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OUR CLIENT’S VOICE
“ WE WILL NOT LET THIS PASS. THIS 
HAS GONE ON TOO LONG. TOO 
MANY MISTAKES HAVE BEEN MADE. 
TOO MANY LIVES HAVE BEEN LOST. 
THIS MUST STOP. LAWYERS HAVE A 
UNIQUE ROLE IN THIS. WE ARE THE 
GUARDIANS OF JUSTICE IN OUR 
SOCIETY. WE NEED TO CARRY THE 
BANNER FOR EQUALITY, FREEDOM, 
AND JUSTICE FOR OUR COUNTRY.”

CRAIG GLIDDEN | JUNE 2020
GENERAL COUNSEL OF GM
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DIVERSITY & INCLUSION
BY DECEMBER 31, 2025 WE WILL HAVE AN INDUSTRY-LEADING 
DIVERSE1 LAW FIRM THROUGH THE STRATEGIC GOALS AND 
PRIORITIES IMPLEMENTED IN THE D&I COMPACT.2 BY EXECUTING 
ON THESE STRATEGIES, WE BELIEVE BAKER DONELSON CAN 
MEET OR EXCEED THE FOLLOWING GOALS:

1  Diversity within the Firm has always maintained a broad definition. That definition has not changed. 
However, for the purposes of the D&I Compact, diversity is defined as racial, ethnic, and LGBTQ+ 
(lesbian, gay, bisexual, transgender and/or queer) status. Advancement in other areas of diversity will 
continue through existing Firm initiatives.

2  A compact is an agreement to work together; to build something together. The D&I Compact is an 
agreement between Firm leaders and attorneys to hold each other accountable to achieve these goals.

3  NALP’s 2021 Report on Diversity in U.S. Law Firms

DIVERSE ATTORNEYS
(industry average3 is 19%)

DIVERSE EQUITY SHAREHOLDERS
(industry average3 is 5%)

DIVERSE SHAREHOLDERS
(industry average3 is 11%)

DIVERSE MANAGEMENT TEAM
(industry average3 is 7%)

20%

8%

10%

10%
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4  The Mansfield Rule measures whether law firms have affirmatively considered at least 30 percent women, lawyers of color, LGBTQ+ lawyers, and lawyers with disabilities 
for leadership and governance roles, equity partner promotions, formal client pitch opportunities, and senior lateral positions. The goal of the Mansfield Rule is to boost 
the representation of diverse lawyers in law firm leadership by broadening the pool of candidates considered for these opportunities. The Rule’s elements and operations 
are grounded in behavioral science research, including the 30 percent requirement, which researchers have found is the critical mass necessary to disrupt biases.

BAKER DONELSON D&I CULTURAL AUDIT
During a client panel at our 2019 Shareholder Retreat, former Baker Donelson attorney Nikki Smith-Bartley, Vice President and Chief 
Diversity and Talent Officer at Asurion, challenged that the Firm must understand its own internal culture and obstacles to meaningful 
diversity and inclusion progress before building plans or taking further action. 

In August 2019, we surveyed our diverse attorneys for their views on the Firm’s D&I efforts, obstacles they have experienced, and 
suggestions for improving D&I efforts. Based on a long history of D&I efforts at the Firm, our diverse lawyers identified many positive 
actions and policies. Indeed, additional recent actions, such as promotion of our most diverse class of shareholders, our most diverse 
Summer Associate class and becoming Mansfield Certified,4 have been built over years of hard work and focus.

The 2019 audit, however, identified areas of improvement in many areas, including retention, access and connection to significant Firm 
clients, opportunities for leadership advancement, and a lack of mentoring. This feedback led to the creation of the D&I Compact.

Our company has the unique privilege of partnering with a number of talented and innovative legal and compliance 
professionals. It’s with this privilege that we feel a responsibility to do our part to ensure that the legal field is one of  

equity – one that celebrates the diverse and evolving legal landscape.

General Counsel of one of the largest ridesharing companies in the U.S. | 2020
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WHERE WE STAND TODAY
BAKER DONELSON’S D&I STATISTICS AS OF MAY 2023:

IMPLEMENT A SPONSORSHIP PROGRAM.

IMPLEMENT THE D&I ATTORNEY RECRUITMENT PLAN

IMPLEMENT ROBUST TRACKING OF DIVERSE LAWYERS’ 
RECRUITMENT, PROGRESS AND PATHWAY SUCCESS, 
INCLUDING MEASUREMENT AND ACCOUNTABILITY 

OF ALL FIRM LEADERS.

INCREASE FOCUS ON BUSINESS GENERATION 
TRAINING AND EXECUTION.

HOW WE WILL BECOME AN INDUSTRY LEADER
TO ACHIEVE THIS GOAL, WE WILL EXECUTE ON THE FOLLOWING PRIORITIES: 

1

3

2

4

5  Our management team includes the board of directors, compensation committee, practice group leaders (PGLs), department chairs (DCs), and office managing 
shareholders (OMSs).
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2020 
LAUNCH

BAKER DONELSON 
MAY 2023 

LEGAL 
INDUSTRY 2020

LEGAL 
INDUSTRY 2023

BAKER DONELSON 
2025 GOAL

Diverse 
Attorneys

10% 14% 15% 19% 20%

Diverse 
Shareholders

7% 9% 8% 11% 10%

Diverse Equity 
Shareholders

5% 9% 6% 5% 8%

Diverse 
Management 
Team Members5

2% 9% 7% 7% 10%
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Companies with a strong D&I commitment experience increased employee loyalty 
(+35 percent), innovation (+30 percent), productivity (+30 percent), client focused 
service (+19 percent) and a sense of belonging (+33 percent).6

A company is viewed as having a strong D&I commitment if (i) it holds its leaders 
accountable for fostering a D&I culture, (ii) its leaders create collaborative opportunities 
to leverage different perspectives, (iii) it invests in governance structures to support its 
D&I mandate, and (iv) it invests in D&I as a means to better business performance 
rather than as an end in itself (or a compliance-only exercise).
 
Companies in the top quartile of commitment and execution on D&I principles are 
15-35 percent more likely to have financial returns above national industry medians.7 

In fact, the likelihood that diverse companies, boards and teams “significantly” out-perform 
and out-earn their less diverse industry peers has grown over the past five years.8

Gender and ethnic diversity in management correlates to profitability.9 Diverse 
management teams grew 19 percent higher revenue and achieved better overall 
financial performance compared with management teams with below-average diversity.10 
In fact, even modest gains in proportional diverse representation in management 
positively effects performance.11 

Companies investing in D&I are better able to create more adaptive, effective teams 
that are better positioned to “bounce back more quickly” from the COVID crisis.12 
Companies raising their D&I focus make measurable gains in (i) winning the war for 
talent, (ii) improving the quality of decision making, (iii) increasing the client insight 
and perspective, (iv) increasing innovation, and (v) driving employee motivation and 
satisfaction.13 In short, companies “deploying a systematic approach to [D&I] and 
that don’t fear bold action to foster inclusion and belonging...are most likely to reap 
the rewards.”14 

THE BUSINESS CASE  
FOR DIVERSITY

6  Russell Reynolds Associates, “Diversity and Inclusion Pulse Survey” (2019).
7  Vivian Hunt, Dennis Layton and Sara Prince, McKinsey & Co., “Diversity Matters” (Feb. 2, 2015).
8  Kevin Dolan, Vivian Hunt, Sara Prince and Sandra Sancier-Sultan, McKinsey & Co., “Diversity Still Matters” 

(May 2020); McKinsey & Co., “Diversity Wins” (May 2020). The data underlying the conclusions are 
drawn from more than 1,000 companies globally across all industries.

9  Vivian Hunt, Sara Prince, Sundiatu Dixon-Fyle and Lareina Yee, McKinsey & Co, “Delivering Through 
Diversity” (Jan. 2018).

10  Boston Consulting Group, “How Diverse Leadership Teams Boost Innovation” (Jan. 23, 2018).
11  Id.
12  “Diversity Still Matters,” supra.
13  Id.
14 Id
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ROBUST TRACKING OF DIVERSE LAWYERS’ PATHWAY TO SUCCESS
The Firm will implement clear measurement and tracking tools; and compensate 
leaders on their achievements.

HOW WE WILL ACHIEVE 20 PERCENT DIVERSE ATTORNEYS
The DCs will collaborate with their PGLs and the OMSs (collectively, leaders) to develop 
a strategic plan to achieve the Firmwide threshold of 20 percent diversity. Specifically: 

•   Each PGL will be given their PG’s current starting percentage and a yearly baseline 
goal reflecting incremental improvement in an effort to avoid a rush to meet the 
20 percent goal in the last year. 

•   The PGL is expected to detail their plan for achieving the annual goal in their 
Practice Group Strategic & Business Development Plan and submit it to the Chief 
Operating Officer (COO). These Strategic Plans will then be shared with the other 
DCs, OMSs, PGLs and the Diversity Chair to determine how they can collaborate 
to reach the objectives. Any methods utilized to work towards achieving this goal 
should follow our Firm’s culture of transparency. 

•   At the end of each year, the DCs and PGLs will outline a method for reaching the 
next step in the diversity goal, including any revisions and the reasons for the revisions 
based on their prior years’ experiences. This document should also include a plan 
for ensuring sufficient workload for diverse associates. 

•   Collaboration is Critical and Expected: While the goal is to achieve a 20 percent 
diversity threshold in each PG, the OMSs’ involvement is critical and they will also 
be held accountable for helping achieve the diversity thresholds. The leaders should 
all collaborate on how to achieve the goal. While a specific attorney may be recruited 
based on their expertise, they will be housed in an office, which means the office 
has a crucial role in the Firm’s diversity goals and in ensuring the success of the 
attorney once onboarded. 

PRIORITY 1
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HOW LEADERS WILL BE MEASURED 
•   First, revisions will be made to the job descriptions of CEO, 

COO, DCs, PGLs and OMSs to make clear that advancement 
of diverse attorneys is part of their roles. Revised job descriptions 
for DCs, PGLs and OMSs have been distributed to the respective 
groups. CEO and COO job descriptions will be revised to include 
advancement of diverse attorneys to ensure accountability for 
building a diverse leadership team.

•   Diversity Scorecard: The revised leaders’ job descriptions 
require the leaders to develop a group/office-specific Diversity 
Scorecard, see Exhibit A. 

•   Progress against goals will be monitored and discussed in the 
already established quarterly meetings each leader has with 
leadership.

•   The Firm has expanded monthly management reporting to 
display whether diverse attorneys are successfully progressing  
in the Firm and in the marketplace by establishing clear 
milestones and indicators of successful progression towards 
income and equity shareholder statuses, including a focus on 
skillset development, level of training and other measures 
displaying an attorney’s path towards success at the Firm.

•   Once the DCs and PGLs set their targets, they will be 
measured on how Departments, PGs and offices work together 
to accomplish the targets. As an example, if the DC of the 
Business Department in conjunction with a PGL identifies that 
they want to achieve X growth each year in Real Estate and 
that Atlanta is the proper target market, then their goal should 
be set in conjunction with the Atlanta OMS. All three leaders 
would constitute a team and be measured individually as well 
as collectively in achieving their goal. 

•   Evaluation of Leaders: The bi-annual 360 reviews of leaders 
are considered in leaders’ compensation. Beginning with Fall 
2020, the 360 reviews will include additional specific questions 
related to the hiring, retention and the success of each diverse 
attorney within their respective department, office or group. 
Currently, the scorecard includes, “Values diversity as exhibited 
by sponsoring women and diverse lawyers in the group,” with 
a subsequent rating. The Firm will add a section for narrative 
comments that asks, “Please describe how effective the leader 
has been in communicating the importance of diversity and 
their efforts to set and advance your group’s goals to promote 
diversity. Include anything your leader has done that has been 
effective to advance diversity within your group.”

HOW LEADERS WILL BE REWARDED
•   Leaders who meet their yearly goals will receive some incentive 

as outlined below. Leaders will also be incentivized to exceed 
the 20 percent goal. The D&I Advisory Board recognized that 
some attrition will occur (and some will be good both for the 
Firm and for those practitioners), and leaders will not be 
penalized for that, assuming their continued focused efforts 
and progression on both the recruiting and retention fronts. 
Smaller groups, whether PGs or offices, that only need small 
movements in hiring to achieve their goals, will be measured 
based on when they achieve the goal and should be encouraged 
(through either additional management credit or some other 
incentive) to exceed the goal. Groups that exceed the goal  
by 2025 or ones with the longest streaks of achieving and 
maintaining the 20 percent goal should also be rewarded.

If there are just white males on a team, it will not have lasting power. Firms need to show they are investing in people of color  
and women – not just giving them jobs, but assigning meaningful work.

VP, Litigation & Chief Compliance Officer at a shipbuilding company | 2019
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•   Acknowledgment at End of Year Management Dinner: Leaders 
who have met their yearly goals for diversity will be recognized 
at the end of the year at the management awards dinner. 

•   Working Credit: Effective FY22, each leader’s individual 
progress towards their diversity goals will be part of the overall 
consideration when determining how much Working Credit 
they will receive as compensation for their leadership role. The 
leader’s Diversity Scorecard (see Exhibit A) and 360 reviews 
will be used in this evaluation. Exceptional progress towards, 
or achievement of, diversity goals could make the leader eligible 
for an additional percentage of Working Credit. During the 
remainder of FY21, we will work with leaders on training and 
understanding of the measurements and impact of the D&I 
Compact goals and requirements prior to implementation in 
FY22. It is anticipated that the D&I Compact goals described 
in Exhibit A will be achieved over the period of five years.

RESOURCES FOR LEADERS
•   The Diversity Chair, D&I Inclusion Manager, Recruiting Director 

and Lateral Recruiting Director are resources available to each 
leader. These resources will proactively and regularly share best 
practices for recruitment and retention of diverse attorneys. 

•   Leaders will be trained and given a toolkit to help them fulfill 
their job responsibility to advance diversity. The Diversity Chair 
and Women’s Initiative (WI) Chair will regularly present (or 
coordinate the presentation) in leaders’ meetings on how to 
advance diversity. In addition, leaders will receive a list of sample 
questions to use when meeting with diverse attorneys on how 
to learn information helpful to advance diversity within the 
group. For examples of suggested questions, see Exhibit B.

•   Each PGL should meet with the Diversity Chair prior to 
finalizing yearly plans and goals to incorporate best practices 
into those plans. 

•   Time will be devoted at the February and August leader 
meetings for exchange of ideas and best practices, what’s 
working and what’s not, and logical next steps to ensure  
consistent application of concepts across the Firm.

One thing that remains constant – even in these tough times – is our commitment to diversity and inclusion. We believe now 
is the time to double down on diversity and not pull back.

EVP, Chief Administrative, Legal and Public Policy Advisor at one of America’s largest telecommunications companies | 2020
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SPONSORSHIP
A sponsor is a person of influence in an organization who is willing to advocate for a 
protégé. They are a champion who promotes their protégé’s interactions with signature 
Firm clients and other Firm leaders, and helps raise their visibility in the community 
and within the Firm. An active sponsor intentionally focuses on building a vibrant 
relationship with their junior colleague, and gains knowledge and understanding of 
the protégé’s passions, interests and talents. Through this relationship development, 
the sponsor is able to identify opportunities and advocate for their colleague. 

Support from an influential sponsor can accelerate any attorney’s path within Baker 
Donelson and has heightened importance as it relates to improving the retention of 
diverse lawyers. An effective sponsor relationship strengthens the diverse lawyer’s feeling 
of belonging at Baker Donelson and hope of a pathway to growth and success, which 
in turn will strengthen the diverse attorney’s desire to remain at the Firm and build 
the Firm’s future.

WHO WILL BE A SPONSOR?
•   The CEO

•   Available and interested Firm owners with 1,000 shares and above 

•   Available and interested Firm leaders

•   Other Firm leaders identified by senior management

See Exhibit C for a full discussion of sponsor and protégé resources and expectations, 
as well as how the program will be set up.

WHO WILL BE A PROTÉGÉ? 
•   Participating diverse associates, of counsel and income shareholders
 
METRICS AND ACCOUNTABILITY
•   Structure and accountability for both sponsors and protégés are critical to ensure the 

sponsorship program gains momentum beyond its launch. An internal database 
will be created where participants can log their sponsorship activities and monthly 
reporting requirements to be shared with the CEO. This will effectively provide regular 
reminders to prompt interaction between the sponsor and protégé and establish 
program discipline. 

•   Periodic interviews will be conducted to obtain feedback on the program and ensure 
that sponsors and protégés are actively participating. 

PRIORITY 2
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INCREASED FOCUS ON BUSINESS DEVELOPMENT
WHAT THE FIRM WILL DO
The Firm will take aggressive measures to ensure that (1) diverse attorneys are given 
every opportunity to participate in our business development programs; and (2) attorney 
sponsors are doing everything they can to help diverse attorneys become successful 
business developers and leaders within the Firm in business generation.

The Firm already has a number of business development programs offered through 
multiple channels – Marketing & Business Development Department (MBD), WI, and 
the Professional Development Department (PD). Additionally, we engaged an outside 
consultant, GrowthPlay, in February 2020 for specific new business development 
programming and training with our diverse attorneys. 

HOW THE FIRM WILL DO IT – MULTI-YEAR APPROACH 
Year One
1.   Appoint a “program manager” to oversee logistics and ensure accountability. 

This person will be either the D&I Manager or WI/D&I Coordinator. The program 
manager must work hand-in-hand with the MBD, and the PD where needed. They 
must also regularly interface with Firm leadership to fully execute the below 
approach.

2.   Implement a Three-pronged Approach. 
Three specific actions should be taken in the first 12 months of implementation 
of the Compact, listed by priority:

 •   Mandatory, Coordinated Encouragement by Firm Leaders to Participate in 
Business Development Programming and Initiatives. 
Firm leaders should already be encouraging all attorneys to participate in the 
Firm’s various business development programming and initiatives. This is an 
additional step of specifically reaching out to the diverse attorneys in their offices, 
departments and/or practice groups to provide this encouragement. 
 
Encouragement must be more than forwarding emails. There must also be a 
genuine person-to-person connection. Phone calls and office visits are strongly 
encouraged. Leaders should engage in business development dialogues with 
diverse attorneys over time. 
 
–   Recommended responsible parties for ensuring implementation and 

accountability: Diversity Chair, WI Chair, D&I Manager, WI Manager

 –   Parties who will actually execute: OMSs, DCs and PGLs, along with the Chief 
MBD Officer (CMBDO), WI Chair, and Diversity Chair

PRIORITY 3
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 •   Regular Meetings with Business Development Manager.  
The relevant Business Development Manager (BDM) will 
be required to meet regularly with each diverse attorney, 
regardless of title (associate, of counsel, shareholder), in 
their assigned PG. Mandating these meetings will enable 
the MBD to allocate resources in a way that ensures the 
diverse attorneys are adequately supported. We define 
“regular” as every four to 24 weeks, depending upon the 
attorney’s individual needs and preferences. The attorney 
must create a unique business development plan tailored 
to their specific strengths, opportunities and vision and is 
expected to work with their BDM to implement the plan. 
The BDM, in turn, will provide annual, short reports on 
the attorney’s progress for review by the Diversity Chair, 
D&I Compact Chair, WI Chair, CEO, CMBDO and the 
attorney’s OMS and Department Operations Director (DOD).  
 
When new diverse attorneys join the Firm, the BDM is 
expected to launch the regular meetings upon the new 
attorney’s arrival. In order to assure that the BDM is aware 
of an individual attorney’s diversity, the Diversity Manager 
or the D&I Coordinator will alert the BD Director for 
assignment to a BDM, thus removing any assumptions  
or inadvertent lack of inclusion into the program.

 –   Recommended responsible parties for ensuring 
implementation and accountability: CMBDO, Diversity 
Chair, WI Chair, D&I Manager, WI Manager

 –   Parties who will actually execute: Business Development 
Managers

 •   Participation in BakerRain. 
While we hesitate to say participation is “mandatory,” the 
expectation is that, at the very least, all diverse income 
shareholders will be offered the opportunity to participate 
in BakerRain. The program manager should take all 
necessary steps to encourage the shareholders’ participation. 
 

In order to “catch up” on BakerRain, we recommend that 
the program manager work to assure that every diverse 
shareholder be offered the opportunity to participate in 
BakerRain over the next three to four classes (understanding 
that this timing could take a few years to execute). Diverse 
lateral shareholders should join the next BakerRain class 
that launches after they arrive at the Firm.

 
 –   Recommended responsible parties for ensuring 

implementation and accountability: Diversity Chair,  
WI Chair, CMBDO, D&I Manager, WI Manager

 –   Parties who will actually execute: CMBDO and the BDM 
who oversees BakerRain

3.   Survey the Diverse Attorneys for What They Want. The 
marketing and business development journey is different for 
every lawyer. Beginning in Year One, the D&I Manager should 
survey the diverse attorneys at least 60 days before budgets are 
submitted to find out what resources they need (and want) to 
be successful.  
 
The D&I Manager must build out the offerings in close 
collaboration with the WI, MBD and PD in terms of internal 
programming/resources and external consultants/programs. 
This will ensure the Firm’s resources are maximized to the 
benefit of all. 

 •   Execute on the Desired Outcomes. In Year Two, with 
the diverse attorneys’ responses to the survey conducted 
in Year One, the Diversity Chair and D&I Manager should 
coordinate with the MBD to execute on the desired outcomes 
specifically requested by the diverse attorneys.

 
 •   Consider the Creation of Additional Programming 

Specifically for Diverse Attorneys. The Advisory Board 
struggled with whether to recommend separate programming 
that was solely for the diverse attorneys; one member feared 
aloud that doing so could be seen as a form of “separate 
but equal” training. We did not reach a consensus on this 
point. 

We hold our outside counsel to the same diversity standards we hold ourselves.

SVP and General Counsel at one of the largest medical laboratories in the U.S. | 2020
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D&I ATTORNEY RECRUITMENT PLAN
DIVERSE HIRING POLICY
The Advisory Board recommends changes to the diversity section of the Firm’s current 
hiring policy.
 
Diversity:
•   Diverse students who meet or who are close to meeting the Firm’s grade criteria 

should be selected for on-campus interviews (OCIs).

•   Should the interviewer(s) recommend the diverse candidate to a particular office, 
the office should invite the candidate in for a call-back interview.

•   Should the interviewer(s) recommend the diverse candidate to several offices, at least 
one office should call back this candidate. However, if the candidate attends a law 
school located outside of our markets and has no ties to any of our office locations, 
the individual recruiting committees for each office should decide whether to call 
back the candidate.

•   For call-back interviews with diverse candidates, a diverse shareholder should be 
included on the interview schedules. If a diverse shareholder or attorney are not 
available in that office, then a member of the Diversity Committee (preferably a 
diverse attorney) should participate in the call-back interview (the Diversity 
Committee member’s participation may be via video conference if a Diversity 
Committee member is not present in that office). 

The above-recommended changes primarily seek to ensure that a diverse attorney (or 
a member of the Diversity Committee) interviews each diverse candidate, even if a 
diverse shareholder is not available. Ideally, the candidate would be interviewed by a 
diverse associate and a diverse shareholder; but, the Advisory Board recognizes that 
some offices may not have a diverse associate and shareholder who could both 
interview the candidate. Therefore, this addition is meant to serve as a compromise 
until each office is comprised of more diverse attorneys. 

•   Reminders. The Advisory Board recommends that the OMSs, office administrators 
(OAs), local recruiting committee chairs, and local recruiting committee members 
are provided annual reminders prior to the OCI process about (1) the above policies 
and expectations as they relate to diverse law school students who meet the grade 
criteria or who are otherwise recommended for an interview in a specific office, and 
(2) who is available or should otherwise be scheduled to interview diverse candidates 
during call-back interviews.

PRIORITY 4
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•   Core Competency Review. The Advisory Board recommends 
the hiring of a consultant or the creation of an internal group 
to review the Firm’s 11-year-old core competencies for hiring 
to ensure that they align with the Firm’s current objectives, 
culture of business development and goals. 

DIVERSITY PIPELINE
•   Partnerships. The Advisory Board recommends that each 

local recruiting committee be provided a budget that can be 
used to partner with:

 –   Law schools and student organizations that are specifically 
focused on diverse law school students;

 –   Local diversity fairs;

 –   Diversity-focused bar associations, both nationally and in 
our local markets and

 –   Clients and other organizations that are also looking for 
diverse talent.

Note: These partnership opportunities will vary in terms of tasks and 
depend on the local recruiting committee’s resources and the organization’s 
needs.

•   Sponsorships. The Firm should continue to budget recruiting 
funds that can be used for sponsorships of various national and 
local organizations that are specifically tied to diversity. 

•   Scholarships. Baker Donelson should publicize its Diversity 
Scholarship at more schools, even those outside of the schools 
wherein we typically conduct OCIs. 

•   Host Events. In addition to partnering with ongoing events, 
each office should host a recruiting event each school year that 
can provide name recognition to the Firm. 

•   Internships. Where appropriate and helpful, certain offices 
could provide an opportunity for a diverse intern to work at 
the Firm for a short period of time during the school year. 

•   Social Media. The Diversity Chair, D&I Manager, D&I/WI 
Coordinator, Diversity Committee, Recruiting Director, and 
MBD should work together to identify creative ways to use 
social media to appeal to and reach law students. 

•   Mentorships. Law schools are providing opportunities for 
alumni and/or any attorneys to sponsor students. We recommend 
finding ways to take advantage of this opportunity by hosting 
a meet-and-greet; incentivizing attorneys to mentor diverse 
students; etc.

The Advisory Board recognizes that each office may not be able, 
for various reasons, to tackle each recommendation above, but 
each office should be tasked with taking on some of these 
recommendations and reporting their efforts to ensure the Firm 
reaches its D&I 2025 Challenge goals. 

•   Client-Matter Number. The Advisory Board also recognizes 
that the tasks above will entail an additional time commitment 
from attorneys on recruiting. Generally, an attorney spends  
an average of 15 hours on recruiting per year. Therefore, to 
incentivize more attorneys to participate in these efforts and 
spend intentional and consistent time to ensure we increase 
diversity at the Firm and make the Firm more inclusive, the 
Firm will award a maximum of 50 hours of Working Attorney 
Credit for time spent on activities focused on the recruitment of 
diverse attorneys. This credit will only be awarded if the attorney 
first logs 50 hours of general recruiting time, regardless of the 
focus. These hours will be audited by the Diversity Chair at 
the end of each fiscal year before being approved for credit.

I noticed we didn’t have any people of color supporting our matters. I brought that to your firm’s attention. After we talked about 
the importance of diversity, you brought a very strong minority female to the team. I have thoroughly enjoyed getting to know 

her. I would not have had the opportunity to work with her if it wasn’t for our commitment to diversity and your firm’s willingness 
to accept that responsibility.

Managing General Counsel at one of the largest telecommunications companies in the U.S. | 2020
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OCI PROCESS
The Advisory Board recommends that the Firm consider 
implementing the following additional policies and procedures 
to increase diversity in recruiting through the OCI process. 

•   Train Recruiting Committee Members and Decisionmakers. 
All OMSs, OAs, local recruiting committee leaders and members, 
and those who conduct interviews should complete biennial 
implicit bias training and/or behavioral interview training. Such 
training may combat unconscious bias and allow for a more 
comprehensive evaluation of each candidate’s skills and 
competencies. 

•   Proactively Seek Qualified Diverse Candidates. The Firm 
should partner with its contacts in the offices of career services 
at the various law schools at which it conducts OCIs to obtain 
lists of diverse candidates that meet the Firm’s grade requirements 
or that the contacts otherwise believe the Firm should interview. 

•   Consistent Interview Questions Focused on the Firm’s 
Identified Core Competencies. The Advisory Board 
recommends that the Firm identify at least three questions 
that each interviewer should ask each interviewee (in addition 
to other questions the interviewer may ask). These questions 
should align with the core competencies/traits identified in the 
review recommended in “the Core Competency Review.” We 
believe requiring the same questions to be asked of each 
candidate will provide one avenue of avoiding unintended bias 
by weighing responses to the same questions and determining 
whether a candidate possesses the qualities that align with the 
Firm’s goals, culture and core competencies. 

REPORTING ON DIVERSITY RECRUITING
The Advisory Board recommends the Firm consider the following 
actions as it relates to reporting.

•   Distribute Statistics. The Advisory Board recommends that 
statistics regarding diverse candidates and nondiverse candidates 
be distributed to the Diversity Committee, each OMS and OA, 
and each local recruiting committee. The distribution should 
include statistics on a Firmwide and officewide basis. The intent 
is to encourage each office to measure their progress to ensure 
they are on task to reach the Firm’s overall goals of diversity. 

•   Obtain Reasons for Decisions. Subject to employment law 
concerns, the Advisory Board recommends requesting reasons 
why all call-back candidates do and do not receive a summer 
offer and a final offer if they were a summer associate. This 
information should be maintained by the Recruiting Director 
and catalogued for each office so that we can identify any 
common themes or potential biases concerning reasons 

diverse candidates are not progressing from OCI candidate to 
summer associate to first year associate when compared to 
nondiverse candidates. 

RECRUITING DIVERSE LATERAL RAINMAKERS
The Advisory Board proposes that the Firm incorporate a diversity 
consideration requirement for hiring laterals. This is in alignment 
with our participation in the Mansfield Rule, which requires the 
Firm to consider a candidate pool that is comprised of at least 30 
percent women, lawyers of color, LGBTQ+ lawyers, and lawyers 
with disabilities for lateral positions. If a group of laterals are joining 
the Firm, some consideration should be given for the diversity of 
the group. 

The Advisory Board proposes several specific steps for lateral 
recruiting, including:

•   Track diversity statistics of lateral candidates for each open role;

•   Require that lateral hiring occur with oversight of either the 
local recruiting committee or the Firmwide diversity recruiting 
committee (discussed below);

•   Undertake proactive, trackable efforts to ensure diverse 
candidates are considered for each open role (e.g. Mansfield 
Rule);

•   Identify more avenues by which diverse junior and senior 
attorneys from other Firms may interact with our Firm, including 
more sponsorship of diverse local and national bar association 
events (see above recommendations for Diversity Pipeline);

•   Consider whether using a legal recruiter would allow us to 
proactively approach more diverse lateral candidates;

•   Continue to post openings with local law school job boards, 
but also post to diverse student organizations and/or diversity-
focused national and local bar associations;

•   Ensure diverse candidates are being interviewed by diverse 
attorneys; and

•   Provide the list of open positions to the Firm’s Diversity 
Committee on a regular basis.

 –   Recommended responsible parties for ensuring 
implementation and accountability: Recruiting  
Director, Diversity Chair, D&I Manager

 –   Parties who will actually execute: Recruiting Chair, Local 
Recruiting Committees, DODs, Recruiting Assistant, and 
others as directed/requested by Recruiting Chair
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D&I COMPACT  
ADVISORY BOARD

CHAIR
Marcus M. Maples

MEMBERS

Noah Kressler

Layna Cook Rush

Mark A. Baugh Mark A.B. Carlson

David Gevertz

Cheryl Hunt

James H. Levine

Christy Tosh Crider

Camalla
Kimbrough Guyton

Jennifer P. Keller

Valerie Nelan

Janelle E. Alleyne

Nakimuli O.
Davis-Primer

Jonathan C. Hancock

Ty Kelly

Rebecca P. Simon
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EXHIBIT A
BAKER DONELSON D&I COMMITMENT SCORECARD: MANAGEMENT
CHIEF EXECUTIVE OFFICER, CHIEF OPERATING OFFICER, DEPARTMENT CHAIRS, PRACTICE GROUP LEADERS, OFFICE 
MANAGING SHAREHOLDERS

Baker Donelson has committed to be a leader in advancing D&I in the legal industry by 2025, and as a leader in the Firm, you play  
a significant role in fulfilling the Firm’s vision. Each member of management is tasked with committing to at least five of the below 
opportunities; you may, of course, create five different opportunities if they are not already listed below. Your compensation consideration 
will include progress you are making to advance D&I with the goals you have developed.

OPPORTUNITY METRIC GOAL ACTIONS TO ACHIEVE 
GOAL AND SUCCESSES

Develop a written succession plan for your current role/position that 
includes meaningfully incorporating the skills and talents of a diverse 
attorney.

Sponsor a Baker Donelson diverse attorney.

Help diverse attorneys on your team grow their books of business.

Contribute to the Firm’s D&I newsletter or publish an article on a 
D&I related topic.

Assist a diverse attorney with their written business development plan.

Ensure the diverse attorneys in your group have at least one active 
mentor.

Ensure the diverse attorneys in your group are receiving good work 
assignments, opportunities for client interaction, other opportunities 
for depositions, court appearances, etc.

Identify one or more diverse lateral candidates and develop a written 
plan to recruit the candidates.

Advance at least one diverse attorney in your group to shareholder, 
equity shareholder, or a leadership position.

Create your own diversity goals for the group you lead.
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CURRENT FIRM RACIAL DIVERSITY METRICS15

TEMPLATE FOR LEADERS

START OF FY  
REPRESENTATION NEW HIRES PROMOTIONS DEPARTURES

MINORITIES TOTAL MINORITIES TOTAL MINORITIES TOTAL MINORITIES TOTAL

Shareholder

Of Counsel

Associate

TOTALS

15  These numbers are current as of March 2022.

EXHIBIT A (CONTINUED)
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2020 LAUNCH END OF FY22
(1.31.2022) INDUSTRY GOAL

Diverse Attorneys 10% 11% 15% 20%

Diverse Shareholders 7% 8% 8% 10%

Diverse Equity Shareholders 5% 8% 6% 8%

Diverse Management Team Members 2% 6% 7% 10%
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EXHIBIT B
SUGGESTED QUESTIONS FOR FIRM LEADERS 
WHEN MEETING WITH DIVERSE ATTORNEYS

CULTURE
•   What are your most important values?

•   Do you feel as though Baker Donelson supports those values?

•   What do you feel the Firm is doing to promote inclusion?

•   Do you believe diversity is celebrated at Baker Donelson?

COMMUNICATION AND RESOURCES
•   Do you believe the Firm has a vision to increase diversity and 

promote inclusion? Do you believe that vision is communicated 
well? Often enough?

•   Do you believe we communicate this well to clients?

•   Do you have all of the resources, tools or training you believe 
are necessary to promote an inclusive workplace?

•   Do you feel comfortable raising issues you experience or 
perceive as they relate to D&I?

•   Do you feel that you have someone you can trust and are 
comfortable going to about these issues? If not, why? If you 
raise the issue, do you feel it will be adequately addressed?

LEADERSHIP
•   Do you feel like Firm leadership is committed to diversity?

•   Do you believe that leadership is held accountable for 
commitments to D&I?

•   Do you believe the Firm leadership composition promotes 
and/or inspires a culture of D&I? How so? If no, what would 
you like to see change?

•   Have you been provided leadership opportunities within the 
Firm through leading a committee, group or initiative?

•   Has your PGL or OMS discussed potential leadership 
opportunities with you?

•   Do you feel that your PGL or OMS are providing leadership 
opportunities for diverse attorneys?

•   Do you feel that your PGL or OMS are assisting your efforts to 
grow as a leader in the Firm?

•   Do you feel that your PGL or OMS has encouraged you to seek 
leadership roles outside of the Firm?

RETENTION
•   What would be the top two reasons you would stay at Baker 

Donelson if you were given an opportunity to leave?

•   If you were to consider going to work somewhere else, what 
are the top two or three reasons why you would leave?

•   If you wanted to explore opportunities outside of Baker 
Donelson (e.g. in-house position, going part-time, etc.) and 
wanted the Firm’s help, who would you be most comfortable 
talking to within the Firm? A PGL? OMS? Someone in PD or 
MBD? An assigned mentor? Someone else?

•   Do you feel you have a pathway to success at Baker Donelson?  

WRAP-UP
•   What can Firm leadership do to help you succeed in your 

practice?

•   Is there anything else you want Firm leadership to know about 
being a minority at Baker Donelson?
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WHAT IS SPONSORSHIP?
A sponsor is a person of influence in an organization who is willing 
to advocate for a protégé. At Baker Donelson, the sponsor would 
be a Firm owner with 1,000+ shares or Firm leader who actively 
works on his or her protégé’s behalf and advocates for their pathway 
to success.15 A sponsor is a champion who promotes their protégé’s 
interactions with signature Firm clients and other Firm leaders, 
and helps raise their visibility in the community and within the 
Firm. An active sponsor intentionally focuses on building a vibrant 
relationship with their junior colleague, and gains knowledge and 
understanding of the protégé’s passions, interests and talents. 
Through this relationship development, the sponsor is able to 
identify opportunities and advocate for their colleague, including 
(i) expanding the perceptions of what their protégé can do,  
(ii) making connections to other senior leaders in the Firm and 
industry, (iii) promoting his or her visibility, (iv) opening career 
opportunities, (v) ensuring the protégé works on significant matters, 
(vi) sharing positive feedback from clients about the protégé with 
key partners, (vii) tapping the protégé for high-profile matters, 
(viii) making connections outside the Firm, and (ix) giving career 
advice. 

A sponsor offers guidance on career decisions, strategic choices 
and access to clients and senior leaders. Support from an 
influential sponsor can accelerate a diverse lawyer’s path within 
Baker Donelson. The sponsor should take the time and make the 
efforts to act, provide valuable access and effectively lend their 
credibility to their protégé’s career trajectory. An effective sponsor 
relationship strengthens the diverse lawyer’s feeling of belonging 
at Baker Donelson and hope of a pathway to growth and success, 
which in turn will strengthen the diverse attorney’s desire to 
remain at the Firm and build the Firm’s future.

The disparity in the legal industry of diverse lawyers progressing 
to shareholder, equity shareholder and Firm leadership is traced 
back to the phenomenon of nondiverse lawyers being sponsored 
at rates that far surpass those for diverse attorneys. This happens 
when new lawyers join the Firm and then team, office and Firm 
leaders often gravitate toward sponsoring someone who looks 
like them or with whom they share common interests or traits.16 
Implicit bias creates situations where young diverse lawyers do 
not have the same opportunities as nondiverse lawyers. Ultimately, 
it can affect the diverse lawyer’s entire career. Once these informal 
sponsorship relationships are engaged, a sponsor serves as a 
powerful backer for those on their team, actively championing 
their advancement. It is easy to see how sponsorship can make all 
the difference in a career. We have a corporate responsibility to 
nurture diversity programs and initiatives, and our leaders have a 
very personal responsibility to change the ingrained norms to be 
catalysts for cultural transformation by investing in the sponsorship 
of diverse lawyers. 

EFFECTIVE SPONSORSHIP TIPS
Below are several practical suggestions for building an effective 
sponsorship relationship: 

•   Understand the protégé’s dreams, ambitions, goals, and 
strengths.

•   Clarify the purpose and goals of the relationship.

•   Work together to develop an individualized strategy for the 
protégé’s pathway to success, including business development, 
leadership and networking skills.

15   The Advisory Board believes that while leaders have a unique voice in running the Firm, they are not the only individuals well-suited to serve as sponsors to diverse 
attorneys. For that reason, and to address concerns that some leaders may already be fully committed to their practices and other management responsibilities, we 
believe that equity shareholders above 1,000 shares, who presumably are well-suited to direct business opportunities to this group, should be invited to participate as 
sponsors, and that all leaders should be invited, but not required, to serve as sponsors.

16   According to research by psychologists on homophily – the idea that people naturally associate with people like them, including similar in race/ethnicity – people are 
more likely to give opportunities to members of their particular group. This preference for in-group members can also manifest in outcomes harmful to clients.

EXHIBIT C
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•   Explain how to get ahead, including the unwritten rules. 

•   Prime the protégé for progression to shareholder, equity 
shareholder and Firm leadership. 

•   Invite the protégé to join important networks, relationships 
and events.

•   Encourage the protégé to stretch and push in the pursuit of 
their goals, aspirations and professional planning.

•   Focus on opportunities to showcase the protégé’s strengths.

•   Schedule recurring 15- or 30-minute calendar appointments, 
whether in-person (if in the same office) or by phone, for “coffee 
break” and the like with your protégé to create a tangible 
reminder to check in, chart progress and strategize. 

•    Be consciously aware of fairly distributing opportunities that 
come across your desk, including opportunities to work with 
a marquee client or on an interesting matter for your client or 
a colleague’s, as well as speaking and writing opportunities.

•    Spend time teaching the protégé key business development 
and administrative tips to grow their opportunities including 
educating them about the Firm’s differentiators and value adding 
services, e.g., the Client Solutions Group and innovative 
approaches to delivering legal services. 

•    Nominate the protégé for leadership roles that arise in the 
group, whether they are client-related, Firm-related or some 
other initiative. 

•   Identify networking organizations (such as bar associations, 
inns of court and bank and accounting firm events) for diverse 
lawyers to join, and then accompany them to the initial meeting 
to encourage them to actively participate in the organization.

•   Schedule a lunch with the protégé to engage with them in a 
more casual setting.

•   Ensure that every practice group or office meeting includes 
diverse lawyers as presenters, including identifying opportunities 
for the protégé to present.

•   Promote the protégé for key reputation-building opportunities, 
including nominating them for awards.

EXPECTATIONS OF DIVERSE PROTÉGÉS
Designated members of the Advisory Board will meet with our 
diverse lawyer protégés to describe our expectations for them to 
engage in this sponsorship relationship with our leaders. They 
will ask protégés to proactively:

•   Share their aspirations. Rather than sharing problems or issues, 
talk about their dreams and aspirations. This creates positive 
energy and demonstrates that their goals are aligned with Baker 
Donelson’s and the sponsor’s objectives.

•   Check-in proactively and ask for advice. Protégés will be 
encouraged to ask for opportunities for the sponsor to contribute 
to their success. Advice is a powerful sponsor building approach. 
They will be encouraged to followup with their sponsors to let 
them know how situations played out and how their advice 
assisted them.

•   Provide clear and specific requests that are easy for the sponsor 
to fulfill. One example is asking the sponsor to bring the protégé 
on a client visit.

•   Own and deliver. When they ask for a sponsor’s help, protégés 
will be encouraged not to “drop the ball,” and to make sure to 
follow through. When protégés have an opportunity with the 
sponsor, they should take the ball and run with it.

EXHIBIT C (CONTINUED)
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•   Build expertise. Protégés will be challenged to invest in building 
valuable expertise and to become known as an expert.

•   Demonstrate excellence. Protégés will be asked to ensure  
they bring excellence in everything they do, including key 
opportunities like working with their sponsor on a matter, 
leading a Firm initiative or involvement in community and 
volunteer organizations. 

•   Develop trust. Protégés will be tasked with ensuring that they 
take the effort to get to know their sponsors and that sponsors 
can trust in them by engaging the time, efforts and opening of 
opportunities.

•   Stay the course. The sponsor and protégé are both making a 
long-term commitment.

HOW SPONSORS WILL BE MATCHED WITH PROTÉGÉS  
Similar to the manner in which medical schools and students 
match with one another, sponsors and protégés will engage in a 
process that honors organic preferences wherever possible. To 
that end, Baker Donelson will undertake the following three-part 
approach:

•   Leaders and Firm owners with 1,000+ shares will receive an 
email explaining the sponsorship program, setting forth the 
commitments expected of each sponsor and inviting those 
interested to submit their name. 

•   A second email will be sent to diverse associates and interested 
sponsors, reiterating the Firm’s D&I commitment, setting out 
a high-level list of responsibilities, and inviting each group to 
identify one to five potential matches from the other group.

•    The COO, Diversity Chair, D&I Compact Chair, D&I Manager, 
and members of the Advisory Board will match individuals. This 
group will be given discretion to choose from among the best 
sponsors, match sponsors and participating attorneys, and 
otherwise attend to these pairings.

CONCLUSION
There is no secret formula for a successful sponsorship program. 
We remain flexible and open to unique ideas to refine and 
improve these efforts. The single greatest asset in establishing 
and implementing a successful sponsorship program is the support 
of Firm leaders. As Baker Donelson leaders, we must get more 
serious about sponsorship if we want to play to win and out-perform 
our competitors. This will only happen if senior leaders become 
intentional about sponsoring a diverse protégé. It will take time, 
effort and serious commitment, but it will be among the most 
rewarding actions the sponsor will take. We will improve as a 
Firm as we provide improved client advice and guidance informed 
by increasingly diverse viewpoints among senior leadership and as 
diverse lawyers progress to shareholder and equity shareholder. 

EXHIBIT C (CONTINUED)
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