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The 2008 ic-10
Recruiting. Training. Outside Counsel Management.
Risk Mitigation. Document Management.

These are common challenges faced by legal departments everywhere. What is not
common is finding new and effective ways of meeting them.

Our 2008 IC-10 winners did just that—they came up with ways to manage their work,
their costs, their departments and their time with innovative
solutions to everyday problems.

This fourth annual IC-10 issue showcases a variety of solutions from legal

departments of all sizes in many types of companies—from a one-person department at
a construction company where the GC turned techie to develop a wage-and-hour
compliance tool to a huge chemical company’s department where an aggressive
approach to recoveries is netting hundreds of millions of dollars.
Our winners have one thing in common, though: They are all willing to share what
they’ve learned with their peers. So take a look at what they’ve done—you just might
find an idea that will work for your legal department, too.

w w w.inside counsel.com    	

september 2008

n

I nside Cou nsel

I nside Cou nsel

n

september 2008

w w w.inside counsel.com

A

P
N RIN
O
T TE
FO D
R CO
D P
IS Y
T F
R O
IB R
U P
T E
IO R
N SO
.
N
L

A
D

E

R

G

IN

.

LY

O
N

C over
Citigroup INc.

Fresh Recruits

A

L

R

E

A
D

IN

w w w.inside counsel.com    	

LY

.

people are not going to be on the
partnership track,” she says. “A lot of
students go to a law firm to get great
training, work hard, learn a lot and
give to the firm where they’re hired.
But they really have an intention to
go to the business side, maybe consulting, go into politics or, like me, go
in-house.”
So for Spurgeon, CitiSelect fills
a few gaps: an a lternative to the
post-JD law firm track that still prov ides law f ir m training, a f uture
spot at Citi, already reser ved, and
a bridge from one to the other. And
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some away. In its first year, three firms
were involved, and this year seven are
participating: Paul, Weiss, Rif kind,
W h a r t on & G a r r i s on; Bi ng h a m
McCutchen; Cleary Gottlieb Steen &
Hamilton; Davis Polk & Wardwell;
Shearman & Sterling; Skadden, Arps,
Slate, Meagher & Flom; and Wilmer
Cutler Pickering Hale and Dorr.
“My goal here is that these kids
will get exactly the same experience
that every other law student gets who
comes into the law firm. That’s proving
to be the case, in part because the law
firms are so busy right now, but in part
because the law firms are using these
kids and not treating them any differently than they treat somebody not in
the CitiSelect program,” Sharp says.
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One of Mike Sharp’s main goals
a s genera l counsel of Citig roup’s
Global Wealth Management division
is to f ill his legal department with
the most talented people he can get,
but there are limitations to hiring inhouse attorneys. Traditionally, like
most legal departments, Citi hired its
lawyers from law firms and other inhouse departments.
“ That worked relatively well,”
Sharp says. “But we wanted to do
something more than that. We wanted
to try to change the model and get the
most talented people in early.”
Recruiting directly out of law schools
would allow the department to access
an as-yet untapped resource, but Sharp
thought depriving law students of the
basic legal training a law firm provides
would be doing them a disservice.
S o Sha r p a nd h is lega l t e a m
decided to turn the traditional model
of in-house recruitment on its head
with CitiSelect, a multiyear recruitment and training program aimed
at finding the country’s most promising law students and customizing
their legal education for an in-house
career. The first-in-its-industry program, which launched last summer,
kicks off with a summer internship,
split about 70-30 between one of Citi’s
partner law firms and Citi. Then after
graduation, the lawyer does a “reverse
secondment,” working at the law firm
for about three years to get nuts-andbolts legal training before f inally
landing as an in-house lawyer at Citi.
“It was so obv ious that it’s shocking to me we hadn’t done it before,”
Sharp says.
He h a d n o pr o bl e m g e t t i ng
t op -not ch Ma n hat t a n law f i r m s
on b oa r d—t he f i r m s h ave s ome
self-interest in developing closer
relationships w ith Citi, of course,
but they also appreciate the unique
program, and Sharp has had to turn

We can start to populate our own roles,
which leads to the ultimate goal of being
better at the business of practicing law
on an in-house basis.

But when changing the status quo,
some skepticism is to be expected.
“The initial hard sell is with students,” Sharp says. “This is a new idea.
Law students learn to follow precedent, and when it comes to being
hired, the precedent is that you either
do public service work or you work in
a law firm.”
From the perspective of Sarah
Spurgeon, a third-year Harvard Law
School student in CitiSelect’s second
summer class training at Davis Polk,
the program has created a third avenue that was sorely lacking in today’s
legal career landscape.
“If you talk to most law students
nowadays, they realize that most

her experience has lived up to what
it promised: Spurgeon raves that at
both the law firm and Citi, training is
top notch and highly individualized.
For instance, when she expressed an
interest in the international side, Citi
arranged for her to work out of an
overseas office.
“When I tell my peers at Davis
Polk about the program, or even tell
f irst- and second-year associates,
they’re just f labbergasted,” Spurgeon
says. “They can’t believe such a great
program exists.”
It is Sharp’s hope that such word of
mouth will erase any doubt about the
program from promising law students’
minds, and he thinks the program will
september 2008
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of thinking—setting up a budget,
going out and recruiting, getting the
in-house lawyers to be your interviewers,” he says.
Only time will tell what CitiSelect
eventually could yield, but for now
Sharp’s team is focusing on the heart
of the program: its students.
“For me, and for all of us at Citi
involved in this program, the litmus
test for the program will be the success of these kids,” Sharp says. “We are
going to be heavily invested in making
sure they are successful because they
are the future of this program.”

—Melissa Maleske
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aims to build up a pool of CitiSelectcultivated talent that w ill set the
foundation for a new generation of
Citi lawyers.
“We can start to populate our own
roles, not only from outside counsel
but through the program, which leads
to the ultimate goal of being better at
the business of practicing law on an
in-house basis,” Sharp says.
For legal departments interested
in creating a similar recruitment program, Sharp cautions that it hasn’t
been easy to do. “Unless you’re committed, it doesn’t happen naturally.
It takes an entirely dif ferent way
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really hit its stride when the first round
of CitiSelect students are placed within
the company in a few years. But already,
word about the program is spreading.
“We’re finding that more students
are reaching out to us, and I have
deans of career services offices at many
schools reaching out to me,” says Nicole
Oustatcher, director of CitiSelect.
“There is a buzz out there, and hopefully that will continue to grow.”
The program also will continue to
grow. Sharp still wants to develop an
in-house training module—not only
for the CitiSelect lawyers but for the
entire legal team. Down the line, he

(#17565) Reprinted with permission of InsideCounsel © Copyright 2008 by Highline Media, LLC.
For subscriptions to InsideCounsel, please call 978-256-6490. Visit us online at www.insidecounsel.com.

