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AMERICAN BANKRUPTCY INSTITUTE 
DIVERSITY AND INCLUSION  

MISSION 
  

As a group of volunteers from across the insolvency practice our Mission 
Statement is: 
  
 “to develop recommendations to increase diversity within ABI and its 
leadership, to help create opportunities for diverse ABI members, and otherwise to 
promote diversity within ABI and within our professions.” 
 
 If you would like more information about the ABI’s efforts, or you would like 
to get involved, please look to the ABI’s website under ABI Diversity & Inclusion 
Initiatives.  
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AGENDA 
4:30 PM – 5:15 PM: Plenary session presented as a panel discussion. 

• Hon. Barbara J. Houser, Northern District of Texas, Moderator 
• Carlos Dávila-Caballero, Director of Diversity and Inclusion, Simpson 

Thacher & Bartlett LLP 
• Jade Eaton, former U.S. DOJ Antitrust Division 
• Sylvia F. James, Chief Diversity & Inclusion Officer, Winston & Strawn LLP 

 
5:15 PM—5:45 PM: Small group breakout sessions facilitated by Bankruptcy Judges  

and Diversity, Equity, and Inclusion Professionals 
 

Confirmed participants include: 
 

• Hon. Christopher M. Alston, Western District of Washington 
• Hon. Daniel P. Collins, District of Arizona 
• Hon. Robert D. Drain, Southern District of New York 
• Hon. Barbara J. Houser, Northern District of Texas 
• Hon. Laurel M. Isicoff, Southern District of Florida 
• Hon. Klinette H. Kindred, Eastern District of Virginia 
• Hon. Christopher M. Lopez, Southern District of Texas 
• Hon. Brendan L. Shannon, District of Delaware 
• Hon. Sage M. Sigler, Northern District of Georgia 
• Hon. Kathy A. Surratt-States, Eastern District of Missouri 
• Hon. Deborah L. Thorne, Northern District of Illinois 
• Kori Carew, Chief Inclusion & Diversity Officer, Seyfarth Shaw LLP 
• Mary Ellen Connerty, Director of Diversity & Engagement, O’Melveny & 

Myers LLP 
• Carlos Dávila-Caballero, Director of Diversity and Inclusion, Simpson 

Thacher & Bartlett LLP 
• Maja Hazell, Global Head of Diversity and Inclusion, White & Case LLP 
• John Iino, Diversity & Inclusion Global Chair, Reed Smith LLP 
• Sylvia F. James, Chief Diversity & Inclusion Officer, Winston & Strawn LLP 
• Melique Jones, Director of Talent Pipeline, Diversity, Equity & Inclusion, 

Skadden, Arps, Slate, Meagher & Flom LLP 
• Nimesh Patel, Chief Diversity & Inclusion Officer, Akin Gump Strauss Hauer 

& Feld, LLP 
• Peter Wilson, Diversity and Inclusion Officer, Proskauer Rose LLP 

 
*An optional second breakout session will be held from 5:45 PM—6:15 PM* 
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PANELISTS 
 

Carlos Dávila-Caballero is Director of Diversity and Inclusion at the law firm of 
Simpson, Thacher & Bartlett LLP, where he oversees diversity and inclusion 
strategies and provides leadership and expertise to relevant committees, 
administrative departments, lawyers, and staff. He also provides support to the 
firm’s affinity and women’s groups. Prior to his current role, Mr. Dávila-Caballero 
was the Director of Diversity and Inclusion at Cleary Gottlieb, and before that, was 
Assistant Dean for Diversity Initiatives and Career Development at Tulane 
University Law School. He earned his undergraduate degree cum laude from the 
University of Central Florida and his J.D. from Tulane University Law School. Mr. 
Dávila-Caballero is the current Vice President for Finance for NALP; and is former 
president of the Association of Law Firm Diversity Professionals (ALFDP). He is 
also a board member for the Leadership Institute at the Council of Urban 
Professionals and a member of the National LGBT Bar Association and the 
Hispanic National Bar Association. 
 

* * * 
 
Jade Alice Eaton retired from the U.S. Department of Justice in 2017 after almost 
30 years of government service and 10 years of private practice.  Her legal specialty 
was competition and antitrust law and policy in the energy and utility 
industries.  Along with her domestic enforcement work in DOJ’s Antitrust Division, 
she had the opportunity to share her knowledge and experience with competition 
agencies all over the world   She was a participant, facilitator and organizer of the 
Department's Diversity and Inclusion Discussion Project (DIDP) for which she and 
others were presented with the Attorney General's Equal Opportunity Employment 
Award in 2016.  She was also an active member of the Antitrust Division's Diversity 
Committee.   
 

* * * 
 
Sylvia F. James serves as Winston & Strawn’s Chief Diversity and Inclusion 
Officer. In this role, Sylvia collaborates with key stakeholders to develop and 
implement the firm’s diversity and inclusion strategy and initiatives; works with 
the talent management team to enhance the hiring, advancement, retention, and 
promotion of diverse lawyers; serves as a liaison to clients and external 
organizations dedicated to fostering diversity in the legal profession; serves as an 
advisor to management on diversity and inclusion issues; conducts diversity 
training; and advises on internal and external diversity-related communications. 
  
Prior to joining Winston, Sylvia served as the Diversity Counsel for Baker Botts for 
11 years. In addition, she practiced law as a labor and employment attorney for over 
a decade. Sylvia is a member of the Advisory Board for the Institute for Inclusion in 
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the Legal Profession (IILP), and a former commissioner on the American Bar 
Association’s Diversity and Inclusion 360 Commission. She currently serves on the 
Duke University School of Law Diversity and Inclusion Committee. 
  
Sylvia received a J.D. from Duke University School of Law and a B.A. in Political 
Science from Vassar College. 
 

* * * 
 

MODERATOR 
 
Hon. Barbara J. Houser is the Chief U.S. Bankruptcy Judge for the Northern 
District of Texas in Dallas and ABI’s President. She previously was with Locke, 
Purnell, Boren, Laney & Neely in Dallas and became a shareholder there in 1985. 
In 1988, she joined Sheinfeld, Maley & Kay, P.C. as the shareholder-in-charge of the 
Dallas office and remained there until she was sworn in as a U.S. Bankruptcy 
Judge in 2000. While at Sheinfeld, Judge Houser led the firm’s representation of 
clients in a variety of significant national chapter 11 cases. She lectures and 
publishes frequently, is a past chairman of the Dallas Bar Association’s Committee 
on Bankruptcy and Corporate Reorganization, is a member of the Dallas, Texas and 
American Bar Associations, and is a Fellow of the Texas and American Bar 
Foundations. Judge Houser served as a contributing author to Collier on 
Bankruptcy for many years and taught creditors’ rights as a visiting professor at 
the SMU Dedman School of Law. She was elected a Fellow of the American College 
of Bankruptcy in 1994, and in 1996, she was elected a conferee of the National 
Bankruptcy Conference. In 1998, the National Law Journal named Judge Houser as 
one of the 50 most influential women lawyers in America. After becoming a 
bankruptcy judge, she joined the National Conference of Bankruptcy Judges and 
served as its president from 2009-10. She received the Distinguished Alumni Award 
for Judicial Service from the SMU Dedman School of Law in February 2011, the 
William L. Norton Jr., Judicial Excellence Award in October 2014, and the 
Distinguished Service Award from the Alliance of Bankruptcy Inns of the American 
Inns of Court in October 2016. Judge Houser currently serves as a member of  the  
executive  board  of  the  SMU  Dedman  School  of Law, and  in  March 2017, Chief 
Justice John Roberts appointed her to serve as a member of the board of directors of 
theFederalJudicialCenter,theeducationandresearcharmoftheThirdBranch.InJune20
17,she was appointed to serve as the leader of a five-federal-judge mediation team 
in the Title III proceedings under PROMESA for the Commonwealth of Puerto Rico 
and four related governmental instrumentalities. Judge Houser received her 
undergraduate degree with high distinction from the University of Nebraska and 
her J.D. from Southern Methodist University Law School, where she was editor of 
its law review. 
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Diversity in Insolvency: Putting Inclusive Ideas into Practice 
 
The Current State of the Legal Profession 
 
In October 2019, the Judicial Conference Committee on the Administration of 

the Bankruptcy System with the support of the Administrative Office of the U.S. 

Courts hosted a diversity symposium via a live national broadcast followed by local 

roundtable discussions in nineteen cities across the country.1 This diversity 

symposium, Roadways to the Federal Bench: Who Me? A Bankruptcy Judge?, 

showcased the importance of diversity while highlighting that the bankruptcy bench 

is the least diverse federal bench.2  

However, many practitioners that attended the event in their respective cities 

shared anecdotes and observations that the world of insolvency also lacks diversity, 

particularly as attorneys become more senior in their firms. These anecdotes are not 

new.3  

The research and the studies so far have focused on the general practice of law, 

but the world of insolvency can use this research to better serve clients and 

customers. Including diverse lawyers at all levels of a legal environment improves 

 
1 Roadways to the Federal Bench: Who Me? A Bankruptcy Judge?, ADMINISTRATIVE OFFICE OF THE 
U.S. COURTS, https://www.uscourts.gov/judges-judgeships/about-federal-judges/roadways-federal-
bench-who-me-bankruptcy-judge (last accessed Jan. 7, 2021); see also HON. ROBERT A. GORDON, The 
Unfinished Bench: Fostering Diversity in the Bankruptcy Court, 38 AM. BANKR. INST. J. 7, 31, 58 
(July 2019). 
2 Roadways, supra note 1. 
3 Gordon, supra note 1, at 30-31. 
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the practice of law. Yet, diverse lawyers do not accelerate or make partner level at 

the same pace as their non-diverse counterparts.4  

Historic and Current Representation 
 
Following the last round of major legal layoffs in 2009, the data gathered in 

the last ten years shows incremental increases in representation, but this same data 

highlights the lag between the growth in associates from diverse backgrounds when 

compared to partners of diverse backgrounds.5 

In 2009, people of color filled just over 6% of the partner positions in major U.S. 

firms, even though people of color filled almost 20% of the associate positions in the 

same period.6 As of 2019, people of color filled just under 10% of the partner positions 

in major U.S. firms, even though people of color filled over 25% of the associate 

positions.7 

In 2009, women filled almost 46% of the associate positions while constituting 

just over 19% of the partner positions.8 In 2019, women filled almost 47% of the 

associate positions while constituting just over 24% of the partner positions.9 

In 2009, women of color represented 11% of the associate classes, but as 

partners, women of color occupied less than 2% of the positions.10 Women of color 

 
4 NATIONAL ASSOCIATION FOR LAW PLACEMENT, INC. (NALP), 2019 REPORT ON DIVERSITY IN U.S. LAW 
FIRMS, 1-4 (2019). 
5 Id. at 10-12. 
6 Id. at 11. 
7 Id.  
8 Id.  
9 Id.  
10 NATIONAL ASSOCIATION FOR LAW PLACEMENT, INC., supra note 4, at 11. 
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represented almost 14% of the associate classes in 2019, but as partners, women of 

color only represented just over 3% of the positions.11 

In 2009, summer associate classes comprised a group of over 46% women, 24% 

people of color, and almost 13% women of color.12 In 2019, summer associate classes 

comprised a group of almost 53% women, over 35% people of color, and over 21% 

women of color.13 

The partner and associate demographics reported by NALP over this same ten-

year period highlight even greater lags in growth.14 In 2009, individuals identifying 

as Asian represented 2.2% of the partnership level, only increasing to 3.89% by 

2019.15 Over the same time period, individuals identifying as Black or African-

American represented only 0.57% of the partnership level, only increasing to 1.97% 

by 2019.16 For individuals identifying as Latinx,17 their representation at the partner 

level only made up 1.65% in 2009.18 This representation only grew to 2.52% by 2019.19  

For women of color, the statistics lag even further. Women identifying as 

Asians comprised only 0.76% of partners in 2009, and this representation only 

increased to 1.46% by 2019.20 Women identifying as Black or African American 

comprised only 0.57% of partners in 2009, and this representation only increased to 

 
11 Id. 
12 Id. at 12. 
13 Id. 
14 Id. at 16. 
15 Id. 
16 NATIONAL ASSOCIATION FOR LAW PLACEMENT, INC., supra note 4, at 16. 
17 Consistent with the language of the report, the term Latinx, a gender-neutral term for people of 
Latin American descent, is used to describe the Hispanic/Latino populations. Id. 
18 Id. 
19 Id. 
20 Id. 
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0.75% by 2019.21 Women identifying as Latinx comprised only 0.41% in 2009, and 

this representation only increased to 0.80% in 2019.22 

Associate diversity in this time period did not increase for every demographic. 

Associates identifying as Asian represented 9.28% in 2009 increasing to 12.17% by 

2019.23 Associates identifying as Black or African American represented 4.66% in 

2009 increasing only to 4.76% by 2019.24 Associates identifying as Latinx represented 

3.89% in 2009 increasing to 5.17% in 2019.25 

For women of color, less representation growth occurred. Women identifying 

as Asians represented only 5.12% of associates in 2009 increasing only to 7.17% by 

2019.26 Women identifying as Black or African American represented only 2.93% of 

associates in 2009 decreasing to 2.8% by 2019.27 Women identifying as Latinx 

represented only 2% of associates in 2009 increasing only to 2.7% by 2019. 

Research indicates that total number of hours billed do not vary with any 

statistical significance across the demographics.28 However, the billable hour rate 

difference between genders because first identifiable at the associate level, where 

female associates bill at 96% of the hourly rate of their male counterparts.29 This 

billing rate gap increases to an average of 5.5% at the non-equity partner level.30 At 

 
21 Id. 
22 NATIONAL ASSOCIATION FOR LAW PLACEMENT, INC., supra note 4, at 16. 
23 Id.  
24 Id. 
25 Id. 
26 Id. 
27 Id. 
28 NATIONAL ASSOCIATION OF WOMEN LAWYERS (NAWL), 2019 SURVEY REPORT ON THE PROMOTION 
AND RETENTION OF WOMEN IN LAW FIRMS, 4 (2019). 
29 Id. 
30 Id. at 5. 
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the equity partner level, the average female equity partner billed 82% of the average 

male equity partner, all while not working statistically different hours.31 

Where are Diverse Lawyers Working? 

Where diverse lawyers work may impact their ability to make partner. 

Geography appears to play some role, but the depth of the role is not clear. Cities in 

California and Texas account for seven of the top ten metropolitan areas with the 

highest percentage of partners who identify as people of color.32 Size of city also may 

play a role with five of the ten largest cities in the United States being among the 

best cities for lawyers of color to make partner.33 

Diverse lawyers may also not work at firm jobs into the years one might expect 

to make partner. Studies beginning in 2000 followed lawyers throughout their career 

reporting results in 2004, 2009, and 2014.34 Those studies concluded that lawyers 

identifying as Black or African American and Latinx were more likely to work for the 

government than their colleagues from other demographics.35 Lawyers identifying as 

Black or African American and Latinx also were more likely to be solely practitioners 

than their colleagues from other demographics.36   

How to Close the Gap 

 
31 Id. at 6. 
32 AMERICAN BAR ASSOCIATION, ABA PROFILE OF THE LEGAL PROFESSION 2020, 37 (2019). 
33 Id. 
34 Id. at 43. 
35 Id. 
36 Id. 
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Some firms and legal departments already are making commitments to 

diversity through participation in the Mansfield Rule principles.37 Legal departments 

can become Mansfield Certified if the departments look at least 50% historically 

underrepresented lawyers for 70% or more of certain activities and leadership roles.38 

Others are utilizing best practices to interrupt biases at multiple stages of 

hiring, retention, and compensation considerations.39 Numerical targets are rarely a 

goal of these programs.40 

State bars and bar associations implemented diversity, equity, and inclusion 

or eliminating bias initiatives, taskforces, and education requirements in these areas 

to improve the legal profession.41 

Economic Benefit of Diversity 
 

Law firms concerned about their bottom line should take diversity seriously. 

Research supports the economic benefit of diversity.42 In a May 2020 study, 

companies with gender diversity on the executive teams experienced above-average 

 
37 Mansfield Rule for Legal Departments Launches 2.0 Cohort to Continue Boosting Diversity in 
Leadership and Outside Counsel Ranks, DIVERSITY LAB https://www.diversitylab.com/pilot-
projects/mansfield-rule-legal-department-2-0-edition/ (last accessed Jan. 7, 2021). 
38 Id. 
39 NATIONAL ASSOCIATION OF WOMEN LAWYERS, supra note 28, at 9-13. 
40 DEBORAH L. RHODE & LUCY BUFORD RICCA, Diversity in the Legal Profession from Managing 
Partners and General Counsel, 83 FORDHAM L. REV. 2483, 2489 (2015). 
41 See e.g., AMY STARNES, State Bar Board of Directors Takes Action at Special Meeting, TEXAS BAR 
BLOG NEWS ON THE LAWYERS AND LEGAL PROFESSIONALS OF TEXAS (July 28, 2020) 
https://blog.texasbar.com/2020/07/articles/state-bar/state-bar-board-of-directors-takes-action-at-
special-meeting/ (last accessed Jan. 7, 2021); see also Section of Litigation Implicit Bias Initiative, 
AMERICAN BAR ASSOCIATION (2012) https://www.americanbar.org/groups/litigation/initiatives/task-
force-implicit-bias/ (last accessed Jan. 7, 2021). 
42 MCKINSEY & COMPANY, DIVERSITY WINS: HOW INCLUSION MATTERS, 3 (2020); see also JULIET 
BOURKE & BERNADETTE DILLON, The Diversity & Inclusion Revolution, 22 DELOITTE REVIEW 83-84 
(Jan. 2018). 
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profitability compared to similar companies.43 Higher levels of diversity in positions 

of management and decision-making also indicated a trend of outperforming 

competitors with lower levels of diversity in management positions.44 

 
Inclusive Ideas 
 
Recruiting diverse candidates does not solve all issues. Firms must also 

embrace equity and inclusion. Effort must be put into developing the diverse 

associates at the same level as non-diverse associates. 

Create More Subject Matter Experts 

One method of development is the plan to create more subject matter experts. 

This method requires: 

• Avoiding using a go-to person 
• Manifesting skill-building work in junior attorney 
• Providing critical feedback in a non-punitive format 
• Making retention of talent a priority 

 
To avoid the go-to person, partners and senior associates should develop a 

system to evaluate how work assignments are distributed. To distribute assignments 

more evenly consider these suggestions: 

• Avoid the time crunch! Too often the temptation is to provide the 
assignment to an associate who has done it before, especially when 
under time pressure.  

• Rotate desirable assignments throughout the junior attorney pool. 
• Allow junior associates to request work or training in set areas. 
• Use administrative staff when possible for administrative tasks are 

required instead of attorneys. 
• If attorneys must be used for administrative tasks, create a rotation 

system so there is not a disproportionate impact on a select group of 
attorneys. 

 
43 MCKINSEY & COMPANY, supra note 42, at 3. 
44 Id. 
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To manifest skill-building work in junior attorneys set goals and standards 

unrelated to billable hours for junior attorneys to achieve.  

• Ensure individuals of diverse backgrounds help develop the goals and 
standards.  

• The goals and standards may relate to client contact, types of pleadings, 
or number of court appearances.  

• Assist with creating skillsets that can be built upon and useful at higher 
levels within the firm.  

• Provide adequate training to these junior attorneys at regular intervals. 
 
Focus on growing the quality of attorneys within the firm when giving 

feedback. Some suggestions to encourage growth include: 

• To provide critical feedback in a non-punitive format create a standard 
rubric for partners and senior associates to use.  

• Ensure the group creating the rubric include people of diverse 
backgrounds.  

• The rubric should be available for the junior attorneys to review to 
understand areas of strength and improvement. 

• Feedback should be given at regular intervals, not just when a mistake 
occurred. 

 
If a firm is serious about increasing diversity, equity, and inclusion, making 

retention a priority is a must. A firm can demonstrate its commitment to retention in 

a myriad of ways. Some suggestions are as follows: 

• Devote the time and resources into growing junior attorneys.  
• Provide diversity, equity, and inclusion training to all employees on an 

ongoing basis.  
• Use bias-interrupting techniques when evaluating all attorneys.  
• Make people of diverse backgrounds part of the promotion committees.  
• Have well-articulated goals and standards for promotion that junior 

attorneys can work towards.  
 
Mentorship Versus Sponsorship 
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Mentors must be a good match for the junior attorney. Too often the mentors 

receive an assignment at random and encourage the junior attorneys to come chat if 

there is a problem. Junior attorneys seeking to avoid burdening their mentors will 

not engage regularly, losing the value of the mentorship relationship. 

Mentors should check-in regularly with their mentees. Mentors can talk 

strategy, ask about workloads, and develop a rapport to potentially advocate for the 

junior attorneys to receive more desirable assignments.  

A sponsor may differ from a mentor as this can be someone not formally 

assigned to the junior attorney. However, a sponsor can serve an equally vital role. A 

sponsor must be someone that sees the junior attorney, values the junior attorney, 

and promotes the junior attorney.  

Interrupting Bias Best Practices When Conducting Performance Evaluations 
 

These are some suggested best practices to implement a less bias performance 

evaluation system: 

• Using a formal performance evaluation process 
• Articulating clear and specific performance standards related to each job 
• Training individuals to spot biases in the evaluation process 
• Separating a person’s personality from such person’s skill set when evaluating 
• Monitoring evaluators for patterns of bias 
• Considering potential as a separate category from performance  
• Requiring evidence from the relevant time period to support the evaluation 
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How to Put Diversity, Equity, and Inclusion Ideas into Practice  
No Matter the Firm Size 

 
• Create a Plan 
• Make Diversity, Equity, and Inclusion a priority from the top down 
• Look critically at staffing assignments 
• Evaluate who gets most of the attention for development 
• Use objective promotion and salary determination criteria 
• Include all groups in social functions 



Diversity in Insolvency: 
Putting Inclusive Ideas 
into Practice
PRESENTED BY:
AMERICAN BANKRUPTCY INSTITUTE’S 
DIVERSITY AND INCLUSION TRAINING WORKING GROUP



“
”

To develop recommendations to 
increase diversity within ABI and its 

leadership, to help create 
opportunities for diverse ABI 

members, and otherwise to promote 
diversity within ABI and within our 

professions

ABI DIVERSITY AND INCLUSION WORKING GROUP 
MISSION STATEMENT



AGENDA

u 4:30 PM – 5:15 PM: Plenary session presented as a panel discussion

u 5:15 PM – 5:45 PM Small group breakout sessions facilitated by Bankruptcy 
Judges and Diversity, Equity, and Inclusion Professionals

u 5:45 PM – 6:15 PM Optional Second breakout session



THANK YOU!
The ABI Diversity and Inclusion Training Working Group would 
like to thank the ABI staff, the Working Group members, and all 
of the panelists and breakout group facilitators for their time in 

helping to put this program together.



TODAY’S PANEL

• Hon. Barbara J. Houser, Northern District of Texas, Moderator
• Carlos Dávila-Caballero, Director of Diversity and Inclusion, Simpson 

Thacher & Bartlett LLP
• Jade Eaton, former U.S. DOJ Antitrust Division
• Sylvia F. James, Chief Diversity & Inclusion Officer, Winston & 

Strawn LLP



Key Concepts

• The economic benefit of diversity
• What do diverse attorneys need to develop
• What can more senior attorneys do to support development



Developing Diverse Talent

u Provide skill-building assignments

u Recognize professional development as an evaluation factor

u Provide adequate training to all attorneys

u Use critical feedback to demonstrate an investment in the individual

u Set criteria for senior attorneys to use when assigning work, evaluating work, 
and providing feedback



Mentorship or Sponsorship?

Mentorship
u Look at this on case-by-case basis

u Senior attorney may be beneficial

u Needs to be a good match

u Helps with skill development, including 
case strategy

Sponsorship
u Not necessarily a direct supervisor

u Sees you

u Values you

u Promotes you



Implementing Inclusive Policies

u Don’t need a DEI department to implement

u Make inclusion a priority at all levels

u Create a plan

u Critically evaluate the method to assign work

u Look at who gets time and attention 

u Use objective measurements for promotions and salary determinations

u Include diverse perspectives at all levels of management

u Encourage dialogues



See You in the Breakout Sessions!

v Hon. Christopher M. Alston, W.D. Wash.
v Hon. Daniel P. Collins, D. Ariz.
v Hon. Robert D. Drain, S.D.N.Y.
v Hon. Barbara J. Houser, N.D. Tex.
v Hon. Laurel M. Isicoff, S.D. Fla.
v Hon. Christopher M. Lopez, S.D. Tex.
v Hon. Brendan L. Shannon, D. Del.
v Hon. Sage M. Sigler, N.D. Ga.
v Hon. Kathy A. Surratt-States, E.D. Mo.
v Ho. Debora L. Thorne, N.D. Ill.

v Kori Carew, Seyfarth Shaw LLP
v Mary Ellen Connerty, O’Melveny & Myers 

LLP
v Carlos Dávila-Caballero, Simpson Thacher

& Bartlett LLP
v Maja Hazell, White & Case LLP
v John Iino, Reed Smith LLP
v Sylvia F. James, Winston & Strawn LLP
v Melique Jones, Skadden, Arps, Slate, 

Meagher & Flom LLP
v Nimesh Patel, Akin Gump Strauss Hauer 

& Feld, LLP
v Peter Wilson, Proskauer Rose LLP




