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Upcoming Events
White & Case Women’s Network Presents “The Right Mix: Professional/
Personal Satisfaction”- Monday, June 25th at 6:00pm, Offi ce of White & Case 
LLP in New York

Inside

The Office of Career 
Services (OCS) serves as 
a bridge between stu-
dents, alumni and em-
ployers. The staff helps 
students and alumni to 
shape and realize their 
career goals. We also 
provide counseling, 
workshops and resourc-
es on judicial clerkships, 
international opportuni-
ties and non-law alterna-
tives. 

OCS is open Monday 
through Friday from 
8 a.m. to 5 p.m. The 
office is located on the 
first floor in Room 143 
in the Law School’s of-
fice building on Nathan 
Abbott Way.

About OCSOCS
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The Rise of the New Model Firm
By Leigh Jones / Staff reporter
May 21, 2007

As far as Mark Harris is concerned, the recent round of pay hikes for fi rst-year associates at some of the nation’s 
biggest law fi rms is the equivalent of applying a Band-Aid to a head wound. 

The salary increases to $160,000 for fi rst-year associates may eventually affect compensation for the lawyers 
who work at the 170-attorney shop that he founded seven years ago. But, for now, they underscore what he says 
is a fl aw in the traditional law fi rm model — one that will only get worse as younger lawyers replace their older 
colleagues. 

“There’s a very real psychographic shift with this generation,” said Harris, 37. 

His company, Axiom Legal, is one among a handful of law fi rms, most launched within the last few years, that 
are wooing up-and-coming attorneys from top schools with impressive work experience to become part of what 
they say are operations far leaner than typical law fi rms.  (See pages 3 & 4 for complete article)

Job-Related Articles

Martindale to Change Focus as Some Firms Opt Out
By Anthony Lin
New York Law Journal
05-21-2007

In its fi rst incarnation in 1868, the Martindale-Hubbell Law Directory promised to furnish readers with the ad-
dress of at least one reliable law fi rm in each city in the United States.

Today’s directory lists far more than that, with profi les of lawyers and fi rms fi lling more than a dozen hard-
bound volumes. Martindale-Hubbell, a part of the Lexis-Nexis group of Anglo-Dutch publishing conglomer-
ate Reed Elsevier, says the directory has biographical information on more than 1 million lawyers and that 95 
percent of large fi rms pay for a directory profi le.

But those fi rms no longer include some of the biggest names in the profession. In the last year alone, 
megafi rms Weil, Gotshal & Manges; Akin, Gump, Strauss, Hauer & Feld; Dechert and Sonnenschein Nath & 
Rosenthal all dropped out of Martindale-Hubbell. Indeed, of the fi rms listed in the Am Law 100 survey of the 
nation’s top-grossing law fi rms, nine no longer have Martindale-Hubbell profi les.

A major fi rm without a Martindale-Hubbell profi le would have been unthinkable a decade ago, but the compa-
ny is realizing that, in a world where lawyers can retrieve troves of biographical data about each other for free 
via Google, the value to a law fi rm of merely being in Martindale-Hubbell has diminished. Instead, fi rms have 
been fl ocking to those publications, like the now-ubiquitous Chambers guides, that purport to rate lawyers, 
highlighting the best in each practice area and major jurisdiction. (See pages 4 & 5 for complete article)
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Continued from Page 2

Formed under varying business struc-
tures, these shops tout the advantages of 
offering drastically cheaper rates for cor-
porate clients and a different work culture 
for highly credentialed attorneys put off by 
big-fi rm practice. 

Besides Axiom Legal, other alterna-
tive-style fi rms with a similar mission 
include Atlanta-based FSB Corporate 
Counsel; San Jose, Calif.-based GCA 
Law Partners; Minnetonka, Minn.-based 
The General Counsel; and Houston-based 
Outsource GC. 

Attorneys for these outfi ts work 
mostly on-site in corporate counsel offi ces, 
and typically are free from the burden of 
billing huge numbers of hours to support 
high rents and leveraged partners. These 
organizations also generally reject the 
comparison to temporary employment 
agencies or staffi ng fi rms and say that their 
attorneys are hired for the long haul. They 
also say that they bring aboard only people 
with experience either in a top fi rm, in law 
departments or both. Their clients range 
from Fortune 50 companies to smaller 
technology startups that need a kind of 
part-time general counsel. 

“It makes perfect sense,” said Alan 
Barnes, senior vice president and group 
counsel for Affi liated Computer Services 
Inc., a 55,000-employee information 
technology company based in Dallas with 
about $5.4 billion in annual revenue last 
year. 

Barnes consistently brings in attorneys 
from FSB Corporate Counsel, which was 
founded in 2002. It has 12 attorneys from 
schools such as Harvard Law School, 
University of Chicago Law School and 
University of Georgia School of Law. Its 
attorneys have worked in-house for giants 
such as EMS Technologies Inc. and for 
smaller technology fi rms. All of its law-
yers have at least seven years of experi-
ence before joining FSB. 

The highest hourly rate Barnes pays 
for FSB attorneys is $195, he said.

“I’ve got lawyers in New York City 
that have the gall to charge me 600 bucks 
an hour,” said Barnes, who leads a law 

department of about 70 attorneys. “Am I 
really getting that much more value at 600 
bucks? No.” 

Barnes, who calls FSB’s concept 
“brilliant,” said that its model allows him 
to maintain costs without creating the wor-
ries about keeping tabs on work that might 
be outsourced overseas. 

FSB was founded by Kevin Broyles, 
a 1994 Harvard Law School graduate who 
previously practiced with Atlanta-based 
Morris, Manning & Martin, and by James 
Fisher, a former Morris Manning attorney 
as well who also practiced at Holland & 
Knight. 

Broyles said that when they left Mor-
ris Manning following the dot-com bust, 
they wanted to create their own fi rm, but 
one that avoided the huge overhead costs 
that even small fi rms have. 

“That has no value to the client,” 
Broyles said. 

They also wanted to have self-guided 
practices that would provide variety. They 
formed the limited liability company and 
eventually hired attorneys who all function 
as partners, Broyles said. The company 
sets the rates, usually on an hourly basis, 
and attorneys work either at the client’s 
site or from their own homes. The fi rm 
generally does not provide health insur-
ance or other benefi ts. 

Barnes, at Affi liated Computer Ser-
vices, said he likes the no-frills approach 
that FSB offers. 

“So what if they don’t have a skybox 
to the Falcons game,” he said. “I can get 
all that elsewhere.” 

As for the new jumps in pay at big 
fi rms announced recently by Orrick, Her-
rington & Sutcliffe; O’Melveny & Myers; 
Morrison & Foerster; and others, Broyles, 
of FSB, said he welcomes them. 

“The law fi rms keep doing our own 
marketing for us,” he said. “We can go to 
an in-house attorney and say, ‘Look what 
they’ve done again.’ “ 

In Axiom Legal’s case, its attorneys 
are employees. The company is a C-
corporation that contracts directly with 
corporate clients on a retainer basis, for a 

fi xed fee or, less frequently, by the hour. 
Harris is a 1996 graduate of University 
of Texas School of Law who practiced at 
New York-based Davis Polk & Wardwell. 
Co-founding Axiom with him was nonat-
torney Alec Guettel, who holds an MBA 
degree from Stanford University. 

The fi rm operates under an exception 
to lawyer ethics rules. Such rules gener-
ally prohibit nonlawyers and lawyers from 
sharing fees. 

The exception applies to staffi ng 
and temp agencies. Axiom Legal started 
with $5.3 million in venture capital from 
Greenhill Capital Partners. In 2005, it 
recapitalized in a round led by Benchmark 
Capital and JP Morgan Partners. One of its 
investors was Benchmark partner Robert 
Kagle, who helped launch eBay Inc. 

Axiom provides health benefi ts and a 
401(k) plan to its attorneys. It also kicks 
in its attorneys’ contributions to those 
benefi ts if they are between assignments, a 
period the fi rm calls being “on the beach.” 

The attorneys it hires usually have 
several years of experience working either 
in-house or at law fi rms such as Debevoise 
& Plimpton; Paul, Weiss, Rifkind, Whar-
ton & Garrison; and Fried, Frank, Harris, 
Shriver & Jacobson, all of New York. Cli-
ents include Cisco Systems Inc., Reuters 
America, Honeywell International Inc.and 
Virgin Mobile. The average Axiom Legal 
attorney makes about $200,000 annually, 
Harris said. 

In addition to offering services for 
what he estimated is less than half the 
fees charged by traditional large fi rms, 
Axiom Legal also is a good fi t for the next 
generation of lawyers, people who gener-
ally are less risk-averse and less willing to 
work within the confi nes of traditional law 
fi rms, he said. 

“It’s a generation that has grown up in 
relative prosperity,” Harris said. “There’s 
no happiness in putting food on the table. 
They’re seeking their happiness at margins 
of life.”  (continued on next page)

Job-Related Articles
The Rise of the New Model Firm
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The Rise of the New Model Firm
(Continued from Page 3)

Internal law fi rms 
Part of Axiom Legal’s strategy, Har-

ris said, is to complement the operations 
within legal departments — or “internal 
law fi rms” — which are getting bigger 
and are holding on to the more interest-
ing work rather than farming it out to 
expensive law fi rms. Its goal is to provide 
extra help when departments need it for 
the work they keep in-house, as they send 
increasingly specialized matters to large 
fi rms. The result, Harris said, is a range of 
legal services that are cheaper for clients 
and more engaging and varied for attor-
neys to perform. 

But the fi rm has faced the challenge of 
convincing potential clients that they were 
not a run-of-the-mill staffi ng agency. 

“I was skeptical,” said Edward Fargis, 
vice president and counsel for Medco 
Health Solutions Inc., a pharmacy benefi ts 
manager with about $4.2 billion in rev-
enues last year. 

Fargis hired Axiom Legal attorneys 
as general counsel at his former job with 
Multex, a technology provider for the 
fi nancial services industries. Fargis said 
he is in the process of trying to convince 
Medco to use Axiom Legal to handle some 
of the work in the 30-attorney department. 

The strategy of their 11-attorney 
company is not only to supplement law 
departments of big companies but also 
to serve as part-time general counsel for 
companies that cannot justify hiring some-
one full-time. 

She joined Outside GC, she said, as 
an independent contractor after experienc-
ing some “serious burnout” in her career 
that included serving as general counsel to 
one technology company and as in-house 
counsel to another. She is a graduate of 
Boston University School of Law. 

“I expect this model to really catch 
on,” Regan said. 

She currently works for two in-house 
departments ongoing, and also does proj-
ect work for other companies. She likes 
the variety, the “quality of clients,” she 
said, and the ability to work as much or as 
little as she wants. 

Stone, who co-founded Outside GC in 
2002, said the 12 lawyers have about fi ve 
years of experience before they are hired 
and make between $185,000 to $225,000 
per year. 

Stone said he spends much of his time 
developing business, so his attorneys don’t 
have to. “They don’t have the burdens to 
go make rain,” he said.

He said general counsel often are skit-
tish about the hit-and-miss success with 
typical temporary staffi ng agencies, but 
he was surprised at the caliber of Axiom’s 
work. 

The niche that organizations such 
as Axiom and others similar to it fi ll is 
a result of the “disaggregation” of legal 
work, said Joel Henning, a consultant with 
Hildebrandt International who works with 
legal departments. The approach can be 
more cost-effi cient, he said, but it takes 
fi nesse from general counsel. 

“The challenge is that it requires more 
management,” Henning said. “One of the 
things you pay for when you farm out 
work to a highly regarded outside fi rm is 
management of the matter. Some in-house 
departments are much better equipped 
than others to disaggregate and resemble 
all of the disaggregated components.” 

Part-time general counsel 
Mary Regan says the arrangement 

works for her as an attorney with Outside 
GC. The fi rm is a limited liability com-
pany in Boston founded by Harvard Law 
School graduate Bill Stone and Jonathan 
Levitt, former general counsel for Inso 
Corp. 

Martindale to Change Focus as Some Firms Opt Out
(Continued from Page 2)

Martindale-Hubbell is now set to take 
a page from those new competitors. Joe 
Douress, LexisNexis’ senior vice president 
of client development services, said Mar-
tindale-Hubbell will this fall unveil online 
client reviews and rankings of lawyers 
and fi rms. He called the expanded ratings 
system the “cornerstone” of a two-year-
old project aimed at boosting the value of 
a Martindale-Hubbell profi le in the eyes of 
large-fi rm customers.

The question of value is particularly 
pressing for Martindale-Hubbell because 
the cost of its profi les is substantial. The 
most basic information about fi rms and 
lawyers is listed for free in the front blue 
pages of each print volume and on the 
fi rm’s online directory, but the traditional 
profi les detailing lawyers’ educational and 
professional credentials cost around $200 

per lawyer per year. The nation’s larg-
est fi rm, 3,000-lawyer Baker & McKenzie, 
stopped taking a profi le in Martindale-
Hubbell a few years ago.

“We’ve already saved several accounts 
because they like the direction we’re going 
in,” Douress said, adding that he expected 
many of the departed fi rms to return as 
well.

SUCCESSFUL COMPETITOR
In choosing its direction, Martindale-

Hubbell is no doubt eyeing the success 
of the Chambers guides, published by 
London-based Chambers and Partners, 
which took off around the same time Mar-
tindale-Hubbell started losing big fi rms. 
Chambers rates lawyers and fi rms based 
on interviews with corporate counsel and 
other clients and then sells profi les to 
those ranked tops in their fi eld.

Chambers managing editor Fiona Box-
all said Chambers guides, which launched 
in the United States in 2003, were initially 
greeted with skepticism as a number of 
U.K. companies had pushed dubious 
guides ranking U.S. fi rms on a “pay for 
play” basis.

“They heard all these British voices 
and got nervous,” she said.

But Chambers managed to show that 
its ratings were independent, she said, and 
previously uncooperative fi rms became 
“absolutely desperate to be in the book.” 
She said she and her staff were now the 
subjects of incessant lobbying by fi rms, 
but she said such efforts were mostly in 
vain.
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Martindale to Change Focus as Some Firms Opt Out
(Continued from Page 4)

Firms and lawyers are ranked whether 
they purchase a profi le or not, but most 
do. Boxall declined to say how much 
the profi les cost but said it was “peanuts   
compared to something like Martindale.” 
Firm marketing staff said Chambers pro-
fi les generally cost a few thousand dollars 
or less.

In its fi rst year, the Chambers U.S. 
guide had 150 pages of fi rm profi les and 
1,319 individual lawyer profi les. Now it 
has 414 pages of fi rm profi les and 6,777 
individual profi les. Boxall said the U.S. 
edition ranked a total of around 11,500 
lawyers.

The success of Chambers owes much 
to the way it supports fi rm marketing ef-
forts, giving law fi rms and partners some-
thing that they can tout about themselves. 
Almost every Web site lawyer bio or law 
fi rm press release now notes lawyers who 
have been ranked among the top in their 
practice area by Chambers or competitors 
like Super Lawyers or Best Lawyers in 
America, which has partnered with ALM, 
the parent company of the New York Law 
Journal.

LIMITED ‘AV’ RATINGS
Martindale-Hubbell has long rated 

lawyers as well, but its current peer-re-
view rating scheme does not really give 
the top fi rms or their partners much to 
shout about. There are only three scores, 
with the highest “AV” rating supposedly 
indicating lawyers at the top of their fi eld. 
But the AV rating applies to so many 
lawyers in so many practices and jurisdic-
tions that most large fi rms see little value 
in brandishing it. Indeed, one large-fi rm 
marketing director said the AV rating was 
now so widely touted by personal injury 
lawyers that it would be “embarrassing” 
for a big-name fi rm to do so as well.

BROADER DIRECTION
Boxall said Chambers had the added 

credibility of basing its ratings on client 
reviews, which she said tend to be more 
toothsome than peer reviews. Other law-
yers, she said, care more about credentials 

and honorifi cs while clients are most 
concerned with service. Clients in turn are 
more likely to use a directory based on 
clients’ views.

Martindale-Hubbell’s introduction of 
client reviews is part of a broader revamp 
aimed at the client community being 
led by LexisNexis vice president Barry 
Solomon, one of the founders of customer 
relationship management (CRM) software 
maker InterAction, which was acquired by 
LexisNexis in 2004. Solomon said fi rms 
had “rightly questioned” the value of par-
ticipating in Martindale-Hubbell.

“For many years there had not been 
any innovation,” he said. “It was perceived 
by the marketplace as just a directory.”
In addition to client reviews, Solomon said 
Martindale will also introduce information 
in its profi les about major transactions and 
court matters designed to help corporate 
counsel craft requests for proposals to 
outside fi rms.

The exact format of the client reviews 
is still being refi ned. Solomon said they 
would probably somewhat resemble the 
descriptions in a Zagat restaurant guide, 
though without the numerical scores.

Chambers guides similarly use 
anonymous quotes from clients to describe 
lawyers and fi rms. Solomon said he was 
unsure yet if Martindale-Hubbell would 
explicitly rank lawyers and fi rms though 
he said the company might have some 
“top 10” lists.

The client ratings are a big step for-
ward culturally for Martindale-Hubbell, 
which has long seen itself as a purveyor 
of objective information. Douress said 
the company was still trying to strike a 
balance between that tradition and what he 
called the “more subjective” ranking done 
by Chambers.

Solomon also expressed some concern 
about going too far with rankings.

“There’s this notion that you can rank 
all these lawyers absolutely, but there are a 
lot of ways to slice and dice information,” 

he said. “The data should speak for itself.”
Douress said the rollout of client reviews 
and other refi nements would boost value 
for clients, but he said the company also 
needed to do a better job of showing the 
value it already provided.

“How do you prove anyone’s using a 
print directory?” he asked. But he said that 
the company had strong indications that 
corporate counsel continued to regularly 
refer to Martindale-Hubbell in print. 
Moreover, said Douress, the company’s 
online directory was one of the most 
heavily traffi cked law-related sites in the 
nation, with up to 3 million searches a 
month.

But he acknowledged the company 
had been slow to respond to the way the 
Internet and new competition changed the 
marketplace. He said that complacency 
was now gone.

“We’ve probably changed more in the 
past 24 months than in the previous 130 
years,” he said. 
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Contact
Office of Career Services 
Stanford Law School Administration Building Room 143
Crown Quadrangle
559 Nathan Abbott Way
Stanford, CA 94305-8610 

ocs@law.stanford.edu
650 723.3924

Staff

Susan C. Robinson 
Associate Dean for Career Services 
susanr@law.stanford.edu 
650 723.3925 
Susan advises students and alumni on a wide range 
of issues involving career planning and job searches. 
She also works closely with employers to assist them 
in utilizing OCS resources to maximize the recruit-
ment of SLS students and alumni. 

Elizabeth C. Armand 
Director of Judicial Clerkships 
earmand@law.stanford.edu 
650 723.0363 
Elizabeth is responsible for all aspects of the judicial 
clerkship application process and manages the legal 
recruiting program for advanced degree students. 

Laura Metz Duncan, Esq. 
Director of International & Advanced Degree 
Career Programs 
lduncan@law.stanford.edu 
650 724.5045 
Laura advises students on international career strat-
egy and development. She also oversees the legal 
recruiting program for foreign trained lawyers in the 
advanced degree programs and works with firms and 
organizations to expand international opportunities 
for Stanford students. 

Lee Kite 
Private Sector Counselor 
lkite@law.standford.edu 
650 725.6786 
Lee Kite is a Private Sector Counselor with more than 
17 years of experience in legal recruiting and she ad-
vises students on private sector careers and options. 

Maureen Krantz 
Career Services Coordinator and Private Sec-
tor Counselor 
mkrantz@law.stanford.edu 
650 725.6786 
Maureen coordinates between law firms, attorneys 
and legal professionals, alumni and students to create 
innovative programs for the office. She also counsels 
students on private sector opportunities. 

Melissa Leger 
Associate Director of Career Services 
melissa@law.stanford.edu 
650 723.3924 
Melissa Leger runs both the Fall and Spring Campus 
Interviewing Programs, and is the primary liaison be-
tween students and the employers who recruit them.

Renee Ritucci 
Resource Specialist 
rritucci@law.stanford.edu 
650 723.3924 
Renee is the primary contact for the office and works 
closely with employers who wish to recruit Stanford 
Law School students and alumni. 
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