is 
usually exchanged on a more informal basis when they give notice of their departure. 
 
In order to reduce the attrition rate of African American attorneys, Husch is taking the following 
steps: working with all attorneys to develop career advancement plans; introducing attorneys of 
color to key clients; strengthened mentoring program for all attorneys and providing a 
professional skills development program.   
 
Diversity Leadership and Strategic Plan  
 
The firm communicates the link between diversity and business success to its partners through 
the hiring committee’s report to the management committee twice a year on the subject of 
diversity. 
 
Husch includes African American representation on its hiring/recruiting and associate evaluation 
committee, but not the management committee.  However, attorneys of color are responsible for 
lateral hiring and associate management. 
  
Marketing 
 
The firm makes a concerted effort to publicize the presence of African American personnel in 
the firm’s recruiting and marketing materials, and has a navigational link on its website which 
discusses the firm’s efforts towards increasing diversity, highlights the accomplishments of 
African American attorneys in the firm and actively solicits the resumes of African American 
law students and attorneys.   
 
Cultural Sensitivity and Training 
 
Husch has not conducted diversity training facilitated by an outside consultant and has not 
encouraged its attorneys to attend diversity seminars and continuing legal education programs 
because all diversity training and racial and ethnic sensitivity and diversity programs are handled 
informally in-house. 
  
Strengths / Barriers/Opportunities 
 
The firm maintains that  its efforts to hire and retain minority candidates as a strength to build 
on.   
 
A barrier the firm would like to overcome is the difficulty in selling St. Louis to minority 
candidates. 
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An opportunity the firm feels it can take advantage of is participating in diversity initiative 
programs in the St. Louis area. 
  
Other 
 
Husch welcomes any information from the Mound City Bar Association concerning diversity 
initiatives. 
 
 
 
 
Polsinelli Shalton Welte Suelthaus PC 
 
Kelly Green, Director of Recruiting, completed and returned the survey.  Chairman of the Firm, 
Russ Welsh and Chairs of the Diversity Committee, Ari Bai, Jay Dobbs and Gerry Brenneman 
were identified as partners who serve as the primary mechanism for promoting diversity within 
the firm, along with Kelly Green.  Below are the highlights of Polsinelli’s diversity initiatives. 
 
Polsinelli’s attorney workforce is 5.75% African American, a number which is above the 
national average of 3.9% and the 3.2% average of the in St. Louis firms surveyed.  Nonetheless, 
this number is still below the national average of 6.6% African Americans graduating from law 
school.  Nonetheless, the firm has good programs in place and can improve its diversity by 
incorporating some of the recommendations in this report with the initiatives already in place. 
 
Recruitment 
 
The firm publicizes a commitment to racial and ethnic diversity, recruits as regional and national 
law schools with significant populations of African Americans, as well as, historically Black law 
schools.  The firm is in the process of identifying and recruiting students of color through law 
school placement administrators, faculty members, present or former summer clerks, law student 
organizations, and as lateral hires. 
 
In reviewing candidate resumes, Polsinelli looks at the whole person which includes grades, 
leadership, work experience, and extra-curricular activities.  The firm had three offers accepted 
by African American candidates as associates in 2006.  
 
Hiring Initiatives 
 
The firm participates in the Minority Clerkship program and has contributed to a scholarship 
program dedicated to law students of color at Saint Louis University, Washington University, 
University of Missouri-Columbia, University of Missouri-Kansas City, University of Kansas and 
Washburn University.  At each law school, a first-year law student is awarded $7,500 each year 
for three years if they maintain good academic standing. 
 
Polisinelli has and continues to make a concerted effort to improve the diversity of the firm by, 
in addition to the items listed above, participating in INROADS, sponsoring banquets and 
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conducting outreach with diverse law student associations, participating in the Cook County Bar 
Association Minority Job Fair, the Heartland Diversity Job Fair, the Kansas City Minority Bar 
Association Minority Clerkship program. 
 
Mentoring & Retention 
 
Polsinelli has a diversity mentoring program which goes beyond simply pairing a new associate 
with a more senior associate or partner and helps to ensure that African American associates 
receive quality work assignments, valuable networking opportunities, and the tools necessary to 
succeed at the firm.   
 
The firm does conduct exit interviews done both by human resources and department chairs.  As 
a result, the firm has learned about relationship issues which affect minorities but are not only 
related to minority lawyers. 
  
In order to reduce the attrition rate of African American attorneys, Polsinelli is taking the 
following steps: developing and/or supporting internal employee affinity groups; increasing 
and/or improving current work/life programs; and providing a professional skills development 
program.   
 
Diversity Leadership and Strategic Plan  
 
The firm has conducted and/or sponsored several diversity meetings and training sessions which 
have discussed the link between diversity and business success. 
  
In 2006, the firm formed a Diversity Committee, which is chaired by the President/Managing 
Partner of the firm and meets monthly to review progress and implement new goals.  Polsinelli 
developed an intra-firm strategic plan intended to increase African American representation 
within the firm and includes African American representation on its hiring/recruiting and 
associate evaluation committee, but not the management committee. 
 
Marketing 
 
Polsinelli uses actual attorneys at the firm in some of the marking materials, including diverse 
attorneys and recently developed marketing materials specifically highlighting their commitment 
to diversity. 
 
They have a navigational link on their website to the “Diversity Initiatives” and “Diversity 
Statement” of the firm.  
 
The firm has also sponsored African American law student organization events at area law 
schools and has conducted outreach with some of these groups.  The firm has reviewed its 
marketing and recruitment materials and discussed its diversity efforts and its commitment to 
increasing diversity within the firm in its marketing materials. 
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Cultural Sensitivity and Training 
 
In the Spring of 2006, all of Polsinelli’s attorneys participated in a workshop presented by 
nationally recognized trainer, Mauricio Velasquez, President of the Diversity Training Group.  
An additional workshop was conducted for Practice Group Chairs that focused on Recruiting, 
Mentoring, Supervising, and Retaining Minority Lawyers. 
  
Strengths / Barriers/Opportunities 
 
The firm maintains that  its scholarship program and commitment to recruiting and retaining 
diverse attorneys as strengths to build on.   
 
Some of the barriers the firm would like to overcome are the recruiting challenge created by the 
discrepancy between the percentage of minority attorneys in the community versus the 
community as a whole and retaining minority attorneys given their many options. 
 
Opportunities the firm feels it can take advantage of are the significant strides it has already 
made and the commitment of the firm to improving diversity. 
 
Other 
 
Polsinelli believes that the Mound City Bar Association could assist with outreach to the 
community as a whole to encourage more minorities to enter the legal profession and efforts to 
make St. Louis an attractive career choice for those in the profession. 
 
The firm admits that their efforts to improve diversity are ongoing, but they are encouraged by 
their recent accomplishments.  In 2005, the ethnic diversity of the firm was 2.4% and today it is 
8.8%.  In 2006, Polsinelli received the Jackson County Bar Association’s 2006 Pyramid of 
Diversity Award for its efforts to promote diversity. 
 
 
Thompson Coburn LLP 
 
Michelle A. Martin, Associate Development and Diversity Manager, completed and returned the 
survey.  Managing Partner, Thomas Minoque, Diversity Committee Chair, Roman Wuller, 
Pamela Meanes, Anthony Anderson, Evan Raskas Goldfarb, Dudley Vonn Holt, David Lander, 
Catherine Schroeder, Steven Sherman and Susan Werstak were identified as partners who serve 
as the primary mechanism for promoting diversity within the firm.  Andy Harber, Director of 
Human Resources and Michelle A. Martin also serve as primary mechanisms for promoting 
diversity within the firm.  Below are the highlights of Thompson Coburn’s diversity initiatives. 
 
Thompson Coburn’s attorney workforce is 3.61% African American, a number which is just 
slightly above the national average of 3.9% and the 3.2% average of the in St. Louis firms 
surveyed.  Nonetheless, the firm has good programs in place and can improve its diversity by 
incorporating some of the recommendations in this report with the initiatives already in place. 
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Recruitment 
 
The firm publicizes a commitment to racial and ethnic diversity, has evaluated criteria used to 
evaluate prospects to determine whether such requirements serve to disproportionately screen out 
African American prospects and recruits at regional and national law schools with significant 
populations of African Americans, as well as, historically Black law schools.  The firm does not 
refer law students or attorney applicants of color for consideration to other firms and has not 
created, nor supports programs at St. Louis Schools to provide African American students with 
intensive training in areas needed to succeed in law school and the legal profession. 
 
Thompson Coburn interviewed thirteen African American candidates for associate positions in 
2005 and thirty-three in 2006, making 2 offers in 2005 and 12 in 2006.  
 
Hiring Initiatives 
 
The firm participates in the Minority Clerkship program and has contributed to the Lloyd Gaines 
Scholarship at University of Missouri-Columbia, St. Louis University Black Law Students’ 
Association’s Casino Night Scholarship and the MCBA Scovel Richardson Scholarship. 
 
Although there is not an established winter clerkship program, the firm will do clerkships if a 
student is interested in working during the school year. 
 
Mentoring & Retention 
 
Thompson Coburn has a diversity mentoring program which goes beyond simply pairing a new 
associate with a more senior associate or partner and helps to ensure that African American 
associates receive quality work assignments, valuable networking opportunities, and the tools 
necessary to succeed at the firm.  The firm does have evaluation ramifications tied to an 
attorney’s commitment to mentoring. 
 
The firm does conduct exit interviews, which consists of questions designed to determine why an 
attorney is leaving the firm.  According to its own statistics, the majority of attorneys leave for 
in-house or public service positions, or to go to another law firm. 
 
In order to reduce the attrition rate of African American attorneys, Thompson Coburn is taking 
the following steps: developing and/or supporting internal employee affinity groups; 
increasing/reviewing compensation relative to competition; increasing and/or improving current 
work/life programs; adopting dispute resolution process; putting an emphasis on diversity; 
working with attorneys of color to develop career advancement plans; introducing attorneys of 
color to key clients; reviewing work assignments and hours billed to key clients to ensure 
inclusion; strengthened mentoring program for all attorneys and providing a professional skills 
development program.  The firm also continues to seek out opportunities to add senior level 
lawyers of color to the firm to increase the depth and strength of its client service as well as 
broaden the mentoring network for its diverse lawyers. 
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Diversity Leadership and Strategic Plan  
 
The firm communicates the link between diversity and business success to its partners through 
the diversity training, development of a diversity committee consisting of both equity and non-
equity partners, management committee partner, associates and diversity task teams. 
 
In 2005, the firm formed a Standing Diversity Committee, which meets regularly. Thompson 
Coburn includes African American representation on its hiring/recruiting and associate 
evaluation committee, but not the management committee. 
 
The firm also partnered with four African American-owned law firms in 2005 and three in 2006, 
three of which were St. Louis law firms. 
 
Marketing 
 
The firm makes a concerted effort to publicize the presence of African American personnel in 
the firm’s recruiting and marketing materials, and has a navigational link on its website which 
discusses the firm’s efforts towards increasing diversity, highlights the accomplishments of 
African American attorneys in the firm and actively solicits the resumes of African American 
law students and attorneys.   
 
Cultural Sensitivity and Training 
 
Thompson Coburn has conducted diversity training facilitated by an outside consultant, 
Innovations International, who conducted a firm-wide cultural survey and training.  Over 90% of 
their attorneys participated in four hours of training and the Diversity Committee participated in 
an additional eight hours of training.  After the training and survey, subgroups were formed to 
strategize and implement the diversity initiatives.   
 
Strengths / Barriers/Opportunities 
 
The firm maintains that  its broadly inclusive Diversity Committee, the use of a diversity 
consultant, its internal diversity mentoring program, its participation in regional diversity hiring 
programs and leadership role in developing the St. Louis Minority Clerkship Program as 
strengths to build on.   
 
Some of the barriers the firm would like to overcome are maintaining a level of focus on all the 
firm’s initiatives. 
 
Opportunities the firm feels it can take advantage of are the addition of a Manager of Associate 
Development and Diversity which will allow the firm to increase its focus on diversity 
initiatives.  
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Other 
 
Thompson Coburn believes that the Mound City Bar Association could assist by sharing best 
practices, keeping a continued open dialogue and inclusion in MCBA initiatives. 
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GOVERNMENT AGENCIES  
 
 
The Commission invited the following entities to participate in the Survey: 
 

• Missouri Public Defender’s Office 
• Missouri Attorney General’s Office 
• St. Louis Circuit Attorney’s Office 
• St. Louis County Prosecutor’s Office 
• St. Louis City Counselor’s Office 
• St. Louis County Counselor’s Office 
• United States Attorney for the Eastern District of Missouri 
• National Association of State PIRGs 

 
Only the St. Louis Circuit Attorney, the St. Louis City Counselor, the St. Louis County Prosecutor 
and the St. Louis County Counselor’s offices completed the survey.  The Missouri Public Defenders 
Office provided some state-wide statistics and nothing further.  The U.S. Attorney was prevented by 
the Justice Department from responding to the survey.  The Missouri Attorney General’s Office and 
National Association of State PIRGs did not respond in any way. 
 

 

 

MOUND CITY BAR ASSOCIATION 
EMPLOYMENT COMMISSION 
DIVERSITY SURVEY RESULTS- 
 

GOVERNMENT AGENCIES 

Total 
Attorneys 

Total AA 
Attorneys 

AA 
Attorneys 
w/less than 
five years 
experience 

AA Non-
supervisory 
Attorneys 

w/more than 
five years 
experience 

AA 
Supervisory 
Attorneys/  

Division Heads 

Circuit Attorney’s Office-City of St. Louis 69 6 4 0 2 
City of St. Louis Public Defender’s Office           
St. Louis City Counselor’s Office 37 4 0 3 1 
St. Louis County Prosecutor’s Office  50 4  1  3  0  
St. Louis County Public Defender’s Office           
Office of the County Counselor 21 3 1 2 0 
Missouri Attorney General's Office-St. Louis           
United States Attorneys Office-St. Louis           
National Association of State PIRGs* 27 0       
  204 17 6 8 3 
   8.33% 8.22% 11.94% 7.5% 
AA-African Amercian 
* NALP Statistics African American Attorneys As of Feb. 1, 2006 
___  Did not complete survey  
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GOVERNMENT AGENCIES  
 
 
City of St. Louis Circuit Attorney’s Office 
 
Circuit Attorney Jennifer M. Joyce completed and returned the survey.  Jennifer M. Joyce, Pippa 
Barrett and Trent Mitchell are identified as the lead attorneys who serve as the primary 
mechanism for promoting diversity within the organization.  Berlin Madison also serves as 
primary mechanism for promoting diversity within the organization.  Below are the highlights of 
the City of St. Louis Circuit Attorney’s Office’s diversity initiatives. 
 
The City of St. Louis Circuit Attorney’s Office’s attorney workforce is 8.7% African American.   
 
Recruitment 
 
In 2004, the Circuit Attorney’s Office created a Diversity Strategy.  This Strategy has been 
modified each year to adapt to the changing marketplace.  A central feature of the Diversity 
Strategy is the office’s efforts in recruiting minority law students.  The Circuit Attorney’s Office 
targets regional law schools to generate enthusiasm regarding public service and the law.  The 
office has established relationships with BALSA organizations and law school administrations.  
Jennifer Joyce personally attends and speaks at events sponsored by these organizations, with a 
goal of encouraging students to choose public service as a career.  The Circuit Attorney’s Office 
primarily targets regional law schools due to the lack of funds to recruit at the national law 
schools.  The office has been in some contact, however, with representatives from Florida A&M, 
North Carolina Central, Southern University, Texas Southern University and Howard University 
in an attempt to begin establishment of relationships with these law school administrations. 
 
In 2004 and 2005, the Circuit Attorney’s Office conducted an internal diversity survey to 
determine if any obstacles of continuing legal education programs were standing in the way of 
the success of the African Americans at the office.  African Americans in all categories of the 
office were interviewed and a summary of their comments were provided to the executive 
management.  Goals and objectives based on this survey data were included in the Diversity 
Strategy.  The office conducts annual employee surveys which measure, among other things, the 
value of diversity in the office.   
 
The Circuit Attorney is a long time member of MCBA.  Several members of the office are active 
in the organization.  The Circuit Attorneys’ Office is also spearheading the development of a St. 
Louis Chapter of the National Black Prosecutor’s Association. 
 
Hiring Initiatives 
 
The Circuit Attorney’s office has limited financial resources and cannot sponsor scholarship 
programs or paid internships.  Nevertheless, the Circuit Attorney’s Office has a very active and 
sought after internship program.  Each year applications far exceed available positions.  These 
internships provide excellent experience and a pool of potential candidates who are regularly 
hired as attorneys once licensed.  
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Mentoring & Retention 
 
The Circuit Attorney’s office has limited financial resources and cannot sponsor scholarship 
programs or paid internships.  Nevertheless, the Circuit Attorney’s Office has a very active and 
sought after internship program.  Each year applications far exceed available positions.  These 
internships provide excellent experience and a pool of potential candidates who are regularly 
hired as attorneys once licensed.  
 
Diversity Leadership and Strategic Plan  
 
Increasing diversity in the Circuit Attorney’s office is an important goal.  The office 
communicates this in employee surveys, recruitment efforts, office staff meetings, the DPR 
program and in the promotion process.   
 
Currently the office has two executive staff level managers focused on diversity for the entire 
organization.  However, several members of the attorney staff have taken a personal interest in 
helping to recruit a more diverse attorney staff.  An African American Team Leader is involved 
in the interview process for any Team Leader vacancies.   
 
Attorneys of color are part of the Circuit Attorney’s leadership team but not part of the executive 
management team at this time.   
 
Marketing 
 
For security reasons, the Circuit Attorney’s Office does not disclose any current attorney names 
on marketing material or on the office website.  However, former African American prosecutors 
are prominently featured in the office’s recruiting brochure.  The office is in the process of 
building a new website that will promote diversity. 
 
Cultural Sensitivity and Training 
 
The Circuit Attorney’s Office has retained a consultant who has been working with the office to 
promote diversity in the organization.  Staff-wide diversity training is planned for the summer of 
2007, resources permitting.   Periodic diversity and sensitivity training sessions have been 
conducted by managers in the office in small group settings.  The International Institute 
conducted office-wide cultural sensitivity training for the office in 2006. 
 
Strengths / Barriers/Opportunities  
 
A culture of teamwork, great work/life flexibility, excellent training and meaningful work make 
the Circuit Attorney’s Office a competitive employer.  The obstacles that the office faces are 
continuing legal education programs of below-market salaries, little or no resources to devote to 
recruiting, and the perception held by some that civil work is more prestigious than criminal 
legal work.   
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St. Louis City Counselor’s Office  
 
St. Louis City Counselor Patricia Hageman completed and returned the survey.  Patricia 
Hageman is identified as the lead attorney who serves as the primary mechanism for promoting 
diversity within the organization.  Judith Ronzio and Craig Higgins are Diversity Counselors 
who also serve as primary mechanisms for promoting diversity within the organization.  Below 
are the highlights of the St. Louis City Counselor Office’s diversity initiatives. 
 
The St. Louis City Counselor Office’s attorney workforce is 10.81% African American.   
 
Recruitment 
 
The City Counselor’s office has adopted a commitment to racial and ethnic diversity.  They 
routinely evaluate criteria used to evaluate prospects to determine whether such requirements 
serve to disproportionately screen out African American prospects. 
 
The office does not recruit law students or lateral attorneys.  Because the City Counselor’s Office 
is a civil service position, applicants are pre-screened by the City Personnel Department and 
three final candidates are given to the City Counselor from which to select the new hire. 
 
Hiring Initiatives 
 
Since all hiring is done through the City’s Personnel Office, the City Counselor’s Office does not 
have any independent hiring initiatives. 
 
Mentoring & Retention 
 
No mentoring and retention initiatives were described in the survey.  The City Counselor 
personally conducts all attorney exit interviews.  The primary reason for attorney departure is 
because the pay of the City Counselor’s office cannot compete with the private sector even 
though the nature and quality of work must compete with the private sector. 
 
Diversity Leadership and Strategic Plan  
 
The office has two diversity counselors and has participated in diversity training. Diversity is one 
of the considerations in composing committees within the organization. 
 
Marketing 
 
(See “Recruitment” above). 
 
Cultural Sensitivity and Training 
 
The City Counselor’s Office encourages its attorneys and legal professionals to attend diversity 
training seminars. 
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Strengths / Barriers/Opportunities 
 
The City Counselor’s office, while small by some standards, offers a collegial and gender diverse 
atmosphere with a pleasant working environment.  The attorney staff is not as racially diverse as 
they would like, yet the diversity has grown over the years as has the diversity of City 
government in general.  The primary challenge is the retention of highly qualified attorneys.  
Retention can be difficult because of limited salary resources. 
 
 
Office of the County Counselor  
 
St. Louis County Counselor Patricia Redington completed and returned the survey.  Patricia 
Redington is identified as the lead attorney who serves as the primary mechanism for promoting 
diversity within the organization.  Below are the highlights of the County Counselor’s diversity 
initiatives. 
 
The Office of the County Counselor’s attorney workforce is 15.79% African American.   
 
Recruitment 
 
The office is small in size and does not generally promulgate formal policies such as a formal 
commitment to racial diversity.  The only criterion for hiring is that the applicant be licensed to 
practice law in Missouri.  The office does not recruit at any law schools, and they rarely hire 
laterally.  St. Louis County has reduced the office’s allowed attorney positions in recent years. 
 
Hiring Initiatives 
 
There are no paid internships or clerkships at the County Counselor’s Office.  The office 
routinely contacts MCBA and requests publication of any attorney vacancies. 
 
Mentoring & Retention 
 
There are no specific mentoring programs for new attorneys at the County Counselor’s Office.  
The small size of the organization permits effective informal training and assistance.  The office 
provides paid administrative leave for attorneys to participate in bar association, community 
mentoring, networking or leadership training programs developed in conjunction with minority 
attorney associations.   
 
The organization conducts exit interviews by both the Personnel department and the County 
Counselor personally.  Thus far, these interviews have not yielded much information since 
people are very general in their remarks. 
 



 - 46 -

Diversity Leadership and Strategic Plan  
 
There are no formal committees in the County Counselor’s office, including no hiring, 
management or attorney evaluation committees. 
 
Marketing 
 
The County Counselor’s Office does not engage in any marketing activities and does not recruit 
at law schools. 
 
Cultural Sensitivity and Training 
 
The organization encourages its attorneys to attend diversity training seminars and continuing 
legal education programs on the topics of racial and ethnic sensitivity and diversity. 
 
Strengths / Barriers/Opportunities 
 
The County Counselor’s office has an institutional commitment to non-discrimination in 
employment opportunities and a commitment to having diversity in the workforce.  Further 
diversification of the office is low turnover among attorneys with significant seniority.  This has 
the effect of reducing promotions in general. 
 
 
St. Louis County Prosecutor’s Office  
 
St. Louis County Prosecutor Robert McCulloch completed and returned the survey.  Robert 
McCulloch is identified as the lead attorney who serves as the primary mechanism for promoting 
diversity within the organization.  Below are the highlights of the St. Louis County Prosecutor’s 
Office diversity initiatives. 
 
The St. Louis County Prosecutor’s  Office attorney workforce is 8.0% African American.   
 
Recruitment 
 
The office has no specifically targeted minority recruitment initiatives.  However, they do 
participate in numerous job fairs annually. 
 
Hiring Initiatives 
 
The County Prosecutor’s Office does not have a paid internship program.  Law students intern on 
a volunteer basis, usually in connection with one of the area law schools. 
  
All attorney hiring is governed by the Civil Service rules of St. Louis County. 
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Mentoring & Retention 
 
The County Prosecutor’s office does not have a formal mentoring program. 
 
Civil service rules govern employee polices. 
 
The County Personnel office conducts all exit interviews pursuant to civil service rules. 
 
Diversity Leadership and Strategic Plan  
 
County Prosecutor Robert P. McCulloch serves as the primary mechanism for promoting 
diversity within the organization.  There are no diversity committees or task forces.  There are no 
attorneys of color in management. 
 
Marketing 
 
Civil service rules govern hiring and recruitment.  Consequently, the County Prosecutor’s Office 
does not engage in any marketing.  
 
Cultural Sensitivity and Training 
 
The St. Louis County Government has personnel programs open to all employees, including 
diversity training seminars. 
 
Strengths / Barriers/Opportunities  
 
The St. Louis County Prosecutor’s Office enjoys high employee job satisfaction and low 
turnover.   The organization’s attorney salaries, while significantly lower than private practice, 
are the highest in the State for prosecuting attorneys. 
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PANEL   
 
 

 
 

MCBA Employment Commission Panel Discussion 
 
 
 

 
 

MCBA Employment Commission Panel Members: L-R, Jennifer Joyce, Roman Wuller, Patti Hageman, 
Gabriel Gore, Mark Darrell, Kristine Kraft and Karen Jordan 
 
 

 
                                            

                                                            MCBA Members at Employment Commission Panel Discussion 
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On April 25, 2007, the Mound City Bar Association Employment Commission held a panel 
discussion to address the topics raised by the surveys sent to the law firms and government 
agencies mentioned above.  The panelists consisted of some of those who responded to the 
survey.  The law firms of Bryan Cave, Thompson Coburn, Sonnenschein and Schlichter, Bogard 
& Denton, as well as government agencies: the City of St. Louis Circuit Attorney’s Office and 
City of St. Louis Counselor’s Office were represented on the panel.  Additionally, Mr. Mark 
Darrell, general counsel for Laclede Gas Group, participated in the discussion regarding 
“Corporate Call to Action.”   
 
The panel discussion topics mirrored those of the survey.  We began with the topic of 
recruitment and hiring of African American attorneys.  African Americans make up 6.6% of law 
school graduates from ABA accredited law schools, but only account for 3.9% of attorneys 
working in the legal profession, a number that is on the decline. 
 
Based on the statistics we received from the 30 law firms and 9 government agencies in St. 
Louis that we surveyed, African Americans make up 3.2% of attorneys in law firms and 8.4% of 
those working for government agencies. 
 
The St. Louis Minority Clerkship Program  
 
When asked about specific recruitment tools used to recruit African American attorneys, many of 
the panelists referred to the St. Louis Minority Clerkship Program.  The St. Louis Minority 
Clerkship Program was developed during the 1990s, an effort made to increase diversity in St. 
Louis law firms by placing minority law students from St. Louis University, Washington 
University and University of Missouri-Columbia law schools in summer jobs at St. Louis law 
firms and corporations.  
 
When looking at the program today, more than fifteen years after its inception, I struggle to see 
that the effort had any impact on increasing the numbers of minorities in St. Louis law firms, 
which was certainly a goal of the program.  There are several fundamental problems with the 
program itself.  First, it gives a false sense to first-year minority law students that they should put 
all of their eggs in this one basket when looking for a summer position.  Many minority law 
students fail to participate in the regular on-case interviewing process or to tap into any other job 
search resources.  Instead, they sign-up for the program and wait to get an offer.  Who is at fault 
for this?  The responsibility certainly belongs to multiple parties, the students should know better 
than to focus on one means to reach a goal, but on the other hand, the school career 
administrators who facilitate the program should make the students aware of all of their options, 
as well as, inform the students of the statistics regarding obtaining a position through the 
program.   
 
Another problem with the program lies with the participating firms and companies.  The program 
was created in such a way that employers are required to focus on other measures of applicants 
outside of their grades and class rank because the applicants are not required to divulge this 
information.  Unfortunately, most times, employers are not willing to “take that chance” and hire 
a summer associate without knowing this information, and look for minority candidates who 
meet their academic criteria whom have applied for employment through means other than the 
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clerkship program and request that they interview through that program to fill their “quotas.”  
This practice completely undermines the integrity and purpose of the program and shows that 
those employers have no respect for real substantive diversity.  Additionally, it is a slap in the 
face to both the applicants that are rejected before even being given a chance and the applicant 
that is disrespected by being asked to go through the clerkship program in order to fill a quota.  
 
Lastly, many of the employers who participate in the program as intended, simply do so for the 
appearance of dedication to diversity.  When in actuality, many do not take the employment of 
this student seriously, they do not give the student real substantive work or critiques throughout 
their summer employment, fail to assist them in improving their skills and never intended on 
considering them for full-time employment. 
 
When asked about the criteria used to evaluate African American candidates for employment, all 
but one of the panelists insisted that the criteria were the same as that used for any other 
candidates.  However, as well articulated by one of the panelists, often times, African American 
candidates are held to a higher standard than other candidates.  When considering employment of 
the few African American candidates that apply for positions in private practice, legal employers 
often have the attitude that they want the one African American student who was better than 
every other student.  Now, fundamentally there is certainly nothing wrong with wanting the best, 
we all do.  But, in this situation, practically speaking, applying this standard to the African 
American candidates, is applying a different standard than applied to majority candidates.  If law 
firms applied that standard to all candidates, then they would only hire the number one “White” 
student which would leave a substantial amount of openings at these law firms.  However, 
whereas the top Caucasian candidate can be selective about employment, the top African 
American candidate does not have the same option.  But, the difference is, when that top 
Caucasian candidate decides to accept the position at the number one law firm in New York 
City, that top St. Louis law firm, hires its next choice; where as, when that top African American 
candidate decides to accept the offer from the top law firm in Washington D. C., that top St. 
Louis law firm says too bad, and moves on because it does not have another second choice. 
 
For government agencies, it is a little different.  First, the statistics are not as dismal as those for 
law firms.  However, most of their problems lie in their inability to actively recruit do to limited 
resources.  Agencies are not a part of the minority clerkship program and cannot afford to attend 
job fairs or hold elaborate receptions to entice African American students to consider their 
employment.  Another obstacle for agencies is the minimum pay compared to that of private law 
firms.  Most law students come out of school today owing more than one hundred thousand 
dollars in student loans, a debt that forces many to dismiss the idea of public service as a viable 
employment choice. 
 
Retention 
 
Although the discussion regarding retention was very long, it was not as informational.  Most of 
the panelists stated that their employers have some type of mentoring program, either formal or 
informal.  However, all of the law firm representatives seem to be unsure why retention was such 
a big problem.  Most of the employers represented by the panelists had one or no African 
American attorneys in leadership or supervisory roles, which is in part due to the retention 
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problem.  However, another reason retention of African American attorneys is a problem is 
because of a lack of senior African American attorneys to serve as mentors and resource for 
support which begs the question: which came first: the chicken or the egg.  Either way, without 
senior African American attorneys in place, it is unlikely that retention of the new African 
American attorneys will be much more successful than it currently is.  As such, employers must 
consider bringing in senior African American attorneys more seriously. 
 
For the government agencies, it was clear that their biggest problem when it came to retention of 
all attorneys is tied to the minimum salary opportunity.  It is difficult for them to compete with 
the large salaries paid by the private law firms when many of the attorneys are attempting to pay 
back large student loans.  Nonetheless, I challenge that this is not a problem unique to African 
American attorneys and does not answer why the percentage of African American supervising 
attorneys at the agencies that responded to the survey is only 7.5%, represented by the raw 
number 3. 
 
Corporate Call to Action 
 
Mr. Mark Darrell, general counsel for Laclede Gas Group, also participated in our panel 
discussion.  The reason for his participation was to discussion the “Corporate Call to Action.”   
 
Although Laclede Gas is not a signatory to the “Corporate Call to Action,” diversity in the law 
firms that it employs is important and is considered when hiring outside counsel. 
 
Many of the law firm panelists responded that they have clients that are signatories to the 
corporate call to action and have diversity requirements that are strictly enforced.  Some of the 
panelists admitted that this fact has altered the way work is assigned within the firm.  The 
impression was given that the mandates by their corporate clients have caused the law firms to 
re-consider the importance of diversity in terms of business success. 
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RECOMMENDATIONS       
 
This report would be incomplete if we did not explain how we believe the participants and 
readers can improve diversity and inclusion.  Below we have listed recommendations to be 
implemented by the Mound City Bar Association, the Law Firms and the Government Agencies, 
which we believe if followed will render greater inclusion of African American attorneys in the 
legal profession.  
 

 
     
 
I. Recommendations to the Mound City Bar Association 
 

• Survey attorneys of color.  The information uncovered by surveying the legal employers 
was very insightful; however, the Commission believes that in order to have a complete 
picture of diversity, we must also survey the employees. 
 

• Enlist law firm sponsorship of a reception for African American partners and African 
American associates in the St. Louis area to foster mentoring opportunities. 

 
• Host a roundtable discussion with African American associates at St. Louis’ law firms to 

identify challenges that they face in obtaining partnership and to encourage their 
continued success. 

 
• Host a roundtable discussion with St. Louis legal employers to discuss issues identified 

through roundtable and associate surveys.  
 

• Host a “Call to Action” program among local companies. 
 

• Host networking opportunities for legal employers and MCBA members. 
 

• Create an Employment Liaison position to maintain an on-going relationship with local 
legal employers. 
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II. Recommendations to Law Firms 
 

• Focus your diversity efforts and resources on retaining and promoting your African 
American attorneys.  Including but not limited to, formal mentoring programs with 
African American senior attorneys, as well as, majority attorneys (making part of the 
mentor’s bonus tied to their performance in this respect.).  If your office does not have 
senior African American attorneys, seek opportunities for the associates to benefit from 
senior African American attorneys outside of St. Louis or outside the firm. 

 
• Participate in the Minority Clerkship Program with meaningful intentions to provide a 

substantive long-term opportunity for the candidate. 
 
• If you do participate in the Minority Clerkship Program, do it within the intended 

parameters of the program, choosing to interview and hire candidates based upon their 
resumes and interview skills and not their academic standing.  Do not require minority 
candidates who apply for employment outside of the Minority Clerkship Program to 
apply within the program. 

 
• Recruit at minority job fairs, historically African American law schools and law schools 

with high African American population and those with evening programs. 
 

• Do not foreclose your options when considering African American candidates to the sole 
top student. 

 
• Re-evaluate your hiring criteria, if you are looking to diversify your workforce, you must 

consider a more diversified criteria. 
 

• Create a diversity recruitment/hiring committee dedicated to recruiting and hiring lateral 
attorneys of color. Demonstrate that the firm’s leadership is not only committed to 
diversity, but is spearheading the effort.  Communicate from the top down that diversity 
is a vital responsibility of firm management, practice group leadership, and individual 
lawyers. 

 
• Communicate that widespread client expectations have made the business case for 

diversity.  Inclusion provides better solutions through diverse thinking, and can 
contribute to improved team work and problem solving.  Emphasize that failure to 
diversify not only puts current client relationships at risk, but results in lost opportunities 
for new business relationships. 

 
• Secure active participation by firm leaders, partners, and associates.  Appoint a 

Chairperson to move the effort forward.  Conduct regular meetings.  
 
• Develop a Diversity Mission Statement that succinctly reflects the firm’s goals and 

objectives.  It should provide framework for developing initiatives and tactics. 
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• Establish Goals and Action Items.  Communication of Commitment to Diversity by 
providing regular updates on diversity efforts at partners’ meetings, associates’ meetings 
and all-lawyer/all-personnel firm meetings.  Establish liaisons between Diversity 
Committee and other firm committees responsible for firm management, professional 
personnel, and recruiting (law school and lateral).  Develop a comprehensive marketing 
plan including diversity brochures and website.  Actively support firm lawyers’ active 
participation in minority bar association activities, affinity groups and community 
outreach programs. 

 
• Law School Recruitment.  Develop strategies for enhancing the firm’s effectiveness at 

recruiting attorneys of color, including, but not limited to: actively participating in 
minority job fairs; expanding number and locations of law schools targeted for 
recruitment; offering scholarships to minority students; providing support and mentoring 
to minority law student associations; and possibly undergraduate minority student 
associations. 

 
• Lateral Recruitment.  Identify strategic areas for growth and work to hire diverse partners 

and associates in strategic growth efforts.  Offer firm-wide diversity training by highly 
credentialed outside professional. Offer diversity training to lawyers primarily 
responsible for law school recruiting. 

 
• Retention. Offer formal coaching/mentoring program to associates.  Actively engage 

associates in work of Diversity Committee and provide personal and financial support to 
their diversity initiatives. Make diversity a practice group responsibility, including 
responsibility for promoting and maintaining even-handed opportunities for work and 
access to client relationships. 

 
• Accountability.  Hold the Diversity Committee, practice groups and individual lawyers  

accountable for improving the firm’s diversity and building diverse work teams by:  
Including planning for diversity in practice group and individual business planning; 
Assessing and measuring performance against goals. 

 
• Diversity Budgeting.  Provide a substantial budget for a range of diversity initiatives, 

including sponsorship of minority bar association activities and minority affinity groups, 
mentoring minority law students, minority scholarships and community outreach.   

 
• Establishing firm-wide participation in diversity initiatives is imperative. 
 
• Identify Diversity Champions.  Appoint champions at all levels of the organization. Train 

them. Use the feedback they obtain from colleagues to refine the overall diversity plan. 
 
• Hire Consultants to Help Develop or Execute the Plan.  Interview several potential 

candidates, in person if possible. Retain the person best able to communicate within firm 
culture. 
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• Survey Your People.  Ideally through a consultant, survey your lawyers and other key 
personnel to establish perspectives on diversity, and the effectiveness of diversity 
strategies and tactics.  This will also tend to identify the reasons for low retention rates. 

 
• Establish Diversity Benchmarks for Recruiting and Hiring; Retention; and Performance 

Standards.   
 

• Host semi-annual or annual workshops, that are open to the public, for lawyers and 
students that address prevalent short-comings in African American candidates and 
employees. 

 
• Conduct exit interviews to determine why attorneys of color are leaving your employ.  

This will also assist you in determining why retention is such a big problem. 
 
• Create and/or sponsor programs that encourage students of color to attend law school. 
 
• Include African American attorneys on diversity committees and invest those committees 

with authority to act. 
 

• Re-evaluate criteria used to evaluate new hires and laterals to ensure there is no 
disproportionate impact to African Americans or other attorneys of color. 

 
• Enlist the assistance of the Mound City Bar Association:  Get their input with marketing 

materials; Partner to develop networking opportunities for attorneys and students; Inquire 
when filling lateral employment openings, as well as, other positions. 
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III. Recommendations to Government Agencies 
 

• Focus your diversity efforts and resources on retaining and promoting your African 
American attorneys.  Including but not limited to, formal mentoring programs with 
African American senior attorneys, as well as, majority attorneys (making part of the 
mentor’s evaluation based on their performance in this respect.).  If your office does not 
have senior African American attorneys, seek opportunities for these associates to benefit 
from senior African American attorneys outside of your agency. 

 
• Promote employment with your agency as a stepping stone, many of the greatest trial 

attorneys and judges started in the public sector. 
 

• Promote the opportunity to get a lot of hands-on experience early on, compared to 
working in a private law firm. 

 
• Seek sponsorship of paid internships for Bar Associations, Law Firms and other 

organizations in place to promote the legal profession. 
 
• Demonstrate that the agency’s leadership is not only committed to diversity, but is 

spearheading the effort.  Communicate from the top down that diversity is a vital 
responsibility of management and individual lawyers. 

 
• Develop a Diversity Mission Statement that succinctly reflects the organization’s goals 

and objectives.  Should provide framework for developing initiatives and tactics. 
 
• Develop strategies for enhancing the agency’s effectiveness at recruiting attorneys of 

color, including, but not limited to: actively participating in minority job fairs; expanding 
number and locations of law schools targeted for recruitment; offering scholarships to 
minority students; providing support and mentoring to minority law student associations; 
and possibly undergraduate minority student associations. 

 
• Lateral Recruitment.  Identify strategic areas for growth and work to hire diverse 

supervising attorneys and less experienced attorneys in strategic growth efforts.  Offer 
firm-wide diversity training by an outside professional. Offer diversity training to lawyers 
primarily responsible for law school recruiting.  There are organizations that will provide 
this type of training for free or a nominal charge. 

 
• Retention. Offer formal coaching/mentoring program to young attorneys.  
 
• Survey Your People.  Ideally through a consultant, survey your lawyers and other key 

personnel to establish perspectives on diversity, and the effectiveness of diversity 
strategies and tactics.  This will identify ways to improve retention. 

 
• Conduct exit interviews to determine why attorneys of color are leaving your employ.  

This will assist you in identifying reasons why retention is such a big problem. 
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• Enlist the assistance of the Mound City Bar Association; Tap into the resource of its 
members who formally worked for the various government agencies; Get there input with 
marketing materials; Partner to develop networking opportunities for attorneys and 
students. 

 



 - 58 -

CONCLUSION   
 

Illusion or Inclusion?  This was the question proposed by the Mound City Bar 
Association this bar year.  However, the intention was not necessarily for you or us to come to an 
answer, but to get us to: 1) acknowledge that there is a difference; 2) think about that difference;  
and 3) realize that all of the employers who participated in this effort fall somewhere on a 
pendulum between the two.  Can these employers all achieve 100% “Inclusion?”  More than 
likely,  the answer is probably not.  However, this Commission’s  goal  is for these employers to 
achieve Inclusion rather than Illusion.  Furthermore, this Commission hopes that it has 
accomplished some of its goals, which included, getting Missouri legal employers, their 
employees and all who read this Report to consider and understand that there is an inequality 
when it comes to diversity in the legal profession.  More importantly, this inequality is increasing 
each year and thus the legal profession must address the issue.   
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MCBA EMPLOYMENT COMMISSION 
2007 Diversity Initiative 

Recruitment/Hiring/Retention Survey 
 

This survey covers the period of August 1, 2005 through January 31, 2007. 
 

Firm Name: 
 
 
Person(s) preparing this survey:  

 
OBJECTIVE 1: RECRUITMENT 
 

Current composition of the Firm (as of 1/31/07)
Please note:  If your firm has offices in other cities, please limit your statistical responses to the St. Louis City and/or County office of your 
firm.  
 

 Partner/ Of Counsel 
Member 

Associates Staff or  
Contract 

Attys. 

Summer  
2006 
Clerks 

New Bar 
Admittees 

(2006) 
Men       

Women       

Totals       

Black       

Hispanic       

Asian       

Other Minority  
 

Please indicate: 
______________ 
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OBJECTIVE 1:   RECRUITMENT  (continued) 
 
Lateral Associates and Partners -  As of 1/31/07 

    
Total 

Men & Women 
African American 

Men 
African American 

Women 
 

2005  2006 2007       2005 2006 2007 2005 2006 2007
Number of Lateral Associate Hires 
 

         

Number of Lateral Partner Hires (Equity 
and Non-Equity) 

         

Number of New Partners (Equity and 
Non-Equity) Promoted from Associate 
Rank 

         

Number of New Equity Partners 
 

         

 
Since August 1, 2005, please respond to all that apply indicating the firm’s actions in furtherance of the objective listed.  For those items that 
are checked “completed”, please attach a sample.  If N/A please feel free to attach statement for elaboration. 
 

 In Progress Completed N/A  (please elaborate) 
1. Adopt and/or publicize a commitment to racial and 

ethnic diversity within the firm 
 
 

   

2. Evaluate criteria used to evaluate prospects (e.g. class 
rank requirements, law review membership) to 
determine whether such requirements serve to 
disproportionately screen out African American 
prospects 

 

   

3. Recruit at regional or national law schools with a 
significant number of African American law students.  

 
 

   

4. Recruit at Historically Black law schools. 
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 In Progress Completed N/A  (please elaborate) 
5. Identify and recruit students of color through law 

school placement administrators, faculty members, 
present or former summer clerks, organizations of law 
students.  

 
 

   

6. Recruit attorneys of color as lateral hires. 
 
 
 

   

7. Refer law students or attorney applicants of color for 
consideration to other firms, with the permission of the 
applicant. 

 
 

   

8. Explore creating and/or supporting programs at St. 
Louis area secondary schools, colleges and universities 
offering tutorial assistance for standardized test-taking, 
and programs to provide African American students 
with intensive training in the kinds of skills needed in 
the law school and legal environment. 

 
 

   

9. Other: 
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OBJECTIVE 1:   RECRUITMENT  (continued) 
 
Does your firm maintain statistics concerning the firm’s recruitment of African American attorneys and law students?   
 

Yes _______ No _______. 
 
 
Please report the number of African American candidates interviewed, called back, hired in 2005 and 2006.  (If the firm does not keep 
such statistics, please estimate and notate estimation with *): 
 

 Partner/ Of Counsel 
Member 

Associates Staff Attys. Summer  

 2005 2006         2005 2006 2005 2006 2005 2006 2005 2006
Interviews at law schools, job 
fairs, etc. 

          

Call back, i.e. half/full day 
interviews? 
 

          

Offers extended 
 

          

Offers accepted           
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OBJECTIVE 2:  HIRING INITIATIVES 
 
Please identify any substantial hiring initiatives geared towards African Americans (e.g., a minority law student summer employment program designed 
to attract and retain minority law graduates).  If N/A please feel free to attach statement for elaboration. 
 
Respond to all that apply. 
 
 N/A (please elaborate) 
1.  Establish/contribute to a scholarship program dedicated to law students of color. 
     
     If so, where: 
 
    ___________________________________________________ 
 
    ___________________________________________________ 
 

 

2. Establish/maintain a program that awards a student of color a paid summer 
clerkship at the firm following the first year as well as a cash scholarship at the 
beginning of the second year; 

 
 

 

3. Establish/maintain a winter clerkship position for a second or third year law 
student of color, for no more than 15 hours per week; 

 
 
 

 

4.  Participate in the Minority Clerkship Program. 
 
 
 
 

 

5.  Other: 
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OBJECTIVE 2:  HIRING INITIATIVES (continued).  Please feel free to attach statement for elaboration. 
 
 
With respect to the firm’s substantial hiring initiative(s) geared towards African Americans, please briefly describe the initiative(s): 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

 
If the firm participates in any clerkship/scholarship program targeted to recruit/hire law students of color, please describe: 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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Did the firm participate in the 2006 (last year’s) Minority Clerkship Program? Yes____ No ____ 

 
 If yes, did the minority clerk receive an offer to return for Summer 2007 or Full-Time Permanent Position if graduating in 2007? 

 
Yes _____________ No ______________ 

 
If No, please elaborate why? 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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OBJECTIVE 3:  MENTORING AND RETENTION 
 
Since August 1, 2005, please respond to all that apply indicating the firm’s actions in furtherance of the objective list.  For those items that are 
checked “completed”, please attach a sample.  If N/A please feel free to attach statement for elaboration. 
 

 In Progress Complete N/A (please elaborate) 
1. Develop, monitor and periodically evaluate 

mentoring programs for African American associates, 
which programs must go beyond pairing a new 
African American associate with a more senior 
associate or partner.  The mentoring must be 
consistent and detailed, covering all aspects of firm 
culture and life, including, but not limited to: 

 

   

 
a. Assist each newly hired attorneys (regardless 

of race or level) in learning the firm’s culture, 
history, practices and procedures; 

 

   

 
b. Ensure that the work environment and work-

related social activities with clients are as 
hospitable and congenial for, and as inclusive 
of, attorneys of color as they are for all other 
attorneys; 

 

   

 

c. Include all new attorneys in programs that 
enhance their understanding of business 
concepts, client relations, client satisfaction, 
and their confidence in dealing with client 
matters; 
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d. Ensure that law clerks and attorneys of color 

have the same opportunity to (a) perform 
significant work assignments for important 
clients, (b) receive interesting and 
challenging legal work, and (c) receive 
training, guidance, mentoring, client contact, 
performance feedback, and other 
opportunities to grow and succeed; and  

 

   

 
e. Adopt mechanisms to monitor progress and 

compliance with these commitments, 
including, e.g., internal surveys, 
questionnaires, interviews, and other 
appropriate means for identifying problems 
and/or areas for improvement. 

 
 

   

2.  Encourage attorney mentors to take on the assignment 
with the same commitment and vigor as other 
assignments with evaluation ramifications. 

 
 

   

3. Encourage associates, and particularly African American 
associates, to participate in bar association or community 
mentoring, networking and leadership training programs 
developed in conjunction with minority attorney 
associations. 

 
 

   

4.  Other: 
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What is the total number of attorneys who voluntarily or involuntarily left your firm’s employ during the reporting period?  _______    
 
Of this total: 
 

a. How many were African American women? ____ 
b. How many were African American men?  _____ 

 
Please report the number of African American attorneys who left the firm between 8/1/05 – 1/31/07 
 

Attrition Partner/Member Of Counsel Associates Staff Attys. 
2005-2007 

 
    

 
Please elaborate 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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OBJECTIVE 3:  MENTORING AND RETENTION (Continued) 
 
Exit Interviews  
 

1. Does your firm conduct exit interviews?    Yes _______  No _______ 
 
 

2. If no, why not? 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

 
 

3. If yes, how are the interviews done and what have you learned? 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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Please identify the specific steps you are taking to reduce the attrition rate of African American attorneys: 
 

___ Develop and/or support internal employee affinity groups (e.g., minority networks within the firm 

___ Increase/review compensation relative to competition 

___ Increase/improve current work/life programs  

___ Adopt dispute resolution process  

___ Succession plan includes emphasis on diversity  

___ Work with attorneys of color to develop career advancement plans 

___ Introduce attorneys of color to key clients, including to lead engagements  

___ Review work assignments and hours billed to key client matters to make sure attorneys of color are not being excluded 

___ Strengthen mentoring program for all attorneys, including attorneys of color  

___ Professional skills development program, including attorneys of color 

___ Other, please specify ____________________________________________________________________________________________ 

     ____________________________________________________________________________________________ 

                                     ____________________________________________________________________________________________ 

     ____________________________________________________________________________________________ 

     ____________________________________________________________________________________________ 

                                     ____________________________________________________________________________________________ 
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OBJECTIVE 4: DIVERSITY LEADERSHIP AND STRATEGIC PLAN 
 
How has the firm communicated to partners the link between diversity and business success? 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

 
Since August 1, 2005, please describe the firm’s actions in furtherance of the objective listed below.  If N/A please feel free to attach 
statement for elaboration: 
 
 
 

 2005 2006 N/A (please elaborate) 
1.  Create a mechanism for promoting 

diversity within the firm, such as the 
creation of a standing Diversity 
Committee that will meet regularly 
throughout the year for the purposes 
of devising, promoting and guiding 
the firm’s diversity programs.  
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 2005 2006 N/A (please elaborate) 
2. Implement and participate in 

programs, including, but not limited 
to, 

a. the Minority Clerkship 
Program, 

 
b. socials and/or luncheons 

with minority law student 
groups 

 
c. recruiting visits dedicated 

the recruitment of mino-
rity law students at 
Missouri law schools, 

 
d. development of an intra-

firm strategic plan intend-
ed to increase African 
American representation 
within the firm, 

 
 
 

 

   

3. Include African American 
representation on the hiring and 
associate evaluation committees. 
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 2005 2006 N/A (please elaborate) 
 

4. Partner with African American-owned 
law firms 

 
 
 
 
 
 
 
 
 
 

   

 
 
 
 
Identify the partner(s) who serves as the primary mechanism for promoting diversity within the firm: 
 
 

______________________________________________________________________________________________________ 
 

Identify any other person(s) (i.e. diversity coordinator, diversity committee chair) who serves as the primary mechanism for promoting 
diversity within the firm: (please identify title) 
 
 

______________________________________________________________________________________________________ 
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 YES N/A (please elaborate) 
1.  Does your firm have a Diversity 
Committee or Task Force charged 
with responsibility for monitoring 
or promoting diversity efforts and 
results? 
 
 
 
 

 
 
 
 
 
 
 

 

2.  Is diversity (male/female, 
ethnic, racial, age, practice 
groups, etc.) one of the 
considerations in composing 
committees within the firm? 
 
 
 
 
 

 
 
 
 
 
 

 

3.  Are attorneys of color on the 
hiring/recruiting committee? 
 
 
 
 
 
 

 
 
 
 
 
 

 

4.  Are attorneys of color a part of 
the management committee? 
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OBJECTIVE 5:  MARKETING 
 

Since August 1, 2005, please describe the firm’s actions in furtherance of the objective listed below:  (Respond to all that apply.)  If N/A 
please feel free to attach statement for elaboration. 
 

 ACTION N/A (please elaborate) 
1.  If applicable, make concerted efforts to 

publicize the presence of African American 
personnel in the firms’ recruiting and 
marketing materials, and, where 
appropriate to the message, the materials 
may express a commitment to diversity. 

 
 
 

  

2.  Explore creating a navigation link on their 
respective web sites which discusses the 
firm’s efforts at increasing diversity, 
highlight the accomplishments of African 
American associates and partners, and 
actively solicit the resumes of African 
American law students and practitioners. 

 
 

  

3. Contact the leaders of the African American 
law student organizations at law schools 
where the firms recruit to inform them of 
the firm’s efforts toward increasing 
diversity, to invite African American law 
students to submit resumes, and to 
identify and, where appropriate, to 
interview selected applicants. 
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4.  Review your marketing and recruiting 
materials and discuss its diversity efforts 
and its commitment to increasing diversity 
within the firm in its marketing and 
recruiting materials. 

 
 
 
 

  

5.  *Other: 
 
 
 
 
 
 
 
 

  

 

*Please describe (or attach a copy of) the firm’s actions in furtherance of this objective:   
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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OBJECTIVE 6:   CULTURAL SENSITIVITY AND TRAINING 

 
Since August 1, 2005, has your firm arranged other diversity training/program conducted by an outside consultant for the management group 
attorneys and committee chairs? 
 

Yes_________ No ____________ 
 

If yes, please identify the facilitator/trainer and describe the length/cost of training: 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

Did the firm encourage its attorneys and legal professionals to attend diversity training seminars and/or continuing legal education programs on 
the topics of racial and ethnic sensitivity and diversity? 
 
 Yes_________ No ____________ 
 
If No, please elaborate: 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

____________________________________________________________________________________________________

____________________________________________________________________________________________________ 
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ASSESSING PROGRESS IN YOUR FIRM (attach additional sheet if necessary) 
 

1. As you plan the upcoming year’s activities related to diversity, what do you see as the: 
 
  Strengths to build on 
 
  _______________________________________________________________________________________________________

  _______________________________________________________________________________________________________ 

            ____________________________________________________________________________________ 

  __________________________________________________________________________________  _ 

 
  Barriers to overcome 
 
 
  _______________________________________________________________________________________________________

  _______________________________________________________________________________________________________ 

            ________________________________________________________________________________________ 

  __________________________________________________________________________________  _ 

 
  Opportunities to take advantage of  
 
 
  _______________________________________________________________________________________________________

  _______________________________________________________________________________________________________ 

            ________________________________________________________________________________________ 

  __________________________________________________________________________________  _ 
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2. What kind and level of assistance do you need from the Mound City Bar Association? 
 
 
  _______________________________________________________________________________________________________

  _______________________________________________________________________________________________________ 

            ____________________________________________________________________________________ 

  __________________________________________________________________________________  _ 

  _______________________________________________________________________________________________________ 

 
OTHER INFORMATION NOT COVERED BY SURVEY:  (attach additional sheet if necessary) 
 
 

 If you have any initiatives or any other information relating to your firm’s commitment to diversity, that is otherwise not covered by this 
survey, please feel free to describe here. 

 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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To: Whom It May Concern: 
 
 This letter is written on b
Employment Commission.  MCBA i
River.  The organization’s objectives
development of its’ members; promo
legal profession, and provide servic
examining and analyzing the diversity
disciplines:  1) Education; 2) Health C

 It is indisputable that one o
profession is DIVERSITY.  Rarely ca
some type of diversity initiative o
organizations which have had the fo
create diversity.  One of our goals th
firms and governmental entities to 
substantive diversity within their orga

To accomplish these goals, we 
survey.  Through this survey, we are 
hiring, retaining and promoting A
Commission plans on compiling the 
area law firms and governmental age
with recommendations.  In addition, p
another leader-representative from y
April 25, 2007, to discuss the topics 
highlight diversity efforts that are suc
We truly hope that you will assist us i

Please complete the information 
response on this form to Ronda 
rwilliams@foxgalvin.com, no later t
any additional information as well.  
electronic copy, please let me know.  

   
Sincerely,  
 
 
 
Ronda F. Williams, Chairperson  
MCBA Employment Commission  
  
MOUND CITY BAR ASSOCIATION 
P.O. Box 1543 

St. Louis, MO 63188 
 
 

May 14, 2007 
ww.moundcitybar.com 

ehalf of the Mound City Bar Association (MCBA) 
s the oldest black bar association west of the Mississippi 
 are to advance the professional interests and professional 
te the administration of justice; uphold the honor of the 

e to the community.  Currently, MCBA is researching, 
 initiatives of various establishments in the following four 
are, 3) Bar Association and 4) Employment.  

f the critical issues facing America today and the legal 
n you find an institution or business, which does not have 
r program.  To that end, we applaud the efforts of 
resight to implement safeguards, which are designed to 
is year is to look into the diversity initiatives of area law 
assist them in determining if their efforts are creating 
nizations, and make recommendations for improvement. 

request your assistance by responding to the enclosed 
looking at initiatives and efforts geared towards recruiting, 
frican American lawyers.  The MCBA Employment 
results of this survey, which has been sent to a number of 
ncies.  These results will be analyzed and published along 
rior to the findings being compiled, we will invite you, or 

our organization, to the MCBA general body meeting on 
covered by this survey.  The objective in doing this is to 
cessful and improve diversity efforts where there is room.  
n our goal.   

requested on the enclosed survey and send a copy of your 
F. Williams via facsimile at 314-588-1965, or email 
han Monday, April 2, 2007.  You may submit or attach 
Please retain a copy for your files.  If you would like an 
I can be reached via telephone at (314) 588-7000 ext. 137. 

  Pamela Meanes, President 
  Mound City Bar Association          

mailto:rwilliams@foxgalvin.com


MCBA EMPLOYMENT COMMISSION 
2007 Diversity Initiative 

Recruitment/Hiring/Retention Survey 
 
This survey covers the period of August 1, 2005 through January 31, 2007. 
 

ORGANIZATION NAME: 
 
 
Person(s) preparing this survey:  

 
OBJECTIVE 1: RECRUITMENT 
 

Current composition of the Organization (as of 1/31/07)
 

 Attorneys
w/less than 
five years 

experience 

 Non-supervisory 
Attorneys 

w/more than five 
years experience

Supervisory 
Attorneys/ 

Division Heads

Other: 
 

____________

Spring  
2006 
Clerks 

Summer  
2006 
Clerks 

Fall  
2006 
Clerks 

Men        

Women        

Totals        

Black        

Hispanic        

Asian        

Other Minority  
 

Please indicate: 
_____________ 
 

____________ 
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OBJECTIVE 1:   RECRUITMENT  (continued) 
 
Lateral Attorneys -  As of 1/31/07 

    
  Total African American African American 

Men Women 
      2005 2006 2007 2005 2006 2007

Number of Lateral Attorney Hires 
 

       

 
Since August 1, 2005, please respond to all that apply indicating the organization’s actions in furtherance of the objective listed below.  For 
those items that are checked “completed”, please attach a sample. If N/A please feel free to attach statement for elaboration. 
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 In Progress Completed N/A (please elaborate) 
1. Adopt and/or publicize a 

commitment to racial and 
ethnic diversity within the 
organization. 

 
 
 

   

2. Evaluate criteria used to 
evaluate prospects (e.g. class 
rank requirements, law review 
membership) to determine 
whether such requirements 
serve to disproportionately 
screen out African American 
prospects. 

 
 

   

3. Recruit at regional or national 
law schools with a significant 
number of African American 
law students.  
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4. Recruit at Historically Black 
law schools. 

 
 
 

 
 
 

   

5. Identify and recruit students of 
color through law school 
placement administrators, 
faculty members, present or 
former summer clerks, 
organizations of law students.  

 
 
 

   

6. Recruit attorneys of color as 
lateral hires. 

 
 
 
 
 
 
 

   

7. Explore creating and/or
supporting programs at St. 
Louis area secondary schools, 
colleges and universities 
offering tutorial assistance for 
standardized test-taking, and 
programs to provide African 
American students with 
intensive training in the kinds 
of skills needed in the law 
school and legal environment. 

 

 

   

                    MMCCBBAA  EEmmppllooyymmeenntt  CCoommmmiissssiioonn  DDiivveerrssiittyy  IInniittiiaattiivveess  
                                                                                                                                                                                                        22000077  RReeccrruuiittmmeenntt//HHiirriinngg//RReetteennttiioonn  SSuurrvveeyy  

3 of 20                                                                                                                                                         August 1, 2005 - January 31, 2007              



OBJECTIVE 1:   RECRUITMENT  (continued) 
 
Does your organization maintain statistics concerning the recruitment of African American attorneys and law students?   
 

Yes _______ No _______. 
 
 
Please report the number of African American candidates interviewed, called back, hired in 2005 and 2006.  (If the organization does 
not keep such statistics, please estimate and notate estimation with *): 
 

 Attorneys
w/less than 
five years 

experience 

 Non-supervisory 
Attorneys 

w/more than five 
years experience 

Supervisory 
Attorneys/ 

Division 
Heads 

Other: 
 

__________

Spring  
2006 
Clerks 

Summer  
2006 
Clerks 

Fall  
2006 
Clerks 

  2005 2006 2005 2006 2005 2006 2005 2006 2005 2006 2005 2006 2005 2006
Interviews at law 
schools, job fairs, etc. 

              

Call back, i.e. half/full 
day interviews? 

              

Offers extended 
 

              

Offers accepted               
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OBJECTIVE 2:  HIRING INITIATIVES 
 
Please identify any substantial hiring initiative geared towards African Americans (e.g., a minority law student summer employment program designed 
to attract and retain minority law graduates).  If N/A please feel free to attach statement for elaboration. 
 
Respond to all that apply. 
 

 N/A  (please elaborate) 
1.  Establish/contribute to a scholarship programs dedicated to 
students of color. 
     
     If so, where: 
 
___________________________________________________ 

___________________________________________________ 

 

2. Establish/maintain a program that awards a student of color a paid 
summer clerkship at the organization following the first year as 
well as a cash scholarship at the beginning of the second year; 

 
 
 
 

 

3. Establish/maintain a winter clerkship position for a second or third 
year law student of color, for no more than 15 hours per week; 

 
 
 
 
 
 

 

4.  Other: 
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OBJECTIVE 2:  HIRING INITIATIVES (continued)  
 
With respect to any substantial hiring initiative(s) geared towards persons of color the organization has, please briefly describe the initiative(s): 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

 
If the organization participates in any clerkship/scholarship program targeted to recruit/hire law students of color, please describe: 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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OBJECTIVE 3:  MENTORING AND RETENTION 
 
Since August 1, 2005, please respond to all that apply indicating the organization’s actions in furtherance of the objective listed below.  For 
those items that are checked “completed”, please attach a sample.    If N/A please feel free to attach statement for elaboration. 
 

 In Progress Complete N/A (please elaborate) 
1. Develop, monitor and periodically 

evaluate mentoring programs for 
African American attorneys, which go 
beyond pairing a new African 
American attorney with a more senior 
attorney.  The mentoring should be 
consistent and detailed, covering all 
aspects of the organization’s culture 
and life, including, but not limited to: 

 
 

   

a. Assist each newly hired attorneys 
(regardless of race or level) in 
learning the organization’s culture, 
history, practices and procedures; 
 
 
 
 

   

 
b. Ensure that the work environ-ment 

and work-related social activities 
are as hospitable and congenial 
for, and as inclusive of, attorneys 
of color as they are for all other 
attorneys; 

 
 

 

   

                    MMCCBBAA  EEmmppllooyymmeenntt  CCoommmmiissssiioonn  DDiivveerrssiittyy  IInniittiiaattiivveess  
                                                                                                                                                                                                        22000077  RReeccrruuiittmmeenntt//HHiirriinngg//RReetteennttiioonn  SSuurrvveeyy  

7 of 20                                                                                                                                                         August 1, 2005 - January 31, 2007              



 In Progress Complete N/A (please elaborate) 
 

c. Include all new attorneys in 
programs that enhance their 
understanding of business con-
cepts, client relations, client 
satisfaction, and their confidence 
in dealing with client matters; 

 
 
 

 

   

d. Ensure that law clerks and 
attorneys of color have the same 
opportunity to (a) perform 
significant work assignments for 
important clients, (b) receive 
interesting and challenging legal 
work, and (c) receive training, 
guidance, mentoring, client 
contact, performance feed-back, 
and other opportunities to grow 
and succeed; and  

 

   

e. Adopt mechanisms to monitor 
progress and compliance with 
these commitments, including, 
e.g., internal surveys, question-
naires, interviews, and other 
appropriate means for identifying 
problems and/or areas for 
improvement. 
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2. Encourage attorney mentors to take 

on the assignment with the same 
commitment and vigor as other 
assignments with evaluation 
ramifications. 

 
 
 
 

   

3. Encourage young African American 
attorneys, to participate in bar 
association or community mentoring, 
networking and leadership training 
programs developed in conjunction 
with minority attorney associations. 

 
 
 
 

   

4. Other: 
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What is the total number of attorneys who voluntarily or involuntarily left your organization’s employ during the reporting period?  _______    
 
Of this total: 
 

a. How many were African American women? ____ 
b. How many were African American men?  _____ 

 
Please report the number of African American attorneys who left the organization between 8/1/05 – 1/31/07 
 

Attrition  Attorneys w/less
than five years 

experience 

Non-supervisory 
Attorneys w/more than 
five years experience 

Supervisory 
Attorneys/ 

Division Heads 

Other: 
 

____________ 

2005-2007 
 

    

 
 
Please elaborate 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________
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OBJECTIVE 3:  MENTORING AND RETENTION (Continued) 
 
Exit Interviews  
 

1. Does your organization conduct exit interviews?    Yes _______  No _______ 
 
 

2. If no, why not? 
 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

 
3. If yes, how are the interviews done and what have you learned? 

 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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Please identify the specific steps you are taking to reduce the attrition rate of African American attorneys: 
 

___ Develop and/or support internal employee affinity groups (e.g., minority networks within the organization) 

___ Increase/review compensation relative to competition 

___ Increase/improve current work/life programs  

___ Adopt dispute resolution process  

___ Succession plan includes emphasis on diversity  

___ Work with African American attorneys to develop career advancement plans 

___ Review work assignments to make sure African American attorneys are not being excluded 

___ Strengthen mentoring program for all attorneys, including minorities  

___ Professional skills development program, including African American attorneys 

___ Other, please specify ____________________________________________________________________________________________ 

     ____________________________________________________________________________________________ 

                                     ____________________________________________________________________________________________ 

     ____________________________________________________________________________________________ 

     ____________________________________________________________________________________________ 

                                     ____________________________________________________________________________________________ 

 

 

 

 

 

 

                    MMCCBBAA  EEmmppllooyymmeenntt  CCoommmmiissssiioonn  DDiivveerrssiittyy  IInniittiiaattiivveess  
                                                                                                                                                                                                        22000077  RReeccrruuiittmmeenntt//HHiirriinngg//RReetteennttiioonn  SSuurrvveeyy  

12 of 20                                                                                                                                                         August 1, 2005 - January 31, 2007            



 
OBJECTIVE 4: DIVERSITY LEADERSHIP AND STRATEGIC PLAN 
 
How has the organization communicated to supervisory attorneys the link between diversity and success? 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________ 

Since August 1, 2005, please describe the organization’s actions in furtherance of the objective listed below. If N/A please feel free to 
attach statement for elaboration: 
 

    2005 2006 2007
1. Create a mechanism for promoting 

diversity within the organization, 
such as the creation of a standing 
Diversity Committee that will meet 
regularly throughout the year for 
the purposes of devising, 
promoting and guiding the 
organization’s diversity programs.  
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 2005 2006 2007 
2. Implement and participate in 

programs, including, but not limited 
to: 

 
a. socials and/or luncheons 

with African American law 
student groups; 

 
b. recruiting visits dedicated 

the recruitment of African 
American law students at 
Missouri law schools;  

 
c. development of an intra- 

organization strategic plan 
intended to increase 
African American 
representation within the 
organization. 

 

   

3. Include African American 
representation on the hiring and 
attorney evaluation committees. 

 
 
 
 

   

 
Identify the lead attorney(s) who serves as the primary mechanism for promoting diversity within the organization: 
 
 

______________________________________________________________________________________________________ 
 

Identify any other person(s) (i.e. diversity coordinator, diversity committee chair) who serves as the primary mechanism for promoting 
diversity within the organization: (please identify title) 
 
 

______________________________________________________________________________________________________
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If N/A please feel free to attach statement for elaboration. 
 

 YES N/A (please elaborate) 
1. Does your organization have a 

Diversity Committee or Task Force 
charged with responsibility for 
monitoring or promoting diversity 
efforts and results? 

 
 
 

  

2. Is diversity (male/female, ethnic, 
racial, age, practice groups, etc.) 
one of the considerations in 
composing committees within the 
organization? 

 
 
 
 

  

3. Are attorneys of color on the 
hiring/recruiting committee? 

 
 
 
 
 

  

4. Are attorneys of color a part of the 
management committee? 
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OBJECTIVE 5:  MARKETING 
 
Since August 1, 2005, please describe the organization’s actions in furtherance of the objective listed:  (Respond to all that apply.) If N/A 
please feel free to attach statement for elaboration. 
 

 ACTION N/A (please elaborate) 
1. If applicable, make concerted efforts 

to publicize the presence of African 
American personnel in the 
organization’s recruiting and 
marketing materials, and, where 
appropriate to the message, the 
materials may express a 
commitment to diversity. 

 
 

 
 
 
 
 
 
 
 

 

2. Explore creating a navigation link on 
their respective web sites which 
discusses the organization’s efforts 
at increasing diversity, highlight the 
accomplishments of African 
American attorneys, and actively 
solicit the resumes of African 
American law students and 
practitioners. 

 
 

 
 
 
 
 
 
 

 

3. Contact the leaders of the African 
American law student organizations 
at law schools where the 
organization recruits to inform them 
of the organization’s efforts toward 
increasing diversity, to invite African 
American law students to submit 
resumes, and to identify and, where 
appropriate, to interview selected 
applicants. 
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4. Review your marketing and 
recruiting materials and discuss its 
diversity efforts and its commitment 
to increasing diversity within the 
organization in its marketing and 
recruiting materials. 

 
 
 
 

 
 
 
 
 
 
 

 

5.  *Other: 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 

 

*Please describe (or attach a copy of) the organization’s actions in furtherance of this objective:   
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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OBJECTIVE 6:   CULTURAL SENSITIVITY AND TRAINING 
 
Since August 1, 2005, has your organization arranged other diversity training/program conducted by an outside consultant for any of its 
attorneys? 
 

Yes_________ No ____________ 
 

If yes, please identify the facilitator/trainer and describe the length/cost of training: 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

 
Did the organization encourage its attorneys and legal professionals to attend diversity training seminars and/or continuing legal education 
programs on the topics of racial and ethnic sensitivity and diversity? 
 
 Yes_________ No ____________ 
 
If No, please elaborate: 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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ASSESSING PROGRESS IN YOUR ORGANIZATION 
 

1. As you plan the upcoming year’s activities related to diversity, what do you see as the: 
 
  Strengths to build on 
 
  _______________________________________________________________________________________________________

  _______________________________________________________________________________________________________ 

            ____________________________________________________________________________________ 

  __________________________________________________________________________________  _ 

 
  Barriers to overcome 
 
 
  _______________________________________________________________________________________________________

  _______________________________________________________________________________________________________ 

            ____________________________________________________________________________________ 

  __________________________________________________________________________________  _ 

 
  Opportunities to take advantage of  
 
 
  _______________________________________________________________________________________________________

  _______________________________________________________________________________________________________ 

            ____________________________________________________________________________________ 

  __________________________________________________________________________________   
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2. What kind and level of assistance do you need from the Mound City Bar Association? 
 
 
  _______________________________________________________________________________________________________

  _______________________________________________________________________________________________________ 

            ____________________________________________________________________________________ 

  __________________________________________________________________________________  _ 

  _______________________________________________________________________________________________________ 

 
OTHER INFORMATION NOT COVERED BY SURVEY:  (attach additional sheet if necessary) 
 
 

 If you have any initiatives or any other information relating to your organization’s commitment to diversity, that is otherwise not 
covered by this survey, please feel free to describe here: 

 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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Ivy League schools: Columbia University, Cornell University, Harvard University, University of 
Pennsylvania, Stanford University, Yale University 
 
Other private schools: American University, Brooklyn Law School, Boston College, Boston University, 
Cardozo School of Law, DePaul University, Georgetown Law Center, John Marshall Law School, Kent 
School of Law, New York University School of Law, Northwestern University, Washington University 
 
Public state schools: University of California - Berkeley, Boalt Hall, University of California - Davis, 
University of California - Hastings, University of Illinois, University of Kansas, University of Michigan - Ann 
Arbor, University of Missouri at Columbia, University of Missouri - Kansas City, Rutgers University, 
University of Virginia  
 
Historically Black Colleges and Universities (HBCUs): Howard University 



The Minority Mentoring Program connects African-American law students at Washington 
University School of Law with mentors, who include state and federal judges, corporate counsel 
and partners from the largest law firms in St. Louis.  Most of the mentors are alumni of the law 
school.  Incoming first-year students receive information regarding the Program and can request 
a mentor at that time or join the Program at any time during his or her law school career.  Each 
semester, the Mentoring Program organizes a reception for the mentors and mentees. 























































MCBA EMPLOYMENT COMMISSION 
2007 Diversity Initiative 

Recruitment/Hiring/Retention Survey 
 

This survey covers the period of August 1, 2005 through January 31, 2007. 
 

Firm Name:     Bryan Cave LLP 
Person(s) preparing this survey:    Jennifer Sloop 

 
OBJECTIVE 1: RECRUITMENT 
 

Current composition of the Firm (as of 1/31/07)
Please note:  If your firm has offices in other cities, please limit your statistical responses to the St. Louis City and/or County office of your 
firm.   
 

 Partner/ Of Counsel 
(Incl. 

Counsel & 
Sr. 

Counsel) 

Member 
Associates Staff or  

Contract 
Attys. 

Summer  
2006 
Clerks 

New Bar 
Admittees 

(2006) 

Men      92 24 51 3 11 8

Women       23 11 47 8 8 9

Totals 115 35 98 11 19 17 

Black       2 1 4 7 2

Hispanic       1 1

Asian       1 1 6 2

Other Minority  
 

Please indicate: 
Openly GLBT 

      1
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OBJECTIVE 1:   RECRUITMENT  (continued) 
 
Lateral Associates and Partners -  As of 1/31/07 

    
Total 

Men & Women 
African American 

Men 
African American 

Women 
 

2005  2006 2007       2005 2006 2007 2005 2006 2007
Number of Lateral Associate Hires 
 

7         7 0

Number of Lateral Partner Hires (Equity 
and Non-Equity) 

2         1 0 1

Number of New Partners (Equity and 
Non-Equity) Promoted from Associate 
Rank 

6         3 5

Number of New Equity Partners 
 

         

 
Since August 1, 2005, please respond to all that apply indicating the firm’s actions in furtherance of the objective listed.  For those items that 
are checked “completed”, please attach a sample.  If N/A please feel free to attach statement for elaboration. 
 

 In Progress Completed N/A  (please elaborate) 
1. Adopt and/or publicize a commitment to racial and 

ethnic diversity within the firm 
 
 

 √  

2. Evaluate criteria used to evaluate prospects (e.g. class 
rank requirements, law review membership) to 
determine whether such requirements serve to 
disproportionately screen out African American 
prospects 

 

  We have formed a firmwide diversity committee and 
may consider a review of hiring criteria in connection 
with a new diversity effort.  We note however that 
our law school recruiting efforts are successful in 
that our percentages of summer associates of color 
have recently been:  2007 23%, 2006 47%, 2005 
21%. 

3. Recruit at regional or national law schools with a 
significant number of African American law students.  

 
 

 √  

4. Recruit at Historically Black law schools. 
 

 √  
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 In Progress Completed N/A  (please elaborate) 

5. Identify and recruit students of color through law 
school placement administrators, faculty members, 
present or former summer clerks, organizations of law 
students.  

 
 

 √  

6. Recruit attorneys of color as lateral hires. 
 
 
 

 √  

7. Refer law students or attorney applicants of color for 
consideration to other firms, with the permission of the 
applicant. 

 
 

  Individual lawyers have done this as appropriate. 

8. Explore creating and/or supporting programs at St. 
Louis area secondary schools, colleges and universities 
offering tutorial assistance for standardized test-taking, 
and programs to provide African American students 
with intensive training in the kinds of skills needed in 
the law school and legal environment. 

 
 

  However, we have sponsored and our lawyers 
participate in minority mentoring programs at local 
schools. 

9. Other: 
 
 
 
 
 

 

 
 
 
 

                    MMCCBBAA  EEmmppllooyymmeenntt  CCoommmmiissssiioonn  DDiivveerrssiittyy  IInniittiiaattiivveess  
                                                                                                                                                                                                        22000077  RReeccrruuiittmmeenntt//HHiirriinngg//RReetteennttiioonn  SSuurrvveeyy  

3 of 21                                                                                                                                                         August 1, 2005 - January 31, 2007              



 
OBJECTIVE 1:   RECRUITMENT  (continued) 
 
Does your firm maintain statistics concerning the firm’s recruitment of African American attorneys and law students?   
 

Yes __√_____ No _______. 
 
 
Please report the number of African American candidates interviewed, called back, hired in 2005 and 2006.  (If the firm does not keep 
such statistics, please estimate and notate estimation with *): 
 

 Partner/ Of Counsel 
Member 

Associates Staff Attys. Summer  

 2005 2006         2005 2006 2005 2006 2005 2006 2005 2006
Interviews at law schools, job 
fairs, etc. 

          26 39

Call back, i.e. half/full day 
interviews? 
 

1          2 5 12

Offers extended 
 

1          4 4 2 7

Offers accepted           1 2 4 2 5

 
The Associate offer numbers include candidates from our Summer Associate program so they were not interviewed outside of the 
summer program.
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OBJECTIVE 2:  HIRING INITIATIVES 
 
Please identify any substantial hiring initiatives geared towards African Americans (e.g., a minority law student summer employment program designed 
to attract and retain minority law graduates).  If N/A please feel free to attach statement for elaboration. 
 
Respond to all that apply. 
 
 N/A (please elaborate) 
1.  Establish/contribute to a scholarship program dedicated to law students of color. 
     
     If so, where: 
 
    ___________________________________________________ 
 
    ___________________________________________________ 
 

We are currently developing plans for diversity 
scholarships at Missouri law schools. 

2. Establish/maintain a program that awards a student of color a paid summer 
clerkship at the firm following the first year as well as a cash scholarship at the 
beginning of the second year; 

 
 

Our plans for diversity scholarships will include a paid 
internship opportunity. 

3. Establish/maintain a winter clerkship position for a second or third year law 
student of color, for no more than 15 hours per week; 

 
 
 

 

4.  Participate in the Minority Clerkship Program. 
 
 
 
 

We have participated in the Minority Clerkship program 
since its inception. 

5.  Other: 
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OBJECTIVE 2:  HIRING INITIATIVES (continued).  Please feel free to attach statement for elaboration. 
 
 
With respect to the firm’s substantial hiring initiative(s) geared towards African Americans, please briefly describe the initiative(s): 
 

We participate in many programs across the country to increase diversity at Bryan Cave.  A list of 2006 and 2007 events to date is attached. A 

few to note include: Sponsorship of the Harvard BLSA Spring Conference; Participation in the Vault Diversity Job Fair; Participation in the Cook 

County Job Fair; Sponsorship of a St. Louis minority mentoring program reception ; Hosting a firm-wide diversity dinner for law school students 

with offers; and Sponsorship of BLSA events locally and across the country.  

 
If the firm participates in any clerkship/scholarship program targeted to recruit/hire law students of color, please describe: 
 

We participate in the St. Louis Minority Clerkship Program which targets 1L students at local law schools.  We participated by assisting in 

organizing a ‘boot camp’ of mock interviews and training programs.  We also interview all students whose resumes are given to us by the 

organizers.  We do this through a one day job fair.  We then invite several students to our offices for call back interviews.  We make offers to 

students each year for a paid 12 week internship as part of our regular Summer Associate Program.  We also participate on a firmwide level in 

clerkship programs and job fairs in many other cities.  
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Did the firm participate in the 2006 (last year’s) Minority Clerkship Program? Yes_√___ No ____

 
 If yes, did the minority clerk receive an offer to return for Summer 2007 or Full-Time Permanent Position if graduating in 2007? 

 
Yes _____________ No ___√__    ___

 
If No, please elaborate why? 
 
Post-summer program hiring is made on an individual basis.  We cannot comment on a particular student’s performance during the summer 

program.  Once our summer program hiring is complete, we do not distinguish between interns who were hired through the minority clerkship 

program and all other hiring programs. We have associates in our 2006 and 2007 new associate classes who were hired as 1Ls through the St. 

Louis Minority Clerkship Program. 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________
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OBJECTIVE 3:  MENTORING AND RETENTION 
 
Since August 1, 2005, please respond to all that apply indicating the firm’s actions in furtherance of the objective list.  For those items that are 
checked “completed”, please attach a sample.  If N/A please feel free to attach statement for elaboration. 
 

 In Progress Complete N/A (please elaborate) 
1. Develop, monitor and periodically evaluate 

mentoring programs for African American associates, 
which programs must go beyond pairing a new 
African American associate with a more senior 
associate or partner.  The mentoring must be 
consistent and detailed, covering all aspects of firm 
culture and life, including, but not limited to: 

 

 √ Our mentoring and training programs are available 
to all lawyers at Bryan Cave.  There is frequent 
communication about these programs to all 
lawyers, including diverse ones.  While our 
mentoring programs are designed to achieve the 
goals stated in this survey we continue to develop 
our programs to reach these goals.  So we feel 
they will always be in progress as we react to 
feedback form our lawyers. 

 
a. Assist each newly hired attorneys (regardless 

of race or level) in learning the firm’s culture, 
history, practices and procedures; 

 

 
√ 

 
√ 

 

 
b. Ensure that the work environment and work-

related social activities with clients are as 
hospitable and congenial for, and as inclusive 
of, attorneys of color as they are for all other 
attorneys; 

 

√ √  

 

c. Include all new attorneys in programs that 
enhance their understanding of business 
concepts, client relations, client satisfaction, 
and their confidence in dealing with client 
matters; 

 

 

 
√ 

 
√ 
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d. Ensure that law clerks and attorneys of color 

have the same opportunity to (a) perform 
significant work assignments for important 
clients, (b) receive interesting and 
challenging legal work, and (c) receive 
training, guidance, mentoring, client contact, 
performance feedback, and other 
opportunities to grow and succeed; and  

 

 
√ 

 
√ 

 

 
e. Adopt mechanisms to monitor progress and 

compliance with these commitments, 
including, e.g., internal surveys, 
questionnaires, interviews, and other 
appropriate means for identifying problems 
and/or areas for improvement. 

 
 

 
√ 

 
√ 

 

2.  Encourage attorney mentors to take on the assignment 
with the same commitment and vigor as other 
assignments with evaluation ramifications. 

 
 

  
√ 

 

3. Encourage associates, and particularly African American 
associates, to participate in bar association or community 
mentoring, networking and leadership training programs 
developed in conjunction with minority attorney 
associations. 

 
 

  
√ 

 

4.  Other: 
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What is the total number of attorneys who voluntarily or involuntarily left your firm’s employ during the reporting period?  _26_____    
 
Of this total: 
 

a. How many were African American women? _1__ 
b. How many were African American men?  __0_ 

 
Please report the number of African American attorneys who left the firm between 8/1/05 – 1/31/07 
 

Attrition Partner/Member Of Counsel Associates Staff Attys. 
2005-2007 

 
0 0 1 0 

 
Please elaborate 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________
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OBJECTIVE 3:  MENTORING AND RETENTION (Continued) 
 
Exit Interviews  
 

1. Does your firm conduct exit interviews?    Yes ___√____  No _______ 
 
 

2. If no, why not? 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

 
 

3. If yes, how are the interviews done and what have you learned? 
 
Professional Development personnel meet with departing lawyers to conduct exit interviews. We find the feedback from those sessions to be 

very valuable and use that information to improve our hiring, training and development programs across the firm. 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________
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Please identify the specific steps you are taking to reduce the attrition rate of African American attorneys: 
 

_√_ Develop and/or support internal employee affinity groups (e.g., minority networks within the firm 

_√_ Increase/review compensation relative to competition 

_√_ Increase/improve current work/life programs  

___ Adopt dispute resolution process  

_√_ Succession plan includes emphasis on diversity  

___ Work with attorneys of color to develop career advancement plans 

_√_ Introduce attorneys of color to key clients, including to lead engagements  

_√_ Review work assignments and hours billed to key client matters to make sure attorneys of color are not being excluded 

_√_ Strengthen mentoring program for all attorneys, including attorneys of color  

_√_ Professional skills development program, including attorneys of color 

_√_ Other, please specify _We continue to seek out opportunities to add senior level lawyers of color to the firm to increase the depth and 

strength of our client service as well as to broaden our mentoring network for diverse lawyers. 

___________________________________________________________________________________________
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OBJECTIVE 4: DIVERSITY LEADERSHIP AND STRATEGIC PLAN 
 
How has the firm communicated to partners the link between diversity and business success? 
 
The link between diversity and business success is regularly communicated to all lawyers through the diversity committee and is also 

communicated by our chairman at the annual partners’ retreat. 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

 
Since August 1, 2005, please describe the firm’s actions in furtherance of the objective listed below.  If N/A please feel free to attach 
statement for elaboration: 
 
 
 

 2005 2006 N/A (please elaborate) 
1.  Create a mechanism for promoting 

diversity within the firm, such as the 
creation of a standing Diversity 
Committee that will meet regularly 
throughout the year for the purposes 
of devising, promoting and guiding 
the firm’s diversity programs.  

 
 
 
 
 

A sub-committee of the Executive 
Committee was formed to establish 
a diversity plan. 

A formal, firmwide Diversity 
Committee was established and 
includes members of the Executive 
Committee. 
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 2005 2006 N/A (please elaborate) 
 
 

2. Implement and participate in 
programs, including, but not limited 
to, 

a. the Minority Clerkship 
Program, 

 
b. socials and/or luncheons 

with minority law student 
groups 

 
c. recruiting visits dedicated 

the recruitment of mino-
rity law students at 
Missouri law schools, 

 
d. development of an intra-

firm strategic plan intend-
ed to increase African 
American representation 
within the firm, 

 
 
 

 

Many of these programs are listed 
on the attached document as 2006.  
We participated in similar programs 
in 2005. 

Please see the attached document 
for a partial list of firm diversity 
events. 

 

3. Include African American 
representation on the hiring and 
associate evaluation committees. 

 
 

 
√ 

 
√ 
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 2005 2006 N/A (please elaborate) 
 
 
 
 
 
 
 
 
 
 

4. Partner with African American-owned 
law firms 

 
 
 
 
 
 
 
 
 
 

   
√ 

 
 
 
 
Identify the partner(s) who serves as the primary mechanism for promoting diversity within the firm: 
 
Partner members of the firmwide Diversity Committee include:  Lisa Martin, Irv Belzer, Betsy Bousquette, Evan Chuck, Pam Gates, Gabe 
Gore, William Hibsher, Mike McKinnis, Jeff Morof, Jay Nouss, Terry Pritchard, Micahel Rosen, Coco Soodek, Bill Tate, Kira Watson and 
Frank Wolff. 
 
Identify any other person(s) (i.e. diversity coordinator, diversity committee chair) who serves as the primary mechanism for promoting 
diversity within the firm: (please identify title) 
 
 

 The Diversity Committee Chair is Lisa Martin.  
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 YES N/A (please elaborate) 
1.  Does your firm have a Diversity 
Committee or Task Force charged 
with responsibility for monitoring 
or promoting diversity efforts and 
results? 
 
 
 
 

 
 
 
√ 
 
 
 

 

2.  Is diversity (male/female, 
ethnic, racial, age, practice 
groups, etc.) one of the 
considerations in composing 
committees within the firm? 
 
 
 
 
 

 
 
√ 
 
 
 

 

3.  Are attorneys of color on the 
hiring/recruiting committee? 
 
 
 
 
 
 

 
 
√ 
 
 
 

 

4.  Are attorneys of color a part of 
the management committee? 
 
 
 
 
 
 
 
 

 
 
 
 
 
 

 
√ 
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OBJECTIVE 5:  MARKETING 
 

Since August 1, 2005, please describe the firm’s actions in furtherance of the objective listed below:  (Respond to all that apply.)  If N/A 
please feel free to attach statement for elaboration. 
 

 ACTION N/A (please elaborate) 
1.  If applicable, make concerted efforts to 

publicize the presence of African American 
personnel in the firms’ recruiting and 
marketing materials, and, where 
appropriate to the message, the materials 
may express a commitment to diversity. 

 
 
 

 
√ 

 

2.  Explore creating a navigation link on their 
respective web sites which discusses the 
firm’s efforts at increasing diversity, 
highlight the accomplishments of African 
American associates and partners, and 
actively solicit the resumes of African 
American law students and practitioners. 

 
 

 
√ 

 

3. Contact the leaders of the African American 
law student organizations at law schools 
where the firms recruit to inform them of 
the firm’s efforts toward increasing 
diversity, to invite African American law 
students to submit resumes, and to 
identify and, where appropriate, to 
interview selected applicants. 

 
 

 
√ 
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4.  Review your marketing and recruiting 
materials and discuss its diversity efforts 
and its commitment to increasing diversity 
within the firm in its marketing and 
recruiting materials. 

 
 
 
 

 
√ 

 

5.  *Other: 
 
 
 
 
 
 
 
 

  

 

*Please describe (or attach a copy of) the firm’s actions in furtherance of this objective:   
 

Please see attached materials. 

_____________________________________________________________________________________________________________________

___________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________
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OBJECTIVE 6:   CULTURAL SENSITIVITY AND TRAINING 

 
Since August 1, 2005, has your firm arranged other diversity training/program conducted by an outside consultant for the management group 
attorneys and committee chairs? 
 

Yes_________ No ___√_________
 

If yes, please identify the facilitator/trainer and describe the length/cost of training:  

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

Did the firm encourage its attorneys and legal professionals to attend diversity training seminars and/or continuing legal education programs on 
the topics of racial and ethnic sensitivity and diversity? 
 
 Yes___√______ No ____________
 
If No, please elaborate: 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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ASSESSING PROGRESS IN YOUR FIRM (attach additional sheet if necessary) 
 

1. As you plan the upcoming year’s activities related to diversity, what do you see as the: 
 
  Strengths to build on 
 
  We have had several years of very strong diverse summer associate classes.  We are optimistic that these successes will  

  continue and will help us increase our diverse lawyer population.  

            ____________________________________________________________________________________ 

  __________________________________________________________________________________  _ 

 
  Barriers to overcome 
 
 
  Our largest pool of summer associates and lateral lawyers candidates for the St. Louis office comes from Missouri.   

  Recent reports indicate that there is a drying pipeline of diverse students in this state.  We are interested in being part of the  

  solution to this increasing problem. 

 
  Opportunities to take advantage of  
 
 
  We are taking advantage of the skills and experience of a consultant who specializes in law firm diversity issues.  We are using 

  the consultant to develop a broad diversity initiative.  

            ________________________________________________________________________________________ 

  __________________________________________________________________________________  _ 
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2. What kind and level of assistance do you need from the Mound City Bar Association? 

 
 
  We would like to learn more about scholarship programs that we can create at Missouri law schools.  We would like to consider 

  the best practices of similar programs as we develop ours.  

  __________________________________________________________________________________  _ 

  _______________________________________________________________________________________________________ 

 
OTHER INFORMATION NOT COVERED BY SURVEY:  (attach additional sheet if necessary) 
 
 

 If you have any initiatives or any other information relating to your firm’s commitment to diversity, that is otherwise not covered by this 
survey, please feel free to describe here. 

 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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MCBA EMPLOYMENT COMMISSION 
2007 Diversity Initiative 

Recruitment/Hiring/Retention Survey 
 
This survey covers the period of August 1, 2005 through January 31, 2007. 
 

ORGANIZATION NAME: 
 
 
Person(s) preparing this survey:  Jennifer M. Joyce, with assistance from staff 

 
OBJECTIVE 1: RECRUITMENT 
 

Current composition of the Organization (as of 1/31/07)
 

  Attorneys w/less
than five years 
experience in 

this office 

 Non-supervisory 
Attorneys w/more 

than five years 
experience 

Supervisory 
Attorneys/ 

Division Heads 

Other: 
 

_______________ 

Spring  
2006 
Clerks 

Summer  
2006 
Clerks 

Fall  
2006 
Clerks 

Men      19 5 7 5 5 3

Women        25 3 10 1 9 4

Totals     6 14 7 

Black        4 2 1 2 1

Hispanic        1 0 0 0

Asian        0 0 0

Other Minority  
 

Please indicate: 
 

____________ 
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OBJECTIVE 1:   RECRUITMENT  (continued) 
 
Lateral Attorneys -  As of 1/31/07 

    
  Total African American African American 

Men Women 
Number of Lateral Attorney Hires 

 
21  2005

0 
2006 

1 
2007 

0 
2005 

2 
2006 

0 
2007 

1 
 
 
Since August 1, 2005, please respond to all that apply indicating the organization’s actions in furtherance of this objective.  Respond to all that 
apply, and for those items that are checked “completed”, please attach a sample. If N/A please feel free to attach statement for 
elaboration. 
 

     In Progress Completed N/A
1. Adopt and/or publicize a 

commitment to racial and 
ethnic diversity within the 
organization. 

 
 
 
 

- Diversity strategy: Created a 
Diversity strategy in 2004.  It 
has been modified each year 
to adapt to changing 
marketplace. 

- Recruit Black Law Students: 
The CAO targets regional law 
schools to recruit interns and 
generate enthusiasm 
regarding public service and 
the law. We have established 
strong relationships with black 
law school organizations and 
administration.  Jennifer M. 
Joyce personally attends and 
speaks at events sponsored by 
these organizations.  Joyce 
has also taken the lead to 
develop long-term
relationships with schools to 
encourage people of all types 
to choose public service as a 
career. 

 

- Annual employee surveys 
include questions regarding 
the value of diversity in the 
office. 

- In 2004 and 2005, the CAO 
conducted a diversity survey to 
determine if any obstacles 
were standing in the way of 
the success of African 
Americans at the office.  
African Americans in all 
categories of the office were 
interviewed and a summary of 
their comments were provided 
to the executive management 
team.  Goals and objectives 
based on this survey data were 
included in the Diversity 
Strategy. 

- Jennifer Joyce works to ensure 
that the topic of diversity is at 
the top of employee’s agenda 
through conversation and 
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- The CAO is a member of the 
Mound City Bar.  Several 
members of the office are 
active in the organization. 

- Ongoing leadership training. 

integration of the topic in 
office communications.  She 
discusses the subject of 
diversity at employee 
meetings, during leadership 
meetings, through office 
correspondence.  

- Improving diversity is also a 
goal for the office, with direct 
tactics associated with the 
goals and objectives.  

2. Evaluate criteria used to 
evaluate prospects (e.g. class 
rank requirements, law review 
membership) to determine 
whether such requirements 
serve to disproportionately 
screen out African American 
prospects. 

 
 

  N/A 

3. Recruit at regional or national 
law schools with a significant 
number of African American 
law students.  

 
 
 

The CAO diversity strategy 
primarily targets regional law 
schools due to the lack of funds 
and resources to address law 
schools on a national basis.  The 
CAO has, however, contacted 
Florida A&M, North Carolina 
Central, Southern University, 
Texas Southern University and 
Howard University to establish 
relationships with administration. 

Regional law schools with which 
the CAO has a recruiting 
relationship are:  University of 
Missouri, St. Louis; Washington 
University; St Louis University; 
University of Missouri, Kansas City, 
University of Missouri, Columbia.  

- The limited recruiting 
financial resources of the 
office are funneled into 
regional law schools.  
National law schools are a 
secondary effort.  

4. Recruit at Historically Black 
law schools. 

 
 
 

 
 

See answer to Question 3   
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5. Identify and recruit students of 

color through law school 
placement administrators, 
faculty members, present or 
former summer clerks, 
organizations of law students.  

 
 
 

- The CAO has a close 
relationship with
administrators at regional law 
schools and within the black 
law community at these 
schools.  The office sponsors 
and attends events that attract 
black law students.   

 
The CAO has been working with 
regional law schools and black law 
school associations for years. 

- The Office has an aggressive 
recruiting program targeting 
black law students, and 
Jennifer M. Joyce personally 
attends events and speaks 
directly to these organizations 
to demonstrate her 
committment to hiring and 
recruiting African Americans in 
the office.   

 

6. Recruit attorneys of color as 
lateral hires. 

 
 
 
 
 
 
 

- The Office works through 
networking in the community 
to attract African American 
attorneys.   

- Through membership with the 
Mound City Bar, the Office 
works to recruit attorneys of 
color. 

- The CAO is spearheading the 
development of a St. Louis 
Chapter of the National Black 
Prosecutors Association.  

The CAO has been a member of 
the Mound City Bar for years. 
 
Jennifer Joyce and other attorneys 
have been networking in the St. 
Louis area, encouraging black law 
professionals to work for the CAO.  

 

Explore creating and/or supporting 
programs at St. Louis area secondary 
schools, colleges and universities 
offering tutorial assistance for 
standardized test-taking, and 
programs to provide African American 
students with intensive training in the 
kinds of skills needed in the law 

  Beyond the CAO financial 
resources. 
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school and legal environment. 
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OBJECTIVE 1:   RECRUITMENT  (continued) 
 
Does your organization maintain statistics concerning the recruitment of African American attorneys and law students?   
 

Yes _______ No __X_____. 
 
 
Please report the number of candidates of color interviewed, called back, hired in 2005 and 2006.  (If the organization does not keep 
such statistics, please estimate and notate estimation with *): 
 

 Attorneys w/less
than five years 

experience 

 Non-supervisory 
Attorneys 

w/more than five 
years experience 

Supervisory 
Attorneys/ 

Division Heads 

Other: 
 

____________ 

Spring  
2006 
Clerks 

Summer  
2006 
Clerks 

Fall  
2006 
Clerks 

       2005 2006 2005 2006 2005 2006 2005 2006 2005 2006 2005 2006 2005 2006
Interviews at law 
schools, job fairs, etc. 

              

Call back, i.e. half/full 
day interviews? 

              

Offers extended 
 

              

Offers accepted               
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OBJECTIVE 2:  HIRING INITIATIVES 
 
Please identify any substantial hiring initiative geared towards persons of color (e.g., a minority law student summer employment program designed to 
attract and retain minority law graduates).  If N/A please feel free to attach statement for elaboration. 
 
Respond to  all that apply. 
 

 N/A 
1.  Establish/contribute to a scholarship programs dedicated to 
students of color. 
     
     If so, where: 
 
___________________________________________________ 

___________________________________________________ 

Beyond financial resources 

2. Establish/maintain a program that awards a student of color a paid 
summer clerkship at the organization following the first year as 
well as a cash scholarship at the beginning of the second year; 

 
 
 
 

Beyond financial resources 

3. Establish/maintain a winter clerkship position for a second or third 
year law student of color, for no more than 15 hours per week; 

 
 
 
 
 
 

Beyond financial resources 

4.  Other: 
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OBJECTIVE 2:  HIRING INITIATIVES (continued)  
 
With respect to any substantial hiring initiative(s) geared towards persons of color the organization has, please briefly describe the initiative(s): 
 Please see diversity strategies outlined throughout this document.  

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

 
If the organization participates in any clerkship/scholarship program targeted to recruit/hire law students of color, please describe: 
 

The CAO has a very active and sought after internship program.  Each year applications far exceed available positions.  These internships 

provide excellent experience and provide the office a wonderful “farm team” of candidates who are regularly hired into the misdemeanor 

department of the office.     

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

____________________________________________________________________________________________________________________ 
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OBJECTIVE 3:  MENTORING AND RETENTION 
 
Since August 1, 2005, please respond to all that apply indicating the organization’s actions in furtherance of this objective.  Respond to all that 
apply, and for those items that are checked “completed”, please attach a sample.    If N/A please feel free to attach statement for 
elaboration. 
 

 In Progress Complete N/A 
1. Develop, monitor and periodically 

evaluate mentoring programs for 
African American attorneys, which go 
beyond pairing a new African 
American attorney with a more senior 
attorney.  The mentoring should be 
consistent and detailed, covering all 
aspects of the organization’s culture 
and life, including, but not limited to: 

 
 

In 2004, the CAO 
implemented a 
Development, 
Performance and 
Rewards (DPR) system 
that is designed to help 
individuals achieve 
goals, career 
aspirations, skill 
development and 
rewards.  This system 
focuses on professional 
development, personal 
achievement, feedback, 
coaching, mentoring 
and giving individuals 
the power to create the 
kind of career that 
fulfills each person and 
also serves the 
community.  This is a 
system that involves all 
people in the 
organization regardless 
of level, and managers 
are rewarded based on 
their ability to develop 
and support the growth 
and achievement of 
their people.   

  

                    MMCCBBAA  EEmmppllooyymmeenntt  CCoommmmiissssiioonn  DDiivveerrssiittyy  IInniittiiaattiivveess  
                                                                                                                                                                                                        22000077  RReeccrruuiittmmeenntt//HHiirriinngg//RReetteennttiioonn  SSuurrvveeyy  

9 of 26                                                                                                                                                         August 1, 2005 - January 31, 2007              



 In Progress Complete N/A 
Regular focus groups 
are held to modify the 
DPR system to ensure it 
is meeting the needs of 
employees and the 
organization.  
- Ongoing leadership 

training.  
a. Assist each newly hired attorneys 

(regardless of race or level) in 
learning the organization’s culture, 
history, practices and procedures; 
 
 
 
 

Each new attorney 
begins in the 
Misdemeanor Unit.  This 
is a small unit designed 
to give new attorneys 
the opportunity to learn 
how to be a great trial 
lawyer, learn the court 
system, make mistakes 
and learn from them 
and also understand 
how the practices and 
procedures of the office 
work.   
In 2006, a dedicated 
training position was 
created to give new 
attorneys an added level 
of coaching, mentoring 
and training.  

  

 
b. Ensure that the work environ-ment 

and work-related social activities 
are as hospitable and congenial 
for, and as inclusive of, attorneys 
of color as they are for all other 
attorneys; 

 
 

 

- An annual 
employee 
satisfaction survey 
is conducted. 

- A new diversity 
survey will be 
conducted in the 
summer of 07.  

- Ongoing 

- A diversity survey 
was conducted to 
determine if 
current practices 
and procedures 
were hospitable 
and congenial to 
people of all 
colors.  
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 In Progress Complete N/A 
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leadership training. - On-boarding 
practices have 
been reviewed to 
ensure they meet 
the needs of a 
diverse group of 
new hires.  

 
c. Include all new attorneys in 

programs that enhance their 
understanding of business con-
cepts, client relations, client 
satisfaction, and their confidence 
in dealing with client matters; 

 
 
 

 

 N/A  

d. Ensure that law clerks and 
attorneys of color have the same 
opportunity to (a) perform 
significant work assignments for 
important clients, (b) receive 
interesting and challenging legal 
work, and (c) receive training, 
guidance, mentoring, client 
contact, performance feed-back, 
and other opportunities to grow 
and succeed; and  

 

 - All people have 
access to all 
opportunities in 
the organization to 
professionally 
develop through 
DPR.  Everyone is 
required to 
participate in DPR 
regardless of level 
or skin color in the 
organization.  

- A new promotion 
practice was 
implemented in 
2005.  Historically, 
people were 
promoted based 
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 In Progress Complete N/A 
on tenure in the 
organization.  
Under Jennifer 
Joyce’s leadership, 
people are now 
promoted into 
management 
positions based 
upon their desire, 
qualifications and 
skill level. 

e. Adopt mechanisms to monitor 
progress and compliance with 
these commitments, including, 
e.g., internal surveys, question-
naires, interviews, and other 
appropriate means for identifying 
problems and/or areas for 
improvement. 

f.  
 

 - Diversity survey 
- Diversity Strategy 
- CAO Goals 
- Employee 

satisfaction survey 
- DPR system 
- Three times each 

year, employees 
have the 
opportunity to 
provide feedback 
about their 
manager to the 
next level of 
management 

- Jennifer Joyce has 
an open door 
policy of 
management.  

- Jennifer Joyce 
monthly lunch 
meetings.  Each 
year she has lunch 
with every 
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 In Progress Complete N/A 
employee. 

- All employee 
meetings.  
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2. Encourage attorney mentors to take 

on the assignment with the same 
commitment and vigor as other 
assignments with evaluation 
ramifications. 

 
 
 
 

 Through DPR, attorneys 
and managers are 
measured on how well 
they develop their 
employees, how well 
they support their 
colleagues.  Rewards 
and promotions are tied 
to this commitment. 

 

3. Encourage young African American 
attorneys, to participate in bar 
association or community mentoring, 
networking and leadership training 
programs developed in conjunction 
with minority attorney associations. 

 
 
 
 

The CAO is currently 
working to establish a 
Black Prosecutors
Association in St. 
Louis.  

 

Several members of 
the office participate 
in the Mound City Bar.
Black and white 
attorneys participate 
in black law school 
organization.  The 
CAO sponsors a table 
at events, conducts 
special events, etc.   

 

4. Other: 
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What is the total number of attorneys who voluntarily or involuntarily left your organization’s employ during the reporting period?  __17_____    
 
Of this total: 
 

a. How many were African American women? __2__ 
b. How many were African American men?  _0____ 

 
Please report the number of attorneys of color who left the organization between 8/1/05 – 1/31/07 
 

Attrition  Attorneys w/less
than five years 

experience 

Non-supervisory 
Attorneys 

w/more than five 
years experience 

Supervisory 
Attorneys/ 

Division Heads 

Other: 
 

____________ 

2005-2007 
 

2   0 0
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OBJECTIVE 3:  MENTORING AND RETENTION (Continued) 
 
Exit Interviews  
 

- Did your organization conduct exit interviews?    Yes __x_____  No _______ 
 
 

- If no, why not? 
 
 
 
 
 

- If yes, how were the interviews done and what did you learn?  Jennifer Joyce personally conducts these interviews to ensure that she 
understands exactly why people chose to leave the office.  The main issues over the past five years have been 

- Salary – the CAO went three years without salary raises.  In 2005, the organization finally received a small amount for raises.  Jennifer 
Joyce lobbied the city officials for an increase in her budget for salary parity between the CAO and the City Counselors Office.  Despite 
small movement, low salaries remain the primary reason for departure for CAO attorneys. 

- There were also several negative people in the office who were negatively influencing the morale of many attorneys and making it 
difficult for some people to enjoy their work.  We have since removed these obstacles and employee satisfaction seems to be improving.  

 
 
 
 
 
 
Please identify the specific steps you are taking to reduce the attrition rate of African American attorneys: 
 

___ Develop and/or support internal employee affinity groups (e.g., minority networks within the organization) 

_x__ Increase/review compensation relative to competition 

_x__ Increase/improve current work/life programs  

_x__ Adopt dispute resolution process  

__x_ Succession plan includes emphasis on diversity  

_x__ Work with African American attorneys to develop career advancement plans 
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_x__ Review work assignments to make sure African American attorneys are not being excluded 

__x_ Strengthen mentoring program for all attorneys, including minorities  

_x__ Professional skills development program, including African American attorneys 

___ Other, please specify _____________diversity survey__________________________________ 

 
 
OBJECTIVE 4: DIVERSITY LEADERSHIP AND STRATEGIC PLAN 
 
How has the organization communicated to supervisory attorneys the link between diversity and success? 
 
Increasing diversity in the organization is an important goal.  The CAO communicates this in employee surveys, goal communication, recruitment 
efforts, town hall meetings, DPR, promotion process, etc.  Since the City of St. Louis is more than 50% African American, each day an attorney 
is in the courtroom, he/she understands the value of having a diverse attorney staff.  There is a clear link in this organization, and survey results 
confirm, that all employees understand the value of diversity to the organization and to the community.  
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OBJECTIVE 4: DIVERSITY LEADERSHIP AND STRATEGIC PLAN (Continued) 
 
Since August 1, 2005, please describe the organization’s actions in furtherance of this objective. If N/A please feel free to attach 
statement for elaboration: 
 

   2005 2006 2007
1.  Create a mechanism for promoting 

diversity within the organization, such 
as the creation of a standing Diversity 
Committee that will meet regularly 
throughout the year for the purposes of 
devising, promoting and guiding the 
organization’s diversity programs.  

  Currently two
executive staff 
members focus on 
diversity for the 
entire organization; 
however, several 
members of the 
attorney staff have 
taken a personal 
interest helping to 
recruit more diverse 
attorneys.  

  

2. Implement and participate in programs, 
including, but not limited to: 

 
a. socials and/or luncheons 

with African American law 
student groups; 

 
b. recruiting visits dedicated 

the recruitment of African 
American law students at 
Missouri law schools;  

 
c. development of an intra- 

organization strategic plan 
intended to increase African 
American representation 
within the organization. 

 

For the last several years, the CAO has sponsored 
special events such as trivia nights, networking 
events, etc. at area law schools and in black 
attorney organizations specifically.  This has been 
an ongoing practice that continues today and CAO 
attorneys attend these events as well.   
 
Jennifer Joyce speaks at and attends events that 
are directed towards black law school students 
throughout the region.  
 
 
There is a Diversity strategy in place that is 
currently being implemented successfully.  
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 2005 2006 2007 
3. Include African American representation 

on the hiring and associate evaluation 
committees. 

 
 
 
 

   An African
American Team 
Leader is involved 
in the interview 
process for any 
Team Leader 
vacancies.  
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Identify the lead attorney(s) who serves as the primary mechanism for promoting diversity within the organization: 
 
Jennifer M. Joyce, Pippa Barrett, Trent Mitchell.  

______________________________________________________________________________________________________ 
 

Identify any other person(s) (i.e. diversity coordinator, diversity committee chair) who serves as the primary mechanism for promoting 
diversity within the organization: (please identify title) 
 
Berlin Madison 

______________________________________________________________________________________________________ 
 
If N/A please feel free to attach statement for elaboration. 
 

   N/A
1.  Does your organization have a Diversity 
Committee or Task Force charged with 
responsibility for monitoring or promoting 
diversity efforts and results? 

No  

2.  Is diversity (male/female, ethnic, racial, 
age, practice groups, etc.) one of the 
considerations in composing committees 
within the organization? 

Yes  

3.  Are attorneys of color on the 
hiring/recruiting committee? 
 

Recruiting.   

4.  Are attorneys of color a part of the 
management committee? 
 

Attorneys of color are part of the leadership team 
but not part of the executive management team.  
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OBJECTIVE 5:  MARKETING 
 
Since August 1, 2005, please describe the organization’s actions in furtherance of this objective:  (Respond to all that apply.) If N/A please 
feel free to attach statement for elaboration. 
 

   N/A
1. If applicable, make concerted efforts to publicize 

the presence of African American personnel in the 
organization’s recruiting and marketing materials, 
and, where appropriate to the message, the 
materials may express a commitment to diversity. 

 
 
 
 
 
 

 
In the recruiting brochure, there are not 
photographs of attorneys.  We did 
include quotes from former attorneys, 
including two African American 
attorneys who are now judges.  
 
 
 
 
 
 

 

2. Explore creating a navigation link on their 
respective web sites which discusses the 
organization’s efforts at increasing diversity, 
highlight the accomplishments of African American 
attorneys, and actively solicit the resumes of 
African American law students and practitioners. 

 
 
 
 

 
The CAO is in the process of building a 
new website that will promote diversity. 
 
 
 
 
 

The CAO does not disclose attorney 
names on marketing materials or on the 
website for security reasons.  

3. Contact the leaders of the African American law 
student organizations at law schools where the 
organization recruits to inform them of the 
organization’s efforts toward increasing diversity, 
to invite African American law students to submit 
resumes, and to identify and, where appropriate, 
to interview selected applicants. 

 
 
 

 
 
 
Yes, we have a strong relationship with 
African American law student 
organizations.  
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4. Review your marketing and recruiting materials 
and discuss its diversity efforts and its 
commitment to increasing diversity within the 
organization in its marketing and recruiting 
materials. 

 
 
 
 

 
We have reviewed all of our recruiting 
materials to ensure they are supporting 
our diversity strategy.  We also have 
included quotes from former African 
American Assistant Circuit Attorneys who 
have gone on to become judges. 
 
 
 
 
 

 

5.  *Other: 
 
 
 
 
 

 
 
 
 
 

 

*Please describe (or attach a copy of) the organization’s actions in furtherance of this objective:   
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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OBJECTIVE 6:   CULTURAL SENSITIVITY AND TRAINING 
 
Since August 1, 2005, has your organization arranged other diversity training/program conducted by an outside consultant for any of its 
attorneys? 
 

Yes__x_______ No ____________ 
 

If yes, please identify the facilitator/trainer and describe the length/cost of training: ___________We have a consultant who has been working 

with us to promote diversity in the organization and we are currently looking for external resources (that we can afford to conduct some 

diversity training for the staff this summer.  We have already met with one group and we are seeking information regarding other resources.  In 

certain areas of the office, in-house diversity training has been conducted by managers.  Also, the International Institute  has conducted office-

wide cultural sensitivity training for our office in 2006 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

__________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

 
Did the organization encourage its attorneys and legal professionals to attend diversity training seminars and/or continuing legal education 
programs on the topics of racial and ethnic sensitivity and diversity? 
 
 Yes_______x__ No ____________ 
 
If No, please elaborate: 
 
___________When we conduct our diversity training this summer, attendance  will be mandatory.  

_____________________________________________________________________________________________________________________
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_____________________________________________________________________________________________________________________

__________________________________________________________________________________________________________ 

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 

 
 
ASSESSING PROGRESS IN YOUR ORGANIZATION 
 

1. As you plan the upcoming year’s activities related to diversity, what do you see as the  
 
  Strengths to build on   

- Teamwork  
- Great work 
- Work/life flexibility 
- Strong mission 
- Great training 

 
  Barriers to overcome 
- Low salaries 
- Resources to devote to rewards and recruiting  
- Perception that private work is more prestigious that criminal legal work 
- Organizations and individuals who discourage people from working in the CAO because of historical stories of discrimination. Working at the 

CAO is very different today than in the past and it’s important that outsiders judge the office as is it and not as it used to be.   
 
  Opportunities to take advantage of  

- Our new promotion system allows more opportunity for people to get promoted into management positions.  A new organizational 
structure put in place over the years has also increased the number of managers in the organization, allowing more advancement in the 
office.  

- Great work and the opportunity to for advancement both within the office, to judgeships, and to higher level private practice positions.  
 
 

2. What kind and level of assistance do you need from the Mound City Bar Association? 
- Minority recruiting could seriously benefit from support from the Mound City Bar.  In the past, much of the dialogue of the MCB has been 

controlled by defense attorneys who appear to be angry at the legal system.  It appears as though they discourage people from working 
at the CAO.   
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- We believe that the Mound City Bar could be a very valuable partner in our recruiting efforts, especially in the area of laterals.  We would 
like to see members of the MCB encourage attorneys to pursue a career in criminal law on both the defense side and prosecution side.   

- We would also like to see the MCB support the diversity efforts of the CAO.   
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OTHER INFORMATION NOT COVERED BY SURVEY: 
 
 

 If you have any initiatives or any other information relating to your organization’s commitment to diversity, that is otherwise not 
covered by this survey, please feel free to set that out here: 

 
 
_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________

_____________________________________________________________________________________________________________________ 
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MOUND CITY BAR ASSOCIATION 
P.O. Box 1543 

St. Louis, MO 63188 
 

April 20, 2007 

www.moundcitybar.com 

Pamela  J. Meanes 
President 
 
Rufus J. Tate, Jr. 
President-Elect 
 
Annette Slack 
Vice-President 
 
Paul A. Randolph 
Treasurer 
 
Carla Allen 
Corresponding 
Secretary 
 
Kemba Logan 
Recording Secretary 
 
Joan K. Miller 
Member-At-Large 
 
Rolanda Johnson 
Member-At-Large 
 
Robert Kenney  
Parliamentarian 
 
Celestine Dotson 
Historian 
 
Hon. Marvin O. Teer 
Immediate Past 
President 

 
Kim Morgan  Morgan 
Sonnenschein Nath & Rosenthal LLP  Sonnenschein Nath & Rosenthal LLP  
One Metropolitan Square, Suite 3000 One Metropolitan Square, Suite 3000 
St. Louis, MO  63102-2741 St. Louis, MO  63102-2741 
 
 
 
 
 This letter is to confirm your participation in the Mound City Bar Association’s 
Employment Commission Panel Discussion. The panel discussion will take place at 7:00 
pm on April 25, 2007 at Harris-Stowe State University in the Telecommunity Room located 
in the library.  The discussion will center around the topics covered by the Diversity 
Initiative Survey (the recruitment, hiring and retention of African American Attorneys).  
There will also be a corporate representative there to discuss the “Corporate Call to Action,” 
and/or other initiatives in place to increase the number of people of color representing their 
corporate interests in retained area law firms.   

 This letter is to confirm your participation in the Mound City Bar Association’s 
Employment Commission Panel Discussion. The panel discussion will take place at 7:00 
pm on April 25, 2007 at Harris-Stowe State University in the Telecommunity Room located 
in the library.  The discussion will center around the topics covered by the Diversity 
Initiative Survey (the recruitment, hiring and retention of African American Attorneys).  
There will also be a corporate representative there to discuss the “Corporate Call to Action,” 
and/or other initiatives in place to increase the number of people of color representing their 
corporate interests in retained area law firms.   
  
 I look forward to seeing you on the 25th.   If you have any questions in the 
meantime, please contact me, Ronda F. Williams, at (314) 588-7000 ext. 137 or 
rwilliams@foxgalvin.com

 I look forward to seeing you on the 25 .   If you have any questions in the 
meantime, please contact me, Ronda F. Williams, at (314) 588-7000 ext. 137 or 

th

rwilliams@foxgalvin.com.   
   
 
Sincerely,  
 
 
 
 
Ronda F. Williams, Chairperson    Pamela Meanes, President 
MCBA Employment Commission    Mound City Bar Association    
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MOUND CITY BAR ASSOCIATION 
P.O. Box 1543 

St. Louis, MO 63188 
 

April 20, 2007 

 

                      

www.moundcitybar.com 

Pamela  J. Meanes 
President 
 
Rufus J. Tate, Jr. 
President-Elect 
 
Annette Slack 
Vice-President 
 
Paul A. Randolph 
Treasurer 
 
Carla Allen 
Corresponding 
Secretary 
 
Kemba Logan 
Recording Secretary 
 
Joan K. Miller 
Member-At-Large 
 
Rolanda Johnson 
Member-At-Large 
 
Robert Kenney  
Parliamentarian 
 
Celestine Dotson 
Historian 
 
Hon. Marvin O. Teer 
Immediate Past 
President 

 

Gabriel Gore 
Bryan Cave LLP  
One Metropolitan Square 
211 North Broadway, Suite 3600 
St. Louis, MO  63102-2750 
 
 This letter is to confirm your participation in the Mound City Bar Association’s 
Employment Commission Panel Discussion. The panel discussion will take place at 7:00 
pm on April 25, 2007 at Harris-Stowe State University in the Telecommunity Room located 
in the library.  The discussion will center around the topics covered by the Diversity 
Initiative Survey, (the recruitment, hiring and retention of African American Attorneys).  
There will also be a corporate representative there to discuss the “Corporate Call to Action,” 
and/or other initiatives in place to increase the number of people of color representing their 
corporate interests in retained area law firms.   
 
 I look forward to seeing you on the 25th.   If you have any questions in the 
meantime, please contact me, Ronda F. Williams, at (314) 588-7000 ext. 137 or 
rwilliams@foxgalvin.com.   
   
 
Sincerely,  
 
 
 
 
Ronda F. Williams, Chairperson    Pamela Meanes, President 
MCBA Employment Commission    Mound City Bar Association 
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MOUND CITY BAR ASSOCIATION 
P.O. Box 1543 

St. Louis, MO 63188 
 

April 20, 2007 

 
Roman Wuller  
Thompson Coburn LLP 
One US Bank Plaza 
St. Louis, MO 63101-1611 
 
 
 This letter is to confirm your participation in the Mound City Bar Association’s 
Employment Commission Panel Discussion. The panel discussion will take place at 7:00 
pm on April 25, 2007 at Harris-Stowe State University in the Telecommunity Room located 
in the library.  The discussion will center around the topics covered by the Diversity 
Initiative Survey, (the recruitment, hiring and retention of African American Attorneys).  
There will also be a corporate representative there to discuss the “Corporate Call to Action,” 
and/or other initiatives in place to increase the number of people of color representing their 
corporate interests in retained area law firms.   
 
 I look forward to seeing you on the 25th.   If you have any questions in the 
meantime, please contact me, Ronda F. Williams, at (314) 588-7000 ext. 137 or 
rwilliams@foxgalvin.com.   
   
 
Sincerely,  
 
 
 
 
Ronda F. Williams, Chairperson    Pamela Meanes, President 
MCBA Employment Commission    Mound City Bar Association 
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Jennifer Joyce 
Circuit Attorney’s Office 
Mel Carnahan Building  

MOUND CITY BAR ASSOCIATION 
P.O. Box 1543 

St. Louis, MO 63188 
 

April 20, 2007 

1114 Market St., 4th Floor 
St. Louis, MO 63101 
 
 
 This letter is to confirm your participation in the Mound City Bar Association’s 
Employment Commission Panel Discussion. The panel discussion will take place at 7:00 
pm on April 25, 2007 at Harris-Stowe State University in the Telecommunity Room located 
in the library.  The discussion will center around the topics covered by the Diversity 
Initiative Survey, (the recruitment, hiring and retention of African American Attorneys).  
There will also be a corporate representative there to discuss the “Corporate Call to Action,” 
and/or other initiatives in place to increase the number of people of color representing their 
corporate interests in retained area law firms.   
 
 I look forward to seeing you on the 25th.   If you have any questions in the 
meantime, please contact me, Ronda F. Williams, at (314) 588-7000 ext. 137 or 
rwilliams@foxgalvin.com.   
   
 
Sincerely,  
 
 
 
 
Ronda F. Williams, Chairperson    Pamela Meanes, President 
MCBA Employment Commission    Mound City Bar Association 
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Patricia A. Hageman, City Counselor  
City of St. Louis 
314 City Hall 
St. Louis, MO 63103 
 
 This letter is to confirm your participation in the Mound City Bar Association’s 
Employment Commission Panel Discussion. The panel discussion will take place at 7:00 
pm on April 25, 2007 at Harris-Stowe State University in the Telecommunity Room located 
in the library.  The discussion will center around the topics covered by the Diversity 
Initiative Survey, (the recruitment, hiring and retention of African American Attorneys).  
There will also be a corporate representative there to discuss the “Corporate Call to Action,” 
and/or other initiatives in place to increase the number of people of color representing their 
corporate interests in retained area law firms.   
 
 I look forward to seeing you on the 25th.   If you have any questions in the 
meantime, please contact me, Ronda F. Williams, at (314) 588-7000 ext. 137 or 
rwilliams@foxgalvin.com.   
   
 
Sincerely,  
 
 
 
 
Ronda F. Williams, Chairperson    Pamela Meanes, President 
MCBA Employment Commission    Mound City Bar Association 
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Mr. Mark C. Darrell, Esq. 
General Counsel 
Laclede Gas Company 
720 Olive Street, 15th Floor 
St. Louis, MO 63101 
 
 
 This letter is to confirm your participation in the Mound City Bar Association’s 
Employment Commission Panel Discussion. The panel discussion will take place at 7:00 
pm on April 25, 2007 at Harris-Stowe State University in the Telecommunity Room located 
in the library.  The discussion will center around the topics covered by the Diversity 
Initiative Survey, (the recruitment, hiring and retention of African American Attorneys).  
There will also be a corporate representative there to discuss the “Corporate Call to Action,” 
and/or other initiatives in place to increase the number of people of color representing their 
corporate interests in retained area law firms.   
 
 I look forward to seeing you on the 25th.   If you have any questions in the 
meantime, please contact me, Ronda F. Williams, at (314) 588-7000 ext. 137 or 
rwilliams@foxgalvin.com.   
   
 
Sincerely,  
 
 
 
 
Ronda F. Williams, Chairperson    Pamela Meanes, President 
MCBA Employment Commission    Mound City Bar Association 
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Schlichter Bogard & Denton LLP  
100 Fourth Street, #900  
St. Louis, Missouri 63102  
Attn:  Sheri O'Gorman 
 
 
 This letter is to confirm your participation in the Mound City Bar Association’s 
Employment Commission Panel Discussion. The panel discussion will take place at 7:00 
pm on April 25, 2007 at Harris-Stowe State University in the Telecommunity Room located 
in the library.  The discussion will center around the topics covered by the Diversity 
Initiative Survey, (the recruitment, hiring and retention of African American Attorneys).  
There will also be a corporate representative there to discuss the “Corporate Call to Action,” 
and/or other initiatives in place to increase the number of people of color representing their 
corporate interests in retained area law firms.   
 
 I look forward to seeing you on the 25th.   If you have any questions in the 
meantime, please contact me, Ronda F. Williams, at (314) 588-7000 ext. 137 or 
rwilliams@foxgalvin.com.   
   
 
Sincerely,  
 
 
 
 
Ronda F. Williams, Chairperson    Pamela Meanes, President 
MCBA Employment Commission    Mound City Bar Association        

mailto:rwilliams@foxgalvin.com
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Mound City Bar Association 
P.O. Box 1543 

St. Louis, Missouri 63188 
Tel:  (314) 552-6349 
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