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The Merger Landscape 
 
Across the country and around the globe, law firm mergers are common 
and merger activity will only increase in the coming years.  
 
Why?   
 
Are mergers simply the flavor of the day—a fad that will run its course? Are 
law firm leaders like lemmings—following the merger route because they 
can’t imagine a different path?  
 
Can’t we turn back the clock?  
 
Like it or not, the legal profession is changing rapidly and radically, and mergers 
will become even more common and play a very important part in shaping the 
profession’s future. 
 
Local bar requirements and impediments notwithstanding, law has become 
a national and global business. Firms are consolidating around critical work 
and key clients. Non-law professional services firms are performing many  
services traditionally reserved for law firms alone.  An increasing number of 
law firms are adding non-lawyer professionals to provide consulting and 
other professional services.  
 
Clients look for the best talent for their work, wherever that talent resides. 
The talent needed to keep clients serviced and satisfied is recruited from 
across the street and around the world. 
 
Growth and forward movement are imperatives in law firms, as they are in 
all businesses, although not necessarily through headcount increases alone.  
How can that growth and forward movement be achieved? 
 
As firms grasp for competitive advantage, mergers can be a powerful 
strategy to drive change and move faster to the goal line. Executed well and 
for the right reasons, mergers move the needle quickly and in the right 
direction. Poorly evaluated, planned, and integrated, mergers can be 
counterproductive, and even destructive.  
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Mergers are creating both winners and losers already, and law firms are still 
in the very early innings of a much longer game.  
 
Why Merge? 
 
Not long ago, many law firms were parochial, patrician, even academic—
seemingly immune from or insensitive to the competitive market forces that 
affected their clients every day.  
 
Things have changed, and changed fast. The “white shoe” profession that 
once seemed so settled is long gone. Firms are more financially successful 
than ever, yet find themselves engulfed in a fight for survival—some call it 
a war—for clients, talent, attention, and financial progress—a competition 
that becomes more intense every year.  
 
Addressing traditional firm management issues (“herding the cats”) and 
focusing on near-term results are no longer enough. Law firm leaders know 
they need to move quickly to protect their firms’ strategic position and 
expand their firms’ turf. 
 
Clients have become highly sophisticated consumers of legal services and 
quite reasonably expect quality, accountability, efficiency, responsiveness, 
geographic reach, depth of resources, real-time information, technological 
capability, and results. Firm talent, including a growing number of 
“millennial” generation lawyers with new expectations and goals, expect real 
training, mentoring, career opportunity, flexibility, a creative and 
entrepreneurial environment, and challenging and exciting work.  
 
By necessity, law firm leaders are taking their eyes off their shoes and 
looking to the horizon. They recognize that we’ve entered a very different 
future than anyone would have projected for law firms just a few decades 
ago. They’re thinking about brand, platform, product and service 
differentiation, and long-term strategy.  They’re concerned about risk 
management, capital resources, competition, and their firms’ ability to 
withstand professional and financial turmoil. And they’re considering 
mergers as one approach to address the demands of the market and the 
risks of fighting this challenging war for survival alone. 
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The Right Merger 
 
The right merger can be about achieving dominant size and reach—
globalization both as driver and objective. It can be about a more modest 
path to improve prospects and results by expanding from stagnant or 
secondary to vibrant and opportunity-rich markets. It can be about 
consolidation of hometown power or about position in new practices and 
markets.  It can be about moving up on coveted client short lists for 
business or about posture in “beauty contests” and “bakeoffs.”  
 
The right merger can produce the resources to offer multi-disciplinary 
services and to increase “market share” with institutional clients managing 
substantial legal budgets. The right merger can not only result in 
opportunities to get more of a key client’s business,  but also to do a better 
and more effective job, because there is a broader, deeper, and more 
talented service team at the client’s disposal.  
 
The right merger can enhance brand equity and contribute to a heightened 
consciousness of those special characteristics that define a firm’s style and 
value proposition. The right merger can reinforce a profile of real 
distinction in a world in which most law firms seem far too much alike.  
 
Is the objective to compete with the “Street” or to offer quality and 
effectiveness “at a price?” Is it to be a go-to firm in niche practice areas, or 
to be a comprehensive one-stop shop? Is it to be exclusive or inclusive? Is it 
to be present in every major market imaginable or to focus on local or 
regional dominance?  
 
The right merger can shape and underscore the desired message.  
 
Visibility, definition, distinction, and identity are critically important 
weapons in the war for great clients and great work, and in the war for the 
exceptional talent to win, service, and keep that work.  
 
The right merger can move the ball and raise the bar. 
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The right merger can provide benefits of scale. Investment in and costs of 
technology, marketing, human resources, education, training, recruiting, 
talent retention, and other critical professional and administrative services 
continue to increase. More and more clients expect 24/7 availability and 
seamless service across offices and time zones. Talent expects opportunity 
and a compelling work environment and career experience. The scale 
achieved through the right merger can provide greater resources to make 
investments in administrative infrastructure that can make a firm more 
effective, competitive, and successful.  
 
The right merger must be about clients above all else—about enhancement 
of capability and value—to strengthen critically important relationships and 
to provide the service experience that every client wishes for and deserves.  
 
The right merger can work when ego is put aside, and a new approach 
propels the merger participants toward their goals, more quickly and more 
effectively than is possible on their own.  
 
The right merger can take the combined firm to the next level of excellence. 
 
The Wrong Merger 
 
The wrong merger can dilute and damage quality, focus, collegiality, and 
client relationships. It can be impossible to properly integrate. It can result 
in tremendously challenging legal and business conflicts. It can undermine 
management credibility. It can tarnish firm reputation. It can destroy trust.  
The wrong merger must be avoided— in an environment in which a merger 
must be considered as one approach to achieve strategic objectives.  
 
Advance Planning 
 
How can firms get mergers right?  
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Before beginning the merger process, law firm leaders must clarify, define, 
and articulate a vision for the future, together with concrete and 
understandable strategic objectives. While growth of some kind (or, at least, 
improved quality and results) is a stated goal of virtually all businesses, there 
must be a defensible reason to pursue a merger to achieve strategic 
objectives. The process is just too time consuming, and sometimes even 
painful, to pursue without good reason.  
 
Dialogue among firm colleagues and management candor and transparency 
about both strategic goals and the challenge of accomplishing those goals 
alone will enhance the likelihood of support for a merger. A growth plan 
that is not shared, explained, and regularly reinforced in a straightforward 
manner among firm colleagues may come under attack when a merger is 
being considered—a time when unanimity, or at least consensus, is critical. 
 
From an acquiring firm’s perspective, understanding needs to be developed 
among partners and firm leadership about how increased scale, reach, and 
depth through a merger can be competitively advantageous. From a target 
firm’s perspective, there must be conclusion that merging can position its 
constituents to better achieve their professional aspirations and that being 
part of a larger and richer “platform” can (and probably will) enhance 
quality, client service, profile, and the likelihood of long-term success. 
 
Are there defined practices, industries, or functions that a firm is focused 
on building?  
 
Despite claims to the contrary, very few firms do many things well. Law 
firm leaders must look themselves in the mirror - in the cold, hard light of 
day - to determine, in consultation with their colleagues, the practices and 
places that present true opportunity—practices and places where the firm 
has a realistic shot at distinction and industry leadership. Those 
determinations should become the core drivers of a firm’s growth strategy 
and merger focus. Honesty about those core drivers will ensure avoidance 
and dismissal of non-core merger opportunities. In other words, 
understanding which merger opportunities don’t make sense is as important 
as clarity about merger objectives in the center of the firm’s “radar screen.” 
Law firm leaders must avoid distraction. 
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As example, if a firm is focused on building a competitive national profile in 
patent litigation, merger with an outstanding tax firm will not advance the 
ball and may be distracting and counter-productive, absent other factors. 
However, if that powerful tax firm is based in Washington, D.C., and the 
achievement of size, strength, and profile in the nation’s capital is of equal 
or greater strategic importance than patent litigation growth,  or if it 
otherwise complements or accelerates achievement of core objectives, the 
combination may be a wise one. 
 
Getting the House in Order  
 
As in any business, the better the law firm, the more merger options are 
presented. Obviously, when a firm is (and is perceived as) successful, more 
firms will be interested in considering a combination, whether the potential 
partner is larger or smaller.  
 
Too many law firm leaders wait until a merger is under discussion to do the 
things they know need to be done to improve the firm’s business. The merger 
becomes an excuse for change or a defense to criticism of necessary 
corrective actions. 
 
That is a mistake. 
 
Rather than resting on laurels and embracing legacy weaknesses as 
necessary and unchangeable, firms planning for the future and, particularly, 
firms considering merger, should first take action to clean their own house. 
If there is talent less talented than it should be, the situation should be 
addressed. If practices are unprofitable, the situation should be addressed. 
If offices are underperforming, the situation should be addressed. If clients 
do not fit, in terms of firm economics, expertise, objectives, or reputation, 
the situation should be addressed.  
 
As firm leaders cull, polish, and improve their firms, doors will open, and 
opportunities will be created. 
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The characteristics that define quality, success, and strength for a stand-alone 
law firm are the same characteristics that add to the firm’s appeal as a potential 
merger partner. The message: merger is an option best undertaken by firms that 
are strong —because it should be, not because it must be. 
 
Of course,  it must be acknowledged that merger is also an alternative for 
firms having difficulty with execution of their plans, and firms that can’t 
keep up with their competitors despite the best efforts and  intentions of 
their leaders. While options may be more limited than for firms 
approaching the process from a position of strength, it is certainly 
preferable to look for the right combination and to take timely action than 
to proceed forward with blinders on as conditions worsen. 
 
Beginning 
 
How do the right matches happen? 
 
While opportunity mergers frequently occur (and firm leaders must be 
ready to act when good opportunities arise), optimal practice encourages a 
structured approach to merger candidate identification and a disciplined 
process and schedule to move things forward. The best arrangements in 
business are rarely accidental, and law firm leaders have precious little time 
to waste on the wrong merger candidates as they address the many issues 
confronting them every day.  
 
To review opportunities and pursue growth, some large firms have invested 
in dedicated in-house merger and strategic growth resources. Even such 
firms, and certainly others, can benefit from independent assistance in 
identifying and evaluating prospects. That assistance is readily available 
from a number of well qualified outside consultants and intermediaries—
principally former company general counsels and law firm leaders who have 
moved to consulting practices.  These experts understand the landscape and 
specialize in asking the right questions and identifying the right 
opportunities. Several of these intermediaries have been through or led 
merger processes themselves, and they are able to help leaders cut through  
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the clutter. Clear-eyed, independent advice may assist firms - both in 
effecting mergers and in the early stages of merger integration. The 
investment in that capability and experience is quite modest in relation to 
the importance of a merger to a firm’s future.  
 
Merger Candidate Criteria 
 
When considering a potential merger partner, an initial dinner meeting or 
two should be sufficient to begin a high-level screening process and initial 
evaluation of the three key elements that make a merger right—fit, focus, 
and financial performance.  
 
Fit 
 
First, merging firms must fit at a human level. Are there certain priorities, 
social characteristics, styles, and operating philosophies that link the two 
firms? Do the firms value (and reward) the same things? Do they agree 
about what is truly important? Do their missions align? Do they 
communicate in similar ways and about the same things? 
 
Law firms, like all professional services businesses, are fundamentally about 
people—and their most valuable assets walk out the door every single night.  
Like pieces of a puzzle, those people have to fit. 
 
Some law firms are stodgy; others are hip. They may be Eastern, Western, 
Midwestern, Southern, or international—and styles differ market-to-market. 
Some are proudly conservative, and others are liberal to the core. They may 
be red state or blue state, dressed up or dressed down; composed of Ivy 
League elegant or high-achieving B-school types.  
 
The key people who are important to (and need to be invested in) the 
merger must conclude they are on the same page and must feel good about 
being on that page. They must share vision and aspiration about the 
future—where they want the merged firm to go and what they want the 
merged firm to be. They must feel comfortable about the prospective 
merger deal and enthusiastic about the possibility of welcoming new 
colleagues and developing new relationships and friendships.  
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While the numbers must work, Law firm leaders must not underestimate 
these intangibles. 
 
As a practical matter, a sense of  common purpose and a high level of 
comfort must exist from an early stage among the firm leaders directly 
involved in the preliminary discussions. There are many things that can 
derail a merger before it closes; however, without early-stage trust, 
conviction, and confidence at the leadership level about the fit of the firms, 
other constituents cannot be expected to respond enthusiastically to the 
opportunity. Of course, the business details must be critically evaluated and 
verified as the process advances, but if the fit doesn’t feel right at the outset, 
it probably won’t feel right later on. This, more than anything else, requires 
leadership instinct and talent. Effective leaders possess or develop the 
clarity to be honest with themselves early about the “feel of the deal.” 
 
Focus 
 
Second, merging firms must share professional focus. Are the firms aligned 
in terms of practice and geographic capabilities, priorities, and goals? Do 
they share core business objectives? Do they connect in terms of specialties, 
industries, and markets? Do the firms agree that there are practices that 
deserve extra emphasis? Do the firms agree that there are practices that 
should be de-emphasized or eliminated? 
 
Do both firms want to build the greatest litigation practice in the country; 
and if so, will combining resources help achieve that goal? Do both firms 
aspire to create a powerful international presence? Does the merger 
enhance that possibility? Do both firms covet a specific type of work that 
will come more easily through merger?  
 
Is there agreement that a merger is more likely than not to accelerate 
business plans than going it alone? 
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Financial Performance 
 
Finally, merging firms must be aligned in terms of financial performance 
and financial objectives. Are the numbers close enough to make the 
financial fit comfortable? Where are rates, realization, production, and 
similar metrics? What performance is expected of partners? Is there a single 
or two-tier partnership? Where do the firms place in terms of revenue per 
professional and net income per partner? Do the firms report numbers in 
the same way? 
 
Do the firms aspire to be the most profitable firm? Are they trying to be the 
twentieth most profitable? Are they comfortable being the hundredth most 
profitable? How important is money to each firm’s partners? How much 
are the partners prepared to personally sacrifice to achieve longer term 
financial goals? Do the firms speak of financial performance as an objective 
or as an outcome? 
 
Comparing compensation ranges and ratios at all levels, both staff and 
professional, is critical. Similarly, the merging firms’ compensation 
philosophies—the factors they value, how those factors are weighed, and 
how that analysis translates into reward—must be close enough for 
comfort. Many firms wax poetic about their cultures—the only way to really 
understand their differences is to see how they compensate and what they 
actually value—how they “walk the talk.” 
 
Financial performance and financial direction affect lifestyle, client 
selection, nature of work, and other key firm attributes. There must be 
agreement on these matters for a merger to be right.  
 
Ensuring that the numbers and financial goals are reasonably close will save 
a lot of time if addressed with candor early in the process. If they are close 
enough, there’s a rational basis for continuing the discussion. If not, other 
opportunities likely make more sense. It is nearly impossible to successfully 
merge firms with dramatically different financial characteristics and 
objectives.  
 
If fit, focus, and financial performance seem generally to be right, it’s time 
to dig more deeply.  
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Show Stoppers  
 
A candidate has been identified; there appears to be a case for combination; 
and there is interest in proceeding with discussions. A couple of private 
meetings have led to guarded enthusiasm among the small group of leaders 
involved.  
 
A non-disclosure agreement has been executed. 
 
Working together, firm leaders begin to think a deal through, starting with a 
top-down view. What does it add? Why does it make things better for 
internal stakeholders and for clients? What makes it exciting, even 
compelling?  
 
Before getting too energized about the potential for the combined firm and 
the process needed to get there, leaders must step back and try to identify 
any “show stopper” issues that could make further discussions pointless.  
 
Are two significant clients in fundamental legal or business conflict with 
each other? Is there basic disagreement about practices or markets? Does 
one firm represent plaintiffs in insurance coverage cases and the other 
represent insurers? Is there a disconnect over recruiting standards? Are 
there cultural differences that would create significant dislocation if the 
merger was consummated? Do capital requirements present a major 
roadblock? Will appropriate partner status changes present insurmountable 
issues? Will there be a major disconnect about titles, leadership or 
management responsibilities in the surviving firm? Is there agreement about 
the surviving firm’s name?  
 
What about compensation policies? Can they mesh? Does the firm utilize a 
formula or a discretionary compensation system? What factors are 
considered in determining results? Is the firm’s compensation approach 
principally objective and metric-based, or are compensation results heavily 
affected by subjective factors, such as work quality and client service? 
Would each firm’s highest and lowest-paid partner be treated similarly at 
the other firm?  
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It cannot be pointed out too often—what a firm values, and how that 
converts into compensation, speaks volumes about what is really important 
to the firm and its leadership—and is far more illuminating than what a 
firm says about itself in public relations pronouncements or on a Web site.  
 
There will be many challenges in making any merger come together and 
work. Overcoming garden-variety deal challenges is the necessary work of 
leaders. Show-stoppers represent a different level of problem, and it is far 
better to identify them early and call it a day than to disappoint expectations 
and waste time by continuing a process that can’t work in the end. 
 
Reality Check 
 
There preliminarily appear to be no show-stopper issues, and there is a high 
level of interest in moving forward. It’s time for another reality check—a 
candid assessment of each leader’s ability to advance the merger discussions 
in their firms as a practical matter. Leaders must critically evaluate their own 
ability to sell, socialize, and integrate the deal, and must be prepared and 
able to win the hearts and minds of an often skeptical (or fearful) internal 
constituency. Lawyers are taught to think independently and (often) too 
critically — professional attributes that law firm leaders must work to 
overcome in making a merger happen.  
 
In the spirit of openness, it is only fair for each leader to explain the internal 
barriers and challenges likely to be faced as the merger discussions and 
transaction progress. 
 
If the merger appears to make sense and to be saleable on the basis of the 
information at hand, it’s time to open the process a bit and proceed to more 
detailed discussions and analysis. 
 
Socializing the Deal 
 
After the process of merger candidate identification and evaluation is well 
under way, it is time to really get to know the people at the prospective 
merger partner. This typically involves a considerable investment of time in 
wining, dining, and multiple meetings.  
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Many firms initially appoint a small leadership group or special committee 
with responsibility for evaluating the risks and benefits of the deal and 
advancing the merger process. As the deal becomes more real and likely, 
more and more people will learn about and want to become involved in the 
process. How many people to include and at what stage in the process to 
include them vary by firm, but it is safe to say that, as it is with restaurants, 
too many cooks can spoil the broth. 
 
Depending on the experience of the constituent firms, their conviction 
about the deal, the ease with which the numbers come together, and the 
resolution of conflicts, consummation of a law firm merger may take as 
little as sixty days or as long as a year. Building buy-in is certainly important 
and takes time; however, leaders need to guard against the risks of the deal 
getting bogged down and dying for the wrong reasons. Once it appears that 
the deal is more likely to be consummated than not, leaders must push the 
process and not let things drag. 
 
The longer the process takes, the greater the risk of public leaks. While 
most firms have a no-comment policy relating to major events such as 
mergers, prior to their consummation, it pays to be well prepared in the 
event earlier announcement makes sense or news of a merger under 
discussion leaks to the press, recruiters, or the street. Competitors may be 
able to capitalize on the uncertainties created by merger discussions, and 
both internal and external stakeholders may misinterpret the circumstances. 
Leaders should have talking points defined early and be prepared to explain 
a deal under discussion to internal constituents who may react in fear to 
potential change and to clients who may need explanation of the rationale 
for and impact of a potential combination.  
 
Basic Terms 
 
Firms sometimes grow through the acquisition of talent assets, with the 
target firm retaining lease obligations, insurance obligations, litigation risks, 
accounts receivable, work in process, and other assets and liabilities—and 
responsibility for addressing them following effectiveness of the 
combination.  
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Much more typically in larger combinations, a merger is effected in which 
the surviving firm acquires the assets and assumes the liabilities of the 
merged firm.  
 
While there will be negotiation as in any merger deal, the process is not 
about winning and losing. The relationship will begin the wrong way if, by 
winning deal points, a firm impairs trust. This is a negotiation with new 
partners and prospective colleagues, and it should be about the best 
interests of the firm being created. More than anything, real fairness should 
be the objective for all involved. 
 
In addition to agreed-upon transitional compensation arrangements for 
talent coming from the merged firm, there is often an allocation of “net 
asset value” of the merged firm—generally, the excess of accounts 
receivable, work-in-process, and other assets over the merged firm’s 
liabilities. Negotiation often focuses on  a fair allocation of net asset value -  
retention of net asset value by partners of the merged firm to be used for 
compensation or possibly capital commitments to the surviving firm versus 
realization of sufficient net asset value by the survivor to support the 
transition of the merged firm’s talent and operation, often on the order of 
three months or more of expense.  
 
Law firm mergers require the same level of due diligence that would occur 
in any complex M&A deal, and experienced counsel (internal or external) 
should be engaged to get the work done right. The full range of diligence 
issues needs to be examined, including organization and existence, accuracy 
of financial statements and appropriateness of financial and accounting 
practices, taxes, compliance with laws and regulations, title to property and 
assets, contracts and commitments, including employment and lease 
obligations, insurance and risk management concerns, employee policies 
and relations, pension and retirement obligations (particularly including any 
unfunded or off balance sheet obligations), pending or threatened litigation, 
and similar matters.  
 
Legal and positional conflicts add an additional layer of complexity to law 
firm mergers, and the issues to be addressed must be identified as early as 
possible in the diligence process. Many firms have their own internal 
general counsel as a critical part of the deal team to work through the 
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disclosures, consents, and clearances that inevitably will be required. 
Virtually every deal of any real size presents these challenges, and sufficient 
time and resources should be budgeted to handle them. No client should be 
angered or surprised by the right merger. 
 
Normally, firm leaders and their financial executives will be working on deal 
terms at the same time as they are developing a pro forma financial model 
for the post-merger firm. Each firm will typically project future 
performance on a stand-alone basis, based on reasonable and justifiable 
expectations flowing from past performance. Then, together, leaders will 
develop a joint projection employing assumptions such as the modest 
consolidation benefits flowing from vendor consolidation, staff reductions, 
and the elimination of duplicative space. It should be noted that, while 
some cost savings can be realized through a merger, other expenses 
(technology, marketing and public relations, travel, etc.) may increase as the 
integration process is implemented. 
 
It can be tempting to include aggressive assumptions in a pro forma model 
about revenue increases, based on enthusiasm about client opportunities 
and the like. It is preferable in the end to avoid excessively positive 
projections—they can and do come back to bite leaders, and may lead to 
unrealistic expectations about near-term returns and disappointment about 
the speed or effectiveness of integration. The reference points in the pro 
forma should be reasonable, and the expectations about benefits to be 
realized should be conservative and well justified. Even in the right merger, 
the desired results will take time to be achieved. 
 
The Vote 
 
After  leaders have worked through the deal issues and come to agreement, 
the partnerships will typically need to vote to approve and finalize the deal. 
There should be time budgeted well in advance of the vote to talk through 
the merger issues and terms with partners, and effort invested in building 
understanding and support for the proposition.  
 
Hopefully, a political campaign is not needed, but firm leaders who make 
facile assumptions about support from the “troops” do so at their own 
peril. It is a law firm, after all, and hands will need to be held.  
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Combining Forces 
 
Even before the merger is completed, effective leaders will realize that the 
most difficult and time-consuming aspect of merger transactions is not 
doing the deal; it is effectively planning, implementing and managing the 
integration process—getting the right professional and administrative 
structures and people in place; encouraging people who are strangers to 
each other, from different firm cultures, to interact effectively and to 
engage with new colleagues; ensuring client comfort and confidence; 
reconciling procedural and process differences; and adopting and  
embracing best practices from both merging firms to ensure that the new 
firm is the best it can be—and better than the sum of its parts. 
 
It is essential for the leaders from the merging firms to walk the halls, 
actively support the merger, reinforce the value proposition and objectives 
that led to the combination, and be available and present to answer 
questions, relieve anxieties, and address problems.  
 
As a goal,  a “new firm” really starts on the closing day of the merger. As a 
practical matter, the new firm more often evolves over time. Full realization 
of merger benefits is rarely an overnight process; indeed, it can take years. 
The faster it goes, the better, and delay in achieving effective integration can 
usually be traced to inadequate planning earlier in the process. 
 
Final Thoughts 
 
Law firms are very simply about clients and the talent that serves them. 
Improving and enriching the client and talent experience is what happens 
when mergers are right. When  those simple facts are forgotten, mergers do 
not change things for the better, and  firms may fail.  
 
The larger law firms become (and they will become much larger), the more 
challenging it will be to keep clients and talent feeling connected to each other 
and the firm. Mergers about no more than “size for size’s sake” potentially 
impair critical connections and can move things in the wrong direction.  
 
When mergers are right, however, connections strengthen, and strategic 
objectives are achieved. Successful law firms of the future and the leaders 
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that make them work will appreciate the risks and benefits of mergers and 
will distinguish themselves from their competition through their ability to 
identify, execute, and integrate mergers that work. 
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Phillips, LLP. Mr. Irving advises boards of directors, senior executives, sophisticated 
investors, and successful entrepreneurs in business matters of strategic importance, 
including mergers and acquisitions, capital markets activities, governance issues, contract 
relationships, dispute resolution, and regulatory challenges. He has represented a wide 
range of public and private clients in the financial, manufacturing, media, fashion, 
technology,  and professional services industries. 
 
In addition to his client and management responsibilities, Mr. Irving is actively involved 
in civic and non-profit leadership, focusing on education, the arts, financial literacy, legal 
services, and human rights. He served for seven years as Manatt’s Chief Executive and 
Managing Partner and for many years as chair of Manatt’s Compensation Committee, 
as a member of its Board of Directors, as Chair of its Financial Services Group, and as 
Chair of its Recruiting Committee. He continues to direct Manatt’s strategic growth 
initiatives. 
 
Under Mr. Irving’s leadership, Manatt has grown through mergers, acquisitions and the 
enhancement of industry practices, including health care, financial and consumer services, 
technology, real estate, energy, and entertainment, media, and advertising. He expanded 
Manatt to include ManattJones Global Strategies LLC, a consulting affiliate that 
develops and implements strategies to expand client businesses and facilitate effective 
competition in global markets, and Manatt Health Solutions, a health care policy and 
advisory business. 
 
Recipient of the Loyola Law School Alumni Association Board of Governors Award in 
2006, Mr. Irving was also named Manager of the Year in 2002 by the Los Angeles 
Daily Journal and the San Francisco Daily Journal. He is listed among the Best 
Lawyers in America and as a Southern California Super Lawyer by Los Angeles 
Magazine. Mr. Irving has received a Martindale-Hubbell AV Peer Review Rating for 
ethical standards and legal ability, denoting the highest level of professional excellence. 
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of business executives worldwide. Because so few books or other 
publications are actually written by executives in industry, Inside the 
Minds presents an unprecedented look at various industries and 
professions never before available.  

http://www.insidetheminds.com/


 

 

 

 

 

 

 

 


	www.Aspatore.com


<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Warning
  /CompatibilityLevel 1.6
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /LeaveColorUnchanged
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType true
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments false
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
    /Algerian
    /Arial-Black
    /Arial-BoldItalicMT
    /Arial-BoldMT
    /Arial-ItalicMT
    /ArialMonospacedBoldforsap
    /ArialmonospacedBoldforSAP
    /ArialmonospacedforSAP
    /ArialMT
    /ArialNarrow
    /ArialNarrow-Bold
    /ArialNarrow-BoldItalic
    /ArialNarrow-Italic
    /BaskOldFace
    /Bauhaus93
    /BellMT
    /BellMTBold
    /BellMTItalic
    /BerlinSansFB-Bold
    /BerlinSansFBDemi-Bold
    /BerlinSansFB-Reg
    /BernardMT-Condensed
    /BodoniMTPosterCompressed
    /BookAntiqua
    /BookAntiqua-Bold
    /BookAntiqua-BoldItalic
    /BookAntiqua-Italic
    /BookmanOldStyle
    /BookmanOldStyle-Bold
    /BookmanOldStyle-BoldItalic
    /BookmanOldStyle-Italic
    /BookshelfSymbolSeven
    /BritannicBold
    /Broadway
    /BrushScriptMT
    /Calibri
    /Calibri-Bold
    /Calibri-BoldItalic
    /Calibri-Italic
    /CalifornianFB-Bold
    /CalifornianFB-Italic
    /CalifornianFB-Reg
    /Cambria
    /Cambria-Bold
    /Cambria-BoldItalic
    /Cambria-Italic
    /CambriaMath
    /Candara
    /Candara-Bold
    /Candara-BoldItalic
    /Candara-Italic
    /Centaur
    /CenturyGothic
    /CenturyGothic-Bold
    /CenturyGothic-BoldItalic
    /CenturyGothic-Italic
    /Chiller-Regular
    /ColonnaMT
    /ComicSansMS
    /ComicSansMS-Bold
    /Consolas
    /Consolas-Bold
    /Consolas-BoldItalic
    /Consolas-Italic
    /Constantia
    /Constantia-Bold
    /Constantia-BoldItalic
    /Constantia-Italic
    /CooperBlack
    /Corbel
    /Corbel-Bold
    /Corbel-BoldItalic
    /Corbel-Italic
    /CourierNewPS-BoldItalicMT
    /CourierNewPS-BoldMT
    /CourierNewPS-ItalicMT
    /CourierNewPSMT
    /EstrangeloEdessa
    /FootlightMTLight
    /FranklinGothic-Medium
    /FranklinGothic-MediumItalic
    /FreestyleScript-Regular
    /Garamond
    /Garamond-Bold
    /Garamond-Italic
    /Gautami
    /Georgia
    /Georgia-Bold
    /Georgia-BoldItalic
    /Georgia-Italic
    /Haettenschweiler
    /HarlowSolid
    /Harrington
    /HighTowerText-Italic
    /HighTowerText-Reg
    /Impact
    /InformalRoman-Regular
    /Jokerman-Regular
    /JuiceITC-Regular
    /Kartika
    /KristenITC-Regular
    /KunstlerScript
    /Latha
    /LatinWide
    /LucidaBright
    /LucidaBright-Demi
    /LucidaBright-DemiItalic
    /LucidaBright-Italic
    /LucidaCalligraphy-Italic
    /LucidaConsole
    /LucidaFax
    /LucidaFax-Demi
    /LucidaFax-DemiItalic
    /LucidaFax-Italic
    /LucidaHandwriting-Italic
    /LucidaSans
    /LucidaSans-Demi
    /LucidaSans-DemiItalic
    /LucidaSans-Italic
    /LucidaSansUnicode
    /Magneto-Bold
    /Mangal-Regular
    /MaturaMTScriptCapitals
    /MicrosoftSansSerif
    /Mistral
    /Modern-Regular
    /MonotypeCorsiva
    /MSOutlook
    /MSReferenceSansSerif
    /MSReferenceSpecialty
    /MVBoli
    /NiagaraEngraved-Reg
    /NiagaraSolid-Reg
    /OldEnglishTextMT
    /Onyx
    /PalatinoLinotype-Bold
    /PalatinoLinotype-BoldItalic
    /PalatinoLinotype-Italic
    /PalatinoLinotype-Roman
    /Parchment-Regular
    /Playbill
    /PoorRichard-Regular
    /Raavi
    /Ravie
    /SAPDingsNormal
    /SAPIconsNormal
    /ShowcardGothic-Reg
    /Shruti
    /SnapITC-Regular
    /Stencil
    /Sylfaen
    /SymbolMT
    /Tahoma
    /Tahoma-Bold
    /TempusSansITC
    /TimesNewRomanPS-BoldItalicMT
    /TimesNewRomanPS-BoldMT
    /TimesNewRomanPS-ItalicMT
    /TimesNewRomanPSMT
    /Trebuchet-BoldItalic
    /TrebuchetMS
    /TrebuchetMS-Bold
    /TrebuchetMS-Italic
    /Tunga-Regular
    /Verdana
    /Verdana-Bold
    /Verdana-BoldItalic
    /Verdana-Italic
    /VinerHandITC
    /Vivaldii
    /VladimirScript
    /Vrinda
    /Webdings
    /Wingdings2
    /Wingdings3
    /Wingdings-Regular
    /ZWAdobeF
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000500044004600206587686353ef901a8fc7684c976262535370673a548c002000700072006f006f00660065007200208fdb884c9ad88d2891cf62535370300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef653ef5728684c9762537088686a5f548c002000700072006f006f00660065007200204e0a73725f979ad854c18cea7684521753706548679c300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /ITA <>
    /JPN <>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020b370c2a4d06cd0d10020d504b9b0d1300020bc0f0020ad50c815ae30c5d0c11c0020ace0d488c9c8b85c0020c778c1c4d560002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken voor kwaliteitsafdrukken op desktopprinters en proofers. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /PTB <>
    /SUO <>
    /SVE <>
    /ENU (Use these settings to create Adobe PDF documents for quality printing on desktop printers and proofers.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /NoConversion
      /DestinationProfileName ()
      /DestinationProfileSelector /NA
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure true
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles true
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /NA
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /LeaveUntagged
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


