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Steve Scolari is a partner in the Business Department of Stradley Ronon Stevens & 
Young, LLP and is Chair of Stradley's Closely Held/Family Owned Business Practice 
Area. He was named to SmartCEO magazine's 2010, 2011 and 2012 Legal Elite, 
chosen by the publication's 15,000 readers in the Greater Philadelphia area as a "go-to 
attorney" for business legal advice.  Currently, he also serves as Chairman of the Main 
Line Chamber of Commerce. Beyond his professional life, he created an intentional 
legacy for his children by writing Living My Dreams: My Life's Stories For My Children. 
  
Contributing Out of the Gate 

Fresh out of law school, within two days of starting his legal career 30 years ago at Stradley, Steve 
Scolari found himself working on a merger-and being mentored by a senior partner as well as an 
associate four years out of law school.  He was amazed by the opportunity, the client interactions and 
dealing with the Federal Trade Commission.  
 
What he quickly found out was that "new lawyers were expected to be contributors out of the gate, but the 
firm was not about to put us out on a limb without help." 
  
A Cultural Imperative-and Obligation 
The Stradley organization has over 200 attorneys; and in their culture, mentoring has always been woven 
into the organization's fabric.  It is implied as an obligation for every associate and/or partner.  As a young 
associate, the current chairman, William Sasso, was mentored by the most senior partners. He continues 
that tradition by actively being involved in mentoring and sharing his experiences with younger 
associates. 
 
Stradley has developed a formal mentoring program: new associates are assigned to mid and senior level 
associates; then four to six years later, relationships are changed and new, higher level mentors are 
brought into the picture. 
  
Not Natural For All 
Lawyer personality assessments point out that mentoring interactions don't come naturally to many 
attorneys. Attorney traits include skepticism and a sense of urgency that can lead to impatience, tension 
and frustration in mentor/mentee relationships. Usually, a competitive environment ensures nothing is 
shared unless a commission is attached to it. 
 
In the Stradley firm, Scolari believes that mentoring works because the environment they are consistently 
creating is more trusting, accepting and collaborative. 
  
Billable Time vs. Developmental Time 
Law firms have always lived and died on the billable hour concept. When a young associate asks a 
question and an experienced partner takes time to answer and expand on possible options, that time is 
not producing billable hours - at least immediately.  But when the situation comes up later and that 
associate has learned how to handle it effectively, time and money are saved. 
 
Scolari continually emphasizes the positive long-term outcomes of mentoring.  He was helped by others 
and now he does the same for less experienced associates. The result is that each associate gets 
broader knowledge and skills, develops more quickly and can service clients more effectively and 
efficiently.  
 
People also feel valued from this attention - consequently almost 60% of the partners have spent their 



entire careers at the firm. At the same time, a mandatory retirement policy, with planned transition, 
ensures growth opportunities for those following the seasoned professionals. Scolari concludes by saying 
that mentoring is frequently two-way. Over the last 10 years older professionals have learned from their 
younger colleagues how to be more technologically efficient and effective.   
  
Younger colleagues are frequently in tune with getting answers and factual information more quickly, 
working collaboratively and making the whole team more effective. The collaborative culture and 
corporate values underpin this enhanced teamwork. 
  
In Leadership Insights, Suzanne F. Kaplan, President of Talent Balance and GPSEG colleague, interviews and writes 
about outstanding leaders to share their stories and experiences.  Although we've all probably read some of the 
thousands of publications on leadership, it's the personal insights that Suzanne will be capturing for our benefit. 
  
We welcome your comments and suggestions of other CEOs and leaders, including those not well known to GPSEG, 
whom you would like to see featured in future columns.  

  
 

 


