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F R O M  T H E  P R E S I D E N T

A new year, a  
new beginning. 
Although I persist 
in my belief that the 
year really starts in 
September, I can 
always use another 
chance — and the 
rest of the world 

catches up with me in January, so I begin 
again. We begin again. 

Let’s approach 2019 with a growth  
mindset. Dr. Carol Dweck’s research on 
fixed and growth mindsets applies to  
individuals and institutions. As individuals, 

A Growth Mindset
By Melissa Lennon

Melissa Lennon (melissa.lennon@temple.edu) is the Assistant Dean for Career Services at  
Temple University Beasley School of Law in Philadelphia, PA.
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Continued on page 3

we demonstrate a fixed mindset when we 
believe our talents and intelligence are set 
in stone and our abilities are innate. We 
demonstrate a growth mindset when we  
believe that effort, openness to learning, 
and determination will help us be smarter. 
In response to failure, fixed mindset  
individuals conclude that they aren’t smart 
enough to succeed at that task. Growth 
mindset individuals insist that failure 
reveals the specific areas where they need 
to apply more effort, and then seize that 
opportunity. Institutions with a fixed  
mindset are more risk-averse and worried 
about failure. Institutions with a growth 
mindset are innovative and  
collaborative. 

INSTEAD OF… TRY THINKING…
I’m not good at this What am I missing?

I give up I’ll use a different strategy

It’s good enough Is this really my best work?

I can’t make this any better I can always improve

This is too hard This may take some time

I made a mistake Mistakes help me to learn

I just can’t do this I am going to train my brain

I’ll never be that smart I will learn how to do this

Plan A didn’t work There’s always Plan B

My friend can do it I will learn from them

DEVELOPING A 

GROWTH MINDSET

mailto:melissa.lennon@temple.edu
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The growth mindset is based in part on 
research on brain plasticity. The research 
shows that our brains are more mallea-
ble than previously thought. Connections 
between neurons can strengthen from 
experience and new connections can grow, 
leading to faster transmission speeds. If 
an individual believes that their brain can 
grow, they behave differently, especially in 
response to failure or challenge. Studies 
show that after teaching children lessons 
about brain plasticity and malleable  
intelligence, motivation and achievement 
increase. When students have a growth 
mindset, they embrace problems with more 
enthusiasm. They do not avoid, reject, or 
shy away from a challenge. They see a  

This is a year for us not  
to resist new challenges  

but conceive of them  
as opportunities to  

sharpen our skills, think 
creatively, and design  

effective strategies.
www.johnson-hunter.com

WE CAN HELP.challenge as a chance to learn and grow. 
Thus, the poster that graces the halls  
of many elementary schools (and appears 
here).

As with many lessons directed to  
children, the concept of a growth mindset 
is equally important for adults. Instead of 
thinking that we cannot change, or that 
the old way is the only way, let’s imagine 
the possibilities. In the NALP Universe, 
2019 is a year of change. A year of new 
challenges. An HR leader recently told  
me that professionals have to learn new 
skills at least every two and one-half 
years to stay relevant and effective.  
This is a year for us not to resist new  
challenges but conceive of them as  
opportunities to sharpen our skills, think 
creatively, and design effective strategies. 
The 2019 whiteboard is blank and ready 
for us to fill it. n

http://www.johnson-hunter.com
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We write to announce changes to the  
guidance about the recruitment process 
that NALP provides its members.  
Recognizing that NALP’s member  
organizations are diverse and their needs 
are varied, we have grown past “one size 
fits all” standards. However, we remain 
bound together by our common desire for 
diversity, access, and fairness. To that  
end, and after careful review, discussion, 
and debate, the NALP Board of Directors 
voted to make significant changes to 
NALP’s Principles and Standards for  
Law Placement and Recruitment  
Activities, which will now be known as  
the NALP Principles for a Fair and Ethical 
Recruitment Process (“Principles”).  
The new Principles move from uniformity  
to a standard of reasonableness that  
provides all members the flexibility  
necessary to innovate and thrive in an 
evolving marketplace. 

New NALP Recruiting Guidance Emphasizes 
Fairness and Reasonableness
Editorial Note: On December 12, 2018, the NALP Board of Directors wrote to members to announce the  
new NALP Principles for a Fair and Ethical Recruiting Process.  This article is adapted from that correspondence.

Continued on page 5

The new Principles differ significantly from 
previous versions of the guidance that NALP 
has offered but maintain and recommit all 
of us to the core values that have animated 
NALP from its inception. All members are 
strongly encouraged to read the new  
Principles in their entirety, available on the 
NALP website at www.nalp.org/principles. 

What remains the same?
All the bedrock values that have been  
important to NALP members since the  
creation of the association almost fifty 
years ago remain in place. The new  
Principles remind us that all recruitment 
activities should be scheduled to minimize 
interference with students’ academic work, 
and that as a community of professionals 
we hold shared values to make the legal 
profession accessible to all individuals on 

a non-discriminatory basis, free of harass-
ment. As with our former Principles and 
Standards, these Principles are not regula-
tions, and they are entirely voluntary. They 
continue to promote good judgment from 
law schools, candidates, and employers. 
The Principles urge all members — schools 
and employers — to aspire to the highest 
ethical and professional standards. They 
emphasize that the timely exchange of  
accurate information is essential. Finally, 
the new Principles urge members to  
maintain policies and procedures that  
allow students to meaningfully choose  
between competing offers and allow  
employers to effectively manage their  
recruitment processes. 

What has changed? 
The guidance document now stands as a 
single, shorter, integrated writing. Most 
notably, the Part V Timing Guidelines  

have been replaced by guidelines that  
emphasize reasonableness. Specifically,  
the 28-day period during which offers 
for summer and permanent employment 
should remain open has been eliminated, 
and the October 15 and December 1 timing 
guidelines for advising and recruiting  
first-year students have been eliminated. 
The former interpretations have been  
retired and will be replaced by a set of 
shorter, more concise, frequently asked 
questions that we anticipate will grow  
over time. 

Why did the NALP Board make 
these changes?
The Board made these changes in accord 
with its fiduciary duty to the association 
and to support flexibility and encourage 
innovation. The Board believes that modi-

http://www.nalp.org/principles


fying our guidelines to encourage broader 
experimentation provides a path to mean-
ingful positive change in entry-level recruit-
ing. The Principles provide guidance to help 
member organizations think strategically 
in formulating their own creative recruiting 
policies. 

The new Principles are the culmination of 
the work of several Boards, task forces, 
and work groups. They are informed 
by prior work that highlighted 
recruiting methods in other indus-
tries, technological advancements 
in interviewing and candidate  
assessment, and member 
feedback over many years. The 
Principles provide guidance that 
all members — schools and  
employers — can use to  
formulate their own ethical 
recruiting practices.  
The Board also believes  
that this new guidance  
document is responsive  
to a current market in 
which different kinds of 
employers, both public 
and private, are recruiting 
law students. 

What about the timing of  
this communication? 
The Board felt strongly that it was import-
ant to announce these changes as soon 
as practically possible once the decision 
to make the changes had been made. The 

Board is also mindful that as we head into 
the new year, many NALP members are in 
the process of reviewing and implement-
ing their recruitment policies, procedures, 
and calendars for the coming recruitment 
cycle. By making this announcement now, 
we hope to provide members with as much 
time as possible to implement their own 
approaches to the 2019 recruitment cycle. 

What’s next?
Every NALP member institution is  
encouraged to review its own policies and 
procedures in light of these changes. All 
members are urged to commit their policies 
and procedures to writing and to communi-
cate those policies and procedures appro-
priately. Law schools and employers share 
a responsibility to educate law students 
about the various recruitment policies and 
procedures that are in place, and about 
the high ethical standards that all parties 
involved uphold. 

The Board considered the impact of these 
changes on diversity, access, and fairness 
and believes that the changes will support 
positive developments in each of these  

arenas. We are confident NALP members 
will continue to uphold the highest stan-
dards of ethics, civility, and inclusion, and 
continue to make their own decisions about 
policies and procedures that will best serve 
their students and lawyers. 

Going forward NALP will continue to  
educate and support you in your role as  
an expert advisor at the institution where  
you work. We will be forming volunteer  
work groups to help us adapt a variety of 
resources, including making changes to 
the NALP Directory of Legal Employers and 
NALP Directory of Law Schools, so that  
they can become repositories for the  
institutional recruiting policies and  
procedures that emerge. We will be gather-
ing and publishing answers to frequently 
asked questions about the new Principles, 
and will continue to provide a forum for  
dialogue, education, and support to help 
you do your job at the highest level. 

NALP remains committed to fairness, facts, 
and the power of a diverse community. n
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Law school graduates from the Class of 
2017 who were transfer students were more 
likely to be employed as of March 15, 2018, 
compared to the class as a whole — and 
to have obtained a job in a large law firm. 
These are the bottom-line findings based 
on information on graduate transfer status 
collected for the first time for the Class  
of 2017.

The overall employment rate for graduates 
who were transfer students was 90.1% of 
the approximately 1,400 such graduates  
for whom employment status was known. 
This compares with 88.6% for the class  
as a whole. More notable, for graduates 
who were transfer students, the rates of 

jobs in private practice — 36.7% and 28.1%  
of private practice jobs, respectively —  
see Table 2. Private Practice Employment 
for Graduates Who Were Transfer Students 
Compared with the Class as a Whole — 
Class of 2017. It follows that the median 
private practice salary for graduates  
who were transfer  
students exceeds  
the overall  
private practice 
median by more 
than $30,000. A 
salary differential 

Note: The transfer status item will continue to be part of the graduate employment survey 
for the Class of 2018 and subsequent years. As highlighted in a recent NALP webinar on 
collecting and reporting data for the Class of 2018, transfer status should be known for every 
graduate, and affirmatively reported for every graduate who was a transfer student. Only the 
records of graduates who are affirmatively reported as having been a transfer student can 
be used in the kinds of analyses reported here. When the information is not reported for a 
graduate, the graduate must be assumed to have not been a transfer student. 

is not necessarily evident in other sectors. 
See Table 3. Median Starting Salaries for 
Graduates Who Were Transfer Students 
Compared with the Class as a Whole — 
Class of 2017. n

employment in bar passage required/ 
anticipated jobs and in private practice 
exceeded those of the class as a whole by 
about 5 percentage points. For example, 
among employed graduates as a whole, 
54.4% obtained a job in private practice.  
For graduates who were transfer students, 
the figure was 59.6%. See Table 1.  
Employment Outcomes for Graduates Who 
Were Transfer Students Compared with 
the Class as a Whole — Class of 2017. 

It is also evident that the private practice 
employment of graduates who were  
transfer students is more likely to be in 
large firms of more than 500 attorneys  
compared to graduates as a whole taking 

N A L P  R E S E A R C H

New Findings on Employment 
Outcomes for Graduates Who 
Were Transfer Students  
By Judith N. Collins

Judith N. Collins (jcollins@nalp.org) is the NALP Director of Research.

mailto:jcollins@nalp.org
https://www.nalp.org/0119research#table1
https://www.nalp.org/0119research#table2
https://www.nalp.org/0119research#table3
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Order your copies today at
www.nalp.org/bookstore

NALP is pleased to announce the publication 
of new editions of the bestselling mentoring 
booklets by Ida Abbott (author of The Lawyer’s 
Guide to Mentoring). These booklets are  
designed to be used both individually or in 
tandem. For the first time, the two mentoring 
booklets will be available for purchase both in  
print and in a downloadable digital format!  
PDF versions are perfect for use on intranets 
and email distribution. As with the print  
booklets, pricing is based on the intended 
distribution.

Working with  
a Mentor: 50  
Practical Strategies 
for Success
Effective mentoring is a 
two-way process, and  
this brochure geared to 
mentees offers tips for 
success in such areas 
as forming a mentoring 
mindset, preparing for 
the first meeting, setting 
goals, facilitating one’s own  
learning and development, showing consideration 
for a mentor, and concluding the mentoring  
relationship. This is an ideal handout for new  
associates, summer associates, or law students. 
Sized to fit in a standard business envelope.

Being an Effective Mentor:  
101 Practical Strategies for Success
Effective mentoring is one of the most important  
contributions experienced lawyers can make to the  
future of their firm, and this 32-page booklet is an  
ideal quick-read resource for busy lawyers. This  
booklet offers a wide range of tips organized under 
subheadings — from tips for the first meeting to tips for 
setting the mentee’s goals, promoting effective  
communication, facilitating learning, integrating the 
mentee into the firm, building the mentee’s confidence, 
mentoring across differences, enriching the mentoring 
process, and concluding the mentoring relationship.

Now Available!

NEW EDITIONS 
OF IDA ABBOTT’S 
POPULAR 
BOOKLETS FOR 
MENTORS & MENTEES

Being an Effective Mentor: 101 Practical Strategies for Success 

Effective mentoring is one of the most important contributions experienced lawyers can 

make to the future of their firm, and this 32-page booklet is an ideal quick-read resource 

for busy lawyers. This booklet offers a wide range of tips organized under subheadings 

— from tips for the first meeting to tips for setting the mentee’s goals, promoting effec-

tive communication, facilitating learning, integrating the mentee into the firm, building 

the mentee’s confidence, mentoring across differences, enriching the mentoring pro-

cess, and concluding the mentoring relationship. 

NALP is pleased to announce the publication of new editions of the bestselling mentoring booklets 

by Ida Abbott (author of The Lawyer’s Guide to Mentoring). These booklets are designed to be used 

both individually or in tandem. For the first time, the two mentoring booklets will be available for 

purchase both in print and in a downloadable digital format! PDF versions are perfect for use on 

intranets and email distribution. As with the print booklets, pricing is based on the intended  

distribution. 

Being an Effective

MENTOR101
PRACTICAL STRATEGIES FOR SUCCESS

BY IDA O. ABBOTT, ESQ.

Working with a Mentor: 50 Practical Strategies for Success

Effective mentoring is a two-way process, and this brochure geared to mentees offers 

tips for success in such areas as forming a mentoring mindset, preparing for the first 

meeting, setting goals, facilitating one’s own learning and development, showing 

consideration for a mentor, and concluding the mentoring relationship. This is an ideal 

handout for new associates, summer associates, or law students. Sized to fit in a stan-

dard business envelope.

Working with a

MENTOR50
PRACTICAL STRATEGIES FOR SUCCESS

BY IDA O. ABBOTT, ESQ.

Order your copies today at 

www.nalp.org/bookstore

Now Available!

NEW EDITIONS OF IDA ABBOTT’S POPULAR 

BOOKLETS FOR MENTORS & MENTEES

Being an Effective Mentor: 101 Practical Strategies for Success 
Effective mentoring is one of the most important contributions experienced lawyers can 
make to the future of their firm, and this 32-page booklet is an ideal quick-read resource 
for busy lawyers. This booklet offers a wide range of tips organized under subheadings 
— from tips for the first meeting to tips for setting the mentee’s goals, promoting effec-
tive communication, facilitating learning, integrating the mentee into the firm, building 
the mentee’s confidence, mentoring across differences, enriching the mentoring pro-
cess, and concluding the mentoring relationship. 

NALP is pleased to announce the publication of new editions of the bestselling mentoring booklets 

by Ida Abbott (author of The Lawyer’s Guide to Mentoring). These booklets are designed to be used 

both individually or in tandem. For the first time, the two mentoring booklets will be available for 

purchase both in print and in a downloadable digital format! PDF versions are perfect for use on 

intranets and email distribution. As with the print booklets, pricing is based on the intended  
distribution. 

Being an EffectiveMENTOR101
PRACTICAL STRATEGIES FOR SUCCESS

BY IDA O. ABBOTT, ESQ.

Working with a Mentor: 50 Practical Strategies for Success
Effective mentoring is a two-way process, and this brochure geared to mentees offers 
tips for success in such areas as forming a mentoring mindset, preparing for the first 
meeting, setting goals, facilitating one’s own learning and development, showing 
consideration for a mentor, and concluding the mentoring relationship. This is an ideal 
handout for new associates, summer associates, or law students. Sized to fit in a stan-
dard business envelope.

Working with aMENTOR50
PRACTICAL STRATEGIES FOR SUCCESS

BY IDA O. ABBOTT, ESQ.

Order your copies today at www.nalp.org/bookstore

Now Available!NEW EDITIONS OF IDA ABBOTT’S POPULAR BOOKLETS FOR MENTORS & MENTEES
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Most types of privilege cannot be earned 
and are not transferable. You either have 
those privileges or you don’t, and often  
you are simply born with the privileges. 
Economic and social status influence  
privilege significantly, but largely, privilege 
is not about wealth. There are many  
different benefits of privilege, including 
rights, advantages, or immunity, that only 
particular groups get to enjoy. 

Most of us have some privileges.  
Some have more and some have fewer. 
However, privilege is not always apparent 
to the bearer. Privilege can be more  

Conversations about privilege are often 
difficult because admitting that privilege 
exists reveals an element of favoritism or 
elitism about society and ourselves that 
makes us uncomfortable.

Starting a conversation about privilege with 
someone who has privilege by birthright is 
often met with a defensive response: “… no 
one ever gave me a hand up,” or “… I was 
the first in my family to go to university” — 
and “… I succeeded because of hard work, 
and everyone can get where I am if they 
are as dedicated and committed as I have 
been.” 

Privilege — What It Is and  
How to Interrupt It 
By Sacha de Klerk

Sacha de Klerk (sacha.deklerk@nortonrosefulbright.com) is Head of Diversity & Inclusion at Norton Rose 
Fulbright Canada LLP in Toronto, ON. This article was submitted on behalf of the NALP Canadian Section. 

Continued on page 9

8
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subtle — sometimes buried quite deep  
inside societal norms. A person with  
privilege has the additional privilege of not 
having to think about their own privilege. It 
is a bit like asking a fish to notice water.

Some common examples of privilege  
include those in the following list, which 
is adapted from Bob Mullaly’s Challenging 
Oppression and Confronting Privilege  
(Second Edition, 2010, Oxford Press,  
pp. 300-308).

MIDDLE/UPPER CLASS PRIVILEGE

• I can hire people to help me care for my 
children or do the housework.

• I can be charitable or not. 

• I can live where I choose and move when 
and where I choose.

• I can take vacations when and where  
I want.

• I can take advantage of income tax 
breaks not available to those with lower 
incomes.

• I enjoy respect and trust in most  
situations from most people.

MALE PRIVILEGE

• I can dominate a conversation without 
being seen as dominating.

• I never worry about being paid less than 
my female counterparts.

• Prospective employers do not ask me if  
I plan to have children.

• When I dress in the morning, I don’t  
worry about whether my clothing will 
invite sexual harassment.

• I don’t have to choose between having a 
career or having a family. 

• I can be moody, grouchy, or abrupt  
without it being attributed to my gender, 
PMS, or menopause.

• If in a heterosexual relationship, I can 
typically count on my wife or partner to 
do most of the housework and childcare 
even if she has a job outside of  
our home.

• I can express anger or outrage without 
being seen as irrational, emotional, or 
too sensitive.

HETEROSEXUAL PRIVILEGE

• My partner and I can express affection 
in public without worrying about being 
harassed or assaulted.

• I can take a job with almost any employer 
and be assured that my partner will be 
included in the benefits package.

• I don’t have to struggle with “coming out” 
or worry about being “outed.”

• I can display my partner’s photo, talk 
about him/her, or bring him/her to  
office family functions without gossip  
or hostility.

• I don’t have to worry that my hetero- 
sexuality will block me from promotions 
or other workplace opportunities.

ABLED PRIVILEGE

• I am simply seen as a human being/ 
person, not a disability.

• I am not likely to be singled out at school 
or work based on stereotypes that  
underestimate my abilities — or put  

WHITE PRIVILEGE

• I can find Band-Aids that match my  
skin tone.

• I can do well in a challenging situation 
without being called a “credit to my 
race.”

Continued from page 8

Continued on page 10

There are many  
different benefits of  

privilege, including rights, 
advantages, or immunity, 

that only particular  
groups get to enjoy.

• I am never asked to speak for all people of 
my racial group.

• I can speak loudly or even in anger  
without being assumed to be threatening, 
hostile, or an “angry person.”

• I am not reminded daily about the color of 
my skin or my ethnic heritage. 
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social and economic status, sexual orien-
tation, ability, age, race, gender, or gender 
expression — or even based on an intersec-
tion between these and other categories.

Once we have figured out where people 
fit according to our frame of reference, we 
make unconscious decisions about how 
we treat them. We might change the tone 
of our voice, the vocabulary we use, or the 
amount of focus and attention we devote to 
a person. Our frame of reference also influ-
ences how willing we are to listen to some-
one’s opinions or ideas, how capable and 
intelligent we think they are, whether we 
think they fit into our world, and whether 
we want to spend social time with them.

People who are the most similar to us and 
share privileges with us are more likely 
to be in our “in-group.” It is easier to be 
around people who are like us because  
we don’t have to expend mental energy  
decoding what we hear and see. People 
who are less like us and share fewer  
privileges with us are less likely to be in 
our in-group, which has far-reaching conse-
quences socially and in the workplace.

into special education classes or work 
roles that don’t allow me to develop my 
potential.

• I can succeed without people being  
surprised because they have low  
expectations of my ability to contribute 
to society.

• I can be assured that when I speak or 
express ideas, they will be heard and  
not dismissed.

• When I go out in public, I can be pretty 
sure I won’t be stared at.

• I can travel with easy access to buses, 
trains, airplanes, and other modes of 
transportation.

• I can be assured that most people  
won’t feel awkward or uncomfortable 
around me.

Within the first few seconds of meeting 
someone, we often make a number of  
assumptions about them. These assump-
tions may lead us to make further  
assumptions about the individual based 
on stereotypes associated with perceived 

Continued on page 11

Spending more time with people who are 
similar to us often results in our offering 
advantages and opportunities to this group. 
This is called in-group favoritism. This fur-
ther affirms and perpetuates societal privi-

Once we have figured  
out where people fit  

according to our frame of  
reference, we make  

unconscious decisions 
about how we treat them.

Continued from page 9

recognize our privileges and the advantag-
es created by them. Take time to reflect on 
what advantages you have been afforded 
because of your membership in particular 
groups. An awareness of your own unearned 
privileges can help you recognize which 
advantages others may not have access to 
and how this impacts their social and career 
experiences. 

Talk openly about privilege. A decade ago, 
conversations about unconscious bias were 
very uncomfortable, but by talking regularly 
about privilege and weaving these conver-
sations into our daily lives, we will start to 
have more meaningful discussions, free 
from defensiveness or aggression. 

Call it out. If you hear a comment that plays 
into social stereotypes, make sure that you 
call it out. You might say, “That sounds like 
a stereotype. Is it true for that individual?” 
Or, if you hear someone being interrupted, 
you might say, “Hang on, I just want to hear 
the end of her point.” 

lege structures, particularly in social and 
work environments dominated by groups 
with multiple similar privileges. 

So, what can you do to interrupt institu-
tional and individual privilege?

Be aware. Each of us has privilege in 
some area of our lives. We need to  
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consult for advice. Think about the com-
position of your go-to group and about 
ways you can broaden your circle of trusted 
advisors to include people across a wider 
spectrum of intersectional diversity.  
Consider gender and race but also think 
about socio-economic background,  
education level, job role, ability, and age. 

The most effective thing you can do to  
interrupt privilege is to not be a bystander. 
Be observant and conscious of privilege 
and use this knowledge to challenge  
barriers associated with privilege in your 
social and work environment. n

Use your power. Interrupt privilege.  
If you are in a position of power where you 
influence the flow of work or recruitment 
decisions for your department, use your  
influence and visibility to interrupt privi-
lege. For example, women often take on  
the bulk of the “housekeeping” tasks in  
an office — taking minutes or organizing 
events, for instance. If you see this  
happening, use your influence to ensure 
that these tasks are rotated and don’t just 
fall to women.

Widen your circle. We all have a circle of 
go-to people we bounce ideas off of or  

Continued from page 10
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FEBRUARY
7 − 9
    2019

CINCINNATI
OHIO

A CONFERENCE DESIGNED  
FOR NEWER  

PROFESSIONALS

NALP’s Newer Professionals’  
Forum (NPF) is the one  
essential educational  
conference for anyone  
with less than four years of  
experience as a legal career  
professional. 

February 7-9, 2019 
Cincinnati, OH

For more information or to register, visit www.nalp.org/events. 

•  Provides a framework for  
understanding counseling skills,  
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and consortia will be interested. There’s 
something to be said about the power of 
working together to raise awareness and 
counter the perception of some that JD 
Advantage jobs are less worthy than jobs 
requiring bar passage. While JD Advantage 
jobs may not be for every student, these 
opportunities continue to grow and serve 
as meaningful and rewarding alternative 
paths for our students to consider,  
especially those who want to use their JD 
degree in an agile and inter-disciplinary 
environment. 

for future events focused on educating our 
students about the multitude of career 
paths beyond the traditional practice of 
law. Nearly 90 students and 30 employers 
representing a wide range of industries 
and JD Advantage roles attended the event. 
As anticipated, our combined efforts and 
resources greatly enhanced the quality and 
breadth of the event.

What follows is a summary of the steps our 
Consortium took to plan and execute the 
event. We share this guide in the hope that 
other state and regional law school groups 

This past April, the Massachusetts Law 
School Consortium — which includes  
Boston College Law School, Boston  
University School of Law, Harvard Law 
School, New England Law | Boston, North-
eastern University School of Law, Suffolk 
University Law School, the University of 
Massachusetts School of Law, and Western 
New England University School of Law — 
sponsored an event for member schools’ 
students called The JD Advantage —  
Exploring Career Paths You May Never Have 
Imagined. This was the first event of its 
kind for the Consortium and set the stage 

Stronger Together: A Consortium 
Case Study and How-to Guide for 
Marketing JD Advantage Careers 
By Rhonda Rittenberg and Laura Fisher

Rhonda Rittenberg (r.rittenberg@northeastern.edu) is Director of Employer Outreach for New Markets  
at Northeastern University School of Law in Boston, MA, and Laura Fisher (laura.fisher@law.wne.edu) is  
Director of Career Services at Western New England University School of Law in Springfield, MA.  
This article was submitted on behalf of the NALP JD Career Advisors Section.

1. Generating Buy-In
A group of representatives from member 
schools presented the concept of an event 
focused on JD Advantage career paths to 
Consortium members during the fall of 
2017. While the Consortium had previously 
sponsored compliance-related events, our 
idea was to feature a broader array of JD 
Advantage career paths. With the Consor-
tium’s blessing, our working group was 
ready to brainstorm the concept beyond the 
initial pitch. 

mailto:r.rittenberg@northeastern.edu
mailto:laura.fisher@law.wne.edu
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hiring needs. Because we wanted to  
ensure a broad swath of employer partic-
ipation, we ultimately decided on a more 
modest approach. We agreed to plan an 
event that would showcase employers in 
a variety of JD Advantage roles and from 
different industry sectors. Our primary goal 
was to educate and build networking skills.

2. Going Beyond the Concept 
We created a Consortium committee in  
late 2017 to spearhead the planning and 
execution of the event. In addition to the 
authors, the committee included Leslie 
Becker-Wilson, Director of Legal Career  
Services and Alumni Relations at the  
University of Massachusetts School of  
Law; Mo Chanmugham, Senior Associate 
Director of Career Services at New England 
Law | Boston; Adam Harmon, Assistant 
Director, Alternative and Emerging Careers 
at Boston University School of Law; Quaime 
Lee, Associate Director for Emerging Careers 
and JD Advising at Suffolk University Law 
School; and Jen Perrigo, Director of  
Recruitment & Employer Outreach at Boston 
College Law School. Our first conversation 
focused on narrowing the details of the 
event: Where would we hold it? What  
format would allow our students to get  
the most mileage from attending? What 
time of year would be best? And, how 
would we get it done efficiently, in a timely 
manner, and within budget? 

We toyed with the idea of an actual career 
fair but recognized this would require  
significantly more planning, including  
identifying employers with immediate  

3. Divide and Conquer
During the planning stages, committee 
members scheduled regular calls to update 
each other on respective tasks. Among oth-
er things, each member agreed to identify 
and invite at least five employer represen-
tatives (focusing, in part, on alumni from 
each member school). We also determined 
how and when to market the event to 
prospective employers and students. We 
contemporaneously tracked our efforts 
with a Google shared document.

4. Recruitment, Marketing, and 
     Logistics 
By the time the event rolled around, we 
had recruited employers serving in ethics, 
regulatory compliance, data privacy, corpo-
rate governance, contract administration, 
human resources, Title IX investigation, 
labor relations, and government relations 
roles from junior/entry level to senior/ 
executive level. The employers were from a 
variety of industries ranging from finance 
and banking to healthcare, technology, 
government, insurance, legal publishing, 
and higher education. Once we reached 
a critical mass of enlisted employers, we 

Our primary goal was  
to educate and build  

networking skills.

Our final concept was a round-robin event 
where students would meet a select 
number of employers, followed by a 
networking reception for further employ-
er interaction. Given our various school 
calendars and the planning process time-
table, we decided to hold the event in the 
spring of 2018 at Northeastern University 
in Boston, which offered a well-suited 
and conveniently located space.

were ready to market the event to our 
respective students. We prepared a digital 
marketing piece to start the advertising 
campaign and left it to the members to 
decide the best way to recruit students at 
their respective schools.

Because space was limited, each school 
was allocated a maximum number of 
student slots and could decide internally 
whether to restrict the event to 3Ls, or 
include 2Ls and 1Ls. Our Google document 
came in handy in tracking student partici-
pants, and we were able to reallocate slots 
as needed. 

5. All Systems Go: Executing the 
     Event 
Proper planning of logistics was key for a 
smooth and meaningful event. Employers 
representing diverse roles and industry 
sectors were paired to provide students 
with varied and rich perspectives. Stu-
dents were assigned random table num-
bers as they entered the event to ensure 

Continued on page 14
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importance of lawyers understanding  
the legal implications of blockchain,  
artificial intelligence, and implicit biases  
in algorithms? 

each table had representation from multi-
ple schools. The event was held in the late 
afternoon and was scheduled to the minute 
for smooth and seamless transitions  
between the three twenty-minute rounds  
of table discussions. 

We sent short online surveys to students 
and employers following the event. Feed-
back was very positive. Students were 
enthusiastic about meeting such a wide 
variety of employers. Employers wished 
they had known of the broad array of career 
paths when they were law students — a 
common refrain from lawyers!

6. On to the Next Event!
We are even more energized in our  
collective commitment not only to broaden 
student awareness, but to instill a better 
appreciation of and respect for JD Advan-
tage career paths —existing, evolving, and 
emerging. Who would have thought, even 
just a few years ago, about using a JD to  
lay the groundwork for becoming a Chief 
Privacy Officer, a Chief Innovation Officer, 
or a Chief of Legal Operations? Or, for that 
matter, who would have recognized the 

Employers wished they  
had known of the broad 

array of career paths  
when they were law  

students — a common  
refrain from lawyers!

The ways these and other new and 
emerging JD Advantage opportunities can 
be showcased are as varied and creative 
as your imagination allows. Consider 
podcasts, speed networking events, 
game nights, and hackathons, just to 
name a few of the possibilities. 

Our committee is exploring the next  
iteration of The JD Advantage, so stay 
tuned! n

mailto:dweihs@micronsystems.com
http://symplicity.com
mailto:scampbell@symplicity.com
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Volunteer Internships: How to 
Confidently Comprehend and  
Apply the Changing Legalities
By Joe Christian

Joe Christian (christian@utk.edu) is Assistant Director of the Career Center at the University of  
Tennessee College of Law in Knoxville, TN. This article was submitted on behalf of the NALP Small  
and Solo Career Services Office Section. 

Volunteer internships can be beneficial to 
employers and students — unless they’re 
illegal. Unfortunately, the dividing line 
between proper and improper volunteer 
internships has changed and is now some-
what fuzzy. How should we assist students 
and employers in navigating this issue?1 

The Rule and Its Evolution
The Fair Labor Standards Act requires 
for-profit employers2 to pay “employees” 
at least the statutory minimum wage. The 
question becomes, “Who is an employee?” 

intern….” It is hard to imagine a legal  
internship, other than a shadowing  
experience, that provides no advantage to 
the employer; therefore, most for-profit  
interns should have been paid as  
employees.

In January 2018, under a new adminis-
tration, the DOL updated Fact Sheet #713 
and changed the rule in a significant way, 
adopting the “primary beneficiary test”  
set out by four federal appellate courts.4 
This test is a “flexible test” with seven  
non-exhaustive factors for determining  
the primary beneficiary of the work  
arrangement:

1. The extent to which the intern and the 
employer clearly understand that there 
is no expectation of compensation. Any 
promise of compensation, express or 
implied, suggests that the intern is an 
employee — and vice versa.

2. The extent to which the internship  
provides training that would be similar 
to that which would be given in an  

Previously, the rule governing volunteer 
internships with for-profit organizations 
was relatively easy to implement, although 
arguably over-rigid. When the U.S. Depart-
ment of Labor (DOL) published “Fact Sheet 
#71: Internship Programs Under the Fair 
Labor Standards Act,” in 2010, it set out a 
six-factor test for when an intern would be 
an employee. If any of those factors were 
not met, the intern would be considered an 
employee. One notable requirement was 
that “The employer … derives no immediate 
advantage from the activities of the  

educational environment, including the 
clinical and other hands-on training 
provided by educational institutions.

3. The extent to which the internship is 
tied to the intern’s formal education 
program by integrated coursework or the 
receipt of academic credit.

4. The extent to which the internship 
accommodates the intern’s academic 
commitments by corresponding to the 
academic calendar.

5. The extent to which the internship’s  
duration is limited to the period in 
which the internship provides the intern 
with beneficial learning.

6. The extent to which the intern’s work 
complements, rather than displaces,  
the work of paid employees while  
providing significant educational  
benefits to the intern.

15
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7. The extent to which the intern and the
employer understand that the intern-
ship is conducted without entitlement
to a paid job at the conclusion of the
internship.

No single factor is determinative, and the 
determination will depend “on the unique 
circumstances of each case.”

Practical Implications for Employer 
Relations
Applying this new test, one can more easily 
envision an internship program that could, 
on balance, satisfy the test. As schools seek 
to establish opportunities for students to 
gain experience with employer partners, 
they now have more flexibility in how such 
internships can be structured. 

Although there is increased flexibility, 
employers seeking to establish a volunteer 
internship program should consider taking 
steps to ensure compliance, as the risks 
and penalties for misclassification are still 
high.5 Strategies for the employer may in-

In situations like these, a counselor may 
speak with the student about an appropri-
ate conversation they could have with their 
employer. We can equip our students with 
suggestions for how to alter the work  
arrangements to be more educationally 
beneficial and therefore more in line with 
the DOL’s rule.

16

clude documenting the unpaid nature 
of the internship and the absence of any 
entitlement to a subsequent paid job. Also, 
consider formalizing the program with set 
start and end dates that align with the 
interns’ academic schedule, educational 
presentations to the interns, and ample 
opportunities for mentorship and construc-
tive feedback. 

Practical Implications for Advising 
Students
While it is now more complicated than 
“private sector = paid; public sector = can 
be unpaid,” we can certainly still assist 
students in dealing with potential issues. 
Here are a few characteristics that might be 
red flags:

• The organization expects a schedule that
does not align with the school’s calendar
and time demands;

• The organization routinely hires its
interns for paid jobs after the internship;

• The intern is primarily performing tasks
that are not educationally relevant.

we always hope that our students can  
gain valuable experience and be fairly 
compensated at the same time, the new 
DOL rule makes it possible for students to 
access some employers who might not  
have previously been available. n

Continued from page 15

We can equip our  
students with suggestions 
for how to alter the work 
arrangements to be more 
educationally beneficial 

and therefore more in line 
with the DOL’s rule.

Additionally, it is now much easier to  
counsel students to inquire about volunteer 
opportunities with employers who might 
not have the budget for paid clerks. While 

———————————————————————————
ENDNOTES

1  This article has been prepared for information 
purposes only, is not intended to constitute legal 
advice, and should not be relied upon in lieu of 
consultation with appropriate legal counsel.

2  Public sector and nonprofit organizations are 
granted exemptions for workers who volunteer 
their time. 

3  https://www.dol.gov/whd/regs/compliance/
whdfs71.htm.

4  See Benjamin v. B & H Educ. Inc., 877 F.3d 1139 
(9th Cir. 2017) as the most recent court to adopt 
the test.

5  Julia Judish and Andrew Lauria, Department of 
Labor Changes Rules on Unpaid Internships 
(2018) at https://www.pillsburylaw.com/en/
news-and-insights/department-of-labor- 
changes-rules-on-unpaid-internships.html.

https://www.dol.gov/whd/regs/compliance/whdfs71.htm
https://www.pillsburylaw.com/en/news-and-insights/department-of-labor-changes-rules-on-unpaid-internships.html
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opment (PD) professionals and joint degree 
students. However, if you advise joint  
degree students, you can use the following 
six essential building blocks to help your 
joint degree students assemble the targeted 
PD they need.

1. Gather Your Tools
Help students draw up their individual 
goals in pursuing a dual degree. Encourage 
those considering committing (or recently 
committed) to a joint degree to meet with 

degree fields, lead them through a cost/ 
benefit analysis of a dual degree and  
discuss ways to explain the benefit to  
employers in each field. 

2. Some Assembly Required 
Have candidates articulate the positions 
and work environment they wish to pur-
sue. If they believe the joint program will 
propel them to a specific position, connect 
them with practitioners to confirm that the 
marketplace perceives the dual degree as 
providing desired qualifications. Gather 

Law schools are increasingly offering stu-
dents opportunities to earn both a Juris 
Doctor (JD) and a second graduate degree, 
accelerating the time period that would be 
required to complete the two programs con-
secutively. At some schools, close to 15% of 
JD students pursue a dual or joint degree. 
The intended goals and potential benefits 
of dual degree programs are wide-ranging. 
Because of this, these programs create 
unique challenges for JD professional devel-

Meeting the PD Challenge:  
6 Steps for Advising Dual  
Degree Students
By Elyse Diamond and Kelly Tomlinson

Elyse Diamond (ediamond@law.pace.edu) is the Director of Public Service Careers for the Center for  
Career & Professional Development and Public Interest Law Center, and an Adjunct Professor, at the  
Elisabeth Haub School of Law at Pace University. Kelly Tomlinson (Kelly.Tomlinson@utoledo.edu) is the 
Director of the Office of Professional Development at the University of Toledo College of Law. This article 
was submitted on behalf of the NALP Law Student Professional Development Section.

Continued on page 18

directors at both programs to confirm that 
the substantive content of each degree and 
related PD offerings align with their aca-
demic and professional goals. Familiarize 
yourself with PD/career resources and  
professionals in partner programs and 
openly exchange information. 

Some students identify one degree as 
“primary” to their career objectives. Assist 
them in articulating why and outlining 
how the secondary degree complements 
the primary field. For students who simply 
hope to have career options in both  

mailto:ediamond@law.pace.edu
mailto:Kelly.Tomlinson@utoledo.edu
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5. Packaging Matters
In the job search process, dual degree 
students may face a perception from some 
employers that they are a “flight risk” or 
lack dedication to their field. Non-legal  
employers might be reluctant to hire a 
candidate who, they fear, may leave for a 
traditional legal job — while legal employ-
ers may assume dual degree candidates 
are less interested in traditional practice. 
Help candidates anticipate and manage 
these concerns with tailored application 
materials addressing how the degrees  
benefit each employer.

Learn distinctions in job application  
standards — from résumé and cover letter 
format to interviewing styles — between  
legal and non-JD fields to make the  
necessary adaptations. Likewise, to  
minimize negative assumptions, help  
students prepare concrete interview  
responses highlighting the training most 
relevant to each employer and explaining 

professional association committees, for 
example. Try to ensure that PD offerings 
work logistically for these students and be 
particularly conscious about strategically 
connecting them with practitioners and 
faculty mentors.

4. Check “Outside the (PD) Box” for 
     Missing Pieces
The range of PD programming at law 
schools and graduate programs is growing. 
Nevertheless, limitations on resources and 
student time dictate that most PD program-
ming focus on the traditional cohorts, with 
fewer opportunities directed to dual degree 
candidates and their possibly more unique 
career goals. Identify targeted off-campus 
PD programming when necessary and 
establish a mechanism for students to use 
these programs to meet any mandatory  
PD requirements.

how the secondary degree is complemen-
tary. Once again, leverage working profes-
sionals with dual degrees to help students 
articulate those benefits.

6. Build to Last 
Long-range planning is important for dual 
degree students. They may plan to focus 
on a primary degree in the short term but 
transition to a position more relevant to the 
secondary degree over time — for example, 
a JD/MD student may plan to practice  
medicine before pursuing opportunities 
in hospital administration. Explore how 
students can plan for career changes down 
the road. If they plan to start in a non-legal 
position, explain challenges in transitioning 
to practice, as well as how to maintain legal 
skills and connections.

Dual degree students present unique  
professional development challenges,  
but today’s PD advisors have the tools 
necessary to help students build a lasting 
career. n

supporting data by collecting initial  
employment outcomes and maintaining 
contact with alumni to track career paths  
of joint degree graduates. 

3. Make Time to Build PD
Completing two degrees in an accelerated 
period often entails a larger academic load. 
Students must acclimate to distinct aca-
demic programs, may alternate between 
multiple campus locations, and may have 
summer course requirements. This leaves 
less time to pursue PD activities — such as 
student and professional associations, pro 
bono or other work, and panels and lec-
tures — that improve marketability, devel-
op broad professional skills, and facilitate 
networking. Practical limitations also make 
it harder to acquire essential mentors 
organically through traditional means, such 
as by serving as a research assistant or on 

Continued from page 17



January 2019 — NALP Bulletin 19

On November 29, 2018, more than 400 
professionals from across the country gath-
ered for the 2018 Professional Development 
Institute (PDI) sponsored by NALP and ALI 
CLE in cooperation with the Professional 
Development Consortium. The two-day con-
ference, held at the Mandarin Oriental in 
Washington, DC, featured seminars, panel 
discussions, and interactive dialog, includ-
ing two plenary programs and an array of 33 

specific topics and actionable goals. The 
most impressive aspect of the conference 
was its ability to use individual seminars to 
capture firm-wide goals and then intertwine 
those goals with individual professional 
skill development.

Insights into the Legal  
Landscape, Design Thinking,  
and Much More Offered at  
2018 PDI
By Ashley DeBrino 

Ashley DeBrino (ADeBrino@kasowitz.com) is the Professional Development & Diversity Specialist at  
Kasowitz Benson Torres LLP in New York, NY. This article was submitted on behalf of the NALP Lawyer  
Professional Development Section.

concurrent sessions. Sessions addressed 
topics such as best practices in mid-level 
training, innovative approaches to associ-
ate feedback, law firm coaching, and diver-
sity and leadership training.

An over-arching theme of perpetuating sus-
tainability in the legal industry influenced 
much of the conference, while individual 
sessions deconstructed the theme into 

The opening plenary, “The Global Land-
scape in a $190K World,” discussed the 
implications of rising associate salaries, 
and the effects that have been and are yet 
to be felt in the legal industry. The speaker, 
James W. Jones (Principal, Legal Manage-
ment, Resources LLC, and Senior Fellow, 
Center for the Study of the Legal Profes-

Continued on page 20
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sion, Georgetown University Law Center) 
highlighted not only change management 
practices currently being implemented, 
but the importance of a proactive mindset 
and innovative practices to ensure via-
bility. The second plenary, “Using Design 
Thinking to Deliver Better Legal Solutions,” 
provided insight on how design thinking 
can be utilized by attorneys to deliver bet-
ter client service and improve overall firm 
operations. Daniel Yi (Senior Counsel for 
Innovation, Department of Justice — Civil 
Rights Division) grounded the information 
in real-world practices.

One major conference highlight was “Crack-
ing the Leadership Presence Code: Enhanc-
ing Your Credibility Factor.” The presenters 
approached the effects of body language on 
third-party perceptions in a practical and 
humorous style. Noting (and sometimes 
physically demonstrating) typical detrimen-
tal, subconscious behaviors, the presenters 
highlighted the immediate influence of 
these behaviors on others’ perceptions of 
us, as well as suggesting small changes 
that can drastically improve impressions. 

While the educational aspects of PDI were 
invaluable, one of the most advantageous 
opportunities the two-day conference 
offered was the ability to network. Partici-
pants had multiple opportunities to share 
ideas, perspectives, successful practices, 
and recommendations among peers. The 
opportunity to foster and develop these 
relationships is essential to our own  
individual professional development and 
enhances our ability to add value to our 
firms or schools as we are tasked with  
developing others.

If you are already considering the 2019 PDI, 
I absolutely recommend that you attend. As 
someone in the fortunate position of being 
employed at a firm that supports the pro-
fessional development of all staff, I consid-
er PDI to be one of the major highlights of 
my professional year. Regardless of your  
career level or professional development 
role, you will undoubtedly leave with a 
renewed appreciation of the field of  
lawyer and law student professional  
development. n

http://www.viGlobal.com
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The 2017 Report from the National Task 
Force on Lawyer Well-Being  as well as 
cultural shifts in the legal profession have 
prompted law firms and legal employers  
to commit to well-being initiatives. The 
issue is how to create an impactful and 
effective program. 

At the NALP/ALI CLE Professional Develop-
ment Institute (PDI) in December, we heard 
confusion among participants about how to 
create buy-in, how to handle the realities of 
practice that are leading to increased stress 
and anxiety among associates, how to  
address mental health, how to handle 

few offices or with certain groups. Different 
offices, practice groups, and leadership 
councils may have different cultural iden-
tities and challenges — so finding what 
works best may involve trial and error — 
easier said than done when you are dealing 
with partners and stakeholders who want 
immediate return on investment. 

Lawyer Well-Being:  
A Guide for Law Firms 
By Kara Dodson and Courtney Wiley

Kara P. Dodson (kara.dodson@voltapeople.com) is a Coach/Consultant with Volta Talent Strategies LLC in 
Philadelphia, PA. Courtney Wiley (courtney.wylie@dbr.com) is a Professional Development Coordinator at 
Drinker Biddle & Reath LLP in Philadelphia, PA. This article was submitted on behalf of the NALP Lawyer & 
Law Student Well-Being Task Force. 

alcohol at events, and much more. While 
this article can’t provide all of the answers, 
we hope to provide some ideas and encour-
agement for firms that are committed to 
well-being initiatives. 

Be Patient and Be Willing to Try a 
Range of Ideas
Our current culture wasn’t created over-
night and we can’t change it overnight. As 
you start to design well-being initiatives, 
be patient and open to feedback. Some 
ideas and events are going to work across 
the board and some may work only in a 

Continued on page 22

• Be realistic in your goals for any initia-
tive — take small steps first. The point 
is to have a highly successful program 
rather than multiple programs or ideas 
that fail. 

• Make sure that all involved understand 
that this is a process and that the goal is 
to find what resonates best. Encourage 
and institute ongoing communication 
and conversations throughout the pro-
cess to manage expectations effectively. 

• Be clear that the metrics and results will 
take time to decipher. If your stakehold-
ers or partners need reports sooner, be 
thorough so you can explain the results 
and relate what you learned to contin-
ued improvement. 

• Create a process for feedback that  
encourages timely and honest sugges-
tions and ideas. One end-game survey 
will not take the place of frequent con-
versations and real-time questions. 

As you start to design 
well-being initiatives,  
be patient and open  

to feedback. 

Some Tips for Success
• Involve many stakeholders in the 

planning process. The more input and 
support your attorneys have, the more 
likely they are to become engaged — 
and to convince others to participate. 

mailto:kara.dodson@voltapeople.com
mailto:courtney.wylie@dbr.com
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• Create opportunities for attorneys to 
connect with each other in purely social 
environments. Also, integrate camara-
derie into existing community outreach, 
volunteer, and pro bono initiatives. 

• Identify new ways to disseminate infor-
mation about resources such as bene-
fits that address mental health, child 
care, and elder care — and resources 
available through Employee Assistance 
Programs as well as through health 
care insurers. Each state has a lawyer 
assistance program that provides con-
fidential (free) resources for lawyers. 
Emphasize the confidentiality of these 
programs and, if possible, enlist sup-
port from partners who have used the 
benefits to talk about their positive 
experiences.

• Some firms use internal coaches or 
counselors. Again, emphasize the 
confidentiality of these programs and 
be clear about how information is kept, 
used, and shared anonymously. If you 
do not have the resources to employ 
someone on-site, consider providing 

• Review the definition of well-being in 
the Task Force report and identify what 
programs might help to support each 
of the six dimensions of our lives. A 
well-rounded approach will touch on 
each dimension.

• Consider how to approach well-being 
through leadership and business devel-
opment training. For example, training 
on topics such as emotional intelligence 
and relationship building can develop 
skills that improve well-being.

outside coaching and counseling for new 
hires, laterals, and partners. 

Understand Potential Obstacles
As with any new initiative, some individuals 
will be enthusiastic, others will be actively 
opposed, and still others will be passively 
“toxic.” You may have partners who don’t 
believe these programs work, consider 
them frivolous, or view the entire initiative 
as catering to millennials. Others will feel 
that such programs prolong the employ-
ment of people who are not “suited” to the 
demands of practice or feel some resent-
ment mixed with pride that they didn’t have 
access to (or need) such programs. 

Understand that you will not change these 
beliefs immediately (or possibly ever). 
When you encounter resistance, focus on 
the business case and the potential risk  
of not implementing these programs.  
Better yet, rather than attempting to change 
minds, focus on changing behaviors.  

Well-Being Is a “Team Sport”
While many will be supportive of well- 
being programs, some employees may be 
put off by programs specifically branded 
as attempts to improve their well-being. 
There are many ways to improve well-being 
that do not need to be branded as such. 
Often the same skills that lead to improved 
leadership and business development can 
significantly improve well-being.

Continued from page 21

Continued on page 23
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Results speak louder than arguments. Find 
ways to incentivize leaders who encourage 
associates and staff to participate, high-
lighting those sponsors who support the 
programs publicly. Consider hiring a coach 
for individuals adverse to the initiative and 
request their input on whether the coaching 
is helpful. Often, first-hand experiences of 
the results of coaching will go a long way 
toward creating buy-in. And the worst-case 
scenario? You get additional feedback.

Be Creative
Individual trainings matter but the environ-
ment also must provide support. Be cre-
ative and look for model accommodations. 
Many firms have work-from-home policies 
to increase autonomy and work-life balance 
for employees. Others offer reduced-hours 
schedules or other support to attorneys 
returning from leave. Some firms have 
launched well-being initiatives, while  
others have rolled out a concierge service  
to help associates use their time at home  
to recharge. Finally, some firms have  

instituted a bonus structure that rewards  
employees for projects that involve  
community service. 

Seek out resources and individuals willing 
to support you as you strive to initiate these 
programs. For a detailed list of ideas for 
programs, an eight-step plan for implemen-
tation, consultant resources, and various 
well-being resources, check out the ABA 
Well-Being Toolkit. n

Continued from page 22
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———————————————————————————
ENDNOTES

1  The 2017 Report from the National Task Force on 
Lawyer Well-Being is available at https://www.
americanbar.org/groups/lawyer_assistance/
task_force_report/. The ABA Well-Being Toolkit 
for Lawyers and Legal Employers is available at 
https://www.americanbar.org/content/dam/
aba/administrative/lawyer_assistance/ls_colap_
well-being_toolkit_for_lawyers_legal_employers.
authcheckdam.pdf. 

https://www.americanbar.org/groups/lawyer_assistance/task_force_report/
https://www.americanbar.org/groups/lawyer_assistance/task_force_report/
https://www.americanbar.org/groups/lawyer_assistance/task_force_report/
https://www.americanbar.org/content/dam/aba/administrative/lawyer_assistance/ls_colap_well-being_toolkit_for_lawyers_legal_employers.authcheckdam.pdf
https://www.americanbar.org/content/dam/aba/administrative/lawyer_assistance/ls_colap_well-being_toolkit_for_lawyers_legal_employers.authcheckdam.pdf
https://www.americanbar.org/content/dam/aba/administrative/lawyer_assistance/ls_colap_well-being_toolkit_for_lawyers_legal_employers.authcheckdam.pdf
https://www.americanbar.org/content/dam/aba/administrative/lawyer_assistance/ls_colap_well-being_toolkit_for_lawyers_legal_employers.authcheckdam.pdf
http://www.micronsystems.com
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The zoo. Perfect weather. Ron Burgundy.… 
Prior to June 2018, these were my top  
three word associations when I thought  
of San Diego.

I, like you, value the collaboration, cama-
raderie, and learning experiences that the 
NALP Annual Education Conference affords. 
That said, it never hurts when our Annual 
Education Conferences are in beautiful 
locations, and our 2019 conference is no  
exception! My first trip ever to San Diego 
was last June, when my conference plan-
ning colleagues and I spent a few days at 
the beautiful Hilton San Diego Bayfront 

The Gaslamp Quarter
In the late 1800s, this 16-block downtown 
neighborhood was known for saloons and 
gambling halls, and received its name for 

planning what promises to be one of our 
best conferences yet. 

In between venue walk-throughs, 
team-building activities, and conversations 
about presenters, programs, and plenary 
speakers, I was able to see a bit of San  
Diego, and it did not disappoint. I recom-
mend adding a few days before or after our 
April conference to explore the greater  
San Diego area (in fact, there’s a Hertz car 
rental desk in our hotel!). However, in the 
event that your sightseeing will need to  
be limited to the time between sessions,  
following are some activities that are a 
short walk from the hotel.

five-minute walk from our venue. Stop for 
a photo op at the ornate Gaslamp Quarter 
arch on 5th and Harbor, then continue into 
the Quarter for a bite to eat (read: tacos!) or 
a craft coffee or beer. Although the Padres 
won’t be in town during our conference, 
check out nearby Petco Park, their beautiful 
baseball stadium. Plan to enjoy what the 
Gaslamp Quarter has to offer during our 
Member Celebration block party there on 
Wednesday night! 

The Embarcadero
Since we’ve already determined the  
weather in San Diego is always perfect, 
bring some walking shoes to stretch your 
legs and get some fresh air after a day of  

Continued on page 25

A First Timer’s Visit to San Diego 
By Catherine Clement

Catherine Clement (catherine.clement@klgates.com) is Manager, Legal Talent Acquisition,  
for K&L Gates LLP in Morrisville, NC. This article was submitted on behalf of the NALP Annual Education  
Conference Planning Work Group.

It never hurts when  
our Annual Education  

Conferences are in  
beautiful locations, and 
our 2019 conference is  

no exception! 

the gas-powered lamps on each corner. 
Now, it’s a fun neighborhood full of over 
200 shops, restaurants, and bars just a 

mailto:catherine.clement@klgates.com
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Continued from page 24

conference activities. The Embarcadero  
is a pedestrian-friendly and scenic stretch 
of San Diego right on the waterfront, and 
the best part is that it’s accessible directly 
outside the hotel! Roughly a mile up the 
path is Seaport Village, a cluster of shops, 
waterfront restaurants and cafes, and grab-
and-go lunch spots in a setting reminiscent 
of historical seaports. 

On the way, you’ll pass the gigantic Conven-
tion Center (notably where Comic Con has 
been held annually since 1979) as well as 
the marina, where I enjoyed window shop-
ping for my future yacht. A half mile beyond 
Seaport Village, you’ll find the U.S.S.  
Midway, America’s longest-serving aircraft 

carrier, which is now a floating museum 
featuring stories from its 47 years in service. 
The iconic “Unconditional Surrender” stat-
ue (Google it!) is nearby too. If you cannot 
fit in a casual stroll down the Embarcadero, 
make plans to walk or run in the 5k Fun Run 
and Walk on the Thursday morning of the 
conference to see some of these sights.

Coronado Island
Against my better judgment, I scheduled a 
red-eye to return to the East Coast so that 
I could have a bit more time to sightsee 
before leaving town. I used my free after-
noon to explore Coronado Island across the 
bay from San Diego. The ferry landing is by 

exhibits around the lobby — is also  
notable. Sixteen American presidents and 
countless dignitaries have stayed at the  
hotel, and the Marilyn Monroe movie 
“Some Like It Hot” was filmed on site in  
the late 1950s. While I would have loved 
to check into the hotel and stay awhile,  
I enjoyed an afternoon exploring the  
buildings and grounds, dipping my toes  
in the sand, and taking in the beautiful  
views of the Pacific.

San Diego was very hard to leave, but I’m 
thrilled to be able to return in April with all 
of you. I hope you’re able to take advantage 
of seeing San Diego before, during, or  
after the Annual Education Conference  
April 9-12, 2019! n

the Convention Center, tickets are just $10 
round trip, and the 15-minute boat ride  
provided a great panoramic view of down-
town San Diego. 

Once on Coronado, I walked down Orange 
Avenue, taking in the gorgeous bungalows 
and lush parks of this quite little beach 
town, until I got to my ultimate destina-
tion — the Hotel del Coronado. The “Hotel 
del,” as locals call it, is breathtaking and 
unique. Built in 1888 in the Victorian 
beach resort style, it’s the second largest 
wooden structure in the U.S. and features 
a distinctive, red-shingled roof and beau-
tifully landscaped grounds with a vast 
beach beyond. The history of the hotel — 
which you can learn about from photo  
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Alumni programs are becoming the new 
normal at law firms, but offering ded- 
icated confidential resources to discuss 
such career-related topics as becoming 
alumni remains more cutting-edge. 

Within most law firms, there have always 
been quiet, closed-door conversations 
about alternative career paths. Now a grow-
ing number of firms are embracing the fact 
that most lawyers will not remain in the firm 
for the entirety of their careers and firms 
are investing in career counseling infra-
structure. 

How In-House Career Counselors 
Help Facilitate Lifelong Alumni 
Relationships 
By Sharon Light

Sharon Light (slight@sidley.com) is the Senior Marketing Manager for Alumni & Industry  
Networks at Sidley Austin LLP in Washington, DC. This article was submitted on behalf of the  
NALP Legal Employer Alumni Relations Section. 

In a number of ways, career counseling still 
seems incompatible with many law firms. 
No one wants their chances at partnership 
or access to better work assignments to be 
squandered just because they expressed 
curiosity about alternate career paths. For 
that reason, firms offering counseling know 
that trust is of paramount importance.

But they also know that it is a business 
imperative to support these transitions.  
The NALP Foundation’s most recent  
Update on Associate Attrition (available at 
www.nalpfoundation.org/bookstore) states 

that an average of 73% of associates will 
become alumni within five years of joining a 
firm. Helping lawyers find the best path for 
them just makes good, practical sense. 

in their careers and future. Create a 
culture that cares about and invests in 
its people, beginning with career coun-
seling from day one and culminating in a 
robust alumni program.

• Tangible ROI. Look beyond how many 
lawyers land in roles you helped them 
identify. You can track how many people 
you’ve counseled, and how many intro-
ductions you’ve made to alumni and 

Helping lawyers  
find the best path for  

them just makes good, 
practical sense. 

Alumni managers and 
career counselors cite 
a number of benefits to 
offering these programs. 

• Recruiting/Culture. 
There is stiff  
competition for  
top legal talent.  
Incoming lawyers 
want to know how 
you will invest  

Continued on page 28
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Continued from page 27

clients. Your lawyers may find their next 
job on their own, but your support will 
stay with them for life. 

• Access to job opportunities. Alumni are 
more likely to contact you when they are 
hiring if they know you actively support 
this. This may facilitate new client  
relationships or expand existing ones.  
A structured program also creates  
opportunities to rehire alumni, which 
helps firms save on hiring, recruiting, 
and training costs.

• Support attorney retention. By offering 
counseling, you will know when your 
best talent is looking to leave, providing 
an opportunity to address concerns and 
retain these lawyers for a longer period 
of time. 

• Create loyal alumni. Counseling may 
help your lawyers land a better position 
than they would find on their own, or 

guide them to a role with an existing 
client. Think about the last time you 
searched for a new job. Any help  
navigating that process will create  
deep loyalties. 

If you are considering adding or building 
out this function, those in the know have 
some suggestions:

1. Framing is important. “Career  
development” is preferable to “career  
placement” or “outplacement.” Some 
counseling will be for lawyers who do 
want to make partner. Making your pro-
gram open to the widest variety of career 
options will make it easier for people to 
understand. 

2. Trust and confidentiality are  
paramount. Whoever is involved in 
counseling must be seen as indepen-
dent. Don’t seat your career counselor  

28

in a glass-walled office or next to the 
elevator. Even in an accepting environ-
ment, these conversations deserve the 
utmost discretion. 

3. Counseling goes hand in hand with 
a robust alumni program. One career 
counselor told me, “One of the strongest 
things I can do is introduce firm lawyers 
to alumni.” Knowing where your alumni 
are and who among them is open to 
mentoring or networking adds unique 
value. And alumni know they can tap 
into a network of accomplished attor-
neys when they are looking to hire. 

4. Promote the benefit early and often, 
and systematize your counseling.  
Normalize counseling by offering it  
to every associate, and follow up regu-
larly. When check-ins with the counselor 
begin as soon as an associate joins  
the firm, the counseling becomes an  
ongoing conversation rather than  

solely a discussion about leaving the 
firm. Without an in-house counselor, an 
attorney might be more inclined to take 
a call from a recruiter when they have a 
bad day. A counselor can help put things 
in perspective and work through bumps 
in the road. 

One counselor remembers receiving this 
advice: “When people look back at their 
time with an employer, they are likely to  
remember the highlights of their experi-
ence, and how they felt when they were 
leaving.” Career counseling has a major  
role to play in both of these areas, leading 
to happier alumni. Happier alumni will 
build your firm’s brand, refer more work to 
your firm, and reach out to you when they 
need to hire a new colleague — bringing 
their lifelong experience with your firm  
full circle. n  
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Career development professionals have 
unique opportunities to promote student 
professional development by working with 
students individually — not just through 
programming or a formal curriculum. Here 
are some mechanisms career development 
professionals can use when interacting with 
students individually:

Teach Students to Recognize Your 
Professionalism 
In the law school arena, students some-
times fail to realize that career advisors are 
professionals, and in law firms students 
and new associates often do not under-

Framing Individual Interactions  
to Instill Professionalism in  
Students
By Tishia Browning

Tishia Browning (tishia.browning@wayne.edu) is Director of Employer Development at  
Wayne State University Law School in Detroit, MI. “Newcomer’s Corner” is a column of the  
NALP Newer Professionals Section.

N E W C O M E R ’ S  C O R N E R

stand how to navigate relationships with 
non-practicing professionals. So, set the 
tone for your interactions early by giving 
students information about your profes-
sional background.

During your initial appointment or introduc-
tion, tell students about your prior expe-
rience or education. Giving students this 
information on the front end can go a long 
way toward gaining their respect and help-
ing them recognize the value of your advice.

Lead by Example
It goes without saying that career develop-
ment professionals act with utmost profes-

sionalism when interacting with students. 
However, the old adage “imitation is the 
sincerest form of flattery” rings especially 
true here. 

Career development professionals can take 
their student interactions a step further by 
leading by example. For instance, tell your 
students when you are writing an article 
for NALP or if you’ve accepted a seat on a 
committee or an organization’s board of 
directors. Whether at a networking event or 
during a presentation or program, let your 
students see you interacting with other 
professionals. Career development profes-
sionals can teach students professionalism 
by being a positive influence and showing 
them behavior to emulate. 

Set Boundaries That Imitate  
Professional Interactions
Setting boundaries is particularly important 
for newer career development profession-
als, especially those coming from a  
demanding practice who are used to meet-
ing client needs. Of course, it is important 
to be accessible to students, but there is 
such a thing as being too accessible. 

Instead of answering non-emergency 
emails on weekends or setting your 
lunch aside for a walk-in, teach students 
professionalism by setting boundaries 
that imitate professional interactions. A 
student should never expect that level 
of attention from a partner, for example, 
so don’t allow them to expect immediate 
attention from you. 

Expect Professionalism
Perhaps most importantly, expect nothing 
but the best from your students when it 
comes to professionalism. In a recent  
article — “Can You Affect Another  
Person’s Behavior with Your Thoughts?” 
— Liana Simstrom explains how one  
person’s expectations of another person 
(for example, a teacher’s high expec-
tations for a student) can influence the 
other person’s performance or behavior. 
In other words, your expectations of  
students can influence their outcomes,  
so approach each student with high  
expectations for their professional  
development. n

mailto:tishia.browning@wayne.edu
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The market for  
recent law graduates 
is changing, and  
Jobs & JDs —  
Employment and  
Salaries of New  
Law Graduates 
Class of 2017  
is the most  
comprehensive 
source of information 
on those changes.  

How are law firm opportunities changing for new law 
graduates in the Class of 2017? Which geographic  
markets provided the most jobs? Where did the  
graduates who are not practicing law find jobs?  
How do employment findings vary by gender and  
race/ethnicity?  Discover all the answers about the Class 
of 2017 in the newest edition of Jobs & JDs. This NALP 
bestseller will also help you:

• Back up decisions with facts and statistics  
about the current legal employment market. 

• Become the expert source of information  
within your organization on the legal market  
and recent trends. 

NOW AVAILABLE

• Have a wealth of information at  
your fingertips when you counsel  
law students, talk with your dean or  
hiring committee, or speak with  
others about the legal market for  
recent law graduates. 
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