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FOR MANY OF US in the servicing industry, the start 
of 2022 meant getting back into the full swing of things. 
The moratoria were lifted, and some employees who were 
furloughed were asked to come back to work. While some 
returned, others found new opportunities, leaving firms and 
companies to hire new people to fill the jobs left vacant. In 
previous editions of WILLed, our members discussed what 
a ‘new normal’ would look like. And while many of those 
predictions have proven true, I don’t think we were expecting 
the remarkable set of challenges that come along with hiring 
new staff.

The Great Resignation. That’s the label that was given 
to the mass exodus of people leaving their jobs in 2021, 
causing companies to be left with a record number of 
unfilled positions. Not only is finding people to apply for 
jobs a struggle, but companies are also being met with a 
new hurdle: ghosting. Once a candidate applies, interviews 
and sometimes even accepts the position, they suddenly 
disappear- leaving companies at a steep disadvantage.

This edition of WILLed focuses on the who, what, and 
why of this “The Great Resignation” and how we are trying 
to navigate through it. Julia Keys talks about The Great 
Resignation and gives suggestions on how to keep your 
current staff engaged. Michele Lublin shares some insight 
on hiring practices in this new world. Kim Hammond and 
Blake Strautins provide a unique dual perspective interview 
on working from home vs. being in the office full-time. Sarah 
McDaniel tackles the new ghosting phenomenon when 
interviewing and hiring new people. Nicole Caprara shares 
an article about what it looks like to go from a pandemic 
into an endemic. Cheryl Cook talks about getting back to 
basics while Michelle Garcia Gilbert gives business insight 
post-pandemic. Looking for some techniques to ensure 
your remote workers are working securely and meeting 
client requirements? Jeff Schoenberger and Tom Fazio 
give our readers some great tips to secure remote workers 
technologically in 2022.

New to this issue is a great contribution called “Getting to 
Know You,” coordinated by Kathleen Kramer and Michele 
Lublin. It’s a bit of a fun game for our readers to get to know 
the ALFN Leadership Team and the WILL Leadership Team 
by aligning fun facts with an ALFN team member. “Tell Me 
Something Good” takes a new twist by hearing from WILL 
members about what their organization and teams did to 
keep them engaged during the pandemic.

While the pandemic served as a catalyst for The Great 
Resignation, it appears it is here to stay for quite some time. 
And, with that, companies will have to adapt and adjust 
their hiring practices as well as shift important emphasis on 
engaging and retaining their current staff. It is our hope this 
edition of WILLed will provide some beneficial tools on how 
to maneuver around these latest challenges and give our 
members some hope for what’s next on the horizon.

Letter from 
the Editor

MAGGIE GARDEN
Director of Marketing and Client Relations
Bendett & McHugh, P.C.
mgarden@bmpc-law.com
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2020, THE WORLD WAS LASER- FOCUSED ON PROTECTING the health, safety, and wellness of family 
members, friends, and colleagues in the workplace. Businesses were forced to reinvent the way they had 
historically managed their operations and staff. Over the last two years, HR leaders have experienced 
significant shifts in hiring, employee retention and policy oversight as it relates to their employees. 
As most businesses readjusted their in-person workforce to that of a virtual environment, what was 
initially thought to be that of a temporary landscape, has shifted into a more permanent development. 
Business leaders, small and large, faced the difficult task of maintaining health safety measures to 
protect their staff and clients as a top priority while simultaneously managing the expectations of an 
evolving workforce.

In 2021, three words shaped the world of America’s 
workforce, “The Great Resignation.” According to the 
US Bureau of Labor Statistics, 4 million Americans quit 
their jobs. Dominating headlines and stunning busi-
ness leaders as turnover reached an all-time high, the 
world as we knew it had changed rapidly and seem-
ingly overnight. With few exemptions impacting every 
industry nationwide, America’s workforce challenged 

the climate conditions even further than what was an-
ticipated during the most complex of times for business 
owners. Over the course of 2021, workforces adjusted 
their sails in ways never imagined. These efforts were 
made to accommodate the health of their staff, clients 
and vendors during a time when they were unaware of 
additional surprises around the corner to account for 
what has culminated into The Great Resignation.
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Nearly 4.3 million people quit their jobs in January of this year, 
according to the U.S. Department of Labor. The elevated level in 
early 2022 of 4.5 million people comes a year following almost 48 
million people resigning in 2020, setting an annual record. “The 
Great Resignation is still in full swing, even if quits are moder-
ating somewhat,” Daniel Zhao, a senior economist at career site 
Glassdoor, said in a tweet. Job resignations are still up 23% above 
pre-pandemic levels, he said. Resignations appear higher in the 
tech and healthcare industries, although every industry has been 
impacted. Resigning employees driving resignation rates were 
highest among those who served fields experiencing extreme in-
creases in demand due to the pandemic, likely resulting in in-
creased shifts, workload and eventual burnout.

Economists said that the data suggests that people aren’t quit-
ting their jobs to exit the labor market and sit on the sidelines. In-
stead, they said, the high level of resignation indicates a strong job 
market for workers with ample opportunities. According to the 
Labor Department, there were almost 11.3 million job openings in 
January, just shy of December’s record. The high labor demand is 
pushing employers to pay higher wages as they compete to attract 
talent, and that higher pay is luring workers away from their cur-
rent jobs.

Americans quit jobs at a record pace during the second half of 
2021, and more plan to resign in the coming year. About 23% of 
employees will seek new jobs in 2022, while 9% have already se-
cured a new position, according to a December ResumeBuilder.
com poll of 1,250 American workers. The constricted labor mar-
ket has pushed companies into forced competitiveness with high-
er salary brackets as they strive to attract qualified candidates 
and retain their current workforce. Candidates have stepped 
into a much more aware state of mind, now aligning their values 
with an organization and its culture. A shift in consciousness 
appears to have occurred with today’s workforce, whereas long 
work hours, excessive commutes in traffic, most of their time 
spent away from their families and being genuinely unhappy at 
work is no longer acceptable. Candidates are asking employers 
tough questions during their recruitment process relative to the 
company culture, turnover rate and employee perks. They are 
extremely informed of the many options that exist in terms of 
staffing shortages across the globe and the need for qualified tal-
ent across every industry.

In short, empty promises, well-designed websites, corner 
offices, and a plentiful salary aren’t going to suffice for much 
of the workforce any longer. Candidates are now researching 

NEARLY

4.3 
MILLION
people quit their jobs 
in January of this year, 
according to the U.S. 
Department of Labor.

 ABOUT

23%
EMPLOYEES
will seek new jobs in 
2022, while 9% have 
already secured a new 
position, according to a 
December ResumeBuilder.
com poll of 1,250 
American workers.
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organizations more than ever before to gauge their 
reputation in consideration of their next best oppor-
tunity. They are asking for shared examples from 
organizations illustrating their commitment in ac-
tion to address real issues that matter to them. They 
are placing specific focus around company culture 
as opposed to describing what the culture feels like. 
HR leaders now need to demonstrate these proof 
points and should be prepared to speak to examples 
when conducting interviews.

Flexible work arrangements will be the norm, not 
the exception moving into 2022 and likely beyond. 
Candidates have experienced first-hand that the bal-
ance of work and family life is not only attainable, it 
is necessary. The new workforce thoroughly enjoys 
the freedom to work from anywhere and the lessoned 
stress levels on their daily lives. This balance has be-
come the most sought-after benefit during the pandem-
ic – so much so that people value flexibility as much 
as a 10% pay raise, according to new research  from 
the WFH Research Project. More companies continue 
to embrace this change to attract and retain a broad 
talent force. With these new shifts in focus and prior-
itizations on family, mental and physical health and 
balancing everything in between, the challenge is no 
longer finding a quality workforce; it is keeping them 
as the competitive wheel continues to turn.

The most successful of business owners recognize 
that time brings change and identifying creative ways 
to adapt in unchartered territory will lead the way, 
setting themselves apart from their competitors who 
may choose to stand still. Managers who blame exter-
nal factors for turnover, albeit the pandemic, political 
leadership, unemployment benefits, or other reasons 
altogether and refuse to offer flexible work standards 
to their teams, will suffer long-term in the wake of the 
Great Resignation. Organizations that have not already 
might wish to consider driving conversations forward 
with internal leadership, such as, “How can we offer 
more flexibility and give our staff more leverage over 
their schedules and in general, over their lives?”.

Remaining adaptable with the working culture will 
lead to better work-life balance and improved mental 
health for employees. The positive mental health of 

people typically results in greater productivity, loyal-
ty of staff, positive engagement and reliability. Many 
businesses may need to reexamine the role of “work” 
as people are now focused on taking control of their 
work and personal lives by maintaining a healthy bal-
ance between both. The overall need to experience 
fulfillment of one’s purpose appears to be of the ut-
most importance with the current shift in mindset.

As the workforce continues to evolve, remote jobs 
will become more competitive, placing a significant 
amount of pressure on companies already struggling 
to hire qualified candidates and stay within profit 
margins. A growing number of leaders appear to be 
turning to automation and, in varying industries, hir-
ing international candidates to fill open roles. The 
challenges for businesses overseeing P&L and person-
nel budgeting are not isolated to managing employ-
ees remotely. The challenges with managing remote 
employees for continued productivity, enhancements 
to company culture and values all while maintaining 
revenue streams and ensuring the organization re-
mains profitable remain. Additional investments and 
allocation of resources are likely necessary as well to 
ensure that confidential information remains secure 
and data is protected while remote employees are not 
in the office.

By exploring additional reasons for resignation rates 
in a quest to identify trends with varying populations, 
turnover rates appear higher among mid-career level 
employees. While turnover is typically higher among 
younger employees, resignations decreased for work-
ers within the 20-25-year-old bracket. This is likely 
due to reduced demand for entry-level positions, great-
er financial instability of the economy and uncertainty 
for the future caused by the pandemic. However, as 
this trend continues its shift, more and more entry to 
mid-level career goers appear to have perhaps reached 
a breaking point. After years of high workloads, stress 
from the global impact of the pandemic and personal 
stresses created in between, many have left their cor-
porate jobs and industries altogether inspired by an 
evolution of their life goals.

A data-driven approach is recommended for im-
proving retention and identifying predictive trends 
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Flexible work 
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exception moving 
into 2022 and likely 
beyond. Candidates 
have experienced 
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and family life is not 
only attainable, it is 
necessary.
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within any organization. Placing relevance on the factors contributing to 
a) why are employees leaving and b) how to prevent it, will allow the or-
ganization to place emphasis on the root cause and identify solutions for 
improvement. Gaining visibility on and quantifying the problem should 
be the goal. To calculate your attrition rate, take the total number of sepa-
rations per year and divide by the total number of employees. Now identi-
fy how many of those come from voluntary resignations.

Key performance metrics must be utilized to identify impacts on a busi-
ness. Losing valuable team members with skillsets that drive business pro-
ductivity, enhance customer experiences and client retention negatively 
impacts a business’s quality of work, timeliness and bottom-line revenue. 
Comparing specific data elements to changes in various metrics across the 
company will typically identify the full scope of impact.

Finding the root cause and applying a strategy as a part of retention 
approaches for 2022 for HR leaders and business owners is crucial. 
Leaders must signal their values both internally and externally to at-
tract prospective talent and keep current talent engaged. Reflecting on 
lessons learned during The Great Resignation, sourcing feedback from 
employees while they are still a part of the organization tends to yield 
valuable results as this gives them the opportunity to feel connected. 
Of course, allowing feedback during exit interviews is important in 
understanding why talent is leaving. Advancing company culture re-
quires a humbling approach to step outside of what we have always 
done and rethinking what we “should” do moving forward.

Using the feedback collected both ahead of and during exit inter-
views, should be moved into action to drive measurable change. Com-
munication is key when any significant measures are taken to enhance 
culture or to illustrate that team members voices are valued. Employ-
ees will be much more likely to participate and share details that lead-
ers want to know about if their feedback initiates action.

For companies struggling to identify ways to begin increasing com-
munication efforts with their employees, start with sending out anon-
ymous surveys to your organization. Ask them how they are doing 
specific to their role, teams and departments. What is going right and 
what is going wrong? Do they have suggestions on ways to improve any 
particular challenges they are facing? Allow them a confidential and 
“safe” place to convey recommendations or to allow leaders to jump 
ahead of problems. The positive impact of taking this approach may 
lower attrition and prevent someone critical to your organization from 
leaving entirely.

In many instances, employees have thought about leaving for months 
on end before making the decision to do so. Leaders often wish they 
would have known that the employee was unhappy ahead of time. A shift 
from receiving a resignation letter to countering offers and convincing 
someone important to an organization to stay on board is a reactive ap-

As the workforce 
continues to evolve, 
remote jobs will become 
more competitive, placing 
a significant amount of 
pressure on companies 
already struggling to hire 
qualified candidates and 
stay within profit margins.
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proach and, in many instances, caus-
es resentment and lack of trust down 
the line. Engaging with employees 
proactively builds trust, authenticity 
and open lines of communication.

A silver lining in the horren-
dous pandemic the world has lived 
through for the past two + years may 
be found in the fact that the work-
place, where people spend the ma-
jority of their time each day has tak-
en a significant step forward in the 
positive whereas, work will balance 
moreso around our personal lives as 
opposed to our personal lives balanc-
ing around work. This shift should 
create a happier, more functioning 
workforce with lowered percentages 
of risk for burnout or mental health 
concerns.

We can all stand to learn a few 
valuable lessons from the Great Res-
ignation, particularly in recognizing 
the importance of establishing value 
propositions. Conveying these val-
ues regularly and exemplifying their 
use authentically across the com-
pany culture will not resolve every 
challenge. We have learned that can-
didates are in search of work with 
organizations that have a vision of 
values driving and sustaining their 
company culture. If I could highlight 
a key take-away, it would be to ac-
tively encourage feedback from those 
currently within your organization 
and those on their way out. Leverage 
the importance of the answers they 
hold by willingly listening to what 
is conveyed and appreciate the op-
portunity to use this information to 
your full advantage.

Wishing you all a safe, productive, 
thriving and happy Q2 of 2022. 
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HIRING IN TODAY’S 
COMPETITIVE MARKET

BY MICHELE LUBLIN 

DIRECTOR OF OPERATIONS 

RUBIN LUBLIN, LLC 

MLUBLIN@RLSELAW.COM
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IKE MOST SERVICERS, vendors, and law firms in our industry, I was 
recently faced with the need to hire a new member for my team. In these 
times of ‘The Great Resignation,’ ‘Ghosting,’ and people prioritizing a bevy 
of personal (and totally valid) needs over the ways many of us are ‘used 
to’ showing appreciation to our employees, the task of hiring seems almost 
overwhelming. I’m sure I am not alone in my fear of finding the right person to 
fulfill a much-needed role in my organization.

Seeking new and effective ways to fill the position, which in and of itself, was 
unique, I was drawn to using LinkedIn. While browsing this amazing profes-
sional networking platform, I often saw other connections posting about jobs 
available at their companies. But how could I benefit from using my connec-
tions to find resources? Could I do this at a cost that was acceptable in a way 
that met the needs of the applicants? Could it be QUICK, EASY, and PAIN-
LESS to apply? Would I be able to communicate FREQUENTLY and possibly 
reduce the opportunity to fall prey to being ghosted? Alas, I decided to give 
it a shot.

On LinkedIn, you can ‘Post a Job,’ in which you can provide a title, a brief 
job description, select required and/or preferred skills, and define qualifica-
tions (i.e., must submit to a background check). You can also add benefits by 
bullet points offered by your company. Then, with a single click, you can post 
the job and create a post on your profile. It’s incredibly easy and guided. And, 
best of all, you can choose the posting to be FREE. If you have funds for hir-
ing, you can also select to promote the job. However, I did not find promoting 
made much of a difference in my search. In addition, you can ask coworkers to 
SHARE your LinkedIn posting as well as on your company’s LinkedIn profile.

Once posted, it is simple to view the job posting and any applicants (by 
selecting ‘Jobs’ then ‘My Jobs’) on LinkedIn. In addition, you receive email and 
online notifications when someone applies. Once an individual applies, link 
any connection on LinkedIn, you can review their resume and cover letter (if 
included) and even view their LinkedIn profile to pick up any other details 
about their background.

After reviewing an applicant, you select ‘Good Fit,’ ‘Maybe,’ or ‘Not a Fit.’ 
For applicants out of the country, unless you specifically allow them, they will 
automatically be marked as ‘Not a Fit.’ These settings are for your reference 
and for sorting applicants quicker. Applicants who don’t meet your required 
skills will also be auto-marked as ‘Not a Fit.’ ‘Not a Fit’ candidates are sent 
notification three days hence; they are not being considered for the position. 
It’s a prewritten message and can be modified as desired. For those considered 
a good fit or a maybe, you can send them a message, and they will be notified 
via their LinkedIn notification method.

L
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After setting up the free job listing on LinkedIn, I 
sat back and waited for the applicants to fly into my 
inbox. Yes, I started with optimism…why not? To 
my surprise…I mean…As expected, I had 10 appli-
cants in the first 24 hours. While not all were a good 
fit, I did have at least 3 or 4 who met the minimum 
requirements and were worthy of follow-up. I be-
gan my conversation by sending a message drafted 
by LinkedIn, which specifies your interest in their 
application and asks them to provide a few avail-
able dates and times to ‘meet’ for 30-45 minutes in 
the next few days. You can, and I did modify the 
message to personalize and address something spe-
cific in their application/resume. I messaged with 
candidates quickly and effectively to set up a ‘zoom’ 
initial interview.

Outside of LinkedIn, I used another method to 
communicate with applicants – using our Firm’s 
GoTo VOIP system which allows employees to use 
their business line to ‘text’ individual’s cell phones. 
This gave me the ability to confirm the interviews by 
sending a reminder one hour in advance.

I personally found frequent communication, pos-

itive feedback and honesty and integrity were key in 
engaging with applicants and ensuring open com-
munication from them too. Here are some statistics 
from 2021 highlighting why using texting should be 
an important part of your recruiting process.1

• 61% of consumers say that the time they spend tex-
ting each day has either increased or significantly 
increased due to COVID

• Almost 60% of consumers reply to a text message 
within 1-2 minutes on average

• Consumers largely reply back to an email within 
an hour (37.2%), and for a quarter of consumers it 
can take up to a few hours for them to reply back.

Using these tools, I hired a new Business Opera-
tions Associate via LinkedIn, and I’m super excited 
to welcome him to our team. Next time you’re in the 
market for a great employee, try out LinkedIn and 
other texting/messaging tools to find the right can-
didate for you. 

1 https://simpletexting.com/2021-texting-statistics/
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Work from Home 
vs. In the Office
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BY BLAKE STRAUTINS, MANAGING PARTNER 
 KLUEVER LAW GROUP, LLC, BSTRAUTINS@KLUEVERLAWGROUP.COM

AND KIM M. HAMMOND, MANAGING ATTORNEY
KEITH D. WEINER & ASSOCIATES, CO. L.P.A., KHAMMOND@WEINERLAW.COM

THIS ARTICLE is in an interview format from two different perspectives. Blake Strautins works remotely full-
time and Kim Hammond works in the office full-time. This explores an interesting insight from each point of view.

What good has come out of the pandemic for 
you and your firm?
BLAKE: We had frequently flirted with the idea of 
some remote work for employees, but there was al-
ways this unknown fear behind the concept— “would 
it work?” In the span of just a few weeks at the on-
set of Covid-19, we quickly realized that the answer 
was “yes.” Not only are our employees more satisfied 
with remote work (we polled our employees, and the 
response was overwhelmingly in favor of the model), 
but often, they are more productive. The remote work 
model also compelled us to focus more heavily on the 
tech side of law firm management, resulting in a mul-
titude of efficiencies and cost savings on that front 
as well. Overall, our approach to managing the firm 
has drastically shifted in the last few years—following 
the traditional law firm path does not always mean 
success, and being able to adapt and be agile as our 
environment changes can be immensely beneficial.

KIM: We were always dead set against the idea of 
remote work. Logistical nightmares aside, we were of 
the belief employees should be in the office every day, 
where we could watch their productivity and work 
output. Covid-19 forced us to take a step back and 
quickly reassess everything we knew up to that point. 
Although in Ohio, law firms were deemed essential 
businesses allowed to remain open (at one point 
most retail stores closed for a month unless they sold 
food and other essentials), we needed to space our 
employees out to protect them. The only way to do 
that was to allow some to work remotely. Within a 
week, we had full-time and part-time remote employ-
ees. This was easier for Wisconsin and Kentucky 
because they are e-file states. However, out of Ohio’s 
88 counties, only a handful are e-file. Most counties 

require original attorney signatures on documents, 
and someone needs to copy and mail them out. To 
be fair, we still allowed the Ohio employees to work 
part of their week remotely and part in the office. We 
got tech-smarter and learned new and improved ways 
to gauge productivity. It is almost two years later and 
we still have remote workers; thankfully, it’s working 
for us and our employees are happy and healthy. An-
other plus is the courts also learned hearings could 
be successfully held remotely, either via phone or 
Zoom. This has been a huge benefit for our attorneys 
who sometimes have to drive five hours to attend a 
five-minute hearing. Many courts plan to continue re-
mote hearings in the future.

What negatives have come out as a result of 
the pandemic?
BLAKE: Despite all the positives we have seen, the 
biggest negative has been the lack of camaraderie 
and inclusion from working side-by-side in an office 
environment with your colleagues. It is nearly impossi-
ble to recreate that “buzz” you get from an office envi-
ronment, where you live and breathe around the office 
chatter, overhear legal issues being discussed and 
resolved, and, most importantly, the human contact 
most of us genetically crave.

KIM: I agree with Blake, camaraderie certainly 
suffered. Even while in the office, we were wearing 
masks, staying six feet apart, and rubbing elbows to 
say happy birthday instead of shaking hands or giving 
a hug. We are like a large family and pre-pandemic 
we celebrated holidays with potlucks, grilled hotdogs 
on opening day, ate corned beef sandwiches on St. 
Patrick’s Day, and our charity committee had fund-
raisers every month. All of that came to an abrupt 
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halt and for a year and a half we didn’t so much as 
offer our usual popcorn to employees on Friday after-
noons. Our staff missed their work friends and things 
just weren’t the same. It wasn’t until Thanksgiving of 
2021 when we were able to have our first potluck. 
Remote workers switched their days so they could 
be in the office for it, and it was amazing.

How do you successfully manage your people 
remotely and keep them engaged?
BLAKE: It is certainly more difficult being complete-
ly remote—we even have employees spread out in dif-
ferent states across the country as well. But it means 
we consciously intensify our daily interactions over 
Teams and the phone. It makes it that much more 
important to frequently and intentionally reach out to 
your employees, as you no longer have the normal (or 
random) interactions that occur in a traditional office 
environment. It was also important to listen to that 
which our staff responded and that to which they did 
not. We initially tried to have more video calls, but 
we found out a lot of our team did not enjoy being 
on camera (which is understandable, I hate the way I 
look on video!), so we shifted gears to formats more 
universally preferred.

KIM: This was what scared us the most. How do 
you know your employee is working and not on the 
couch binge-watching Netflix or taking their dog for 
eighteen walks a day? We had to be more diligent. 
Running reports constantly and implementing even 
stricter timeline management helped. It made us 
better managers and our employees better workers. 
Everyone knew what was expected of them and they 
would be held accountable. If you couldn’t get the 
work done remotely, you had to come back to the 
office full time. We’re offering more fun events in the 
office again and in response, people are making sure 
to swap their remote days so they can be here and 
not miss out.

How do you handle business development?
BLAKE: At first, this was challenging, as con-
ducting meetings with people over Zoom lacks the 
interpersonal element and connection which can 
only be established in person. As time has gone 
on, though, outdoor meetings became increasingly 
popular, and now most people I know are back to 
in-person meetings. The large gatherings are less 
common, but I find the more intimate ones to be far 
more beneficial when it comes to getting to know 
people. I have always had the mindset when there 
is a crisis, there is also opportunity, and when 
many people were afraid to get out and meet in 
person (which is respectable), I embraced getting 
out there to meet folks whenever possible and as 
safely as possible, which has proven to be a suc-
cessful strategy.

KIM: Not an easy thing to do when there were 
travel restrictions, a visitation moratorium, and can-
celled conferences. I was used to traveling several 
times a month, and suddenly, I didn’t get on a plane 
for a business trip for 15 months. Who would have 
thought I’d miss that, but I did. I also missed see-
ing my colleagues at conferences, which forced 
us to pick up the phone and reach out to people. I 
know emails are quicker and easier, but reaching 
out and actually talking to a client is rewarding. I 
encouraged my staff to make a connection and 
communicate directly, and clients appreciated it. I 
also spoke to my colleagues more often and that 
camaraderie helped get me through everything. 
Many firms were in the same predicament and we 
found ourselves commiserating, brainstorming, or 
just listening; it was beneficial to all of us. I recently 
attended the MBA conference in Orlando and it 
was like coming home. It was so nice to see people 
again, and as pandemic numbers continue to de-
cline, I hope we’ll be seeing each other more and 
more in the future. 

We’re offering more fun events in the office 
again and in response, people are making sure 
to swap their remote days so they can be here 
and not miss out.
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BY SARAH MURPHY MCDANIEL 
MANAGING ATTORNEY – AR & TN BANKRUPTCY 

MACKIE WOLF ZIENTZ & MANN, P.C. 
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After interviewing an excellent candidate, you reach out to schedule a 
follow-up meeting or with an official offer. No response. You reach out 
a second time – maybe a third – and continue to wait. Even worse, the 
candidate accepts the offer and then fails to show up on their scheduled 
start date. Your calls, emails, and texts go unanswered. Radio silence. 
The candidate has disappeared. Does this sound familiar? If so, you’re 
one of more than 3 out of 4 employers who have been ghosted by a 
job seeker.1

1  Kristy Threlkeld, “Employer Ghosting: A Troubling Workplace Trend,” February 11, 2021, https://www.indeed.com/lead/
impact-of-covid-19-on-job-seeker-employer-ghosting

2  Merriam-Webster.com Dictionary, s.v. “ghosting,” accessed March 8, 2022, https://www.merriam-webster.com/dictionary/
ghosting.

3  “Candidate Ghosting,” Robert Half online, February 15, 2022, https://www.roberthalf.com/blog/job-market/candidate-ghost-
ing#accordianBody.

4  “Employment Situation – February 2022,” Bureau of Labor Statistics, U.S. Department of Labor, March 4, 2022. Accessed 
March 7, 2022.

Merriam-Webster defines ghosting as “the act or practice of abruptly cutting off 
all contact with someone usually without explanation by no longer accepting or 
responding to phone calls, instant messages, etc.”2 In the past, the term “ghosting” 
has typically been limited to the dating world; however, this trend has crept into the 
workplace, and employers are increasingly being left stranded by job seekers. Ac-
cording to a recent survey, approximately 39% of hiring managers report an increase 
in ghosting compared to two years ago.3 Not only is ghosting frustrating to hiring 
managers, but it costs companies time and money.

WHY ARE EMPLOYERS BEING GHOSTED?
The obvious answer is a competitive job market. With a national unemployment rate 
of 3.8%,4 potential candidates have more opportunities and are likely being pursued 
by multiple employers. A candidate with numerous interviews or job offers may 
simply decide not to respond to certain employers with less enticing offers.

Easy come, easy go. Professionalism and decorum are declining due to changes 
in technology and workplace culture. With the rise of online job postings through 
sites like Indeed, Monster, and LinkedIn, job seekers can apply from the comfort of 
their couch with the click of a button. The ease of applying electronically, along with 
informal and virtual communication, may lead to a diminished sense of account-
ability and a lack of personal connections making it more likely ghosting will occur.

MAYBE IT HAS 
HAPPENED TO YOU.
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HOW CAN 
GHOSTING BE 
PREVENTED?
AVOID UNNECESSARY DELAYS
In a heated job market, delays in the hiring process increase the likelihood of being 
ghosted by a potential employee. In one survey, 33% of professionals admitted ghosting a 
prospective employer because the interview process was poor.5 To avoid being stood up 
by job candidates and hire the best talent, employers should simplify the interview pro-
cess and move quickly to extend offers to candidates.

KNOW YOUR CANDIDATES AND MAKE COMPETITIVE OFFERS
Employees are looking for more than the traditional benefits package from their future 
employer. Today’s job seekers tend to place a higher value on culture, work-life balance, 
and personal growth. To attract top talent and remain competitive, employers should 
consider benefits beyond salary and health insurance, such as parental leave, flexible 
work schedules, and employer-sponsored well-being programs. Outdated compensation 
packages are unlikely to satisfy today’s job seekers.

COMMUNICATE AND SHOW YOUR ENTHUSIASM
In order to prevent ghosting, one human resources manager suggests “asking up front if 
candidates have other offers or interviews” to gauge their interest in the position. Once 
an offer is accepted by a candidate, she recommends keeping the line of communication 
open and active. Her approach is to “have multiple touch points when [she’s] checking in 
with them before their start date to let them know [they] are working on getting every-
thing together for their first day. This helps show the candidate [they’re] excited to have 
them and actively working on things just for them.”

DON’T GHOST JOB SEEKERS
Ghosting is just as frustrating for job seekers as it is for employers. Many applicants re-
port being ghosted by employers after an interview, and most employers admit to ghost-
ing job seekers in the past.6 Companies should treat job candidates with respect and ad-
vise candidates as soon as possible once a hiring decision has been made to protect their 
reputations and attract qualified candidates. 

5  “What to Do When a Job candidate Ghosts You,” Robert Half online, last modified March 7, 2022.
6  Kristy Threlkeld, “Employer Ghosting: A Troubling Workplace Trend,” February 11, 2021, https://www.indeed.com/lead/impact-of-

covid-19-on-job-seeker-employer-ghosting
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WHO WOULD HAVE THOUGHT WE WOULD BE HERE? A pandemic reminiscent of the 
1918 flu swept through the entire world. Many lost family, friends, colleagues, or acquaintances, 
or they know someone who did. We mourned with those who mourned. Now what?

My dad was one who passed during the pandemic, al-
though not because of the virus. As a former Marine, 
he used to tell us kids, when you are trying to sort out 
where to start after an interruption, you “do it by the 
numbers.” Do the first thing, then the next, and before 
you know it, you are back on track.

Sadly, many businesses shuttered during the pan-
demic; others survived but with vastly different land-
scapes – less work, fewer employees, different work 
requirements, etc. Now that omicron has made its 
way through the world and with the understanding 
the next variant may be hovering on the perimeter, it’s 
time to get back to the basics of business. How?

1. STRATEGIZE
According to Lao Tzu, “the journey of a thousand miles 
begins with a single step.” Stephen R. Covey said we 
should “begin with the end in mind.” Thus, we must 
revisit our business vision and develop a strategy to 
steer us as efficiently as possible toward those goals. 
Remembering why we do this work, the contributions 
we want to make to our clients and our field, and the 
results we want to see in our own businesses will di-
rect our return to a productive work environment and 

provide focus and drive for ourselves and for others in 
our firms.

2. RESEARCH CHANGES AND REFRESH 
SKILLS/ABILITIES
To start, we need to refresh our understanding of 
statutes like the Fair Debt Collection Practices Act, 
as well as regulations and compliance issues that 
impact our business. Most foreclosures were stalled 
for over a year, and Congress revised major federal 
statutes and regulations controlling debt collection 
practices. Therefore, as we return to a more active 
business environment, we must refresh the knowl-
edge base for ourselves and our experienced staff, as 
well as train any new hires in the steps required by 
new laws and regulations.

Further, as we add new staff or call back any who 
were furloughed over the last year or two, we need 
to give them time to learn or refresh their familiari-
ty with the basic elements of our office environment. 
If we have staff who weren’t very familiar with the 
phone system or who had their workflow interrupted 
by layoff, they will need time to refresh their skills 
with the computer system, telephones, and file man-
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agement software, as well as any updates or changes 
which have been implemented.

We also want to review firm websites and make sure 
our information is still accurate as well as compliant 
with the changes that apply to our individual states 
and communities. For any firms who see clients in the 
office, we should ensure our websites accurately re-
flect any protocols in place in our locations, as well as 
provide information for those who might not be ready 
for face-to-face yet as to how they can avail themselves 
of our services.

3. UPDATE/ENHANCE TOOLS/EQUIPMENT
In addition to the human components of our busi-
ness, we want to make sure our offices are functioning 
and up to capacity for business growth – not just the 
computers, printers/copiers, phones, networks, and 
such, but also the physical space where we conduct 
our business and our client contracts. Contracts may 
come up for renewal (including leases), so we want to 
review those to see where we are with the timelines 
and determine whether any changes are needed.

Depending on how we move forward with work-
from-home (WFH), our space needs may have 
changed. Are we going to incorporate cube-sharing? 
Are we compliant with our clients’ security and tech-
nology requirements? How are we monitoring security 
for WFH employees relative to customer privacy?

4. EVALUATE DUTIES
In addition to (or in connection with) the above, re-
viewing staff assignments, potentially reevaluating 
who handles what, and whether shifts in job responsi-
bilities or team assignments are warranted, is critical. 
We all have staff who have struggled through the last 
two years of uncertainty, shoulder to shoulder with 
us, helping us meet our obligations to our clients. As 
receivables tick upwards, it’s a good time to review 
compensation packages and wage/salary structure for 
those employees, even as we identify where we might 
need to adjust staffing levels. Some areas of our busi-
ness may be diminished permanently, while others are 
ready to explode.

Goal setting, marketing, business development, 
staffing, training, and other elements of business 
operation are critical normal business practices. Af-
ter the last two years of government-imposed stag-
nation, they are even more important. Leadership 
and focus require we evaluate who is on our team 
and who is going to be responsible for what areas. 
When everyone on the team knows who is handling 
what, leadership can focus on developing new busi-
ness, reconnecting with existing clients, and steer-
ing the business into the next phase of its growth 
and development.

Here we go. 

When everyone on 
the team knows who 
is handling what, 
leadership can focus 
on developing new 
business, reconnecting 
with existing clients, and 
steering the business 
into the next phase of its 
growth and development.
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remember being asked over 10 years ago to write a pandemic plan 
by a client of mine. I had never even heard of a pandemic plan, so I 
had to “Google” it. After my research, I was thinking, “Well, that will 
never happen. We would never have half of our staff out with the flu!” 
I will never say “never” again!

In early 2020, the world as we knew it ceased 
to exist. For most of us, it was the first time we 
were living through a pandemic, since the last 
major one was the Spanish Flu in 1918. This 
was a very scary time, but now I had a plan!

You can plan for just about anything, but a 
plan only gives you the bullet points, a check-
list per se. It isn’t until you live the plan that 
you can truly identify all areas which need to be 
addressed. So, just as I had to learn about a pan-
demic, I now needed to learn about an endemic 
and the difference between the two.

What is the difference between pandemic 
vs. endemic?

Let’s first look at the scientific meaning of 
these two words:

Pandemic – Widespread, rapid spread of dis-
ease, with exponentially rising cases over a 
large area.

Endemic – Viruses which are constantly 
present and have a fairly predictable spread.

To summarize, a pandemic is an outbreak of a 
virus that spreads quickly, without concurrent 
development of ways to control, analyze and 
monitor it. An endemic has reached the point 
where we can somewhat control the virus and 
have the capabilities to monitor it and protect 
ourselves. In other words, we have basically 

moved toward learning to live with the virus.
Now, let’s look at the social difference be-

tween the two:
In 2019 many people were “living to work,” 

spending at least 10 hours of their day either at 
work or on the phone, handling numerous other 
responsibilities. Some were traveling for work 
and spending many days and nights away from 
their home and from their families.

The pandemic put both the country, and 
largely our industry, on hold with moratoriums 
of foreclosures and evictions nationwide. Cor-
porations had to downsize or even close due to 
the outbreak of COVID-19.

Today, as we move toward the endemic, our 
priorities have significantly changed. More peo-
ple are prioritizing family and personal happi-
ness over work. They choose “working to live” 
instead of “living to work.” Because many peo-
ple had lost their jobs, were laid off or sent to 
work remotely, they began to realize the impor-
tance of taking back their time and how it was 
spent.

People are taking more vacations and spend-
ing more time with family and friends, but all of 
this is making it increasingly difficult for busi-
nesses. People do not want to go back into an 
office setting again or to be tied to a phone and 
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email. Corporations are starting to see the 
importance of work/life balance and are 
responding. We are seeing more corpora-
tions adapting the hybrid mode (for exam-
ple, working two or three days in the office 
and the remainder working at home).

Applications for new businesses from 
2019 to 2021 grew by approximately 75 
percent.

Next, Insurance states, according to the 
National Women’s Law Center, “Women 
were more than twice as likely to start a 
business during 2020 than were men. This 
is noteworthy in a year when new busi-
ness applications reached an all-time high 
of 4.34 million, according to Census.Gov. 
The growth was likely driven by the 2.3 
million women who left the labor force 
between February 2020 and January 2021 
due to economic, health and childcare im-
pacts of COVID.”

We are seeing more women being sup-
ported in their new business endeavors 
on TikTok and Instagram. They use social 
media to advertise and introduce their 
businesses to others. Even corporations 
are listening and sending free products to 
influencers to generate revenue and pro-
mote the products they provide.

Our industry is changing and becoming 
more receptive to this new way of life. The 
new normal is to conduct business and 
treat our employees, clients, and peers 
with more compassion and appreciation.

The pandemic was something we nev-
er saw coming, but the impact on our 
country may not have only been nega-
tive. As we approach the shift to an en-
demic, we are seeing positive changes, 
evidenced by more doors opening for 
women, both in the corporate and small 
business realm. 

Our industry is 
changing and 
becoming more 
receptive to this 
new way of life. 
The new normal is 
to conduct busi-
ness and treat our 
employees, clients 
and peers with 
more compassion 
and appreciation.
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seems we are poised at the start of 2022 to look back and assess 
the impact of the pandemic on businesses as a whole, with a 
focus on law firms. The entire world was affected by COVID-19 
and resulting safeguards, though professionally the bottom lines 
of some businesses were less impacted than others. For example, 

businesses such as movie theaters, nail salons, warehouses, and meat processing 
facilities saw supply chains interrupted, demand for products and services decline, 
and government mandated closures.1

1  https://www.bls.gov/spotlight/2021/impact-of-the-coronavirus-pandemic-on-businesses-and-employees-by-industry/home.htm
2 Id., at page 2
3  Id., at page 10.
4  https://www.rocketmatter.com/general/7-ways-the-pandemic-has-affected-the-legal-industry/
5  https://www.americanbar.org/content/dam/aba/administrative/digital-engagement/practice-forward/practice-forward-survey.pdf
6  Id.

Some private industries were able to continue to pay 
employees throughout the pandemic, or the last 2 
years, even though those employees may not have 
been working full-time. U.S. Bureau of Labor Statis-
tics surveys found 76% of finance and insurance com-
panies, employing over 2 million workers, continued 
to pay employees, while only 32% of accommodation 
and food service companies did, and 54% of health 
care companies, almost 8 million workers, continued 
to pay employees.2

Industries least affected by the pandemic are 57% 
of private utility companies, employing about 316,000 
workers, and 36% of financial and insurance compa-
nies, employing about 2.5 million workers.3

The biggest takeaway from the Labor Bureau’s sur-
vey is that all industries increased telework for all or 
some of their workers. Not surprisingly, the highest 
rate of increase for telework was in educational ser-
vices with 60%, covering approximately 2.7 million 
workers. Also not surprisingly, the lowest rate of in-
creased telework was in accommodation and food 
services, where only 4% of these companies increased 
telework, for approximately 1.6 million workers.

IMPACT ON LEGAL SERVICES DURING 
PANDEMIC AND GOING FORWARD
Though the pandemiYc transformed the way many 
businesses operate, by propelling the use of remote 
work and technology, some law firms embraced re-
mote work well before the last 2 years. For example, 
firms that utilized remote workers, electronic signa-
tures, paperless files and virtual meetings via tele-

phone or audio-visual platforms were prepared to con-
tinue working when the pandemic hit in March 2020.4

Despite the preparedness of some “virtual” law 
firms, an American Bar Association (ABA) study, 
Practicing Law in the Pandemic and Moving Forward, 
found 52% of lawyers thought finding clients was 
much harder during the pandemic.5 Social distancing, 
quarantine, and other COVID-19 guidelines, like mor-
atoria, negatively impacted number of people seeking 
legal counsel. Also, law firms lacking an internet pres-
ence, such as a website or social media, may not have 
been prepared for virtual development.

The ABA study also found that lawyers of color and 
women attorneys experienced higher levels of stress 
than male attorneys due to managing remote work 
and the household, especially with remote schooling 
for at-home children. Even with this increased ten-
sion, 80% of the attorneys surveyed continued to work 
full-time during the pandemic.6

WHAT WE MIGHT SEE IN THE FUTURE
One of the most prominent outcomes of the pan-
demic is the advent of fully remote work. Fully re-
mote work adds some strain due to the inability to 
separate work from personal and home life. Attor-
neys for the most part, seemed to have adjusted to 
remote work, especially those previously prepared, 
like those in default servicing industries with strict 
information technology requirements, electron-
ic business processes, paperless files, et al. In fact, 
it appears that attorneys, who typically have high 
stress, high demand careers with long hours in the 

IT

36 ALFN WILLed // VOL. 7 ISSUE 2



office, benefitted from remote work which led to 
better work-life balance.7

The accelerated use of technology by law firms 
brought on by the pandemic shows no sign of slow-
ing down. Law firms generally found remote work 
did not impact productivity, client service levels 
did not decline, and growth and revenue were up 
even during the worst times of COVID- 19. Attor-
neys express pride in the way they managed remote 
work through adaptability, resilience, and teamwork, 
though they missed the collaborative and collegial 
aspects of in office activity. 8

While law firms reduced physical office space by 
about 10%, most attorneys surveyed by the Ameri-
can Bar Association feel favorable about returning 
to the office in person, but they want to option to 
have a flexible schedule with a mix of in-person and 
remote work. After experiencing remote work, albe-
it with growing pains, lawyers know what technol-
ogy and remote work post pandemic offers to the 
practice of law and to a better work-like balance, 
such as less time on the road commuting and the 
ability to practice law as a digital nomad, in another 
city, state or country.9

7  https://www.forbes.com/sites/forbesbusinesscouncil/2021/11/08/the-effects-of-the-pandemic-on-the-legal-industry/?sh=2ece39a27f77
8  https://nysba.org/covid-19-and-its-lasting-impact-on-the-legal-profession/
9  https://www.americanbar.org/content/dam/aba/administrative/digital-engagement/practice-forward/practice-forward-survey.pdf
10 Id. At page 74
11 https://en.wikipedia.org/wiki/How_Ya_Gonna_Keep_%27em_Down_on_the_Farm_(After_They%27ve_Seen_Paree)%3F

What does this mean for the future practice of law? 
The ABA survey found attorneys are more aware of the 
resources they need to effectively practice law remote-
ly, namely home equipment and internet access which 
parallel the office environment, available remote ac-
cess to office files, and strong IT training and support 
be available. What happens in the future with remote 
work in general and in particular the practice of law is 
only limited by technology, creativity, and the vision 
of the current, and future, workforce.

“The unprecedented transition to remote work has 
truly created a “new normal,” and this paradigm 
shift will have far-reaching consequences for the 
profession well after the pandemic has abated…The 
significant changes over the past year will provide a 
unique and historic opportunity for legal employers 
to reassess and re-evaluate themselves, and to imple-
ment meaningful changes to the practice of law mov-
ing forward.” 10

Echoing back to World War I, a song popular at 
that time asked the question: How ya gonna keep ‘em 
down on the farm after they’ve seen Paree? Or how are 
you going to keep them in the office after they have 
worked remotely? 11 
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THOSE WHO’VE WORKED in the default industry for years know client requirements, 
enforced by extensive audits and reviews, drive a great deal of technology planning, 
spending, and configuration at the law firms who work for those servicers. At the outset 
of COVID-induced work-from-home requirements, clients modified some policies. For 
example, some clients enforced an IP whitelisting requirement pre-COVID and dropped 
it during COVID because it became too complex to enforce when people no longer 
worked from a limited number of physical locations with static IP addresses.

However, the core tenet of far-reaching, enumerated 
security requirements remains. Firms working for de-
fault clients must have in place, and oftentimes prove 
via client-driven audits, written, detailed policies on, 
among other things:

• PASSWORD SECURITY: How complex are em-
ployee passwords required to be? Do you require 
two-factor authentication? How often must pass-
words be changed (although recent research shows 
requiring frequent changes reduces security)?

• DATA ENCRYPTION: No matter where the firm 
stores data (i.e., onsite or with a cloud vendor), is 
that data encrypted? Who could decrypt the data?

• DATA BACKUP: Is there a data backup protocol? 
How frequent are the backups? How many backups 
are kept? How are old backups destroyed? How of-
ten is a test restore done to make sure the backups 
work? What data security policies are in place for 
backups?

•  DATA SECURITY: Firms hold both digital and (at 
least some) paper files. In addition to the digital data 
questions above, how are physical files protected? Is 
there a locked file room? Do employees have locking 
desk drawers? Are there cameras or other methods 
of tracking people and paper? What about fire sup-
pression and alarm systems?

Katie Graff, Compliance Analyst at Schiller, Knapp, 
Lefkowitz & Hertzel, LLP (SKLH), told us clients 
are often in the driver’s seat on technical security re-
quirements. Written protocols are the beginning for 
the Firm, not the end. In addition to written policies, 
when audited, firms learn quickly audits are no curso-

ry affair, and pushback is expected. Auditors are likely 
to ask about everything from choice of hardware or 
IT vendor to compliance with SOC 2 or SOC 3 speci-
fications, to seemingly small details like server room 
door locks.

Katie also talked about the need to secure hardware 
for users working from home. One way to maximize 
remote work while maintaining strong security is to 
follow SKLH’s model of equipping remote employ-
ees with firm-provided hardware for work use only. 
These machines will be the only way remote users 
access firm resources. Furthermore, the computers 
are locked down with multi-factor authentication (see 
Access Management and Identity Control below). By 
providing remote employees with firm-configured 
machines, SLKH ensures those users comply with its 
clients’ security and remote work obligations.

It is clear the combination of stringent client re-
quirements and a continued work-from-home pref-
erence, amplified by a tight labor market, has made 
technology security more challenging. We’ve focused 
this article on the critical elements you should address 
in your cybersecurity program to ensure you are pro-
tected and best situated to meet client requirements.

ACCESS MANAGEMENT AND 
IDENTITY CONTROL
Proper management of your employee accounts is the 
best way to ensure whoever is accessing your systems 
is who they say they are. Relying on passwords alone 
is insufficient to confirm the identity of your employ-
ees. Firms must adopt multi-factor authentication for 
all cloud services. Even better, SSO (Single Sign On) 
can keep users logged into all critical systems by us-
ing just one authentication method. A user logs into 
a single central application or website and that login, 
which should be multi-factor, automatically logs them 
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into other programs or services they have permission 
to access. This “federated login” limits the number of 
places employees expect to be prompted to login and 
encourages stronger passwords because they are only 
required to type it once. Additionally, SSO makes user 
management simpler because you only have one loca-
tion to maintain access. Finally, using the Principle of 
Least Privileged Access (POLP), means providing the 
least amount of data access possible to do one’s job, so 
even if an attacker gains access via a user’s credentials, 
that attacker has access to a smaller data footprint 
than the entire system or network. In addition, your 
employees should never have blanket administrative 
privileges across your network. Using a monitoring 
solution while employing POLP could also buy time 
to detect a threat.

THE PEOPLE-DEFENSE
To secure a remote workforce, you must build secu-
rity into all processes and procedures. Your employ-
ees are the first line of defense against over 90% of 
all threats, which come primarily from phishing. The 
best protection against a phishing email is not to open 
it in the first place. So, by forming a security culture 
through educating your employees about why security 
is essential and arming them with the knowledge they 
need to spot a potential threat, you can create a very 
effective first line of defense. Also, by using phishing 
attack simulations, you can maintain continual aware-

ness and keep them informed of the latest techniques 
that attackers are using. Finally, employees should be 
trained in proper email use, data encryption proce-
dures, incident response, and device security.

MOVE TO CLOUD-BASED TOOLS  
AND INFRASTRUCTURE
The flexibility of the cloud is the best option to secure a 
dynamic network. By shifting away from a client-server 
infrastructure, you can leverage the benefits of billions 
of dollars spent on security by companies like Micro-
soft and Amazon. With cloud-based log collection and 
detection agents, your assets can be monitored and 
secured anywhere in the world. The Azure cloud in-
frastructure has security components which rival any-
thing you can build on-site, and for less money.

DNS AND CONTENT FILTERING
You can add yet another layer of defense on top of your 
antivirus or anti-malware software by employing DNS 
filtering. Most DNS filtering software can block newly 
purchased domains, which attackers often use to run 
phishing campaigns. DNS filtering software can stop 
most malicious sites by vetting them before allowing 
access. Another feature of DNS filtering is blocking 
inappropriate or illegal content, which could lead to 
a lawsuit.

For a professional to diagnose what happened after 
a security event, they need relevant data to examine. If 
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there is no data to work with, forensics or 
any threat analysis is very difficult, if not 
impossible. A proper security framework 
always calls for log aggregation and mon-
itoring to be performed. By feeding the 
firm network behavior activity to a cloud-
based security service, it can be analyzed 
for anomalies to help detect imminent 
threats. This data helps diagnose exactly 
where the attack occurred and the foot-
print of the incident so mitigations can be 
employed to block the threat and under-
stand exactly what was compromised for 
reporting purposes.

DOCUMENT MANAGEMENT
Documents are the lifeblood of legal orga-
nizations. Over the past two years, many 
firms have realized the value of central-
ized document management. When your 
workforce is spread out, workflows based 
on passing around physical files fall 
apart. Initially, and understandably, firms 
grabbed at whatever document sharing 
tools fit the immediate need, like any port 
in a storm. But now the exigent emergen-
cy is past, and you need to think about a 

long-term document management strategy 
for a diffuse workforce.

For firms with high-volume practices, like 
creditors’ rights, the right tool for document 
management and sharing is a full-fledged 
document management system (DMS). Such 
firms should skip past document sync ser-
vices like Dropbox, OneDrive, or Google 
Drive. While useful in certain circumstanc-
es, they don't measure up to the capabilities, 
particularly regarding security, of a DMS.

The core tenet of a sync service is that 
your documents are available on all your 
devices. Unfortunately, this is also a secu-
rity vulnerability. In a solo or small firm, 
having all documents syncing to all devices 
could be fine, but as the firm grows, so does 
the possibility of a lost device, opening the 
firm to the risk of exposing client data.

A second flaw in the sync approach is 
two people can have the same document 
open simultaneously, which can cause two 
conflicting versions of the document to be 
saved. Dropbox has taken steps to mitigate 
this problem by warning you someone else 
also has the document open, but it doesn’t 
stop you from making the changes.

To secure 
a remote 
workforce, you 
must build 
security into 
all processes 
and procedures. 
Your employees 
are the first 
line of defense 
against over 
90% of all 
threats, which 
come primarily 
from phishing.
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A full DMS (e.g., NetDocuments, Worldox, or 
iManage) avoids both the security and the collab-
oration pitfalls. On the security side, a DMS stores 
the documents in a central repository. This loca-
tion could be a server the firm maintains (some-
thing that’s becoming rare), or a cloud-based loca-
tion maintained by the DMS vendor (the “up and 
coming” approach). In either case, a user requests 
and retrieves a document on an “as needed” basis. 
Nothing is synced to the local device “just in case” 
the user wants to open it. Instead, a user requests a 
document in the normal manner (i.e., File > Open). 
When the user closes the document, the DMS up-
loads the changed file to the central repository. 
Nothing lives on the local machine. This approach 
of “local work and remote save” applies equally re-
gardless of device type.

While DMS product branding varies, the major 
players each offer collaboration tools so firm employ-
ees and outside parties (e.g., clients, co-counsel, or 
expert witnesses) can access and edit the same doc-
ument. The DMS collaboration tools are a means of 
sharing, reviewing, and even co-editing files with peo-

ple inside and outside your firm without the risk of re-
leasing the file wholesale “into the wild” via email or a 
sync link potentially to be downloaded to an insecure 
device or otherwise mishandled.

CONCLUSION
If all the above makes you nervous, that’s okay and 
it’s good. Better to think about it now than when con-
fronted by an audit, or worse, a breach. Having the 
right policies in place backed by the right technology 
entails a substantial investment of energy and mon-
ey. The less surface area of “attack space” you must 
guard, the better. To that end, some firms are moving 
from onsite hardware and software to remote or cloud-
based tech.

You might expect that, with a tight security model, 
working might feel more difficult, and sometimes it will 
be. Making something more secure by nature reduces 
accessibility. The solution will vary for each firm. The 
key is finding a balance of security and usability that 
meets the needs of ALL your firm users, including those 
who work remotely, and the technical requirements of 
and ethical obligations to your clients. 

Bankruptcy & Restructuring
Creditors' Rights
Business Law
Litigation
Real Estate 
Oil & Gas

More board-certified bankruptcy and creditors'
rights attorneys in the state of Pennsylvania

than any other law firm Keri P. Ebeck
Bankruptcy Partner

Bernstein-Burkley, P.C.

601 Grant Street, 9th Floor, Pittsburgh, PA 15219 
412.456.8100 | 412.456.8135 fax | bernsteinlaw.com



or this special issue of WILLed, we are looking for our Women in Legal Leadership Community to 
tell us something GOOD their company has done to make you feel engaged during the pandemic. Did 
you have a supervisor or leader in your organization that went the extra mile to help you feel connected 

and supported during the pandemic? Did you participate in any fun virtual activities with your teams? Or are 
you doing anything special to ensure that your co-workers are staying motivated? We want to hear about it and 
share it with our WILL community to help continue spreading “something good” throughout our daily work lives.

F

BY: MAGGIE GARDEN, DIRECTOR OF MARKETING AND CLIENT RELATIONS

BENDETT & MCHUGH, P.C.

MGARDEN@BMPC-LAW.COM

FROM BAKER DONELSON
During the pandemic, when schools and daycare facilities were shuttered, it was 
important to Baker Donelson to create initiatives to aid working parents, both male 
and female, who were forced to assume much larger roles in the education and care 
of their children during the workday.
  In September 2020, Baker Donelson implemented a new Child Care and Child 
Education Policy, allowing attorneys to receive billable credit for up to 50 billable 
hours during the fiscal year assisting children with virtual schooling or care. All 
time entered above 50 hours is also reflected on management reports, so managers 
are aware of the constraints on their attorneys' time. The policy helped minimize the 
impact attorneys (primarily female) would have seen on year-end evaluations and 
compensation reviews. Since its implementation, 3,235 hours have been recorded 
towards child education/care with more than 100 attorneys utilizing the benefit.
Linda S. Finley
Shareholder
Baker, Donelson, Bearman, Caldwell & Berkowitz, PC

FROM RUBIN LUBLIN

During the pandemic, we had bi-weekly check-ins with every staff member through 
GoTo Connect (our version of Zoom). We also met with each staff member individually 
on a private call to discuss any concerns they had. During our bi-weekly meetings, we 
would plan some games to keep folks connected. We used online-based games like 
Pictionary, trivia, bingo, and charades to stay connected. We also ordered lunch for 
everyone, and ate together as a group. We did virtual scavenger hunts with items you 

Something GoodTell  Me
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could find at your home. We used this website (https://www.icebreakers.ws/). Most 
recently, we were able to do a team-building at Dave and Buster’s.

For the attorneys, in smaller groups, we were able to do a virtual bar review or had 
a zoom call to see everyone. There are several apps available like House Party and 
Words with Friends we would share with those who wanted to connect and play.

 We are also looking into integrating our remote staff in the future by using some 
zoom-based vendors who hold virtual team-buildings. And, we invited all staff mem-
bers into Atlanta during the 2021 holidays and did an in-person Yankee Swap/White 
Elephant. For the 2020 holidays, since we were all remote, we used a website called 
www.elfster.com to organize a secret Santa exchange. It linked to Amazon, where 
each staff member would list items they wanted, and their Secret Santa would order 
the gifts through Amazon, and it would be delivered to the recipient. We ordered 
food through Uber Eats for everyone, and then we opened our gifts online so every-
one could see their gift and learn the identity of their Secret Santa. We also ordered 
customized mugs for each team member and left them on their desks for when they 
returned to the office.
Victor Kang
Foreclosure Partner
Rubin Lublin, LLC

FROM BENDETT & MCHUGH, P.C.

As a firm, we tried our best to stay connected with our colleagues through fun 
zoom happy hours. Sometimes they were wine tastings, sometimes a book review, 
sometimes just a catch-up session to see how everyone was doing. For many years, 
our firm has sponsored a yoga class once a week open to all employees. When we had 
to go remote, the yoga classes continued but through a Zoom format. These classes 
were so important to the people that took them. It was a great mental break and a 
space for some clarity during such a crazy time.
Maggie Garden
Director of Marketing and Client Relations
Bendett & McHugh, P.C.

FROM FIRST NATIONAL BANK OF AMERICA

Our Escrow Management started doing fun activities on Friday. It might be riddles 
or trivia or something seasonal. One Friday, we did a coloring contest. We have since 
returned to the office and we still do an optional Friday fun activity. It often generates 
some fun conversation, team building and laughs.
Amy M. Bonito
Servicing Compliance Counsel
First National Bank of America

FROM MACKIE WOLF ZIENTZ MANN: LATINAS IN POWER

During this time of disconnectedness, and through blissful happenchance, the group 
‘Latinas in Power’ began. I put together a dinner at Monarch restaurant, kicking off 
the Five Star conference and lo and behold, the attendees were all powerful Latinas. 
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We had such an exciting time of laughter and realness, 
we decided to make this beautiful elixir of talented 
women getting together, an intentional mainstay. ‘LIP’ 
has grown since then to include more fun dinners, 
goal-setting and motivational coffee shop meetings to 
stay on target with our goals. During our last dinner, 
as we went around the table, we had five different 
instances of promotion, publications and speaking 
opportunities to cite. To say I am proud of these ladies 
and honored to do work and life with them, is a huge 
understatement. We have had fun vision boarding, 
celebrating Galentine’s Day together and creating 
meaningful memories. We look forward to a Women’s 
Build event in April and of course, attending ALFN 
WILLpower. The absolute best is yet to come with 
this group of brilliant ladies. I would also like to take 
a moment to thank Keller Mackie of Mackie, Wolf, 
Zientz, Mann, who believes in us and supports us. If 
you are a Latina in power and would like to join in 
on the fun and empowerment, please do not hesitate 
to contact me at rescobedo@mwzmlaw.com. -Rosalie 
Escobedo, Director of Business Development, Mackie 
Wolf Zientz Mann.

However, don’t just take my word for it. Here is what 
my fellow Latinas in Power have to say about our in-
formal group.

“Being a part of Latinas in Power has been such a re-
warding experience. We’ve been able to share in day-
to-day trials and tribulations while engaging in a vari-
ety of activities that stimulate our minds and are just 
plain fun. My favorite activity to date was the creation 
of our 2022 vision boards and seeing what my fellow 
women are focused on achieving and bringing into the 
new year. I am so thankful to MWZM for bringing 
this impressive group of women together and I’m ex-
cited for the future initiatives we have planned.” -Em-
ily Chavarriaga, Government Loan Servicing Default 
Operations Manager, Bayview Loan Servicing

“I RSVP’d to the initial invite, not really knowing 
what to expect, and honestly, the experience has been 
phenomenal. I get to spend time with industry col-
leagues [who] are inspirational to me on both a profes-
sional and a personal level. We spend time discussing 
the industry, cultural & professional issues and col-

laborate on ideas. The experience has truly been re-
warding and I sincerely appreciate MWZM for giving 
this group the opportunity to continue growing.” -Ju-
dith Pasillas, Bankruptcy Department Manager, Real 
Time Resolutions. Inc.

“It’s so inspirational to meet up with woman that 
uplift each other and celebrate each other’s accom-
plishments. We truly motivate each other to contin-
ue to grow professionally and share ideas on how to 
live life. I’m grateful to have my LIP cheerleaders and 
extremely thankful to Keller Mackie for supporting 
women.” -Veronica Gutierrez, Assistant Vice Presi-
dent-Bankruptcy, Real Time Resolutions Inc.

“Latinas in Power has been a powerful motiva-
tion to my life not only on a professional level but 
on a personal level too. We participate in a variety 
of activities with the purpose of developing our pro-
fessional goals and to motivate our minds towards 
professional and personal growth. Sometimes is also 
a great escape from the stressful day to day life and 
gives us an opportunity to ventilate similar struggles 
and/or frustrations. As a group, we support each oth-
er with new fresh ideas to overcome any challenges 
in the industry. I really enjoy the company of these 
awesome successful ladies. I appreciate MWZM for 
supporting this group. More to come, stay tuned-
!”-Vivian N. Lopez, Associate Attorney, Litigation 
Department, MWZM.
Rosalie M. Escobedo
Director of Business Development
Mackie Wolf Zientz Mann

FROM AFFINITY CONSULTING

Because so many of our people work remotely (and 
did so prior to the Pandemic), in-person team and firm 
retreats have always been an important part of our 
culture that helps our people stay connected, engaged, 
and motivated. The Pandemic made those in-person 
get-togethers impossible, but every team lead was 
encouraged to put together a virtual retreat for their 
team. Our Default Services Team Retreat was two half 
days. We ordered lunch delivery for everyone both 
days so we could eat together and socialize. We played 
games, did some exercises to review communication 
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styles, performed a team SWOT, created an issues list 
of items to work on after the retreat, and built out 
our team’s strategic goals. Finally, together we built a 
team vision board. It was so great to take some time 
away from our everyday work to focus on each other 
and our team!
Erica Fujimoto
Director of Default Services & Management Consultant
Affinity Consulting Group

FROM KML LAW GROUP, P.C.

The renovated kitchen in the main office of KML 
Law Group, P.C. in Philadelphia instantly became my 
favorite part of our office when it was completed a few 
years ago. It embodied everything I love about KML 
– a commitment to collaboration and community. It 
was common to see employees from different teams 
connecting over weekend plans, common hobbies, 
and of course, the Eagles. I loved grabbing a cup of 
coffee and planning our next volunteer outing or the 
annual karaoke show with the KML Charitable Giving 
& Employee Recognition (CG/ER) Committee, all 
from the comfort of the couches in our kitchen. When 
the offices closed in March of 2020, I knew I would 
miss that kitchen most. But I also knew that KML’s 
commitment to community and collaboration was so 
strong even remote work would not be too big of an 
obstacle to overcome.

The CG/ER Committee was certainly up to the task 
of keeping the values of community and collabora-
tion alive through the new challenges the pandemic 
presented. The Committee sponsored a recipe swap 
where dozens of people shared homemade recipes. 
People submitted their family brownie recipes, their 

go-to easy dinner recipes, or their newly-acquired 
bread recipes. The swap was reminiscent of what goes 
on in the KML kitchen – people sharing something 
they are proud of with people they like to work with. 
My personal favorite activity was the virtual pet pa-
rade, where people shared photos of their favorite fur-
ry friends (or in some cases scaly). It reminded me of 
some laughs I had with my team when we were eating 
lunch together in the KML kitchen, sharing pictures 
and videos of our pets.

The most fun event we had was a virtual talent 
show. KML is proud of KML Idol – our annual kara-
oke competition, and I knew this was going to be the 
event people were missing most. The CG/ER Com-
mittee sponsored a virtual talent show in its place. 
Employees submitted videos of themselves singing, 
playing guitar, and even painting pictures. The re-
sults were fantastic. Some of our employees have a 
lot of talent, and some have a great sense of humor. 
Though it was no replacement for the real KML Idol, 
our virtual talent show was a great substitute for the 
fun and team spirit that our in-person event typical-
ly fostered.

Our Charitable Giving/Employee Recognition 
Committee worked hard to keep the KML communi-
ty spirit alive while we were kept apart. Now that we 
can come back together, I am excited to start planning 
volunteer opportunities for our team members, em-
ployee recognition lunches, and of course, the next 
KML Idol. And I am excited to do it all with my col-
leagues in our KML kitchen.
Denise Carlon, Esq.
Lead Attorney, Bankruptcy Department
KML Law Group, Philadelphia, PA
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FROM MCMICHAEL TAYLOR GRAY, LLC

To create an inclusive hybrid workforce during the pandemic, MTG’s monthly town 
hall meetings via Zoom have included a "Get to Know Your Team Members" game 
played via Kahoot.com. Each month,  team  members who have birthdays,  work 
anniversaries, or are new to the Firm are sent questions that highlight something 
new about the person and become the answers during the game, such as: "What 
is your go to productivity trick?"; "If you could visit a fictional place, what would 
it be?"; "What was your first paying job?";  or  "What energizes you outside of 
work?". As the game progresses, team members are scored on correct answers (and 
the speed in which they answer those questions) and inevitably learn they have 
something in common with their fellow co-workers. Additionally, MTG publishes 
an internal  monthly  newsletter, “In-Focus,”  celebrating personal and professional 
accomplishments, providing upcoming important dates and activities, highlighting 
monthly holidays and celebrations, and providing wellness and self-care guidance. 
MTG employees have commented on their appreciation for the effort to create a small 
firm feel despite a workforce across much of the east coast.
Melanie Mason
Director of Human Resources
McMichael Taylor Gray, LLC

Get ready 
with solutions that fit today’s budget.

Be ready 
when clients call. 

Stay ready 
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15% Dues Discount for 2022 Membership Renewal: 
Members that paid their 2021 membership renewal 
dues in full by Dec. 31, 2021, will receive a 15% 
discount on their 2022 membership renewal dues.

Payment Assistance: Installment plans and credit 
card payments are available for 2022 membership 
dues, and for any ads and sponsorship purchases 
made in 2022.  No additional fees will be charged for 
these alternative payment methods.

2022 Membership Dues: There will be no increase in 
2022 membership dues.

Former Members Re-Joining: Any member that had 
cancelled during the pandemic and wants to re-join 
the ALFN in 2022 will not be charged any re-joining 
or initiation fees.

Online Educational Offerings: Although we are 
back to all in-person events again in 2022, we will 
continue offering webinars and online content at no 
additional cost to our members. 

On-Demand Webinars: All webinar recordings are 
available for on-demand viewing at no cost to 
members.

CLE Credit Discounts: As low as $11 per credit hour 
for ALFN events.

ALFN Branded Credit Card: This credit card is 
available to all employees of ALFN members, with 
competitive rates.

Discounted Ad Purchases: Discounts will be 
provided for anyone purchasing an annual 
sponsorship package, with discounts reaching over 
30%.  This applies to all events and ads purchased 
for 2022 in the Legalist (member directory), Picture 
the Future, WILLed, and ANGLE publications.

Sponsorship Opportunities: Newly designed 
sponsorships are available at a lower cost to provide 
continued branding and marketing opportunities for 
our members.

WE ARE HERE FOR YOU! ALFN is offering some enhanced membership benefits and incentives that will 
provide direct ROI for your continued support in 2022.  It is our continued goal each year to maintain 
100% Member Retention.  Here are some of the ways we would like to help our members and thank you 
for your continued support:

WE ARE HERE FOR YOU!
A L FN.O RG

OF THOUGHT  
LEADERSHIP

CELEBRATING

ALFN_Ad_2022_Winter.indd   1ALFN_Ad_2022_Winter.indd   1 2/10/22   5:47 PM2/10/22   5:47 PM
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GETTING TO 

KNOW YOU
ALFN

BY KATHLEEN KRAMER 

CHIEF OPERATING OFFICER 

KLUEVER LAW GROUP, KKRAMER@KLUEVERLAWGROUP.COM 

AND MICHELE LUBLIN 

DIRECTOR OF OPERATIONS 

RUBIN LUBLIN, LLC, MLUBLIN@RLSELAW.COM

GETTING TO KNOW YOU is a new series introducing members of the ALFN 
community in the hopes of encouraging more meaningful conversations and 
connections throughout the industry. Each WILLed edition will highlight 
new individuals who are a part of ALFN via a “matching” game. Anyone 
who participates will be eligible to win a prize to be announced at the next 
ALFN Event. Attendance at the conference is not necessary to win. Best of 
luck to all players!

We asked each ALFN Leadership Team member to provide interesting 
facts about themselves. Match each “Interesting Fact” to the individual you 
believe it represents. Vote in person at the next conference or online at 
https://www.surveymonkey.com/r/alfnleaders or scan the QR code below.
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THE ALFN LEADERSHIP TEAM

RANDALL S. MILLER, ESQ.
ALFN Board Chair

Randall S. Miller & Associates

DEANNE STODDEN, ESQ.
ALFN Elected Seat

Messner Reeves LLP

NATALIE GRIGG, ESQ.
ALFN Board Vice-Chair

Woods Oviatt Gilman, LLP

ANDREA TROMBERG, ESQ.
ALFN Appointed Seat

Tromberg, Morris & Poulin, PLLC

KIM HAMMOND, ESQ.
ALFN Board Secretary

Keith D. Weiner & Associates

MATT BARTEL
ALFN President & CEO

ALFN

JOHN HEARN, ESQ.
ALFN Chief Governance Officer
Rogers Townsend & Thomas, PC

JIM TIMBERLAKE, JR., ESQ.
ALFN Elected Seat

Baer Timberlake, P.C.

ARI MILLER, ESQ.
ALFN Corporate Treasurer

Miller, George & Suggs, PLLC

SUSAN ROSEN
SVP, Membership & Industry Rela-

tions
ALFN
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INTERESTING FACTS
Match each “Interesting Fact” to the individual you believe it represents.

I am an avid dancer, have 5 kids, play 
pickleball and a yellow & blue belt in 

capoeira (Brazilian martial art).

My nickname growing up was Lucy (after 
Lucille Ball). I was also a weightlifter and a 

model in my younger years.

At a prior job, I would often re-write famous 
songs for office parties. My boss asked me 
to write a song for her son, who I had never 
met, as he was returning home after serving 
6 years with the Navy Seals. At his welcome 

home party, I sang the song for him loudly 
and off-key while performing exaggerated 

dance moves. He fell in love with me on the 
spot and now we are married.

I am named after Paul Newman because my 
mom had a crush on him and named me after 

the character he played in a movie.

I am a 2-time breast cancer survivor over 19 
years and am currently in remission.

My spouse is Greek, and my life really is 
like “My Big Fat Greek Wedding”; everyone 

we meet is a "cousin".

Jens Lekman once said, “Sometimes you 
have to burn yourself to the ground before 
you can rise like a phoenix from the ashes.” 

After a series of losses and medical issues, I 
had to claw my way back, just like a phoenix 

being reborn. I now have a tattoo of a 
phoenix to remind myself of how far I've come 
and how strong I am. I now operate a yoga/
wellness business on the side and use the 

image of a phoenix as its logo.

I was the principal (in name, anyway) of 
a Ford-Mercury franchise before going to 

law school.

I am a natural red head thanks to my 
Romanian heritage. I'm also 1/4 Ukrainian.

My Nickname is Clark, after Clark 
Griswold, as I Love Christmas. I have 

won my city’s Christmas Lights Decorating 
Contest for the past several years.
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GETTING TO 

KNOW YOU
WILL

BY KATHLEEN KRAMER 

CHIEF OPERATING OFFICER 

KLUEVER LAW GROUP, KKRAMER@KLUEVERLAWGROUP.COM 

AND MICHELE LUBLIN 

DIRECTOR OF OPERATIONS 

RUBIN LUBLIN, LLC, MLUBLIN@RLSELAW.COM

GETTING TO KNOW YOU is a new series introducing members of the ALFN 
community in the hopes of encouraging more meaningful conversations and 
connections throughout the industry. Each WILLed edition will highlight 
new individuals who are a part of ALFN via a “matching” game. Anyone 
who participates will be eligible to win a prize to be announced at the next 
ALFN Event. Attendance at the conference is not necessary to win. Best of 
luck to all players!

We asked each WILL Leadership Team member to provide interesting 
facts about themselves. Match each “Interesting Fact” to the individual you 
believe it represents. Vote in person at the next conference or online at 
https://www.surveymonkey.com/r/alfnwill or scan the QR code below.
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THE WILL LEADERSHP TEAM & OTHER WILL COMMITTEE LEADERS

KELLY GRING
Attorney Chair

Tromberg, Morris & Poulin

MICHELE LUBLIN
Editorial Co-Chair
Rubin Lublin, LLC

ROSALIE ESCOBEDO
Non-Attorney Chair

Mackie Wolf Zientz & Mann, P.C.

JANUARY TAYLOR
Events, Content & Social Media Co-Chair

McMichael Taylor Gray

JAN DUKE
Associate Member Chair

a360inc

AMANDA GREEN
Membership Co-Chair - Attorney

LOGS Legal Group, LLC

SARAH MURPHY MCDANIEL
Secretary

Mackie Wolf Zientz & Mann, P.C.

ASHLEY MISENER
Membership Co-Chair - Servicer

M&T Bank

JULIE BEYERS
Emeritus Chair

Heavner Beyers & Mihlar

NICOLE CAPRARA
Events, Content & Social Media Co-Chair

Reimer Law

EMILY CHAVARRIAGA
Servicer Chair

Community Loan Servicing

JENNIFER DLUGOLECKI
Membership Co-Chair - Associate

Firefly Legal, Inc.

MAGGIE GARDEN
Editorial Co-Chair

Bendett & McHugh, P.C

AMANDA BUFFINGTON
Mentorship Co-Chair

Miller, George & Suggs, PLLC

KRISTEN PALUMBO
Mentorship Co-Chair
Greenspoon Marder
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INTERESTING FACTS
Match each “Interesting Fact” to the individual you believe it represents.

I was in the Junior Olympics for 
Synchronized Swimming and used to own a 

cheerleading and gymnastics gym.

I’m the daughter of a 3rd generation grain 
and cattle farmer.

I’m an adrenaline junky (or was before I had 
kids). I’ve gorge jumped, cage dived with 
great whites, and went skydiving the week 

before my wedding as a few examples.

I love to sew and make quilts. My 
grandmother taught me to sew as a kid and 

have made nearly 70 quilts.

I willingly jumped out of a perfectly working 
airplane, the size of my SUV, in Newport, 

Rhode Island. The plane had shag-like carpet 
we sat on, but the views of the Atlantic and 

the boats were stunning.

At the age of 9, I was one spot away 
from playing "The Entertainer" on piano at 

Carnegie Hall.

I have been actively involved in several 
environmental initiatives over the last decade. 
I was a Project Lead Coordinator for Free the 

Planet, served as Chairman of the Ecology 
Board for the City of Miami Springs, and 

founded an environmental group in college 
called Roots.

I have raced a dirt circle track car in a 
Powder Puff Race and won the race! I got 
a new tire, a shock and money for winning 

the race.

I was an Army JAG Summer Intern. I 
own a 1952 Farmall H Tractor and am the 
President of our High School Band Parent 

Association.

In a prior position, I fulfilled ‘canteen’ or-
ders (toothpaste, shaving cream, soap) for 

county jail prisoners.
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INTERESTING FACTS
Match each “Interesting Fact” to the individual you believe it represents.

I am the daughter of a 5th generation 
commercial fisherman and grew up in Virginia 

on a peninsula called the Eastern Shore. 
I knew how to drive a boat before a car.

Some of my favorite things are adventures, 
turquoise rocks, Southwestern everything, 

squish face pugs, desert solitude, the USA, 
and all things Americana, praying everywhere 
(for perfect strangers is fine with me!), and 

cherishing my precious family & friends.

I'm a member of a chorus line dance group, 
bringing the style and dance of the 1920s to 
the 2020s. The group is a mix of women from 
all over, who are all shapes and sizes, ages, 
and professions, who’s common interest in 
love for music, dance, and theater brought 

them together. We do performances for 
private events, in speakeasy type bars, 
and have even done a performance at 

Chicago’s Navy Pier.

The first concert I ever attended was 
Michael Jackson.

I completed a century ride 
(rode a bike for 100 miles).
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