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“This was a world-class conference filled with eager
and happy learners. It was well-managed and flaw-

less.”

“As a new member from Europe, | enjoyed the confer-
ence and will recommend my colleagues attend future
events. | appreciated how welcoming and friendly the
other NALSC® members were. The speakers, interactive
breakout sessions, content, contacts, and conversa-
tions offered a lot of diverse information in a short
amount of time. The value of client networking alone is
enough to include one or more NALSC® conferences in

your budget.”
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Dear NALSC® Members,

I hope this finds everybody doing well, and
that you had a wonderful summer.

From an overall level, | am pleased to report that NALSC
is running stronger than ever. Our membership continues
to thrive with a steady stream of new members joining
the organization every year, and the feedback regarding
our last conference was very positive. Thank you to all
our members and sponsors who have contributed in so
many ways to our success.

Looking forward, our NALSC 2018 Fall Symposium is al-
most here. Taking place at the New York office of White &
Case LLP on Friday, October 19th, the full-day Symposi-
um will include a line-up of excellent presenters combined
with interactive sessions. In response to your feedback,
the program will cover topics such as new social media
and marketing strategies; how to best understand and
utilize the AmLaw 100/200 in our practice (beyond simp-
ly profits-per-partners); a keynote by the Managing
Partner of the Arbinger Institute, who has presented to
many leading corporations on an important mindset shift;
the unique differences between recruiting practice groups
vs. individual partners; cold calling strategies; and inter-
active roundtable discussions. All sessions will include
audience participation, take-aways, and best-practices
focused on our unique industry. The goal is to provide
practical and tangible strategies that can be implemented
right away.

In addition to the educational sessions, we will have re-
ceptions and networking opportunities throughout the
event. As I'm sure many of you will agree, nothing can
replace the effectiveness of spending quality time with
other members and/or sponsors face-to-face over food
and drink. The amount of opportunities (and placements)
that have evolved from these casual conversations can-
not be overstated. Additionally, | always leave feeling re-
energized and re-connected with our community, and am
pleased so many others share similar experiences. This
event has sold out every year despite increasing our ven-
ue capacity and, in the past, we have had to turn away
late registrants. So be sure to reserve your seat as soon
as possible to take advantage of the early sign-up rate
and ensure your admission. Symposium details and reg-
istration material are available on www.nalsc.org.

Also, we thank our generous sponsors for their continued
support of NALSC. Our Platinum Sponsors are ALM and
lawjobs.com; Gold Sponsor is Kelley Drye & Warren LLP;
Silver Sponsor is Leopard Solutions; and Bronze Sponsors
are Above The Law, The Cluen Corporation, Firm Pro-
spects, Goodwin Procter LLP, Goulston & Storrs PC,
Greenberg Traurig LLP, Invenias, Kirkland & Ellis LLP,

President’s Message:

by Dan Binstock, Esq.

Kortivity, and LegallyLooking.com. Also, our law firm Honor-
ary Sponsors are Akerman LLP; Bilzin Sumberg Baena Price &
Axelrod LLP; Brown Rudnick LLP; Cadwalader, Wickersham &
Taft LLP; Crowell & Moring LLP; Dechert LLP; Duane Morris
LLP; Gibson Dunn & Crutcher LLP; Lowenstein Sandler LLP;
Michelman & Robinson, LLP; Mintz, Levin, Cohn, Ferris, Glov-
sky and Popeo, P.C.; Nixon Peabody LLP; Orrick, Herrington &
Sutcliffe LLP; Reed Smith LLP; Seyfarth Shaw LLP; Shearman
& Sterling LLP; Sheppard Mullin Richter &§ Hampton LLP; Ved-
der Price P.C.; White & Case LLP; and Wilson Sonsini Goodrich
& Rosati. We sincerely appreciate your support and involve-
ment with NALSC.

Lastly, the NALSC 2019 Annual Conference will be held on
March 14 - 16th in ... (drum roll) ... Las Vegas at the M Resort,
a luxury resort about 20 minutes outside the Strip. We chose
this destination and resort because it offers the best of all
worlds: great weather, a beautiful and conference-friendly
facility, opportunities for relaxation and the outdoors, and
proximity to the Las Vegas Strip (for those who
choose). Receptions will be held overlooking the pools and
skyline, and in upscale restaurants with cutting-edge cuisine
(Top Chef filmed at this resort).

I wish you all much success for the remainder of the year and
look forward to seeing many of you in New York very soon.
As always, if there is anything | or the Board of Directors can
do to enhance your experience with NALSC, we welcome your
feedback and thoughts.

Best regards,
Dan Binstock - President of NALSC

ABOUT THE AUTHOR: Dan Binstock is President of NALSC
and Partner at Garrison & Sisson.

P: (202) 559-0472

E: dbinstock@g-s.com

W: www.g-s.com


http://www.nalsc.org

NALSCE® is pleased to welcome 12 new members since the
last newsletter (Spring 2018). We currently have 178 mem-
bers consisting of 130 search firm members, 3 affiliate
members, 10 branch office members, 4 individual members,
30 supporting members (law firms), and 1 associate mem-
ber (vendor). Following is a list of recent new members and
the cities and states in which they are based.

Our new Regular Firm Members, Affiliate Firms Members,
and Branch Members are:

Clarity Legal - New York, NY

CrossdalePaul LLC - New York, NY

Elm & Broad Recruiting Solutions - Wilmington, DE
Legal Staffing Solutions LLC - Kansas City, MO

Metz Legal Staffing - Santa Monica, CA

Novum Group, Inc. - Legal Search Practice - Carlsbad,
CA

1  Shuart & Associates, Inc. - Austin, TX
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Our new Supporting Members (Law Firms) are:

1 Brown Rudnick LLP - New York, NY

1 Goodwin Procter LLP - Boston, MA

1 Goulston & Storrs PC - New York, NY

1 Sheppard Mullin Richter & Hampton LLP - New York,
NY

1 White &§ Case LLP - New York, NY

The Board has now reached its maximum head count of 13
and includes Dan Binstock, Mitch Satalof, Nick Rumin, Va-
lerie Fontaine, David Garber, Ken Young, Marina Sirras,
Raphael Franze, Avis Caravello, Scott Love, Jane Pollard,
Patrick Moya and Arthur Polott.

The Executive Committee is comprised of Dan Binstock
(President), Mitch Satalof (VP-Membership), Nick Rumin
(VP-Long Range Planning), Valerie Fontaine (Secretary)
and David Garber (Treasurer).

Current NALSC Committees include Executive, Nomina-
tions, Newsletter, Ethics, Audit/Risk, Governing Docu-
ments, Website and the Sub-Committee of the Corpora-
tion. The SCOC (Sub-Committee of the Corporation) is
actively working on the pursuit of new members - both
search firms and law firms. The committee is comprised of
myself (Chairperson), Scott Love, Jane Pollard, Raphael
Franze, Patrick Moya, and Lauren Biszewski. Please feel
free to contact any one of the SCOC if you have aleadon a
potential new member.

As members, sponsors, event attendees, speakers, com-
mittee member, and Board Directors - we truly appreciate
all of your efforts on behalf of NALSC in helping to
strengthen and grow the organization.

NALSC® Membership Growth

by Mitchell Satalof

ABOUT THE AUTHOR:
Mitch Satalof is the CEO of Juris
Placements, Inc. Mitch serves on
the Board of Directors for NALSC
and is the Vice President of Mem-

bership.

P: (610) 825 7751
E: mitch@jurisplacements.com
W: www.jurisplacements.com



“While it may be
too early to tout
financial tech-
nology as its
own well-defined
practice area,
the innovations
and industry dis-
ruption associ-
ated with fintech
should have law

firms and Ilaw-

yers snapping to

attention.”

How Law Firms Can Prepare for FinTech Wave

by Keith Fall and Taylor Miller, Law.com
March 26, 2018

The world of financial services is being upended by new
technologies—from virtual currencies and blockchain to
peer-to-peer lending and enhanced mobile banking—that
are capturing customers, as well as the attention of Wall
Street investors and industry regulators.

While it may be too early to tout financial technology as
its own well-defined practice area, the innovations and
industry disruption associated with fintech should have
law firms and lawyers snapping to attention. For law
firms, it’s certainly a moment to market their expertise
across practice areas to clients, to recruit the right talent
and to ready themselves for potential business opportu-
nities.

Several firms are already marketing fintech industry
groups staffed largely by lawyers in existing practices.
Among the Am Law 200 firms on Chambers & Partners
recent ranking of blockchain and cryptocurrency special-
ists were Goodwin Procter; Davis Polk & Wardwell; Per-
kins Coie; Morrison & Foerster; Polsinelli; Cooley; McDer-
mott Will & Emery; and Baker & Hostetler.

To bolster their ranks, firms and in-house departments
have also stepped up the competition for lawyers with
fintech bona fides. In February, for instance, Marco San-
tori, one of the best-known lawyers on legal issues sur-
rounding blockchain and virtual currency, moved from
Cooley to become president of the bitcoin services com-
pany BlockChain. Santori had been one of the leaders of
Cooley’s fintech group and had moved to the law firm
from Pillsbury Winthrop Shaw Pittman in December 2016
along with Patrick Murck, another virtual currency expert.
Baker McKenzie recently beefed up its financial technolo-
gy practice with veteran IT practitioner Daniel Logan, a
Toronto-based partner who moved from McCarthy
Tetrault. And last October, a three-lawyer team led by
partner Lee Schneider jumped from Debevoise & Plimpton
to McDermott to help boost that firm’s fintech efforts.
(Schneider is also a thought leader on financial technolo-
gy legal issues and co-hosts the fintech podcast
“Appetite for Disruption.”)

Increasing Scrutiny

The lateral moves and cross-industry practice groups
have occurred amid a flood of headlines about virtual cur-
rency, its value and its future. Litigation and regulatory
questions are already erupting for clients, and are only
expected to accelerate as the digital currency market
matures.

On the regulatory front, the most recent action has cen-

Continued on page 5



Continued from page 4

tered on digital currency trading. In January, the Com-
modity Futures Trading Commission and the U.S. Securi-
ties and Exchange Commission issued a warning that
they would bring enforcement actions over digital curren-
cy offerings. The CFTC did, suing three companies over
their cryptocurrency efforts. At the end of February, the
Wall Street Journal reported that the SEC had “issued
dozens of subpoenas and information requests to tech-
nology companies and advisers involved in the red-hot
market for cryptocurrencies.” A few days later, a U.S.
District Court judge ruled that cryptocurrencies such as
bitcoin could be regulated as commodities, a direct result
of one of the CFTC lawsuits. Also, in early March, the SEC
warned that cryptocurrency exchanges risk operating
illegally over disclosure issues.

International regulators have been weighing in as well.
China said in March that currency-related technology
requires more centralized regulation. And the European
Union in February signaled that it will increase regulatory
scrutiny of virtual currency if the industry does not do
more to address investor risk and prevent money laun-
dering.

That kind of regulatory scrutiny, and the ongoing volatili-
ty surrounding bitcoin’s value, may not seem like a recipe
for an enduring legal practice. But digital currency is just
the best-publicized of an array of developing financial
technologies that require firms’ attention. Robo-advisers
such as Betterment are already using algorithms to auto-
mate investment advice for customers. “Insurtech” and
“regtech” applications are relying on technology to help
simplify insurance and compliance. Such tools as Mint are
linking financial institutions to help customers manage
their money in one place.

Many of the fintech players are deploying blockchain,
which is the technology underlying digital currency.
Blockchain is a digital ledger that keeps real-time chrono-
logical and public records about transactions made in
bitcoin or another cryptocurrency. The technology re-
moves the need for a third party, such as a bank, to verify
a transaction and to keep records about it.

“Proponents,” Bloomberg wrote in January, “believe po-
tential blockchain applications go far beyond the crypto-
currency world, and could have an internet-like, transfor-
mational effect on the way business will be transacted
across sectors, from health care to finance.” According to
Investor’s Business Daily, blockchain usage will acceler-
ate dramatically in the next few years. “Blockchain is es-
timated to have delivered $4 billion in business value-add
or technology innovation in 2017, with that growing to
$21 billion by 2020, $176 billion in 2025 and $3.1 trillion

“As law firms

work to respond,

by 2030,” the newspa-
per said.

they’ll need to

Remaining Flexible

avoid overspe-
The potential for explo-
sive growth is pushing
companies to invest in
blockchain and to begin
testing its potential appli-
cation in their businesses. ﬂ .bl
Bloomberg noted that a exibie, cross-
MasterCard is now allow-
ing businesses to send
money over a blockchain
platform, and IBM and a
unit of Comcast are now
supporting a blockchain in-
vestment startup fund.
Naturally, lawyers are being
hired to help startups, larger
companies, and investors
capitalize on the technology,
defend intellectual property
and grapple with the myriad
cybersecurity issues inherent
in blockchain. Expect more of | 5/;/4/
the same as additional venture
capital enters the space.

cialization and

instead embrace

practice ap-
proach that will
allow them to
pivot as neces-
sary to adapt to
a fast-changing
relatively

new sector.”

That’s just a start. Because
blockchain represents a fundamental shift in the way digi-
tal data is processed, stored and shared, it’s likely to create
profound legal questions that cross regulatory and indus-
try boundaries. “I feel like everybody is talking about
blockchain like an industry that needs to be separately reg-
ulated, where in fact blockchain is a technology that gets
implemented in different industries,” McDermott’s Schnei-
der told Bloomberg. “So if you’re going to use blockchain in
health care, you need to figure out what health care laws
apply, if you're going to use it in the energy sector, you
need to figure out what energy regulations apply.”

As law firms work to respond, they’ll need to avoid over-
specialization and instead embrace a flexible, cross-
practice approach that will allow them to pivot as neces-
sary to adapt to a fast-changing and relatively new sector.
Schneider offers a prime example. His online biography pre-
sents his blockchain and financial services tech credentials,
noting that he works with transactional lawyers on ICOs (or
“internet coin offerings”). Yet it also touts his ability to
counsel “clients on a wide range of matters, including regu-
latory and enforcement issues, conduct of business ques-
tions, and general corporate concerns.”

Continued on page 6
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Similarly, firms that have created groups to respond to
fintech clients are wisely offering expertise across a
number of practice disciplines. Perkins Coie, which has
actively marketed its fintech expertise, says on its site
that it counsels fintech companies on regulatory com-
pliance, consumer protection, privacy, intellectual
property and business transactions. Perkins Coie lists
more than a dozen specific capabilities, from
“decentralized crypto-currency programs” to “loyalty
and membership cards and ‘points’ programs.”

Firm Needs

Among the laterals who have moved to fintech groups
in the last few years, many share backgrounds in
emerging companies, venture capital, and cybersecuri-
ty practices. Cooley’s Murck, for instance, was previ-
ously involved in a number of startups as an employee,
entrepreneur and adviser and was a co-founder and
former general counsel and executive director of the
Bitcoin Foundation. In addition, robust securities litiga-
tion, banking regulatory, corporate/transactional, and
tax backgrounds are in demand.

In other words, firms that hope to capitalize on fintech
should understand that, at least for the foreseeable
future, this will be a multidisciplinary space. They
should be prepared to handle a very diverse array of
potential matters from a disparate group of clients.
Successful fintech players will be representing tradi-
tional financial institutions and Fortune 500 corpora-
tions alongside blockchain and other emerging tech-
nology companies.

As for talent, firm managers will need individuals with a
keen interest and expertise in technology and data,
and who are entrepreneurial when it comes to generat-
ing work. The space is relatively new and requires law-
yers with relevant contacts to build a book of business.
Those lawyers will need to actively network with indi-

viduals and organizations forming in the fintech space
and to have their fingers on the pulse of the tech mar-
ket of their regions.

They’ll also need to be deeply aware of Washington’s
role in the industry. Regulation could alter the playing
field overnight. The Office of the Comptroller of the
Currency, in particular, is being closely watched to see
if it will support the creation of a national banking
charter for fintech firms. An initial proposal by OCC
has been met with litigation from state regulators.

Given the potential legal issues at play, it’s entirely
possible that fintech will require its own, specialized
area of practice in the years to come. The law and the
technology are still developing. That doesn’t mean,
however, that firms and lawyers should wait to make a
move. The potential for industry and economic disrup-
tion is immense in the short and long term, particularly
where blockchain is concerned. Firms with a stake in
the financial services industry should be looking to
make connections and building a talent pool if they
want a piece of the business to come.

ABOUT THE AUTHORS: Keith Fall is a partner and
Taylor Miller is a managing director of Walker Associ-
ates, a New York-based legal search firm.

kfall@walkersearch.com tmiller@walkersearch.com
(646) 502-3630 (646) 502-3625

Who You Gonna Call? Developing Relationships With

Attorney Career Coaches Can Enhance Your Business

By Katherine White

Search firms and attorney career coaches can benefit “l have a friend who is a partner at a small firm. She
from establishing relationships for referrals - to the ben- wants to make a move but is unsure about next steps.
efit of both organizations. What follows are a few ideas Should she move again to a law firm? In-house? Or maybe
about when a referral can make sense, what attorney now is the time to move to a non-profit association? Can
coaches actually do, and how to choose a coach or coach- you help her?”

es.

Continued on page 7
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What do you do when a neighbor/colleague/relative/
former client asks you to help an attorney they know
who is looking to make a change and, unfortunately,
the attorney doesn’t fit the profile of someone you can
place?

“I was asked to leave my position as a partner at my
law firm and | have no book of business. | worked with
your firm in the past when | made a move as an associ-
ate and am hoping you can help me again now. I’'m not
sure what | want to do next, but my first choice is to
move to another law firm...”

How often are you contacted by attorneys who are in
the job search process, but their credentials or practice
areas don’t mesh with the listings you are trying to fill?

Might you also have a candidate whom you think you
can place, but they need more polish or to practice
their interview skills, and you don’t have time to help?

Is there a benefit to the search firm, to have resources
to share?

Yes - it's a good business practice to refer attorneys
who might one day be a potential candidate—or may
know someone who would qualify for the positions you
work to fill and will refer them to your firm—because
you took the time to refer them to valuable resources.

And - it’s also a good practice because the coach can
potentially refer candidates to you to place.

What Do Attorney Career Coaches Do?

Here are some of the things an attorney career coach

can do for their lawyer clients:

1  Help re-focus their search, share wisdom about the
market for their talents, assess their careers and
next move options

1 Assist with preparation and presentation of appli-
cation materials, LinkedIn presence, and other ide-
as to maximize their own personal brand

1  Work on interview skills and perfecting an elevator
pitch

1 Collaborate with the attorney to create a career
plan to set goals for networking and business de-
velopment, and assist in thinking about how to
gain experience in new fields by volunteering, for
example, for bar association or non-profit oppor-
tunities

How to Evaluate Attorney Career Coaches

But how to evaluate and choose a Career Coach? Some

Attorney Career Coaches have completed a coaching cer-
tificate program. Programs vary in depth and may or may
not be certified by the International Coach Federation,
ICF, a coaching accreditation organization. Here is the ICF
web site: https://coachfederation.org/icf-credential /find-

a-training-program . A sampling of other coaching organ-
izations include the Hudson Institute of Coaching https://

hudsoninstitute.com/, CTI https://coactive.com/, and

NeuroLeadership https://neuroleadership.com/.

Other Attorney Career Coaches have advanced degrees in
counseling, or a background in law school career counsel-
ing combined with law firm professional development ex-
perience. It is important to investigate the reputation and
training of the coach, and then choose the person you
think has the best handle on the legal market and overall
experience. And, you may want to have several coaches—
with different specialties—in your stable to refer.

To sum up - as the lateral attorney hiring market contin-
ues to evolve and change, it’s exciting to see how legal
hiring professionals can partner with others specializing in
the attorney career transition business, to mutual benefit.

Continued on page 8
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And, to benefit the attorney seeking guidance in their
careers as well.

ABOUT THE AUTHOR: Katherine White is Director of
Employer Outreach at The George Washington Univer-
sity Law School, and Principal of an attorney coaching
business, KT White Law Careers LLC.

www.ktwhitelawcareers.com.
Since her business began, she
has been fortunate to work
with several search firms to
their mutual benefit.

Law Firm Appeals Jury

Verdict for Recruiter

by Kenneth E. Young, Esq.

A California lawsuit raises questions about how legal
recruiters should conduct their business in accordance
with both contract law and the NALSC Code of Ethics®.

In September 2017, a Los Angeles jury in the California
Superior Court heard five days of evidence and award-
ed the legal recruiting firm of Gregg Ziskind & Associ-
ates $335,000 for breach of an oral contract with
Manatt, Phelps & Phillips LLP when it failed to pay his
fee for the placement of partner Donna L. Wilson.
Gregg Ziskind & Associates, Inc. v. Manatt, Phelps &
Phillips, SC121314 (L.A. Super. Ct., filed Sept. 10, 2013).

Gregg Ziskind argued that he met with senior partners
at Manatt in April 2013 to discuss convincing Wilson to
leave Buckley Sandler and join Manatt. That discus-
sion, according to the suit, constituted an oral con-
tract. But the senior partners apparently did not pass
on the communication to Manatt’s Managing Partner,
who hired Wilson, plus a second partner and two asso-
ciates, through a rival recruiter, Roberta “Bobbie”
McMorrow of McMorrow Consulting. Ziskind alleged
that he was owed a placement fee.

Manatt, on the other hand, denied that an oral con-
tract existed and claimed that Wilson refused to work
with Ziskind since she already was working with
McMorrow. According to Ziskind’s lawyer, it came out
during the trial that, even though McMorrow had a pri-
or relationship with the candidates, she did not ap-
proach Manatt about them until about a month after
Ziskind’s meeting with the firm. Manatt argued that it
hired Wilson not because of anything Ziskind did, but
entirely due to McMorrow’s efforts and, thus, paid her
the placement fee.

Although there was no written agreement or an exact
fee specified in Ziskind’s meeting with the Manatt part-
ners, Ziskind argued that there is a standard fee and
payment implied by custom and practice in the industry,
which is 25 to 30 percent of the recruited attorney’s
annual compensation. He also argued that oral con-
tracts are common among recruiters. McMorrow (who
was not a party to the suit) testified at trial that she
hasn’t signed a written fee agreement in 10 years.

Ziskind prevailed at trial and Manatt appealed the ver-
dict. In early August 2018, oral arguments were heard
before a three-judge panel of the California 2nd District
Court of Appeal. Manatt argued that the trial court
erred in refusing Manatt’s proposed jury instructions
regarding contracts.

The Appeals court has 90 days to issue a written opin-
ion. The NALSC® Board of Directors and the Ethics
Committee will monitor the results and, in our next
newsletter, update you with our suggestions for best
practices under our Code of Ethics. In the meantime,
review vyour NALSC Code of Ethics https://
www.nalsc.org/code-of-ethics/, including Article I,

Section 3 which reads: “Candidates shall be submitted
to employers only with the candidates’ express prior
consent.” And remember that it’s always best to have a
written contract in place.

ABOUT THE AUTHOR:

Ken Young is Past-
President of NALSC, cur-
rent Board Director, and a
Principal of Young Mayden,
LLC.

P: 704-366-8546

E: kyoung@youngmayden.com
W: www.youngmayden.com




It was supposed to be a routine recruiting call with my
candidate Steve (not his real name)— a well creden-
tialed litigation associate with a major AmLaw law firm.
I had casually known Steve over the years. He was al-
ways jovial and willing to hear about opportunities.

When he picked up the phone in January of this year, |
immediately knew something was different. | asked him
how things were going at work and, in a monotone
voice, he mumbled, “I guess okay” and then his voice
trailed off. He seemed preoccupied.

| was concerned but I didn’t know what to say or do. |
didn’t want to be invasive but | also didn’t want to be
insensitive. He shared that he was stressed at work, his
mother was ill, and that he had to hang up to run to a
meeting. | wished him well and quietly ended the call.

A few months later, we reconnected. He sounded much
better and he shared that he had gone through a seri-
ous bout of depression which now was being success-
fully treated with medication and talk therapy. |
thanked him for sharing his story and was glad that he
was getting help. Steve’s call made me think about our
role as recruiters in working with attorneys who may
have mental health issues.

Credible evidence shows that attorneys, as a profes-
sion, suffer disproportionately more stress than most
other occupations. Attorneys are three times more
likely to suffer from anxiety, depression and substance
abuse than the general population. As recruiters, we
should do our part to educate our peers on basic mental
health first aid. The time is ripe to begin a robust dia-
logue regarding mental health.

To this end, | recently was a member of the Florida
Bar’s Special Committee on Mental Health & Wellness.
The committee was created to address the serious
mental health problems arising from the attorney life-
style. As part of my role, | became certified as an in-
structor in Men-
tal Health First
Aid (MHFA), an
evidence based
training program
originating from
Australia. The
certification was
ucate our peers lengthy but
worth the in-
vestment and
allows me to
have a better
ability to provide
. s o9 mental health
aid. education  and

“I believe that

we should do

our part to ed-

on basic men-

tal health first

Attorneys and Mental
Health Education-
The Time Has Come!

by Joseph E. Ankus, Esq.
referral information when needed.

MHFA’s mission is to destigmatize mental illness and to
educate attorneys in MHFA. Hundreds of thousands of
individuals have been trained in MHFA and, due to the
recent interest in mental health education, the number
of participants is growing rapidly.

I know, first hand, how stressful the practice of law can
be. As many of you know | am a lawyer. | am not a ther-
apist, clinician or mental health professional. As such, |
cannot use, nor is MHFA intended, to diagnose, treat or
counsel people in distress. The goal of MHFA is to teach
the basic tools necessary to be a potential bridge be-
tween someone who may be in crisis— before profes-
sional intervention— and to offer appropriate resources
for self-help.

MHFA respects a person's right to autonomy and self-
determination while, at the same time, provides an evi-
dence based protocol to help when appropriate. MHFA
encourages compassionate, non-judgmental listening
and sharing professional resources as circumstances
may require.

MHFA benefits everyone who takes it. Attorneys and
recruiters may well be called upon to use it for them-
selves, their colleagues, their co-workers, their clients,
their friends, and their families.

ABOUT THE AUTHOR:
Joseph E. Ankus, Esq. is the
President of Ankus Consult-
ing, Inc., one of South Flori-
da’s longest established and
respected legal recruiting
firms. He is a certified in-
structor for Mental Health
First Aid, a leading evidence
based educational program
appropriate for attorneys,
law firms, corporations and law students. Joe has ad-
vised thousands of attorneys and considers Mental
Health First Aid as complementary to his professional
recruiting practice. His MHFA site is
www.attorneymentalhealtheducation.com.

P: 954-862-1738

E: info@attorneymentalhealtheducation.com




Lateral Candidates Must
Explore How Target Firms
Treat Clients

by Karen Kaplowitz, Esq.

Law firms considering lateral candidates do extensive
due diligence. Any candidate who has had to fill out a
Lateral Partner Questionnaire [“LPQ”] knows they must
commit to gathering and disclosing substantial infor-
mation about all aspects of their work including hours,
billing rates, realization rates, collections, clients, and
malpractice claims. With the recent Wall Street Journal
scrutiny on law firm rainmakers who have moved with-
out disclosing prior sexual harassment claims, we can
expect that firms will add sexual harassment claims to
the list of things that candidates must disclose.

Are candidates and their recruiters doing equivalent due
diligence? After the failure of major firms like Howrey,
Heller Ehrman, and Dewey LeBoeuf, candidates and re-




