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JIM LEIPOLD

Voicemail left for Lynne Traverse:

“Hi Lynne, this is Jim.  It’s Friday at 4 p.m. 
I’m surprised you didn’t answer the 
phone.  Anyway…

I was cleaning off my desk, and came 
across the materials you brought back 
from the NALP conference on “evidence-
based” hiring.  What is this and how does 
it work? 

We have a group of candidates 
interviewing on Tuesday.  Can you put 
together a draft and present it to me on 
Monday?

Thanks.  Have a great weekend!”



Three Step Process

01
Define 
Success

02
Create 
Scorecard

03
Live Demo



What is our goal?
Partner Buy-In



I. Success Profile



1. Strategic Fit: Does this 
person fit our strategy?

2. Financial Fit: Can this 
person build and maintain a 
practice?

3. Cultural Fit: Will this person 
add to and strengthen the 
firm’s culture?

Firm leaders apply 
this filter

Interview protocol 
can answer these 
two questions

Three Questions
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High revenues with 
negative cultural impact

Cultural fit
Financial success

Cultural and 
financial failure

Likable but 
underperforms 

financial metrics



What is the 
methodology?

Work backwards 
for successes 
and failures in 
your firm.



“Ima N. Island” 
(Single Silo)

“Napoleon 
Lightweight”
(Sell potential, 
not accomplishments) 

“Tarry Kareless”
Protracted/Sloppy 
Process 

“Star Fanfare”
Big Name Candidate 



Sydney 
Hasital



• Accessible and approachable
• Responsive
• Intelligent and creative
• Flexible and open to new ideas
• Add to energy of room
• Treats everyone equally; inclusive 

and encouraging of diversity
• Lack of fear factor; accepts that 

mistakes happen
• Sense of humor (lightness of 

being)
• Display gratitude by saying thank 

you and meaning it

• Can explain how he/she acquired 
clients, maintains relationships

• Can explain how he/she 
leverages firm resources: 
Recruiting, Marketing, Finance 

• Can explain how he/she staffs 
cases; evidence of success with 
diversity and inclusion on teams 

• Can explain how he/she 
discusses price with clients

• Efficient with time and time entry
• Gets bills out on time and 

accurately
• Clients pay bills on time with little 

discounting or noise

• Actively mentors 
associates

• Good business 
hygiene

• Into the work flow; 
follows firm systems, 
processes, and 
procedures

• Low mgmt. overhead
• Member of committees
• Active recruiter
• Active in industry-

writing, speaking, 
and presenting

Good Cultural Fit Good Business Fit



Good Cultural Fit Good Business Fit

Low Management 
overhead

Helps Hire and 
Develop Junior 

Talent 

Excellent Business 
Hygiene 

Values others

Flexible and open to 
new ideas

Develops and 
Maintains a substantial 
practice 

Leverages Firm’s 
lawyers, staff, and 
resources



II. Scorecard

















II.V Brief Digression



If you try to both sell 
and judge candidate, 
validity of judgment 
drops to zero.

Recruitment 
vs. Selection



Time Component Purpose

10 am Initial interviews Recruitment

12 pm Lunch with leadership Recruitment

2 pm Selection interview Selection

4:30 pm Q & A Recruitment

Sample Schedule



III. Demonstration



Three Interviewer 
Format

Seating 
Chart

Interviewer 2

Candidate Interviewer 3

“Facilitator” 
Interviewer 1

Table



Four Interviewer 
Format

Seating 
Chart

Table

Interviewer 4 Interviewer 3

Candidate Interviewer 2

“Facilitator” 
Interviewer 1



Meryl 
Macklin
Litigation Partner
CURRENT POSITION

Guardian, Future 
& Hope

CURRENT FIRM

JD, UC Berkeley
BA, Yale Russian 
Studies

EDUCATION
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• Define success

• Put into scorecard. Write 
questions that will elicit 
desired information.

• Show how it works

Takeaways

Highly 
Successful 
Partners

Failures, 
Poor 

Performers



Thank You
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