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Finding an In-House Job During (and Despite) the Recession
By UrsUla FUri-Perry

Job-hunting during a recession can be a 
discouraging and miserable experience, 
but every economic downturn has the 

potential to create career opportunities for 
those with the right skill-sets and a little bit 
of luck. In-house counsel is no exception. 

GC Mid-Atlantic recently talked with 
some corporate counsel who found their 
current jobs during (and despite) the recent 
recession, along with other counsel in the 
know. We’ve pinpointed seven factors that 
may just help you land your next in-house 
job — along with the lessons you can learn 
from them and implement in your own job 
search.

GettinG in by HavinG 
an ‘in’ 

For Nancy Smith, having an “in” meant 
serving her current employer as a consul-
tant before she was hired full-time. Now 
senior counsel at Lincoln Financial Group, 
Smith began consulting for the company 
on a temporary basis after her last employer 
was sold and consolidated its workforce, 
leaving Smith without a job. Smith worked 
with a recruiter to help her find the con-
sulting position, and then stayed on full-
time.

“Coming in as a consultant gives you an 
opportunity to get a feel for the company,” 

Smith explained, along with a chance to get 
your foot in the door and impress, which 
may ultimately lead to a full-time position. 

For recent New York Law School gradu-
ate Allyson Cannistra, having an “in” mate-
rialized through an ongoing internship 
with her current employer. Cannistra had 
interned in the law department at T-Systems 
North America Inc.’s New York office dur-
ing her summer and winter breaks as an 
upper-level law student. Now serving as 
counsel, Cannistra credits her internship 
with ultimately leading to her job.

The Lesson: Try to get your foot in the 
door at a company, whether it’s through 
temp work, an internship or working close-
ly with corporate counsel on outsourced 
projects. 

Many companies are looking to bring in 
contract attorneys to fill the gaps rather 
than hire full-time corporate counsel, 
explained Roy Hibberd, corporate secre-
tary and general counsel at Dollar Financial 
Group Inc. in Berwyn, Pa., and co-chair of 
the Career Management and In-Transition 

Committee at the Delaware Valley chapter 
of the Association of Corporate Counsel 
(DELVACCA). 

Some of those opportunities are clearly 
going to remain contract-based, but some 
may potentially turn into full-time jobs for 
the right person, Hibberd noted. 

“The opportunity to demonstrate not 
only your competencies, but also how you 
fit into a team can be a tremendous oppor-
tunity on both sides,” he said.

HavinG tHe RiGHt type 
of expeRience

Cannistra also credits a former intern-
ship at the Federal Communications 
Commission — and more importantly, hav-
ing worked specifically in the FCC’s tele-
communications and wireless division — 
with giving her the specific experience that 
caught the company’s eye and ultimately 
led to her offer. 

“I don’t think there were a lot of people 
who had that background [or] demonstrat-
ed the same interests,” she said. 

Smith said she believes her experience of 
having worked for a public company was 
one of the things that ultimately landed her 
the job at Lincoln. The company “had 
some specific needs it was looking to fill,” 
said Smith. “It helped [the company] real-
ize that they needed more than just a temp 
attorney.”

The Lesson: Develop a skill, niche or 

specific experience that will transfer well 
into a new position, and make use of it dur-
ing your job search. 

One caveat: “Specialties are great, but 
don’t ignore flexibility,” said Hibberd. 
“In-house, you’re generally much more of a 
generalist,” so knowing one or two sub-
specialties well enough but also knowing 
how to jump in when the GC needs litiga-
tion or contract help is best. 

For example, Hibberd said his company 
is looking to hire a securities expert — but 
the successful candidate will have to be 
someone who can assist on other matters 
when the work goes through its peaks and 
valleys.

takinG initiative
Once you’re in the door, try to find ways 

to set yourself apart by volunteering to 
work on additional matters. 

“I was more than willing to take new 
projects on,” said Smith about her experi-
ence as a temporary attorney. 

While she was originally brought in to 
work on the company’s proxy tables, she 
came on when the company was delving 
into capital raising, Smith explained. By 
offering to work on related and new proj-
ects, Smith showed a strong work ethic and 
understanding of where she could best 

UrsUla  FUri-
Perry is a lawyer, 
author of seven books and 
director of academic sup-
port and adjunct professor 
at the Massachusetts 
School of Law.
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Pros and Cons of Using LinkedIn to Find Work
By DeBra l. BrUce

I keep up with my friends and connections 
on Facebook. Why would I want a 

LinkedIn profile?” 
That’s what young lawyers looking for 

work often say when I ask them about net-
working and how they use LinkedIn.com. 
Whether “looking for work” means job-
hunting or client development, LinkedIn 
can be a useful tool. Here are eight reasons 
why:

1. professional focus
LinkedIn focuses primarily on business 

connections by highlighting companies, 
their employees and former employees. 
Although LinkedIn has a collaborative cul-
ture like most other social media, it pro-
vides a forum to strut your stuff tastefully 
because participants tacitly acknowledge its 
self-promotional and business networking 
purpose. Clients and employers come to 
LinkedIn looking for what you have to 
offer. Journalists also peruse LinkedIn for 
knowledgeable people to interview about 
newsworthy topics.

2. your resume on steroids
LinkedIn invites you to flesh out your 

profile with everything you would include 
in a resume, and a lot more. The format 
keeps readers interested with links to sig-
nificant categories of information. Your 
LinkedIn resume can include links to your 

website, blog, Twitter profile, groups you 
belong to and more. When you reconnect 
with an old acquaintance, it would be awk-
ward or inappropriate to hand them your 
resume. LinkedIn does that for you.

3. friends cubed
Need an introduction or someone to 

open doors for you? Facebook will let you 
look at the friends of your friends — sec-
ond-tier connections that you have to scan 
through. On LinkedIn, if you look up the 
person you want to reach, it will highlight 
any second-tier connections you have to 
that person. LinkedIn will also let you 
know that you have a third-tier connection 
and tell you all of the people you know who 
are linked to one or more of your target’s 
connections.

4. company connections 
If you seek employment or business with 

a certain organization, you can look it up to 
see which current or former employees are 
on LinkedIn and what degree of connec-
tion they have to you. A current employee 
you know may be able to give you the 
scoop on who the real decision makers are 
and alert you to their hot buttons. A former 
employee may be more willing to give you 
a candid snapshot of the organization’s cul-
ture and warn you about the office barracu-
das and the dead-end positions. LinkedIn 
will even tell you where significant num-
bers of that organization’s lateral hires 
came from and where many of the depart-
ing employees wind up. That may give you 
more feedback on the culture, or supple-
ment the organizations you target.

5. Recommendations
Other people can post their glowing rec-

ommendation of you right there on your 
profile. Once again, you don’t have to hunt 
for an appropriate opportunity to share 
those testimonials because LinkedIn does it 
for you. Since LinkedIn identifies the rec-
ommender and lets you approve the rec-
ommendation before it gets published, you 
don’t have to worry about getting flamed 
by an anonymous comment from your ex. 

6. Discussion groups 
Group members can see the connections 

of their fellow members and can send direct 
messages to fellow members, even without 
any other connection to them. That’s your 
opportunity to find a key contact and 

develop a relationship without an introduc-
tion. You can join a group focused on the 
industry or interests that many of your pro-
spective clients or employers have in com-
mon. That gives you a chance to join in the 
discussion and perhaps even continue it 
offline. You may have an opportunity to 
answer a question, suggest a resource or 
provide some other assistance. That will 
allow you to demonstrate the value you 
provide and create goodwill. Can’t find a 
group like the one you’re looking for? 
Raise your profile by starting one.

7. Learning opportunities 
You can find answers to questions you 

might be embarrassed to ask or discover 
the frequent legal or other concerns of 
people in your prospective client’s or 
employer’s industry. You can keep abreast 
of breaking industry news and erudite com-
mentary and follow discussions in groups 
or in the “Answers” section of LinkedIn. 
LinkedIn almost gives you the opportunity 
to be the proverbial “fly on the wall;” 
observing conversations that will maximize 
your preparation to demonstrate your 
knowledge, capability and value in inter-
views.

8. invitations to connect 
As you can on Facebook, you can invite 

former classmates, co-workers, clients and 
friends to connect to you. This creates an 

DeBra l. BrUce 
is president of Lawyer-
Coach (www.lawyer-
coach.com), a law practice 
management coaching 
and training firm. She 
practiced law for 18 years 
before becoming the first 
Texas lawyer credentialed 
by the International 
Coach Federation (ICF). 

She is the former vice-chair of the law practice 
management committee of the State Bar of Texas 
and a past leader of the Houston chapter of ICF.

Your Hiring Partner

CARPENTER LEGAL SEARCH, INC.
625 LIBERTY AVENUE, SUITE 1170     PITTSBURGH, PA 15222

TEL  (412) 255-3770    FAX  (412) 255-3780    E-MAIL  lcarpenter@carpenterlegalsearch.com
WEB  www.carpenterlegalsearch.com

MEMBER, National Association of Legal Search Consultants
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Trading Places: Lawyers Turning to Other Law Firm Jobs
By leslie Kart Gross anD JenniFer 
l. smUts
Special to the Legal, PLW

By now, we can all recite the sobering 
statistics: More than 5,500 attorney 

jobs lost in the last year; major firms like 
Wolf Block, Thelen and Heller shuttered; 
the first-year associate class of 2009 essen-
tially vaporized. 

This string of bad news, along with the 
reality that the legal industry will have to 
make permanent changes in the way it 
recruits, trains and pays attorneys, has 
many thinking it might be time for a 
change of career. While some have decided 
to follow their life’s dream to write a novel, 
open a restaurant or become a stay-at-
home parent, others aren’t quite ready to 
abandon the industry they entered after 
enduring years of schooling and incurring 
six-figure debt.

Today, there is no need to leave the legal 
profession just because you no longer wish 
to practice law. There are a number of dif-
ferent administrative roles within a law 
firm setting, for which attorneys are par-
ticularly well suited. They include:

• Marketing: Most midsized and large law 
firms these days have in-house marketing 
professionals on staff to assist with business 
development, public relations, promotional 
material design, writing and management 
of their websites. 

• Recruiting: In-house recruiters handle 
everything from high-level lateral recruit-
ing of individuals and groups, to on-campus 
recruiting of entry-level attorneys and 
coordination of summer associate pro-
grams.

• Professional development: All attor-
neys must participate in continuing legal 
education programs each year. However, 
clients also expect their attorneys to possess 
various business skills like project manage-
ment and budget development. Many firms 
that are focused on client service teach 
their attorneys these disciplines to help 
achieve greater client satisfaction. 

• Pro bono and diversity: Many firms 
have professionals dedicated to establishing 
relationships with charitable organizations, 
managing pro bono workloads, keeping 
track of hours, nominating their firms for 
relevant awards and working with recruit-
ing to bring in attorneys with diverse back-
grounds.

• Client relations: These professionals 
meet with current clients to evaluate how 
happy they are with their relationship part-
ner and others doing work for them. They 
discover opportunities for cross-selling the 
firm’s services and gather competitive intel-
ligence on other firms doing work for the 
same client.

• Human resources: These roles are a 
natural fit for former labor and employ-
ment attorneys who, after years of crafting 
policies and procedures for their clients, 
decide to use their knowledge in-house.

Law FiRM 
adMinistRatoRs

It takes a special set of skills to be a suc-
cessful law firm administrator. Shellee 
Buchanan practiced law for several years 
before transitioning to a career in law firm 
event planning. Now serving as Ballard 
Spahr’s national events manager, she said, 
“Organizational, technical, analytical and 

time management skills are all necessary, 
but diplomacy, communication skills and a 
healthy dose of emotional intelligence rank 
up there too!”

Obviously, the legal education helps. 
Attorneys appreciate dealing with someone 
who understands not only the lingo, but 
also the pressures of dealing with clients 
and deadlines. Having the background as 
an attorney gives you an edge over other 
staffers because you are seen as a peer. 
Undergraduate education is key too, as 
many attorneys find their concentration in 
college helps gauge interest in particular 
law firm disciplines like finance, analytics 
or communications.

Patience is also an important trait. 
Administrators must realize that the attor-
neys are most concerned with handling 
their legal work; a marketing, pro bono or 
recruiting project may fall lower on their 
list of priorities. They may not be able to 
follow through on a “hot” project or return 
messages immediately and administrators 
cannot take that personally. 

Finally, creativity plays a big role in all of 
these positions. Attorneys tend to think in 
terms of black and white or they have a 
linear approach to a project. Administrators 
need to be able to come up with creative 
ideas and explain them in a way they can 
understand.

leslie Kart 
Gross is a former 
litigator who now serves 
as director of communi-
cations for Saul Ewing. 
She can be reached at 
lgross@saul.com or 
215-972-7158.

JenniFer l. 
smUts is the director of 
marketing at Connolly 
Bove Lodge & Hutz. She is 
a past-president of the Legal 
Marketing Association — 
Metro Philadelphia 
Chapter. She can be reached 
at jsmuts@cblh.com or 
302-888-6214.

Trading continues on  9



6JHG  •  Job Hunting Guide T U E S D AY,  J U N E  1 ,  2 0 1 0  June 2010

Interview Strategies: the Basics
By Valerie Fontaine anD roBerta 
Kass
Special to Law.com

In this slow time in the legal job market, 
interviews are few and far between. 

Therefore, candidates must make the most 
of each precious opportunity. 

tHE BasiCs 

• Preparation 
A candidate who shows up to an inter-

view armed with specific knowledge of the 
prospective employer makes a favorable 
impression. With the Internet, there is no 
excuse for not being prepared, as there is a 
plethora of information at your fingertips. 
Size, structure, representative clients, recent 
major cases and/or transactions and finan-
cial condition are all accessible facts that 
can be ascertained through law firm or 
company websites and other sites such as 
those for Martindale-Hubbell, the National 
Association of Legal Placement, Hoovers 
and EDGAR, plus a Google or Nexis 
search for press coverage. Talk to your con-
tacts, who may have insights about the 
prospective employer. 

Prospective employers expect that you 
have thoroughly researched their organiza-
tion and the opportunity before you set 
foot in their offices for your first interview. 
If you ask or answer questions in such a way 
as to reveal a lack of easily acquired infor-

mation, they will react negatively. Going 
beyond the obvious information sources to 
demonstrate more in-depth knowledge of 
your prospective employer’s business can 
only serve to make you a stronger candi-
date. 

To complete your interview preparation, 
confirm the date, time, address, contact 
person, the names and backgrounds of your 
expected interviewers if possible, directions 
to the interview, travel time and parking 
instructions. 

• Etiquette 
Good interviewing protocol includes: 

being on time and, if late, calling; being 
polite to staff and having a firm handshake, 
good eye contact and a confident smile. 
Arriving five minutes early allows you to 
relax and recharge. A few minutes in the 
reception area can speak volumes about the 
tenor of the place and can give you a chance 
to observe interactions of employees who 
are passing through. Profanity, gum chew-
ing and smoking are inappropriate at all 
times, even if engaged in by those conduct-
ing the interview. 

You should bring to interviews: extra 

copies of your resume; a list of references 
(having obtained permission to use them); a 
writing sample that demonstrates your 
research, analytical skills and lucid writing 
style (no typos, please!) and, if you are five 
or fewer years out of law school, a certified 
copy of your law school transcript. 

• appearance 
Your appearance should be as profes-

sional as possible. Even in business casual 
environments, we recommend formal busi-
ness attire – suits and ties for men and pant 
or skirt suits or dresses for women. Be styl-
ish, but conservative. Grooming is of para-
mount importance as it demonstrates your 
attention to detail. Interviewers will notice 
shaggy hair, scuffed shoes, split seams, fall-
ing hems or missing buttons. 

• attitude 
In an interview, it is essential to demon-

strate your responsiveness, intelligence and 
personality. You want to be assertive with-
out being cocky or arrogant, friendly with-
out being overly familiar, and articulate 
without being long-winded. You must indi-
cate a willingness to work hard and demon-
strate a high energy level. It is important to 
communicate a grasp of what the position 
entails and sell your abilities to meet their 
needs. 

Listen carefully to what is being asked, 
and be completely honest and non-evasive 
in answering direct questions. In turn, ask-
ing some carefully designed questions dem-

onstrates your interest in and knowledge of 
the potential employer, as well as your 
intelligent assertiveness. At the top of the 
“what not to do” list: Do not speak nega-
tively of a former employer at any time. 

• no Money talk! 
Remember that an interview is about you 

demonstrating what you can contribute to 
the prospective employer, not what they 
can do for you. Therefore, especially in the 
initial stages of the interviewing process, 
you must not bring up the topic of com-
pensation or benefits. The time to discuss 
those issues is when an offer is forthcom-
ing. However, from the very first meeting, 
you should be working on proving your 
value to the prospective employer by show-
ing how you are the best candidate for the 
job. This will establish your worth when it 
comes time to talk about the terms of an 
offer. 

• Culture 
Each organization has its own particular 

style or culture, and a candidate, as well as 
a future employer, needs to assess the likeli-
hood of a good fit. It is tempting, when 
scrambling for a job, to play down this 
aspect, but it really is a good indicator of 
future success.

The firm’s website may give you a hint to 
how the firm sees itself and how it wants to 
portray itself to the public. You can get 

Valerie Fontaine and roBerta 
Kass are senior legal search consultants with 
Seltzer Fontaine Beckwith, based in Los Angeles. 
Valerie Fontaine is the author of The Right 
Moves: Job Search and Career Development 
Strategies for Lawyers” (January 2006, NALP). 
They can be reached at (310) 839-6000, or visit 
www.sfbsearch.com.

Interview continues on  8
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HOLLSTEIN KEATING
CATTELL JOHNSON & GOLDSTEIN, P.C.

ATTORNEYS AT LAW

A full service mid size Center City civil litigation firm 
with expertise in all aspects of property, casualty, 

and commercial matters. 

We represent a wide range of clients with nationwide 
legal concerns – individuals, corporations, 
businesses, and Fortune 500 companies. 

We have an opening for a highly motivated attorney 
with 6-8 years defense litigation experience. Admission 

to the New Jersey and Pennsylvania bars is required as well 
as excellent research and writing skills. 

If you meet these qualifications and are interested in a 
challenging opportunity, please send your resume and 

salary requirements to: 

jfjohnson@hollsteinkeating.com or 
fax to 215-320-3261. 

Competitive salary and benefits package.  

serve the company in additional ways. 
Taking on extra responsibilities can also 

help you showcase your range and demon-
strate additional value you could bring to 
the company in keeping or hiring you.

The Lesson: Show initiative and take on 
additional projects. Research the company 
— and talk to those in the know — to find 
out what the company’s needs are and what 
projects it may need assistance with. 

Once you begin working for the compa-
ny, offer to assist on pertinent projects and 
show your range and diligence.

WaitinG it out
   Smith said she was surprised to see how 
long it took her to find a full-time position, 
and added that she would have begun to 
look for a new job earlier had she realized 
how long the process would take. Before 
getting her temporary position through a 
recruiter, the job search “took a lot longer 
because people simply were not hiring,” 
Smith said. 

For Tom Wilcox, the job search has gone 
on for 16 months, though he’s had some 
great interviews and even turned down 
some opportunities that were not right for 
him. 

“There is a good fit for everybody,” said 
Wilcox, who has experience in legal, human 
resources and operations, and serves as co-
chair with Hibberd of DELVACCA’s Career 
Management and In-Transition Committee. 

Wilcox added that one of the most difficult 
— but necessary — parts of the job search 
is keeping a positive attitude and not falling 
into a state of hopelessness. 

“You must get a good circle of people 
that can support you and you can meet 
with,” Wilcox advised. “There is a lot of 
competition for very few positions and 
openings. There is a large flood of good 
talent out there.”

And don’t discount the value of pure 
luck: Cannistra, for example, acknowledged 
that she was lucky to find her position dur-
ing these tough times. 

The Lesson: Don’t think that finding a 
job in a down market will happen over-
night. Invest time and effort in your job 
search, and treat job hunting as you would 
treat a full-time job.

tuRninG to tHeiR 
nEtwoRks

Yes, it’s quickly becoming a cliché: if 
we’ve read about the benefits of network-
ing to finding a legal job once, we’ve read 
about it a thousand times. But there is a 
reason why networking gets touted as a 
beneficial tool: it works!

For new graduate Cannistra, that trans-
lated into reaching out to a law department 
whose attorneys graduated from New York 
Law School, as Cannistra did. She also 
knew the company often reached out to the 
school’s graduates. 

Building and maintaining professional 
relationships can be an invaluable part of 
the job search in a down market. However, 
networking should never be about asking 

for a job. 
“I’ve found that the most productive 

[networking] meetings happen when I don’t 
even tell them what I want,” said Wilcox. 
“Ultimately, people like to help people. At 
the same time, we don’t want to impose on 
people or appear needy. It’s a dynamic ten-
sion that you have to deal with.”

The Lesson: Tap your network for con-
nections, career advice and valuable insights. 
And this goes without saying, but cultivate 
your professional relationships — that is 
the true meaning of networking. 

Hibberd also pointed out that attorneys 
should strive to network not only in the 
legal field, but also with non-lawyers in 
relevant fields, such as senior professionals 
who fill other positions at companies that 
hire in-house counsel.

expanDinG tHeiR 
ReacH anD tHinkinG

   As Smith put it, “Try different alterna-
tives.” For example, she said, “you don’t 
have to look for a full-time job only.” 

In addition, it may also help to keep an 
open mind about the type of work environ-
ment or company you are looking for, and 
even the type of positions to which you 
apply. 

The Lesson: Don’t pigeonhole yourself 
into one particular work environment, type 
of company, position or employer. Keep an 
open mind and consider various sources of 
employment. 

“One of the things that’s really critical is 
that you get your name out there,” Wilcox 
said. “Many times, you could look at a com-

pany and say you’re overqualified or under-
qualified, but [applying] could get you in 
front of a recruiter.” 

UndERstanding it’s an 
EMPLoyER’s MaRkEt

According to the Association of Corporate 
Counsel’s 10th annual Chief Legal Officers 
Survey, still only 29 percent of CLOs are 
planning to add to their departments. While 
this is an increase from last year’s 23 per-
cent reported, it still means that jobs may 
be scarce and competition for positions 
strong.

In Smith’s experience, “employers’ expec-
tations were different than I’ve seen them 
in the past,” she said. Most of the employers 
who were advertising for positions, for 
example, were looking for three to five 
years of experience, Smith detailed, and 
seemingly wanting to pay less and get more 
from potential candidates. 

Cannistra said the type of law depart-
ment she applied to made a big difference 
in the department’s ability to make new 
hires. 

“The fact that my department is smaller 
may have helped because there is a little bit 
more room for flexibility,” said Cannistra, 
such as in hiring her with less experience 
and being willing to train her on the job.

The Lesson: Expect that employers may 
be more selective, simply because they can 
afford to be. Think hard about what your 
marketable skills are and present those 
skills to potential employers. Also, do your 
research — some employers may have 
more leeway with new hires than others. 

Recession
continued from 2JHG
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Advanced Legal Placement, LLC
 
 

Advanced Legal Placement, LLC is a Philadelphia 

based woman-owned, attorney run legal recruiting 

company with 12 years of experience.

We specialize in the permanent placement of 

attorneys in law �rms and corporations nationwide.

Kristy Glasser Schulman, Esq.
Advanced Legal Placement, LLC

Phone: (215) 771-2900
www.advancedlegalplacement.com

kristy@advancedlegalplacement.com

excellent opportunity to rekindle relation-
ships you have allowed to go fallow or to 
nurture a relationship with someone you 
recently met. Your invitation will bring you 
back into the recipient’s current awareness. 
When they look at your profile, they may 
realize that you are just the resource they 
need. Many lawyers have received a referral 
or new piece of business within a few weeks 
of reconnecting with a former client, col-
league or classmate. 

Tip: Don’t send the default LinkedIn 
invitation. Include personal messages that 
give your invitees a clue about how they 
know you. Add questions that call for a 
response, in order to get a conversation 
going. It could be as simple as asking how 
2010 is going for them. Do the same when 
someone invites you to connect. As your 
conversation progresses, you may have the 

opportunity to share information about the 
law practice you have started or the kind of 
job you’re seeking.

Risks FoR UnwaRy 
LawyERs

Review your state’s ethics guidelines as 
you get going with LinkedIn or any other 
social media. Here are a few potential ethi-
cal issues to watch out for:

• specialization: Many states do not per-
mit lawyers to claim specialization or exper-
tise in a practice area unless they have been 
certified as a specialist by their state bar. 
Therefore, play it safe and skip the section 
on “Specialties” in your LinkedIn profile. 
Also be careful about answering questions 
in the “Answers” section of LinkedIn. 
Readers vote for the best answers, and 
when you accumulate a number of “best 
answer” recognitions, LinkedIn automati-
cally designates you as an “expert.” You can 
reserve your answers for discussion groups 

because they don’t have “best answer” 
votes.

• testimonials: Some states prohibit law-
yers from using client testimonials in adver-
tising or on their websites. Others forbid 
comparisons to other lawyers, like, “She’s 
the best trial lawyer in town.” Review your 
bar’s rules before publishing any proffered 
recommendations to make sure you stay in 
compliance.

• advertising: Some state bars have taken 
the position that a LinkedIn profile consti-
tutes advertising. In that instance, you will 
need to comply with any filing require-
ments and restrictions imposed on adver-
tising in your state.

• solicitation: Many states have strict 
rules regulating direct solicitation by law-
yers for work, especially arising out of a 
specific occurrence such as an accident, 
arrest or traffic violation. Many consider 
live, interactive electronic contact to pose 

the same risk of unprofessional conduct as 
telephonic or in-person solicitation. Before 
offering your services to someone on 
LinkedIn or asking someone to contact you 
about a legal matter, make sure you are in 
compliance. Usually the wise course of 
action involves letting the client make the 
first overture.

ConCLUsion
Anyone who wants a new job or new cli-

ents should nurture a vibrant network. 
That requires a significant investment of 
time and effort. Don’t discard the old-
fashioned method of building relationships 
at meetings of bar associations, trade asso-
ciations and civic associations. Leverage 
that investment by keeping in touch 
through LinkedIn, Facebook and other 
social media.

This article originally appeared on www.
YoungLawyerOnline.com, a Web site affiliated 
with the Legal.

more information regarding the firm’s cul-
ture from talking to recruiters and friends 
or classmates who have worked or inter-
viewed there, or who have handled matters 
with the firm. Nonetheless, your observa-
tion during the interviewing process will 
be most important. Note whether first 

names are used, if there is banter in the 
halls and so forth. Keep your eyes and ears 
open and match your degree of formality 
and energy level to that of your interview-
ers, within the parameters of your own 
personal style. 

Besides fitting in on the personality 
level, you must also show you would be 
part of the team pulling for the firm’s suc-
cess. In your interviews, discuss how you 
have acted like an owner in your current or 
previous firms. Demonstrate, to the extent 

you can, that you learned the business 
aspects of your organization. Mention, if 
applicable, any committees or leadership 
roles you took on and what you did to 
facilitate the smooth functioning of your 
firm. 

In short, be the kind of person that the 
powers-that-be want to invite into their 
ranks. 

• Follow up 
At the end of the interview it is perfectly 

permissible for you to ask what the next 
step will be and when you should expect to 
hear from the potential employer. 
Immediately after the interview, it is good 
form to send a thank-you note – making 
sure to get the names (and correct spelling) 
of the interviewers. If there has been no 
response in the time period stated, it is 
acceptable to make a polite telephone 
inquiry, but it is important not to be a nui-
sance. 

LinkedIn
continued from 4JHG

Interview
continued from 6JHG
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Reach the future leaders of the legal industry!
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Recruiters: market job openings.
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Bonus
Distribution:

Corporate
Counsel

Ad Space Close: July 1
Ad Materials Due: July 6
Publication Date: July 12

The Legal Intelligencer’s

2010
NEW
ASSOCIATES
Special Section

NA2
The Law Firm Model: A 
Closer Look at Recent 

Changes

NA3
How to Succeed at 

Business Development: 
A First-Year View

NA4
Perception Is Everything, 
So Make Sure You Start 

on the Right Foot

NA5
Are Big Firms Finally 

Seeing Benefits of Mid-
Sized Training Programs?

NA6
Our First-Year 

Associates Survey 
Results

NA8
Recession Leaves Its 

Mark on Second-Year 
Questionnaire

NA10
Out & About in 

Philadelphia

NEW ASSOCIATES
July 2010

table of contents



June 2010 T U E S D AY,  J U N E  1 ,  2 0 1 0  Job Hunting Guide • JHG9

tHE PRos and Cons oF 
adMinistRativE RoLEs 

Transitioning from attorney to adminis-
trator is not always easy. First, the re-classi-
fication as a member of the “staff” can be a 
blow to the ego. After all, you’ve completed 
the same training as the lawyers and have 
the same, if not more, legal experience, yet 
you are now thought of as overhead rather 
than a fee-generating asset. You may no 
longer have an office with a window (or 
even a door), and you probably won’t have 
a secretary or an expense account. 

Kimberly Gattuso, director of profes-
sional development at Potter Anderson & 
Corroon, admits that this aspect of stepping 
out of practice was her biggest concern. “I 
enjoyed the respect I received as a practic-
ing attorney and there was a possibility that 

my years of practice may be overlooked.” 
Along with the loss of status may come a 

reduction in income. You will no longer be 
in a lockstep program with guaranteed 
bonuses (of course, neither are some attor-
neys anymore). You may be the only person 
at your firm doing your job, so you may not 
have an obvious path for growth. Whereas 
new business can be directly tied to an 
attorney who brings it in, you may have 
more trouble proving your value to your 
firm to justify a raise or bonus.

Some attorneys, particularly litigators, 
may also miss the excitement that comes 
with handling legal work. “The adrenaline 
that comes with the time crunch of prepar-
ing for a trial, getting through the trial and 
any post-trial briefing” can’t be matched, 
Gattuso said. However, despite these some-
times-significant cons, there are many, 
many pros to taking on an administrative 
role. Most former attorneys bid a very fond 
farewell to billable hour requirements. 

Although it is a good practice to keep 
track of the time you spend on projects, it 
is incredibly freeing no longer having to 
account for your day in six-minute incre-
ments. You may even afford yourself a bet-
ter chance to experience the work/life bal-
ance that was elusive to you as an attorney. 
While many of these roles are not nine-to-
five jobs, it is rare that administrators find 
themselves in the office well into the eve-
ning or on consecutive Saturdays.

These roles allow attorneys to use their 
legal knowledge, utilize business-world con-
tacts and remain active in the legal profession 
and community without the stress of bringing 
in business, having a deal go south or going to 
court. Your primary clients are now the firm’s 
lawyers, and it can be incredibly fulfilling to 
help them reach their full potential. 

As Buchanan said, “It allows me to work 
with partners and staff in all departments 
and offices across the country. There are so 
many terrific people employed by Ballard 

Spahr and I derive a great amount of satis-
faction building relationships and helping 
others achieve their goals and objectives.” 

Change is inevitable and legal industry is 
often perceived as a rigid industry, for good 
reason. There are bar associations that 
uphold rules and standards. There are eth-
ics rules that maintain a code and enforce 
commitment and behavior. There are even 
built-in “checks and balances” within law 
firms called partners or shareholders, who 
keep attorneys accountable and loyal. 

With all of these forces in place to maintain 
consistency and progression, it is an interesting 
time to witness lawyers jumping to the other 
side of the business. It is a gift to have lawyer 
perspective to help steer the above-named 
administrative areas toward greater success. 
Collaboration affords any project a dimension 
that makes the end result more valuable. As we 
define the future of our law firms, let’s not 
overlook the important contribution lawyers 
can make to the firm’s management team.

Trading
continued from 5JHG
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abelson Legal search
1600 Market Street
Suite 505
Philadelphia, PA 19103
Phone: (215) 561-3010 
Fax: (215) 561-3001
E-mail: abelson@abelsonlegalsearch.com
website: www.abelsonlegalsearch.com
Contact: Cathy Abelson
Founded: 1990
Legal division Founded: 1990
Full-time Recruiters: 6
Profile: Abelson Legal Search -- meeting the legal 
staffing needs of law firms, primarily in PA, DE, NJ, 
and US and international corporations by providing 
experienced attorneys, paralegals, and senior legal 
administrative staff on a permanent or temporary basis.  
Our record of successful placements and many repeat 
clients testifies to our efficient, cost effective work uti-
lizing skilled professionals and sophisticated data man-
agement techniques.  Member, NALSC.
additional information: CLIENTS: contact us today 
for a free staffing evaluation to see how we can save 
you money.  CANDIDATES: check our website for 
exciting career opportunities.

(Specializing in Permanent Attorney, Temporary Attorney, 
Paralegal, and Law Firm Administration placements)

advanced Legal placement, LLc
Phone: (215) 771-2900
E-mail: kristy@advancedlegalplacement.com
website: www.advancedlegalplacement.com
Contact: Kristy Glasser Schulman, Esq.
Profile: Advanced Legal Placement, LLC is a 
Philadelphia based, woman-owned, attorney-run legal 
recruiting company with 12 years of legal recruiting 
experience. We specialize in the permanent placement 
of attorneys in law firms and corporations nationwide.

alevistar Group, LLc
1100 East Hector Street
Suite 391
Conshohocken, PA 19428
Phone: (610) 617-7800
Fax: (610) 672-9641
E-mail: brian@alevistar.com or jason@alevistar.com
website: www.alevistar.com
Profile: Connecting top attorneys to top law firms 
since 2003.

Brian Levinson, Managing Partner
Jason Mandel, Director of Legal Recruitment

Alevistar Legal consults with law firms and corpora-
tions to provide the very best attorneys, paralegals, 
legal secretaries, and legal support professionals on 
both a direct-hire and temporary basis.

As a full service staffing resource, Alevistar Legal offers 
specialized staffing solutions across the broad and 
diverse legal marketplace.

From small boutique practices to regional and national 

law firms, from broad in-house positions to full scale 
group mergers, Alevistar Legal utilizes contingency 
and retained search along with a talented temporary 
and contract workforce to exceed client expectations.

Attorneys - Associates, Partners, Practice Groups, 
Corporate Counsel, Assistant/General Counsel, Patent 
Counsel, Chief Patent Counsel

Practice Areas - Litigation, Insurance Defense, 
Intellectual Property, Corporate, Labor & 
Employment, Tax, Personal Injury, Securities, 
Bankruptcy, Real Estate, Environmental, Healthcare, 
Utilities, Probate, Immigration, Trust & Estates, 
White-Collar Criminal, Construction

Contract Attorneys and Temporary Legal Support - 
Short Term Assignments, Long Term Assignments, 
Temp to Perm, Contract to Perm, Litigation Support

(Specializing in Paralegals, Legal Support, Non-legal Law Firm 
placements)

baron Douglas Legal
P.O. Box 38603
Philadelphia, PA 19104
Phone: (800) 449-0081, x100
Fax: (800) 449-0502
E-mail: dyoung@barondouglas.com
website: www.barondouglas.com
Profile: Executive and professional level staffing firm 
focused on the legal industry. Provides document 
review, contract, contract to hire and permanent place-
ments. Our focus is on quality, efficiency and provid-
ing the flexibility to meet our clients’ needs 100% of 
the time.

Carpenter Legal search
625 Liberty Avenue
Suite 1170
Pittsburgh, PA 15222
Phone: (412) 255-3770
Fax: (412) 255-3780
E-mail: lcarpenter@carpenterlegalsearch.com
website: www.carpenterlegalsearch.com
Contact: Lori J. Carpenter
Full-time Recruiters: 3
Profile: Carpenter Legal Search, Inc. was established 
to satisfy the increasing need for strategic, well-defined 
search services in today’s dynamic legal market. Our 
clients comprise a diverse field ranging from Fortune 
500 corporations to closely held businesses and inter-
nationally recognized law firms to prominent regional 
law firms. Whether you are searching to join a law 
department or another law firm, or creating an in-
house legal department, adding partners or associates, 
building a new practice area, or opening additional 
offices, CLS provides strategic consulting services to 
identify the foremost opportunities or candidates to 
meet your needs. Member, NALSC.

(Specializing in Permanent Attorney placements)

CoLEMan | noURian 
919 Conestoga Road 
Building 3
Suite 210 
P.O. Box 746
Bryn Mawr, PA 19010
Phone: (610) 527-5007 
Fax: (610) 527-5009
E-mail: staffing@cnlegalsearch.com
website: www.cnlegalsearch.com
Contact: Robert B. Nourian, Esquire
Founded: 1985
Full-time Recruiters: 10
Profile: COLEMAN | NOURIAN specializes in the 
placement of permanent and temporary attorneys, parale-
gals and contract specialists from our offices in Center City 
Philadelphia and Bryn Mawr, Pennsylvania. Our clients 
include Northern East Coast corporations and Pennsylvania, 
New Jersey, New York and Delaware law firms. The firm’s 
principals are attorneys. Member NALSC and ASA.

Juristaff Legal staffing
1600 Market Street
38th Floor
Philadelphia, PA 19103
Phone: (215) 751-9100
Fax: (215) 751-9388
E-mail: jlarosa@juristaff.com
website: www.juristaff.com
Contact: James LaRosa, Esquire
Founded: 1997
Legal division Founded: 1997
Full-time Recruiters: 12
Part-time Recruiters: 4

Manhattan office
230 Park Avenue, 10th Floor
New York, NY 10169
Phone: (212) 922-9222
Toll Free Fax: (877) 751-9388

washington, d.C. office
1875 I Street, Fifth Floor
Washington, D.C. 20006
Phone: (202) 393-5333
Toll Free Fax: (877) 751-9388

Profile: JuriStaff, Inc.  is a legal staffing firm founded 
in 1997 and is owned and operated by attorneys.  
JuriStaff makes direct hire and temporary placements 
nationally and internationally.  In Philadelphia, JuriStaff 
holds the distinction of being the only legal staffing 
firm endorsed by the Philadelphia Bar Association.  We 
proudly provide our clients with the following services:

1. National direct hire placements of lateral associates, 
partners and practice groups.
2. National direct hire placements of in-house counsel 
including General Counsel.
3. Temporary attorney and document review project 
placements nationwide. 
4. Paralegal placements, direct hire, temporary and 
document reviews. 
5. Legal Secretary and support staff placements -- 
direct hire and temporary placements. 
6. Other legal placements, direct hire and temporary place-
ments include: contract administrators; lease administrators; 
compliance and regulatory personnel; law firm marketing 
managers, executive directors, billing coordinators, etc.

(Specializing in Direct Hire Associates, Partners and Practice 
Groups, as well as Temporary and Direct Hire Attorneys, 
Paralegals, Legal Secretaries, Document Reviewers, and other 
Legal Support Staff placements)

Carpenter LegaL SearCH, InC.

Check out attorney positions,  
available every Monday in The Legal 
Intelligencer and the Pennsylvania 

Law Weekly in the Recruiter  
Attorney postings section.
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kruza Legal search
1845 Walnut Street
Suite 855
Philadelphia, PA 19103
Phone: (215) 981-5455 
Fax: (215) 981-0662
E-mail: pkruza@kruza.com, skruza@kruza.com
website: www.kruza.com
Contact: Peggy Kruza, Principal; Steven Kruza, 
Principal
Founded: 1980
Legal division Founded: 1985
Full-time Recruiters: 4
Profile: One of the oldest legal recruiting firms.  
Emphasis on permanent placement of top level attor-
neys, support and paralegal candidates.  We pride 
ourselves in our integrity and long-term relationships 
with Philadelphia area, Wilmington area, Northern 
and Southern New Jersey and New York Metro area 
law firms.

(Specializing in Permanent Attorney, Paralegal, Legal Secretary 
and Legal Administration placements)

Major, Lindsey & africa
1600 Market Street
Suite 1705
Philadelphia, PA 19103
Phone: (215) 636-9802
Fax: (215) 636-9803
E-mail: philadelphia@mlaglobal.com
website: www.mlaglobal.com
Contact: Annette Lieberman, Office Administrative 
Manager
Founded: 1982
Full-time Recruiters: 5
Profile: Founded in 1982, Major, Lindsey & Africa is 
the world’s largest and most experienced legal search 
firm. Combining local market knowledge and a global 
recruiting network, MLA has earned recognition 
for its track record of successful General Counsel, 
Corporate Counsel, Partner, Associate and Law Firm 
Management placements. With offices throughout the 
U.S., Hong Kong, London and Tokyo, MLA recruiters 
are dedicated to understanding and meeting our clients’ 
and candidates’ needs while maintaining the highest 
degree of professionalism and confidentiality. At MLA, 
we consider every search a diversity search, and have 
been committed to diversity in the law since our incep-
tion. For these reasons, MLA was voted “Best Legal 
Search Firm in the U.S.” in the most recent national 
survey of America’s top law firms. To learn more about 
MLA, visit our website at www.mlaglobal.com.

(Specializing in Permanent Attorney placements)

Morgan wentworth, LLC
Phone: (610) 783-0900
Fax: (610) 783-7940
E-mail: patmosesso@morganwentworth.com
website: www.morganwentworth.com
Founded: 2000
Legal division Founded: 2000
Full-time Recruiters: 3
Profile: MORGAN WENTWORTH, LLC, is a legal 
recruiting and career alignment firm based in King of 

Prussia, Pa., serving the tri-state area, Pa., N.J. and Del.

We are successful and experienced working with 
Law Firm and In-House Legal Placements: Partners, 
Practice Groups, Firm Mergers, Associate Attorneys, 
and all Legal Staffing

Morgan Wentworth’s Chairman began his career as an 
IP Attorney and rose to Chief Legal Officer of a U.S. 
subsidiary of a world wide conglomerate. He serves 
Morgan Wentworth in the capacity of advisor on high 
level lateral partner placements and firm mergers.

Morgan Wentworth’s President, began her career as a 
paralegal, and advanced to Director of Legal Affairs in 
a local Chemical company. Her in-depth knowledge of 
law firm and in-house legal matters assists her in the 
management of Morgan Wentworth’s activities.

Morgan Wentworth’s recruiters are either attorneys or 
paralegals, thereby giving them the ability to “speak the 
language” of their clients and meet the unique require-
ments of professional firms and law departments.

The unusual backgrounds of the principals of Morgan 
Wentworth enhance their abilities to match the exper-
tise of candidates with the needs of their clients effi-
ciently and effectively with lasting long term results. 

We are “relationship oriented,” interested in learning 
about each client and candidate in order to make the 
“perfect matches” with regard to culture, talent and goals.

Morgan Wentworth has been consistently success-
ful due to the personal interest and energy dedicated 
to each placement, always keeping in mind the dual 
responsibility to the client firms and the candidates. 
These responsibilities are taken seriously and performed 
with the strictest code of ethics and accountability.

oxford Legal associates
One Liberty Place
1650 Market Street
36th Floor
Philadelphia, PA 19103
Phone: (267) 207-2893
Fax: (267) 319-7901
E-mail: oxford@oxfordlegal.com
website: www.oxfordlegal.com
Contact: Rona Sisson, Esquire, President
Founded: 1995
Legal division Founded: 1995 
Profile: Oxford Legal Associates provides a legal ser-
vices model to its pharmaceutical, biotech, and financial 
services corporate legal clients through the placement of 
high caliber, tech-savvy attorneys who seek a life-style 
oriented career path unique from the traditional law firm 
model.  Our mission is cost-efficient legal solutions for 
our Fortune 500 and AmLaw 100 clients.  Our values 
embrace change in the delivery of legal services with the 
stability of our established reputation for excellence.  Our 
experience is in litigation-oriented document matters, 
corporate contract attorneys, and lateral associate direct 
hire placements.

At Oxford, we never confuse effort with results.  We 
are enterprising recruiters who finish what we start.  
We consistently win the game, recruiting only talented, 
respected, and educated attorneys.  For over a decade, 
top law firms and corporations have depended upon 
Oxford Legal Associates for their legal staffing needs.  
Gaining a reputation for providing unparalleled legal 
talent searches, we have become a pillar in the legal 
arena.  We have offices in Philadelphia, DC, and NYC.

sacks Legal search
1735 Market Street
Suite A405
Philadelphia, PA 19103
Phone: (215) 665-0195 
Fax: (215) 665-0147
E-mail: ssacks@sackslegalsearch.com
website: www.sackslegalsearch.com
Contact: Sabrina Sacks Mann, Esquire
Profile: Sacks Legal Search is led by Sabrina Sacks Mann, 
a licensed attorney with extensive experience placing attor-
neys in permanent positions with law firms and corporations 
in the PA/NJ/DE area and nationwide.  SLS specializes in 
providing the personalized, efficient attention necessary to 
help both lawyers searching for new opportunities and law 
firms or corporations seeking new talent.  SLS places associ-
ates and partner level attorneys at internationally recognized, 
national, regional and boutique law firms and companies, 
and handles law firm acquisitions and mergers. A member 
of the National Association of Legal Search Consultants, we 
pride ourselves on achieving client satisfaction through prin-
cipled, discreet, resourceful, timely and cost-effective service, 
which is custom-tailored for our individual clients.

(Specializing in Permanent Attorney placements)

sMR Legal search
1735 Market Street
Suite A416
Philadelphia, PA 19103
Phone: (215) 665-0800, (856) 424-6905
Fax: (215) 579-7845
E-mail: smr@smrlegalsearch.com
website: www.smrlegalsearch.com
Contact: Susan Rubinovitz, Esquire
Profile: SMR Legal Search was founded by Susan 
Rubinovitz, Esquire, a former practicing attorney and 
experienced legal recruiter, to provide in-house legal 
departments and law firms with top attorney talent in 
the most expeditious and cost effective manner. The 
recruiters at SMR Legal Search are attorneys and 
paralegals who have worked at law firms throughout 
the Northeast, including AM Law Global 100, national 
and specialty boutique firms. Our clients are diverse 
and range from AM Law Global 100 law firms to small 
specialty boutique firms and from Fortune 500 compa-
nies to small start up businesses. Our focus is on plac-
ing attorneys and paralegals in permanent positions 
in Pennsylvania, New Jersey and Delaware. Focusing 
exclusively on placing attorneys and paralegals in 
permanent positions contributes to our unparalleled 
knowledge of the legal market, and our prior legal 
practice experience provides us with a unique insight 
into various size law firms and different practice areas. 
Our clients tell us that we are particularly good at 
finding attorneys in very specific, highly technical and 
hard to find areas of the law.

We handle Lateral Partner Placements, Practice 
Group Moves, Mergers, Lateral Associate Placements, 
In-House Counsel Placements, and Paralegal 
Placements. Most of our business comes from client 
and candidate referrals and repeat business.
As members of the National Association of Legal 
Search Consultants (NALSC), we operate under the 
most stringent ethical standards.

(Specializing in Permanent Attorney and Paralegal placements)
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1000 Valley Forge Circle,
Suite 102B

King of Prussia, PA 19406
Phone (610) 783.0900

Fax (610) 783.7940

patmosesso@morganwentworth.com
www.morganwentworth.com

If you are seeking a new position or if you are 
seeking the right candidate. We work hard to 

facilitate the perfect match

LEGAL CAREER ALIGNMENT
AND PLACEMENT SERVICE

WE SERVE
Enterprising fi rms that are seeking superior • 
attorneys and professional legal staffi ng
Lateral Partners, Practice Groups, • 
Associate Attorneys and professional legal 
staff seeking a positive change
Firms seeking mergers• 

WE OFFER
More than 75 years of combined • 
substantive experience in the Legal arena
A track record of making mutually satisfying • 
matches


