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Here we are—just fi nishing up summer vacations and starting school; coming off a very successful 
NAWL annual luncheon in New York where we “passed the torch” to our new president, Lisa 
Horowitz; and entering into a presidential election, the likes of which we have never seen. How 
exciting! Hopefully, during this whirlwind and busy time, you will take a little time to read some 
of the great articles we were fortunate enough to assemble for this issue. 
 A little less than a year ago, in November of 2007, NAWL assembled a great gathering in 
Washington, D.C. of law fi rm leaders, general counsels, consultants and other thought leaders 
at the NAWL Summit—“From Theory to Action: Advancing Women Leaders in Law Firms.” 
Published in July 2008, the “Actions for Advancing Women Into Law Firm Leadership—Report 
of the National Association of Women Lawyers,” provides concrete action steps for law fi rms to 
take in order to accomplish that goal. A summary of the Report is included here. A full copy of 
the Report is available on the NAWL website—www.nawl.org. I highly recommend the Report 
to all lawyers. It has great recommendations and concrete action steps for everyone. 
 Three of the articles in this issue revolve around the multiple generational workplace and 
the challenges that poses and the advantages it provides. I hear from my colleagues, friends and 
acquaintances, not only in the legal fi eld, but other fi elds, that this is a real issue that we are all 
grappling with (and sometimes grumbling about). However, given that there will continue to be 
multiple generations in law fi rms for the foreseeable future, we need to map out a plan on how 
to deal with the issue and make it work successfully for all of us. These articles should give you 
some good ideas. Another article that might pique your interest is a book review of “Killer Heat” 
by former New York City prosecutor Linda Fairstein, who headed the Sex Crimes Prosecution 
Unit based in Manhattan. 
 In addition, we have a winner published here. For the third year, NAWL has sponsored the 
Selma Moidel Smith Law Student Writing Competition, which was established to encourage 
and reward original law student writing on issues concerning women and the law. The winning 
essay is entitled “The Harsh Reality of Choosing Between Safety and Housing: Solutions for 
Victims of Domestic Violence” by Jill Barton of University of Missouri–Kansas City law school. 
Congratulations, Jill, on a job well done! 
 I love hearing from our members and readers about what they like and don’t like about the 
Women Lawyers Journal. If you have suggestions or want to write an article, please drop me an 
email. I hope you enjoy the issue! 

Warm wishes,

Deborah S. Froling, Editor
Arent Fox LLP
Washington, D.C.
froling.deborah@arentfox.com

EDITOR’S NOTE
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It was truly a thrill to assume the offi ce of President of the National Association of Women 
Lawyers on July 16. It was wonderful to have many friends and colleagues present. What made 
it especially meaningful for me was having several generations present: my mother and my 
daughter (and son) were there, along with friends of my mother (including one lawyer)—as well 
as friends of my daughter, several of whom were summer associates in the law fi rms attending.
 When I started practicing law, there were not only fewer women in practice but we were from 
a more limited cross section of generations. We are fortunate today to have as colleagues women 
lawyers that include Boomers, Gen X’s and Gen Y’s. This mix of generations, with its diversity 
of experiences and perspectives, enriches not only us as individuals but also our fi rms and our 
profession. 
 NAWL is fortunate to have a membership made up of women of all generations. While books 
and articles abound on the differences between generations and the potential collisions in today’s 
work place, this is not and must not be our focus. Rather, women lawyers of all generations 
must work together to support each other. We must be role models for the profession. 
 To facilitate this, NAWL has a mentoring initiative in which women attorneys of all generations—
from Boomer to Gen Y—get to know each other, learn from each other and support each other. Any 
NAWL member seeking a mentor or a mentee can go to the NAWL website (www.nawl.org) and register 
to become a mentor and/or a mentee. The NAWL mentoring committee will do the pairing, connect 
you, and create opportunities for you to meet (both in person and virtually). I strongly encourage you to 
take advantage of this opportunity and the array of perspectives and insights that we as NAWL members 
can share with each other. 
 We must support each other. The pipeline of women lawyers is dripping (gushing?) talent. 
As NAWL’s annual survey for the last two years refl ects, while we have had incoming classes 
with close to 50% women for many years, only 15% to 16% are now in equity and leadership 
positions. The reasons have been well researched and documented. The time for action to remedy 
this situation is now. 
 NAWL’s recently released Leadership Summit Report: Actions For Advancing Women Into 
Law Firm Leadership is summarized in this issue of the Journal and is available in full on NAWL’s 
website. Read it and share it with the leaders in your fi rms. It provides feasible and measureable 
actions (recommended by AMLAW 200 managing partners, Fortune 100 general counsel, chairs 
of women’s initiatives and legal experts) that law fi rms can take to maximize the potential and 
utilization of 50% of their talent—their women attorneys.
 Taking these steps now is important to clients, the generation of women eligible for 
promotion, as well as to the new generation of women lawyers just starting out. This group 
considers very carefully and critically (both in deciding where to work and where to stay) the 
inclusion of women lawyers at equity and leadership levels to whom they can look for guidance 
and as an indication that the law fi rm is one where they will get a return on their individual 
investment. Only if they see this will they join and stay and allow fi rms to get a return on the 
fi rm’s investment in this talented group. 
 We are embarking on a very exciting and productive 2008-2009. Together, let’s celebrate our 
mothers and our daughters. 

Warm wishes,

Lisa Horowitz
NAWL President 2008-2009
McDermott Will & Emery LLP
LHorowitz@mwe.com

PRESIDENT’S LETTER
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EVENT HIGHLIGHTS

NAWL Networking Reception benefi ting: 
The Bottomless Closet

July 15, 2008    New York, New York

A beautifully accessorized suit is fl anked by NAWL Executive 
Director Vicky DiProva, Immediate Past President Holly English, 
President Lisa Horowitz and Dawn Conway of Lexis-Nexis.  

On July 15, 2008, at the offi ces of McDermott Will & Emery LLP in New York City, people gathered to take a few 
gently used fashion accessories—usiness appropriate shoes, scarves, jewelry, purses—and accessorize suits provided 
by LexisNexis.  Participants enjoyed the company of fellow NAWL colleagues while helping to give women returning 
to work a fashionable “leg up.”

Participants had fun picking out accessories for the suits provided 
by Lexis-Nexis and putting together very stylish outfi ts.

NAWL Executive Board members Lorraine Koc and Carol 
Robles-Román join with a NAWL colleague to enjoy the evening’s 
festivities.

NAWL President-elect Lisa Gilford and Executive Board member 
Anita Wallace Thomas pose for a picture.

Photos on this page were taken by Fifth Avenue Digital.
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EVENT HIGHLIGHTS

NAWL Annual Luncheon
Waldorf=Astoria 

 July 16, 2008     New York, New York

Virginia S. Mueller Outstanding Member award recipients, Marsha 
Anastasia, Angela Beranek Brandt, Barbara Flom and Karen Kahn 
pose with their hardware at the NAWL Annual Luncheon.

Almost 1,000 attendees enjoyed a spectacular Annual Luncheon at the Waldorf=Astoria Hotel in New York, where we 
celebrated NAWL’s achievements and honored NAWL award recipients: Dean Elena Kagan of Harvard Law School; 
the DuPont Legal Department; Helaine M. Barnett, President of the Legal Services Corporation; the Hon. Deborah 
A. Batts of the Southern District of New York; and Professor Suzanne B. Goldberg of Columbia Law School.

NAWL award winners: Helaine M. Barnett, Martha Rees, NAWL 
Immediate Past President Holly English, Virginia S. Mueller, 
Thomas L. Sager, Professor Suzanne B. Goldberg, and Diane 
Batts Morrow, for her sister, Hon. Deborah A. Batts.

A few luncheon attendees enjoy the view and the company.

Marsha Anastasia, NAWL President Lisa Horowitz and Holly 
Roth take time to smile for the camera after a very successful 
luncheon.

Photos on this page were taken by Fifth Avenue Digital.
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Different Chords. 
Perfect Harmony.

DICKSTEIN SHAPIRO LLP is committed to the advancement of women. The Firm is an industry leader in creating

cutting-edge solutions to issues of work-life balance and, as a result, attracts and retains exceedingly talented

women attorneys and fosters an environment that is consistently employee- and family-friendly. The 2008 edition

of MultiCultural Law magazine named Dickstein Shapiro a “Top 100 Law Firm for Women,” and Working Mother
magazine and Flex-Time Lawyers LLC recognized Dickstein Shapiro in 2007 as one of the “Best Law Firms for

Women.” In addition, the managing partners of the Firm’s New York and Los Angeles offices are women, and

women attorneys serve in leadership positions and on committees throughout the Firm. Dickstein Shapiro’s

women partners and leadership continue to advocate for women’s issues in the legal marketplace through 

research, events, and media coverage.

EXPERIENCE DIVERSITY.
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On November 5, 2007, the National Association of 
Women Lawyers held its fi rst National Leadership 
Summit entitled, “From Theory to Action: Advancing 
Women Leaders in Law Firms.” The Summit was 
attended by law fi rm leaders, including managing 
partners and chairs of women’s initiatives, general 
counsels, bar association presidents and consultants 
to identify action steps to advance women lawyers 
into leadership positions at law fi rms. In July 2008, the 
Report of the National Association of Women Lawyers 
National Leadership Summit, authored by Linda Bray 
Chanow, Esq. of the Project for Attorney Retention, was 
published. The Report is intended to move law fi rms 
from talk to action by providing them with specifi c 
actions for advancing women lawyers into leadership 
positions and for achieving the “NAWL Challenge” 
of doubling the percentage of women equity partners 
from 15% to 30% by 2015. 
 The Summit participants spent a majority of their 
time in small group discussions focused in four key 
areas which research and experience identifi ed as those 
which signifi cantly impacted the advancement of 
women lawyers in law fi rms: leadership, retention and 
promotion, business development and compensation. 
The following is a summary of the Report. Copies of the 
Report are available for download at NAWL’s website, 
www.nawl.org. 

Leadership
Women leaders in law fi rms remain a scarce commodity. 
NAWL’s 2007 National Survey on Retention and 
Promotion of Women in Law Firms showed that men 
held 92 percent of managing partner positions, 85 
percent of seats on fi rm governance committees and 84 
percent of equity partnerships at the largest law fi rms in 
the United States. Given that almost half of all law school 
graduating classes are and have been women for at least 
15 years, clearly the lack of women leaders is not due to a 
lack of women lawyers. The Report identifi ed two broad 
categories of actions that law fi rms can take to increase 
the representation of women in leadership positions: 

(a) ensure a broadened selection of fi rm leaders and 
(b) sustain and nurture existing women partners.

Ensure a Broadened Selection of Firm Leaders
In order to focus on ensuring a broadened selection 
of fi rm leaders, fi rms need to become aware of the 
unspoken biases that exist and which affect the selection 
of its leaders. Four concrete action steps that can help to 
overcome those biases include:

1.  Publish the criteria for advancement to equity 
partner—transparency and expectations are key to 
achieving a more diverse leadership.

2.  Refi ne the evaluation systems at all levels to refl ect the 
criteria for leadership—clear targets allow a frame of 
reference or mile markers on the road to partnership.

3.  Appoint a diverse nominating committee—a diverse 
nominating committee will help mitigate fl aws in the 
process and foster the perception that the committee 
is inclusive while at the same time helping bring to 
light hidden barriers and biases that may not have 
been previously understood.

4.  Ensure fi rm leaders oversee the process and hold 
partners accountable—top-down leadership and 
measures of progress are key to advancing more women 
to partnership and other leadership positions.

Maximize the Potential of Current Women Partners
Firms can substantially increase the number of women in 
leadership positions by maximizing the potential of their 
current women partners. Four steps that fi rms can take to 
sustain and nurture their women partners include:

1.  Require formal succession planning—rather than 
leaving the decision on who would inherit a partners’ 
clients to chance or the informal system that currently 
exists, fi rms should implement a formal succession 

NAWL SUMMIT REPORT

Actions for Advancing Women Into Law Firm Leadership
Report of the National Association of Women Lawyers

A Summary
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NAWL SUMMIT REPORT

planning process to include qualifi ed and talented 
women lawyers who were previously excluded.

2.  Offer leadership and business development 
training—understanding how to move up the ladder 
of leadership and getting the skills to do so are vital 
for all lawyers but more so for women lawyers who 
previously have not had access to such programs.

3.  Ensure equitable compensation—fi rms that ensure 
women lawyers’ contributions are fairly valued and 
rewarded will help to eliminate real or perceived 
unfairness in the compensation system.

4.  Collect data through exit interviews—used as a tool 
to understand how the fi rm can better support its 
women partners will help fi rms change its systems so 
that women lawyers do not feel it necessary to seek 
out opportunities elsewhere.

Retention and Promotion
In order to advance women lawyers, fi rst fi rms need 
to retain and promote them with a well-designed 
institutional infrastructure for supporting women. 
Summit participants identifi ed four categories of action 
steps in order to retain and promote women: (a) correct 
for hidden bias and stereotypes that women encounter; 
(b) promote more meaningful mentoring that will 
actually impact women’s career paths; (c) encourage 
the development of professional networks for women 
lawyers; and (d) promote workplace fl exibility.

Correct for Hidden Bias and Stereotypes
Many obstacles faced by women lawyers today emanate 
from inaccurate assumptions about women lawyers’ 
abilities, commitment and desire to succeed. The following 
fi ve actions were recommended by Summit participants in 
order to make these corrections:

1.  Establish mandatory ongoing “inclusive and respective 
workplace” training—such a training program will 
help ensure that biases are identifi ed and corrected 
but should also prevent the erosion of the supervisor/
lawyer relationship.

2.  Develop and use tools to measure and track retention
—actual data will help to dispel misconceptions 
regarding women lawyers’ capabilities and reasons 
for leaving their fi rms.

3.  Analyze high-profi le, high-revenue representation 
teams to ensure a diverse group of lawyers are working 
on those teams—given that advancement in a law 
fi rm is contingent upon high-profi le, high-revenue 
assignments which advance skill development and 
expose associates to powerful partners, law fi rms need to 
track these assignments to determine whether women 
lawyers have access to the same opportunities as their 
male counterparts and whether or not hidden biases 
may be impeding their access. 

4.  Correct hidden bias in the evaluation process—once 
patterns of hidden bias are identifi ed, law fi rm leaders 
can act to control their infl uence by providing solid 
objective evaluation criteria and train supervisors on 
common bias scenarios.

5.  Appoint diverse lawyers to powerful fi rm committees 
and as practice group leaders and offi ce heads. 

Promote Meaningful Mentoring
Mentoring is critical to the success of lawyers. 
Participants in the Summit identifi ed the following six 
actions to promote meaningful mentoring:

1.  Defi ne and discuss different mentoring needs with 
partners and other lawyers who serve as mentors. 

2.  Train male and female lawyers how to communicate 
effectively with one another.

3.  Offer focused training for senior associates and junior 
partners.

4.  Consider mentoring circles as a formal mentoring 
system.

5.  Use rewards to incentivize a broader range of partners—
women as well as men—to mentor women lawyers.

6.  Provide opportunities for women lawyers to develop 
informal mentoring relationships with other women.

Encourage Development of Professional Networks
Building a professional network is essential to each lawyer’s 
success. Professional networks serve as the foundation 
for business development but often, women lawyers are 
excluded from valuable networking opportunities. The 
following four actions were recommended to encourage 
the development of professional networks:
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1.  Mandate that all partners attend an external diversity or 
gender-related conference annually—law fi rm leaders 
need to be conscious of the micro-inequities impact on 
women lawyers’ ability to develop effective networks.

2.  Establish a budget and give billable credit for time spent 
on networking activities—activities such as serving 
on boards and engaging in bar activities should be 
valued for the opportunities they provide to develop 
professional networks.

3.  Partner with in-house counsel to create programs to 
“loan” fi rm associates to in-house departments—such 
a program will deepen the relationships between the 
fi rm’s lawyers and its client.

4.  Train women lawyers at every stage on how to network 
effectively—by training all lawyers on successful 
networking techniques, women lawyers may have the 
opportunity to overcome the obstacles of the perception 
that they are shameless self-promoters when talking 
about past accomplishments and their success.

Promote Workplace Flexibility
Flexibility in the workplace has become a necessity 
in today’s business world, not merely a benefi t to be 
bestowed upon workers. Long-term success in a law 
fi rm environment is predicated on a lawyer’s ability to 
successfully balance his or her professional and personal 
responsibilities. The following fi ve actions were 
identifi ed by Summit participants that law fi rms should 
take in order to promote greater workplace fl exibility:

1.  Offer customized fl exible work schedules and career 
plans to all lawyers—make the reduced hours 
schedule available to all lawyers regardless of reason 
to help eliminate the stigma of taking advantage of 
such a program.

2.  Employ a “balanced hours” or reduced-hours schedule 
coordinator to help monitor the program for schedule 
creep and become its biggest cheerleader.

3.  Provide tools for lawyers and their supervisors, 
including training.

4.  Publish expectations regarding non-billable time, so 
that non-billable time that is valued can be prioritized.

5.  Track—at the organizational, practice group, and 
seniority levels—usage rates for reduced-hours 
schedules and the impact of reduced-hours schedules 
on retention and promotion of lawyers—fi rms can 
only accurately assess the success and/or impact of 
the program if it can measure the performance of the 
lawyers who participate.

Business Development
The single most determinative factor in whether a 
lawyer will become an equity partner is the ability to 
generate business. While some lawyers are aware of 
this requirement, others seemingly are not. Those 
who were aware of this benchmark reported little or 
no institutional support for generating that business. 
Actions recommended by Summit participants for 
fi rms to increase business generation by women fell 
into two broad categories: (a) eliminate the barriers that 
impede women lawyers from maximizing their business 
development potential and (b) foster and facilitate 
business development by women lawyers.

Eliminate Institutional Barriers to Business 
Development
The ability of women lawyers to generate business is 
paramount to law fi rm success given that almost 50 percent 
of associates in law fi rms are now women. In order to 
remove the barriers to business development, Summit 
participants recommended the following six actions:

1.  Facilitate fair credit attribution, including teaching 
women lawyers how to “negotiate” for credit.

2.  Address legacy systems, where expansion of existing 
client work gets credited to the lawyers who perform 
the work, not those who brought the client to the 
fi rm decades ago.

3.  Measure access to key opportunities, including:

  a.  the number of women on pitch teams;

  b.  the number of women on high-profi le, high-
revenue representation teams; and

  c.  the number of women lawyers on important 
fi rm presentations.
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4.  Hold partners accountable by expanding compensation 
criteria to include efforts to expand women lawyers’ 
opportunities for business development.

5.  Measure progress by establishing a baseline and then 
set goals to increase women lawyers’ participation in 
business generation.

6.  Establish a powerful and diverse oversight committee so 
that women have an equal opportunity to participate in 
the negotiations for business development credit.

Facilitate Business Development Efforts
In furthering a fi rm’s core business purpose and leading to 
its long-term success with a sustained, consistent effort to 
help women lawyers develop business, the following three 
actions were recommended by Summit participants:

1.  Provide a budget and give credit for time spent on 
marketing activities which will provide women 
lawyers the time and resources to successfully 
participate in marketing activities.

2.  Offer business development training and coaching, 
either in groups or individually, and externally or 
internally.

3.  Incentivize sponsors and champions—since business 
and power go hand in hand, having a champion, 
especially one that is incentivized, to bring you into 
business opportunities is critical. 

Compensation
Meaningful pay disparity favoring men still exists 
according to NAWL’s 2007 National Survey on Retention 
and Promotion of Women in Law Firms. Whether real or 
perceived, unfairness in compensation affects the retention 
of women partners at both the junior and senior levels. If 
women believe they will not realize the ultimate prize or 
that it is a lesser prize for them, their willingness to endure 
the trials of the road to partnership quickly deteriorates. 
The Summit participants identifi ed two broad categories 
of action to improve the fairness and equity of women’s 
compensation in law fi rms: (a) refi ne the compensation 
process and (b) encourage effective self promotion.

Refi ne the Compensation Process
A law fi rm’s compensation system is the core of its 
culture and its lawyers modify their behavior based on 
the qualities rewarded under the compensation system. 
Summit participants identifi ed the following three 
actions that would reward all partner behaviors, not just 
business and hours:

1.  Align compensation criteria with fi rms’ core values, 
business objectives and strategic goals, including 
institutionalizing clients, advancement and retention 
of women and diverse lawyers, succession planning, 
firm citizenship and leadership, and increasing 
business development by women lawyers.

2.  Design, develop and implement metrics and 
measurements to quantify the qualitative compensation 
factors and behaviors.

3.  Appoint a diverse compensation committee to help 
mitigate fl aws in the process and bring to light any 
hidden biases and barriers.

Encourage Effective Self-Promotion
A fair and equitable compensation system requires that 
women have the tools to advocate for the compensation 
they deserve, including the following two actions:

1.  Publish (and otherwise articulate) compensation 
criteria—transparency in the compensation system 
allows participants to know what they need to do to 
reach certain levels.

2.  Train women lawyers to be effective self-promoters—
while women often succeed and exceed expectations, 
they do not demand acknowledgement of that 
success well. 

The actions outlined above are as varied as they are 
practical and, if implemented, will help ensure that 
women lawyers are promoted and retained in their law 
fi rms and achieve success to a degree not yet seen. It is 
no longer acceptable to talk about these issues – the time 
has come to take action. The Report includes a checklist 
that all law fi rm leaders should read and implement 
within their organizations. If all law fi rms can implement 
these actions, NAWL’s Challenge of 30% women equity 
partners in law fi rms by 2015 will be achieved.
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Back in the dark ages when I was a child, I remember playing 
a game called “Mother, May I?” where the participants had 
to remember to say “May, I?” before moving forward. My 
older cousin Laura was a whiz at tricking us into moving 
before we realized that we had forgotten to ask permission. 
Having moved without permission, you were sent to the 
back of the line to start the arduous process of trying once 
again to get to the fi nish line without making another 
unauthorized move. The player who reached the fi nish line 
fi rst became Mother for the next round of the game. I only 
remember occasionally managing to become Mother, but 
I clearly remember the frustration of getting sent back to 
the beginning of the line when I forgot to get permission 
to move forward.
 That game reminds me of the current frustrating 
environment in the legal fi eld. The general perception 
among participants is two pronged: fi rst, that younger 
women lawyers chafe at having to follow the rules of 
the game for success; then, second, that more senior 
women delight in playing the role of the enforcer—
enthusiastically throwing non-conforming youngsters 
back to the beginning of the line. The urban myth writers 
think both stereotypes are true; the truth, however, is 
much more nuanced.
 What is the real difference between the generations 
in the legal profession? One of my younger friends tells 
me that she doesn’t mind the Mommy Track; it is the 
Partnership Track that she fi nds unappealing. The law 
is her job. Her life, on the other hand, consists of other 
activities and relationships. To the extent that becoming 
a partner requires her to curtail those activities, she 
simply isn’t interested. My friends in management, on 
the other hand, despair at succession planning because 
they envision a future in which their hard won clients are 
abandoned when younger lawyers—female and male—
go to yoga class instead of obsessively proofreading the 
pivotal brief in the waning hours of the night before a 
fi ling. Women whose lives have revolved around staking 
out their position in a male-dominated profession 
suddenly fi nd they have no heirs to the portfolios they 
have sacrifi ced so much to develop. 
 Who is right? Associates? Partners? Both? Neither? Hard 
to say, although the problem is a palpable one. No one 
aspires to replace Mother in this version of the game. 

 Regardless of profession, the Baby Boomers are 
fi nding that their children and grandchildren seek a 
lifestyle that more resembles the European model than 
the American one. Time off; time with family; time 
for hobbies, time for friends: all these occupy a higher 
place on Maslow’s hierarchy for young people than do 
professional accomplishments. Having watched their 
parents and mentors trade living for lifestyle, this new 
generation fi nds greater value in self-actualization 
than in self-aggrandizement. New lawyers share 
that philosophy. Where self-worth for the law fi rm 
management crowd came from individual recognition 
and accomplishment, the younger group grew up in a 
social milieu where individual accomplishment was 
neither recognized, nor encouraged. “It’s soccer for four 
year olds where everyone gets a ribbon,” says one of my 
contemporaries of the difference between herself and 
her new associates. 
 Another senior level lawyer provided me a ten point 
list of what he perceived to be the contrast between the 
legal generations; it is telling:

 Old Young
 Law is a profession Law is a business
 Law is my life Law pays for my life
 A turn of a phrase Fill the page 
 5 trials per year 5 years per trial
 Persuasion Argument
 Wear a tie to offi ce Wear a tie to court
 Procedure frames the game Procedure wins the game
 Trials are competing stories Trials are competing issues
 Living at the offi ce Working from home
 Tried and true New and improved

The list is not a value judgment, but it is a good refl ection 
of the perceived differences amongst the legal ranks. 
Understanding that the perspectives are different is the initial 
step to resolving the confl ict. While a younger lawyer might 
have a slightly different ten point list, neither generation of 
lawyers will deny that the motivational forces within the 
profession have changed, as has the social structure. 
 The collective has become more important than 
the individual. “I assign the work in teams and talk 
about ‘group goals,’” confi des another woman partner, 

“Mother, May I?”

By Sharla J. Frost
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describing how she manages her younger lawyers. 
Finding a group goal and parsing out the assignments 
seems to work better than setting individual goals for 
many young lawyers. Gone are the days of the “hero 
sheet” as a motivator for longer days and larger billable 
hours. Successfully completing a group assignment 
appears to provide more satisfaction to many young 
lawyers than receiving the designation of “top biller.” 
Of course, given that clients tend to be Baby Boomers 
themselves, the law fi rm’s ability to bill and recover 
for a group project creates yet another level of tension 
between the generations in law fi rms. 
 “Your people work like a hive,” complained one of 
my own clients regarding a team approach to a large 
project. The client, as it turned out, wanted a single, 
hard-working associate to spend the hundreds of hours 
necessary to conquer a complicated project. Aside from 
not having any specifi c associate willing to take on that 
task, the work product and the deadline required staffi ng 
the project with a team of young, lateral-equivalents; 
however, that Generation Next approach did not suit 
the Baby Boomer client’s wishes, which resulted in a bad 
short-term outcome. Firms rightly fear that such tension 
portends a bad outcome for the profession in the long 
term because lawyers are, after all, service providers. If 
fi rms do not provide the services that clients want, in 
a manner in which they will pay for them, law fi rms, 
as we know them, will cease to exist. In other words: 
no service, no clients. Who, then, will pay the bills that 
support the law fi rm infrastructure?
 What can we do? The problems are easy to 
identify, but the solutions are impossible in the 
current environment. The profession generally—
firms, clients, courts and individual lawyers—need 
to rewrite the social contract. Rather than believing 

“it is all about me,” as one of my clients says, only half 
joking, legal consumers have to be persuaded that it 
is in their best interest to encourage an environment 
where lawyers have regular hours, vacations and 
competing priorities. The courts and the judges who 
run them must be convinced that their deadlines 
and rules need flexibility to permit the litigants to 
balance their personal needs with those of the court 
and the justice system. All of that would require a 
fundamental reshaping of the profession. Causing 
that seismic shift would be more than radical. In an 
age where the Blackberry and the Internet have made 
legal life faster, less controllable and more intense, 
law firm management is faced with a generation 
that seeks the professional equivalent of a Back to 
Nature movement. Who can blame them? No one 
really enjoys spending Christmas at the office; but 
the ability to change the rules rests with the system, 
rather than with any specific firm.
 Perhaps as the Generation X and Y members move 
into the ranks of in-house counsel, the judiciary 
and firm management, they can cause the type of 
professional revolution that is necessary to alter the 
legal system from a calendar controlled, relentless 
mechanism to a more mutually satisfying balance 
between the lawyers on the one side and their clients 
and the courts on the other. Until then, however, 
the inherent tension between the new generation 
and the management generation shows little chance 
of resolution because the motivational forces are 
inherently in conflict. The “Me Generation” has met 
its Waterloo: the “Not Me Generation.”
 Personally, I think I preferred playing “Mother, 
May I?” While I wasn’t very good at it, at least I knew 
the rules. 
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Each new generation enters the workplace with its own 
ideas—formed from a combination of the environment in 
which it has been educated, its family upbringing, and the 
cultural, social, economic and political forces prevailing 
at the time its impressions of working are formed. While 
the structure of many established organizations hasn’t 
changed much since the Baby Boomers and younger 
members of the Traditionalist generation (born, say, after 
1937) entered the workplace, it is fair to say that attitudes 
on work ethic and what is “appropriate” have shifted back 
and forth along a spectrum.
 Assumed lines of authority and expectations were 
clearer in the past, or so we think. It is diffi cult for anyone of 
a previous generation to take in and understand completely 
how later generations have no fi rsthand experience with, 
for example, non-electric typewriters, no cable or no cell 
phones, formal dressing for school and for offi ce jobs. And 
younger generations can’t possibly “remember” what they 
never experienced or no longer exists. So there are likely to 
be misperceptions on both sides. 
 No wonder each generation has a somewhat different 
concept of “professionalism.” 

Defi ning Generations
As a common point of reference, here are the approximate 
dates that defi ne the generational cohorts. “Expert’s” 
defi nitions vary; these are the ones that I believe make 
the most sense based on the formative infl uences that 
defi ne a generation. 

 Traditionalists    born 1925-1942
 Baby Boomers   born 1943-1961 
 Generation X    born 1962-1978
 Generation Y/Millennials  born 1979-1995

People born on the cusp (the transitional years) 
often relate to both generations in some ways. Also, 
people brought up in other cultures and non-U.S. and 
Western European countries often exhibit different 
attitudes from the generations defi ned above, which 
are quite U.S.-centric. With globalization and instant 

communications, those differences are being reduced 
for the younger generations.

The issues of professionalism in the workplace 
are divided into eight categories, mostly 
focusing on interpersonal skills and behavior:

Appearance of work product—including 
grammar, spelling, use of language

General “appropriateness”—including image

Styles of communicating—such as 
media used, appearing “engaged,” client 
perceptions, deadlines and schedule changes

Work ethic perceptions and time management
—including face-time, time off, fl exibility and 
spending offi ce time on personal activities

Privacy—such as caution in social networking, 
confi dentiality regarding work and clients

Management styles—which are most effective 
in various situations

Social and political causes—such as when it’s 
OK to be involved during offi ce time, negative 
associations with causes

Succession and transitioning—including how 
preparation for succession into new roles and 
transitioning impacts the quality of client 
relationships and service delivery  

Each of these is a subject for cross-
generational dialogue with an open mind 
and for reaching consensus on expectations 
and policies. The goals are greater productivity, 
retention of desirable talent, and reduction in 
stress levels and wasted time.

Maintaining Professionalism & Harmony Across The 
Generations At Work

by Phyllis Weiss Haserot
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Most Frequent Frustrations
While the eight issues listed in the sidebar present challenges 
in many fi rms, we’ll focus on the ones that seem to provoke 
frustrations and drain precious time and productivity most 
often, based on my experience and the myriad stories I hear. 
A discussion of these key challenges is followed by some 
recommendations for bridging the divides and achieving 
stronger collaboration among the generations.

Work Ethic (Perceived and Actual)
So many Baby Boomers and Gen Xers complain that 
the “work ethic” of Gen Yers is defi cient. Yes, typically 
it’s different from theirs, but there are common 
misconceptions around individual’s attitudes about 
work. Many Gen Yers are willing, even eager, to work 
hard and long—but to do it when and where and how 
they prefer as long as it is done to meet real deadlines. 
Give them a false deadline more than once without 
giving a rational reason, and you may be tested next 
time. You may fi nd yourself “crying wolf.”
 Think hard about when face time is and isn’t 
necessary. The younger generations are serious about 
their personal time and making fl exibility work. Think in 
terms of getting necessary results rather than where and 
how they are produced. Be fl exible whenever possible, 
but be clear about expectations and accountability.
 Related to the perceived work ethic issue is the 
tendency of “Generation Why” to question assignments 
and decisions by supervisors. Generation “Why” asks a 
lot of questions for two valid reasons: (1) they want to 
know how the task or decision in question fi ts into the 
big picture and how their part is meaningful; and (2) they 
want to know the signifi cance of rules or instructions. 
Why do they make sense to follow? One woman Baby 
Boomer senior partner at a large fi rm told me: “When I 
assign work to young lawyers, they act as if I’m making a 
request they need to consider, as if it was an option. Then 
they attempt to negotiate the terms of the assignment.” 
They are not reluctant to challenge authority.
 Gen Y/Millennials learned to ask questions from 
their Baby Boomer parents, who also questioned things. 
Now those Boomers are experiencing the boomerang, 
having to fi eld questions from someone else’s kids in the 
workplace, when they are under pressure to produce. 
As one of those parents, I think questioning is good. 
Often it’s the timing and interruptions that are more 
problematic than the questions themselves, at least in 
a transparent work environment. So try to anticipate 
the questions upfront and have answers which will save 
time and provide clarity for everyone.

 Here’s a suggestion I have made to partners and 
managers at a few fi rms. Schedule a regular weekly or 
bi-weekly meeting of the young professionals and staff 
for the purpose of giving them an opportunity to ask 
questions and get answers and to contribute their ideas. 
This will signal that they are being listened to and taken 
seriously and that you appreciate their eagerness and 
desire to make a difference. They don’t expect that all 
their suggestions will be implemented, but they want 
to be acknowledged for contributing. They also want 
to understand the context in which decisions are made 
that affect their work and environment. Conducting a 
group discussion saves the manager time, and Gen Y 
likes sharing ideas in groups for both the transparency 
and the social aspect.
 A key to keeping these typically bright, creative, 
well-educated Gen Y employees engaged, working 
hard at learning and being productive members of the 
team is for them to believe they are respected for their 
brightness, creativity and education, even if they fall 
short on experience, get their questions answered about 
the big picture and how they fi t in and are given prompt 
feedback on their performance. And, at least some of 
their questions and ideas will be a benefi cial learning 
experience for their managers.

Communication Styles and Media
Generations X and Y often think Boomers over-explain 
and like to hold too many face-to-face meetings, which 
take valuable time from other things. In turn, the Boomer 
and Traditionalist generations think the younger 
generations, especially Gen Y, overuse e-mail when 
phone or in-person would be more effective and tend 
to be abrupt and impersonal in their communications. 
Gen X’s style tends toward bare bones, get to the point 
communications. Both Gen X and Y, to generalize, hold 
effi ciency as a greater goal than relationship building.
 As an example, the management committee of one 
fi rm gave a group of mid-level and senior associates 
the responsibility of getting partners to report their 
marketing expenses and get budgets approved. They 
handled the task with e-mails, which were largely 
ignored. Appearing in the partners’ doorway and 
making a personal request would have been more likely 
to get attention. 
 Young people need to develop a sense of when 
walking down the hall for explanations and requests 
rather than sending an impersonal e-mail will get the 
desired response, based on both the situation and the 
recipient’s personal style. Just as we all need to ask our 
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clients how they prefer to receive communications, 
internal clients (usually partners and senior associates) 
need to make their preferences known.
 As to style of communicating, it is important, 
whatever the generation, to learn to read behavioral 
styles in order to gauge, for example, preferences 
between chatty and detailed or “just the facts”/“cut to 
the chase” styles.

Attitudes on Teamwork
Most workplaces operate on the basis of teamwork 
today. However, each generation has a somewhat 
different concept of teamwork. Baby Boomers are team 
players, and believe everyone on the team should work 
and stay available until the task is completed, whatever 
their role. Gen Xers want a unique role for each team 
member, want to go off and do it their way and come 
back when they are fi nished, and consider themselves 
done when their individual assignment is done. Having 
worked in teams since pre-school, Gen Yers are team 
players. But before buying in, they want to know “What’s 
in it for me?” “How will I be recognized?” “Why is this 
meaningful?” (Yes, the continual questions!)
 This poses many challenges for team leaders, who need 
to give suffi cient guidance to Gen Y, avoid micro-managing, 
especially of Gen X, set clear expectations, stay involved in 
a hands-on way, articulate mission and benefi ts to team 
members (often repeatedly), and give frequent feedback. 
Like it or not, there is a greater need to “manage” these 
younger generations than those of the past.

Mutual Appreciation
All generations want more respect from the others. 
Below are characteristics I think are under-appreciated. 
Recognizing them can help to build bridges.

What Baby Boomers Need to Learn to Appreciate about 
Generation Y:

•  Ability to function on four or fi ve hours of sleep and 
work late to complete projects

•  Connecting with clients through new technologies 
(social networking online, creating web pages, 
blogs, etc)

•  Collaboration and conflict resolution skills from 
working in groups

•  Ability to work in a team environment

•  Working with “people of difference”—a very 
broad vision of diversity

•  Being well researched on facts and gossip from the 
web (on fi rms, competition, on products, etc.)

•  Knowing the value of networking

Things Gen X and Y Need to Understand and Appreciate 
about Baby Boomers:

As a group, many Boomers are in a sort of confused or 
ambivalent state between how things were (professions 
as “professions, not “businesses,” more security and long-
term affi liations, etc.) and how they are (more cutthroat; 
less secure, free agency). The rules were changed on 
them; and now they fi nd themselves changing the rules 
while simultaneously hanging on to traditional ways.
 As the generation largely still in charge, Boomers’ heavily 
invested careers are on the line. They need to develop faith 
in new models: business models; models of behavior; and 
models of governance. They need to believe that levels 
of productivity and professionalism can be maintained 
while doing things differently. In other words, they are not 
congenitally against anything new.
 There are good opportunities for bonding through 
common “wants.” Some of these are:

•  Desire for substantial responsibility and intellectual 
challenge.

•  Need to see the big picture on career paths. 

•  A sense of social consciousness; desire to give back 
and leave a legacy.

•  Desire for fl exibility. This must be based on trust and 
merit and a willingness to be accountable.

The Gen X Squeeze
Many advisers and commentators, including me, have 
devoted much attention to the “big” generations—
Generation Y/Millennials and the Baby Boomers. It is 
hard to ignore roughly 80 million people in each of those 
generations with strong voices and fi nancial clout (both 
currently and in the future). Caught in the middle, and 
often feeling neglected, is the much smaller Generation 
X cohort of about 44 million people (U.S.).
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 By the law of supply and demand, you might guess 
that Gen X should gain signifi cantly as this generation 
gains career experience and maneuvers up the typical 
career ladder. But instead, they feel squeezed in between 
the Baby Boomers who are slow to leave and turn over 
control and clients and the newly arrived Gen Y eager 
beavers. What’s more, many Gen Xers have arrived at 
that treacherous time in the career cycle when they have 
greater demands from work and family than ever. And 
they are serious about having personal time and life 
choices. Like Gen Y, they are willing to work hard, but 
they want to do it their way.

The Road to Harmony
There are two big opportunities for surfacing differences 
among the generations and individuals within them 
and, ideally, dealing with potential attitudinal challenges 
before they became drags on professionalism and 
productivity: (1) rethinking and expanding orientation; 
and (2) building in continual cross-generational 
dialogue, particularly among work teams.

Reorienting Orientation
Dealing with potential hot spots upfront will set a 
positive tone, clarify expectations, and save a lot of time 
and negative energy in the long run.
 Following are the topics I recommend adding to fi rm 
orientation programs for both entry levels and laterals. 
They may also be appropriate for summer associates, 
as well as fi rst year associates, professional staff, young 
contract attorneys or other freelance professionals 
working in a fi rm’s offi ces. These are big picture items 
and practical skills.

•  How the perceptions of others (partners, supervisors, 
colleagues, clients) affect career progress. This would 
cover behavior, communication, attire, perceptions 
of work ethic, etc.

•  How to initiate conversations with partners and 
supervisors, and how to ask for feedback.

•  Expectations—the fi rm’s and yours.

•  How to channel creativity appropriately (and why 
certain behaviors and self-expression may hurt 
others or the fi rm).

•  Understanding the economics of a fi rm.

Facilitate Dialogue
Change occurs through open and continuing dialogue. 
One of the best ways is through facilitated dialogues 
among members of work teams. Whether the tension-
causing issues are perceived work ethic, communication 
style, fl exibility, teamwork attitudes, expectations 
regarding rewards or other challenges, it is vital to get 
the differing views out on the table in a non-threatening 
manner. Having the discussions led by a neutral party 
in an environment of respect and absence of fear of 
retribution lays a foundation for producing satisfying 
resolutions. I fi nd my mediation training is a very useful 
tool in this context.
 From articulating common goals, to listening 
respectfully to each viewpoint, to brainstorming 
new approaches, setting action steps, responsibilities, 
accountability and metrics, cross-generational dialogue 
will set work teams and other groups on a path to 
reduced stress and greater productivity. Each of the 
generations should learn from this process and celebrate 
successes together. 
 Yes, this will take some time, but not nearly as much 
time and expenditure of negative energy as ignoring the 
issues and sapping productivity while tensions fester. All 
generations (and all different viewpoints) have a right 
to a respectful forum. Not all issues are generational 
in derivation, and we must take care not to stereotype 
individuals of any group. Dialogues will be encouraged 
in any organization that aspires to be a leader in its fi eld 
and an employer of choice.
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In today’s legal environment, it is possible to have as 
many as four generations of women lawyers within 
the same fi rm or corporation at any one time. This 
environment presents these lawyers with the rare 
opportunity to interact with and learn from multiple 
generations. As younger generations enter the workforce, 
and older generations remain, much ado has been 
made of the challenges the women of these generations 
face working with each other. On the other hand, this 
generational divide presents many unique opportunities 
for professional and personal growth. 

Who is in the Offi ce?
Each generation has their own particular label and by 
now we are very familiar with these: the Traditionalist 
(born from 1922 to 1943); Baby Boomers (born between 
1943 and 1960); Generation X (born between 1965 and 
1976); and Generation Y or the Millennials (born from 
1977 to 1994).1 Each generation has its own particular 
preferences for communication that are imbued with 
unique positive attributes.

Mentoring in a Multigenerational Environment
The opportunity for mentoring in today’s 
multigenerational legal environment is something 
to which each generation should pay particular 
attention. The opportunity for those in the Gen X and 
Y years to provide a new perspective by “mentoring 
up” to the Boomers or Traditionalists is unique to a 
multigenerational work environment. Conversely, 
the women of Gen X and Y now have access to more 
Baby Boomers and Traditionalists in the workplace 
than ever before.2 The senior generations have more 
opportunity to “mentor down” to the younger lawyers. 
As with any successful and meaningful relationship, be 
it a friendship, the relationship with a spouse or that 
with a long-term client, if that relationship does not 
involve both give and take, it is doomed from the start. 
A mentoring relationship is no different than any other 
relationship. In today’s environment, the opportunities 

for such relationships to succeed should be at an all-
time high. Are we taking proper advantage? If not, what 
can we do to maximize the opportunities?

Do We Understand Each Other?
Good leaders are aware of the many different styles 
of communication existing within the groups they 
are charged with leading. To sustain a good mentor-
mentee relationship, both participants must be aware 
of the communication divide that may exist within 
their own relationship. The relationship should not 
be viewed with the mentor as the “leader” and the 
mentee as the “follower.” Both the mentor and mentee 
are leaders; they are simply from different generations 
and need to be active participants for the relationship 
to succeed. Today’s multi-generational workforce can 
lead to communication complications between senior 
and junior lawyers, but perhaps these differences can 
instead be viewed as learning tools, and the mentor-
mentee relationship is the best vehicle to educate each 
other about the different ways to communicate in order 
to be heard.

“Mentoring Dam”
The Gen X and Y lawyers whom the more senior 
lawyers are mentoring also represent an entire 
generation of businesswomen. To stay competitive, the 
senior lawyers need to understand how to talk to these 
businesswomen. For the senior lawyers, now leaders in 
charge of multiple generations, this communication 
difference does not necessarily have to complicate 
a practice. The mentoring dynamic offers a unique 
opportunity to view a particular generation’s niche 
through the mentee’s thoughts and experiences.
 The Traditionalists and Boomers are the women 
leaders that the Gen X and Y lawyers look to for 
guidance. Good leaders are able to listen to those 
around them, hear their messages, and gain from their 
ideas. Great leaders not only listen, but are able to adapt 
to the different communication styles of those around 

Mentoring Opportunities Abound Across The 
Generational Divide

By Renee F. Bergmann
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them. When good leaders listen and adapt, it is more likely 
that their message is both understood and heard. We have 
all heard a great orator give a rousing speech, but if our 
preferred method of communication is email and the 
internet, the message may not be properly communicated. 
Worse yet, that rousing speech may not be heard at all. 
For example, if that same speech is given in person, and 
published on www.youtube.com, you may fi nd multiple 
generations hearing and understanding the very same 
message via different communication modes.
 A great way for a Traditionalist- or Boomer-era mentor 
to engage in a relationship and “mentor-down” is to simply 
seek input and advice from her mentee. Engage the mentee 
in the relationship, rather than simply doling out advice. 
This makes the mentee feel her opinion is worthy and 
counts. And to be sure—it does count.
 Another example of “mentoring down” is to seek the 
mentee’s advice when discussing practice development 
issues. Changing the tone of the conversation from that 
of a teacher-student discussion to simply colleagues 
exchanging ideas brings the junior lawyer into the fold 
of the discussion. Once a junior lawyer is comfortable 
enough to offer thoughts and opinions, the senior 
lawyer will benefi t from those thoughts and opinions in 
an engaged relationship.
 Law is not a fi eld that evolves only in the traditional 
sense, but also in the societal sense. It is vital that you are 
aware of the latest case law in your fi eld, but if you cannot 
communicate the issues to your clients, the critical legal 
issues have no meaning at all. Even worse, you may fi nd 
your client looking for someone better able to communicate 
with them. The Traditionalists and Boomers among us 
should look to junior colleagues for ways to enhance 
communication skills. We may not all speak the same 
language, but it is important that we learn to speak to and 
truly hear each other in order to be understood. Today’s 
multigenerational law fi rm presents a particularly unique 
opportunity to develop these skills.

“Mentoring Up”
Mentoring Up is a concept utilized in the most 
successful mentor relationships because it involves the 
most enlightened mentors seeking input from their 
younger colleagues as well as giving them advice. It is 

the concept that a mentoring relationship is not a one-
way relationship, but rather that everyone can learn 
from those they come into contact with. As the junior 
lawyer in the relationship, it is just as important that 
you keep the relationship engaged. Don’t just appear for 
a meeting with your mentor and wait to be enlightened. 
Come armed with questions.
 Perhaps your mentor is working on a case that 
you fi nd interesting. Don’t just say so, ask if you can 
work on the case! Mentees should talk to the senior 
lawyers about what is important to them as lawyers. 
Discuss whether your needs are being met at the fi rm. 
It is the individual conversations between mentors and 
mentees that can promote positive change within an 
organization. It is this bottom-up approach to leading 
an organization that will keep the multiple generations 
working together, talking to each other, and learning 
from each other along the way.

De Facto Mentors 
Successful mentor and mentee relationships occur much 
more frequently when allowed to develop naturally, 
rather than when formally paired in a program. 
Younger lawyers can fi nd mentors from each generation 
and learn something new from each by actively looking 
for the differences between themselves and their more 
experienced colleagues. The wider a mentee’s network, 
the more rewarding her career. Young lawyers should 
look outside their fi rm to bar associations for mentors 
as well. It can simply be a more senior lawyer you look 
to as a role model as you actively consider your career 
development. Perhaps you know a very successful 
rainmaker. Maybe she is not in your practice area, or 
even in your fi rm, but you both belong to the same bar 
association section. Talk to her. Learn what you can 
from each other. In doing so, you have appointed this 
unwitting rainmaker a de facto mentor.

Bridging the Generational Divide
As the senior lawyers and the junior lawyers talk and 
listen, really listen to each other, the gap between these 
generations closes in. Keep listening ladies. 

1  2007 ABA Demographics compiled by the ABA Market Research Group illustrate that as of the year 2000 Baby Boomers are the largest 
group in the workforce today (28%).

2  The precise beginning and end date for each generation is open for debate, but is also within a few years, depending upon the source. The 
source used for this article is www.about.com.
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Introduction 
Reuben Thomas began stalking Tanica Lewis after she 
broke off their relationship and left him, taking their 
two young daughters with her.1 Thomas repeatedly 
harassed Lewis at work, called her ten times or more 
a day, and threatened her life.2 Lewis took all the right 
steps to secure her safety. She found a new apartment, 
obtained a personal protection order and told her 
apartment’s management that Thomas was prohibited 
from coming near the complex.3 Lewis also changed her 
work schedule and parking habits, so Thomas could 
not catch her on her way to or from work, and she 
notifi ed police each time Thomas violated the personal 
protection order.4 But her efforts were not enough to 
keep her home life safe. A few weeks after she moved, 
Thomas showed up at Lewis’ apartment.5 He threw 
bricks to smash through the windows of Lewis’ home 
and kicked down the door.6 

 Lewis immediately called police and reported the 
incident to her apartment’s management.7 Authorities 
fi led criminal charges against Thomas, who was convicted 
of home invasion and ordered to pay restitution.8 But the 
apartment’s management, Northend Village, took aim at 
Lewis, issuing her a 30-day notice of eviction because she 
allegedly violated the terms of her lease, which made a 
tenant liable for any damage resulting from “lack of proper 
supervision” of her “guests.” The management’s repeated 
notices to terminate her tenancy forced Lewis and her 
two children to leave on March 31, 2006, and move into 
a shelter.9 Lewis had no other option that was both safe 
and affordable.10 When she fi nally found new housing, it 
required her to pay $200 more a month in rent, commute a 
farther distance to her job, and pay more for childcare.11 
 The American Civil Liberties Union (“ACLU”) fi led a 
sex discrimination suit on Lewis’ behalf charging that the 
apartment’s policy of evicting domestic violence victims’ 

The Harsh Reality of Choosing between Safety and 
Housing: Solutions for Victims of Domestic Violence
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based on the actions of their abusers violated the federal Fair 
Housing Act12 and Michigan’s Civil Rights Act.13 Lewis’ case 
ended with a settlement agreement announced in February 
2008,14 and her case demonstrates the harsh reality faced 
by many victims of domestic violence who are forced to 
choose between safety and housing. 
 This article examines current housing protections 
available to domestic violence victims and analyzes the 
effectiveness and shortcomings of available housing laws 
and programs. Part I describes the link between domestic 
violence and homelessness and details the Violence Against 
Women Act of 2005 and other laws. Part II discusses the 
goals of these protective housing provisions and analyzes 
whether these objectives have been accomplished. And Part 
III provides a proposal for addressing additional problems 
faced by domestic violence victims. 

I. Protections for Domestic Violence Victims

A.  The Link Between Domestic Violence 
and Homelessness

Women who are living in poverty and make the diffi cult 
choice to leave their abuser and their home often end up 
without a secure place to sleep at night.15 As a result, victims 
of domestic violence often become trapped in their abusive 
situations because of housing concerns. A 2003 study of 
homeless women in Minnesota, for example, found that 
forty-six percent of them reported that they stayed in 
abusive relationships because they had nowhere to go, and 
others were afraid to call the police on their abusers because 
they feared being evicted by a landlord or being turned out 
onto the streets by the abuser who provided the housing,16 
leaving them trapped in a dangerous situation. The fears 
of domestic violence victims are not unfounded. In 2000, 
nearly 300,000 women and children were unable to access 
the emergency shelter they needed to escape from domestic 
violence. 17

 Some landlords enforce policies against domestic 
violence victims because they believe it will make their 
properties safer.18 These property managers often point to 
zero tolerance policies and federal one-strike rules which 
require evictions if any type of criminal activity occurs in 
the home.19 These rules are often stretched to cast blame on 
the victims of domestic violence, as demonstrated by Tanica 
Lewis’ case.20 Lewis’ notice of eviction stated that her “guest 
kicked in the apartment door and broke several windows, 
causing extensive property damage” and “[d]isrupting the 
quiet enjoyment of others.”21 Also troubling is the fact that 
some victims of domestic violence are refused housing 

because years of abuse have caused them to have poor 
credit, rental and employment histories.22 A 2005 survey 
found that fi fty percent of U.S. cities identifi ed domestic 
violence as a leading cause of homelessness.23 A more 
staggering statistic is that ninety-two percent of women 
who are homeless also report suffering severe physical or 
sexual abuse at least once during their lives.24 
 Living in poverty further complicates an already 
challenging housing situation for domestic violence 
victims. The rate of domestic violence is much higher for 
poor women. For example, women with annual household 
incomes of less than $7,500 are seven times more likely to 
suffer from domestic violence, compared with those who 
have annual household incomes of more than $75,000.25 
In addition, women who rent are three times more likely 
to become the victims of domestic violence than women 
who own their own homes.26 And, women living in 
poor neighborhoods are two times more likely to suffer 
domestic violence than women living in more affl uent 
neighborhoods, even if both are in economically distressed 
situations.27 Although domestic violence affects women in 
every social, ethnic and economic circumstance, women 
living in poverty will have more complex needs than 
women who have more resources readily available to them. 
28

 A severe shortage of affordable housing makes matters 
even worse. More than fi ve million American households 
are spending more than half of their income on rent, living 
in substandard housing or are doubling up with other 
families to be able to pay their rent.29 Housing assistance 
programs and shelters are under-funded and insuffi cient 
to meet the growing needs for their services.30 As a result, 
lawmakers and social service providers have tried to develop 
solutions focused on the specialized needs of victims of 
domestic violence who are living in poverty.

B.  Violence Against Women Act and Other Protective 
Housing Laws

In the last two decades, federal and state governments have 
recognized the housing challenges for victims of domestic 
violence and enacted various protections. Congressional 
studies have found a strong link between domestic abuse 
and homelessness and have recognized that victims of 
domestic violence are too frequently discriminated against 
because of the violence and instability in their lives.31 
 The Violence Against Women Act (“VAMA”), passed 
in 2005, provides protections to women who might 
otherwise lose their federal housing and also establishes 
remedies and punishments to deal with existing problems. 
Originally passed in 1994, reauthorized in 2000 and again 
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in 2005, VAWA amends federal programs to help ensure 
that women and their children are not refused housing or 
evicted because of domestic violence.32 These programs 
include public housing and Section 8 voucher programs, 
which provide subsidized housing to low-income families 
and individuals. 
 The primary protective housing provisions in Title VI 
of VAWA restrict policies that retaliate against domestic 
violence victims, provide for additional resources, and 
protect victims’ confi dentiality. These provisions include:

•  An individual’s status as a victim of domestic violence 
(which includes dating violence or stalking) cannot be 
used as a basis to deny housing or housing assistance or 
to terminate a lease. 

•  An incident of domestic violence cannot qualify as an 
incident that would invoke federal “one-strike” policies. 
The statute states that an incident of actual or threatened 
domestic violence does not qualify as a “serious or 
repeated violation of the lease” or “good cause for 
terminating the assistance, tenancy, or occupancy rights 
of the victim.”

•  Housing agencies and landlords accepting Section 8 
vouchers are required to honor court orders that address 
rights of access to property or control of the property.

•  Public housing agencies and landlords accepting Section 
8 vouchers also may bifurcate a lease to evict an abuser 
or terminate the abuser’s public assistance, while also 
allowing the tenant-victim to remain.

•  Section 8 vouchers are “portable,” meaning that domestic 
violence victims are allowed to move when required for 
their safety and to keep their public assistance. 

•  To protect the confi dentiality of domestic violence 
victims, public housing agencies and landlords accepting 
Section 8 vouchers may not enter personally-identifying 
information into shared databases.33 

These protective provisions cover victims of domestic 
violence, dating violence and stalking who are tenants in 
federal public housing and programs that accept Section 
8 vouchers.34 An individual qualifi es as a victim after a 
single incident of domestic violence, dating violence or 
stalking.35 And all public housing projects and all landlords, 
owners and managers who participate in the Section 8 
voucher programs are required to comply with VAWA 
requirements.36 In addition, if a state or local law would 

provide greater protection to domestic violence victims, 
VAWA requires that landlords comply with the terms of the 
more protective provisions. 37

 Other laws that provide protections include the federal 
Fair Housing Act, which is a part of the Civil Rights Act of 1968 
and prohibits landlords from discriminating on the basis of 
sex.38 The ACLU, which brought the suit on Tanica Lewis’ 
behalf, used a violation of the Fair Housing Act as a basis for 
its lawsuit, but the organization reports that few courts have 
addressed whether the Fair Housing Act applies to domestic 
violence victims.39 A Vermont federal court in 2005 was the 
fi rst to issue a ruling that discriminating against domestic 
violence victims represented sex discrimination in violation 
of the Fair Housing Act. In Bouley v. Young-Sabourin, the 
Vermont court found that the Fair Housing Act provides 
protection for tenants when their landlord attempts to evict 
them following an incident of domestic violence.40 Other 
courts have acknowledged that discrimination against 
domestic violence victims is unlawful when it is based on 
“gender stereotypes.”41 In addition, the ACLU suggests that 
policies that discriminate against domestic violence victims 
would likely qualify as unlawful sex discrimination because 
of their disparate impact on women. 42

 Other laws that offer housing protection to women 
include local human rights laws. For instance, the ACLU’s 
suit on Lewis’ behalf also alleged that the landlord’s actions 
violated Michigan’s Civil Rights Act.43 In addition, some 
states and municipalities have enacted anti-discrimination 
laws that offer more protection than federal statutes 
and cover more housing providers than federal housing 
agencies and Section 8 landlords. The human rights law 
in Washington D.C. offers wide-ranging protection with 
broad language. The law prohibits landlords from refusing 
to make “reasonable accommodations” that are necessary 
to maintain a tenant’s confi dentiality or to ensure her safe 
use of the property.44 In addition, Washington state law has 
a provision that allows victims of domestic violence to sue 
landlords if they violate anti-discrimination housing laws 
and to recover damages, court costs and attorney’s fees. But 
some state laws offer protection for landlords as well. For 
example, in Oregon, landlords are allowed to terminate 
the lease of a domestic violence victim if she allows the 
offender onto the property and the safety of other tenants 
is in jeopardy.45 
 Another important provision in many states is the ability 
for victims of domestic violence to terminate their lease 
before their contractual obligation ends without forfeiting 
deposits and prepaid rent and without making themselves 
liable for future rental charges. In Colorado, domestic 
violence victims may terminate their lease immediately and 
pay only the next month’s rent without incurring any further 
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liability.46 Other states, including New York, allow a victim 
to break a lease with as little as ten days’ notice.47 Illinois 
allows tenants to immediately end their lease with written 
notice if a court fi nds that either the tenant or a member of 
the tenant’s household faced a “credible, imminent threat” 
of domestic or sexual violence.48 
 In addition, most states allow tenants to successfully 
defend against a potential eviction if the eviction was 
caused by an incident of domestic violence. Much like 
the federal protection offered in VAWA, some states have 
provisions that allow for the bifurcation of a lease so that 
a victim can keep her housing while an alleged abuser is 
evicted. In addition to allowing a landlord to bifurcate 
leases beginning in 2007, Indiana law also ensures that a 
perpetrator who is excluded from housing because of a 
court order is still liable for continued lease payments.49 
Arkansas law allows landlords to evict a domestic abuse 
offender, even if the offender is not named on the lease, 
but the law stops short of providing continued housing 
for the victims of domestic violence.50 

II. Analysis of Effectiveness of VAWA

A. Protective Housing Laws At Work 
Since the VAWA was originally passed in 1994, advocates 
have praised the law for its effectiveness in addressing many 
of the housing needs of victims of domestic violence and 
their families. VAWA has effectively brought an end to a long 
string of housing abuses and discrimination. As recently as 
2002, the U.S. Supreme Court upheld the one-strike policies 
of public housing that allowed landlords to evict tenants if 
they or their guests were arrested for having guns or drugs 
on the property—even if the tenant was unaware that any 
criminal activity was taking place.51 The zero-tolerance 
policy made no exception for victims of domestic violence 
in cases where the charges were dropped or where the 
person was found not guilty. Writing for the majority, Chief 
Justice Rehnquist presumed that the same external factors 
contribute to both drug crimes and domestic violence 
crimes and rested his reasoning on the false assumption 
that domestic violence is comparable to other crimes.52 In 
fact, although domestic abuse is a crime of violence, it is 
distinct from other crimes because it is based on power and 
control—as opposed to anger or addiction—and it often 
happens in the privacy of the abuser’s home.53 The ruling 
put victims of domestic violence in jeopardy of losing their 
housing and provided for no safety net. VAWA now allows 
for both the guarantee of housing and the safety net—
although the funding for the latter has fallen short. 

B.   Protective Housing Laws Fall Short on Funding and 
Meeting Other Stated Goals.

Despite the many added protections and resources provided 
by VAWA and its state law equivalents, such laws still fall 
short in many respects—both in meeting their stated 
objectives and in providing the full gamut of protection 
that is needed for victims of domestic violence. The most 
obvious of these shortcomings is the lack of funding. The 
2005 version of VAWA authorized a stunning $3.3 billion to 
support VAWA programs over fi ve years, but the bill merely 
sets forth a spending limit. The bill itself does not provide the 
much-needed funding. For each of the fi ve years authorized 
in the bill, Congress needs to approve legislation that 
would appropriate a specifi c amount for each of the VAWA 
programs. And, the bill provides no assurance that Congress 
will appropriate the $3.3 billion or any amount at all.54 The 
struggling economy, Iraq war and budget cuts have yielded 
less money for social service programs, including VAWA.55 
President Bush’s 2007 budget failed to include enough 
funding for many of the VAWA programs and services that 
were previously established. As Kerry Hyatt Blomquist, the 
legal counsel for the Indiana Coalition Against Domestic 
Violence noted, signing the bill into law provided President 
Bush “a glorious photo op,” but VAWA cannot be completely 
effective until Congress fully funds its programs.57 
 In many ways, the VAWA’s social programs pay for 
themselves. In the fi rst six years after VAMA’s initial passage in 
1994, at least $14.8 billion in taxpayer savings was generated 
by averting the social costs of domestic abuse.58 There is 
also a greater cost to society when much-needed programs 
do not receive the necessary funds. Prisons, courtrooms, 
hospital emergency rooms and morgues see added costs 
because of domestic violence.59 The federal Centers for 
Disease Control reports that the health-related costs for 
domestic abuse, including assault, stalking, homicide and 
rape committed by intimate partners, are more than $5.8 
billion annually.60 But there has been no increase in funding 
for the much-heralded VAWA since 2003.
 One unfunded VAWA grant programs is designed to 
foster collaboration between federal and local agencies to 
create long-term affordable housing for domestic violence 
victims who have lost their homes or who are at risk of 
becoming homeless.61 Through the use of partnerships 
between housing agencies, victim service providers and 
other groups, the grant program is intended to provide 
incentives to allow victims of domestic violence to achieve 
stable, long-term housing. Programs like these offer long-
term solutions by using all available resources instead of 
creating temporary fi xes and must be funded for domestic 
violence victims to recognize that they can escape an abusive 
situation and fi nd safe and affordable housing.
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 The gross shortage of affordable housing only 
complicates a diffi cult situation for victims of domestic 
abuse. VAWA does not provide a domestic violence 
victim any guarantee that she will receive housing. Nor 
does it give a victim any priority in the long waiting lists 
for public housing. Victims of domestic violence are not 
necessarily more entitled to the public housing compared 
to other people who need it, but because they often stay 
in dangerous situations due to a lack of housing, another 
solution must be found to meet their needs. In the last 
decade, the nation has seen a real estate boom that led to an 
increase in housing for people with higher incomes, but the 
cost of that growth was an increase in the number of people 
who were forced to pay more than half of their incomes on 
housing or were forced to the streets. With more than fi ve 
million families who are homeless, living in substandard 
housing or paying an excessive portion of their income on 
housing, the affordable housing crisis must be addressed 
simultaneously with domestic abuse.62 
 Another shortcoming of protective housing laws is 
that state laws often offer less protection than the federal 
VAWA. Because VAWA only binds federal public housing 
agencies and landlords that accept Section 8 vouchers, 
state laws are needed to provide the same protections to 
victims of domestic violence on a wider scale. Without 
state protections, many victims of domestic abuse would 
have little, if any, recourse. In Oregon, for example, state law 
provides some protection by allowing victims of domestic 
violence to terminate their leases if necessary to ensure 
their safety. But it does not offer the additional and much-
needed protection of defending against eviction.63 States 
that have modeled their own laws after VAWA come closer 
to providing the full gamut of needed protection.
 In addition, another pitfall of VAWA and its state law 
equivalents is a lack of education—of both the landlords 
who are supposed to follow the laws and the tenants who 
are supposed to be protected. Many tenants do not know 
they have an absolute defense against eviction if the eviction 
was caused by an incident of domestic violence. And many 
landlords do not know that they cannot deny a rental 
application because of a criminal incident in an applicant’s 
past if that incident is caused by domestic violence. VAWA 
contains some provisions that would inform tenants and 
public housing agencies of these protections, including 
requiring public housing agencies to provide tenants 
notice that an incident of domestic violence does not 
invoke a one-strike policy and notifying them that victims 
are protected through confi dentiality provisions. This 
information is required to be in the lease and in contracts 
between public housing agencies and Section 8 landlords.64 
But it is unknown if tenants notice these new rights. Leases 

are notorious for their legalese and excessive length and 
many tenants probably sign them without learning of 
the new VAWA protections available to them. In addition, 
people living in poverty traditionally have less access to 
information and would likely be less informed about their 
rights under VAWA and similar laws. More information 
must reach victims of domestic violence so that they can 
take full advantage of the protections available. 

III.   A Proposal for a More Effective Protective Housing 
Law for Victims of Domestic Violence Who Live 
in Poverty

A proposal for a more effective protective housing law can 
be shaped by examining the benefi ts and shortcomings 
of the protective provisions in VAWA and similar state 
laws. These provisions have provided valuable tools and 
resources for victims of domestic violence, dating violence 
and stalking, but they could reach many more victims if 
they were broadened. More importantly, the federal VAWA 
only holds public housing agencies and Section 8 landlords 
accountable. Although state laws reach more housing 
providers, private housing policies are also needed to ensure 
that all victims of domestic violence receive the protection 
needed to ensure their safety and home security.
 The best model of this extensive protection is illustrated 
by the settlement reached by the ACLU in Tanica Lewis’ 
lawsuit. The settlement went beyond federal housing laws 
by affi rmatively providing that tenants who have suffered 
from domestic abuse may terminate their leases early.65 The 
settlement also provides that relocation may be provided for 
tenants who must fl ee their homes to ensure their safety.66 
The relocation assistance can work similarly to the Section 
8 voucher portability provided for in VAWA, which allows 
tenants to transfer their vouchers to another property. 
Large management companies, such as Lewis’ landlord, 
Management Systems, Inc., can use their extensive property 
holdings to offer their tenants the same fl exibility. The 
ACLU settlement recognized that property management 
companies can help a domestic violence victim escape 
a dangerous situation by allowing a tenant to transfer a 
lease and relocate to another property. This policy allows 
a tenant to quickly fi nd safe housing without suffering the 
added fi nancial burden of incurring liability for the lease 
term and losing security deposits and prepaid rent. 
 An additional model for providing relocation 
assistance can be found in Florida.67 Florida law provides 
for one-time payments of up to $1,500 to help victims of 
domestic violence relocate. The maximum benefi t under 
the program is $3,000. To qualify, Florida residents must 
meet several requirements, including providing proof that 

“Victims of 

domestic 

violence are not 

necessarily more 

entitled to the 

public housing 

compared to 

other people 

who need it, 

but because 

they often stay 

in dangerous 

situations due to 

a lack of housing, 

another solution 

must be found to 

meet their needs.” 
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a domestic violence offense occurred and demonstrating 
that the incident was reported to authorities.68 A state-
certifi ed domestic violence center also must certify the 
victim’s need for the assistance and assert that the victim 
is both cooperating with authorities and has developed 
a safety plan.70 These requirements would provide the 
necessary safeguards to ensure only those who truly need 
the assistance would receive the limited funding. A model 
protective housing law should include similar provisions 
for relocation assistance and the funding for the program. 
 In addition to this relocation assistance, a model 
program should provide for continued fi nancial 
assistance where possible as is found in the U.S. territories 
of Guam, the Northern Mariana Islands, and the Virgin 
Islands.71 In these island nations, for instance, a victim of 
domestic violence may maintain possession of a rental 
property if it was shared with the offender—while the 
offender is evicted.72 The policy works like the VAWA lease 
bifurcation provision. But the islands add an additional 
requirement that if the offender has a duty to support 
the victim or minor children who are living in the rental 
housing, the offender could be court ordered to continue 
paying the rent. Or, the offender can provide “suitable 
alternative housing” through a consent agreement.73 
These laws establish a domestic violence victim’s ability 
to enforce her rights—not only to housing but to the 
fi nancial support to which she is legally entitled. 
 A more obvious way to improve the current protective 
housing laws is to provide the funding. Appropriations for 
VAWA have fallen short every year since it was originally 
passed in 1994. Under the current VAWA, the authorized 
funding has not been provided for innovative prevention 
and other programs, including rape crisis centers and 
programs that provide assistance to children who witnessed 
violence.74 One program authorized $10 million for public 
housing agencies to create programs to address domestic 
violence and allowed for the best practices demonstrated by 
the various programs to serve as national models.75 
 President Bush’s budget for the 2008 fi scal year includes 
an impressive $421.6 million for VAWA programs, but that 
appropriation falls $406.4 million short of the amount 
Congress authorized in 2006.76 More problematic is that 
President Bush’s budget request proposes putting all 
VAWA programs into one block accessible by all programs, 
which would sidestep Congress’ intent to create separate 
programs with their own funding.77 The disparity caused 
some advocacy groups, such as the National Coalition 
Against Domestic Violence, to urge Congress to reject 
Bush’s proposal. It would be easy for lawmakers to use the 
diffi cult economic times as justifi cation for cutting VAWA 
funding. But it is important to note that fi nancial stress only 

serves to increase domestic violence, which makes funding 
during diffi cult times even more essential to keep victims of 
domestic violence safe. 
 In addition, a model protective housing program only 
works with increased awareness and education of the 
requirements and resources available. Any new program 
would depend on both housing providers and tenants being 
aware of their rights and responsibilities. Some states have 
taken the extra step of ensuring this awareness. In Iowa, 
legislation is pending that would pay for the creation and 
distribution of brochures with information to landlords 
and property managers about the dangers of domestic 
violence.78 The brochure would also encourage housing 
providers to assist victims with relocation when possible.79 
Similar efforts should be made to ensure that tenants are 
educated about their rights. Providing information on a 
wider scale would allow the available assistance to reach 
those who need it most.

IV.  Conclusion
The protective housing provisions currently in place offer a 
great deal of support and resources to low-income victims 
of domestic violence, dating violence and stalking. Without 
this protection, many more domestic violence victims 
and their children would be forced into the objectionable 
position of choosing between their own safety and housing. 
Not only do laws such as VAWA provide protection against 
the discrimination domestic violence victims have suffered 
for decades, but they also provide important resources to 
help victims achieve long-term stability. The assistance 
provided by these laws pays for itself—not only by saving 
lives and keeping survivors out of harm’s way but also by 
reducing the great social costs of domestic violence in the 
healthcare, social service and judicial systems.
 Before the developments in this area over the last two 
decades, many victims were refused public and subsidized 
housing or they were unfairly evicted because of the 
domestic violence in their lives. Because of this harsh 
reality, many victims made the tragic choice of staying in 
a dangerous situation so they could hold onto an adequate 
place to sleep at night. Much progress has been made, but 
advocacy groups, municipalities, states and the federal 
government should take on the challenge of creating a 
more far-reaching protective housing law. The model 
described in this article requires adequate funding for 
housing programs as well as additional education for both 
landlords and tenants. In addition, this model would ideally 
hold private housing providers accountable in the same 
way VAWA obligates public housing agencies and Section 
8 landlords. And, the proposed housing protections would 
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Killer Heat begins with a gruesome tableau illustrating 
the book’s title: a beautiful young woman has been 
transformed—by a brutal killer and several days in an 
abandoned building during a major heat wave—into a 
ghastly corpse, and a matter for the city’s Special Victims 
Unit (SVU). Our intrepid heroine, prosecutor Alexandra 
Cooper (Alex for short), is on the crime scene a few 
minutes after midnight, choking on a cigar provided by 
her gruff sidekick, Detective Mike Chapman, in a vain 
attempt to mask the overwhelming stench of death. 
The District Attorney had assigned her to help the SVU 
investigate the case of a missing young redhead, but 
when an auburn wig slips off the victim’s head as she is 
taken away by the medical examiner, Alex realizes that 
this particular unfortunate woman is not the one she 
was seeking. Once the true redhead is eventually found 
(dead, of course), Alex Cooper and her team begin to 
tally commonalities between the murders, and soon fi nd 
themselves in the midst of a serial murderer’s summer 
killing spree. His modus operandi seems to recall that 
of “BTK,” an actual serial killer captured several years 
ago in Wichita, Kansas, who earned his grisly moniker 
by binding, torturing and killing at least ten innocent 
people, most of them women with the misfortune of 
catching his depraved eye.
 A distinguishing feature of Linda Fairstein’s suspense 
series is the intermingling of news ripped from the headlines 
and the intricate plots of her fi ction novels. This is not 
surprising, since her protagonist, Alex Cooper, is modeled 
on “a younger, thinner, blonder me,” author Linda Fairstein 
modestly admits.1 Killer Heat is the 10th novel by the former 
New York City prosecutor, who for twenty-fi ve years, from 
1976 until 2002, headed the Sex Crimes Prosecution Unit 
based in Manhattan.2 Fairstein began writing in 1993, 
while still at the District Attorney’s offi ce, starting off with 
a work of non-fi ction, Sexual Violence: Our War Against 
Rape. She next turned to writing crime novels featuring 
Alex Cooper and combining Ms. Fairstein’s passion for 
the history of New York with the unique expertise she 
gained in prosecuting some of the city’s most infamous 
sex offenders. Known as “hell on heels” for her prowess in 
the courtroom as well as her sartorial style,3 Ms. Fairstein’s 

caseload included several notorious prosecutions, among 
them Robert Chambers (a.k.a., “The Preppie Killer”), Dr. 
Marvin Teicher (a Manhattan dentist who anesthetized 
and sexually assaulted his women patients), and the Central 
Park Jogger case. Since retiring as a prosecutor in 2002 to 
pursue writing, Ms. Fairstein has also continued to serve as 
a highly sought-after lecturer, consultant and commentator 
on high-profi le cases involving sexual offenses. 
 In Killer Heat, Ms. Fairstein deftly spins a quick-
moving plot out of the latest developments in 
criminal law, current events, and her own courtroom 
experiences, producing a taut thriller whose legal 
accuracy and realism make it easy for lawyer/readers 
to suspend disbelief and enjoy the suspense. As befi ts a 
former prosecutor, the author tells her story with a keen 
eye for the victim’s perspective. In fact, she dedicates 
this novel to a woman named Kathleen Ham, who 
had courageously testifi ed against her knife-wielding 
attacker in a 1974 trial ended by a hung jury.4 In those 
days, shame and social stigma—exacerbated by the 
defense’s largely untrammeled ability to grill victims on 
their sexual pasts—made taking the stand as a witness 
to one’s own rape an absolutely heroic, if not quixotic, 
act. In one subplot, Alex Cooper exploits developments 
in DNA fi ngerprinting, fi rst accepted in courtrooms in 
1989 and routinely catalogued today in the FBI’s CODIS 
(Combined DNA Index System), to retry a middle-aged 
serial rapist who had evaded justice for decades. One 
of his victims, having built a successful life since but 
still psychologically scarred by her ordeal as a young 
woman, publicly steps forward with a courage and 
determination very much like that of Ms. Ham, whose 
second bid for justice recently succeeded in real life. 
 Stunning technological advances in DNA collection 
and analysis make reviving such once-hopeless “cold 
cases” possible for today’s prosecutors, while providing 
plenty of material for skillful authors such as Ms. 
Fairstein to produce riveting courtroom drama. Ms. 
Fairstein, or rather Alex, also frequently takes a measure 
of satisfaction—despite the grim nature of her duties—
in noting some positive developments in the law and 
the profession refl ective of the progress of women in 

Killer Heat
by Linda Fairstein

Reviewed by Colonel Maritza Sáenz Ryan
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society. These developments, which arguably have led 
to more successful prosecutions of sexual predators, 
include a striking increase in the number of women 
involved in today’s less sexist criminal justice system as 
prosecutors, judges, and even jurors; the establishment 
of more prosecution and investigative units specially 
dedicated to solving and prosecuting sex crimes; and 
more enlightened evidentiary rules, such as state and 
federal “Rape Shield” laws, to prevent the kind of 
meaningless humiliation and unnecessary suffering 
endured by, among others, Kathleen Ham. 
 Back to the book’s shadowy serial killer, still at large: 
his body count is rising, the New York City media is 
pushing the public’s panic button, and yet another young 
woman goes missing, but Alex Cooper and the SVU—
armed with the latest in forensic tools and techniques, 
from DNA to forensic entymology to psychological 
profi ling—are right on his grisly heels. Ms. Fairstein’s 
reputation for meticulousness in preparing for her 
courtroom battles shows in the details she deploys so 
effectively throughout the book, not least in creating 
the backdrops and settings for Killer Heat. As she notes 
on her website,5 the author enjoys bringing the history 
of often obscure sites in and around the city alive to 

the reader (often in a macabre manner through their 
connection to dead bodies, but then this is a murder 
mystery). Of particular interest to this reviewer, gruff 
but unswervingly loyal Detective Chapman turns out to 
be an enthusiastic military history buff. His encyclopedic 
knowledge of martial trivia ultimately proves invaluable, 
as it becomes increasingly apparent that the killer has a 
multi-faceted military connection. The team doggedly 
traces him and his dreadful handiwork to militarily 
signifi cant sites around the city, from Jamaica Bay to 
Governor’s Island to scenic but deserted Bannerman’s 
Island just across from the U.S. Military Academy at 
West Point (much too close to home for this reviewer!). 
Alexandra Cooper—whose personal safety seems to 
be under constant threat from former defendants and 
others less than thrilled with her prosecutorial zeal— 
even makes a serious, perhaps fatal misstep that puts 
her directly in line to become the serial killer’s latest 
victim. Unwittingly, the always stylish Alex plays into 
this dangerous predator’s twisted, relentless fetish for— 
something we will have to leave to potential readers of 
Linda Fairstein’s superbly penned, enlightening as it 
is chilling, “beach read,” Killer Heat, to investigate for 
themselves… 
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Upcoming Events

THURSDAY AND FRIDAY, 

NOVEMBER 6 -7, 2008

NAWL Fourth Annual General 
Counsel Institute 

THE WESTIN NEW YORK 

AT TIMES SQUARE

NEW YORK, NY 

All senior women in-house counsel are invited to attend this event. 
Mark your calendars for the NAWL Fourth Annual General Counsel 
Institute. This popular event is targeted to experienced, motivated women 
in-house counsel who want to build top-tier professional and management 
skills. This year’s conference will focus on what it takes to support the 
business and provide leadership in the face of the tumultuous economic and 
political developments that will undoubtedly shape where companies—and 
careers—are headed.

GCI is a unique opportunity to network with a dynamic group of women in-
house counsel from across the country. You will attend plenary and interactive 
workshop sessions on key issues of signifi cance to in-house counsel and 
chief legal offi cers, and develop skills that foster personal and departmental 
success. GCs and other professionals discuss, in a collegial environment, the 
knowledge and skills you need to grow professionally. Previous attendees 
have represented Fortune 500 corporations, governmental entities, not-for-
profi ts and small private companies. 

> Register at www.nawl.org.

NOVEMBER 12, 2008 

Connect, Listen and Learn 

2:00 P.M. EST

TELECONFERENCE

The Comeback: Seven Stories of Women Who Went from Career to Family and 
Back Again, by Emma Gilbey Keller.

We’ve all heard the chatter in the media about off ramps and on ramps, 
decreased earning power, increased competition, too much re-adjustment, 
too little fl exibility, no jobs, no hope—nothing to look forward to.  Women 
are used to being told that once we get off the career track, we can’t go back 
on.  In The Comeback, Emma Gilbey Keller proves that this isn’t true: more 
and more, companies today are looking at the value of hiring returning 
mothers.  In this encouraging book, Keller tells the stories of seven very 
different women who sought to strike a balance between demanding careers 
and budding families.  The Comeback provides the diverse role models 
needed to help women create the multidimensional lives that they desire.

> To register, please email nawl@nawl.org

DECEMBER 10, 2008  

Connect, Listen and Learn 

2:00 P.M. EST

TELECONFERENCE

Bringing in the Rain: A Woman Lawyer’s Guide to Business Development, 
by Sara Holtz.

The coming of the new year is a great time to think about strategies for 
creating business.  In this discussion, Sara will offer successful approaches 
to making rain and lead you to consider an exciting business development 
plan for 2009.

> To register, please email nawl@nawl.org
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Upcoming Co-Sponsored Programs

OCTOBER 23 AND 

NOVEMBER 15, 2008

American University 
Washington College of Law 
Lawyer  Re-Entry Program 

9:00 A.M. - 5:00 P.M.

WASHINGTON, D.C. 

$2,500 – REDUCED FEE AND/

OR SPONSORSHIP SUPPORT 

MAY BE AVAILABLE.

Reconnect, Refocus and Reclaim your Legal Career 
A six-day program, from 9:00 A.M. – 5:00 P.M. on Fridays and Saturdays 
in October and November with three individual coaching sessions—one 
during the program and two post-program.  

The decision to re-enter the legal profession after an absence may feel 
daunting—but it needn’t be so. The Washington College of Law Lawyer Re-
Entry Program makes this transition a rewarding, exciting, and energizing 
process. This program  will prepare you to renew your legal career in a way 
that works for you, your life, and your family.

The faculty and professional coaches who designed the program appreciate 
the work/life challenges many lawyers face. In the program, you will explore 
career options, update your knowledge, and refresh your job search skills. 
You will also work one-on-one with a professional coach to create a personal 
action plan for re-entry into the profession. You and your coach will meet 
individually during the second week of the program and two times after 
the program to sustain your re-entry efforts. Washington College of 
Law’s exceptional faculty, together with experts in the fi eld of career and 
professional development, lead and facilitate this program. The Program 
is co-sponsored by the Women’s Bar Association of DC and the National 
Association of Women Lawyers.

>  Register at www.wcl.american.edu/reentry/ or call 202-274-4138 or 

email lawyer.reentry@wcl.american.edu.

NOVEMBER 12, 2008 

The Career Relaunch Forum

GEORGE WASHINGTON 

UNIVERSITY MARVIN CENTER

WASHINGTON, D.C.

$95 NAWL MEMBERS

$125 NON NAWL MEMBERS

To receive the discount, registrants 

who are NAWL members should 

type NAWL in the “Where did 

you hear about us” box on the 

online registration form. They 

will then receive a $30 credit 

within 48 hours of registering. 

A one-day return to work conference for mid-career professionals on career 
break looking for strategies and advice on resuming careers after time out 
of the workforce.

Agenda includes:
•  Back on the Career Track co-authors’ keynote: “The 7 Steps To 

Relaunch Success”
• Panel of Employers describing work-life and women’s initiatives
• Advice from successful relaunchers
• Networking opportunities with employers and fellow relaunchers

Dynamic Breakout Sessions will cover:
• Marketing Yourself
• Assessing Your Career Options

The forum provides attendees with unprecedented access to career reentry 
resources and expert advice. Participants will leave with an early stage return-to-
work plan and strategies and contacts for a successful career relaunch.

> Register at www.careerrelaunch.com.
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Recent NAWL Programs Recent Co-Sponsored Programs

JULY 16, 2008

NAWL Annual Luncheon

WALDORF=ASTORIA HOTEL, NEW YORK, NY

Almost 1,000 attendees enjoyed the spectacular 
2008 Annual Luncheon at the Waldorf=Astoria 
Hotel in New York, where we celebrated NAWL’s 
achievements and honored NAWL award recipients! 
NAWL honored Dean Elena Kagan of Harvard Law 
School; the DuPont Legal Department; Helaine M. 
Barnett, President of the Legal Services Corporation; 
the Hon. Deborah A. Batts of the Southern District 
of New York; and Professor Suzanne B. Goldberg of 
Columbia Law School. 

TUESDAY, JULY 15, 2008 

NAWL Networking Reception benefi ting: 
The Bottomless Closet

Old and new friends joined together at NAWL’s 
Networking Reception on July 15 at McDermott 
Will & Emery, benefi ting The Bottomless Closet. 
Attendees brought gently used fashion accessories—
business appropriate shoes, scarves, jewelry, purses 
and used them to accessorize suits provided by 
LexisNexis.  

WEDNESDAY, JULY 16, 2008

Ethical Issues in Inside/Outside 
Counsel Relationships

NIXON PEABODY LLP, NEW YORK, NY

SPONSORED BY: LEXISNEXIS®MEALEY’S™

WEDNESDAY, JULY 16, 2008 

Flexing the Workplace: New Ways to 
Get Work Done & Build Careers

DAVIS POLK & WARDWELL, NEW YORK, NY 10017

THURSDAY, AUGUST 7

Equalitea Tea/Rally/Reception 

AT THE ABA ANNUAL MEETING

HILTON NEW YORK

SPONSORED BY THE ABA COMMISSION ON WOMEN 

IN THE PROFESSION AND CO-SPONSORED BY NAWL

The Equalitea, a tea/rally/reception, concluded the 
ABA Day of Equality by bringing together hundreds 
of people for celebration and inspiration. It celebrated 
all the ABA Commission on Women in the Profession 
has accomplished in the past 20 years; highlighted and 
thanked the CLE program participants of the Day of 
Equality; and issued a call to action regarding the work 
that still needs to be done to achieve full equality for 
women in the profession.

AUGUST 8, 2008 -- NEW YORK

The Conversation

CO-SPONSORED BY NCWBA AND NAWL

NAWL and the National Conference of Women’s Bar 
Associations gathered women leaders from fi rms and 
women’s bar associations from all over the county who 
discussed the successes, challenges and future efforts 
to drive the advancement of women lawyers forward. 
Designed as a combination of small group and full group 
discussions, The Conversation was facilitated by Karen 
Kahn and John Mitchell, of the national consulting and 
coaching fi rm KM Advisors. The meeting concluded 
with the creation of a list of the critical next steps 
needed to support each leader’s efforts in accelerating 
their agendas for success.  



34 National Association of Women Lawyers  :  the voice of women in the law

Sharon Bridges, will serve as the Deputy Chief of Staff 
to newly installed National Bar Association President 
Rodney G. Moore. Attorney Bridges will work closely 
with President Moore on association issues and 
initiatives. Attorney Bridges also serves the NBA as 
Board Member At Large, Chair-Healthcare Law Section 
and Advisory Board Member for the Commercial Law 
Section. Founded in 1925, the National Bar Association 
is the oldest and largest association of African American 
attorneys and judges in the country.

Beth Kaufman, of Schoeman, Updike & Kaufman LLP, 
was appointed by New York City Mayor Michael R. 
Bloomberg to serve on the Mayor’s Advisory Committee 
on the Judiciary. The Committee’s mission is to recruit, 
evaluate and nominate highly qualifi ed judicial 
candidates for appointment and to evaluate incumbent 
judges for reappointment to the New York City Criminal 
Court and Family Court and, for interim appointments, 
to the New York City Civil Court.

Stephanie Scharf, of Schoeman, Updike & Kaufman LLP, 
recently participated on a panel entitled “Impact of 
Attrition of Women in Large Firms on Judicial Diversity 
and Judicial Independence” at the National Association 
of Women Judges MidWest Regional Conference. 

Dr. Sunwolf, Associate Professor of Communication 
and Visiting Professor of Law, Santa Clara University, 
California, has recently published two books: “Practical 
Jury Dynamics2: From One Juror’s Trial Perceptions to 
the Group’s Decision Making Processes” (LexisNexis) 
and “Peer Groups: Expanding Our Study of Small 
Group Communication” (Sage Publishing). Dr. Sunwolf 
was a featured speaker on jury dynamics at the Florida 
Bar Association Annual Convention and the National 
Association of Criminal Defense Attorneys, Las Vegas.

McDonald Law Group, LLC (MLG) located in Florham 
Park, New Jersey, announces that Kirsten Scheurer 
Branigan joined MLG as a member of the fi rm serving 
as Chair of the fi rm’s Employment Law group. Kirsten 
is the recipient of numerous awards, including the Alice 
Paul Equality Award, NJ BIZ FORTY under 40 Award, 
Professional Lawyer of the Year Award, and the Kirsten 
Scheurer Branigan Presidential Leadership Award, 
created in her name by the New Jersey Women Lawyers 
Association (NJWLA). She was recently recognized by 
NJ BIZ as a “Mover and Shaker” in the legal industry due 
to her efforts in steering the revitalization of NJWLA.

Schoeman, Updike & Kaufman, LLP announced that Mary 
L. Smith and Sarah R. Marmor have joined the fi rm in its 
Chicago offi ce. Mary L. Smith joins the Firm as Partner in 
the Litigation and Corporate Governance, SEC Defense 
and Investigations Law Practices. Ms. Smith specializes 
in securities enforcement and compliance; corporate 
governance; complex litigation; class action litigation; and 
securities litigation. She is one of thirteen members of the 
American Bar Association’s Commission on Women in 
the Profession. She is also a member of the Chicago Bar 
Association’s Board of Managers. Ms. Smith received her 
J.D. from the University of Chicago School of Law, cum 
laude, where she was a member of the Law Review and 
her B.S. from Loyola University of Chicago, magna cum 
laude. Sarah R. Marmor joins the Firm as Counsel in the 
Litigation, Pharmaceutical, Biotech, Device and Chemical, 
and Employment Law Practices. Ms. Marmor has extensive 
experience in mass tort and product liability litigation, 
having participated in national trial teams for breast implant, 
tobacco, asbestos and “toxic mold” litigation. Other areas of 
specialty include private equity, commercial, employment 
and consumer fraud litigation. Ms. Marmor also has 
substantial experience in entertainment law, business ethics 
and corporate governance matters. She received her J.D. 
from Northwestern University School of Law, magna cum 
laude, where she received the Order of the Coif and her B.A. 
from Princeton University, magna cum laude. 

Member News Law Firm News

NAWL NEWS



WLJ  :  Women Lawyers Journal  :  Summer  2008 35

LAW FIRM MEMBERS

A. Kershaw PC, Attorneys & 
Consultants

Alston & Bird LLP

Arent Fox LLP

Baker, Donelson, Bearman, 
Caldwell, & Berkowitz, PC

Beery, Elsner & Hammond, LLP

Bodyfelt, Mount, Stroup, Blank 
Rome LLP

Bressler, Amery & Ross, P.C.

Brinks Hofer Gilson & Lione

Brune & Richard LLP

Bryan Cave LLP

Buchanan Ingersoll & Rooney PC

Chapman & Cutler LLP

Cooley Godward Kronish LLP

Cooper & Walinski L.P.A. 

Cox & Osowiecki, LLC

Davis & Gilbert LLP

Dorsey & Whitney LLP

Drew Eckl & Farnham, LLP

Duane Morris LLP

Fenwick & West LLP

Fine Kaplan and Black RPC

Gailor, Wallis & Hunt, PLLC

Goodwin & Procter LLP

Gordon, Hargrove & James, P.A.

Griffi th, Sadler & Sharp, PA

Hall Estill

Hartline, Dacus, Barger

Hinshaw & Culbertson LLP

Hirschler Fleischer, P.C.

Kilpatrick Stockon LLP

KSJ Law, LLC

Kutak Rock LLP

Lindabury, McCormick, 
Estabrook & Cooper P.C.

Locke Reynolds LLP

Lowenstein Sandler P.C.

Mayer Brown LLP

McCarter & English LLP

McDonald Law Group, LLC

McDonnell & Associates

McKool Smith

Milbank Tweed Hadley & 
McCloy LLP

Nelson Mullins Riley & 
Scarborough LLP

Nixon Peabody LLP

Ogletree, Deakins, Nash, Smoak 
& Stewart, P.C.

Pierce Stronczer Law LLC

Reed Smith LLP

Riker, Danzig, Scherer, Hyland 
& Perretti LLP

Schmoyer Reinhard LLP

Schoeman Updike & Kaufman, 
LLP

Shook Hardy & Bacon

Sidley Austin LLP

Simpson Thacher & Bartlett LLP

Spencer Crain Cubbage Healy & 
McNamara PLLC

Spriggs & Hollingsworth

Steptoe & Johnson PLLC

Stites & Harbison, PLLC

Strickler, Sachitano & Hatfi eld, 
P.A.

Sutherland Asbill & Brennan 
LLP

Tatum Levine & Powell, LLP

Troutman Sanders LLP

Vedder Price, P.C.

Vinson & Elkins LLP

Williams Mullen Clark & Dobbins

WilmerHale

Winston & Strawn LLP

LAW SCHOOL MEMBERS

Hofstra Law School

Northeastern University

Oklahoma City University

University of Kansas

University of Columbia-Missouri

Western New England College 
School of Law

BAR ASSOCIATION 
MEMBERS

Arizona Women Lawyers 
Association

Arkansas Association of Women 
Lawyers

California Women Lawyers

Florida Association of Women 
Lawyers

Georgia Association Black 
Women Attorneys

Georgia Association For Women 
Lawyers, Inc.

Minnesota Women Lawyers

New Hampshire Women’s Bar 
Association

South Carolina Women Lawyers 
Association

Washington Women Lawyers

Women’s Bar Association of the 
State of New York

The Women Lawyers Association 
of Michigan

CORPORATE LEGAL 
DEPARTMENT MEMBERS

AT&T Southeast Legal 
Department

Bank of America

Family Dollar Stores, Inc.

Henry Schein, Inc. 

Intel Corp - Diversity Team

Monsanto Company

Ryder System, Inc.

UPS Legal Department

Valero Energy Corporation

NAWL Recognizes

RECOGNITION

NAWL THANKS 2008 
PROGRAM SPONSORS

Premier Sponsors

Boies, Schiller & Flexner 
LLP

Davis Polk & Wardwell

Dickstein Shapiro LLP

Drinker Biddle & Reath LLP

Fenwick & West

Jackson Lewis LLP

K&L Gates

Kirkland & Ellis LLP

Gold Sponsors

Alston & Bird LLP

Baker & McKenzie LLP

Edwards Angell Palmer & 
Dodge LLP

McDermott Will & Emery LLP

Sponsors

Carlton Fields

Duane Morris LLP

Epstein Becker & Green, P.C.

Hinshaw & Culbertson LLP

Holland & Knight LLP

Jones Day

Kilpatrick Stockton LLP

Latham & Watkins LLP

Manatt, Phelps & Phillips, 
LLP

Powers & Frost, LLP

Starnes & Atchison LLP

Steptoe & Johnson, LLP

Townsend and Townsend 
and Crew LLP

WolfBlock LLP
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NEW MEMBER LIST

A

Joy Airaudi, J.D.
Chicago, IL

Cory Amron
Vorys
Washington, DC

Lindsay Amstutz
Women’s National 
Basketball Association
New York, NY

Jennifer B. Anderson
Lewis and Roca LLP
Las Vegas, NV

Shauna L. Boliker Andrews
Cook County State’s 
Attorney’s Offi ce
Chicago, IL

Boriana Anguelova
New York, NY

Karen Antos
Volterra, Goldberg & Jacobs
Attleboro, MA

Diane Fleming Averall
Porzio, Bromberg & 
Newman, P.C.
Morristown, NJ

B

Stephanie C. Baker
McDonald Law Group, LLC
Florham Park, NJ

Martha Beard-Duncan
Texas Advocacy Project
Austin, TX

Kristin Bell
Jackson Lewis LLP
Seattle, WA

Melinda Blackwell
Brusniak Blackwell PC
Dallas, TX

Teri Bossard
University of Alabama 
School of Law
Tuscaloosa, AL

Christine O. Boyd
Lavin O’Neil Ricci Cedrone 
& DiSipio
Philadelphia, PA

Susan Brewer
Steptoe & Johnson PLLC
Morgantown, WV

Lori Burows
Arkansas Association of 
Women Lawyers
Little Rock, AR

Kwanza Rani Butler
Time Warner
New York, NY

C

Carey C. Calvert
Tulsa, OK

Michelle Capezza
Lowenstein Sadler PC
Roseland, NJ

Christine L. Catalfamo
McCarter & English LLP
Philadelphia, PA

Kathleen Carver Cheney
Duane Morris LLP
New York, NY

Carrie Cheskin
The Dine Group
New York, NY

Dorie Christian
Latham, Stall, Wagner, Steele, 
& Lehman, PC
Tulsa, OK

Kimberly N. Clark
Latham, Stall, Wagner, Steele, 
& Lehman, PC
Tulsa, OK

Sonia Denae Coleman
Health Care Service Corporation
Chicago, IL

Jennie Cordis
Alston & Bird LLP
Charlotte, NC

Jaime L. Cox
Stites & Harbison PLLC
Louisville, KY

Bethany K. Culp
Hinshaw & Culbertson LLP
Minneapolis, MN

D

Susan DeCostanza
DePaul University College 
of Law
Chicago, IL

Sara Deskins
Alston & Bird LLP
Atlanta, GA

CharCretia V. Di Bartolo
Hinshaw & Culbertson LLP
Boston, MA

Nicole Bloom Dion
Adorno & Yoss LLP
Debay Beach, FL

Danica Dodds
McDermott Will & Emery LLP
Washington, DC

Terese A. Drew
Hinshaw & Culbertson LLP
St. Louis, MO

D. Jan Duffy
Management Practices Group
San Francisco, CA

E

Patricia A. Etzold
PricewaterhouseCoopers LLP
New York, NY

F

Maria A. Fernandez
Fernandez Friedman Haynes 
& Kohn PLLC
Louisville, KY

Jennifer L. Filippazzo
McDermott Will & Emery LLP
New York, NY

Elizabeth Hoult Fontaine
Howrey LLP
Irvine, CA

Jackie Ford
Vorys Sater Seymour & 
Pease, LLP
Columbus, OH

Shira Franco
New York, NY

Shirlethia V. Franklin
Alston & Bird LLP
Atlanta, GA

Carol A. Friend
Honigman Miller Schwartz 
and Cohn, LLP
Detroit, MI

G

Renee A. Gallagher
McCarter & English LLP
New York, NY

Lisa Gerson
McDermott Will & Emery LLP
New York, NY

Diane E. Gianos
Foley & Lardner LLP
Chicago, IL

Shirley Glaze
Avondale, AZ

Tara J. Goldsmith
Garganigo Goldsmith & Weiss
New York, NY

Hope S. Goldstein
Bryan Cave LLP
New York, NY

Elizabeth Gorman
Schering-Plough Corporation
Kenilworth, NJ

New Members

From May 28 to October 1, 2008, the following have become NAWL members. Thanks for your support of NAWL.
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NEW MEMBER LIST

Christina Grasseschi
Ohio Attorney General, 
Environmental Enforcement 
Section
Columbus, OH

Amy M. Green
Dynamic Potential Executive 
Coaching
Bend, OR

H

Holly B. Haines
Abramson, Brown & Dugan, PA
Manchester, NH

Laura S. Harper
Kirkland & Ellis LLP
New York, NY

Olivia Harris
New York, NY

Gabrielle Haskill
Time Warner
New York, NY

Lisa Hedrick
Hirschler Fleischer
Richmond, VA

Erin Higginbotham
Fourth Court of Appeals
San Antonio, TX

Fadia R. Hindi
McDonald Law Group, LLC
Florham Park, NJ

Cara M. Houck
Miller Canfi eld Paddock and 
Stone, P.L.C.
Chicago, IL

Jennifer Hradil
Gibbons P.C.
Newark, NJ

Jannine Huth
IBM
New York, NY

I

Sarah E. Iiams
Abbott, Simses & Kuchler
New Orleans, LA

J

Rachel Adler Jaffee
McDonald Law Group, LLC
Florham Park, NJ

Lynne Johnson
Chicago Foundation for Women
Chicago, IL

Candice Jones
Washington, DC

Sheila D. Jones
Akin Gump Strauss Hauer 
& Feld
Washington, DC

K

Leah P. Keele
Latham, Stall, Wagner, Steele, & 
Lehman, PC
Tulsa, OK

Megan Keleher
Chicago, IL

Lindsay P. Kern
Wolf Block
Roseland, NJ

Anne Kershaw
A. Kershaw PC, Attorneys & 
Consultants
Tarrytown, NY

Jocelyn Keynes
Stevens & Lee P.C.
New York, NY

Jean Kim
New York, NY

Keavney Klein
Alston & Bird LLP
Washington, DC

Maritza Knight
Kilpatrick Stockton LLP
Atlanta, GA

Ilona Korzha
Kelley Drye Warren
Parsippany, NJ

Andrea M. Kovach
Sargent Shriver National Center 
on Poverty Law
Chicago, IL

Natalie Kraner
Lowenstein Sandler PC
Roseland, NJ

Toni Ann Kruse
McDermott Will & Emery LLP
New York, NY

Jennifer A. Kuenster, Esq.
Thelen LLP
San Francisco, CA

L

Connie Boyles Lane
Orr & Reno
Concord, NH

Lea Lasic
Glendale, WI

Kathryn A. Lawrence
Hirschler Fleischer
Richmond, VA

Labriah Lee
Alston & Bird LLP
Atlanta, GA

Marisa Leeds
Robert J. Semrad & Associates
Decatur, GA

Aileen Leventon
Q Lex Consulting Inc
Kinderhook, NY

Lisa Linsky
McDermott Will & Emery LLP
New York, NY

Sofi a Lipman
McCarter & English LLP
Newark, NJ

Deborah A. Logan, Esq.
Lipton, Weinberber & Husick
Newton Square, PA

Ashley Lorance
Richmond Hill, NY

M

Marie Ma
San Francisco, CA

Emily W. Mao
Alston & Bird LLP
Washington, DC

Melissa R. Margulies
Lavin, O’Neil, Ricci, Cedrone 
& DiSipio
Philadelphia, PA

Rebecca Rene Massiatte
Winstead PC
Dallas, TX

Anne Matthews
McCarter & English LLP
Philadelphia, PA

Adelaide Maudsley
Chapman and Cutler LLP
Salt Lake City, UT

Laura D. McAloon
K & L Gates LLP
Spokane, WA

Lauren Allison McAuley
Rochester Hills, MI

Billee Elliott McAuliffe
Lewis, Rice & Fingersh, L.C.
St. Louis, MO

Courtney Guyton McBurney
Alston & Bird LLP
Atlanta, GA

Kathleen M. McKenna
Proskauer Rose LLP
New York, NY

Sara McManus
Lexington, VA

Nancy J. Mertzel
Thelen Reid Brown Raysman 
& Steiner LLP
New York, NY

Wendy Miller
Cooper & Dunham LLP
New York, NY

Suzan A. Miller
Intel Corporation
Santa Clara, CA

Leslie D. Minier
Katten Muchin Rosenman LLP
Chicago, IL

Yvie M. Mondenge
Rockville, MD

Veronica Montagna
McCarter & English LLP
Newark, NJ

Merrily Munther
Munther Goodrum Sperry, 
Chartered
Boise, ID
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NEW MEMBER LIST

N

Marley C. Nelson
University of Illinois College 
of Law
Champaign, IL

O

Brigitte L. Ohlig
Tuscaloosa, AL

P

Sara M. Parker
McKenna Long & Aldridge, LLP
San Francisco, CA

Linda S. Parks
Hite, Fanning & Honeyman LLP
Wichita, KS

A. Elizabeth (Lizz) Patrick
Patrick Law Group, LLC
Atlanta, GA

Susan G. Pernick
Pryor & Mandelup, LLP
Westbury, NY

Christina W. Perrone
Brusniak Blackwell PC
Dallas, TX

Jacqueline Peterson
K&L Gates
Dallas, TX

Regina A. Petty
Wilson Petty Kosmo & Turner 
LLP
San Diego, CA

Melissa O. Picciola
McDermott Will & Emery LLP
Chicago, IL

Amanda S. Pitcher
Dickstein Shapiro LLP
Washington, DC

Jean M. Pledger
Klein, DeNatale, Goldner
Bakersfi eld, CA

Heather Pratt
P. H. Glatfelter Company
York, PA

Lori A. Prokopich
Cassels Brock & Blackwell LLP
Toronto, OT

R

Clare Connor Ranalli
Hinshaw & Culbertson LLP
Chicago, IL

Marsha Redmon
M Group Communications
Potomac, MD

Martha L. Rees
DuPont Company
Wilmington, DE

Ghillaine A. Reid, Esq.
Gibbons P.C.
New York, NY

Margaret A. Robertson
Gust Rosenfeld
Phoenix, AZ

Irina C. Rodriguez
Axinn, Veltrop & Harkrider, LLP
New York, NY

Dena Rosenzweig
Innotrac Corporation
Duluth, GA

Lavonda I. Rowe
Goodyear, AZ

Erica K. Rustad
New York, NY

S

Mari Grace Sacro
McElroy, Deutsch, Mulvaney 
& Carpenter, LLP
New York, NY

Megan G. Sandefur
Nelson Mullins Riley & 
Scarborough, LLP
Myrtle Beach, SC

Debra Sapire
Suffern, NY

Courtney B. Sapire
Sapire Search Group, Inc.
Austin, TX

Tonia A. Sayour
Cooper & Dunham LLP
New York, NY

Wendy Conway Schmidt
Deloitte & Touche
New York, NY

Tacita A. Mikel Scott
Morris, Manning & Martin, LLP
Atlanta, GA

Katherine M. Sinderson
Bernstein Litowitz Berger & 
Grossmann LLP
New York, NY

Nicole Sliger
BDO Consulting
New York, NY

Maggie Solomon
Powers & Frost LLP
Houston, TX

Dalit Stern
PricewaterhouseCoopers LLP
New York, NY

Marcia Sundeen
Kenyon & Kenyon LLP
Washington, DC

Jessica Supernaw
Alston & Bird LLP
New York, NY

T

Donna R. Tobar
Watt, Tieder, Hoffar & Fitzgerald, 
LLP
Irvine, CA

Amy Tridgell
Crowell & Moring, LLP
New York, NY

Marianne M. Trost
The Women Lawyers Coach LLC
Fountain Hills, AZ

V

Kathleen O’Leary Van De Loo
Crowell & Moring, LLP
New York, NY

Krista Vink Venegas, Ph.D.
McDermott Will & Emery LLP
Chicago, IL

Elizabeth Mary Vogt
McCarthy Tetrault LLP
Vancouver, BC

W

Bette J. Walters
Bette J. Walters, Esq.
Blue Bell, PA

Lonie Warner
Groom Law Group, Chtd
Washington, DC

Jennifer Welch
Illinois Attorney General 
Lisa Madigan
Chicago, IL

Elizabeth White
Baker & Mckenzie LLP
New York, NY

Susan Letterman White
Philadelphia, PA

Nakeyia Williams
Bryan Cave LLP
St. Louis, MO

Renee Wilm
Baker Botts L.L.P.
New York, NY

Tamela M. Woods
Mayer Brown LLP
Chicago, IL

Falon Marie Wrigley
Saint Louis University 
School of Law
Collinsville, IL
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NETWORKING ROSTER

ALABAMA

Mary Margaret Bailey
Frazer Greene Upchurch & Baker
107 St. Frances Street
Suite 2206
Mobile, AL 36602
T:  251.431.6020
F:  334.431.6030
mmb@frazergreene.com

Kelli Robinson
Sirote & Permutt
P.O. Box 55727
Birmingham, AL 35255
T:  205.930.5158
F:  205.212.2810
krobinson@sirote.com
HCA, EEO

ARIZONA

Julie A. Pace
Ballard Spahr Andrews & Ingersoll, LLP
3300 Tower
3300 North Central Avenue
Suite 1800
Phoenix, AZ 85012
T:  602.798.5475
F:  602.997.3250
pacej@ballardspahr.com
EEO, OSH, LIT

Margaret A. Robertson
Gust Rosenfeld
201 E. Washington Street
Suite 800
Phoenix, AZ 85004
T:  602.257.7489
F:  602.254.4878
cpambajd@aol.com
RES

Sandra K. Sanders
Steptoe & Johnson LLP
201 East Washington Street
Suite 1600
Phoenix, AZ 85004
T:  602.257.5247
F:  602.257.5299
ssanders@steptoe.com
EEO, MEA

Marianne M. Trost
The Women Lawyers Coach LLC
15665 E. Golden Eagle Blvd.
Fountain Hills, AZ 85268
T:  480.225.9367
marianne@thewomenlawyerscoach.com

Networking Roster

The NAWL Networking Roster is a service for NAWL members to provide career and business networking opportunities 
within the Association. Inclusion in the roster is an option available to all members, and is neither a solicitation for 
clients nor a representation of specialized practice or skills. Areas of practice concentration are shown for networking 
purposes only. Individuals seeking legal representation should contact a local bar association lawyer referral service.

PRACTICE AREA KEY

ACC  Accounting
ADO Adoption
ADR Alt. Dispute Resolution
ADV  Advertising
ANT Antitrust
APP  Appeals
ARB Arbitration
BDR Broker Dealer
BIO  Biotechnology
BKR  Bankruptcy
BNK  Banking
BSL  Commercial/ Bus. Lit.
CAS  Class Action Suits
CCL  Compliance Counseling
CIV   Civil Rights
CLT  Consultant
CNS  Construction
COM Complex Civil Litigation
CON  Consumer
COR  Corporate
CRM  Criminal
CUS  Customs
DOM  Domestic Violence
EDU  Education
EEO  Employment & Labor
ELD  Elder Law
ELE  Election Law

ENG Energy
ENT  Entertainment
EPA  Environmental
ERISA  ERISA
EST  Estate Planning
ETH  Ethics & Prof. Resp.
EXC  Executive Compensation
FAM  Family
FIN  Finance
FRN  Franchising
GAM  Gaming
GEN  Gender&Sex
GOV  Government Contracts
GRD  Guardianship
HCA  Health Care
HOT  Hotel & Resort
ILP   Intellectual Property
IMM  Immigration
INS  Insurance
INT  International
INV  Investment Services
IST   Information Tech/Systems
JUV  Juvenile Law
LIT   Litigation
LND  Land Use
LOB  Lobby/Government Affairs
MAR  Maritime Law
MEA  Media

MED  MedicalMalpractice
M&A  Mergers & Acquisitions
MUN  Municipal
NET  Internet
NPF  Nonprofi t
OSH  Occupational Safety & Health
PIL   Personal Injury
PRB  Probate & Administration
PRL  Product Liability
RES  Real Estate
RSM  Risk Management
SEC  Securities
SHI  Sexual Harassment
SPT  Sports Law
SSN  Social Security
STC  Security Clearances
TAX  Tax
TEL  Telecommunications
TOL  Tort Litigation
TOX  Toxic Tort
TRD  Trade
TRN  Transportation
T&E  Wills, Trusts&Estates
WCC  White Collar Crime
WOM  Women’s Rights
WOR  Worker’s Compensation



40 National Association of Women Lawyers  :  the voice of women in the law

NETWORKING ROSTER

CALIFORNIA

Lynn Whitcher Alvarez
McGuire Woods LLP
1800 Century Park East
8th Floor
Los Angeles, CA 90067
T:  310.315.8279
F:  310.315.8210
lwhitcheralvarez@mcguirewoods.com
RES, FIN, Other

Rochelle Browne
Richard Watson & Gershon
355 South Grand Avenue
40th Floor
Los Angeles, CA 90071
T:  213.626.8484
F:  213.626.0078
rbrowne@rwglaw.com
LND, LIT, APP

Shannon Cogan
Berliner Cohen
10 Almaden Blvd.
11th Floor
San Jose, CA 95113
T:  408.286.5800
F:  408.938.5388
shannon.cogan@berliner.com
LIT, Other 

Tanya Forsheit
Proskauer Rose LLP
2049 Century Park East
32nd Floor
Los Angeles, CA 90067
T:  310.284.4508
F:  310.557.2193
tforsheit@proskaurer.com
BSL, Other

Lisa Gilford
Alston & Bird LLP
333 South Hope Street
16th Floor
Los Angeles, CA 90071
T:  213.576.1000
F:  213.576.1100
lisa.gilford@alston.com

Phyllis N. Harris
1215 Sunny Oaks Circle
Altadena, CA 91001
T:  626.791.4745
F:  626.791.5370
pnhharris@earthlink.com
EEO

Sara Holtz
Client Focus
2990 Lava Ridge Court
Suite 230
Roseville, CA 95661
T:  916.797.1525
F:  916.797.1535
holtz@clientfocus.net

Edith R. Matthai
Robie & Matthai
500 South Grand Avenue
15th Floor
Los Angeles, CA 90071
T:  213.624.3062
F:  213.624.2563
ematthai@romalaw.com
ETH

Virginia S. Mueller
Law Offi ces of Virginai S. Mueller
106 L Street
Sacramento, CA 95814
T:  916.446.3063
F:  916.446.3064
vsmueller@webtv.net
PRB, FAM

Darshann M. Padilla
Alston & Bird LLP
333 South Hope Street
16th Floor
Los Angeles, CA 90039
T:  213.576.1066
F:  213.576.1100
dpadilla@wbcounsel
LND, CCL, CEQA

Ellen A. Pansky
Pansky& Markle
1010 Sycamore Avenue
Suite 101
South Pasadena, CA 91030
T:  213.626.7300
F:  213.626.7330
epansky@panskymarkle.com
ETH, LIT

Pamela M. Parker
Coughlin Stoia Geller Rudman & Robbins 
LLP
655 W Broadway
Suite 1900
San Diego, CA 92101
T:  619.231.1058
F:  619.231.7423

COLORADO

Margaret Parnell Hogan
Littler Mendelson PC
1200 17th Street
Suite 1000
Denver, CO 80202
T:  303.362.2886
F:  303.362.8776
mphogan@littler.com

CONNECTICUT

Deborah L. McKenna
Outten & Golden, LLP
Four Landmark Square
Stamford, CT 06460
T:  203.363.7888
F:  203.363.0333
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At Drinker Biddle our commitment to providing the 

highest quality legal work by the highest quality people 

also embodies our commitment to diversity.  To that 

end, the mission of our firmwide Women’s Initiative 

is to further the hiring, retention and promotion of 

female lawyers, as well as foster greater marketing and 

business development opportunities for them.  For more 

information on our Women’s Initiative, please contact 
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The lawyers of 

Drinker Biddle & Reath LLP 

are proud to support 

the mission of the 

National Association of 

Women Lawyers in advancing 

the interests of women 

in the law.  We congratulate 

our colleague 

Heather C. Giordanella 

on her position as Treasurer.
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Workplace law. For 50 years, Jackson Lewis has set the 

national standard in one of the most challenging and 

competitive fields of legal practice. Our fifty-two women 

partners have helped us achieve a national reputation in 

workplace law. We provide creative and strategic solutions 

to virtually every issue employers face. In the past five years 

alone, our litigation team has represented clients in 7500 

lawsuits, including class-actions and other complex litigations. 

To learn more contact Emily Blumenthal at (404) 525-1817 

or visit us at www.jacksonlewis.com.
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The 9th Edition of 

The National Directory of Women Lawyers 

and Women-Owned Law Firms 

is now available.

Visit www.nawl.org to purchase your copy!

Are you interested in making a difference? 
Become a Mentor or a Mentee!

Sign up now for our next mentoring initiative where junior attorneys (10 years in practice or less) 
are paired with more seasoned attorneys (10 years or more in practice). 

Sign up at www.nawl.org or contact NAWL’s mentorship chair, 
Saretta MdConough at smcdonough@gibosndunn.com.


