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Join the Club!
The NAWL Challenge Club is welcoming new corporate legal 
department members committed to increasing the number
of women equity partners in law firms. Join us at an upcoming
networking event to learn more about the initiative,
mingle with top female law firm talent, and catch up
with your in-house colleagues. Do your part to increase
gender parity in the profession while also building new
business relationships and making connections. 

Law firms gain access to the NAWL Challenge Club through 
memberships available to NAWL Sustaining Sponsors. 

To learn more about the Club or Sustaining Sponsorship, contact
Caitlin Kepple, NAWL’s Marketing and Development Director, at 
kepplec@nawl.org.

Photos courtesy of MPM Photography LLC
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NOTE FROM THE WLJ EXECUTIVE EDITOR

Kristin L. Bauer is a principal with the Dallas office of the national workplace law firm Jackson Lewis PC. Bauer represents management exclusively in 
workplace law and related litigation. In addition to handling an active employment litigation docket, she counsels management on preventive strategies, 
including termination decisions, investigations, employment agreements, non-compete and non-solicitation agreements, wage and hour laws, policies and 
handbooks, and other issues affecting the workplace. In addition to her current role as a board member for the National Association of Women Lawyers, Bauer 
has served as pro bono general counsel to The Family Place — a nonprofit agency serving the victims of domestic violence and their families—since 2005.

Advancing one small step at a time
Maybe that jolt to the system needed to speed progress is actually just a nudge.
By Kristin L. Bauer

When it comes to advancing women in the 
profession, as individuals and even institutions, we 
can and must focus on personal, individual touches 
– mentoring a colleague, formal mentoring programs, 
attending a professional development conference, 
recommending someone for a leadership opportunity, 

forming women’s  init iat ives . 
Many of us are fortunate to have 
benefited from such measures, and 
they are not only invaluable, they 
can be game changers. 

But there is a growing desire in 
the profession to do something 
bigger – to jolt the system – in 
addition to these measures. The 
2016 Women in Law Hackathon 
brought  together  more  than 
54 law firm partners and other 
stakeholders to think outside 
the box and develop initiatives 
t o  a d v a n c e  w o m e n  i n  t h e 

profession. In its next phase, 36 law firms will work 
on implementing the winning Hackathon initiatives. 
Similarly, ABA resolution 113 will not only increase 
uniformity in law firm diversity reporting, but also 
focus on metrics that better demonstrate advancement 
by women and minorities at every level of the law 
firm model. And NAWL’s own Meeting the Challenge 
program brings together stakeholders and leaders 

If such simple tweaks 
can result in markedly 
improved outcomes in 
hiring, what other small 
adjustments would 
allow the profession 
and legal employers to 
better retain, advance 
and develop diverse and 
female talent?

to focus on increasing the number of women in 
leadership roles and positions of power throughout 
the profession. 

In her insightful article in this issue of Women 
Lawyers Journal, Dr. Paola Cecchi-Dimeglio of 
Harvard Law School presents the case for gender-
neutral steps – what she refers to as “nudges” – for 
employers to implement in the hiring process. Through 
her research, she makes the case that these nudges 
in the hiring process interrupt bias and result in the 
greater selection of women. This begs the question, if 
such simple tweaks can result in markedly improved 
outcomes in hiring, what other small adjustments 
would allow the profession and legal employers 
to better retain, advance and develop diverse and 
female talent? If Dr. Cecchi-Dimeglio’s  research is a 
preliminary indicator, the solution to this complicated 
issue may be simple in concept, but in practice require 
organizational discipline and focus. Perhaps small 
adjustments can enable organizations to interrupt 
bias and harness the power of their talent – women, 
diverse attorneys, men – as we benefit from the rising 
tide. Maybe that jolt to the system we desire to speed 
progress is actually just a nudge. Regardless of the 
solution, the full court press brings encouragement, 
greater awareness and fresh perspective.   
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A LETTER FROM NAWL PRESIDENT LESLIE RICHARDS-YELLEN

Leslie Richards-Yellen is director of Inclusion – Americas at Hogan Lovells. She previously served as Hinshaw & Culbertson’s 
chief diversity and inclusion officer, in addition to her public finance practice, for almost a decade. Richards-Yellen has more 
than 30 years of experience as in-house counsel and in private practice. She was a member of the National Association of Bond 
Lawyers’ Steering Committee. In 2014, she was appointed to the Illinois Supreme Court Commission on Professionalism and 
served as the chair of the ISCCP’s Diversity Committee. She was on the board of the Chicago Committee on Minorities in Large 
Law Firms, and serves on the boards of NAWL and the Delta Dental of Illinois Foundation as well as the advisory board of the 
Institute for Inclusion in the Legal Profession. Currently, she serves as president of NAWL.

Take the pledge to advance women
We must go out of our way to promote other women without the 
expectation they will do the same for us.
By Leslie Richards-Yellen

This year is bright with possibility, and as we 
approach NAWL’s 2017 Annual Meeting, I am reminded 
of a panel on which I participated at a past meeting. 

Inspired by a desire to transform 
the panelists’ material from inert 
bullet points into an action plan, we 
made a pledge. Each woman who 
signed the pledge promised over 
the course of the year to use her 
best efforts to assist in the career 
development of another woman. 
At the next Annual Meeting, each 
woman would perform a self-audit 
to gauge whether she had fulfilled 
her commitment. If each woman did 
her part, during the span of one year, 
the careers of many women would 
be enhanced. 

As I think of that pledge each year, 
the spirit of the pledge compels me 

to take stock of my actions to promote other women over 
the course of the past year. Did I:
• go out of my way to promote another woman’s career 

without the expectation that she would do the same 
for me?

• assist in advancing the career of one woman who 
doesn’t look like me?

• accept responsibility and try to make amends for 
actions that fell short of the mark or were harmful?

• make efforts to advance women under the law?

By performing my yearly audit, I attempt to get closer 
to making myself an instrument of change for women. 
My view is that if I work to improve my efforts to advance 
women by periodically and honestly evaluating my 
successes and failures, I can expect the same from other 
women, my country, employer and the organizations I 
support. 

After I perform my yearly audit, I recommit myself to 
find ways to advance women. Every time I recommit, I 
feel powerful. I am not precisely sure why I feel powerful, 
but it has something to do with the potential to make 
a difference by holding myself personally accountable.

Each year that I have been a member of NAWL, I have 
reflected upon whether NAWL has been a meaningful 
instrument of change for women. I am so grateful for 
the countless ways that NAWL’s staff, board, sponsors 
and members have acted in concert or individually to 
enhance the prospects of our dynamic organization and 
each other. I am proud that NAWL periodically evaluates 
how it can become increasingly impactful. 

Imagine how personally satisfying it will be next year, 
when you can reflect on all you did in 2017 to advance 
the career of one or more women. Imagine how it will 
feel in 2018 when we have worked together to hold each 
other, our country, employers and the organizations we 
support more accountable for advancing gender equality.

This year, NAWL has recommitted itself to its vital 
mission of advancing women under the law. Will you 
join us by taking the pledge or recommitting yourself to 
gender equality?    

My view is that if I work 
to improve my efforts 
to advance women 
by periodically and 
honestly evaluating my 
successes and failures, 
I can expect the same 
from other women, my 
country, employer and the 
organizations I support. 
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PROFESSIONAL 
DEVELOPMENT WITH  
A DIVERSITY PURPOSE
Evaluating perceptions of women of color in legal  
institutions and developing strategies for success.

By Chasity A. Boyce, Tiffany Harper, Jennifer A. Jackson and Leslie Richards-Yellen



Chasity A. Boyce is a diversity and inclusion projects manager for Skadden, Arps, Slate, Meagher & Flom LLP. 
She is a co-founder of the Diverse Attorney Pipeline Program (DAPP) and Uncolorblind, a diversity blog and 
enterprise that addresses a wide range of diversity issues prevalent within the legal and corporate fields. 
She also speaks at diversity conferences across the country on hiring, promoting and retaining attorneys 
of color. Prior to joining Skadden, she served as associate general counsel to Governor Bruce Rauner, 
where she oversaw the clemency process and served as legal counsel on public safety, child welfare and 
education issues, overseeing 17 agencies, boards and commissions. Boyce is also a commissioner on the 
Illinois Executive Ethics Commission.

Tiffany Harper is an associate counsel at Grant Thornton LLP, specializing in corporate bankruptcy and 
restructuring. She has been recognized as a 2015 and 2016 Rising Star by Illinois Super Lawyers. She is 
also recognized for her work to create a more diverse legal community in Chicago, as she co-founded both 
DAPP and Uncolorblind. Harper served as president of the Black Women Lawyers Association of Chicago 
and has served on the associate board of the Chicago Committee on Minorities in Large Law Firms.

Jennifer A. Jackson is the diversity and inclusion program coordinator at Hinshaw & Culbertson LLP. 
During her 10-year tenure as a diversity professional, Jackson has developed and implemented programs 
and processes to help diverse attorneys succeed in a large law firm. Jackson is also a principal at Career 
Tectonics. Career Tectonics provides coaching to successful professionals who need to change career paths, 
but don’t know how to efficiently navigate the personal, professional and financial hurdles that stand in 
the way of their career pivot (www.careertectonics.com).

Leslie Richards-Yellen is director of Inclusion – Americas at Hogan Lovells. She previously served as Hinshaw 
& Culbertson’s chief diversity and inclusion officer, in addition to her public finance practice, for almost a 
decade. Richards-Yellen has more than 30 years of experience as in-house counsel and in private practice. 
She was a member of the National Association of Bond Lawyers’ Steering Committee. In 2014, she was 
appointed to the Illinois Supreme Court Commission on Professionalism and served as the chair of the 
ISCCP’s Diversity Committee. She was on the board of the Chicago Committee on Minorities in Large Law 
Firms, and serves on the boards of NAWL and the Delta Dental of Illinois Foundation as well as the advisory 
board of the Institute for Inclusion in the Legal Profession. Currently, she serves as president of NAWL.

BEING A CHAMPION FOR WOMEN is hard. Being a champion for women of color 
is even harder. We are champions for all women because we are steadfast in this belief: 
If given the proper resources, mentoring, and opportunity, women 
can succeed anywhere in the legal profession.

Notice we distinguish between being a champion for women and 
being a champion for women of color. They are not the same. For 
as much as women lawyers have in common, the struggles and 
battles that women of color must overcome and fight are unique. 
And professional development professionals (PDPs) have to be able 
to meet the needs and challenges of both groups.

It’s from this perspective that we created a workshop to teach PDPs 
strategies to meet the professional development needs of women 
of color and how to support a group that is often voiceless and 
powerless in law firms. We presented this workshop at the National 
Association of Law Placement (NALP) Professional Development 
Summit in Washington, D.C., on Dec. 1, 2016.

WHAT HAPPENED IN THE ROOM
This is an uncomfortable topic and our workshop was specifically designed to force 
PDPs to confront their own implicit/explicit biases and stereotypes and acknowledge 
that bias exists in their workplaces. We began the workshop by preparing the attendees 

We distinguish 
between being 
a champion 
for women 
and being a 
champion for 
women of color.

WLJ  :  Women Lawyers Journal®  :   2017 Vol. 102  No. 1 11



12 National Association of Women Lawyers® :  Empowering Women in the Legal Profession Since 1899

to understand that if we delivered the material 
correctly, they would feel uncomfortable. In order 
to set the stage for the conversation regarding the 
decline of women of color across all levels at law 
firms, we also created the Word Association Chart 
Activity™ (WAC).

The WAC builds on positive and negative 
stereotypes and beliefs that are often associated 
with women lawyers in law firms and across the 
legal profession. We presented a word bank listing 
25 words. We even purchased stock photos of 
women who fit four racial/ethnic backgrounds – 
white, black, Asian and Latina – and placed them 
into columns so our participants would have visual 
cues. When attendees entered the workshop, they 

could see the WAC on the tables, but did not know 
what we would soon ask them to do.

Though we had planned that the WAC would be the 
first topic after 20 minutes of introductory remarks, 
the WAC easily dominated the conversation and 
entire workshop.

The next topic would have covered empowering 
women lawyers and law students of color to 
survive and thrive in the legal profession. While 
our planned presentation contained a cursory 
review of the latest reports and data from Vault 
and the Minority Corporate Counsel Association, 
U.S. News and the American Bar Foundation, 
the meat of it was the discussion about the need 
for empowerment and how we differentiate 

professional development for white women and 
women of color. We also had created scenarios 
based on our law firm experiences, with the intent 
to discuss these with the panel attendees and 
work through all of the variables often at play that 
undermine the support that women of color receive 
in their workplaces.

At the workshop, each of the attendees completed 
the WAC exercise on their own. They could 
use each word from the word bank only once. 
Participants were tasked with placing each word 
underneath the photo of the woman who was most 
associated with that word based on conversations 
and experiences inside their respective firms 
or legal institutions.  For example,  the f irst 

word  in  t he  word 
bank was “ambitious” 
and attendees had to 
grapple with which 
w o m a n  w a s  m o s t 
o f t e n  a s s o c i a t e d 
with this word. The 
i n t e n t i o n  w a s  t o 
uncover the implicit/

explicit biases and spoken/unspoken assumptions 
within the organization rather than the attendees’ 
personal opinions and beliefs. After completing 
the activity, the attendees tallied their responses 
and reported them. We then tallied the responses 
(detailed at right) on an easel for all to see. This 
allowed everyone to easily digest which words 
legal institutions typically associate with each 
group of women and to refer to it throughout our 
panel discussion.

While some word associations were surprising 
(even to the authors who pride themselves on being 
knowledgeable about the barriers to success and 
stereotypes women carry within legal institutions), 
we discerned that patterns emerged from the WAC.

The WAC builds on positive and negative stereotypes 
and beliefs that are often associated with women 
lawyers in law firms and across the legal profession

Our workshop was specifically designed to force 
PDPs to confront their own implicit/explicit 
biases and stereotypes and acknowledge that 
bias exists in their workplaces.
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THE DATA
The General Inquirer is a computer-assisted approach for content analyses of textual data. The General Inquirer 
spreadsheet lists words contained in the Harvard University dictionary, with categories assigned to each word; these 
categories were used as the basis for the analysis in this article.

Words were classified across several different dimensions.  For our analysis, the words used by the participants were 
classified on the dimensions of weak/strong, active/passive and positive/negative. Some words, such as “trustworthy,” 
were defined along three dimensions; in contrast, “quiet” was defined only in one. The authors assigned categories 
to three words –“token,” “goal-oriented” and “team player” – that were not listed in the General Inquirer.

Next, we looked at the words that were attributed to each group of women. The attributed words were sorted based 
on two dimensions (i.e. strong/negative, weak/passive, etc.) to provide a more nuanced view of the opinions held 
about women of various racial and ethnic types.

Latina, 
15%

White, 
28%

Black, 
26%

Asian 
American, 

31%

Percent of total association,  
by race/ethnicity

Category Associated words

Strong Positive Capable, Confident, Cooperative, Gifted, Trustworthy

Strong Negative Arrogant, Flamboyant*, Manipulative 

Weak Positive Delicate

Weak Negative Token*

Active Positive Cooperative, Goal-Oriented*, Helpful, Team Player*

Active Negative Arrogant, Manipulative

Passive Positive Calm, Trustworthy

Passive Quiet

Passive Weak Timid

Passive Strong Trustworthy

* Words marked with an asterisk were not listed in the General Inquirer: the 
authors categorized these words
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OBSERVATIONS ON THE DATA
Approximately 60 PDPs participated in the 
WAC. While this group is too small of a sample 
to draw statistically significant conclusions, the 
WAC data provides a glimpse into the dominant 
culture in their respective law firms and other 
legal institutions. 

Not only did the WAC enable audience members 
to examine how their f irm’s culture may be 
related to the career outcomes experienced by 
different types of women, but it also provided 
the audience with a tool to get underneath the 
hood of their organizations’ implicit/explicit 

generalizations about women of various racial 
and ethnic backgrounds.

Despite the small sample size, we believe that the 
data reveals interesting patterns that are helpful in 
illustrating challenges that exist in hiring, retaining 
and promoting all women lawyers, but which are 
especially prevalent for women of color. 

The following are the findings:
• White women have almost the same degree 

of Active Positive and Active Negative word 
associations.  

• White women lead the Strong Negative and 
Active Negative categories. Latina women come 

PDPs should understand the 
different associations related to 
different groups of women

Word clouds from word association chart activity
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in second with regard to Strong Negative word 
associations.

• Asian women had the most Strong Positive and 
Active Positive word associations. Black women 
followed Asian women in Strong Positive word 
associations. White women received the second 
highest number of word associations in the 
Active Positive category.

• Asian women are associated with more Weak 
and Passive categories than the other groups 
of women. These categories are: Weak Passive; 
Passive Positive; and Passive Weak.

• Black women have the most word associations 
related to Weak Negative words.

• Latina women do not lead in any category 
and had the fewest total word associations 
of any group.

STRATEGIES FOR SUCCESS
• PDPs should understand the different associations 

related to different groups of women. 
• Legal employers must be intentional about 

developing and implementing professional 
development, retention and promotion strategies 
for all women, with a special care in crafting 
strategies for women of color.

• Monitor the effectiveness of your strategies 
to advance women within each group, as well 
as women generally. Due to the unique word 
associations related to each group, one size may 
not fit all when it comes to the effectiveness of 
your gender equality strategies.

• Compared to other groups of women, white 
women are the most successful in terms of 

progression to partnership. PDPs should consider 
how to replicate this success with other groups of 
women. Potential avenues of examination are: (1) 
how are white women able to overcome negative 
word associations; (2) whether the positive word 
associations of women of color are overlooked; 
and (3) whether evaluation of white women is 
done on a more holistic manner, while evaluation 
of other women is more related to race/ethnicity-
based word associations. How can you address 
this in your firm?

• Women’s initiatives must be inclusive and 
sensitive to the specialized needs of women of 
different races and ethnic groups.

CONCLUSION
PDPs have the awesome responsibility of supporting 
the career development of all women in legal 
organizations. They must pay special attention 
to the career progression of women of color, 
due to the challenging word associations such 
women must overcome. Given this mandate, PDPs 
should understand their own and their employers’ 
implicit/explicit biases and stereotypes in order to 
counteract negative word associations and progress 
more women of color.    

ENDNOTES
 1  For more information about the dictionary, or to download a copy, follow 

this link: http://www.wjh.harvard.edu/~inquirer/spreadsheet_guide.htm

Women’s initiatives must be 
inclusive and sensitive to the 

specialized needs of women of 
different races and ethnic groups.
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THREE NUDGES THAT 
TRANSLATE INTO 
HIRING MORE WOMEN
Nudges help firms achieve the goal that has eluded them:  
Recruiting more female lateral talent.

By Paola Cecchi-Dimeglio 
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SOMETIMES, THE EXPECTED AND INEVITABLE 
can stall; occasionally, they fail to show up altogether. 
From time to time, the bright flash of lightning does 
not yield the slightest thunder, no matter how long we 
wait or count. Several years ago, we embraced one such 
inevitability: That the uptick in women graduating from 
law school, given time, would eventually repair the 
gender gap at all levels of law firms, from new hires to 
partners. We’ve waited and counted, but the inevitable 
outcome continues to elude the profession. The sound, 
underlying reasoning that more potential applicants 
in the job market would yield more actual hires across 
the profession has not worked. Ordinary dynamics of 
supply and demand, which sees firms closing the gender 
gap by hiring from an increasing supply of gender-
diverse talent, has not yielded the solution, so firms 
must learn how to catalyze the inevitable. My research 
shows that small pushes – or “nudges” – work. Nudges 
can help in designing a consistent hiring process, one 
that features well-defined decision points, allows firms 
to achieve the goal that has eluded them: recruiting 
more female lateral talents. 

At the core of every organization is a desire to 
compete and be the best. In order to effectively serve 
increasingly diverse clients and consumers and 
resolve increasingly complex conflicts, staff diversity 
is essential, not optional. As a matter of goodwill and 
good business, the legal profession has pursued gender 
equity in hiring and promoting. It should not be read 
as an indictment of any organization’s commitment or 
policy, but, generally speaking, organizational hiring 
procedures are not advantageous for women. 

In fact, most current default rules in organizations, 
by their design, are impeding the process of attracting, 
recruiting and promoting more women. With respect 
to hiring, organizations have slipped into the false 
belief that “if you post it, they will apply … will be 
interviewed … will be hired.” This default process does 
not increase the number of women hired and promoted. 
The solution hinges on planned, intentional actions 

that nudge more women into leadership and other 
roles in law firms.

Nudges refer to a targeted system of select actions that 
are designed to change a specific behavior or response. 
To design an effective nudge, several questions need to 
be formulated, answered and analyzed. 

These questions might include: What is the observed 
behavior that needs to be changed? What is the target 
behavior that we would like the users to exhibit? What 
are the barriers keeping users from the target behavior? 
How can the behavior change 
be measured for effectiveness? 
Nudges can be designed to 
help organizations address and 
alter outcomes with respect to 
attracting, interviewing, hiring, 
promoting and retaining women.

Recruitment is clearly at the 
center of attracting the right 
people and creating a successful 
workforce. Yet,  even in the 
face of authentic goodwill or 
the need to enhance the firm’s 
competitiveness, minute biases 
in the recruitment process can maintain disparities 
in the representation of women at the highest levels 
of a law firm. 

How is recruitment subject to bias? Hiring decisions 
are based on limited information about candidates. 
Routinely, many interviewers are involved, each 
harboring and applying different standards in evaluating 
potential hires. In such a context, communication can be 
inconsistent or ambiguous. This absence of an agreed-
upon set of standards and criteria unintentionally 
creates an unfair process and represents one of a few 
reasons why the inevitable has stalled – why the increase 
in the number of qualified candidates has not closed the 
gender gap at law firms. 

Forging a path along which female attorneys can 
ascend into top leadership roles is achievable through 

Nudges refer to a 
targeted system 

of select actions 
that are designed 

to change a 
specific behavior 

or response.
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the use of a “nudging” approach that attracts, recruits 
and retains more women. There are examples of 
nudging techniques in targeted actions that have been 
successfully applied to the recruiting process. 

Although derived from and supported by extensive 
interdisciplinary research, nudging is not hypothetical; 
as the chart below illustrates, firms that have integrated 
this approach have made real gains in the recruitment of 
women lawyers at various levels. The nudges described 
here have been designed in response to empirical 
evidence that captures the behavioral differences of 
men and women in the law firms studied. They have 
also been designed with consideration given to the 
manner in which law firms assess female and male 
candidates. For instance, based on the data, it appeared 
that a bias crept in. Male candidates were more likely to 
be judged on their potential whereas women were more 
likely to be judged strictly on their achievements. The 
primary goal of the three recruitment nudges described 
here is to level the playing field by de-biasing and 

consequently increasing the chance of women being 
hired, especially lateral hires.

NUDGE 1: SEND AN EMAIL TO 
INTERVIEWERS 
Research indicates the recruitment process can become 
inadvertently gender-biased when the hiring team lacks 
unified and consistently applied criteria. This first nudge 
can be described as an “encouragement nudge,” and it 
is directed internally. Before meeting a candidate, an 
email is sent to all staff involved in the hiring process, 
primarily partners and associates. The email requests 
their feedback on the specific skills the practice group 
seeks to acquire via the hire.

The encouragement component consists of two parts: 
First, there is bold text in the subject area of the email 
that explicitly asks hiring partners and associates to 
keep in mind how important it is for the firm to recruit 
more women and how the firm overall values women. 
Second, associates and partners participating in the 

Minute biases in the recruitment process can 
maintain disparities in the representation of 
women at the highest levels of a law firm

DOUBLE-DIGIT INCREASES
Female ratios improved markedly after firms used three recruitment nudges
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hiring process are asked about 
the number of women within 
their group whom they have 
worked with over the last week 
and within the last month.

The idea behind targeted 
informat ion-g iv ing  as  a 
nudge is not to induce in-
depth thinking, but for the 
message to act as a heuristic, 
a ‘rule of thumb.’ Information 
disclosure as a nudge works 
by giving people pieces of 
information that can make them more likely to be 
aware of one pattern they may otherwise overlook. 
Its aim is not to affect existing choice incentives or 
options. Instead, the nudge adds perspective and offers 
information that allows for more informed choices. 

For instance, the information provided and responses 
required can enable interviewers to independently 
compare their firm’s stated aspirations with respect to 
the roles and representation of women to the day-to-day 
reality of women at the firm. It is important to note that 
the tools and messages of each nudge are designed to 
level the playing field for both women and men and do 
not lean on reversed bias to create balance. 

As an example, male and female lawyers were surveyed 
to identify professional tasks that they stereotyped as 
man’s work or woman’s work. Care was then given to 
designing interview scenarios in which these gender 
stereotypes did not become assessment or decision-
making factors. This approach benefits women, but it 
also supports male candidates who may have strengths 
in areas not stereotypically male with respect to gender 
assumptions. In addressing the sensitive issue of bias, 
nudges avoid mere blame and, instead, provide tools 
and questions that keep out bias.

The questions sent to interviewers ahead of the 
interviewing process are designed to remind the 
interviewers about their own experience at the firm. They 
compel individuals to reflect on the presence of women 
at the firm, the number of women at the senior level and 
the distribution or clustering of women across practices 

groups and job functions. 
Participants can see how the 
actual numbers might differ 
from the professed values and 
intentions of the firm as these 
relate to having more women 
across the organization. The 
email and the two questions 
ser ve as a  reminder for 
hiring participants; they set 
norms for the desired levels 
of engagement relative to 
gender equality that the firm 

is committed to achieving. 

NUDGE 2: DESIGN THE INTERVIEW 
In applying this nudge, the first step is to assess the firm’s 
core competencies and values and to determine where 
gender gaps exist in leadership and top ranks. A clear list of 
criteria needs to be established in advance, both at the firm 
level and at the practice-group level. This list should include 
specific requirements for lawyers at each year of practice and 
can then be provided to each interviewer in advance of the 
interview process. The list needs to cover all competencies 
sought and a system that can be applied to make sure that 
all tasks are valued equally, in order to prevent the influence 
of gender assumptions and stereotypes.

Preparing this list requires some data analytics. Prior 
to the interview and as part of the research process, 
different types of tasks can be coded and surveyed to 
identify patterns of gender ascription. Tasks such as 
fact investigation and fact development are typically 
stereotyped as female; male tasks include deposition, 
discovery and international patent prosecution. In order 
to prevent these perspectives from driving assessment or 
decisions, the focus in the design of interview is on valuing 
skills and tasks on the basis of what sustains and enhances 
the firm. A final piece is to work with a weighting system 
for the final scoring of the candidate that avoids bias and 
ensures that all tasks are valued equally. 

Toward the goal of creating uniformity and removing 
accidental bias from the interview process, each 
competency is covered at least once in the various rounds 

Information disclosure 
as a nudge works by 
giving people pieces 
of information that 

can make them more 
likely to be aware of 
one pattern they may 
otherwise overlook.
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of interviews, and key competencies are covered several 
times. During interviews, some of these competencies 
are revealed through uniform pre-designed behavioral 
questions involving hypothetical situations (i.e. asking 
a candidate how he or she would respond in a certain 
situation) or by asking candidates to give concrete 
examples from their previous work for each competency. 
For instance, options used in the interviews include 
having candidates recount their most challenging deal, 
merger, litigation or client relation. 

These minor adjustments remove systemic bias and 
build a process that yields a high degree of job-relevant 
information about the applicant. They eliminate the 
need for guessing or relying on gender stereotypes. The 
situational interview question is based on the premise 
that people’s intentions, decision-making and actions 
are predictive of their future behavior. As such, they are 
useful in assessing competencies and fit from a gender-
neutral point of view.

Responses are judged against rating scales that grade 
answers low, moderate or high. This design helps 
the interviewer assess relevant skill sets, abilities and 
information. Assessed items include values and ethics, 
capacity for strategic thinking, degree of engagement 
and level of management excellence. These factors can be 
examined more effectively through structured interviews. 

In designing interviews that do not become reliant 
on gender assumptions, one effective format is to 
distinguish different points on the rating scale for specific 
behaviors. For instance, collaborative behavior includes a 
candidate’s ability to delegate to other team members, or 
help others to perform their tasks in an efficient manner, 
ability to effectively involve others to optimally handle 
clients needs and interests. 

This precision helps to fulfill two goals: First, it gives 
all attorneys conducting candidate interviews a shared, 
common understanding of what a given qualification, 
means – for instance, “strong collaborator.” Second, it 
provides a common, standardized scale for behaviors that 
represent weak, moderate and strong performance on 
related interview questions. An appropriate behavioral 
anchor for this scale can be created, for instance, by 
referring to skills, competencies and expertise the firm 
or practice group especially values, such as a firm’s 
competency profile. 

NUDGE 3: RATE THE CANDIDATES 
Nudges that shift the way candidates are assessed must 
present reminders to the interviewers and confirm 
their commitment to the agreed-upon approaches 
to assessment. In order to remind interviewers to 
adhere consistently to the established system for rating 
candidates, the value of using credentials in interviews 
and the firm’s commitment to hire more women are 
highlighted at the top of the interview document. Each 
interviewer dates and signs the document.

In this nudge, each question the interviewer asks is 
designed to assess one key competency and several 
secondary competencies. More than one question 
is asked during the interview, and shortly after the 
interview, each interviewer assigns independent 
ratings for each applicant. This assessment is completed 
immediately, ensuring that interviewers better 
remember the applicant’s performance. It is done in 
isolation so that interviewers remain uninfluenced by 
others’ opinions.  

At the final decision stage, the applicants’ responses 
across questions are compared. This approach ensures 
the use of a single rating for each competency across the 
different interviewers for a given candidate. Appended 
to this process and further ensuring collective, uniform 
decision-making, interviewers rate each applicant 
against specific criteria before making summary 
judgments about whether or not to hire him or her. As 
my research shows, by using this approach interviewer 
ratings fall more in line with their summary judgments 
than if they were allowed to make summary judgments 

Firms that have integrated this 
approach have made real gains in 
the recruitment of women lawyers

Interviewers rate each applicant 
against specific criteria before 
making summary judgments about 
whether or not to hire him or her. 
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before rating the candidates 
against the specific criteria.

Finally, evaluators are asked 
to decide whom to include 
(rather than whom to exclude) 
from a list of individuals who 
will receive job offers. This 
element of the process helps 
people to view and evaluate 
each candidate individually. It 
ensures that they evaluate candidates after seeing all 
the options available and that they simultaneously 
evaluate multiple candidates. This nudge, in particular, 
ensures that hirers are less subject to slipping into 
patterns that introduce systematic biases into their 
evaluations and choices, especially when considering 

female candidates.
As a result, evaluators, having 

been provided with the tools 
discussed above that steer them 
clear of subjective or biased 
strategies, can arrive at choices 
that are based on more objective 
criteria and are gender neutral. 
In particular, interviewers are 
provided with means that align 

questions directly with competencies sought via the hire. 
The list does not undermine the conversational nature of 
the interview; it guides the conversation. In the absence 
of these agreed-upon criteria, interviews can begin to rely 
on what is familiar or personal to the interviewer, and bias 
can slip in.    

Interviewers are 
provided with 

means that align 
questions directly 
with competencies 
sought via the hire.
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For only the second time in Minnesota’s history, 
the state’s highest court has a female majority. 
Justice Anne McKeig was appointed to the 

Minnesota Supreme Court by Governor Mark Dayton 
on August 31, 2016. Justice McKeig joins Justice 
Natalie Hudson, Justice Margaret Chutich and Chief 
Justice Lorie Skjerven Gildea to make up the court’s 
female majority. 

Although it is surprising that in the year 2017 Justice 
McKeig is the first female American Indian to be 

Justice Anne 
McKeig’s 
Inspiring 
Journey

Stephanie Chandler focuses her practice in the areas of 
Medicare Secondary Payer Act compliance, business litigation, 
financial services litigation, insurance, re-insurance and appeals. 
She represents employers, insurers and businesses in a variety 
of state and federal court litigation. Chandler graduated from 
William Mitchell College of Law in St. Paul, Minnesota. 

The first female American 
Indian justice appointed to a 
state’s Supreme Court results in 
female majority on Minnesota’s 
highest court.

By Stephanie Chandler

appointed to any state’s highest court, she is more 
than deserving of the role. Justice McKeig proclaims 
that she was “born, bred and educated” in Minnesota. 
She was born in the state’s capital, St. Paul, but grew 
up in Federal Dam, a city in northern Minnesota that 
boasted a population of 110 during the last census and 
is known as the home to the Leech Lake Reservation. 
She grew up on 40 acres of land and spent most of her 
childhood roaming the outdoors, fishing and riding 
her bike. She is the only girl in a family of five children. 

Justice McKeig’s advice to lawyers echoes her 
life’s inspiring journey:

If you have a dream or a vision for yourself, 
go after it and don’t think that it can’t be 
done just because it has not been done 
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before or you will be the first. Don’t put 
roadblocks in your own way, and if someone 
else puts them in your way, move them out 
of the way. 

Justice McKeig is a descendant of the White Earth 
Band of Ojibwe. While her history shaped her, it is only 
a part of who she is today. Her legal experience will 
bring a unique view to the Minnesota Supreme Court 
bench on family law issues. She recalled that when she 
was sworn in, Governor Dayton said he appointed her 
“because of who she is, not because of what she is.”

EARLY INSPIRATION
Justice McKeig has strong family ties, and is inspired 
by the generations that preceded her. Her paternal 
grandmother taught in a one-room school house, 
and her paternal grandfather worked for a railroad 
company. Her maternal grandmother is 97 years old 
and still lives in her own home. 

Justice McKeig’s mother is a particular source of 
inspiration for her, and she lit up as she told her 
mother’s story. Justice McKeig’s mother defied the odds 
in a time when many women did not pursue higher 
education. She was a Fulbright Scholar who graduated 
from Minnesota’s St. Catherine’s University, and had 
high hopes that her daughter would follow in her 
footsteps. Justice McKeig described her mother as an 
“amazing woman” who didn’t miss a beat when their 
home burned down and they lost everything except 
for a coffee pot and a high chair just three days after 
Christmas when she was a child. Her mother was 
someone who wanted to help others, a goal she was 
able to fulfill through her work as the Indian Education 
Director at the local high school. Justice McKeig 
recalled countless instances of both her mother and 
father helping those in need. Her father ran a garage 
and often performed work without collecting a fee. 
Their mantra was simple, but profound: “If someone 
needs your help, you help.” 

Her parent’s desire to help others inspired Justice 
McKeig. Her own passion for justice began at a young 
age. She knew in the 9th grade that she wanted to be 
a lawyer, and although her high school did not have 
a debate or mock trial team, she was president of the 
student council and felt from an early age that she 
was called to a role of leadership. Although she was 
afraid to leave the serenity of Federal Dam in northern 

Minnesota for the noise and traffic of St. Paul, Justice 
McKeig enrolled in St. Catherine’s University, just as 
her mother had dreamed she would. After receiving 
her Bachelor of Arts degree, she enrolled at Hamline 
University School of Law, also in St. Paul. 

LEGAL CAREER
After law school, Justice McKeig began helping 
children and families from the start, as an attorney 
in the Hennepin County Attorney’s Office Child 
Protection Division, in Minneapolis. She spent 16 
years in that role, and was an Indian Child Welfare Act 
Specialist. She looks back fondly on her time in that 
position, describing it as “the best job,” and describing 
how she was inspired to learn more about her culture 
during those years from her mentors.

In 2008, Justice McKeig was appointed to Minnesota’s 
District Court, in the Fourth Judicial District in 
Minneapolis by Governor Tim Pawlenty. She joined 
her mentor, retired Judge Robert Blaeser, on the 
bench in that district. Judge Blaeser is Minnesota’s 
longest-serving American Indian judge. Justice 
McKeig said Judge Blaeser “helped mold her,” and he 
had a vision to know she would go on to have great 

Their mantra was simple, but 
profound: “If someone needs 

your help, you help.”
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success. Because there are few American Indian 
judges, Judge Blaeser shared invaluable wisdom, and 
told her that because her role was unique, she had 
both a great honor and responsibility to reach out 
and help others. As a district court judge, she saw 
herself as honest and hard-working, and someone 
in whom individuals in her courtroom could place 
their trust. She noted how important it was to have 
underrepresented populations see something in her 
they could recognize in themselves, to help them 
understand that the justice system is accessible to all 

Justice McKeig advises asking others for help 
and ensuring pride does not get in your way

people. This is a goal she maintains in her role as a 
Minnesota Supreme Court Justice.  

THE CHALLENGE
When she talked about the NAWL Challenge to 
increase the number of diverse lawyers, including in 
the public sector and the judiciary, Justice McKeig said 
that this is an important goal, because change cannot 
be made unless there is representation on all sides. 

“You can’t accomplish change if you’re only on one 
side of the table,” but, she said, increasing diversity 
will take time as others are educated. She also said that 
those who are first willing to make the change need 
to have a strong sense of self and a tough exterior, as 
it can be difficult to gain respect when attempting to 
implement such change.  

The White Earth Honor Guard at Justice McKeig’s Minnesota Supreme Court 
swearing-in-ceremony.

Justice McKeig and Hennepin County Attorney Mike Freeman at the 2016 
Hennepin County Attorney’s Community Leadership Awards.

White Earth Tribal Council members wrap Justice McKeig in a Pendleton Blanket at her 
Minnesota Supreme Court swearing-in-ceremony.
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When asked about the challenges she has faced in her 
legal career that are unique to her gender, she said 
her aggressive litigation tactics as an attorney were 
often viewed with a negative connotation, but when 
the same tactics were used by male attorneys, they did 
not receive the same reaction. In order to overcome 
these biases, she said women need to empower other 
women. She also praised strong male leaders who 
acknowledge and recognize the strength and unique 
perspective women bring to high-level positions. 
She recognized Governor Dayton for his choice to 
appoint her, knowing that it would result in a female 
majority on the state’s highest court, but she believes 
he recognizes the benefits of doing so. Her other advice 
was to ask others for help, and to ensure that pride 

does not get in your way. She said it is key to reach out 
to others who are similar to you or who have been in 
similar situations, because they will understand and 
provide important advice. Just recently, Justice McKeig 
had the opportunity to take her own advice when she 
met Justice Sonia Sotomayor and was able to speak 
with her about their shared experience of being the 
new justice on a high court. 

Undoubtedly, Justice McKeig’s unique voice and vision 
will be an asset to the Minnesota Supreme Court.    

*  In association with the Law Office of Salman M. Al-Sudairi

It matters to our communities.
It matters to our profession.
It matters to us.

LW.com

Latham & Watkins proudly supports 
NAWL and its mission to advance 
women in the legal profession. 

Diversity Matters 

Barcelona

Beijing

Boston

Brussels

Century City

Chicago

Dubai

Düsseldorf

Frankfurt

Hamburg

Hong Kong

Houston

London

Los Angeles

Madrid

Milan

Moscow

Munich

New York

Orange County

Paris

Riyadh*

Rome

San Diego

San Francisco

Seoul

Shanghai

Silicon Valley

Singapore

Tokyo

Washington, D.C.

It is key to reach out to others who are 
similar to you or who have been in similar 

situations, because they will understand 
and provide important advice.



26 National Association of Women Lawyers® :  Empowering Women in the Legal Profession Since 1899

NAWL Challenge Club: Celebrating the wins
As we wrap up the second year of the NAWL Challenge Club and move into the third, we are taking time to celebrate 
all that has been accomplished to date. Challenge Club members understand – there is nothing challenging about 
participation, but the rewards can be great.

The Challenge Club was developed to match high-potential law firm women with inside counsel interested in sending 
work to women. The short-term goal is to accelerate relationship development, with a long-term goal of increasing 
the number of female equity partners in law firms. In the first two years of the Challenge Club, NAWL has assisted 
with creating many new connections, and, yes, we have also seen several Challenge Club members achieve equity 
partnership in their firms.

In addition to the benefits to law firm lawyers, in-house lawyers have much to gain by participating in the Challenge 
Club. Each event provides an opportunity for men and women in-house lawyers to network with other in-house 
counsel and to meet outstanding female law firm lawyers. 

In the coming year, watch for more news on the achievements of this club, opportunities to connect in between 
in-person events and mentoring opportunities. If you are not already a Challenge Club member, check the NAWL 
website for details.     

—NAWL president-elect Angela Beranek Brandt

Nights of Giving spotlight 
organizations that advance women
NAWL charitable giving events offer opportunity  
to give back to the community.

MEMBER NEWS

NAWL members believe in giving back to the community 
and for that reason, we sponsor Nights of Giving (NOGs), 
throughout the year in various cities. We believe NOGs 
enrich both the lives of our members and the not–for-
profit organizations we highlight.

We recognize organizations that align with NAWL’s core 
values and mission of advancing women in the legal 
profession and advocating for the equality of women 
under the law. For example, organizations that:

• Provide legal support or seek to expand or protect 
legal rights to gender-based violence victims

• Provide support to encourage equal treatment of 
women in education

• Build pipelines of women leaders and/or lawyers

NOG events vary widely. Some are interactive, such 
as spot mentoring young law students, while others 
are educational in nature, featuring panel discussions 

on gender-based violence. Some are more focused on 
raising funds and others are free-form networking events.  
What they all have in common is that they are fabulous 
and fun events focusing on good causes that align with 
NAWL’s mission. 

For the not-for-profits, these events bring enhanced 
exposure. NOGs provide our members with the 
opportunity to connect with each other and the 
organizations on a deeper level. Members who are 
interested in building their leadership and management 
skills can do so by being actively involved with the NOG 
committee.  Law firms that sponsor these evenings have 
the opportunity to select and support an appropriate 
cause, use the event for marketing and provide their 
attorneys with valuable networking. If you are interested 
in sponsoring an event or joining the committee, contact 
NAWL at nawl@nawl.org. We look forward to seeing 
you at a NOG event in the near future!    

—Sheila M. Murphy, NAWL board member at large 
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BOOK REVIEW

Earning It: Hard Won Lessons 
from Trailblazing Women at 
the Top of the Business World
By Joann S. Lublin 

“I have this fundamental belief that 
everybody is pretty rational,” Barra said in 
the book. “If you can understand what is 
motivating them or change what is motivating 
them, you can accomplish things.” 

The women frankly discuss sexual 
harassment, equal pay, resentful peers and 
bad bosses among many other topics. Carol 
Bartz, the former CEO of Autodesk and 
Yahoo recalled working for a man 
who would not let her speak during 
meetings he conducted. Years later, 
Bartz believes the time she spent 
working for that bad boss made 
her a better one. She told herself 
she would remember how it felt. 
“That’s when you really advance in 
your own personal style,” Bartz said.

And that is the lesson of this book 
– putting to work what we learn from one 
problem to solve the next. And there is also 
much to learn on leadership and advancement 
from the trailblazing women who shared their 
stories in Earning It. 

Earning It: Hard Won Lessons from 
Trailblazing Women at the Top of the Business 
World is filled with the personal accounts 
of women who have made it to the top of 
their selective fields – often via winding 
routes fraught with potholes. Rather than 
painting a bleak picture, it focuses on how 
far women have come and gives arguably 
well-vetted advice on how to keep moving 
further down the road. Chapters discuss 
topics such as “Getting Ahead Sooner” and 
“Managing Moms Are Not Acrobats” and 
end with bullet point Leadership Lessons 
on the chapter topic.    

—Reviewed by Laura Williams, WLJ editor

Statistics on women in the workforce – 
wage comparisons, advancement, etc. – in 
manufacturing, finance, journalism, etc., 
mirror those of women in the legal world. 
In some fields, such as engineering and 
technology, the picture is far worse. Just 11 
percent of practicing engineers are female.

Joann Lublin is management news editor 
for the Wall Street Journal. She has written 
the “Your Executive Career,” advice column 
for WSJ.com since 2010. But that is just one 
small slice of the background Lublin draws 
upon for her book Earning It: Hard Won 
Lessons from Trailblazing Women at the Top 
of the Business World.

Lublin cracked the Wall Street Journal’s 
glass ceiling in 1969 as the first female intern, 
became the Journal’s first female journalist in 
1971 and shared the Journal’s 2003 Pulitzer 
Prize for stories exposing corporate scandals. 
Throughout Earning It, she shares her own 
stories – and those of the 52 corporate female 
leaders she interviewed for the book. 

While the book points out the roadblocks 
women face and calls for change, the women 
interviewed come across as more constructive 
than combative. Well-known women such 
as Mary Barra, CEO of General Motors tell 
how they got around complicated situations 
to meet their end goals. Barra recalled as 
a young engineer, in 1983, what it was like 
to walk the male-dominated factory floor. 
Workers repeatedly greeted her with wolf 
whistles until one day, instead of hurrying by, 
she stopped and asked one of them why he 
was doing it. “I’m trying to get your attention,” 
he said. So she suggested he just say “Hi,” and 
she would say, “Hi,” instead of ignoring him. 
He agreed and, not only did a mutual respect 
grow between she and that coworker, catcalls 
from others diminished as well. 

While the book 
points out the 
roadblocks women 
face and calls for 
change, the women 
interviewed come 
across as more 
constructive than 
combative.
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NAWL welcomes new members

Membership in the National Association of Women Lawyers has many advantages, among them, opportunities for 
continuing legal education, a subscription to the Women Lawyers Journal, leadership development and professional 
networking with other members. Please welcome these new members who joined to take advantage of these and the 
many other member benefits provided by NAWL.

NEW MEMBER LIST

Annie Liu Albertson 
Kilpatrick Townsend &  
Stockton LLP 
Beverly Hills, CA

Taylor Alexander 
George Mason University  
School of Law
Arlington, VA

Lilja Dora Altman 
Montclair, NJ

Jasmine Alves 
University of Virginia  
School of Law
Charlottesville, VA

Karrie Anger 
Align Technology, Inc. 
San Jose, CA

Amy Alana Anger 
Kelly Services, Inc. 
Troy, MI

Samantha Aster 
Bloomberg BNA 
Arlington, VA

Lisa Atty 
McGuireWoods LLP 
Los Angeles, CA

Claudia Azzam 
Rutgers Law School 
Watchung, NJ

B

Kelsey Baker 
Glen Allen, VA

Lauren Ball
Ogletree, Deakins, Nash, Smoak 
& Stewart, P.C. 
San Francisco, CA

Caroline Y. Barbee 
Kilpatrick Townsend &  
Stockton LLP 
Beverly Hills, CA

A

Josephine Abshier 
Hinshaw & Culbertson LLP 
St. Louis, MO

Karachi N. Achilihu 
University of Maryland Francis 
King Carey School of Law
Baltimore, MD

Amber Adair 
McDermott Will & Emery 
Dallas, TX

Ben E. Adauto 
Accenture LLP 
Chicago, IL
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Alyson G. Barker 
Drybar Holdings LLC 
Irvine, CA

Erin Elizabeth Barrett 
Seton Hall University  
School of Law
Mendham, NJ

Deanne Barrow 
Chadbourne & Parke LLP 
Washington, DC

Kathleen Brooks Dodd Barton 
Kilpatrick Townsend &  
Stockton LLP 
Atlanta, GA

Lauren Grace Baumgartner 
University of Michigan  
Law School 
Ann Arbor, MI

Shannon Beam 
Villanova University  
School of Law
Wayne, PA

Cassandra Beckman 
Widay Morea Schwartz Bradham 
Friedman & Brown LLP 
New York, NY

Julie Berger 
Ropes & Gray LLP 
Chicago, IL

Isabella Jade Bergstein 
Duquesne University  
School of Law
Wexford, PA

Nathalia A. Bernardo 
Paul Hastings LLP 
New York, NY

Arielle I. Berne 
University of Washington  
School of Law
Seattle, WA

Christina Renee Bethune 
Bloomberg BNA 
Arlington, VA

Vanessa M. Biondo 
Mayer Brown LLP 
New York, NY

Joanne Thomas Blackburn 
Gordon Thomas Honeywell 
Seattle, WA

Jennifer L. Blackburn 
Kilpatrick Townsend &  
Stockton LLP 
Atlanta, GA

Amaryah Kishpaugh Bocchino 
Manion Gaynor & Manning LLP 
Wilmington, DE

Sara J. Bradford 
Kilpatrick Townsend &  
Stockton LLP 
Denver, CO

Laurie E. Brecher 
Schoeman Updike &  
Kaufman LLP 
New York, NY

Abigail M. Brenneman 
University of Arkansas Bowen 
School of Law
Bryant, AR

Will Brewer 
Caterpillar
Nashville, TN

Emily Rae Brewster 
Washington University  
Law School 
St Louis, MO

Jennifer Briggs 
Fisher Duane Morris LLP 
San Francisco, CA

Sarah Lauren Briguglio 
Seton Hall University  
School of Law
Newark, NJ

Mary Gael Britton 
Cleveland-Marshall  
College of Law 
Avon Lake, OH

Melanie Brody 
K&L Gates LLP 
Washington, DC

Ardith Bronson 
DLA Piper LLP 
Miami, FL
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Erin Brown 
DePaul University  
College of Law 
Glen Ellyn, IL

Valentine Anastasia Brown 
Duane Morris LLP 
Philadelphia, PA

Kathryn R. Brown 
Duane Morris LLP 
Philadelphia, PA

Shlomit Buchinsky 
Benjamin N. Cardozo  
School of Law
Brooklyn, NY

Vanessa K. Burrows 
McDermott Will & Emery 
Washington, DC

Holly Drumheller Butler 
DLA Piper LLP 
Baltimore, MD

Valeria Bystrowicz-Liendo 
Perkins Coie LLP 
Los Angeles, CA

C

Veronica Rendon Callahan 
Arnold & Porter LLP 
New York, NY

Mallory A. Campbell 
Notre Dame Law School 
South Bend, IN

Meredith Ellen Carpenter 
Duane Morris LLP 
Philadelphia, PA

Peyton Carper 
Villanova University  
School of Law
Bryn Mawr, PA

Janda M. Carter 
Caterpillar
Peoria, IL

Jasmine Kristina Carter 
Valparaiso Law School 
Valparaiso, IN

Brianna Cetrulo 
Rutgers Law School 
Morris Plains, NJ

Mary Boyd Chamberlin 
Sanzone and Baker LLP 
Lynchburg, VA

Stephanie L. Chandler 
Larson • King LLP 
Saint Paul, MN

Jennifer Chang 
Cross, Gunter,  
Witherspoon & Galchus 
Little Rock, AR

Asra A. Chatham 
McDermott Will & Emery 
Miami, FL

Emma Chen 
McDermott Will & Emery 
Washington, DC

Nicole Christman 
Maravilla Homes 
Ridgecrest, CA

Margaret Chutich 
Minnesota Supreme Court 
St. Paul, MN

Rebecca Hope Cohen 
Drake University Law School 
Des Moines, IA

Angela Marie Cooper
Seton Hall University  
School of Law
East Orange, NJ

Brenda Cooper 
Thomson Reuters 
New York, NY

Emily Seymour Costin 
Alston & Bird LLP 
Washington, DC

Stacy Crabtree 
Caterpillar
Peoria, IL

Anna M. Cressman 
Paul Hastings LLP 
San Francisco, CA

Amy M. Crouch 
Shook, Hardy & Bacon LLP 
Kansas City, MO

NEW MEMBER LIST

Amanda Marie Cunha 
Rutgers Law School 
Newark, NJ

D

Geeta Dammanna 
Dammanna Law, PLLC 
Dallas, TX

Wendy Dawson 
Caterpillar
Peoria, IL

Tiffany Dayemo 
Howard University  
School of Law
Washington, DC

Sandy Marques De Sousa 
Seton Hall University  
School of Law
Newark, NJ

Sarah Devlin 
Brown and James, P.C. 
Springfield, MO

Krissy Marie DiBenedetto 
McDermott Will & Emery 
Washington, DC

Claudia DiGirolamo
Seton Hall University  
School of Law
Newark, NJ

Cristine Rose Dixon 
Brennan Law Firm, PLLC 
Huntersville, NC

Zara A. Doddridge 
Kilpatrick Townsend &  
Stockton LLP 
San Francisco, CA

Erica J. Dominitz 
Kilpatrick Townsend &  
Stockton LLP 
Washington, DC

Nicole Donnell 
State Attorneys Office 
Lutz, FL

Scott Dulaney 
Caterpillar
Nashville, TN

Yelena Dunaevsky 
Bloomberg BNA 
Arlington, VA

Raisa Dyadkina 
Golden Gate University  
School of Law
Walnut Creek, CA

E

Ofunne N. Edoziem
Perkins Coie LLP 
Los Angeles, CA

Lacey A. Elmore 
Kilpatrick Townsend &  
Stockton LLP 
Atlanta, GA

Sydney English 
Finnegan Henderson 
Arlington, VA

Amanda L. Enyeart 
McDermott Will & Emery 
Chicago, IL

Karen Ertel 
Bloomberg BNA 
Vienna, VA

Lesli C. Esposito 
DLA Piper LLP 
Philadelphia, PA

Lauren Hope Evans 
McDermott Will & Emery 
Miami, FL

Jennifer Rasile Everitt 
Kilpatrick Townsend &  
Stockton LLP 
Raleigh, NC

F

Mengyuan Fang 
Texas A&M University  
School of Law
Fort Worth, TX

Afsar Farman-Farmaian 
Varagon Capital Partners 
New York, NY

Leah W. Feinman 
Alston & Bird LLP 
New York, NY
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Kassia Fialkoff 
Duane Morris LLP 
Miami, FL

Ashley J. Fitzwilliams 
Arizona State University  
College of Law 
Phoenix, AZ

Heather L. Flanagan 
Fish & Richardson 
Austin, TX

Paxton Fleming 
University of Nevada Las Vegas, 
William S. Boyd School of Law
Boulder City, NV

Elizabeth Fors 
Robins Kaplan LLP 
Minneapolis, MN

G

Amanda D. Gamblin 
In transition 
Star Valley Ranch, WY

Melissa S. Geller 
Duane Morris LLP 
Newark, NJ

Christina Marie Gensler 
Caterpillar
Washington, IL

Maureen Germany 
Valparaiso Law School 
Valparaiso, IN

Françoise Gilbert 
Greenberg Traurig, LLP 
East Palo Alto, CA

Lorie Skjerven Gildea 
Minnesota Supreme Court 
St. Paul, MN

Donnelly Alison Gillen 
Burke, Williams & Sorensen 
Oakland, CA

Erica L. Gnilka 
McDermott Will & Emery 
Chicago, IL

Laura Golden 
University of Georgia  
School of Law
Athens, GA

Kristy Gonowon 
Allstate Insurance Company 
Northbrook, IL

Amy Gordon 
McDermott Will & Emery 
Chicago, IL

Maria Alejandra Grajales
Seton Hall University  
School of Law
Bergenfield, NJ

Stephanie Carroll Gratton 
McDermott Will & Emery 
Chicago, IL

Darby Green 
Bloomberg BNA 
New York, NY

Angela Gregorits 
Bloomberg BNA 
Burke, VA

Meagan E. Griffin 
Paul Hastings LLP 
Atlanta, GA

Laurelle Gutierrez 
McDermott Will & Emery 
Menlo Park, CA

H

Diane Haag 
Law Office of Diane Haag 
New Albany, IN

Michael Hammes 
Caterpillar
Peoria, IL

Caitlin Harrington 
University of Michigan  
Law School 
Ann Arbor, MI

Christopher Harris 
Penn State University Dickinson 
School of Law
Carlisle, PA

Ellen K. Harrison 
McDermott Will & Emery 
Washington, DC
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NEW MEMBER LIST

Left, NAWL Board Member Jennifer A. Champlin, director of human resources for Walmart U.S. and NAWL 
Executive Director Jennifer A. Waters take a time out during the 2016 Annual Meeting & Awards Luncheon.

Photo: Marty Morris/MPM Photography LLC

Melissa Hartman 
Brigham Young University 
Provo, UT

Nadine Regina Hartung 
McDermott Will & Emery 
Munich, Germany

Britt Haxton 
McDermott Will & Emery 
Washington, DC

Emily Hope Hazen 
Gonzaga University  
School of Law
Spokane, WA

Catherine Heitzenrater 
Duane Morris LLP 
Philadelphia, PA

Linda Henry 
Patrick Law Group 
Atlanta, GA

Sara E. Hentschke 
Gonzaga University  
School of Law
Spokane, WA

Lois F. Herzeca 
Gibson, Dunn & Crutcher LLP 
New York, NY

Molly McGraw Higgins 
University of Nevada Las Vegas, 
William S. Boyd School of Law
Las Vegas, NV

Lance Walton High 
Caterpillar
Peoria, IL

Ashlee Hightower 
Bloomberg BNA 
Arlington, VA

Jeffrey Martin Hoecker 
Caterpillar
Peoria, IL

David S. Hoeft 
Caterpillar
Peoria, IL

Rebecca Hoffman 
Bloomberg BNA 
Arlington, VA

Patricia S. Hofstra 
Duane Morris LLP 
Chicago, IL

Kyla J. Houge 
Pepperdine University  
School of Law
Agoura Hills, CA

Ellie Hourizadeh 
McDermott Will & Emery 
Los Angeles, CA

Natalie Hudson 
Minnesota Supreme Court 
St. Paul, MN

Julia Hueckel 
Bank of America 
New York, NY

Kristyn Hyland 
Bloomberg BNA 
Arlington, VA

Miriram O. Hyman 
Duane Morris LLP 
New York, NY

I

Jennifer Itzkoff 
McCarter & English, LLP
Boston, MA

J

Debora L. Jacques 
USAA 
New York, NY

Monique Jammer 
University of Nevada Las Vegas, 
William S. Boyd School of Law
Las Vegas, NV

Julie Jensen 
Great-West Life &  
Annuity Insurance Company 
Greenwood Village, CO

Alisha A. Johnson 
McDermott Will & Emery 
Washington, DC

Allegra A. Jones 
Duane Morris LLP 
San Francisco, CA
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Sherry H. Joseph 
DePaul University  
College of Law 
Chicago, IL

Tiffany Joye 
Caterpillar
Peoria, IL

Mary Clark Joyner 
Mississippi College  
School of Law
Brandon, MS

K

Carina Kant 
McDermott Will & Emery 
Düsseldorf, Germany

Samantha J. Katze 
Manatt, Phelps & Phillips, LLP 
New York, NY

Kristen J. Keller 
Axiom Pelham 
Manor, NY

Janet Kerobyan 
University of West Los Angeles 
Van Nuys, CA

Ji Won Kim 
McDermott Will & Emery 
Los Angeles, CA

Mary Kathryn King 
Kilpatrick Townsend &  
Stockton LLP 
Winston-Salem, NC

Ashley Kirkwood 
Kirkland & Ellis LLP 
Chicago, IL

Elyse Kirschner 
McDermott Will & Emery 
New York, NY

Polly Klane 
Capital One 
New York, NY

Nadia Ann Klarr 
Bieser, Greer & Landis LLP 
Dayton, OH

Cheongheui Caroline Koko 
Penn State University Dickinson 
School of Law
Carlisle, PA

Isidora Koutsoulias 
Brooklyn Law School 
Brooklyn, NY

Poonam Kumar
DLA Piper LLP
Minneapolis, MN

Laura Leacy Kyler 
McCarter & English, LLP 
Newark, NJ

L

John Lakosil 
United 
Chicago, IL

John Lamb 
Caterpillar
Peoria, IL

Corinne Lammers 
Paul Hastings LLP 
Washington, DC

Lisa Anne Lamming 
Advocus Law Group 
Orange, CA

Gabriela Lanza 
Caterpillar
Piracicaba, Brazil

Marie LaVanier 
Caterpillar
San Diego, CA

Amanda J. Lavis 
Rhoads & Sinon LLP 
Harrisburg, PA

Charlotte Le Bozec 
Caterpillar
Brussels, Belgium

Sharon Lee 
Bloomberg BNA 
Arlington, VA

Kathleen Lenox 
Boston University School of Law
Reading, MA

Katharine J. Liao
DLA Piper LLP
Los Angeles, CA

Lori L. Licata 
In transition 
North Bethesda, MD

Susie Lloyd 
University of Denver Sturm 
College of Law 
Glendale, CO

Joy Cossich Lobrano 
Louisiana 4th Circuit  
Court of Appeals 
New Orleans, LA

Mignon E. Lott 
Wayne State University  
Law School 
Detroit, MI

Lisa Ann Lowry 
Paul Hastings LLP 
San Francisco, CA

Qin Lu 
DePaul University  
College of Law 
Lemont, IL

Betty Luo 
Bloomberg BNA 
Fairfax, VA

Melanie M. Lupsa
Seton Hall University  
School of Law
Dover, NJ

Nicole R. Luth 
Gonzaga University  
School of Law
Spokane, WA
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Amanda Lutick 
Vanderbilt Law School 
Manasquan, NJ

Corey D. Lyles 
Bloomberg BNA 
Arlington, VA

M

Carri Maas 
Manatt, Phelps & Phillips, LLP 
San Francisco, CA

Maria Aguado Magallon 
Caterpillar
Miami, FL

Sonette Magnus 
Lewis Rice LLC 
Saint Louis, MO

Ana Paula Ribeiro Marchione 
Caterpillar
Sao Paulo, Brazil

Nicole Marra 
Gucci America, Inc. 
New York, NY

Mendy Mattingly 
Caterpillar
San Diego, CA

William Maynie 
Caterpillar
San Diego, CA

Cara Elaine McArdle 
Widener University Delaware 
Law School 
Philadelphia, PA

Rachel Lauren McCardell 
MacElree Harvey, Ltd. 
West Chester, PA

Leah R. McCoy 
McCarter & English, LLP 
Boston, MA

Heather McDonald 
BakerHostetler 
New York, NY

Emma McElligott 
Rutgers Law School 
West Windsor, NJ

Andrew McGuire 
Caterpillar
Peoria, IL

Anne McKeig 
Minnesota Supreme Court 
St. Paul, MN

Nicole K. McLaughlin 
Duane Morris LLP 
Philadelphia, PA

Dana McSherry 
McDermott Will & Emery
Boston, MA

Maggie McTigue 
McDermott Will & Emery 
Chicago, IL

Asha Mehrotra 
Caterpillar
Peoria, IL

Amy Maria Mills 
Boston University School of Law
Boston, MA

Sarita Misir 
Duane Morris LLP 
Singapore

Amy Mittelman 
McCarter & English, LLP 
New York, NY

Anisa Mohanty 
McDermott Will & Emery 
Washington, DC

Jovani Monexil 
Florida A&M University  
College of Law 
Lakeland, FL

Emily K. Montagna
Seton Hall University  
School of Law
Hoboken, NJ

Jennifer P. Montan
Seton Hall University  
School of Law
Landing, NJ

NEW MEMBER LIST

NAWL meetings and seminars provide excellent opportunities for learning and networking. Above, Neonu Jewell, 
managing director of VallotKarp Consulting attended the 2016 NAWL Annual Meeting & Awards Luncheon. 

Photo: Marty Morris/MPM Photography LLC
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Leslie Gunn Monteiro 
Caterpillar
Piracicaba, Brazil

Antonia Moran 
University of Pittsburgh School 
of Law
Pittsburgh, PA

Carrie Moser 
GitHub, Inc.
Watertown, MA

Michelle Movahed 
McCarter & English, LLP 
Newark, NJ

Megan L. Muir
DLA Piper LLP
Seattle, WA

Colleen Elizabeth Mulligan 
DePaul University  
College of Law 
Chicago, IL

Karina Azanha Munhoz 
Caterpillar
Piracicaba, Brazil

Laura Myers 
Notre Dame Law School 
Notre Dame, IN

N

Sabine Naugès 
McDermott Will & Emery 
Paris, France

Amanda Newton 
University of Georgia  
School of Law
Athens, GA

Teri H.P. Nguyen 
McDermott Will & Emery 
Menlo Park, CA

Lauren Jill Nieman 
University of Michigan  
Law School 
Ann Arbor, MI

Alexandra Nieto 
Benjamin N. Cardozo  
School of Law
Albertson, NY

Hamala Niranjan 
Hofstra University School of Law
Jamaica, NY

Erin K. Nord 
Orrick, Herrington and  
Sutcliffe LLP 
Seattle, WA

O

Heather O’Brien 
Rutgers Law School 
Ringoes, NJ

Amy Oliver 
Derwood, MD

P

Kristin A. Pacio
DLA Piper LLP
Short Hills, NJ

Katherine Christine Parris 
Bloomberg BNA 
Arlington, VA

Melissa E. Patterson 
Kilpatrick Townsend &  
Stockton LLP 
San Diego, CA

Sanaz Payandeh 
University of California Berkeley 
School of Law
Berkeley, CA

Destiny Peery 
Northwestern University 
Chicago, IL

Erin Perugini 
Bloomberg BNA 
Laurel, MD

Olivia Phillips 
Penn State University Dickinson 
School of Law
Carlisle, PA

Krista Pikus 
McDermott Will & Emery 
Chicago, IL

Elissa R. Port 
McDermott Will & Emery 
New York, NY

R

Jessica Rapp 
Hofstra University School of Law
Trumansburg, NY

Anisha Reddy 
Penn State University Dickinson 
School of Law
Carlisle, PA

Breanne Joyce Reguly 
Chapman Fowler School of Law
Tustin, CA

Lindsey Reighard 
McDermott Will & Emery 
Dallas, TX

Nicole Rhim 
Tulane Law School 
Orland Park, IL

Lisa Richman 
McDermott Will & Emery 
Washington, DC

Dorichel Rodriguez 
New York University  
School of Law
New York, NY

Katrina Christensen 
Rogachevsky 
McDermott Will & Emery
Boston, MA

Sommer Leigh Ross 
Duane Morris LLP 
Wilmington, DE

Lindsee Rotz 
Golden Gate University  
School of Law
San Francisco, CA

Rebecca Rozen 
Bryan Cave LLP 
Chicago, IL

Margaret Ruckelshaus 
Bloomberg BNA 
Washington, DC

Kim Rutan 
Bloomberg BNA 
New York, NY

Rebecca Rutan 
University of Akron  
School of Law
Brecksville, OH

S

Aja Porntip Sae-Kung 
Washington Gas 
Washington, DC

Rachel Brittany Saimons 
Kilpatrick Townsend &  
Stockton LLP 
Seattle, WA

Gerson Santos 
Caterpillar
Piracicaba, Brazil

Melissa Santos
Seton Hall University  
School of Law
Union City, NJ

Kimberly A. Sarff 
Caterpillar
Peoria, IL

Alexandra Scheibe 
McDermott Will & Emery 
New York, NY

David Scheidemantle 
Scheidemantle Law Group P.C. 
Pasadena, CA

Kathryn Schultz 
Duane Morris LLP 
San Francisco, CA

Olivia Scott 
Pepperdine University  
School of Law
Los Angeles, CA

Katherine Sear 
Bloomberg BNA 
Arlington, VA
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Ariel Beth Seidner 
Fordham University  
School of Law
New York, NY

Brit Karen Seifert 
Paul Hastings LLP 
San Diego, CA

Amy Sellars 
Walmart 
Bentonville, AR

Shabri Sharma
Ogletree, Deakins, Nash, Smoak 
& Stewart, P.C. 
New York, NY

Maria Sheffield 
Caterpillar
Nashville, TN

Loree J. Shelko 
In transition 
White Plains, NY

Deborah Marie Shelton 
McCarter & English, LLP 
Washington, DC

Jo Sherman 
EDT 
New York, NY

Aliza Sherman 
McCarter & English, LLP 
Newark, NJ

Julie Sherwood 
USAA 
New York, NY

Mara Shingleton 
William & Mary Law School 
Butler, PA

Rachel Shirley 
DePaul University  
College of Law 
Chicago, IL

Emilee Siegl 
Drexel University Thomas R. 
Kline School of Law
Philadelphia, PA

Gwendolyn Simmons 
Bank of America 
New York, NY

Catherine Simonsen 
Perkins Coie LLP 
Los Angeles, CA

Nancy Nguyen Sims
DLA Piper LLP
Los Angeles, CA

Sahrish Khan Soleja 
Smith Reed & Armstrong, PLLC 
Houston, TX

Katherine Solomon 
Paul Hastings LLP 
New York, NY

Nina Nicole Sperling 
Charleston School of Law
Mount Pleasant, SC

Annelie Ellen Stallings 
University of Louisville  
School of Law
Fort Knox, KY

Robert Staroselsky 
Fordham University  
School of Law
Brooklyn, NY

Melissa Stefanic 
KUKA U.S. Holdings  
Company LLC 
Sterling Heights, MI

Vanessa Claire Athis Stephens 
Howard University  
School of Law
Washington, DC

NEW MEMBER LIST

Above from left, LTC Mary E. Cardmina, staff judge advocate U.S. Army, and 2016 Virginia S. Mueller 
Outstanding Member Award recipient; Darin L. Bielby, managing director, Navigant and CPT Rachele 
Adkins, U.S. Army were attendees at the 2016 Annual Meeting & Awards Luncheon. Photo at right, 
NAWL Treasurer Kristin D. Sostowski, director, Gibbons P.C. makes a point during the meeting. 

Photo: Marty Morris/MPM Photography LLC
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Daniel R. Stoller 
Bloomberg BNA 
Arlington, VA

Emily Katherine Strand 
University of Nevada Las Vegas, 
William S. Boyd School of Law
Las Vegas, NV

Alexis Stroud
Seton Hall University  
School of Law
Stamford, CT

Luke Andrew Suchyta 
Bloomberg BNA 
Arlington, VA

T

Lorin Michelle Taylor 
University of Nevada Las Vegas, 
William S. Boyd School of Law
Las Vegas, NV

Audrey Elizabeth Telfer 
University of Michigan Law 
School 
Ann Arbor, MI

Chrystal A. Tomblyn 
Kilpatrick Townsend &  
Stockton LLP 
Winston-Salem, NC

Christine Nutini Townsend 
Boston University School of Law
Brookline, MA

Veronica Rachel Townsend 
Elon University School of Law
Greensboro, NC

Madeline Casey Troutman 
Villanova University  
School of Law
Columbia, PA

Ravyn Tyndall 
North Carolina Central University 
School of Law
Durham, NC

Kirby Tyrrell 
Her Justice 
Brooklyn, NY

U

Olga Ugolev 
McCarter & English, LLP 
Newark, NJ

V

Victoria Van 
Alfen J. Reuben Clark Law 
School 
Spanish Fork, UT

Sarah Vance-Newman 
McMaster-Carr 
Hillside, IL

Michele McGuire Vanderstreet 
McCarter & English, LLP 
Newark, NJ

Senka A. Varajao 
Rutgers Law School 
Harrison, NJ

Erin Varley 
Penn State University Dickinson 
School of Law
Camp Hill, PA

Erika Vela 
McCarter & English, LLP 
Newark, NJ

Debra Vernon
DLA Piper LLP
East Palo Alto, CA

Julie A. Vogelzang 
Duane Morris LLP 
San Diego, CA

W

Christine Michelle Wahr 
McDermott Will & Emery
Boston, MA

Allison Waterfield 
Bloomberg BNA 
Arlington, VA

Kaylynn Webb 
Emory University School of Law
Atlanta, GA

Jill Marie Weimer 
Littler Mendelson P.C. 
Pittsburgh, PA

Jean Chang Wen 
Bloomberg BNA 
New York, NY

Wu Y.H. Wendy 
McDermott Will & Emery 
Shanghai

Erica Noel Wenninger 
McDermott Will & Emery 
Washington, DC

Danielle Weslock 
McCarter & English, LLP 
Newark, NJ

Breanna West 
In transition 
Richmond, VA

Mor Wetzler 
Paul Hastings LLP 
New York, NY

Kristina G. White 
McDermott Will & Emery 
Chicago, IL

Anne Becker Wierbicki 
McDermott Will & Emery 
Chicago, IL

Sarah Wightman 
Marten Law 
Seattle, WA

Ashley Williams 
American University Washington 
College of Law 
Washington, DC

Jessica C. Wilson
DLA Piper LLP
Boston, MA

Lane C. Womack 
Kilpatrick Townsend & Stockton 
LLP 
Denver, CO

Katherine TL Wren 
Caterpillar
Peterborough, UK

Y

Teresa M. Young 
Brown and James, P.C. 
St. Louis, MO

Barbara Yuill 
Bloomberg BNA 
Arlington, VA

Gokce Yurekli 
Rutgers Law School 
East Brunswick, NJ

Julie Anna Yusko
Seton Hall University School 
of Law
Summit, NJ

Z

Jurg Zundel 
Caterpillar
Miami, FL
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NETWORKING ROSTER

Networking Roster

The NAWL Networking Roster is a service for NAWL members to provide career and business networking 
opportunities within NAWL. 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.  

CALIFORNIA

Ellen A. Pansky
Pansky Markle Ham LLP
1010 Sycamore Ave., Suite 308
South Pasadena, CA 91030
epansky@panskymarkle.com
213.626.7300
ETH 

Elizabeth M. Pappy 
Burke Williams & Sorensen LLP 
1503 Grant Road, 
Suite 200 
Mountain View, CA 94040 
epappy@bwslaw.com 
650.327.2672 
LIT, CNS, BSL 

FLORIDA

Leora B. Freire 
Richman Greer P.A. 
250 Australian Ave.   
West Palm Beach, FL 33401 
lfreire@richmangreer.com 
561.803.3500 
PIL, INS

Gigi Rollini 
Messer Caparello, P.A. 
2618 Centennial Place 
P.O. Box 15579 
Tallahassee, FL 32317 
grollini@lawfla.com 
850.553.3454 
APP, LIT, ELE, COM

Effie Silva 
McDermott Will & Emery 
333 S.E. Second St.,
Suite 4500 
Miami, FL 33131 
esilva@mwe.com 
305.358.3500 
BSL, LIT, ARB, ADR

ILLINOIS

Andrea (Andie) S. Kramer 
McDermott Will & Emery 
227 W. Monroe St., 
Suite 4400 
Chicago, IL 60602 
akramer@mwe.com 
312.372.2000 
TAX
      
Jennifer M. Mikulina 
McDermott Will & Emery 
227 W. Monroe St., 
Suite 4400 
Chicago, IL 60606 
jmikulina@mwe.com 
312.372.2000 
ILP 
  
Guinevere Moore 
Johnson Moore LLC 
150 N. Wacker Drive, 
Suite 1250 
Chicago, IL 60606 
guinevere.moore@
jmtaxlitigation.com 
312.549.9993 
TAX, SPT 

LOUISIANA

Rachael Patton Catalanotto 
Talley Anthony Hughes and Knight  
2250 Seventh St.   
Mandeville, LA 70471 
rpc@talleyanthony.com 
985.624.5010 
FAM, MUN, MED 

MASSACHUSETTS

Mary Elizabeth McBride 
University of Massachusetts 
School of Law   
69 Crescent Drive 
Bridgewater, MA 02324 
mmcbride1@umassd.edu     

Paige Scott Reed
Reed Anderson & Kreiger, LLP    
1 Canal Park, Suite 200 
Cambridge, MA 02141 
pscottreed@andersonkreiger.
com 
617.621.6575 
TRN, LND, EEO, LIT

MINNESOTA 

Brooke Anthony 
Anthony Ostlund Baer & 
Louwagie P.A.   
90 South 7th St., Suite 3600 
Minneapolis, MN 55402 
banthony@anthonyostlund.com 
612.349.6969 
BSL 

MICHIGAN 

Monica Beck 
The Fierberg National Law 
Group, PLLC 
105 E. Philip St.   
Lake Leelanau, MI 49653 
mbeck@tfnlgroup.com 
231.256.7068 
LIT, TOL 

NEW JERSEY

Eman Ahmed-Fakhry 
Mindray DS USA    
800 MacArthur Boulevard
Mahwah, NJ 07430 
eahmed45@hotmail.com 
201.995.8118 
COR, EEO

Stephanie R. Feingold 
Morgan, Lewis & Bockius, LLP 
502 Carnegie Center   
Princeton, NJ 08540 
stephanie.feingold@
morganlewis.com 
609.919.6643 
EPA, TOX 

NEW YORK

Joan-Elisse Carpentier 
McDermott Will & Emery 
340 Madison Ave., 
17th Floor 
New York, NY 10173
jcarpentier@mwe.com 
212.547.5544  
EEO 

Carol Frohlinger 
Negotiating Women, Inc. 
337 East 50th St., Suite 1F
New York, NY 10022 
carol@negotiatingwomen.com    
 
Martha E. Gifford 
Law Office of Martha E. Gifford 
137 Montague St., 
Unit 220 
Brooklyn, NY 11201 
giffordlaw@mac.com 
718.858.7571 
ANT
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Justine Martin 
Montgomery McCracken Walker 
and Rhoads LLP    
437 Madison Ave., 28th Floor
New York, NY 10022 
jmartin@mmwr.com 
212.867.9500 
RES, INT, TEL

Evelyn H. Seeler 
Thompson & Knight LLP    
900 Third Ave.   
New York, NY 10022 
evelyn.seeler@tklaw.com 
212.751.3281 
RES, BNK, BKR, BSL

PENNSYLVANIA

Laura Hoensch 
XL Catlin    
505 Eagleview Blvd., Suite 100 
Exton, PA 19431 
laura.hoensch@xlcatlin.com  
INS, COR

Amanda J. Lavis 
Rhoads & Sinon LLP 
One S. Market Square,  
12th Floor 
Harrisburg, PA 17101 
alavis@rhoads-sinon.com 
717.233.5731 
LIT, EEO, ILP

Pamela Playo 
Wapner Newman Wigrizer 
Brecher & Miller, P.C. 
2000 Market St., 
Suite 2750 
Philadelphia, PA 19103 
playop@wnwlaw.com
PIL, TOL 

TEXAS

Leslie Goldman 
Major, Lindsay & Africa  
801 Travis St., Suite 1850   
Houston, TX 77002 
lgoldman@mlaglobal.com 
713.425.1637 
COR, BIO, M&A, HCA

PRACTICE AREA KEY

ACC Accounting

ADO Adoption

ADR Alt. Dispute Resolution

ADV Advertising

ANT Antitrust

APP Appeals

ARB Arbitration

AVI  Aviation

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

CMP Compliance

CNS  Construction

COM Complex Civil Litigation

CON  Consumer

COR  Corporate

CPL  Corporate Compliance

CRM  Criminal

CUS  Customs

DEF  Defense

DIV  Diversity & Inclusion

DOM  Domestic Violence

EDR Electronic Discovery 
Readiness Response

EDI E-Discovery

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 Medical Malpractice

M&A Mergers & Acquisitions

MUN Municipal

NET  Internet

NPF  Nonprofit

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

Carey C. Jordan 
McDermott Will & Emery 
1000 Louisiana St.,
Suite 3900 
Houston, TX 77002 
ccjordan@mwe.com
713.653.1700 
ILP 

UTAH

Artemis D. Vamianakis 
Fabian VanCott
215 S. State St., Suite 1200
Salt Lake City, UT 84111 
avamianakis@fabianvancott.com 
801.323.2250 
BSL, EEO, RES, ENG

WASHINGTON

Emily Ann Albrecht 
Betts, Patterson & Mines, P.S. 
701 Pike St., 
Suite 1400 
Seattle, WA 98108 
ealbrecht@bpmlaw.com 
206.268.8668 
LIT, TOX, PRL 

WASHINGTON, DC

Joanne Ludovici 
McDermott Will & Emery 
500 N. Capitol St., N.W.   
Washington, DC 20001 
jludovici@mwe.com 
202.856.8000 
ILP, INT, COR
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