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Hidden Treasure: The Lawyers Who Got Away

The ups and downs of the economy do not seem to have cooled off the red-hot lateral partner recrui�ng market. There is a
fierce war for talent underway especially with intense compe��on for diverse partner talent and less s�gma around mul�ple
lateral moves. If you are a prac�ce group leader or firm leader looking for growth strategies that may be less expensive than
bidding wars for rainmakers from compe�tors, here are some ideas to consider:

• Have you considered lawyers to whom you offered posi�ons as first years whowent to another firm? Does your recrui�ng
database iden�fy the firm lawyers who had the strongest rela�onship with each candidate to whom you made an offer?
Do you encourage key people to stay in contact with lawyers to whom you made offers who went elsewhere?

• You undoubtedly stay in contact with lawyers who le� the firm to go in-house because you hope they will be a source of
work for the firm. Do you also periodically ask themwhether and under what circumstances they would consider a return
to the firm? Do you engage with them when changes take place in their companies, like mergers or downturns? Is
someone in the firm responsible for staying abreast of changes affec�ng lawyers who le� for in-house jobs?

• Are there lawyers who opted to be on a non-equity track or to work part-�mewhomight be ready to be back on an equity
track or back full-�me?

• Did some of your paralegals or other professional and administra�ve staff end up going to law school? Have you
encouraged them to consider applying to the firm as summer law clerks or associates?

• Do you have former lawyers who le� the firm for government service? Do you regularly probe whether they are
considering a return to the private sector?

• Do you stay in touch with lawyers who took �me off to raise families who are ready to return to work?

• Do you offer bonuses to current personnel for recrui�ng back people they met at the firm?

Even if your firm has not organized a formal alumni program, consider whether you are doing your best to tap all your firm’s
reservoirs of hidden talent.

Example: A young partner had a special rela�onship with a paralegal who worked on all his ma�ers. The paralegal was a great
project manager and o�en the point person for clients. Over the course of several years, the partner encouraged the paralegal
to apply to law school and finally she did. She did well in law school and the partner was disappointed that his former
paralegal had no interest in the firm’s summer program either first year or second year and then took a job with a prominent
compe�tor a�er law school. But the partner kept in touch and made himself available as a mentor to his former colleague.
When he had conflicts, he referred work to his former colleague. His persistence paid off. A�er a few years, over lunch, his
former colleague said that she missed the firm and missed working with him. The partner jumped on the news. His former
colleague insisted that he promise that he would not try to monopolize her this �me around. When she finally rejoined the
firm as a third-year associate, her old boss was ecsta�c.

Are there hidden reservoirs of talent that you have overlooked? How many people have you worked with who have gone on
to other things who might be good candidates for your firm?
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