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Natalie Runyon: Hi everyone, my name is Natalie Runyon and I'm one of the co-hosts for the Thomson 

Reuters Market Insights podcast. Welcome back to the show. Today, we are focusing on advancing 

diversity equity inclusion, also shorten for DEI and to help me dive into this topic, I am joined by Lucy 

Fato, Executive Vice President, General Counsel and Global Head of Communications and Government 

Affairs at AIG and Theresa DeLoach, Director of Client development for the Financial Industry group at 

Goodwin Law. Thank you for joining us today, Lucy and Theresa. 

Lucy Fato: Thank you.  

 

Theresa DeLoach: Great to be here. 

Natalie Runyon: All right, we have a lot of ground to cover, so let's jump into it. So, legal departments 

and law firms have been focused on DEI for many years. Lucy, could you start us off with summarizing, 

what are some of the barriers to success that are specific to the legal industry? 

Lucy Fato: Sure, I'd be happy to start us off and thank you again for having me here today. I'm always 

delighted to talk about this really important topic. You know, I don't know that the issues are specific to 

the legal industry per se. I think issues of diversity, equity and inclusion - I think what we've learned, 

particularly over the last year, is that you really see it throughout corporate America, throughout law 

firms. The issues I think are quite similar. The thing that's interesting, interesting about the legal 

Department or the legal Department in a Corporation or at a law firm is that there are so many women 

in particular who go to law school, and so the people who are going into law school and coming out of 

law school create a very diverse pool, so that might be one differentiator for the legal industry is that I 

believe the pool is actually quite diverse, and so when you don't see diversity in an in-house legal 

department or at a law firm, I think it does raise a bit more of a flag, but I think it's an issue that 

everybody has been focused on, and certainly at AIG. We've been focused on it, and we've taken a hard 

look at not just our own company, but some of our peer companies and other Fortune 100 companies 

and we see a lot of similarities across the organization, but, you know what I what I think is a barrier on 

the diversity front, in particular, is it's easier to bring people in out of law school into entry level roles, or 

as associates. The challenge is to keep that diverse talent because we still see that in most organizations, 

as you get further up the chain and further off into management and into the C-Suite or on a board or 

on a management committee at a law firm you don't see as much diversity an even in the partnership 

ranks at law firms you don't see as much diversity. And so I think what happens is that everyone recruits 

very diverse classes at the outset, but when the diverse candidates don't see people that look like them 

or have similar backgrounds further up in the organization they get discouraged tent they start to 

wonder is this a place where I can succeed? And so, I think you lose a lot of people because they just 

don't see themselves. They don't see themselves in the people at the top, and so they try to find places 

where they think they do have an opportunity to grow and develop, because maybe there is another law 

firm or another legal department that is perhaps led by diverse talent where they feel that there will be 



more inclusion so that that's where I think diversity and inclusion sort of go hand in hand. You know 

people want to work at a place where they feel comfortable, where they feel welcomed, where they feel 

they have an equal chance of being promoted and succeeding an. I think for many places that have not 

historically focused on diversity and inclusion they're having trouble recruiting and retaining people 

because people have a lot of choices nowadays, and there are places that do a better job than others, 

and so they will naturally go to those places where they feel there's a more inclusive environment. 

Natalie Runyon: Yeah, that's absolutely correct, and that's why the equity and the inclusion part is just 

as important as the diversity part, right? And one of the things that you said on that's a big retention 

factor. More junior people from a diverse background not seeing themselves reflected in leadership. I 

can tell you, anecdotally, I've interviewed over 100 lawyers of color, 80 to 85% of the time, that's one of 

the top three things when I asked them “What could organizations be doing better?” And they're saying 

they're saying they want to see themselves reflected in leadership, so that's a great point. I want to turn 

more now to talk about collaboration between legal departments and law firms to drive change. That's 

something that's been discussed for quite some time. So, Lucy, I'm curious to start with you. What more 

could legal departments and law firms be doing to create change? 

Lucy Fato: Well, I think for in-house legal department and I would extend that to just, you know 

corporations generally, I think you do have to start at the top and it's a little different in a law firm 

because at a law firm you hire people out of law school, you know, they become an associate, they 

become a senior associate, then they're up for partner. So, there's sort of a different path there. And 

unless you're doing a lot of lateral recruiting in the partnership, but focusing on corporations and 

general counsel I think you need to start at the top and you need to demonstrate that this is an 

important issue to the company. It starts with the board in a corporation. What is your board makeup 

look like? Is your board diverse? Do you have women? Do you have people of color? Do you have people 

from the LBGTQ community? And then you look at the C-Suite. So, I always take the view that in a 

corporation. It starts at the top and I'm a big believer in tone at the top. I look at sort of my own team, 

for example, at AIG and, you know, we have diversity. We have a lot of gender diversity. We have 

ethnicity as well, but I don't currently have any direct reports who are Black. Which is a problem and I 

need to focus on that and so what I've done is I've encouraged my team to look for diverse talent, 

particularly Black talent when we have open roles and to cast of very, very wide net. And as I have roles 

to fill, I do the same thing. So, my view on recruiting is number one: you need to find the best candidate 

for the job, they have to be qualified, they have to be able to do the job that is not limiting in any way 

because the other thing I do is I follow the Rooney rule. I was born and raised in Pittsburgh and so I grew 

up with the Rooney rule, which is what the Rooney family instilled in the NFL that any significant head 

coaching job or head coach position had to have a diverse slate. You didn't necessarily have to hire a 

diverse person, you had to hire the best person for the job, but you had to have a diverse slate and the 

brilliance of that was that it forced people to get out of their comfort zone and it forced them to be 

more open minded about who was qualified for a particular role. And it also forced them to go outside 

their own organization because their own organization tended to have a vast majority of coaching 

positions held by white men which is very odd, particularly in the NFL, where you have extraordinarily or 

extraordinary diversity on the teams and many players ultimately become coaches. So, I thought you 

know, growing up in Pittsburgh and sorting, having that instilled in me I've always applied that and so, 

on my team I require a diverse slate and I require people to think outside the box because if we say 

we're an insurance company, we're just going to look for people at insurance companies because we 



think you need insurance experience we're already limiting ourselves because our industry is not known 

for having a lot of diversity, whereas if you say, think about financial services more broadly you've 

suddenly expanded that pool to a lot more people who have worked in large, global, complex, highly 

record regulated companies who were also going through a lot of transformation and change at AIG, so 

look for people who have been in companies that have gone through big transformation. Suddenly, the 

pool is much bigger and you find incredible talent and incredible people. So, we have been increasing 

the number of diverse talent in my organization at the more senior levels, and as those people get on 

boarded and learn and get exposure, they will then become candidates for the more senior roles as they 

open up in my department and perhaps even in other departments. That's the other thing I encourage 

people to do is, you know, don't think of your career as being linear. Sometimes you want to move over, 

move into a different Department, if there's a promotion opportunity that's available gives you 

exposure, you may come back to legal, you may not, you may end up in the business, but I think casting 

a wide net, being very open minded, getting outside your comfort zone and not just defaulting to what 

you historically looked at when you look to fill positions or fill promotions just opens up an entirely new 

world, and there's a lot of great talent out there. It's not that there isn't great diverse talent there is, but 

you just have to know where to look and where to find it and not default to, you know, traditional ways 

of recruiting. 

Natalie Runyon: Theresa, I want to bring you in on this question and what are some of the actions that 

everyone can be taken at every level? 

Theresa DeLoach: Absolutely, I think that in addition, Lucy made a fantastic point, in addition to you 

know, increasing that commitment to diversity that she spoke of and I'm stressing diversity in the entire 

ecosystem, I think that is as soft and fuzzy as this may sound some of the things that everybody could be 

doing is asking the right questions. It's important that we reach out to the folks that we're working with 

that either report to us or that are in the organization and asking them about their experience from the 

moment that they have joined the institution that we're working for, and ask them, you know what 

that's been like an ask asking if they feel that support those it may feel like a small thing, but it is 

something that has really opened up a lot of doors here at Goodwin and it's been very helpful to guide 

the experiences of folks that are coming in the doors. Another thing folks can be doing is really 

educating their teams. It's important that whatever institution, make sure that there are systems in 

place where people can get more information and to learn more because I don't think it's OK to just 

assume that everybody who does not engage in diversity efforts, is, you know, nefarious in some way, 

they're not. Sometimes people just don't know, and so that education can be really, really critical. Also 

supporting a culture of transparency and accountability - that's really key. So, is there are, you cannot 

underestimate what that brings to an institution, because it really showcases that. The culture is about 

making sure that there is clarity around whether it's promotion or transfers or etc. but also, you know, 

what are the ways to move up that ladder that that Lucy talked about and also when it comes to 

accountability, making sure that there are mechanisms where if something does happen, that is 

unfortunate, there is a place where someone can report that and share that, and those are things that 

may seem small, but they really, truly make a difference.  

 

Natalie Runyon: That's very true, and everything that you said around creating a transparent and 

welcoming culture are spot on. And I hear that over and over. Now I want to turn the conversation to 



focus on women specifically. You know, oftentimes in companies, women of color can be left behind 

even when women are raised up generally. So, Lucy, as a female GC in a Fortune 100 company what 

insights do you have about how companies can support women of color more effectively? 

Lucy Fato: Well, I think what I have found helpful in my own career and what I think is, you know, is 

helpful for all women and particularly women of color is really having sponsorship and allyship. And I 

and I'll explain what I think the difference is between those two. One is making sure that women of color 

have people in the organization that know them and are actively trying to find roles for them as they 

move up in their career. And it's sometimes hard to, especially in a big organization you know, AIG, we 

have over 40,000 people. You have to be very intentional about identifying good high potential talent, 

particularly diverse talent, particularly women of color. And then introducing them to people who can 

help them move into those roles, recommend them for promotions, you know, provide opportunities 

you know COVID has been a little bit of a challenge because we can't get together in person, but finding 

opportunities you know, maybe through a lunch, a luncheon, or a dinner or, you know, just setting up a 

meeting and introducing them to people in the company that are in positions of power, frankly. You 

know people who make decisions about you, know important roles in the company because it's just the I 

think everybody is very well intentioned, but when you work in a big organization it's hard to know who 

everybody is and so making those connections focusing on great, diverse talent, women of color, even 

men of color for that matter, all diverse talent, you know giving those them those opportunities to get in 

front of people that can help them. You know that’s sponsorship, like you know, you're taking an 

interest. You know, you're trying to help them figure out what their strengths are, what are their career 

goals and then putting them in front of the people that can help them move along that career path. 

Allyship is also very important and I've had many allies in my career and an ally is different from a 

sponsor and that an ally is someone who really gets to know you and they're not just necessarily focused 

on you as a work colleague, but you develop a friendship with that person. There's someone they can 

come to you and say, you know, I'm starting a family and I'm worried about what that means for my 

career. And what is your advice on this? Or I have an elderly parent I have to take care of and I'm 

worried about how that might impact, you know, my day to day job and if I want to cut back to four days 

a week, is that something you think is going to be problematic? You know, and someone that you go to 

just if you have, issues that you're working with that you want to just talk through with someone and 

that it's hard to find people that you work with because you don't always, you know, it's often someone 

who's your manager or someone who's more senior to you. And sometimes people feel vulnerable 

coming forward with those kinds of things. But you know, as a general counsel, as a manager of people, I 

try to develop that kind of relationship with people in my department and even people outside of my 

department so they know they have someone who's an ally that they can come to, and even sometimes 

it's as simple as look, I'm having a problem with my manager and how do you think I should handle this 

issue or how should I approach this problem, or how should I approach them on something and so I 

think feeling that you have an ally in the company or more than one ally, hopefully, it makes a really, 

really big difference, especially for diverse colleagues, because as I said, you know when they look up at 

the top of the organization, they don't often see people that look like them, and so I had allies 

throughout my career and they've mostly been men, white men, but I forged a relationship with them. 

You know, I've asked them for advice. I've worked really hard to do a great job so that they know from a 

subject matter expertise standpoint, I have what it takes. And I found that trying to develop those 

relationships to take them a little bit further than just a work colleague, but someone that you can build 

a trusting relationship with, that you can confide in because let's face it, we all have issues and COVID 



has exacerbated that we all have issues in our personal lives that impacts our work life and we spend a 

lot of time at work, and if you don't have an outlet at work to talk about those issues and how they 

might impact your day job, you know it's hard. It's a lot of pressure on people, so you know I've tried to 

be an ally to people because I've had allies throughout my career, and you know, I'll just give you a 

couple of simple examples where they were just acts of kindness that really changed the course of my 

career. I mean, I started at Davis Polk. I was a young associate. I was still in my, you know first year, and I 

had moved from Pittsburgh to New York and my father had a heart attack he later sadly passed away, 

but he had a heart attack. He was in the hospital; it was quite serious. I was a first-year associate, 

relatively new and you know, somehow a senior partner found out and he came to my office. And he 

said you need to go home. You need to put your work away. You go home, spend time with your family, 

tell us when you're ready to come back. It's all going to be fine. You know that was just an act of 

kindness, an allyship. I didn't realize what it was at the time, but that was someone saying, look, I 

recognize this as a new associate. She's going to be nervous about picking up and leaving, so I'm just 

going to make sure she knows it's OK to do that. You know, you don't forget things like that. You just 

don't forget something happened. You know, years later my mom was ill, she's fine, she's still alive, but 

she was in the hospital and you know, another partner came to me and said you need to go home and 

take care of your mom, like just put it down, will find someone to cover for you. Go home, take care of 

your mom. You know one, it spoke volumes about the culture of the firm, and it spoke volumes of these 

senior, you know, men who proactively came to me and said it's OK. For you to go home and take care 

of you, know your parents and be with your family. You know, people always think that sometimes your 

ally or your sponsor should be someone like you, like they connect women with women or they connect 

men of color with other men of color, but the reality is a lot of white men are still in most of the 

positions of power, and so having those people as allies is important.  

 

Natalie Runyon: So Lucy, now we want to turn more and focus on AIG and the company’s overall 

approach to DEI, and I wonder if you could elaborate on it, with some examples of what's working and 

what your thoughts are that's not working or that potentially could be improved. 

Lucy Fato: What we're trying to do at AIG is we're trying to move forward from having a lot of 

conversations, but what we're really trying to focus on now is taking action and meaningful action that 

will have lasting change. And by that, I mean really stepping up our efforts to have more diversity at the 

top of the house. Some of the things we talked about earlier, having more diversity on our board, and 

really trying to demonstrate that we're not just talking about this issue we're actually doing something 

about it, and so at some point, you know, talk is cheap. You can talk and talk and talk until the cows 

come home, but you know, if you don't really start to show meaningful and lasting progress, it just 

doesn't have credibility. You know, we've had great programs at AIG for a long time. Programs focused 

on women, programs focused on men of color. And what I'm trying to do now is, say we need to start 

building programs where we're bringing all of these people together, and they're talking together. The 

development programs, the high potential programs, you know we're not separating the men from the 

women, were not separating the men of color from the white men, you know, we need to start layering 

programs on top of that take the people that have been through these programs around developing 

women, developing people of color and then layering programs on top where you're bringing those 

people together and you're creating a network and you're building relationships. Because again it all 

goes back to relationship building and it's great to have programs that are designed for women, and 

designed for men of color and other diverse groups, but at the end of the day you need to start finding 



ways to weave all of those groups together so that they're all working towards the same goals and 

they're helping each other, frankly. And there are support systems for each other and not just being 

siloed, so breaking down those silos when you start moving up the chain I think is really important and I 

think that's one of the things we're going to try to start doing more of at AIG on top of all the other 

things we've already been doing. 

Natalie Runyon: Now I want to turn and bring Theresa into the conversation because I know Goodwin's 

been doing some really innovative things, in particular with the firm's Anti-Racism Task Force. So, 

Theresa, could you talk more about the purpose and the goal of the firm's Anti-Racism Task Force? 

Theresa DeLoach: Absolutely, so it's good. And I know a lot of firms will say that, but basically, diversity, 

equity and inclusion are really core values here at the firm. And we feel that really in order to deliver 

first rate legal services, it hinges on us being able to embrace and prioritize DEI. And so as a result, the 

management committee, in partnership with Black leaders at the firm, including myself launched the 

Task force to combat Black anti-racism and so part of what that Task Force will do is to really examine 

the firm systems, processes, practices to just look at how they affect the experiences of our Black 

attorneys ad our “GO” team which is short for Goodwin Operations. So we're looking at all sides of the 

law firm and looking at how any instance and sort of our entire experience impacts the career trajectory 

of the folks that work here and the goal of the Task Force is to not just improve the system to make sure 

that they embody the principles of diversity, equity, inclusion, but also create meaningful and 

measurable change, which I think is taking it out of that bucket that Lucy talked about initially, which is a 

lot of the talk, talk, talk and get more into the actual action, and so you know the result of all of that is to 

really improve the entire workplace experience for everybody, and so some of the pillars that we have 

set up for the Black Anti-Racism Task Force really focus on everything from education and that we talked 

about and so education from the top down that involves folks at the top as well, and so that will be at 

our starting at the leadership level and throughout the ranks here at the firm. We'll also look at specific 

actions that will help foster connections and build trust of the approach of the people that are already 

here, and so, whether that's a Black attorney or a Black professional member, here, we want to make 

sure that we are opening the doors of communication and looking at ways that we can develop the 

people that are here already. In addition, we're looking at the folks that are coming in the doors, and so 

we're trying to figure out how do we get more people in our ecosystem? I know earlier Lucy mentioned 

that, you know, there's certain industries and I think she knows the insurance industry is not 

traditionally a diverse industry and so the legal industry can also be very reflective of that. So, we have 

to figure out how do we get more of those people in this system? And so, we're doing some pipeline 

planning and looking at enhancing our recruiting efforts for Black attorneys. And for both team 

members as well. And then an area that I'm super excited about is looking in ensuring that our Black 

lawyers have access to business development opportunities and business development training and 

coaching and putting them close to clients in working with clients, like Lucy, that are passionate about 

diversity, equity, inclusion, and want to make a real difference and a change. 

Natalie Runyon: That sounds really exciting, so thank you for sharing about that. I have so many more 

questions that I could ask because I want to dive deeper, but we don't have the time. So I want to come 

back to accountability, because I think each of you has mentioned the word ‘accountability’ in this 

conversation, and so I'm wondering, Lucy, if we can come back to you an if you could talk about how AIG 

itself is holding other leaders at AIG accountable, right? And also talk about how the legal department is 

holding law firms accountable to make sure that attorneys from a diverse background or 



underrepresented community that's working on your matters as outside counsel are that diversity, 

inclusion, equity and inclusion is moving in the right direction in that manner. 

Lucy Fato: Sure, so first of all, at AIG all of our executive officers and senior leaders are required to have 

a specific goal every year around diversity, equity and inclusion. And so it's a specific goal that 

everybody needs to have and then your measured against it at your end when compensation decisions 

are made, and I think that's a critical aspect of this because we all know that what gets measured gets 

done and we also know that people are incented when their compensation is tide to something. So the 

reason we took that approach at AIG is because, you know, we believe diversity, equity, inclusion is a 

business imperative, so we treat it like other business imperatives, whether it's increasing revenues, 

improving the bottom line, resolving significant litigation, you know all of those traditional things that 

companies put in as priorities and strategies and put resources to and money to we've given the 

diversity, equity, and inclusion the same prominence. With respect to the law firms that we use, you 

know, AIG were such a big global company and we also use a lot of law firms in our claims department 

because we often indemnify our insured, our clients when they have matters that require law firm and 

so it's an interesting issue for insurance companies, because on the claim side it's often mostly in most 

cases it's our insured who is selecting their counsel, and you know, we pay the fees depending on how 

the policy is written, and we have panels that law firms sit on that they can choose from, but ultimately, 

the client is making the decision, but with respect to AIG parent company, you know, I as the general 

counsel and my team, we select all of those law firms, so we have different approaches, you know, 

between our claims department and the parent company just given that sort of distinction, but in our 

claims department, you know, we have claims that come in from all over the world. So, our panels are 

very diverse. We've got lots of diverse law firms included on those panels, you know, women-lead firms, 

you know, Black lawyer-lead firms. So, there's just inherently a lot of diversity on the claim side just 

because we're such a global organization and we have to engage law firms basically all over the world. 

At the parent company is a different proposition and there, I'll be honest with you, I've been at AIG a 

little bit over three years now and I have not yet come out with a formal policy around diversity with law 

firms, and I've done that intentionally because I don't know if there's a one size fits all to be perfectly 

honest, you know, for a company of our size where you were a Fortune 70 company we operate in over 

80 countries, we've got, you know, property, casualty business or reinsurance business, the life and 

retirement business. We have a very big investments unit. And so, we just have so many needs on the 

legal front and it's just hard for me to come up with like hard and fast rules. Now, obviously I tell people 

I want our teams to be diverse, I want us to look at when we put something out, you know, to do a pitch 

we will do an RFP, I want diversity to be part of the analysis that's done and when we do that, it's not 

just who comes and pitches the business, it's who's actually doing the work. You know, it's great if you 

bring a diverse team to a pitch, but if that's not the team that actually does the work, then that's not 

that helpful. So, we try to monitor, you know, who's actually doing our work and then for myself one of 

the things I'm really diving into and trying to think about in terms of, you know, when I do come out 

with some guidelines what they should be is who gets origination credit, you know, I was a partner in 

law for myself. I know how law firms work. And just because you got a diverse partner doing the work or 

diverse associates doing the work, that's not necessarily who's getting credit for having brought in the 

business or being paid more based on bringing the business in. And so oftentimes you have to look at 

well, who's the relationship manager? Who's getting origination credit and that, to me, is a very critical 

thing to focus on because those are the people that have the power in the law firms. And so some of the 

things I look at is who's on the management committee? Who manages the firm? Is there diversity on 



that committee or is it just white men? You know who's getting origination credit for AIG? Is it the 

people that actually do the work now or is it still that senior partner that built the relationship with you 

know the general counsel? Three general counsels ago doesn't even necessarily have a relationship with 

me. So, I have a team in my operations team that really focuses on this for me. And we try to figure out 

how we can get data. You know, everybody uses e-billing systems now, but we're debating like can we 

ask people to self-identify, so we can run reports that say this is how many hours are being billed by 

female associates or Black associates or Hispanic associates or Asian associate's. How many people of 

color are in the partnership that are building up, but you know, there are privacy issues around that, and 

especially because we're global there are a lot of jurisdictions where you're not allowed to ask people 

for that information, or it can only be done voluntarily. So, we're working through all of those issues to 

figure out how can we improve the data that we get so that we can really get underneath who's doing 

our work and how diverse is that population. 

Natalie Runyon: Yeah, thank you for your transparency on that and it is very, very clear that you are 

studying it and there's a lot of thought being put into that, so really appreciate, you know, your 

explanation there. So, we always like to close out our podcast with the focus on action. So, Theresa, I'm 

going to come to you on this one. What is one or two key takeaways or calls to action that you would 

recommend for leaders in the legal industry to take forward to advance DEI in the profession? 

Theresa DeLoach: That's a great question, and actually I can think of three, but they're a short three but 

impactful. I think number one, they should have more open conversations around racism and racial 

injustice. Those can be really uncomfortable questions that you will learn a lot in the discomfort. You'll 

learn a lot about the people in your organization, so having those more open conversations is something 

folks should be doing. Also exploring the retention and development of attorneys of color and at your 

organization. Seek to understand why the pipelines at the bottom are more robust and less so than 

those at the top, because you will often see in these organizations they will meet their diversity criteria 

on the associate level, but when it comes to partners and equity partners those numbers really dwindle 

off and they should explore what is the reasoning for that. And if there is something that they can do to 

support those folks in in their organization. And Lastly, I would say treat DEI like a business imperative. It 

is not a nice to do. It is something that is important to client. It is something that is important to our 

bottom line and we've moved past the point of discussion and more into action so treat it as such. 

Outro: Thank you for joining us, for Thomson Reuters Market Insights. For more data driven analysis of 

today's professional services market and in-depth conversations with industry thought leaders, please 

visit us online at thomsonreuters.com/institute. You can subscribe to this podcast on your favorite 

podcast platform or follow us on Twitter @TRIExecutives and LinkedIn under the Thomson Reuters 

Institute. Thomson Reuters Market Insights is a production of Thomson Reuters. Copyright Thomson 

Reuters 2021. 

 


