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The commitment to diversity should be a badge INSIDE

worn every day
By Sonni Choi Williams

s the Peoria County Bar Association cel-
Aebrated its 6™ Annual Diversity Luncheon,

| looked at the crowded room filled with
more than 300 attendees including judges, ISBA
representatives, school board members, stu-
dents, and lawyers and felt proud that so many
came out to support the commitment to diver-
sity. But my celebratory mood dampened when
| was also reminded of how easily the call and
commitment to diversity can be overshadowed
by a five-star event and the all-so-convenient ex-
cuse of the current economic downturn.

The challenges of promoting diversity in the
legal profession can easily be lost in the excite-
ment of an annual event featuring Anita Alvarez.
She is a shinning example of a strong woman
who disproved all the nay-sayers who said, “an
Alvarez can't be a Cook County State’s Attor-
ney.” She overcame the challenges and became
the first female minority attorney elected as the
Cook County State’s Attorney. We can applaud
the success of Anita Alvarez. Once the Luncheon
ended and the patting of backs died down, | had

a sinking feeling that the importance of diversi-
fying our legal profession will be forgotten until
next year when the commitment to diversity will
be dusted off and celebrated again at the 7™ An-
nual Diversity Luncheon.

Please don't get me wrong, the Diversity
Luncheon event has been one of the most well-
attended and successful events for the Peoria
County Bar Association. Indeed, many other bar
associations such as the DuPage County Bar As-
sociation as well as the Champaign Bar Associa-
tion have either replicated or are attempting to
replicate the Luncheon. The success of the An-
nual Diversity Luncheon, however, may lead to
complacency and a false feeling of accomplish-
ment. If statistics are any indicators, we still have
along way to go.

Although the percentage of female students
enrolledin law school has only slightly decreased,
0.1% (not statistically significant), the number
of female students leaving law school before

Continued on page 2

Interview with Julie Bauer

By Paula H. Holderman

ternational law firm of Winston & Strawn LLP,

headquartered in Chicago. The law firm has
offices spanning the United States, Europe, and
Asia. It is sometimes referred to as an “old line,
white shoe” firm with deep roots in Chicago over
the firm's 155-year history. Julie has been with
the firm for 22 years and is a veteran trial lawyer
in its nationally recognized litigation depart-

J ulie A. Bauer is an equity partner with the in-

ment. In May 2009, Julie received the acclaimed
Founder's Award from the Chicago Bar Associa-
tion Alliance for Women. Her forceful remarks as
she accepted her award caused me to want to
follow up with Julie and share her insights with a
broader audience.
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obtaining a J.D. has increased nearly 1.0%
from the 2006-2007 academic year to the
2007-2008 academic year." More shockingly,
although the number of minorities enrolled
in law schools has increased, the number of
minorities awarded J.D.s has decreased from
9,820 in the in the 2006-2007 academic year,
109,631 in the 2007-2008 academic year.?

Once the J.D.s are obtained, women and
minorities face even more daunting chal-
lenges in the workplace. In the average law
firm, women of color account for about 11%
of associates, but only 3% of non-equity
partners and only about 1.4 % of equity part-
ners.? Even when a woman achieves the level
of a partner in a firm, she faces a startling pay
gap. A recent survey conducted by the Na-
tional Association of Women Lawyers (NAWL)
and the NAWL Foundation on retention and
promotion of women show the disparity in
pay for a female equity partner is $87,000 a
year less than a male equity partner.*

Despite these statistics, the commitment
to diversity falls victim to the all-so-conve-
nient excuse of the economic downturn.
For example, the Peoria County Bar Asso-
ciation’s Diversity Committee and the ISBA
along with the assistance of the Supreme
Court Commission on Professionalism, re-
cently presented a seminar: “Professionalism
in your Diverse Office: Fostering the Good
Start"® The seminar was designed to facilitate
discussion on case simulation through role-
playing dialogues and follow-up questions.
We invited law firms that signed the Diversity
and Equal Opportunity Pledge. The law firms
pledged to increase recruiting and retain-
ing minority lawyers.® Naturally, we believed
they would be interested in learning how to
foster a good start. The Diversity Commit-
tee members called the managing partners
of the signatory law firms to invite them to
the seminar. Many law firm partners cleared
their throats and responded with the canned
response something to do with “economic
hard times.” Of the 28 law firms that signed
the Diversity Pledge, only 10 representatives
from the firms attended the seminar.

| thank the firms who not only signed the
Pledge, but who actually spent the time to
attend the seminar and made a step in the
right direction to support diversity: Williams
W.P. Atkins (Peoria County State’s Attorney’s
office), Paul Burmeister (Husch Blackwell
Sanders), Jami Webster Hall (DCFS), John

Rhee (Hinshaw & Culbertsen), Art Kingery
(Kingery, Durree, Wakeman & Ryan), Karl
Kuppler (Hasselburg, Rock & Kuppler), Sonya
Pasquini (Chicago Title Insurance Company),
Randy Ray (City), Daniel Johns (Westervelt,
Johnson, Nicoll & Keller), Deb Stegall (Heyl
Royster Voelker & Allen), Maria Vertuno
(Bradley University Pre-Law Program Direc-
tor), Jerrod Williams (law clerk for Justice
Mary McDade), Lisa Wilson (Prairie State Le-
gal Services), and Jennifer Wolfe (Cassidy &
Mueller). These participants were not there
for a photo-op, there were there because of
their every day commitment to diversity.

To these participants—the Peoria County
Bar Association Diversity Committee,’ the
ISBA Standing Committee on Racial and Eth-
nic Minorities and the Law, ISBA Standing
Committee on Women and the Law, ISBA
Standing Committee on Sexual Orientation
and Gender Identity, ISBA Committee on
Disability, ISBA Human Rights Committee,
and the ISBA Diversity Leadership Council—
thank you. We still have a long way to go, but
for those who have the courage to wear the
badge of commitment to diversity every day,
that journey becomes a little bit shorter. ll

1. See, <http://www.abanet.org/legaled/sta-
tistics/charts/stats%20-%206.pdf> and <http://
www.abanet.org/legaled/statistics/charts/
stats%20-%2019.pdf>.

2. See, <http://www.abanet.org/legaled/sta-
tistics/charts/stats%20-%2010.pdf> and <http://
www.abanet.org/legaled/statistics/charts/
stats%20-%209.pdf>.

3. See, Report of the Third Annual national sur-
vey on retention and promotion of women in law
firms (November 2008), <http://www.nawl.org/As-
sets/Documents/2008+Survey.pdf>.

4.1d.

5. Aptly titled by Tom O’Neal, a member of the
PCBA's Diversity Committee.

6. To view the Pledge and list of law firms that
have signed the Equal Opportunity Pledge, see
<http://www.peoriabar.org/>.

7. The 2009-2010 PCBA Diversity Commit-
tee is chaired by John K. Kim and vice-chaired by
Adrian Barr. Members include: Syed E. Ahmad; Ke-
tura Baptiste; Timothy L. Bertchy (2004-05 chair);
Thomas P. Higgins; Donald R. Jackson; Robert
H. Jennetten (formed the Diversity Committee);
Thomas McConnaughay; Justice Mary W. McDade;
Michele A. Miller; Clifton Mitchell (2007-08 chair);
Thomas W. O'Neal; John S. Rhee; Fadi B. Rustom;
Sadiq Shariff; Debra L. Stegall; Maria Vertuno; Son-
ni Choi Williams (2005-06 and 2006-07 chair); Lisa
Y. Wilson.

(From L to R): Anita Alvarez, Sonni Williams, and Paula Holderman attended the Diversity Luncheon,
held on September 21, 2009
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PHH: Julie, thank you for meeting with
me this afternoon and agreeing to be
interviewed for the ISBA. I'd like to talk
with you about your career and being a
women in the tough business of litiga-
tion.

Let’s start with law school—when you
entered law school in 1982, that was not
yet a common educational choice for
women. How did you come to that deci-
sion?

JAB: | graduated from college in 1982
with a degree in Liberal Arts. | had no clear
direction of what | wanted to do career-wise.
But | had uncles who were judges and my
father was a lawyer. So | had seen lawyers
who were successful and seemed satisfied in
their careers. It certainly seemed like a career
choice or an educational choice that | would
not regret even if | decided ultimately not to
practice law full-time.

PHH: You graduated from the University
of lllinois College of Law in 1985. Did you
have many, if any, women professors?

JAB: I had two, as | recall. When | started at
U of |, the only women professors on the fac-
ulty were Laurie Reynolds, who | had for my
first-year Property class, and Elaine Shoben,
who | had for Torts. Even though there were
not many women on the faculty at the time,
| was exposed to both of them my first year.

PHH: With only two female law profes-
sors and only male relatives in the pro-
fession, did the dearth of female role
models influence your career path at
that time?

JAB: | didn't think about it very much at
that time. When | was growing up, women
were just starting to go into the work force
in large numbers and so it didn't strike me as
surprising that there weren't a lot of women
in the legal profession. | also did my under-
graduate work at the University of Virginia,
which had only been co-ed since 1970 or
about eight years when | started. They still
had considerably more men than women,
and | was used to classes balanced in favor
of men.

PHH: Moving past law school, you
entered the practice of law in 1985 as
alaw clerk for U.S. District Court Judge
Charles P. Kocoras and then joined
Winston & Strawn in 1987. What changes
have you seen generally in the practice
of law and specifically with respect to
women lawyers?

JAB: Certainly there are many more wom-
en not just practicing law, but in particular
practicing in large law firms—much more
so than back in the mid ‘80s. Generally, in
law firms, at least on a numbers basis, there
are many more women and minorities now.
When | joined Winston and came to work
here, | think there was one woman partner
in the entire Litigation department. | don't
recall ever working directly for her. Now,
anybody starting out at a large firm would
expect, over the years, to work for and with
both men and women, majority and minor-
ity attorneys. Years ago, there was some sus-
picion about working with women: Could
you ask them to stay late? Could you ask
them to travel with you? Could you ask them
to work on weekends? Those sorts of barri-
ers at least have been broken through, even
if others remain.

PHH: Any thoughts or comments on how
attorney attire has changed either for
men or for women since the ‘80s?

JAB: Certainly much more for women
than for men. | started practicing in the era
when women invariably wore skirt suits with
floppy bow ties. Women have become more
comfortable dressing in their own style, in-
stead of just imitating men. When | started
practicing, you rarely saw women wearing
pants. | don’'t remember exactly when that
changed, but now you see it not only in the
office, but in the courtroom, and no one bats
an eye.

PHH: Right, | remember | had two suits,
a navy blue and a black one. | remember
being so excited when | bought a little
silk rosette as opposed to the floppy tie.

JAB: | had one of those too.

PHH: You have been with Winston for 22
years now. How did you work up through
the ranks of associate to income partner

3

THE CHALLENGE

Published at least four times per year.

Annual subscription rate for ISBA
members: $20.

To subscribe, visit www.isba.org
orcall 217-525-1760

OFFICE
Illinois Bar Center
424 S. Second Street
Springfield, IL 62701
Phones: 217-525-1760 OR 800-252-8908
www.isba.org

CO-EDITORS
Yolaine M. Dauphin
100 W. Randolph, 8th Floor
Chicago, IL 6061

Daniel R. Saeedi
111 E. Wacker Dr., Ste. 2800
Chicago, IL 60601

MANAGING EDITOR/
PRODUCTION

Katie Underwood
kunderwood@isba.org

STANDING COMMITTEE ON
RACIAL AND ETHNIC
MINORITIES AND THE LAW

Sonni C. Williams, Chair
Amina A. Saeed, Vice Chair
Ebony R. Huddleston, Secretary
Jennifer A. Shaw, Ex-Officio

Duane L. Bailey
Lori C. Bryant
Wendy D. Calvert
Yolaine M. Dauphin
Sharon L. Eiseman
Andrea D. Flynn
Barbara L. Huffman
Hellin Jang

Jameika W. Mangum
Trent A. McCain
Tara H. Ori
Jayne R. Reardon
Roxanne L. Rochester
Daniel R. Saeedi
Pradip K. Sahu
Gale P. Stipes

Paula H. Holderman, Board Liaison
Janet M. Sosin, Staff Liaison
E. Nicole Carrion, CLE Coordinator
Pradip K. Sahu., CLE Committee Liaison

Disclaimer: This newsletter is for subscribers’ per-
sonal use only; redistribution is prohibited. Copyright
lllinois State Bar Association. Statements or expressions
of opinion appearing herein are those of the authors
and not necessarily those of the Association or Editors,
and likewise the publication of any advertisement is not
to be construed as an endorsement of the product or
service offered unless it is specifically stated in the ad
that there is such approval or endorsement.

Articles are prepared as an educational service to
members of ISBA. They should not be relied upon as a
substitute for individual legal research.

The articles in this newsletter are not intended to be
used and may not be relied on for penalty avoidance.

Postmaster: Please send address changes to the
lllinois State Bar Association, 424 S. 2nd St., Springfield,
IL 62701-1779.




THE CHALLENGE | November 2009, Vol. 20, No. 1

to equity partner in a large litigation
department?

JAB: Different people do it different ways,
but | had the great fortune to work for a va-
riety of different partners at various points
along my career as an associate. They all had
very different styles, and | learned different
things from each of them. Some sent me to
state court all the time, and some sent me to
federal court. Some were focused very much
on preparation, and with others, it was how
to survive in the moment without a lot of
preparation. Those were all good experienc-
es for me to have as a young lawyer.

PHH: Is there anything specific that
stands out in your experiences as a
young lawyer that was perhaps a turning
point in your career?

JAB: Early on | did a lot of work with Ed
Foote. He sent me to court frequently. | was
in court a few times a week when | was a
young associate—on status calls, motion
calls, various types of things. It was very help-
ful to get that experience and to see a lot of
other lawyers in court early on in my career.

PHH: Of course Ed Foote is a legendary
trial lawyer in the Chicago legal commu-
nity -- do you think associates today have
those same opportunities that you had
as an associate working for someone like
Ed Foote and going to court?

JAB: They can, but they have to look for
those opportunities and sometimes make
them for themselves. They have to ask for
smaller cases, offer to go to court, maybe
take on pro bono cases where they can do
that kind of stuff. There are still opportuni-
ties out there but you really have to look for
them.

PHH: You served as Hiring Partner for the
firm for several years. What aspects of
that position, for instance, did you find
surprising? And what aspects, perhaps,
did you find rewarding or even helpful to
your practice?

JAB: The most rewarding and enjoyable
parts for me were meeting law students
and sharing with them what | like about
and what'’s kept me practicing at Winston &
Strawn. Having a say in who would join and
be the future of the firm was also significant.
It helped me to get a better understanding of
the business side of a law firm.

PHH: You've worked on several mat-

ters and at least two major trials with
Dan Webb. Most would not dispute his
reputation as a top, national litigator. In
fact, you were pictured with him in an
American Lawyer article that described
him and his team as “humble, but lethal.”
What'’s it like to work with Dan Webb in
the trenches? What would you say that
you’'ve learned from him?

JAB: What I've learned from him is how
important preparation is. He prepares more
than anybody | know, and because of that he
is never caught off guard. There’s always not
only a“Plan A”but a“Plan B"He's enjoyable to
work with, easy to get along with, and always
works harder than you do. Yet he never loses
sight of the fact that you have a life outside
the office and outside the case you're work-
ing on.

PHH: Any examples that you can think
of?

JAB: We were on trial this summer in New
York for four weeks. The trial lasted over the
Fourth of July weekend. Dan was very con-
cerned about everybody’s schedule over the
holiday weekend. He wanted to make sure
that everybody either had some time to get
home to see their families, or in my case, my
family came out to see me. He wanted to
make sure that | spent time with them even
though we were going to be back at it and
had experts to cross at the beginning of the
next week.

PHH: Speaking of that month-long trial,
I know you have been involved in other
lengthy trials—both in Chicago and out
of town. What does that kind of trial
practice do to a person in terms of work-
load, stress, and family issues?

JAB: My family has always been very sup-
portive of my trial obligations. | think that is
due, in part, to the fact that | married later
in life. That was part of the package my hus-
band agreed to when we got married, so he’s
been pretty good about it. But the longest
trial | ever did was a six-month case — Gov.
Ryan trial - and | was glad, at that length, that
we were in town. It did allow you at least to
see your family and sleep in your own bed. It
gets hard.

PHH: You received the prestigious
Founder’s Award from the CBA Alliance
for Women in May of this year. That
award is given to a senior woman lawyer
of great integrity and high excellence
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who has contributed to the success of
other women lawyers. Do you find it
surprising to think of yourself as a senior
member of the profession as you look
back over the last 20 years and what
you've accomplished?

JAB: | do find it surprising, and maybe it's
just that no one ever thinks they're as old as
they are. But, whether it's at the firm or even
when I go to court, I look around now and am
struck by the fact that most of the people in
the courtroom are younger than | am.

PHH: Keeping with the Founder’s Award,
one of the major themes in your accep-
tance remarks was your concern about
the continuing lack of opportunities for
women lawyers. Can you elaborate on
what you said and what you mean?

JAB: We have come a long way in equal-
izing opportunities at the most junior levels
of the profession. We do a much better job
in the first few years of making sure that men
and women have equal access to work, to cli-
ents, to travel opportunities and non-billable
opportunities. But as people move up the
ranks, the opportunity gap widens. | don't
think women have the same introductions to
clients and powerful partners. | think people
naturally tend to select people that look like
them, that they can identify with. That natu-
ral selection process puts women behind
because there are fewer senior women. In
the current economic downturn, | think that
difference has had an impact on people, as
firms make hard decisions about who they
keep and who they ask to leave.

PHH: Statistically, even before the reces-
sion, the numbers would tend to support
your conclusion. According to numerous
surveys, women make up only 17% of
law firm partnership ranks. At the same
time, almost 50% of the entering classes
in law schools are women. To what would
you attribute the gap between that 50%
and the fall off to 17% -- lack of oppor-
tunity?

JAB: There are probably a lot of factors,
but lack of opportunity is certainly one of
them. | also think that women are more will-
ing to make decisions to do other things with
their lives. Maybe that’s an advantage that
women have that men don't - men feel more
pressure to stay in a high paying job and, |
think, get more satisfaction from that. Many
women are looking for other things.
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PHH: One letter nominating you for the
Founder’s Award cited your consistent
and continuing efforts in mentoring
women lawyers. What is the significance
of mentoring for women lawyers? With
respect to your concerns about lack of
opportunities for women, can mentoring
play a role in improving those opportuni-
ties?

JAB: Everybody, men and women, has
mentors whether they think of them that
way and like or dislike that term. Everybody
has somebody who showed them the ropes
and answered their questions and intro-
duced them to the right people and steered
them to the right opportunities.

PHH: Can mentoring play a role in
improving women'’s opportunities?

JAB: Absolutely. People have opportuni-
ties because somebody more senior to them
introduced them to a client or brought them
along on a pitch or asked them to work on a
case or a deal. If the decision-makers would
think of women as often as they think of
men, then | believe the percentages you not-
ed would become more equalized at senior
levels.

PHH: You no doubt have had mentors
along the way. Have your mentors been
primarily women? Men? A combination
of both?

JAB: A combination of both. When | en-
tered the profession, most of the people se-
nior to me were men, so my mentors were
men. | relied on them for work and advice
and all sorts of other things, but I've certainly
always had a number of good friends who
are women in the profession. As I've gotten
more senior, | rely on their advice and experi-
ence as well.

PHH: More as a peer mentor?
JAB: Exactly.

PHH: | know you’ve mentioned some
things that you learned from Dan Webb,
are there other points or practices you've
learned from your mentors along the
way? Good or bad?

JAB: Lots, lots. One thing, and this goes
back to Dan again. | remember talking to
him at one point about how to conduct a
cross-examination in a case we were work-
ing on. | laid out the theory of why | thought
I should do it. It was somewhat complicated,

and | wasn't sure | was going to be allowed
to do it. He spent time with me and worked
through it. At the very end, he said to me“but
if you're not comfortable doing it, don't do it
And that was great advice, that it didn’t really
matter whether technically under the rules
you could do the cross-examination or not
do the cross-examination, if you don't feel up

to it, it'’s not going to work and don't try it.

PHH: You've forced me to ask the ulti-
mate question, did you attempt the
cross-examination?

JAB: | started, and the judge shut me
down.

PHH: Shifting gears -- your husband,
daughter, parents and in-laws all attend-
ed the award lunch where you were rec-
ognized. You obviously have strong fam-
ily bonds. What kinds of challenges have
you faced in terms of including both
strong family bonds and professional
success in your life?

JAB: Certainly there are always time con-
straints, and everybody—married or single,
children or none, faces them. Everybody
deals with them differently. For me, | married
for the first time when | was 40, and we ad-
opted when we were in our mid-40s.

PHH: Let me interrupt you there -- you
say everybody is faced with time con-
straints, but in reality, men for the most
part are not faced with the same bio-
logical time constraints as women are.
Doesn’t being female have more of an
impact on one’s time in terms of a family,
than it does on a man?

JAB: It does, it does. But again | think ev-
erybody prioritizes and decides what they're
willing to do and what's important to them
then. People choose to do it all different ways
and have different demands on their time
and their attention. One myth | don't like and
never accepted is the idea that women who
are either not married or don't have children
don't have work/life balance issues in the
way women with families do. That's not true.
Most people, whether they've got young
kids or elderly parents or other family issues
or just other things going on in their life, have
many things pulling them all different direc-
tions. What works for you doesn't necessarily
work for somebody else, and what works for
you at one point in your life doesn't always
work for you at a different time in your life.

PHH: You mentioned priorities, did you
make any decisions on priorities at an
early point in your career or did your pri-
orities shift as your career evolved?

JAB: 1 don't think I made a conscious deci-
sion, but I've always enjoyed my career and
my career has always been very important to
me.

PHH: We've talked about your family

-- your husband and six-year old daugh-
ter, and you have a very full career. How
have you faced the challenges of having
a family - a strong family - and being a
litigation partner in a large law firm?

JAB: My husband is very supportive of me,
and one of the things that makes it work is
that he has a job where he does not travel
very much—he’s out of town maybe twice
a year—and so we're able to plan around it.
That helps a huge amount. We have a nanny
whom we employ full-time even when my
daughter is in school most of the day be-
cause we need the flexibility of her being
able to be there on days off and in the sum-
mer. And we rely on extended family to help
us out too. But there is no question that there
are other things that you give up, there are
trade-offs that you make, there are things
that you're not there for.

PHH: And when you say things that
you're not there for, do you mean things
in your child’s life, like a school program?

JAB: Exactly. If you're going to work full
time, you're not going to always be at school
at 2 o'clock in the afternoon to see the play
or whatever.

PHH: | know you also have a very strong
interest in architectural preservation.
How do you find time to pursue this pas-
sion?

JAB: | make time for it. | think it energizes
and keeps me interested enough and keeps
my life varied enough that it's worth it to
make time for it.

PHH: There has been much said and writ-
ten about how the law has shifted from a
profession to a business. What evolution
have you seen in this regard and how
have you dealt with it? In your view, has
that shift impacted women differently
than men?

JAB: During the course of my years prac-
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ticing, the law has shifted dramatically from
being a profession to being a business. That
has accelerated in the last year or so with the
economic downturn. Right now, we seem
focused almost exclusively on the business
aspects of law. It does impact women great-
ly. I think women are equally situated with
men to contribute to the profession of law.
They're as smart, as able and as dedicated
to the profession. There is no gender differ-
ence there. But many women in their 20s
and 30s are not in a position to commit the
same kind of hours to the practice that men
can because they are having a family, raising
a family, spending time with their children.
If you look at it from a strictly financial pro-
spective, those women are not going to be
as profitable. Right now, profit is everything.

PHH: I recently read an article that
described the character trait of “grit” as
perhaps a defining difference between
those persons who succeed and those
who do not. | wondered if this might

be that so-far-unarticulated factor that
determines which extremely bright and
well-educated associates become suc-
cessful partners. | also wondered if men
are more often considered “gritty” than
women—or if “gritty” men are perceived
differently than “gritty” women. What do
you think?

JAB: Well, I've been described, and by a
friend, as “gritty.” | see associates start out at
the firm, and they're all bright and they're
all very talented. They're all capable of do-
ing the work. The question becomes, after a
couple years, who really wants it? And who
is going to put up with the hours and other
sacrifices that you make to achieve partner-
ship. Maybe that’s what “grit”is referring to.

PHH: Let me follow up on that and ask,
do you think differences in perception
play arole in the documented gender
pay differential and why fewer than 20%
of partners in large law firms are women?

JAB: 1 do.

PHH: Do you have women role models
now? Are there any women that you look
up to?

JAB: There are many, many, many women
I look up to. But | don't think there’s any one
person | look at and think “I want that per-
son’s life," as opposed to“| like this trait in this
person and that trait in that person.”

PHH: Good answer. One final question:
What advice would you give young
women lawyers entering the practice of
law in 2009?

JAB: Work hard, but have fun. This prac-
tice of law can be very enjoyable, but if you
evaluate it on a day to day basis, especially
during the first couple years of your career,
you probably won't think it can be fun. If you
give it a chance, it will be fun.

PHH: Julie, thanks very much for taking
the time to do this interview.

JAB: My pleasure. il

How far have we come in eradicating discrimination in our
profession and what is the blueprint for the future?

By Sharon Eiseman

has not been immune from workplace
problems like discrimination, hostile
environment, harassment and retaliation.
Twenty years ago, one small firm associate
found herself in the eye of a storm when she
tried to stop the gender based harassment
within her firm that was damaging her pro-
fessional growth. When efforts to resolve the
problem in-house failed, she took the matter
to federal court. After a three week trial, the
jury entered a $1.3 million verdict in her fa-
vor, the largest sexual harassment judgment
for a single litigant in lllinois history. The case,
RoxAnne L. Rochester v. Gerald L. Fishman and
Fishman & Merrick, Case No. 3896, United
States District Court for the Northern District
of lllinois, marked the first time that an lllinois
lawyer prevailed against other lawyers in a
Title VIl sexual harassment suit.
From the first offensive act to final judg-
ment, the dispute took 10 years to resolve.
Post- judgment efforts by defendants to

I ike any occupation, the legal profession

avoid payment of the judgment consumed
another five years. It was 12 years before the
ARDC entered its own disciplinary orders
against the offender.

Today, we catch up with plaintiff RoxAnne
Rochester to gain insight into resolving such
disputes and to reflect on what progress the
legal profession has made to respond to dis-
crimination in its own ranks.

Q: In 1990, when you were confronted with
sexually harassing conduct by a name
partner at your law firm, what options for
action were available to you?

A: Like other newly licensed attorneys, | was
committed to my career and dependent
on my job and salary to meet my financial
obligations. When this situation occurred,
there was no guidance on what to do, and
there were a number of relationships at
stake, | struggled to find a resolution that
would preserve my professional standing

and my license; restore my perception
of the profession; preserve my client re-
lationships; and protect the individuals
involved, while also protecting my safety
and my integrity. No resolution existed
that would accommodate all of those ob-
jectives.

In 1990, in-house remedies were rare,
and so anyone in my position had three
choices. First, one could ‘go along’ with
the perpetrator and perhaps advance a
career, but sacrifice self image and per-
sonal integrity. Second, one could quietly
leave the firm, which would immediately
resolve the safety issues but result in job
loss and possible exclusion from the pro-
fession. Third, one could file a claim and
seek redress through the governmental
agencies and the court system, but the
EEOC and lllinois Human Rights Com-
mission were not apt to pursue a claim
involving a small firm employer, which
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means personal litigation. This last option
may preserve an individual’s self esteem
and dignity, but it comes at a great price,
made manifest in job loss, musings about
one’s character and motives, and the ever
present risk that the case might be lost.
Taking such a case to trial requires cour-
age and the ability to‘go it alone; because
there were no profession-wide advocacy
efforts in place, which is one reason why
litigation of this type is so rare.

: You chose to bring suit — at what cost?

: Within a day of filing, | was informed |
could not expect to continue at the firm
while suing it, yet | had no clients, no
source of income, and little savings. | was
publicly accused of wrongdoing such as
extortion and bringing false claims that
adversely affected my personal and pro-
fessional reputation.

The actual monetary costs were exhaust-
ing. The defendants’ delays resulted in
four years of pretrial discovery and mo-
tion practice; by the time we got to trial, |
had paid fees in excess of $100,000. Even
though | “won” at trial, post-trial federal
court motions, bankruptcy actions and
collection efforts added another four
years and $100,000. Altogether, | spent
$250,000 over the course of ten years to
remedy the situation. The amount ulti-
mately collected through bankruptcy ba-
sically reimbursed my legal fees. During
that time, | grew my own firm into a suc-
cessful practice largely through colleague
and client referrals.

: How should someone prepare for the
monetary and emotional costs associated
with fighting discrimination?

: As alitigator, | had some insight into what
| should expect, but it's much different
being a plaintiff than an advocate. Many
trial tactics took me by surprise. To those
unfamiliar with the litigation process or
unable or unwilling to make the finan-
cial commitment, seeking legal redress in
court may not be a viable option.

Be prepared to endure the equally ex-
hausting non-monetary costs. Such situ-
ations shake your trust in the profession
and our justice system, and affect close
relationships. Be realistic about your ob-
jective. The courthouse won't undo the
emotional ‘fallout’ from the misconduct,

A:

get your job back, or regain your profes-
sional status. The victor can get a judg-
ment (not always collectible) and person
and profession may be vindicated, but
the process takes a toll.

: Have options changed for lawyers who

might find themselves in similar situa-
tions today?

| believe our profession has become much
more intolerant of this conduct which
makes less onerous resolution possible.
Twenty years ago, the organized bar pre-
sumed that such misconduct could not
and did not exist in our profession. After
all, we have rules prohibiting discrimina-
tion. The persons involved were expected
to resolve the problem quietly. By its de-
nial, the legal profession created a level
of tolerance for such misconduct. Today,
there is a heightened awareness, and the
profession is more willing to acknowl-
edge the existence of discrimination and
pursue remedial action.

Since the Ellerth and Faragher decisions,
more firms are formally committed to
investigate and resolve misconduct com-
plaints in their offices. That opens the
door to an option not previously avail-
able - challenging the offender to end
the mistreatment while simultaneously
preserving the professional status of the
complainant.

Similarly, the organized bar, especially bar
associations reflective of ethnic and gen-
der minorities, has a more firmly estab-
lished base and can assist in champion-
ing the cause of individuals who choose
to challenge discrimination and harass-
ment. The “Call to Action” and similar ini-
tiatives require firms to take affirmative
steps to diversify their ranks and set a no-
discrimination tone within their offices
and in their work ethic.

: Have we eradicated the problem?

: No, nor do | expect to overnight. All pro-

fessions include individuals whose con-
duct might deviate from what is ethical
and respectful of others. The legal profes-
sion has made tremendous inroads al-
though there is still progress to be made.
For example, even today, the ARDC re-
quires a final judgmentin a legal proceed-
ing before it will investigate a complaint
of discrimination. In my case, that meant
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the perpetrator was not subject to profes-
sional discipline for more than ten years
after the offending conduct, thus leaving
others at risk —a response no more suit-
able to the self-regulating profession of
law than it is for the Catholic Church.

Public sector offices and large law firms
have probably made the most progress
through adoption and enforcement of an-
ti-discrimination policies. Why? First, large
offices have more women at higher levels,
and women leaders generally won't stand
for this type of conduct. Secondly, Farra-
gher and Ellerth spell out what is required
of employers to avail themselves of rec-
ognized defenses. Third, for technologi-
cal reasons, firms don't want the adverse
publicity and negative marketing impact
that blogs like Abovethelaw.com might
bring. And lastly is the economic factor:
a large firm can exact compliance with its
policies even if the allegation is against a
rainmaker, because its other rainmakers
can help contain the income loss.

: What more needs to be done to educate

lawyers to prevent discrimination?

Law schools must educate students
to understand the problem and to be
aware of resources and avenues avail-
able to remedy it should the need arise.
The organized bar can continue its work
to eradicate discrimination and harass-
ment through concerted efforts to not
only employ minorities and women, but
to provide the same training and oppor-
tunity for advancement and professional
growth to this population. Twenty years
ago, women were more visible in public
sector offices such as the U.S. Attorney’s
Office, the State’s Attorney’s Office and
various government agencies. Women
litigators in the private sector, especially
in the civil courthouse, were still a novel-
ty. Consequently, the male leaders of the
profession did not know how to receive
them or their talents. Instead, women
were often given ministerial or adminis-
trative tasks, or permitted to author briefs
but not to argue the cases. Now, women
and minorities are a proven and integral
component in the private sector, looked
to for our intellect, energy and litigation
skills, and seen as assets in client develop-
ment and firm growth.

We are on the right track. Consider that...
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+ Increased numbers of women and
minorities in law school makes their
presence a common phenomenon for
male and non-minority students.

+ Asthe men and non-minorities gradu-
ate, the seeds of their acceptance of
equal skills of women and minority
lawyers have already been planted.

« The sheer numbers, combined with
the maturity of thought on topics of
discrimination and harassment, moves
us towards their eradication.

Q: What do you see as the ‘Blueprint’ for the
future?

A: For eradication to be possible, we must
consider additional measures like the fol-
lowing:

+ The practices adopted by public sector
offices and large law firms must trickle
down to the medium and smaller size
firms.

+ The ARDC needs to timely respond to
complaints or have an “under investi-
gation” status of licensure rather than
having to wait for judgment. Perhaps
by statute, rule or motions in limine,
prejudicial evidence of an investiga-
tion in pending cases can be excluded.

- If litigation can keep the profession
in check, then more attorneys should
take these matters on a pro bono basis
for the good of the profession and for
plaintiffs unable to afford the process.

+ Bar associations must take a more vis-
ible role in denouncing discrimination
and in teaching the importance of re-
fraining from prohibited misconduct.
They should also establish mediation
programs to assist individuals and
firms in resolving the problems and,
where appropriate, address emotional
realities. If appropriate, bar associa-
tions should file amicus briefs on such
issues.

Reflections on World AIDS Day

By Yolaine M. Dauphin

«  Groups like the ISBA Standing Com-
mittees on Ethnic and Racial Minorities
and the Law and Women and the Law
should aid the effort, provide legal re-
search, serve as a source of collegial
support, and assist courageous com-
plainants to find re-employment.

Our work will not be complete until arti-
cles like this are unnecessary, and until it is no
longer noteworthy to see a certain minority
or gender rise to higher ranks. Twenty years
ago, as Justice Mary Ann McMorrow contem-
plated a run for the Supreme Court, her pres-
ence in the race as a woman was remarkable.
Today, women commonly seek and are often
successful in achieving higher office. What
remains to be done is true integration of all
ethnic, religious, racial and gender groups
into our profession. That is the true measure
and strength of diversity, and it should be a
goal to which we all aspire. Bl

ccording to The Skeptics Guide to
Athe Global AIDS Crisis, a book au-

thored by Dale Hanson Bourke, ap-
proximately 8,500 people die of AIDS every
day. The author explains: “AIDS is the biggest
public health problem the world has ever
faced. It has already surpassed the bubonic
plague, which wiped out twenty-five million
people—one quarter of Europe’s popula-
tion at the time. An estimated three million
people die each year from AIDS, a death
toll that has been compared to twenty fully
loaded 747s crashing every single day for a
year” When even one airplane crashes, our
television, newspapers, the internet and
other media outlets quickly disseminate the
information. Where then are daily or weekly
stories on AIDS and the toll this pandemic
is taking around the world? Why do so few
articles alert us to the relationship between
AIDS, poverty, sexual trafficking, and the un-
availability of drug cocktails in many coun-
tries around the world? Is it of interest that
women, at one of the few facilities in India
for those suffering and dying of AIDS, must
take turns sleeping on the beds and sitting

on the ground? Perhaps the AIDS epidemic
kills too many, leaving us too frightened, and
too hopeless to act.

Awakening to a Crisis.

For years | was aware of AIDS at a certain
level. Here and there | would read an article
on AIDS, comment negatively on the failure
of certain players, such as drug manufactur-
ers, to take proactive steps to help those in
need, and move on to the projects, meetings,
relationships in my life. AIDS was an issue, but
it was not my issue, perhaps because of the
lack of contacts | had with persons suffering
of AIDS and the lack of exposure | had to the
issues contributing to the toll of AIDS around
the world. That changed in 2004 when the
senior pastor of my church and his wife trav-
eled to South Africa. The video broadcast of
their interviews with individuals impacted by
or living with HIV/AIDS moved me deeply. In
particular, | remember being told that a child
seen in one of the interviews had died short-
ly after the interview. Suddenly, AIDS had
faces, and | wondered how | could have been
inactive for so long to the issues, the suffer-
ing and the toll in human lives.
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A Challenge.

The work of my pastor and his wife chal-
lenged me to teach myself about HIV/AIDS
in a consistent and meaningful way. | read
The Skeptics Guide to the Global AIDS Crisis,
and attended a series of seminars on issues
related to AIDS, not allowing the everyday
things of my life to dull the impact of the
interviews and the glimpse that | had of the
suffering brought by AIDS. | watched an in-
terview with rock star Bono in which he de-
tailed his involvement with issues related to
poverty and AIDS, and challenged individu-
als and the church to get involved and make
a difference. | also watched an interview with
filmmaker Richard Curtis, the director of The
Girl in the Café, and the mastermind behind
the show American Idol: Idol Gives Back. In
the interview, an unforgettable moment
came from a short film clip by Curtis. It is af-
ter 11:00 p.m., in a city in India, and a girl, no
more than six or seven years old, wearing a
yellow dress, arranges a blanket and a pillow
on a sidewalk. Her bed made to her satisfac-
tion, she settles in for the night, as a man
veers around, to avoid stepping on her, and
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continues on his way. Tears came to my eyes
as | wondered what had happened to the
girl's mother; why a girl so young was on the
streets at night.

Making a Difference.

The faces and the interviews challenged
me and changed me. | could not forget, and |
could not be content to have “others”find so-
lutions. | renewed a relationship with World
Vision, International an organization caring
for vulnerable children around the world.
Through World Vision’s Hope Child Program,
I sponsored Mpundu and Theresa from Zam-
bia, Etenesh from Ethiopia, and Caroline from
Kenya. These children, my children, live in
communities under the shadow of AIDS, in
communities where individuals struggle to
survive on a dollar a day, in communities in
which life expectancy has plummeted to less
than 40 years. The funds | contribute help the
children by giving them access to education,
clean water, and food, while also improving
the communities in which the children live
by helping adults learn better farming tech-
niques and women start businesses through
micro-enterprise loans.

A Walk on World AIDS Day.

One number has particularly made the
pandemic real to me. Every day more than
6,000 children are orphaned by AIDS. It is
a frightening toll, and when multiplied by
the number of days in a month, mirrors the
devastation brought about by the tsunami.
Sometimes aging grandparents try to care
for the children. Far too often, the children
must care for themselves in child-headed
households.

For several years, World Vision has spon-
sored a walk in the Chicago Loop on World
AIDS Day to raise awareness about the toll of
AIDS on children, and, in particular, children
living in Africa and Asia. The walkers take
6,000 steps, approximately two and one
half miles, in solidarity with the children or-
phaned that very day by AIDS. In 2006, after
watching the movie, A Closer Walk, friends
on the North Shore were moved to respond
in some way to the AIDS crisis. We joined
World Vision's efforts by planning a walk in
Glenview on December 1, 2006. In 2007, my
church Willow Creek North Shore, and Rise
International, an organization that has raised
funds and built more than 110 schools in
post civil war Angola, joined the effort to
raise awareness about the toll of AIDS. The
walk took place once again in Glenview, but

organizers added a concert with WATOTO, a
children’s choir from Uganda. The free walk
and concert attracted approximately 300
hundred participants from North Shore com-
munities.

A Challenge to Readers.

In 2008, | chaired the planning commit-
tee for the World AIDS Day Walk & Concert.
The walk on December 6, 2008, again 6,000
steps, a step for each child orphaned that
day, took place in Evanston and was in-
tended to continue awareness building on
the North Shore about the plight of AIDS
orphans. The concert with the African Chil-
dren’s Choir, a group that performs around
the world and that has been featured on
American Idol: Idol Gives Back, was inspira-
tional, reminding us all that we can make a
difference. Princess Kazune Zulu, a young
mother impacted by AIDS, provided opening

remarks for the day’s events and led a charge
of approximately 500 walkers.

Each participant in this year's World AIDS
Day Walk & Concert received an educational
packet with information about next steps.
The challenge to participants was to become
more educated about the issues, and to de-
termine to take a next step, an action step.
My challenge to readers of this article is the
same: education and action. AIDS is the big-
gest humanitarian crisis of our times, with an
ever increasing toll in human lives and suf-
fering. We can each make a difference, how-
ever, whether by raising awareness about
the issues, advocating on behalf of those im-
pacted by HIV/AIDS, or more directly helping
those suffering or impacted by AIDS. Learn
more about the issues, take a step and make
a difference in the fight against AIDS. ll

Are you

CONCERNEB .Colleague?

If you want to help but don’t know what to do, Lawyers™ Assistance Program can provide
confidential assistance for alcohol abuse, drug addiction, and mental health concerns.

A team of trained LAP intervenors can meet with you and concerned individuals to plan and
conduct an intervention that will encourage recovery and help save a career. With respect and
compassion, these experienced intervenors can help the individual become willing to seek help.

Assistance is confidential as guaranteed by Supreme Court Rule 1.6 — for you and the individual
you help. Turn to LAP when there is someone you want to help.

Are you
concerned about
a colleague who
needs help and
may not realize it?

Do you see signs
of alcohol or drug
use that impair
work or family
relationships?
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The City of Chicago renews its commitment to minority and
women-owned businesses

By Daniel R. Saeedi

e City of Chicago has recently re-

I newed its Minority and Women Busi-

ness Enterprise Program (“MWBE
Program”), an affirmative action program in
construction with goals for awarding 24%
of City construction contracts to Minority-
owned Business Enterprises (“MBE”) and
4% to Women-owned Business Enterprises
(“WBE"). The recent renewal of the MWBE
Program came after studies initiated by the
City and conducted by experts revealed
widespread minority discrimination in the
field of construction and business lending.

Construction is a key sector in the na-
tion’s economy, employing over 8 million
workers, or 6% of the country’s work force.
The vast majority of construction firms are
small, with approximately two-thirds of the
City’s construction firms comprised of less
than five employees. The industry is there-
fore highly volatile and susceptible to the
prevalence (or lack thereof) of continuing
contracts. This is especially true given the
current economic crisis that is affecting the
nation, and more locally, the Chicagoland
area.

Minorities have been traditionally un-
derrepresented in the construction indus-
try. The Statistical Abstract of the United
States reveals that in 2005, 12.3% of the
population was African American, 14.45
Hispanic, 4.3% Asian/Pacific Islander and
0.75% Native American. And yet, accord-
ing to the 2002 Economic Census Survey
of Business Owners, of the 2,770,888 con-
struction firms in the United States, only
2.4% were owned by African Americans,
7.0% by Hispanics, 1.1% by Asian Ameri-
cans, and 10.5% by women. Also, generally
speaking, minority-owned firms have had
lower average sales, less employees, lower
payrolls, and higher closure rates than
white-male-owned firms.

The City’s MWBE Program first began in
1985, through an executive order by then-
Mayor Harold Washington. In 1989, the
United States Supreme Court’s landmark
decision in City of Richmond v. J.A. Croson
Co., 488 U.S. 469 (1989), established the
constitutional framework for race-based
municipal contract programs. In Croson,

the Court held that such notice-based mu-
nicipal procurement programs are consti-
tutionally suspect and must survive strict
scrutiny by showing a compelling gov-
ernmental interest and narrow tailoring.
Because of the Croson decision, the City
established a blue ribbon commission to
report on the need foran MWBE programin
order to satisfy strict scrutiny. After days of
public hearings, the City’s original affirma-
tive action ordinance was adopted in 1990,
which legislatively established a set-aside
program for City procurement, encompass-
ing construction, goods and services.

In 1996, the Builders Association of
Greater Chicago filed a lawsuit challeng-
ing the City's ordinance. In 2003, after a
six week trial, Judge James Moran, of the
United States District Court for the North-
ern District of Illinois, found that the City
had established a compelling interest for
a race-based procurement program in
construction, based on statistical and an-
ecdotal evidence of discrimination against
minorities and women in the Chicago con-
struction market. However, he struck down
the City’s ordinance as unconstitutional in
light of Croson, since the ordinance was not
narrowly tailored, and more expansive than
plans sustained by the courts. Builders Ass’n
of Greater Chicago v. City of Chicago, 298 F.
Supp. 2d 725, 739 (N.D. 1Il. 2003). Judge Mo-
ran noted that the ordinance did not have
a termination date, and also was too similar
to a rigid numerical quota system, which
did not survive strict scrutiny. However,
Judge Moran stayed his order enjoining the
City's program for six months, giving the
City time to“mend it not end it”

In May 2004, the City with the assistance
of Shefsky & Froelich, Ltd., trial counsel in
the Builders Association lawsuit, presented a
revised ordinance to the City Council. The
amended ordinance was adopted, and in-
cluded a sunset date of December 31, 2009.
When creating the current MBWE Program
in 2004, and renewing it again in 2009,
the City wanted to ensure that it provided
sufficient econometric studies to firmly
establish a compelling governmental in-
terest. For this purpose, the City sought
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the services of Dr. David Blanchflower, of
Dartmouth University, a renowned expert
in labor market analysis and economics,
who prepared a detailed report for the City
Council. Dr. Blanchflower’s report included
written interview summaries prepared by
social science experts who each examined
a specific subset of the MWBE Program and
discrimination therein: Dr. Ana Aparacio,
of Northwestern University (Hispanic and
women owned firms), Dr. Cedric Herring, of
University of lllinois-Chicago (African Amer-
ican-owned firms), and Dr. Yvonne Lau, of
DePaul University (Asian American-owned
firms). Together, these reports demonstrat-
ed significant and ongoing discrimination
in the Chicago construction industry.

Specifically, Dr. Blanchflower found the
following: First, considerable disparaties
remained in the self-employment rates and
earnings of white males versus minorities
and women in construction. Second, sta-
tistically significant differences in industry
loans existed for the African American and
Hispanic-owned firms, with such firms hav-
ing increased loan denial probabilities and
higher interest rates. Third, these factors
were exacerbated by the current economic
situation, with lending standards tighten-
ing, self employment and small business
hiring taking a downward trend, and small
business bankruptcy filings rising.

Dr. Blanchflower then made the follow-
ing recommendations in his report, which
the City adopted: (1) The City’s construc-
tion goals in the original MWBE plan should
remain as they currently exist (total Minor-
ity Business Enterprise goal of 24%; total
Women Business Enterprise goal of 4%;
total MWBE availability 28%); (2) due to the
current economic conditions, all groups
now included in the ordinance will remain,
with the addition of Native Americans, and
any revisions to the MWBE Program should
be revisited in a more favorable economic
climate; and (3) the new ordinance should
remain in effect until the end of 2015, with
an interim review by the end of 2012 to al-
low for an examination of the impact of re-
cession. ll
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Upcoming CLE programs

To register, go to www.isba.org/cle or call the ISBA registrar at 800-252-8908 or 217-525-1760.

December 2009

Wednesday, 12/02/09 - Webcast—Illi-
nois New Rules of Professional Conduct. Pre-
sented by the lllinois State Bar Association.
12-1.

Thursday, 12/03/09 - Webcast—Di-
vorce Basics for Pro Bono Attorneys - 2009.
Presented by the lllinois State Bar Associa-
tion.  <https://isba.fastcle.com/store/semi-
nar/seminar.php?seminar=2670>.

Thursday, 12/10/09 - Chicago, ARDC
Office—What the Government Lawyer
Needs to Know about the 2010 Illinois Rules
of Professional Conduct. Presented by the
ISBA Standing Committee Government Law-
yers. 10-12. 50-75 max.

Thursday - Friday, 12/10/2009 -
12/11/2009 - Chicago, Sheraton Hotel—
Winter CLE Fest. Presented by the lllinois
State Bar Association.

Wednesday, 12/16/09 — Webcast—Illi-
nois New Rules of Professional Conduct. Pre-
sented by the lllinois State Bar Association.
12-1.

Thursday, 12/17/09 - Webinar—Con-
ducting Legal Research on Fastcase. Present-
ed by the lllinois State Bar Association. *An
exclusive member benefit provided by ISBA
and ISBA Mutual. Register at: <https://www1.
gotomeeting.com/register/265808616>. 12-
1.

January

Wednesday, 1/06/10 - Webcast—Illi-
nois New Rules of Professional Conduct. Pre-
sented by the lllinois State Bar Association.
12-1.  <https://isba.fastcle.com/store/semi-
nar/seminar.php?seminar=2963>.

Thursday, 1/07/10 - Webinar—Con-
ducting Legal Research on Fastcase. Present-
ed by the lllinois State Bar Association. *An
exclusive member benefit provided by ISBA
and ISBA Mutual. Register at: <https://www1.
gotomeeting.com/register/478190937> 12-
1.

Thursday, 1/14/10 - Webcast—Mentor

Training. Presented by the lllinois State Bar
Association. 12-1.

Wednesday, 1/20/10 - Webcast—Illi-
nois New Rules of Professional Conduct. Pre-
sented by the lllinois State Bar Association.
12-1.  <https://isba.fastcle.com/store/semi-
nar/seminar.php?seminar=2964>.

Friday, 1/22/10- Chicago, ISBA Region-
al Office—Meet the Agencies 2009. Pre-
sented by the ISBA Labor and Employment
Section.

Friday, 1/29/10 - Fairview Heights,
Four Points Sheraton—Illinois New Rules
of Professional Conduct. Presented by the II-
linois State Bar Association. 12:30-4:45.

Friday, 1/29/10 - Chicago, ISBA Region-
al Office—Back to Basics: Tort Law. Present-
ed By the ISBA Tort Law Section.

February

Thursday, 2/04/10 - Webinar—Ad-
vanced Research on FastCase. Presented by
the lllinois State Bar Association. *An exclu-
sive member benefit provided by ISBA and
ISBA Mutual. Register at: <https://www1.go-
tomeeting.com/register/825343825>. 12-1.

Friday, 2/05/10 - Chicago, ISBA Region-
al Office—2010 Federal Tax Conference. Pre-
sented by the ISBA Federal Taxation Section.

Friday, 2/05/10 — O’Fallon, IL, Regency
Conference Center, Hilton Garden Inn—
Documenting the Commercial Deal: Loans,
Leases and Mortgages. Presented by the
ISBA Commercial Banking and Bankruptcy
Section. Cap 75.

Friday, 2/05/10 - Normal, Bloomington
- Normal Marriott—Hot Topics in Agricul-
tural Law. Presented by the ISBA Agricultural
Law Section and Co - Sponsored by the ISBA
General Practice Solo & Small Firm Section.
Cap 150.

Friday, 2/12/10 - Fairview Heights,
Four Points Sheraton—Advanced Workers’
Compensation. Presented by the ISBA Work-
ers'Compensation Section. Cap 75.

Friday, 2/15/10 - Chicago, ISBA Re-
gional Office—Documenting the Commer-
cial Deal: Loans, Leases and Mortgages. Pre-
sented by the ISBA Commercial Banking and
Bankruptcy Section.

Friday, 2/19/10 - Chicago, ISBA Re-
gional Office—2nd Amendment and D.O.C.
Issues for Criminal. Presented by the ISBA
Criminal Justice Section.

Thursday, 2/25/10 - Chicago, ISBA Re-
gional Office—Women in the Criminal Jus-
tice System - Justice Delivered or Denied?
Presented by the ISBA Standing Committee
on Women and the Law.

Friday, 2/26/10 - Chicago, ISBA Re-
gional Office—Countering  Litigation
Gamesmanship. Presented by the ISBA Gen-
eral Practice Solo & Small Firm Section, Co -
Sponsored by the Federal Civil Practice Sec-
tion.

Friday, 2/26/10 - Bloomington, Holiday
Inn & Suites—2nd Amendment and D.O.C.
Issues for Criminal. Presented by the ISBA
Criminal Justice Section. Cap 70.

March

Thursday, 3/04/10 - Webinar—Con-
ducting Legal Research on Fastcase. Present-
ed by the lllinois State Bar Association. *An
exclusive member benefit provided by ISBA
and ISBA Mutual. Register at: <https://www1.
gotomeeting.com/register/812110961>. 12-
1.

Friday, 3/05/10 - Chicago, ISBA Region-
al Office—Administrative Adjudication in
the City of Chicago and other Municipalities.
Presented by the ISBA Administrative Law
Section.

Friday, 3/12/10 - Chicago, ISBA Region-
al Office—Preparing for Trial. Presented by
the ISBA Bench and Bar Section. 8:30 — 12:00.

Friday, 3/12/10 - Chicago, ISBA Region-
al Office—Preparing for Appeal. Presented
by the ISBA Bench and Bar Section. 1:00 -
5:30.
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Friday, 3/26/10 - Chicago, ISBA Region-
al Office—Divorce, Deportation and Disci-
plinary Complaints: Avoiding Immigration
Pitfalls in Family Law. Presented by the ISBA
International and Immigration Law Section.

A Not-So-Subtle Reminder To AlL ISBA Members:

You Have

To The Most Intuitive Online Legal

Research In The Country - Today.

April
Thursday, 4/02/10 - Webinar—Ad- -
vanced Research on FastCase. Presented & « U.S. Supreme Court Cases

by the lllinois State Bar Association. *An ex-
clusive member benefit provided by ISBA

* All Federal Circuit Courts
* [llinois-based Federal District Courts

- A * [llinois Supreme Court and Appellate Cases
and ISBA Mutual. Register at: <https://www1. v % * Illinois Statutes .

. . _ ch stease £ * Illinois Administrative Regulaticns
gotomeeting.com/register/458393744>. 12 8= B  Supreme and Appellate Cases for all 50 states
1. » U.S. Code and Code of Federal Regulations

) » State Statutes and Regulations - 50 States
A “2dse ask
Saturday, 4/17/10 - Lombard, Lindner 5‘3-.-!—'-"-9'5_ y
Learning Center—DVUI, Traffic, and Secre- renst
AS
tary of State Related Issues. Presented by F/’ - .
he ISBA Traffic L. S L = All Federal District Courts
the raffic Law Section. Lise 11 = « All Federal Bankruptcy Courts
= f,sy ‘—%
June A J-_

Friday, 6/11/10 - Chicago, ISBA Region-
al Office—Legal Writing: Improving what
you do Everyday. Presented by the lllinois
State Bar Association. l

~ Fastcase is a member benefit of ISBA

ORDER YOUR 2010 ISBA
ATTORNEY'S DAILY DIARY TODAY!

It’s still the essential timekeepng too]for every ]awyer’s desk and as user—friendl)/ as ever.

The ISBA Daily Diary is an attractive book,

s always, the 2010 Attorney’s Daily

Diapyisusciligneiib e S and elegant silver-stamped, rich gray cover.

It’s as elegant and handy as ever, with
a sturdy but flexible binding that allows

Ol‘del‘ tOday fOl‘ $27.95 (Includes tax and shipping)

your Diary to lie flat easily.

The Diary is especially prepared
for Illinois lawyers and as always,
allows you to keep accurate records

The 2010 ISBA Attorne)/’s Dai])/ Diary

Order online at

of appointments and billable hours.

It also contains information about
Illinois courts, the Illinois State

Bar Association, and other useful data.

or b)/ calling Janice at 800-252-8908.

with a sturdy, flexible sewn binding, ribbon marker,

https:/ /secure.isba.org / store/isbabooksorder. html

13
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A

APRACTICAL GUIDE
TO THE

ILLINOIS
DOMESTIC

/-i'-\
g

ILLINOIS STATE
BAR ASSOCIATION

2009 EDITION

VIOLENCE ACT

A

A Practical Guide to the
Illinois Domestic ViolenceAct

If you take family law cases, you’ll find this book an essential aide.
Although intended primarily for attorneys who practice in civil
court, this book is also valuable for assistant state’s attorneys and
domestic violence advocates. It provides a clear and comprehen-
sive understanding of the Act, and can be used as a quick reference
for researching specific problems. Twelve sections cover Public
Policy, Substantive Provisions of the Act, Procedural Provisions,
Enforcement of Orders of Protection, Law Enforcement Respon-
sibilities, Domestic Violence Workers, Appeals and Constitutional
Challenges, Orders of Protection in Criminal Court, Representing
Respondents, Civil No Contact Orders, Resources for Victims of
Domestic Violence, and much more. Prepared by Jan Russell from
the Chicago Police Department, a highly-rated trainer on domes-
tic violence and child abduction issues who has trained more
than 15,000 police officers, lawyers, and social service provid-

Order at www.isba.org/bookstore or
by calling Janice at 800-252-8908

A Practical Guide to the

Illinois Domestic Violence Act
$40 Member/$50 Non-Member (includes tax and ship

ers from Florida to Hawaii. This new edition
is available NOW!

Published 2009, 198 pages

A Practical Guide to the

Illinois Domestic Violence Act
$40 Member/$50 Non-Member
(includes tax and shipping)

Need it NOW?

Also available as one of ISBA's FastBooks.
View or download a pdf immediately using
a major credit card at the URL below.

$37.50 Member/$47.50 Non-Member

Illinois has a history of
some pretty good lawyers.
We're out to keep it that way.

ping)




