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TORONTO RECRUITMENT 2015

RELIEVED
I really appreciated how supportive all 
the students are of each other during 
this process.

I feel tired. But happy. Happy-tired.

So excited! It was hard to turn down 
my second choice firm but I am happy 
where I ended up!

Good--but I suspect this is 
highly tied to actually  
getting an offer.

I am relieved that it is 
over, but frankly, I miss 
it. The hype and en-
ergy was invigorating. I 
cannot wait to begin to 
work on Bay Street…

Happy. And a little 
drunk.

I feel like I failed myself and my family 
because of the outcome of this pro-

cess. My self-esteem and confidence 
have taken a serious beating.

This process has made me feel pretty 
awful about myself, and less kind to a 
lot of my fellow students. I don't need 

to hear about how stressed you are 
about having 15 OCIs! We should insti-

tute a blanket ban on talking about 
recruitment at school.

It was an incredibly de-
moralizing process – But 

I'm determined to suc-
ceed, so I'll find a job 

and rebound  
from this.

I feel very misled by 
one particular Bay 

Street firm.

Every year, at the conclusion of the LSUC 
November Toronto recruitment process, Ultra 
Vires conducts two surveys: one of U of T stu-
dents who were eligible to participate in OCIs 
and the other of participating employers. 
These surveys provide Ultra Vires with valu-
able insights into both hiring and the makeup 
of the Faculty of Law student body. All the in-
formation contained in this section is the re-
sult of one or both of these surveys.

We made a few changes this year. For one, 
we have included more employers in the hir-
ing list, including more small firms and more 
government offices. The addition of new em-
ployers makes comparison of hiring numbers 
with prior years less straightforward. Al-
though we have recorded a total of 420 stu-
dents hired for summer 2016, compared to 
399 total students for summer 2015, the em-
ployers from last year’s list only hired 384 stu-
dents. We have included new employers ac-
counting for an additional 36 positions this 
year. For example, the Department of Justice 
Ontario Region and the Public Prosecution 
Service of Canada hired nine students this 
year and was not recorded in last year’s num-
bers. The other newcomers are: Epstein Cole; 
MAG offices other than Crown Law Office - 
Criminal; Mathews, Dinsdale & Clark; and 
Paul, Weiss. In any event, the numbers are 

well within the range established in the past 
five years, and the numbers cannot be fully 
understood without the hiring numbers for 
first-year summer students (to be completed at 
the end of February, 2016). 

As for the performance of individual law 
schools, there are no major changes. The per-
centage of students hired from each school’s 
class was within four percent of last year’s 
numbers. Windsor saw the single largest 

bump, from 26 to 40 students hired, although 
its class size also increased from 228 to 248.

We also added some new questions to the 
student survey, including questions on mental 
health and whether respondents attended pri-
vate or public high schools.  

Because not all eligible students opt to com-
plete the recruitment survey, the data con-
tained in this section should be interpreted 
with caution. Response rates were high—170 

out of a class of approximately 200. However, 
there is reason to suspect that response rates 
are not uniform. In particular, the statistics 
indicate that students who had received a job 
during the 1L recruitment were less likely to 
complete the survey. A comparison of the Em-
ployer Survey with the Recruitment Survey 
also indicates that students who had not re-
ceived an offer were less likely to respond to 
the recruitment survey.

In previous years, Ultra Vires has conducted 
a statistical analysis of the Recruitment Sur-
vey to identify factors most closely correlated 
with hiring.

This year, Ultra Vires has opted not to pub-
lish the factors significantly correlated with 
hiring. Due to a bug in the Recruitment Sur-
vey, insufficient grading data was collected for 
Ultra Vires to be confident that any one vari-
able is independently significant. There is, 

More certain of where my interests truly lie. I thought going into law school I wouldn't want 
to work on Bay Street, and now I know for sure that I do not. It was useful for showing me 
what truly interests me in law, and focusing on my passions.

In one sense I feel awful because I'm unemployed. On the other hand, I hated every minute 
of this week and many of the people I met were arrogant, rude, and disrespectful…I've also 
realized that I probably would have been miserable at any of the firms I interviewed with.

DISAPPOINTED

however, no reason to believe that the factors 
identified in previous years are no longer sig-
nificant.

Notwithstanding the lack of statistical analy-
sis this year, much of the most valuable content 
in the recruitment issue is qualitative. Many 
students take the time to give thoughtful ac-
counts of their experience in the process, for 
which we are tremendously grateful, and that 
we hope proves helpful to future students. Ad-
ditionally, the data on class demographics al-
ways proves interesting. For example, while the 
median household income in Canada was 
$76,000 on the 2011 Census, 71% of respon-
dents reported parental income above $100,000.

Thank you to everyone who took the time to 
complete our survey. We really appreciate it, 
and we hope that everyone who finds this help-
ful in the recruitment process next year partici-
pates in Ultra Vires’  2016 recruitment survey!

The Ultra Vires Recruitment Special 2015 was pro-
duced by Simon Cameron, Matt Howe, Brett Hughes, 
and Trevor Snider.

Factors Correlated With Hiring  
Factors Negatively 
Correlated With Hiring  

- High 1L Grades
- Being a JD/MBA
- Self-Reporting as an Extrovert
- Supporting the Conservative party

- A high LSAT score

Results of the 2014 Recruitment Survey.
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Firm

Aird & Berlis LLP

Baker & McKenzie LLP

Bennett Jones LLP

Bereskin & Parr LLP

Blake, Cassels & Graydon LLP

Borden Ladner Gervais LLP

Brauti Thorning Zibarras LLP

Cassels Brock & Blackwell LLP

Dale & Lessmann LLP

Davies Ward Phillips & Vineberg LLP

Dentons Canada LLP

Dickinson Wright LLP

Dimock Stratton LLP

Department of Justice Ontario Region & 

Public Prosecution Service of Canada   

DLA Piper (Canada) LLP

Edward H Royle & Associates

Epstein Cole LLP

Fasken Martineau DuMoulin LLP

Filion Wakely Thorup Angeletti LLP

Fogler, Rubinoff LLP

Gardiner Roberts LLP

Gilbert's LLP

Goodmans LLP

Gowling Lafleur Henderson LLP*

Hicks Adams LLP

Hicks Morley Hamilton Stewart Storie LLP

Koskie Minsky LLP

Legal Aid Ontario

Lenczner Slaght Royce Smith Griffin LLP

MAG - Constitutional Law Branch

MAG - Crown Law Office - Civil

MAG - Crown Law Office - Criminal

MAG - Office of the Public Guardian and Trustee

Mathews, Dinsdale & Clark LLP

McCarthy Tétrault LLP

McMillan LLP

Miller Thomson LLP

Norton Rose Fulbright Canada LLP

Osler, Hoskin & Harcourt LLP

Paliare Roland Rosenberg Rothstein LLP

Paul, Weiss, Rifkind, Wharton & Garrison LLP

Reisler Franklin LLP

Shearman & Sterling LLP

Skadden, Arps, Slate, Meagher & Flom LLP

Smart & Biggar LLP

Stikeman Elliott LLP

Thorsteinssons LLP

Torkin Manes LLP

Torys LLP

WeirFoulds LLP

Wildeboer Dellelce LLP

Firm

Approx Class Size

% with Toronto Jobs

2014 Total

2013 Total

2012 Total

2011 Total

*The merger creating Gowling WLG only becomes effective in 2016.

Total Students

7

5

16

2

36

21

2

12

2

16

12

2

2

9

4

2

2

13

5

6

3

2

13

14

4

5

4

19

5

4

8

8

3

3

22

11

9

19

21

3

3

3

1

1

2

20

0

2

23

6

3

420

399

351

379

403

U of T

2

5

15

6

3

1

4

2

2

2

1

1

1

1

3

3

1

2

1

1

2

1

1

4

1

1

4

3

5

4

1

3

1

7

8

3

106

200

53%

97

94

89

96

Osgoode

2

2

1

1

8

2

1

3

7

2

1

2

4

2

2

1

2

4

1

2

2

2

2

2

2

1

1

6

3

2

1

3

6

1

84

290

29%

83

75

89

83

Western

1

1

4

5

2

1

1

1

2

1

1

1

1

1

3

1

1

1

4

3

2

3

1

2

2

2

1

49

176

28%

48

44

43

53

Queens

2

1

2

3

2

2

1

1

2

2

1

1

1

1

1

1

4

1

1

1

2

2

1

4

1

1

3

2

1

48

200

24%

46

43

43

47

Ottawa

2

1

1

1

1

2

1

2

3

3

3

2

2

2

1

2

1

1

1

32

304

11%

35

30

39

36

McGill

1

1

1

3

1

1

1

5

1

3

2

3

2

25

186

13%

27

13

18

27

Windsor

1

1

1

2

1

1

3

1

1

2

1

2

1

1

2

4

1

1

2

1

2

2

2

3

1

40

248

16%

26

23

28

27

Other

2

1

1

1

2

2

1

2

36

18

21

16

16

16

Job Distribution by Firm and School

Dalhousie

3

2

1

1

1

1

2

1

2

1

1

1

1

18

170

11%

15

13

14

18

2

1

1

2
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CLASS PROFILE

Introverts Receive 
Fewer Offers
MATT HOWE (3L) 

Introverted students were measurably less 
successful during the recent 2L recruit when 
compared to the general student body, ac-
cording to UV survey data. Whereas 61% of 
the entire 2L cohort received a job offer from 
interview week, offers were extended to just 
52% of students who self-described as being 
introverted. 63% of extroverted students re-
ceived an offer. 

Perhaps not surprising given their reduced 
success in a week filled with high-stakes social 
interactions, only 50% of introverted students 
also reported feeling satisfied with the process 
as a whole, compared to 72% of extroverted 
students.

One introverted 2L who preferred to re-
main anonymous found that he was signifi-

cantly more exhausted by the process than his 
extroverted friends were. “I found myself leav-
ing early because meeting so many people was 
getting overwhelming. I think this was held 
against me.” 

The differences between introverts and ex-
troverts did not manifest themselves earlier in 
the job recruit. Both groups of students sched-
uled comparable numbers of OCIs and in-
firm interviews leading up to November 2. 

While UV does not have enough data to re-
liably test this, one might assume that differ-
ences between these groups would be less pro-
nounced when looking specifically at 
government branches, where the interviews 
are more substantive, or even smaller firms 
who do not host receptions or dinners. 
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Respondents could select multiple responses.
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WHAT YOU TOLD US
ABOUT THE CDO

“The CDO was incredible. I hope our outrageously expensive 
tuition goes largely to them.”

“They genuinely cared about each student succeeding.”

“Emily and Jordana were wonderful: they were supportive, avail-
able, and had great suggestions. Emily's advice helped me land 
my summer job. Our CDO is the best!”

“Lots of knowledge about Bay St employers. Would have been 
great to see a bit more knowledge about boutiques and govern-
ment employers."

“I found upper year students who had previously participated 
in the recruitment process to be a much stronger resource than 
the CDO."

"The CDO does not do nearly enough to inform first-year stu-
dents of the Toronto recruitment process...I had no idea how 
disproportionately important first-year grades were, what the 
different firms were, what the firms were looking for...there ab-
solutely should be more of an effort made to give students the 
information they need earlier."

“I think the CDO can do a better job at exploring and informing 
students about alternatives to this process early on… [this] may 
have added unnecessary stress and pressure for many students.”

82% 58%
of respondents found the CDO 
knowledgeable about the em-

ployers they were 
 interested in

of respondents turned to the 
CDO for emotional support

ABOUT HOW YOU’D CHANGE THE PROCESS 
“Everything.”

“For the firms to be able to express their interest more clearly 
and more firmly.”

“The process is imperfect and gruelling, but I'm not sure what 
alternative would be better.“

“I wish someone had talked to us about how to be supportive 
and sensitive to each other during the process...  They prepared 
us to behave politely in front of an interviewer, but not around 
each other.”

“ITCs and PFOs add unnecessary stress to the process … I don’t 
need to know a month in advance that I won’t be getting an OCI 
from Davies”

“I wish the words "first choice" were not so crucial.“

“Fuck thank you e-mails. So awkward to write, and I can't imag-
ine lawyers like them clogging up their inbox.”

“Basically I would make it much more like New York's.”

Words Used by Students Who Did Not Receive An Offer To Report Their Experience
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WHAT’S SOMETHING YOU DIDN’T WANT  

EMPLOYERS TO KNOW ABOUT YOU?

“My anxiety issues.”

“I played down my social justice/activist background.”

“That I probably want to be an academic.”

“That I only had one in-firm”

“That my redemption tale was a fable.”

“I don't know what securities are.”

“That I'm introverted and hate going to receptions”

"My grades. So much for that…"

"Don't really want to be a lawyer."

"That I thought their small-talk skills were sub-par."

"I didn't want employers to know that I got my previous job in 
law through my parents' network...and every employer asked 
about it!"

"I...will likely be looking to start a family within the next three 
to four years."

"That I wasn't "enjoying" the process."

ADVICE FOR THE 1LS

“Know your story - your personal narrative. From growing up 
to law school to your future - think about that story and how 
a job with this firm would fit into that narrative.  Also just try 
to be as relaxed and personable as possible.  And if you are 
really interested in a firm, make sure the firm knows it! Don't 
be too coy.”

“I should not be approached for advice. I’m still 99% sure that I 
got my job through luck.”

“Signal your interest and be very explicit about it.”

“If they want you, you'll know. Do not feel pressured to num-
ber one anyone until they've told you that they want you.”

“PLEASE ask as many upper years as you can as early as pos-
sible in 1L for a detailed breakdown of their experiences, and 
for a proper explanation of how the process works.  I barely 
had any idea what OCIs were/how important 1L was etc until 
I was in the middle of it, really. And tons of people were in a 
similar boat."

“Don't tie your self-esteem up to the outcome of the process. 
It is so arbitrary. Good people will come out of it without a 
job; it's not the end of the world. UofT makes it seem like if 
you don't get a job through the process, your will never be 
successful or have a job, etc.This is far from the truth."

“It’s important to stay in Toronto over the 1L summer. Attend-
ing firm events is important, and that’s only possible if you’re 
in town.”

“Stikeman Elliott is spelled with two t's."

“Try not to get caught up in talking about the process with 
other students."

AWKWARD/INAPPROPRIATE QUESTIONS + 

LSUC VIOLATIONS

“How old are you?”

“Where else are you interviewing?”

“What is the craziest thing you did in undergrad?”

“Are you married?”

“I was asked by two different lawyers if I was American  
or Canadian.”

“A firm told me that they would be making an offer at a lunch 
on Tuesday. On Wednesday at 4pm they called me and asked 
me to commit to accepting the offer. When I said that I was 
very interested but would still like the hour to reflect on it, 
they said they would no longer be offering me the job. They 
did not call at 5pm."

“I received calls before 8 am on call day and before 5 pm on of-
fer day."

"So you must have been happy about the election results. Actu-
ally, nevermind. I'm definitely not a Liberal, so I don't want to 
hear about that."

"At a dinner, a lawyer began the set-up to a joke about sexual 
assault, but stopped himself from ultimately delivering the 
punchline. I assume he didn't complete the joke because he re-
alized it was inappropriate, but it was heavily implied what the 
rest of the joke would have been."

"Trying to pressure me into telling them the other firms I was 
considering and where they stood on my ranking. 
Asking questions that aren't supposed to be asked (e.g. Are you 
married? Where else are you still interviewing? How are you 
feeling about those places?)."
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TRENDS IN HIRING

Importance of  
the 1L Recruit

Note: Ultra Vires has made a few assump-
tions in reaching the following conclusions: 
Firstly, it is assumed that all students who were 
hired in 1L accepted an offer to return for 
their 2L summer. Secondly, this data does not 
capture offers that were extended but not ac-
cepted by 2L students. This data should not be 
interpreted as implying that it is impossible to 
find 2L jobs at firms that hired substantial 
numbers of 1L students, but only that it is less 
likely. 

Students wishing to work at Aird & Berlis, 
Bennett Jones, or Davies would do well to find 
their positions during the 1L recruit. Each of 
these firms hired University of Toronto 1Ls, 
but did not add to their number during the 
second year recruitment. 

There are many potential reasons why firms 
that have taken substantial numbers of Uni-
versity of Toronto 1Ls might hesitate to make 
offers to their classmates nine months later. 
Because returning students serve as ambassa-
dors for their firms, the firms may prioritize 
expanding the diversity of their student base. 
Alternatively, the firms may believe that they 

have already had the ‘pick of the crop’ or that 
the students most enthusiastic about the firm 
have already applied. 

These firms may just be particularly pro-
nounced examples of the gradual shift to-
wards the 1L hiring process. While general 
hiring numbers have remained flat, the num-
ber of 1Ls hired has increased. This shift may 
be being driven by the growing number of stu-
dents enrolled in four year split programs. 

Regardless of the reasons driving the shift, 
students with their hearts set on a particular 
firm should be aware that waiting for OCIs 
may not be an option. They run the risk that 
their chosen firm will have satisfied its U of T 
quota and that they will be out of luck regard-
less of how impressive their lion-sighting story 
is. 

Of course, this shift may also pose chal-
lenges for those students who enter 1L with 
less impressive undergraduate grades and 
work experience. With fewer objective criteria 
for firms to draw on in the 1L recruit, firms 
may also resort to subjective criteria in a way 
that has negative implications for diversity. 

Most U of T Students Hired

BLAKES

15
TORYS

8

STIKEMANS

7
BLG 

6

Words Used by Students Who Received Offers To Report Their Experience

SIMON CAMERON (2L)

Firm

Aird & Berlis

Bennett Jones

Blakes

BLG

Cassels Brock

Davies

U of T 1Ls Hired

(Winter 2015)

2

5

5

1

3

5

U of T 2Ls Hired

(Fall 2015)

0

0

10

5

2

0

Others Hired

(Fall 2015)

2

11

21

20

8

12

Year

2015

2014

2013

1Ls Hired in 

Prior Year

50

42

44

Total

420

399

351

% of Total

12%

11%

13%

1L summer hiring compared with overall summer hiring
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Keep Calm and Keep Hustling
Why not landing a 2L summer job isn’t that big a deal. 

BERND BUSCHKE (3L)

So you didn’t land one of the coveted Bay 
Street positions in this year’s 2L recruit. That 
sucks. Get mad, it’s okay. It can be incredibly 
disappointing, and the only real solace is that 
it wasn’t anything you did. You’re talented, 
personable, and likeable, but it didn’t work 
out. Life isn’t fair. That said, it’s far from over. 
Turn those emotions into action and put your-
self in the best place to find another job this 
summer and for articling.

You’re still the same person as before OCIs. 
There is no black mark on you, much as you 
might feel like there is. You didn’t get to U of 
T by being a dunce, and less clever people 
than you got jobs. You didn’t get here by being 
an unrepentant weirdo either—unless you did, 
in which case welcome to Tax Law!—and less 
charismatic people got jobs too. The upside is 
that, with many of your talented classmates 
out of the running, you have a smaller pool in 
which your best attributes can show through 
even more. And there are many, many jobs 
left to come.

Still want to work full service? There are 
always several mid-size full service firms 
which open their recruitment after OCIs. Big-
time finance? Last year, in-house legal posi-
tions opened up at some of the biggest invest-
ment firms in the world. And there are the 
Ontario Securities Commission positions—
competitive, but very flashy on the resume. 
Public interest? Many government offices and 

legal clinics hire outside the November re-
cruit. You can also get grants through the 
school to work at public interest employers. 
None of the above? Work as a research assis-
tant for a professor in a fulfilling, low stress 
atmosphere, and drink daily!

What if you don’t end up finding a job for 
this summer? The articling recruit is LOAD-
ED with incredible opportunities in all of the 
above and more. Work on your resume and 
interview skills all summer and crush your ar-
ticling interviews.

If you’re like me, and get absolutely snake-
bitten in the process, and nothing seems to 
work out, keep the faith. 

I was in with the CDO weekly to hone my 
resume, prepare for interviews and work on 
job search strategies. Cold calling blows, but it 
works. I landed an unpaid—I know, ugh—po-
sition with a sole practitioner who rents an of-
fice and is quite successful working on his own. 
Later, I landed a summer student position at a 
big corporate governance firm editing a text-
book. Being in those sorts of positions lets you 
learn about the law, and how to act around 
clients, but also teaches you how the actual 
business of law works. It can be fun, and the 
options are only limited to what you can hus-
tle up. This brings me to my dos and don’ts of 
being jobless after OCIs.

DO
Talk to anyone you know at the firms you 

were close to landing a job at. It hurts, but it’s 
the best way to figure out how to improve your 
interviews going forwards. That also goes 
with any places you don’t get in the rest of your 
search. Befriend the people in HR—they’re 
normally sweethearts. I had an interview go 
squirrelly in Ottawa, and by contacting the 
HR rep for the firm I was able to get an hour 
long breakdown of exactly what I would have 
had to do to get the job.

DON’T
Panic. That said, you’re going to. Try to 

limit it and push your emotions down with 
pub night and intramural sports violence. Or 
yoga. I don’t know. Do you.

DO
Hustle. Seriously, the best thing you can do 

is keep looking at UTLawcareers, Kijiiji, and 
any other “law+student” alerts you can set up 
on major job sites. I got numerous interviews 
this way, and you can too. Ask people you 
know if they have any leads. Sometimes it goes 
somewhere and sometimes you make friends. 
That’s networking, and it’s important.

DON’T
Accept an offer to represent someone you 

found on Kijiji. Turns out that’s super illegal, 
and the Law Society doesn’t look fondly on it.

DO
Be happy for your friends. Don’t be salty, 

they’re still great people.

DON’T
Get jealous. Your friends on Bay Street will 

make more money—though for some, it just 
comes out of financial aid anyway—and they 
may have an articling job lined up. But their 
summers will mostly be full of miserable toil 
for the largest and most oppressive of the ma-
jor firms. Winning kind of stinks in law school.

DO
Expand your horizons. “Yes, I’ve always 

been interested in the cosmetics and toiletries 
industry” was a thing I actually said at one 
point, and that’s hilarious. Keep yourself open 
to options, and after a while you’ll actually 
start to believe your own preposterous un-
truths.

If you follow these steps you too may soon 
leave the frenzied panic of joblessness behind, 
and enter the sweet, sweet world of existential 
dread that is the awful prospect of working in 
law for the next five years. May the odds be 
ever in your favour!

NABILA PIRANI (3L)

On Diversity: The “My Neighbour 
is African” Edition

I have spent the past few weeks talking to 
several “diverse” people at U of T Law who 
went through the LSUC November recruit-
ment process for Toronto. I didn’t speak to 
them all, and I have no idea whether the peo-
ple I spoke to constitute a statistically repre-
sentative group—because, you know, no one 
really knows what our school’s diversity statis-
tics actually represent. Possible methodologi-
cal matters aside, my conversations illumi-
nated a series of issues.

These include things we already know. Bay 
Street’s diversity numbers are nowhere close 
to those of our general population, but things 
are changing. Many firms now have “Diver-
sity Coordinators” mandated to address this 
representativeness problem.

There are things we know, but don’t talk 
about. That a number of lawyers can be really 
offensive—and/or just plain ignorant—to-
wards diverse peoples, for example.

Then there are the things we won’t talk 
about. That, for diverse peoples, talking 
about diversity with firms during recruitment 
is just as dangerous as asking the “work-life 

balance” question, or demonstrating more 
than a passing interest in social justice.

That danger doesn’t stop with the end of re-
cruitment.

In my conversations, I heard stories that 
gave me hope, but I also heard horror stories 
that had me cringing and cursing in disgust. 
Most importantly, I heard stories of individu-
als wanting to engage firms on their diversity 
policies because, for some, these matter just as 
much (if not more) than the multi-billion dol-
lar deal the firm just participated in.

For example, what are firms’ policies on reli-
gious accommodation requests? Do lawyers at 
law firms undergo training to help them be-
come more conscious of diversity-related mat-
ters? What sort of diversity-related outreach 
do these firms engage in? Is diversity even an 
issue?

But here’s the thing.
You won’t hear any of these individuals’ sto-

ries. That would mean, at the very least, mak-
ing their lives with their respective employers 
difficult and awkward. At most, this would 
mean potentially putting someone’s job at 

risk, mine included. And I can’t do that.
And so, I won’t tell you which firms tried to 

engage with students about diversity, but end-
ed up making it seem like a liability. I also 
won’t tell you which firm tried to pigeonhole a 
diverse student into a form of law tangentially 
related to that person’s specific diversity. And 
I certainly won’t tell you which Senior Part-
ner answered the “What are your firm’s diver-
sity policies?” question with the equivalent of 
“My neighbour is African.”

Speaking up and writing about such experi-
ences is one thing, actually dealing with the 
problem is another. It’s great that firms have 
started looking at diversity, thinking about 
diversity, trying to engage potential recruits 
on diversity. But so long as the power imbal-
ance between law firms and potential recruits 
continues—and we know it’s not going any-
where—diverse peoples will not and cannot 
engage with firms on issues of diversity with 
the freedom that the conversation requires.

The question arises—what do we do? In all 
honesty, I don’t know yet. At the very least, 
law firms could start by instituting diversity 

training for lawyers participating in the No-
vember recruit. Diversity and student hiring 
coordinators could brainstorm the various 
types of diversity they might come across dur-
ing recruitment, and determine what steps 
they could take to accommodate them. Our 
Career Development Office could be more 
forthright about the sorts of issues diverse 
peoples might face through the recruitment 
process, and connect interested 2Ls with di-
verse upper year students who have already 
gone through it. The Law Society could take 
active steps to collect information (anony-
mously, of course) on the sorts of experiences 
diverse students have during the process, and 
to address its findings with firms.

Ultimately, it’s about moving the conversa-
tion forward. It won’t happen overnight. It 
probably won’t happen for many years. For 
the remainder of this year, however, this col-
umn will try to do whatever it can to bring 
attention to issues of diversity at the law 
school and beyond.




