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NOTE FROM THE WLJ EXECUTIVE EDITOR

Bias doesn’t end where intelligence begins
Lucky for women lawyers, Nobel Prizes are not often given to lawyers
By Jennifer M. Guenther

A Nobel laureate biochemist recently 
said women should not be in the lab because “You fall in 
love with them. They fall in love with you and when you 
criticize them, they cry.” 

That would be similar to saying women don’t belong in 
the courtroom because “You fall in love with them. They fall 
in love with you and when you rule against them, they cry.” 
Well, maybe. But not while still in the courtroom and only 
if we’ve been prepping 22 hours a day for two weeks straight 

and know making partner 
depends on the outcome of 
the case.

Responses of women 
s c i e nt i s t s  have  b e e n 
bril liantly funny : The 
creat ion of  a  Twitter 

hashtag, #distractinglysexy, is filled with scientists clad 
in full-coverage bio suits – a few of whom are giving lab 
equipment a bit of extra affection. I am not sure what the 
response might be for lawyers – perhaps extra layers of 
black robes? 

Lucky for women lawyers, Nobel Prizes are not often 
given to lawyers, so we are safe in the knowledge that 
those who believe women don’t belong in the courtroom 
are unlikely to have an international forum in which to 
voice that opinion. 

There was a time I felt equality was a reality – that 
movies like “Nine to Five” were quaint reminders of a 
bygone era. Then I graduated law school. My first job 
offer came with a salary $10,000 a year less than a fellow 
male classmate for the exact same position. What a 
lesson! All I believed was false. Neither class rank, nor 
grades, nor publication mattered. The only thing that 
mattered was gender. I turned the job down. 

Next, I interviewed with a large national firm that 
was opening a small branch office. Three times or 
more during my half-hour interview, the partner 

‘If you expect to become 
partner, give those who can help 
you the opportunity to offer you 
guidance and support.’

mentioned he was married. Odd. It was not a family 
law practice. 

And then I found a great job with great opportunity. 
But less than a year in, the senior partner from whom I 
received nearly all my work declared he couldn’t work with 
me anymore. Apparently, he liked me too much. 

I am charming, but enough was enough! I let him know 
in no uncertain terms that it would never be a problem. 
I also let him know I liked the work and was good at it. 
Subsequently, we worked together successfully for the 
next five years. He was a great lawyer. He became a mentor 
and a friend. And I learned that setting expectations and 
being clear is extremely important. 

Setting expectations and making them known will 
benefit your career. If you expect to become partner, 
telling those who can help you gives them the opportunity 
to offer guidance and support. It lets decision makers 
know to test you with partner level work. Setting that 
expectation sets the tone for others to start thinking of 
you as partnership material. 

It is also important to know what is expected of you 
and to speak out if those expectations don’t meet your 
own. Having clear goals, both long term and short term, 
provides a platform for discussion. And speak up when you 
recognize bias. It will help set the overall tone of the firm. 
Here are a few points to consider as you set 
your expectations: 
• There is a difference between rocking the boat and 

flipping it over. Don’t be a pushover but don’t assume 
intentions are always malicious. 

• Understand your audience. You won’t get your message 
across if you are not speaking the same language. 

• Don’t be a troll. Respect and professionalism should be 
shown to all, not limited to those with whom you agree. 

• Know that by voicing an opinion you may open 
yourself up to criticism. Therefore be well reasoned and 
thoughtful in your comments. 

• Take a page from the women of science and have a sense 
of humor. Rather than give credit to asinine comments, 
get a good hashtag and move on. The biochemist Nobel 
Prize winner issued an apology and stepped down from 
his honorary position, proving there is power in an 
elegant and humorous response. 

Jennifer M. Guenther is general counsel/director for FirstCarbon Solutions, a company 
that works with clients to improve profitability through sustainability consulting and 
energy and environmental data management solutions. An experienced land use and 
environmental attorney in controversial environmental, development and litigation 
matters, she has appeared before local, state and federal agencies, as well as the 
California Court of Appeals. She can be reached at jguenther@fcs-intl.com.



NOWHERE TO GO BUT UP 

WASHINGTON, DC 
1667 K Street, NW 

Washington, DC 20006 
202.292.1530 

  

NEW YORK 
745 Fifth Avenue 

New York, NY 10151 
212.588.0800 

  

Frommer Lawrence & Haug LLP is an intellectual property law firm with more than 70 attorneys and  
scientific advisors.   FLH demonstrates its commitment to its clients by implementing strategic solutions to 
handle all of their legal and business needs.  In addition, FLH is home to a state-of-the-art mock courtroom, 
which provides its attorneys, especially younger associates, with the necessary practical experience to  
further their careers.  The courtroom’s streaming capabilities allow clients from all over the world to  
remotely view mock presentations, direct and cross examinations, and opening and closing arguments. 
 
Our practice areas include antitrust, appellate, FDA/regulatory, licensing, life sciences, litigation,  
patent prosecution, and trademarks/copyrights. 

 Frommer Lawrence & Haug LLP is honored to be a 2015 NAWL sponsor 
     and celebrate each professional step of women attorneys. 



8 National Association of Women Lawyers® :  the voice of women in the law®

A LETTER FROM NAWL PRESIDENT LISA M. PASSANTE
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Take pride in our 
accomplishments
The year f lew by, perhaps because 
we got so much done!
By Lisa M. Passante

will be exciting to watch the initiative grow, relationships 
form and great results produced for the participating 
club members in the coming years.

It was another year of fabulous programming, starting 
with the Annual Meeting and Luncheon last year. It was 
such a thrill to meet Anita Hill, a hero of mine since she 
first came on to the national stage. In November, we had 
yet another hugely successful General Counsel Institute, 
which at this point seems like a reunion of old friends 
as well as a chance to make new ones. And of course 
there was the Mid-Year Meeting in Chicago, where 
we had fabulous speakers such as Connie Duckworth 
who moved us with the story behind her nonprofit 
organization Arzu, which aids Afghan women with 
fair wages for their beautiful weaving, and provides 
participating women and their children with the gift 
of an education. We also had our first-ever Boot Camp 
on Women’s Initiatives at West Point in May, where 
a multitude of representatives from law firms and 
corporations learned best practices for making their 
women’s initiatives more effective.

And we did some internal work that is not as 
immediately visible. We focused on renewing our 
strategic plan, and accomplished some very exciting 
work around our brand—including our fantastic new 
logo. Our goal is to get our message out to even more 
lawyers in all walks of the profession!

My thanks to my exceptional board, and to our 
extraordinary Executive Director Jenny Waters, Program 
Director Karen Richardson, Marketing & Development 
Director Caitlin Kepple, Program Director Karen 
Richardson, Membership Coordinator Liz Stuewe. You 
are making enormous contributions to the organization, 
and we are so glad to have you as part of our NAWL family.

I am very proud to have had the honor to lead this 
organization over the past year.  It is without a doubt a 
highlight of my career.  Thank you all for the privilege.

My predecessors told me that my year as 
president would fly by—and were they ever right! It has 
been a great year in so many ways, and I’m very proud 

of what the organization has 
accomplished.

This is the year we launched 
the NAWL Challenge Club, 
where we bring together high-
potential women associates 
and non-equity partners with 
corporate decision makers.  
We held our inaugural event 
in conjunction with the Mid-

Year Meeting in Chicago and a second event in 
conjunction with the P2P Conference in San Francisco. It 

This is the year we launched 
the NAWL Challenge Club, 
where we bring together high 
potential women associates 
and non-equity partners with 
corporate decision makers.  

Photo: Marty Morris/MPM Photography LLC
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DEVELOPING CLOUT

Women must find ways to deal 
with and work around gender 

stereotypes and biases without 
giving up career aspirations.

By Andrea S. Kramer 

IT ’S NO SURPRISE THAT WOMEN 
L AW Y E R S  C A N  H AV E  A  M U C H 
H A R D E R  T I M E  A D VA N C I N G  I N 
T H E I R  C A R E E R S  T HA N  M E N with 
similar qualifications and work experiences. I 
believe that the major reason for this discrepancy 
is gender stereotypes and the often unconscious 
biases that flow from them. We all rely on 
stereotypes to simplify our cognitive processes. 
These “shortcuts” allow us to quickly evaluate and 
relate to other people. As useful as stereotypes 
can be in some situations, they often get in the 
way of accurate evaluations when dealing with 
individual people and operate as discriminatory 
scripts for how we relate to others.

Stereotypes hurt women lawyers in at 
least three key ways. First, common gender 
stereotypes are that women have “feminine” 
characteristics: they are affectionate, sensitive, 
warm, friendly, kind and concerned about 
other people. We can summarize these traits by 
saying that women are “communal,” meaning 
that women tend to care about the goals and 
the needs of the entire community. Gender 
stereotypes also say that men have “masculine” 
characteristics: they are aggressive, willing to 
take risks, forceful, confident, independent, 
tough, achievement-oriented, competent and 
self-reliant. These traits are called “agentic,” 
meaning that men take actions; they are assertive 
and independent. When applied to jobs and 
careers, these stereotypes have a powerful 
impact on the make-up of the career landscape. 
Our tendency is to think the careers for women 

and the careers for men ought to match these 
stereotypical characteristics. Thus, if caregivers 
should be communal, then caregivers should be 
women. And if agentic traits are stereotypically 
associated with leaders, then men should be the 
leaders. The result is a world divided into career 
roles that are supposedly appropriate either for 
women or men.

We’d like to believe that gender stereotypes 
have changed in recent years but studies show 

Andrea S. Kramer is a partner in the international law firm of McDermott Will & Emery LLP, resident in its Chicago office. 
This article is based on discussions at the NAWL Mid-Year Meeting in March and her forthcoming book, Scripts for Success: 
Communication Techniques to Break Through Gender-Biased Workplaces. She can be reached at akramer@mwe.com.

gender stereotypes remain almost the same as 
they were 40 years ago; 75 percent of people 
still think “male” when they hear career-
related words such as “business,” “profession” 
and “work,” according to the book, Blindspot, 
Hidden Biases of Good People, by Mahzarin 
R. Banaji and Anthony 
G. Greenwald. These 
biases make it hard for 
women to get the same 
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DEVELOPING CLOUT

career opportunities as men. A woman who 
steps into an opposite gender role makes 
many people think that something is amiss, 
out of place, or inappropriate.

A second group of gender stereotypes 
that hurt women lawyers is about mothers. 
These stereotypes say that mothers should 
be available to their children 24 hours a day, 
seven days a week. Someone who holds this 
view believes mothers cannot possibly be as 
committed to their careers as are fathers. 
And if a mother is a devoted lawyer, she 
must be neglecting her children. A woman 

while navigating 
gender bias

Stereotypes say 
that mothers 
should be 
available to 
their children 
24 hours a day, 
seven days a week.
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All stereotypes hurt women lawyers – especially women 
with children and other family responsibilities

especially women with children and other 
family responsibilities.

Nowadays we are not likely to hear — out 
loud anyway — something like, “women are 
not smart enough to be lawyers.” Instead, we are 
more likely to hear something like, “mothers 
of young children are less committed to their 
jobs” or “women are not as ambitious as men.” 
Because of these biases, women must often 
demonstrate higher levels of competence and 
commitment than men to get to the same career 
level. To compound the problems women lawyers 
face, they frequently receive fewer sponsorship 
opportunities, less challenging assignments, 
fewer supervisory responsibilities and fewer 
opportunities for career advancement. And, 
because women are supposedly communal, they 

who neglects her children is not communal, 
does not follow gender stereotypes and is 
not likable.

In today’s society, women are much more 
likely than men to have family responsibilities 
requiring them to take time off, reduce their 
work schedules and turn down assignments that 
would require increased travel responsibilities. 
This leads us to the third group of stereotypes, 
which is about successful lawyers. Successful 
lawyers, the stereotypes go, have a relentless 
commitment to working long hours in the 
office or on the road, while single-mindedly 
pursuing career success. Successful lawyers 
do not allow for any interruptions to their 
careers as they aggressively seek advancement. 
All of these stereotypes hurt women lawyers, 

are often expected to handle more administrative 
work than men – work that promotes the smooth 
operation of the business. But administrative work 
does not get valued or counted at compensation 
and promotion time. It is hardly surprising 
that with so many people holding these gender 
stereotypes and biases, women lawyers tend to 
receive less compensation than men.

Of course, women as well as men need talent, 
challenging work experiences and first-rate legal 
skills to succeed in today’s legal environment. 
But women also need a set of skills that allow 
them to address gender bias in a way men 
simply don’t need to worry about. Gender-
biased legal environments make it hard – but 
not impossible – for women lawyers to develop 
their professional clout. 

Before turning to ways to develop your clout, 
I want to make it clear that I am not in any way 
buying into gender stereotypes by acknowledging 
they affect the ways in which women are viewed 
by others. I am not suggesting that gender 
stereotypes accurately reflect reality. I am not 
buying into gender stereotypes by suggesting 
that women should adjust their attitudes and 
behavior in response to stereotypes. And, I am 
not telling women to be inauthentic or phony to 
succeed in gender-biased workplaces. What I am 
saying, however, is that women need to be aware 
of the impact stereotypes and biases have on their 
careers. To reach the top, a woman needs to find 
ways that work for her to deal with and work 
around gender stereotypes and biases without 
giving up her career aspirations.

Biases that flow from common gender 
stereotypes say that a woman who is “too hard” 
is unfriendly and unlikable, even if she brilliantly 
performs her job. A woman who is “too assertive” 
can be seen as agentic, which violates traditional 
gender stereotypes that women are (or should be) 
communal, making her disliked and penalized. 
And an agentic woman is penalized by women 
as well as men; after all, women tend to believe 
gender stereotypes, too.

On the other hand, gender biases are that a 
woman who is “too soft” is likable but not capable 

Women tend to 
believe gender 

stereotypes, too.
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Women need a set of skills that allow them to address 
gender bias in a way men simply don’t need to worry about

of being a successful lawyer. This means that a 
woman who complies with traditional gender 
stereotypes is, in all probability, someone people 
like but she is someone who is seen as unlikely to 
succeed. The dilemma of being too hard (agentic) 
or too soft (communal) is often referred to as the 
“double bind.”

IMPRESSION 
MANAGEMENT
Impression management is 
the intentional effort to shape 
or change the impressions 

we give to others about ourselves. We want to 
assure that people who observe us recognize 
and relate to us in the ways we want them to. 
We want the impressions we make to actually 
match the impressions other people actually have 
of us. Many factors are involved in determining 

To build confidence 
and develop agentic 
behaviors, you 
should engage in 
positive self-talk.

when, why and how you might want to engage 
in impression management: setting, context, 
audience, status and objectives, time available, 
past treatment, organizational dynamics, how 
decisions are made and gender salience. But the 
first step in successful impression management 
is that you must be sufficiently self-aware of 
who you are so you can accurately read yourself 
as well as the reactions that other people have 
to you. To do this, you must accurately observe 
nonverbal communication and listen carefully 
to what is being said to assess how others are 
reacting to you.

Given gender biases, you need to recognize 
the line that gender stereotypes draw between 
a woman’s technical competence and her social 
competence. The way to do this is to use both 
communal and agentic behaviors that will 
allow you to show both technical and social 
competence. A 2010 study by Olivia A. O’Neill 
and Charles O’Reilly, noted by Marguerite 
Rogolioso in 2011 in the Stanford Graduate 
School of Business News, showed that women 
who demonstrate both communal and agentic 
traits have significantly improved performance 
ratings, wider career opportunities and receive 
more promotions than all other women. They 
do better – much better – than women who are 
agentic (three times better) and women who are 
communal (1.5 times better).

These findings should not be surprising. You 
can deal with the double bind if you act forcefully 
to get the job done while knowing when to “dial 
it down” to demonstrate that you have communal 
characteristics. Sometimes a smile, a nod or a 
friendly gesture is all you need to accomplish this. 

Because impression management deserves 
much more attention than I can give it here, 
you can read more at “Taking Control: 

Women who demonstrate both communal 
and agentic traits have significantly improved 

performance ratings, wider career opportunities 
and receive more promotions than all other women.
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Women, Gender Stereotypes, and Impression 
Management.” I wrote this article with Al Harris, 
and you can find it in the Winter 2014 WBAI 
Newsletter or at bit.ly/nawl-1003-3.

BUILD UP YOUR CONFIDENCE 
AND DEMONSTRATE IT
To succeed, you need to take pride in what you 
have achieved and believe in your ability. This 

requires confidence and a willingness to display 
agentic characteristics. To build confidence and 
develop agentic behaviors, you should engage 
in positive self-talk. To do this, I suggest two 
techniques: “mind priming” and “power posing.”

Turning first to mind priming, consider 
doing this before an important meeting, 
speech, interview or high-stakes situation. 
Take a few minutes to write a couple of 

Impression management is the intentional effort to shape or 
change the impressions we give to others about ourselves

paragraphs about a time when you were 
powerful or happy, or write about your goals 
and aspirations. You don’t need to share 
your thoughts or what you wrote down with 
anyone. It is simply the process of focusing on 
something positive about yourself that gives 
you a more positive attitude as you enter the 
high-stakes situation. By mind priming, you 
not only feel more confident, but the people 
you interact with are more likely to see you 
as a leader than they would if you had not 
felt as confident. In other words, you can 
actually think your way into more powerful 
and confident behavior.

Another way to build your confidence is by 
power posing. Before a high stakes situation, 
take a few minutes to adopt an open body 
posture. By opening up your body posture 
(standing or sitting tall with your shoulders 
back), you can change your mindset and change 
how other people view you. An open body 
posture also allows hormonal changes that 
actually work to help you feel more powerful. 
For a few minutes before you walk into that 
important meeting or interview, stand in the 
classic Wonder Woman pose with your legs 
apart and your hands on your hips. You do 
not need to stand or sit in a power pose in the 
actual meeting itself. Rather, it is the process 
of power posing before the event that does the 
trick. When you feel powerful, you can perform 
at the top of your game. If you would like to see 
the body postures associated with high power 
and low power, watch Amy Cuddy’s Ted Talk 
from June 2012 at bit.ly/nawl-1003-1.

Before that high-stakes situation, combine 
mind priming and power posing. You will be 
ready to tackle the most difficult and stressful 
situations. I suggest you do both of them for 
maximum effect.

UNDERSTAND GENDER 
COMMUNICATION 
TENDENCIES
To navigate gender stereotypes and develop 
you r  c l out ,  you  n e e d  t o  u n d e r s t an d 

Women tend to physically close their 
bodies into themselves (low power) 
and to give up personal space to 
make room for others who arrive 
late at meetings.
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gender tendency dif ferences  in business 
communications,  including differences in 
language content and speech patterns. By 
understanding these tendencies, you can identify 
ways to make your communication skills more 
effective, while managing the impressions you 
make to the people with whom you interact.

Nonverbal Differences: Women tend to take up 
less space, while men tend to take up more space. 
Women tend to physically close their bodies into 
themselves (low power) and to give up personal 
space to make room for others who arrive late 
at meetings. Men, on the other hand, are more 
likely to spread out (high power) and take up 
more space than women. The same is true with 
gestures. Women tend to gesture towards their 
bodies (low power), men away from their bodies 
(high power). While listening, women tend to 
lean forward (low power), men tend to lean 
back (high power). These nonverbal tendencies 
put women in low power postures making them 
appear meek, small and weak, while men appear 
larger and more powerful.

To develop your professional clout, don’t play 
into these gender communication tendencies. 
Bring a pile of papers to all of your meetings 
– even if you don’t refer to them – and spread 
out. Sit tall and straight with your shoulders 
back. Claim your fair share of space and don’t 
give it up when other people join the meeting. 
Gesture away from your body when you speak, 
and if you are not being heard, stand up for a 
cup of coffee or glass of water and speak while 

Women are often 
socialized to speak in a 

communal way, which is 
vague and imprecise so 
as to not be aggressive 

or confrontational.
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Focusing on something positive about yourself gives you a 
more positive attitude as you enter the high stakes situation

you remain standing. These simple techniques 
help you show others that you are confident 
and powerful.

Language Content and Patterns: Women 
are often socialized to speak in a communal 

way, which is vague and imprecise so as to not 
be aggressive or confrontational. Men are often 
socialized to speak directly, which projects 
confidence and power. Women’s tendency to 
speak indirectly also extends to the ways in 
which they give instructions and assignments 
to other people. Suppose, for example, that 
you have just given an important research 
project to a male junior lawyer. He will not 
understand that when you gave him the project 
and asked him to “consider” a particular legal 
point that you were actually “telling” him 
that you expected him to carefully analyze 
that legal point. This difference can result in 
misunderstandings and miscommunications 
when women and men communicate. 

Here is another example: when answering 
questions, women are more likely than men to 
answer the question by asking another question 
or by explaining the rabbit holes she went down 
before finding the answer. Not so for men; men 
tend to answer questions directly. As a result, 
women who follow gendered speech patterns 
can appear tentative and unsure of themselves, 
as if they don’t know what is expected of them. 
To avoid such miscommunications  — and to 

appear confident and in control — you should 
clearly explain what you want someone else 
to do, and you should directly answer the 
questions you are asked to answer. To help 
you stay on point, you might want to prepare a 

brief outline or bullet 
points that you can 
refer to, allowing 
you to stay focused 
on communicating 
more directly.

In  cons ider ing 
language patterns, 
you should avoid 
language patterns 
that suggest you are 

weak, incompetent, or lack confidence. For 
example, women are more likely than men to 
use self-deprecating language patterns, such as, 
“I may be off base here but …,” “I don’t know if 
this is helpful but...,” or “This is just a guess on 
my part but …” These phrases are career killers 
because other women –not just men – tune you 
out if you speak in such a self-deprecating way. 
If you use this language pattern, stop using it. 

Let’s look at another weak language pattern: 
the phrase, “I’m sorry.”  Studies show that 
women believe that certain actions justify 
an apology more often than men do. As a 
result, women say “I’m sorry” more frequently 
than men do, and women expect to receive 
an apology more often than men expect an 
apology. But there is more to the use of the 
phrase “I’m sorry” than different gender-
based views with respect to the sorts of 
violations that require apologies. Women are 
more likely than men to say “I’m sorry” as a 
language pattern to express sympathy or to 
make a connection with others. The problem 
with using “I’m sorry” in this way is that 
men can think that women who repeatedly 
apologize must have something to apologize 

Women say “I’m sorry” more 
frequently than men do, and 
women expect to receive 
an apology more often than 
men expect an apology.

for (after all, why else would she keep saying 
she’s sorry?).

If you say “I’m sorry” as a language pattern, 
try saying something else, like “that’s too bad,” 
or “that’s terrible news,” or “I’m sure you are 
disappointed.” Don’t say “I’m sorry” unless you 
actually have something to apologize for. And, 
when you make a mistake, acknowledge it and 
move on. Don’t dwell on it. Don’t stew about it. 
Don’t beat yourself up. Just say “I’m sorry” once 
and be done with it. If you’d like to learn more 
about the rules of gender communication, you 
can read my articles on this subject in the Fall 
2011 WBAI Newsletter or at bit.ly/nawl-1003-2. 

Your verbal and nonverbal behaviors are 
all key elements in managing the impressions 
you give others and in demonstrating and 
building your clout. Practice speaking in a 
straightforward and direct way, avoid weak 
nonverbal behaviors and combine agentic 
with communal behaviors. It is through the 
impression you give to others that your power 
and confidence will come through. That’s where 
mind priming and power posing come in.

MASTER THE ART  
OF SELF-EVALUATIONS
Let’s turn now to mastering the art of 
preparing your self-evaluation. This is another 
important step in building your clout. Based 
on my personal review of well over 1,500 self-
evaluations, it is usually easy to identify those 
self-evaluations written by women and those 
written by men. Women (as a group) play into 
traditional gender stereotypes by downplaying 
their accomplishments, acting modestly and 
remaining silent about their career objectives. 
Men (as a group) are self-laudatory, proudly 
setting out their accomplishments, and making 
sure their career objectives are clearly known. 
Don’t play into gender stereotypes when you 
prepare your self-evaluation. Confidently 
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Claim your fair share of space and don’t give it up when 
other people join the meeting

To build your clout you 
should connect, connect, 
and connect some more.

explain your achievements and boldly recount 
them. Approach your self-evaluation with 
planning, determination and a serious effort. 
Give it as much attention as you would give 
to an important client project. To learn more 
about preparing self-evaluations, you can read 
my self-evaluation dos and don’ts in the Fall 
2011 WBAI Newsletter, or at bit.ly/nawl-1003-2.

FOCUS ON ADVANCEMENT
Our feelings, desires and accomplishments are 
not automatically known to our supervisors and 
colleagues. Neither are our career objectives. Tell 
your supervisors about your career objectives, 
clearly explain your career and compensation 
expectations (on a regular basis), and seek out 

a sponsor and a mentor. You are evaluated all 
year long, so stay in touch with those people 
who have a “say” in your career, not just during 
the annual review period. 

CONNECT, CONNECT AND 
CONNECT SOME MORE
Connections are important for more reasons 
than I can begin to list here. Many connections 
we make are fleeting but the impressions we give 
others are often fixed before the blink of an eye. 
Keep in mind that you never get a chance to make 
a first impression again. (Sure, with luck you can 
change a first impression but you need to work 
very hard to try and sometimes you just can’t 
change it.) So it makes sense to have a memorable 

one-minute introduction about 
yourself ready to use at any time, 
explaining what’s new in your career 
and what projects you have been 
involved with. Keep it updated. 

Having that short introduction handy whenever 
you need it can help give you the confidence to 
connect with others in ways that showcase your 
successes and talents.

Develop an inside and outside network to 
create a positive buzz about you. Join and 
actively participate in women’s bar associations 
and – of course – NAWL. Participate on firm or 
company committees to help build workplace 
alliances and friendships. Get involved in trade 
associations that are relevant to your clients 
and their industries. These connections are 
important and well worth your time.

In other words, to build your clout you should 
connect, connect, and connect some more. Try 
all of my suggestions. Some will feel good and 
you’ll stick with them. You might try others 
and reject them if you don’t see the benefit. But 
don’t give up on them too soon. If you give my 
suggestions a try, you will see positive results. 
I am sure of it.   
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Efforts to recognize and leverage the talents of women 
lawyers across many segments of the legal community 
have been significant. NAWL has led the charge through 

many years of research and through the NAWL Challenge. With 
so much energy spent, it is essential that we learn from women 
who have made it into groundbreaking leadership roles. One 
such woman is Jami Wintz McKeon, Chair of Morgan Lewis 
since October 1, 2014.   

McKeon’s activities model the importance of “being” a leader 
as opposed to “talking about” wanting to become one. For 
example, months before assuming her position as Chair she 
pursued her vision of the firm expanding its position as a global 
law firm by exploring a potential merger with Singapore law 
firm, Stamford Law Corp. Fascinating: The leader of Stamford 
Law is also a woman. Important lesson: Actions pave the way 
for your aspirations.

Colleagues describe McKeon as “charismatic,” “dedicated as 
a leader and practicing lawyer,” “selfless” and “strategic.” She 
counsels clients in high-stakes crisis litigation and investigations 
involving business disputes, fraud, class and mass action cases, 
including controversies arising from mergers and acquisitions, 

Karen B. Kahn, Ed.D., P.C.C., is a psychologist and strategic 
coach who works exclusively with lawyers, law firms and law 
departments. She is also author of the new book Daunting 
to DOable: You CAN Make It Rain (available from Amazon).

WOMEN MOVING 
FORWARD
An interview with Jami Wintz McKeon—
Chair of Morgan Lewis
By Karen B. Kahn, Ed.D., P.C.C.

joint ventures and divestitures. McKeon is unwavering about 
continuing to practice while leading the firm. 

Just back from being a speaker alongside a prestigious 
group of women at the Lead On Watermark Silicon Valley 
Conference for Women, she was energized and excited to share 
her observations.

What is  your top take-away from the 
Conference?

My primary observation from the gathering is that is it 
somewhat surprising that we’re still having a discussion about 
women and the challenges for their advancement. I – and most 
others, I think - thought we would be well past that issue by 
now. When I got out of law school all we wanted was a great 
legal job. That was our main focus. Our mindset was “You give 
us a shot and we will be great at it.” That might not sound very 
progressive, but this was before anyone was actually focused 
on trying to create a diverse workforce, and at a time when 
no one thought that that the firm should care about how we 
balanced our lives.

Then, as more women came into the profession, we got 
focused on helping women. On the surface, I know firms 
thought that they were helping. But now I wonder about the 
unintended consequences of this focus. What is happening 
now, with the desire to be flexible and accommodating, is that 
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women often feel (and in fact are) pushed into an alternative 
professional track. And, some women and men feel it is not 
politically correct to ask women to take on all opportunities 
because – rather than asking the women if they would like to 
take the opportunity and letting them answer for themselves – 
they assume that they won’t want to or be able to take on certain 
opportunities because of family or other obligations. At the 
same time, other societal issues interfere with communications. 
Some men, and even some women, are so sensitive about the 
way they are communicating and behaving, or so fearful of 
having their motives misunderstood that they either shut 
down altogether or fail to raise issues openly. None of this helps 
women, and it often results in fewer opportunities for what 
really counts - client work.

Opportunities are what enable advancement. That is what we 
should focus on, helping women see and get the opportunities 
and, when necessary, help them weigh the pros and cons of the 
various choices facing them.

What are some ways to move the hindrances 
you see out of the way?

Law firms must have better and more open communications 
with associates – both male and female. This requires candor 
on both sides of the discussion. Success will occur more often 
when we can individualize career paths. We must find ways to 
make this happen. I also think that technology has helped by 
giving us the ability to work when we are not in the office. We 
can take calls, respond to e-mails and work on documents from 
almost anywhere. I think that technological advancement will 
continue to help.

What other issues do you see impacting the 
advancement of women?

First, the jury is still out on whether law firms believe that 
clients care as much as they say they do about their outside 
counsel having gender-diverse teams. Clients are key drivers of 
change. If gender diversity, and diversity in general, is important 
to them, they have the power to be major influencers of what 
happens inside law firms – not just by looking at the numbers, 
but by identifying and sending work to diverse lawyers. As 
I think about issues related to attorney retention, I think a 
good piece of it is attributable to lawyers feeling valuable and 
important. Career fulfillment is so important. Knowing that 
he or she is a key member of a client service team has more 
retention power for a lawyer than many other seeming rewards. 

We must give women challenging and fulfilling work for them 
to stay engaged in the profession.

Second, we have to be open with ourselves and our colleagues 
about the internal debate many of them have about whether 
the sacrifices of this career are worth the rewards. Many of the 
newer lawyers possess a great deal of internal anxiety about 
whether they are making the right choices. I feel for them. 
When I was coming up, there were fewer options and so I wasn’t 
burdened by so many alternatives. If you chose to be in the 
profession, you just looked forward and did what was needed to 
succeed. Now, the presence of so many options – full time versus 
part time, flexible versus standard, law firm versus in-house – 
actually complicates the issue for our lawyers. Flexible work 
schedules and reduced workloads are complex to work out and 
the interests of the firm and the lawyer have to be tested against 
the needs of the client. No matter what, you must give your all 
to assure great client service. This is very hard to conceptualize 
with a time lens. Thinking about when you can’t or won’t work 
creates a negative mindset. Clients and other lawyers pick this 
up. Sometimes you have to work through the night, and then 
you can balance it out with an easier day. Even that model takes 
a commitment on everyone’s part but it is easier to manage than, 
for example, choosing a schedule that has some days or hours 
blacked out. But of course that means that you still have that 
unpredictability in your schedule.

How do you manage all that is currently on 
your plate?

With a lot of help from colleagues, clients and family! Currently, 
I continue to practice. This is essential so that I can maintain 
a strong connection to our business. To juggle everything, I 
prioritize strategic thinking over the tactical. This allows me, 
as a leader, to set the direction for the firm. I then rely on the 
support of a fantastic team to execute in a comprehensive, 
hands-on manner. A key priority for me is to develop and 
maintain personal relationships with clients, firm lawyers and 
employees. I want to be an engaged leader who connects with 
each of our constituents, internal and external. When I speak 
with individuals, they are often surprised that I know so much 
about them. Yet knowing about them is essential to me.

What do you want to be the legacy of your 
leadership at the firm?

I want to create a firm that serves the broadest needs of 
businesses by offering a wide array of services and a brand 

‘Law firms must have better and more open 
communications with associates – both male and female.’
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‘This is a great profession for women – 
it is about relationships, collaboration, 
intellectual challenges and creativity.’

that stands for excellence wherever and whenever you need 
it: Exceptional client experiences all of the time. We have 
already strengthened our platform and our broad abilities to 
service clients. And I am proud that while we have expanded 
our offerings we have continued to maintain strong client 
relationships. Our work is all about relationships. When it 
comes to our clients, those relationships include the legal 
service we provide but goes beyond that to partnering with our 
clients in their industries and communities, and in important 
programs like those related to diversity and philanthropy. I hope 
my legacy will be that I live the values that I stand for, and that 
our firm continues to set the highest standard for excellence 
and client service.

How do you weave the concept of diversity 
throughout your leadership style?

When I talk about diversity I mean complete diversity with a 
focus on inclusion. All different points of view, perspectives, 
backgrounds, etc., must be a part of the way we practice as a 
team of lawyers. Some people think of diversity as treating a 
particular group specially. I want everyone to be included.

What do you think firms can do better to 
foster inclusion?

We need to continually learn about how diversity impacts our 
abilities to work together. We must all accept that we have 
unconscious biases. When we accept this as a reality and are 
aware of how these biases impact our relationships, we will 
improve our individual connections and the firm as a whole. 
If people don’t realize the subtle cues they put out to others 
such as in our language and even the way we describe each 
other to others change will be impossible. As lawyers, we are 
supposed to be objective so when we focus on differences we 
are often criticized. This is backwards. We must acknowledge 

differences and leverage the value that a variety of points of 
view bring to the table.

How do you think your gender impacted your 
election as Chair of the firm?

I don’t think it affected the election itself; we had no particular 
agenda to elect a woman and no one thinks I was elected because 
I am a woman. Opportunities at our firm are based on merit, 
and I have worked hard in service to the firm for many years. 
We have a number of other women leaders and I think it is fair 
to say their gender was not a factor in their selections, but I do 
think that having diversity of any kind in a leadership team is 
a benefit for the reasons stated before.

How will the fact that you are a woman 
impact women at the firm?

The fact that the partnership of Morgan Lewis elected a woman 
makes very clear that women at this firm can succeed in the 
practice of law. My election meant more to women outside the 
firm than I expected it would. I know that solely because of my 
title I am considered a role model, but most important I want 
to be a more active mentor and sponsor for women.

How will the fact that you are a woman 
impact men at the firm?

The fact that our firm elected a woman is a statement that 
Morgan Lewis thinks outside of the box and that we are brave 
and bold. This is important for a firm to stay fresh and relevant. 
This is a message that we are not just doing things the way that 
it has always been done. This bodes well for men and women.

We need more women in the roles of practice group leaders. 
These are essential leaders that oversee the practices and 
determine much of the direction of the firm. I plan to call on 
our experienced women leaders to take on these positions.

What message is important for you to convey 
as we end this interview?

This is a great profession for women – it is about relationships, 
collaboration, intellectual challenges and creativity. In my view, 
this career has far more components that can create a flexible 
career than almost any other job. I think women should flock 
to this profession, stick it out and help shape the future. This 
is one of the things I want to make happen while I am in this 
leadership position.   

‘My election meant 
more to women 
outside the firm than 
I expected it would.’
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If asked to evaluate your career – as of this moment – as 
successful or not, how would you react? What would 
determine your conclusion? Had you prevailed in court 

last week, perhaps you would respond with an emphatic 
“successful.” But had you lost, would that mean that your career 
had not been successful? 

If you’ve achieved equity partner status in your law firm you 
may well feel that you’ve been successful. The quantity of your 
compensation may influence your judgment. But what if you 

WHAT IS A SUCCESSFUL 
LEGAL CAREER?
Defining success in the legal profession is a 
tricky matter – and has become even more so 
given post-recession changes in the industry.
By Ellen Ostrow, Ph.D., CMC, PCC

consider your comp compared to the men at your firm and 
note the disparity? Does that make you feel any less successful? 

Carol,* a senior corporate partner at a global firm, recently 
confided to me that she finally feels successful now that she is 
among the highest compensated partners at her firm, alongside 
many of the men who’d previously surpassed her.

Defining success in the legal profession is a tricky matter, 
and has become even more so given post-recession changes 
in the industry. Within law firms, the traditional definition of 
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success was advancement 
to equity partnership and 
compensat ion.  In  the 
years since the economic 
downturn, big law firms 
h a v e  c h a n g e d  t h e i r 
organizational structures. 

The number of years to 
promotion has increased 
significantly. Even producing 
great work over the course 
of more years no longer 
guarantees promotion. 
Firms increasingly have 
focused on business generation and are loathe to 
promote an associate without being convinced of 
significant revenue-generating potential. 

At the same time, attorneys who are already equity 
partners are scrambling to hold onto their business in 
a dramatically tighter and more competitive market. 
This leaves them with less time and incentive to develop 
junior lawyers. Competition for the ever-churning 
lateral market requires keeping profits per partner 
high, creating a disincentive for firms to promote 
associates to equity partnership. 

The creation of multiple partnership tracks has also 
made promotion to equity more illusory. As a result, 
few associates now view doing great work as a likely 
path to success at the first firm that hires them out of 
law school. Promotion to equity has become the most 
elusive of the traditional objective success measures of 
a legal career. 

Scientists who study the concept of career 
success1,2 point to its complexity. Status, promotions 
and pay – the traditional hallmarks of success – are 
“objective” measures. These use objectively verifiable 
criteria to evaluate success. However, organizational status, 
financial attainment, promotions and prestige do not 
necessarily make people feel successful. I have coached 
countless attorneys who have achieved these benchmarks 
only to find themselves feeling empty and unfulfilled. 
Furthermore, we know that even “objective” measures are 
contaminated by factors like gender and race. Disparities 

in access to opportunities leading 
to objective success as well as 
in evaluations, promotions and 
compensation continue to be 
prevalent in the profession.

Therefore, “subjective” measures 
of career success – those defined 
by an individual’s reactions to her 
unfolding career experiences – 
are crucial considerations. People 
conceptualize and evaluate their 
career success in terms of many 
factors related to their personal 
beliefs, values and aspirations. 

These include competence, excellence, contribution, 
challenge, security, work/life balance, feeling valued, sense 
of meaning and purpose, service, fulfillment, autonomy, 
legacy and relationships with colleagues and/or clients, to 
name a few.

The evaluation of your career as successful may also have a 
temporal component. An associate grinding away long hours 
may not view her current accomplishments as successful but 
may consider her career in a broader time frame, anticipating 
future success as a result of her present-day efforts. 

Maureen,* a new non-equity partner at her global firm, 
stated that, “When I became an associate I wanted success 
and success was partnership. Otherwise, why make the 
sacrifice?” Conversely, a recently de-equitized partner may 
or may not view her career as successful. To the extent to 
which she considers her reduced status to be a reflection 
of firm economics and looks back upon a career filled with 
achievements of which she is proud, she is likely to consider 
her career a success. 

However, I have spoken with senior women in practice 
areas that have undergone significant changes and 
who blame themselves for their failure to “reinvent” 
themselves. In these cases, despite much prior objective 
evidence of success, these attorneys do not evaluate their 
careers as successful. 

If you’ve ever received a bonus about which you were very 
pleased only to have your feelings change to disappointment 
when discovering how paltry your bonus was in comparison 
to those of others at your own or other firms, you know 

Firms increasingly 
have focused on 

business generation 
and are loathe 
to promote an 

associate without 
being convinced of 
significant revenue-
generating potential. 
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that our judgments of our success may be influenced by the 
achievements of others. 

Research on career success documents that we evaluate our 
career outcomes relative to personal standards as well as the 
attainments and expectations of others.1 Viewing one’s career 
as on-, behind- or ahead-of-schedule relative to peers is an 
example of an other-referent measure of success that can leave 
an attorney feeling prospering or defeated. Promotions and 

bonuses provide a powerful incentive for attorneys to compare 
themselves to others with dramatic consequences for their 
experience of success.

Recently I coached a young woman attorney who apparently 
had been on track for partnership at her firm. She received 
glowing reviews during her eight years at the same firm and 
had worked on significant matters. 

The previous year the firm had brought in a complementary 
practice from another firm and the former and new practice 
heads assumed co-leadership roles. Unfortunately, the former 
leader – also her mentor - was not one to spend political capital 
advocating for his juniors while the new co-leader did this with 
relish. As a result, an associate who came in with the group 
from the other firm was promoted to partner while my client 
was only elevated to counsel. 

Despite being promised compensation to offset the difference 
in status, she received only a small bump in pay. She had been 
billing roughly 3,000 hours/year and until this point had viewed 
the sacrifice as worthwhile. The decision left her devastated. 
She had no portable business; up until this point playing a 
prominent role on a senior partner’s matters was more than 
sufficient for promotion. 

The decision reflected the power of senior partners, not 
anything inherent in the quality of her work. Yet she felt entirely 
devalued and humiliated by having given so much only to 
receive so little recognition. Despite not having felt particularly 
fulfilled by her work, she had felt proud and successful – until 
now. From that point on, she shifted her goals from advancing 
at the firm to saving as much of her paycheck as possible, leaving 
the office in time to see friends, and waiting until she had saved 
enough to leave practice altogether. The day she could retire 
from law and feel free to travel would be the day she would 
experience success.

It’s difficult to define success according to internal referents 
in a work environment that places value on objective factors 
like promotion, prestige and money. We are wired to compare 
ourselves to others and have a tendency to internalize the 
expectations of our work environments. 

Big law provides multiple inducements to value objective 
and other-referent criteria of success. People with a high need 
for achievement may choose to work in such organizations 
with incentive systems that reward and recognize a few leading 

It’s difficult to define success according to internal 
referents in a work environment that places value on 
objective factors like promotion, prestige and money

The creation of multiple partnership tracks 
has made promotion to equity more illusory
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stars. It’s easy to become trapped 
trying to live up to and emulate 
these stars. It can become easy to 
believe that failing to invest heavily 
in things you believe will improve 
your chances of success means 
foregoing all you’ve invested and 
feeling like a failure.

In my experience, it is often getting 
outside this organizational frame 
of reference that enables people 
to consider alternative ways of 
measuring their own career success. 
For example, Elizabeth* contacted 
me when she was told that the 
prestigious, white-shoe firm in 
which she had worked for her entire legal career had decided 
to postpone her consideration for partnership because they 
were not yet convinced of her revenue-generating potential. 

At best, she was able to negotiate for counsel status. 
Elizabeth loved the intellectual challenge of her work. She 
disliked the incessant client demands, especially those of her 
international practice. As the mother of two young children 
and married to another professional, she also felt continually 
taxed by multiple demands. She had found a way to juggle 
these, but constantly faced the criticism of senior male 
partners who disapproved of the ways she got her work done. 
They preferred the more paced approach afforded them by 
their stay-at-home wives. 

When Elizabeth and I explored what made her feel successful, 
it was neither the approval of senior partners, the size of her 
bonus, nor the approbation of clients for being on calls at all 
hours. Success for Elizabeth was solving complex problems, 
particularly those that had significant policy implications. It 
became clear that a position in the federal government offered 
a far better shot at success and satisfaction than did her firm. 
Nevertheless, it was not until she actually made the transition 
that she stopped feeling like a failure.

The culture of the profession as a whole puts great emphasis 
on competition, winning, individual achievement, status 
and prestige. Research by Florida State University College 
of Law Professor Lawrence Krieger and colleagues3,4 has 
documented the dire effects of legal education upon the values 

and wellbeing of law students and 
ultimately upon the practicing 
attorneys they become. 

According to this research, after 
beginning law school, students shift 
from values related to helping and 
community to external rewards 
such as money and recognition. The 
data indicate a general loss of sense 
of personal purpose. These changes 
are accompanied by increases in 
depression, anxiety and negative 
mood – changes that persist beyond 
the law school years. 

Krieger’s research also indicates 
that success in law school measured 

by grades exacerbates the longer-term negative effects of law 
school. More “successful” students become more attracted 
to extrinsically oriented jobs and away from the service 
motivations with which they began law school. These findings 
have been replicated at multiple law schools and similar results 
have been found by other legal scholars.5 

Most recently, Krieger6 found similar relationships among 
a very large and diverse sample of practicing attorneys. The 
investigators found no or a negative relationship between 
grades, affluence, prestige and attorney wellbeing. The most 
satisfied and well-adjusted lawyers were those doing work 
they found personally meaningful and providing needed help 
to others. 

Despite their smaller compensation, lawyers working in 
public service settings were more motivated by internal and 
personal values than those in higher-paying private practices 
and demonstrated higher well-being scores. The authors 
concluded “the shared understanding of ‘success’ needs to be 
amended so that talented students and lawyers more regularly 
avoid self-defeating behaviors in the pursuit of success.”6

Certainly there are attorneys at the largest law firms whose 
careers not only look successful through the prism of objective 
criteria but who would also judge themselves as successful 
according to subjective measures. But defining your legal 
career as successful has become increasingly challenging. 
Economically driven changes in the industry have resulted 
in fewer opportunities to achieve traditional benchmarks of 

Promotions and bonuses provide a powerful incentive 
for attorneys to compare themselves to others

The most satisfied and 
well-adjusted lawyers 
were those doing work 
they found personally 

meaningful and 
providing needed help 

to others.
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success. Each corporation has only one General Counsel. The 
number of Margaret Brent annual awardees is finite.

Values have also changed over generations. Few law graduates 
now go to large law firms aspiring to equity partnership. Careers 
in the law, as elsewhere, have become less linear and more 
“boundary-less,” i.e., not limited to a single organization or a 
single career direction. Concerns about work/life balance are 
no longer limited to women. Studies show that both male and 
female millennials have no intention of trading off the quality 
of their lives for a paycheck.  

How, then, should you define career success for yourself? My 
suggestion is that you ground your definition in your values. By 
“values,” I mean the personal strengths or qualities you most 
want to express in your daily patterns of action. Values are 
chosen concepts linked with patterns of action that provide a 
sense of meaning. They can coordinate our behavior 
over long time frames. 

Values can never be fulfilled, satisfied or completed; 
rather, they serve to give us a purpose or direction. 
Values should not be confused with goals, which 
are discrete objectives that can be evaluated and 
completed in order to move you in the direction of 
your stated values.7

There are a few simple ways to focus on your 
values. First of all, imagine yourself as an 80-year-old 

Imagine yourself as an 80-year-old 
woman. What will you need to look 

back on in order to feel proud of the work 
you’ve done and the life you’ve lived?

woman. What will you need to look back on in order to feel 
proud of the work you’ve done and the life you’ve lived? When 
young attorneys seek you out to learn from your wisdom and 
perspective, what do you hope to tell them made your sacrifices 
worthwhile? What kind of a lawyer were you? 

Finally, at the end of each day ask yourself, “What did I 
do today that I feel was worthwhile?” If you have the daily 
experience that you did something in the service of your values, 
you will have the opportunity to feel successful regardless of 
how much you were paid or how much prestige you garnered 
for your actions. And, if at the end of your career you can name 
things you feel proud to have done and feel that you stood for 
what mattered to you, then you are likely to consider your career 
as an attorney to have been a success.   

*Client names and identifying characteristics have been 
changed to protect client confidentiality.
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Kristin Cobbs 
University of San Francisco 
School of Law 
San Francisco, CA

Gail H. Conenello 
K&L Gates LLP 
Newark, NJ

Jayne Conroy 
Simmons Hanly Conroy 
New York, NY

Deborah Cousins 
CPS HR 
Roseville, CA
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Christina Crockett 
Ogletree Deakins Nash Smoak & 
Stewart PC 
Washington, DC

Jeanne Cullen 
Perkins Coie LLP 
Chicago, IL

D

Susan Dawson 
Waltz Palmer & Dawson LLC 
Rolling Meadows, IL

Katie R. Day 
Quinnipiac Law School 
Meriden, CT

Karen DeMeola 
UConn School of Law 
Hartford, CT

Deval Desai 
Square Inc.
San Francisco, CA

Kary M. DeVaney 
Willamette University  
College of Law 
Salem, OR

Joanna Diakos 
K&L Gates LLP 
New York, NY

Carrie Maylor DiCanio 
Anderson Kill PC
New York, NY

Teresa M. Dickinson 
Christopoulos Law Group LLC 
Chicago, IL

Natalya Daria Dobrowolsky 
Caterpillar Inc. 
Peoria, IL

Vivian Dole 
Consolidated Edison Co.  
of New York Inc. 
Yorktown Heights, NY

Alison Drane 
Alston & Bird LLP 
Atlanta, GA

Stephanie Fallon Drell 
Law Offices of Rosario Perry 
Santa Monica, CA

E

Patricia Belcher Eastwood 
Caterpillar Inc. 
Nashville, TN

Sarah Edell 
Pitney Bowes Inc. 
Stamford, CT

Julie Egan 
Ehrenberg & Egan LLC 
Chicago, IL

Taylor Shea Eisenhauer 
University of Georgia  
School of Law 
Smyrna, GA

Barbara R. Evans 
B.R.Evans Law Practice LLC 
Roswell, GA

F

Sara Fletcher 
K&L Gates LLP 
Chicago, IL

Nuria Flores 
Pitney Bowes Inc. 
Stamford, CT

Kaitlyn Louise Fydenkevez 
University of Connecticut  
School of Law 
West Hartford, CT

G

Amy Garrett 
Simmons Hanly Conroy 
Alton, IL

Charley Gates 
UDC-David A. Clarke  
School of Law 
Vienna, VA

Darcy Kathryn Gibson 
Caterpillar Inc. 
Peoria, IL

Christina Gomez 
Holland & Hart LLP 
Denver, CO
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Crystal Gothard 
Caterpillar Inc. 
Peoria, IL

Angela Leann Grant 
Esurance, an Allstate Co. 
Rocklin, CA 

Marie Greenman 
Linklaters LLP 
New York, NY

Ellen Greiper 
Goldberg Segalla 
Garden City, NY

H

Mary P. Hansen 
Drinker Biddle & Reath LLP 
Philadelphia, PA

Tiffany Harper 
Polsinelli PC 
Chicago, IL

Kathryn Toub Harris 
Resolution Law Group PLC 
Vienna, VA

Johna G. Hedden 
Caterpillar Inc. 
Germantown Hills, IL

Marsha Kathryn Hoover 
Marshall Gerstein & Borun LLP 
Chicago, IL

Alyssa Hughes 
Loyola University Chicago 
School of Law 
Chicago, IL

Kerri Hutchison 
Caterpillar Inc. 
Peoria, IL

I

Amy Ironmonger 
K&L Gates LLP 
Charleston, SC

J

Melissa Jones 
Stoel Rives LLP 
Sacramento, CA

Dana Geneen Jones 
Dana G. Jones Health  
Care Associates 
Chicago, IL

Meredith Jones-McKeown 
Sheppard Mullin Richter & 
Hampton LLP 
San Francisco, CA

K

Samantha C. Kincaid 
Southern University Law Center 
Baton Rouge, LA

Kiersten Klekner-Alt 
Southern Illinois University 
Carbondale, IL

Ellen Knarr 
Day Pitney LLP 
Parsippany, NJ

Renee Kramer 
Shulman Rogers 
Potomac, MD

Rachel Kurth 
Chadbourne & Parke LLP 
New York, NY

L

Indhira LaPuma 
Caterpillar Inc. 
Peoria, IL

Sarah Lash 
Chuhak & Tecson PC
Chicago, IL

Nicole Lavallee 
Berman DeValerio 
San Francisco, CA

Marshay Lawson 
Mississippi College  
School of Law 
Jackson, MS

Elizabeth Z. LeBaron 
Caterpillar Inc. 
Aurora, IL

Hannah Lee 
Kramer Levin Naftalis & Frankel 
Meno Park, CA

Rita M. Lenane 
Benjamin N. Cardozo  
School of Law 
New York, NY

Pamela Lenane 
Illinois Finance Authority 
Chicago, IL

Maritza Leon Jimenez 
Washington University  
School of Law 
St. Louis, MO

Selena Linde 
Perkins Coie LLP 
Washington, DC

Ada Liu 
SunEdison 
San Francisco, CA

Rachel S. London 
Wall & London LLC 
Haddonfield, NJ

Andrea Lyles 
Charlotte School of Law 
Charlotte, NC

Li Lynn 
Cooper & Dunham LLP 
New York, NY

M

Cynthia-Clare Martey 
Caterpillar Inc. 
Peoria, IL

Carolina Martin 
La Vergne, TN

Rebecca Massiatte 
JMO Firm LLP 
Dallas, TX

Diane J. McCabe 
Goodwin Procter LLP 
Boston, MA

Alexandra Marie McGee 
Zeff Law Firm 
Mt. Laurel, NJ

Molly K. McGinley 
K&L Gates LLP 
Chicago, IL

Tina W. McKeon 
Kilpatrick Townsend &  
Stockton LLP 
Atlanta, GA

Sarah B. McPherson 
North Carolina Central  
School of Law 
Southport, NC

Aurelia Mitchell 
Durant 
AMD LAW 
McDonough, GA

Kathleen M. Monge 
Caterpillar Inc. 
Peoria, IL

Linda A. Monica 
Monica & Associates PC
Portsmouth, NH

Barbra J. Moran 
Caterpillar Inc. 
Peoria, IL

Jaime Myers 
Caterpillar Inc. 
Peoria, IL

N

Gretchen Nagy 
Jamestown 
Atlanta, GA

Katherine Nakazono 
Skadden Arps Slate Meagher & 
Flom LLP 
Washington, DC

Robbie Narcisse 
Pitney Bowes Inc. 
Stamford, CT

Judith Ngum Ndoping 
Salans FMC SNR Denton 
Kansas City, MO

Alexandra Katherine Nellos 
Caterpillar Inc. 
Peoria, IL

Rita Nerney 
Roger Williams University 
School of Law 
Warwick, RI

NEW MEMBER LIST
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Duane Morris is proud to sponsor the
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The Duane Morris Women’s Initiative was designed by and 
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www.duanemorris.com 

To learn more, please contact Sandra Jeskie at jeskie@duanemorris.com. 

We are proud to lead NAWL’s 
Women in Environmental & Energy 
Law and Litigation Affinity Groups.

D I V E R S I T Y   
The Fabric of  

Our Firm 

bdlaw.com

Proud Supporter of 
The National Association  

of Women Lawyers 

MISSOURI | ILLINOIS | KANSAS | ARKANSAS 

Brown & James applauds the 
work of NAWL and their  
mission to support the  

progress of women lawyers 
and women’s legal rights. 

 
 

www.brownjames.com                          (314) 421-3400 



42 National Association of Women Lawyers® :  the voice of women in the law®

Cristin M. Obstnik 
Drinker Biddle & Reath LLP 
Chicago, IL

O

Kelly Oliver 
Pitney Bowes Inc. 
Troy, NY

P

Yoora Pak 
Wilson Elser Moskowitz Edelman 
& Dicker LLP 
New York, NY

Bianca Paraguya 
University of San Francisco 
School of Law 
San Francisco, CA

Samantha Pearlman 
Seattle University School of Law 
Seattle, WA

Jenn Pence 
University of Louisville Brandeis 
School of Law 
Louisville, KY

R

Aliaksandra Ramanenka 
Giskan Solotaroff & Anderson 
New York, NY

Hollyn Randolph 
William Mitchell College of Law 
Temple Hills, MD

Elizabeth Willrich Ream 
Caterpillar Inc. 
Oak Creek, WI

Vanessa Rosa 
Thompson Coe 
Dallas, TX

Erika Ruiz 
Caterpillar Inc. 
Nashville, TN

S

Ann Schaumberger 
Pitney Bowes Inc. 
Stamford, CT

Ann Schofield 
Baker Perkins Coie LLP 
New York, NY

Karen Setton 
Pitney Bowes Inc. 
Stamford, CT

Xiaokui Katie Shan 
Caterpillar Inc.
Beijing, China

Megan Shute 
Pitney Bowes Inc. 
Shelton, CT

Wendy M. Simkulak 
Duane Morris LLP 
Philadelphia, PA

Linda R. Singer 
JAMS 
Washington, DC

Vi R. Smalley 
Conning 
Hartford, CT

Lori Smith 
Andrews Kurth LLP 
Dallas, TX

Suzanne Smyth 
Exponent Inc. 
Warrenville, IL

Elif Sonmez 
Elif Sonmez 
San Francisco, CA

NEW MEMBER LIST

Col. Ryan gave members of the NAWL board a tour of West Point prior to the Women’s Initiative Leadership Bootcamp in May. From left, Kristin Sostowski, director, Gibbons PC; Jenny 
Champlin, Director, Wal-Mart U.S. HR; DeAnna Allen, partner, Cooley LLP; Karen Morris, vice president and general counsel, P&C, USAA; Lisa Passante, vice president & associate 
general counsel, Intellectual Property & Science, Thomson Reuters; Sandy Cassidy, principal, SNC Consulting; Leslie Richards-Yellen, partner & chief diversity & inclusion officer, Hinshaw 
& Culbertson LLP; Marsha Anastasia, vice president & deputy general counsel – The Americas, Pitney Bowes Inc.; and Col. Maritza “Ritz” Ryan, professor and head of the Department of 
Law at West Point. 

Photo: Marty Morris/MPM Photography LLC
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Jessica Spano 
Thurgood Marshall  
School of Law 
Brownsville, TX

Heather Rae Spielmaker 
Western Michigan University 
Cooley Law School 
Muskegon, MI

Eliza Stoker 
Major Lindsey & Africa 
New York, NY

T

Heather E. Takahashi 
Munger Tolles & Olson LLP 
Los Angeles, CA

Monika Tashman 
Fox Rothschild LLP 
New York, NY

Kimberly Taylor 
JAMS CA

Megan Thiel 
Caterpillar Inc. 
Peoria, IL

U

Allison Ullman 
Groom Law Group 
Washington, DC

V

Lauren Van Sickle 
Louisville KY

Emily Vogt 
Whittier Law School 
Orange, CA

Gina Vollmer 
Caterpillar Inc. 
Morton, IL

W

Stacy Walsh 
Day Pitney 
Hartford, CT

Diane E. Webster 
Hinshaw & Culbertson LLP 
Chicago, IL

Nancy Weissgold 
Alston & Bird LLP 
Washington, DC

Amber Wessells-Yen 
Alston & Bird LLP 
New York, NY

Jo Ann Woodsum 
Carr McClellan PC 
Burlingame, CA

Y

Allison C. Yacker 
Katten Muchin Rosenman LLP 
New York, NY

Z

Angelica Almira Zabanal 
Stanford CA

Fatema Zanzi 
Drinker Biddle & Reath LLP 
Chicago, IL

Eva Zelson 
William & Mary Law School 
Williamsburg, VA

Stefania Zilinskas 
Blake Cassels & Graydon LLP 
New York, NY

Leslie Zmugg 
Caterpillar Inc. 
Nashville, TN
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Caterpillar Inc. 
cat.com

Kutak Rock LLP 
kutakrock.com

Waltz Palmer & Dawson LLC
wpdlegal.com
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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.  

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

CALIFORNIA

Hope Anne Case 
Sacks Ricketts & Case LLP 
1900 Embarcadero Road 
Suite 110  
Palo Alto, CA 94303 
hcase@sacksrickettscase.com 
650.494.4950 
EEO

Kathleen “Kate” G. 
McGuinness 
Counselor Coaching 
3910 Indian Way   
Santa Ynez, CA 93460 
kate@counselcoaching.com  
CLT, WOM, SHI 

Elizabeth McNulty 
Archer Norris PLC 
4695 MacArthur Court 
Suite 350  
Newport Beach, CA 92660 
emcnulty@archernorris.com 
949.221.4645 
PRL, CAS, CMP, EEO

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

CONNECTICUT

Dana Gilland
Energizer 
6 Research Drive   
Shelton, CT 6484
dana.gilland@energizer.com
203.944.5848

Gail Gottehrer
Axinn Veltrop & Harkrider LLP
90 State House Square
Hartford, CT 06103
ggottehrer@axinn.com
860.275.8195
CAS, COM, EEO, LIT

Marla Susan Persky 
WOMN LLC 
190 George Washington 
Highway 
Ridgefield, CT 6877 
marla@marlapersky.com 
203.482.0192 
CLT, COR

DELAWARE

Corinne Elise Amato 
Rigrodsky & Long PA 
2 Righter Parkway 
Suite 120  
Wilmington, DE 19803 
CEA@RL-Legal.com 
302.295.5310 
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Monica Ayres 
Richards Layton & Finger PA 
920 North King St. 
One Rodney Square  
Wilmington, DE 19801 
ayres@rlf.com 
302.651.7581 
COR 

Doneene Keemer Damon 
Richards Layton & Finger PA 
One Rodney Square 
920 North King St.
Wilmington, DE 19801
Damon@rlf.com

Sabrina Marie Hendershot 
Widener University School of Law 
1093 Creekside Drive 
Wilmington, DE 19804 
sabrinamarieh@gmail.com 
610.248.9480  

DISTRICT OF COLUMBIA

Christina Crockett
Ogletree Deakins Nash Smook & 
Stewart PC
1909 K Street NW, Suite 1000
Washington, DC 20006
christina.crockett@
ogletreedeakins.com
202.263.0266
ERISA

Reese Goldsmith 
The Catholic University of America 
Columbus School of Law 
2816 12th Street, NE  
Washington, DC 20017 
72goldsmith@cardinalmail.cua.
edu 
703.887.7730 
RES

Ellen Ostrow 
Lawyers Life Coach LLC 
910 17th St. N.W.
Suite 306 
Washington, DC 20006 
ellen@lawyerslifecoach.com 
301.578.8686 
CLT  

FLORIDA

Elicia Blackwell 
Blackwell Law PLLC 
350 Jim Moran Blvd., Suite 220 
Deerfield Beach, FL 33442 
elicia@blackwelllawllc.com 
954.246.5151 
LIT, COM, TOL, TEL,

Katherine Earle Yanes 
Kynes Markman & Felman PA
100 S. Ashley Dr., Suite 1300 
Tampa, FL 33602 
kmf@kmf-law.com  

Lana Maria Naghshineh 
Bogert & Rembold PL 
2121 Ponce de Leon Blvd. 
Suite 500  
Coral Gables, FL 33134 
lnaghshineh@bogertrembold.
com 
305.442.9111 
CNS, BSL, INS

Gigi Rollini
Messer Caparello, P.A.
2618 Centennial Place 32308
P.O. Box 15579
Tallahassee, FL 32317
grollini@lawfla.com
850.553.3454
APP, LIT, ELE, COM

ILLINOIS

Laura M. Grisolano 
Bridge Mediation & Dispute 
Resolution Services 
200 S. Main St.
Naperville, IL 60540 
lgrisola@mac.com 
630.234.3905 
ADR

Michele M. Jochner 
Schiller DuCanto & Fleck LLP 
200 N. LaSalle St., 30th Floor  
Chicago, IL 60601 
mjochner@sdflaw.com 
312.609.5536 
FAM, APP

*  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

Abu Dhabi
Barcelona
Beijing
Boston
Brussels
Century City
Chicago
Doha
Dubai
Düsseldorf
Frankfurt

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

Diversity Matters 

Hamburg
Hong Kong
Houston
London
Los Angeles
Madrid
Milan
Moscow
Munich
New Jersey
New York

Orange County
Paris
Riyadh*
Rome
San Diego
San Francisco
Shanghai
Silicon Valley
Singapore
Tokyo
Washington, D.C.
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LOUISIANA

Mickey Stephens deLaup 
Mickey S. deLaup APLC 
2701 Metairie Road 
Metairie, LA 70001 
mdelaup@delauplawfirm.com 
504.828.2277 
INS, CNS, TOX, TOL

MAINE

Katherine “Kate” R. Knox 
Bernstein Shur 
146 Capitol St. 
PO Box 5057  
Augusta, ME 04332 
Kknox@bernsteinshur.com 
207.228.7229 
LOB

MARYLAND

Shauna C. Bryce 
Bryce Legal Career Counsel 
1783 Forest Drive, #304 
Annapolis, MD 21401
scbryce@brycelegal.com 
202.674.2000 
CLT

MICHIGAN

Elise Iafrate 
Rain BDM 
5825 Cobb Creek Road   
Rochester, MI 48306 
eiafrate@rainbdm.com

Bonnie Mayfield Early 
Dykema Gossett PLLC 
39577 Woodward Ave.
Suite 300
Bloomfield Hills, MI 48304 
carpediem2003@comcast.net  
EEO, PRL, LIT, TOX

MISSISSIPPI

Kristina M. Johnson
Jones Walker LLP 
P.O. Box 427
Jackson, MS 39205 
kjohnson@joneswalker.com 
601.949.4785 
GNL

NEW JERSEY

Lynda L. Calderone 
Flaster Greenberg, PC 
1810 Chapel Ave. W.  
Cherry Hill, NJ 08002 
calderone@comcast.net 
215.740.1967 
ILP, LIT

Catherine A. Kiernan
Seton Hall University
400 S. Orange Ave.
South Orange, NJ 07044
catherine.kiernan@shu.edu
EDU

Jennie L. Osborne 
Einhorn Harris Ascher Barbarito 
& Frost PC 
165 E. Main St. 
P.O. Box 3010 
Denville, NJ 07834 
josborne@einhornharris.com  

NEW YORK
 
Amy Eckman 
American Arbitration Association 
400 E. 84th St.
Apartment P-2A  
New York, NY 10028 
amy.k.eckman@gmail.com  
ADR, ARB 

Joanna Goldenstein 
KPMG LLP 
919 Third Ave., 10th Floor 
New York, NY 10022
jgoldenstein@kpmg.com 
212.909.5676 
LIT, ACC 

Elizabeth A. Ledkovsky
Fordham University  
School of Law
140 W. 62nd St.
New York, NY 10023
eledkovsky@law.fordham.edu
845.392.2125 

Tina R. Peloquin 
Fragomen Del Rey Bernsen & 
Loewy LLP 
7 Hanover Square
New York, NY 10004 
tpeloquin@fragomen.com 
212.230.2860 
IMM 

Elizabeth W. Powers
Duane Morris LLP
1540 Broadway
New York, NY 10036
ewpowers@duanemorris.com 

Jennifer Rubin 
Banco Popular North America
120 Broadway 
Suite 16  
New York NY 10271 
jenniferlrubin@gmail.com 
212.417.6617    

NETWORKING ROSTER

From left, Nate Saint Victor, executive director in the Legal and Compliance Division of Morgan Stanley; and Jennifer 
Zimmerman, executive director, Morgan Stanley; spoke at the West Point Women’s Initiative Leadership Boot Camp in May.

Photo: Marty Morris/MPM Photography LLC



Join the NAWL Challenge Club – work together to make lasting change in the 
legal profession.

In 2006, the National Association of Women Lawyers issued the NAWL Challenge to 
increase to at least 30 percent the number of women equity partners, women chief legal 
officers and women tenured law professors. While the profession has made strides in 
two of the areas, the number of women equity partners remains relatively stagnant. The 
NAWL Challenge Club is for those law firms and corporate legal departments committed to 
increasing the number of women equity partners in law firms. 

Corporate legal departments that join the Club will have access to a network of top female 
talent from firms that are dedicated to advancing and retaining women attorneys. Law firms 
that join the Club will have the opportunity to select women on the equity partner track to 
participate in networking events and pitch sessions with corporate Club members.

Corporations are encouraged to join the Club by contacting Caitlin Kepple at kepplec@
nawl.org. Law firm members must be Sustaining Sponsors of NAWL to receive membership 
in the Club. The number of memberships is dependent on Sustaining Sponsorship level. 
For information on becoming a 2015 NAWL Sustaining Sponsor, visit www.nawl.org/
sustainingsponsor and contact Caitlin at kepplec@nawl.org. 

Join  
the Club!

NAWL Challenge Club
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INTERNATIONAL

Razan Al Shatti
Department of Legal 
Advice & Legislation-
Council of Ministers
Khaldiya-Block 3-Street 
39-House 4
Kuwait City, Kuwait 72303
r.al.shatti@gmail.com
GNL

OKLAHOMA

Janet Levit
University of Tulsa  
College of Law
3120 E. Fourth Place
Tulsa, OK 74104
 janet-levit@utulsa.edu 

PENNSYLVANIA

Valerie Borek 
V. Borek Law Firm 
2060 Chichester Avenue
Boothwyn, PA 19061 
valerie@vboreklaw.com 
610.972.7863 
WOM, BKR, HCA, CON

Deborah Epstein Henry
Flextime Lawyers
PO Box 654   
Ardmore, PA 19003
dehenry@flextimelawyers.com
610.658.0836
GEN

TEXAS

Linda Bray Chanow
Center for Women in Law
727 E. Dean Keeton St.
Austin, TX 78705
lchanow@law.utexas.edu
512.232.1973
NPF

Sharla J. Frost 
Wilson Elser Moskowitz Edelman 
& Dicker LLP 
5847 San Felipe St. 
Suite 2300  
Houston, TX 77057 
sharla.frost@wilsonelser.com 
713.353.2000 
COM

Tanya D. Henderson 
Perkins Coie 
2001 Ross Ave. 
Suite 4225 
Dallas, TX 75201 
thenderson@perkinscoie.com 
214.965.7706 
BSL, COM

Stephanie Rosuck 
H5 
7149 Baxtershire Dr.   
Dallas, TX 75230 
srosuck@h5.com 
214.265.6855 
LIT, COM, WCC, ANT

GROUP MEMBERS

Altria Client Services 
altria.com 

Clyde & Co 
clydeco.com
AVI

Deloitte LLP 
deloitte.com 

Gordon & Polscer LLC 
gordon-polscer.com 
COM, INS, LIT, PRL, DEF

Knowledge Strategy  
Solutions LLC 
KnowledgeStrategySolutions.com 
IST, RSM, EDR, CPL, EDI-E

Pinckney Weidinger Urban & 
Joyce LLC 
pwujlaw.com 
COR, BKR, BSL, LIT, M&A

Women’s Bar Association of 
Massachusetts 
womensbar.org 

From left, Deborah Froling, partner, Arent Fox and past president of NAWL; Jenny Waters, 
NAWL executive director; and DeAnna Allen, partner, Cooley LLP; at the West Point 
Women’s Initiative Leadership Bootcamp in May.  

Photo: Marty Morris/MPM Photography LLC



MARK YOUR CALENDAR!
 

ElEvEnth AnnuAl 
GEnErAl CounsEl InstItutE

November 5-6, 2015 
Crowne Plaza Times Square Manhattan

SOARING TO NEW HEIGHTS: 
Mastering the Expanding Role of General Counsel as Legal Expert,  

Business Strategist, and Ethical Leader

Join more than 250 dynamic general counsel and senior in-house counsel at this unique 
conference, designed to take a close look at mastering the expanding role of General  
Counsel as legal expert, business strategist, and ethical leader.

●   Get the most up-to-date information from leading experts 

●   Network in a collegial and open environment 

●   Participate in frank discussions on what it takes to succeed in-house 

●   Attend CLE workshops on cutting edge topics

Attendance is open to all in-house counsel and certain sponsor representatives.  
For information on sponsoring GCI 11, please contact Sheila Murphy at smurphy1@metlife.com.

Learn more at www.nawl.org
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