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Her hands began to shake as she reached 
the front door of the office. She could see 
him through the window. Her hopes that 
he was working offsite today were dashed. 
She opened the door, smiled slightly in 
his direction and whispered a hello to the 
receptionist. With her head down, she 

rushed headlong toward her desk, all the 
while feeling his eyes linger on her as she 
made her way across the office. As she 
sat down and switched on her computer, 
she saw that he continued to stare in 
her periphery; she felt a gnawing in her 

Every winter, resolutions and goals 
become talking points on social media. 
While resolutions have their drawbacks 
(namely, that only 8 percent of people stick 
to them), we’re big proponents of setting 
quarterly goals, and the new year can be 
an especially motivating time to do that. 
Through our work as business owners and 
as Career Development and Transition 
Coaches and Team Development 

and Leadership Consultants with 
Apochromatik, we have found again and 
again that focusing on goals in your law 
firm can only get you so far. Your team—
whether one lawyer and a part-time virtual 
assistant or a team of full-time lawyers 
and other professionals—must be engaged 
around the mission, values, and vision of 
your firm. 

Why does engagement matter? Because 

when you have a team focused solely on 
day-to-day goals without understanding 
the larger mission and values, you lose 
perspective, and employee engagement 
drops. (For the purposes of this article, let’s 
think of an engaged employee as someone 
who approaches their work with a sense 
of self-investment, energy, and passion 
for their work. And let’s set aside the fact 

Continued on next page

Continued on page 5

It’s #Me(Too) Again: Illinois 
Law Requires Sexual 
Harassment Prevention 
Training Yearly 
1

Goals Only Go So Far: Why 
Engagement Should Top Your 
To-Do List in 2021 
1

ISBA Launches Rural Practice 
Fellowship Program as 
Component of Rural Practice 
Institute 
7

It’s #Me(Too) Again: Illinois 
Law Requires Sexual 
Harassment Prevention 
Training Yearly
BY CHRISTINA HYNES MESCO

Goals Only Go So Far: Why Engagement 
Should Top Your To-Do List in 2021
BY AMY M. GARDNER & KEITH R. SBIRAL



2  

The Bottom Line ▼   FEBRUARY 2021 / VOL 42 / NO. 2

stomach. Why had she worn this new dress? 
What did she expect his reaction would be 
given his running, daily commentary on 
her appearance—her clothing, shoes (“those 
are sexy!”), her hairstyle, her makeup (“I 
love that lipstick shade.”), her waist size, her 
weight. She would just take care to avoid 
him in the hallway today - perhaps feigning 
an ongoing conference call on her cell 
phone—to evade the awkward spin he forced 
her into for a better view of her “clothing” the 
last time she wore a new outfit to the office. 
Of course, that didn’t always work. He would 
sneak up noiselessly behind her and whisper 
in her ear. Or sometimes just grab her by 
the hand or arm and lead her, with invented 
purpose, to an office, conference room, 
lunch room, alone. She was always caught 
off-guard and always froze, mustering 
little beyond a nervous, awkward laugh. 
Regardless, what could she say, anyway? She 
could not afford to upset him. She needed 
this job. She had seen the takedown before 
when coworkers spoke against him—the 
inevitable “performance improvement 
plan” and firing a few weeks later. She 
couldn’t decide what was worse - coworkers 
pretending not to hear or see his behavior 
toward her and refusing to meet her gaze, 
because they did not know what to do or say 
to stop it anyway? That maybe they believed 
she somehow encouraged the behavior? The 
gnawing, gripping, anxiety, caused by these 
unwelcome, repeated behaviors? Or finally, 
the sadness, disgust, self-loathing she felt at 
the thought, once again, she allowed this to 
happen. All she really wanted to do was to be 
left alone to focus on her work. 

This anecdote is not from the cutting 
room floor of an over-the-top television 
drama: these details represent actual 
experiences of professional-level and 
executive employees (mostly women) 
in white-collar working environments, 
drawn from my experience representing 
clients that have been subjected to sexual 
harassment and employers that have been 
accused of it. While these incidences are far 
less shocking than the brazen quid-pro-quo 

harassment that made the likes of Harvey 
Weinstein and Matt Lauer infamous as 
the “#MeToo” movement swept the world, 
these insidious and pervasive misdeeds are 
nonetheless damaging to the employees 
that suffer the behavior and the employers 
that (unwittingly or intentionally) allow the 
conduct to persist.

The phrase “MeToo” was coined by 
community activist Tarana Burke in 2006 
in an effort to raise awareness around 
the sexual abuse and harassment of 
women; eleven years later, it was revived 
in a Twitter post by actress Alyssa Milano 
inviting others to reveal their experiences 
of abuse and harassment. This led to a 
watershed moment in which hundreds 
of thousands of people shared their own 
stories of harassment, ultimately leading 
to the unceremonious toppling (or at least 
tarnishing) of numerous celebrities and 
magnates in industries from entertainment 
to law.

A New York Times headline best 
summed up why the #MeToo movement 
resonated so deeply in our society: 
Numbers Hint at Why #MeToo Took Off: 
The Sheer Number Who Can Say ‘Me 
Too.’1 Data indicates that almost 40 percent 
of women report having been sexually 
harassed in the workplace.2 But harassment 
is not only a women’s problem: the Equal 
Employment Opportunity Commission 
reported that an average of 16.8 percent 
of the workplace sexual harassment 
charges received by the agency from 2010-
2019 were filed by men.3 Adding to the 
psychological trauma often resulting from 
workplace harassment, these behaviors 
lead to nearly incalculable financial losses 
to employees and employers alike: lost 
productivity, increased employee turnover, 
legal fees, legal judgments, settlement costs, 
insurance premiums, lost goodwill, and on 
and on.

Legislators in Illinois, joining other 
states like New York and California, 
saw an opportunity to act, recognizing 
the myriad of damages wrought by 
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harassment in the workplace.4 In enacting 
the Workplace Transparency Act, the 
Illinois General Assembly found that 
“the organizational tolerance of sexual 
harassment has a detrimental influence in 
workplaces by creating a hostile environment 
for employees, reducing productivity, and 
increasing legal liability.”5 Though Illinois 
and federal laws have prohibited sexual 
harassment for decades, Illinois lawmakers 
rightly believed that many employees and 
employers were ignorant as to what behavior 
actually constitutes sexual harassment under 
the law, ways to prevent these behaviors, 
and how to respond if workplace sexual 
harassment occurs. Accordingly, in 2019, 
the Workplace Transparency Act amended 
the Illinois Human Rights Act (“IHRA”) to 
require yearly sexual harassment prevention 
training for all employees in Illinois in an 
effort to “encourage employers to adopt and 
actively implement policies to ensure their 
workplaces are safe for employees to report 
concerns about sexual harassment without 
fear of retaliation, loss of status, or loss of 
promotional opportunities.”6

In discussing the new training 
requirement, Illinois Department of Human 
Rights (“IDHR”) Director Jim Bennett stated 
that education was integral in the fight 
against workplace harassment. “We cannot 
combat rampant sexual harassment in the 
workplace without substantive and accessible 
education,” and further that “… sexual 
harassment prevention training is a major 
step in ensuring that every working person 
in Illinois understands the seriousness of 
sexual harassment.”

Training Requirements
The IHRA amendment, which was 

effective January 1, 2020, requires employers 
to provide sexual harassment prevention 
training to each employee at least once per 
calendar year. This requirement extends to 
every employer with at least one employee 
in Illinois, and includes temporary workers 
and interns.7 In April 2020, IDHR released a 
model training presentation, but employers 
are free to utilize their own or third-party 
resources so long as the training includes, at 
a minimum, the following components: 

• An explanation of sexual harassment 
consistent with the IHRA;

• Examples of conduct that constitute 
unlawful sexual harassment;

• A summary of relevant federal 
and state laws concerning sexual 
harassment, including remedies 
available to victims of sexual 
harassment; and

• A summary of responsibilities 
of employers in the prevention, 
investigation, and corrective 
measures of sexual harassment.8

Given that sexual harassment is more 
prevalent among workers in food service 
industries,9 training requirements differ for 
employers operating restaurants and bars. 
First, the law requires these employers to 
establish a sexual harassment prevention 
policy (and provide a written copy to 
employees) that provides employees with 
information on how to make internal 
reports of sexual harassment and file charges 
of discrimination with state and federal 
agencies.10 Second, these employers must 
also provide supplemental information 
regarding harassment—including industry-
specific anecdotes and examples pertaining 
to the restaurant and bar industries.11 

All Illinois employers must ensure that 
their policies and training programs are 
accessible to every employee, including 
those with disabilities or limited English 
proficiency. Further, IDHR created a special 
reporting tool which allows employees to 
anonymously report their employers for 
failure to provide the required training.12

While employers are not required to 
submit any evidence of compliance with 
the training requirements to IDHR unless 
directed to do so, they must maintain a 
record (either paper or electronic) of all 
trainings, which should include the names of 
employees trained, the date of the training, 
sign-in sheets, copies of certificates of 
participation issued, and a copy of all written 
or recorded materials that comprise the 
training as well as the name of the training 
provider, as applicable.13 

Missed Training Requirements 
Unlike many other aspects of life, the 

COVID-19 pandemic did not suspend or 
delay compliance requirements with this 
amended law. All Illinois employees should 
have received sexual harassment prevention 

training by December 31, 2020. IDHR has 
the authority to issue any employer that 
failed to comply with that law’s requirements 
a notice to show cause, permitting the 
employer 30 days to provide the required 
training. Failure to comply could result in 
civil penalties against the employer by order 
of the Illinois Human Rights Commission.14 
Employers that did not meet the law’s 
requirements in 2020 should take action 
immediately.

Practical Application and Looking 
Forward

While the Workplace Transparency Act 
provides a minimum framework for helping 
Illinois employers combat sexual harassment 
in the workplace, employers should seize the 
opportunity to do more. Employers should 
strive to do more than the minimal standard 
of complying with the law: the goal should be 
far beyond preventing workplace harassment 
and instead aimed at cultivating a culture 
that deters bad behaviors and empowers 
all employees to speak out if harassment 
and discrimination occur. Below are some 
best practices that can help create such a 
workplace culture.

Draft Workplace Policies

As an initial step, employers should create 
workplace policies which set expectations 
regarding workplace behavior and embody 
shared organizational values. Such policies 
should seek not only to prevent harassment 
(based on any protected characteristic), but 
also discrimination and retaliation. The 
policies should clearly identify procedures 
for reporting negative behavior they 
experience or witness, how such reports will 
be investigated, and potential outcomes that 
may result from the investigation. Above all, 
employers should take care to adhere to their 
policies in all circumstances; to do otherwise 
is to undermine the policies entirely. 

Using these policies as a framework, 
employers should provide employees with 
training that not only includes sexual 
harassment prevention, but includes 
education aimed to deter all forms of 
prohibited discrimination, harassment, 
and retaliation. (In fact, given the high-
profile incidents of racial discrimination 
and harassment in the workplace last year, 
it is likely that racial discrimination and 
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harassment prevention training could also 
be mandated in the near future as well). 
Organizational culture is a function of not 
only what is permitted and punished, but 
also what is encouraged. Trainings with 
a holistic approach, which describe and 
encourage expected workplace behaviors, 
can serve to foster a positive workplace 
culture. A healthy organizational culture 
is demonstrably linked to markedly better 
employee performance, productivity, 
retention, corporate performance, and fewer 
claims of discrimination and harassment 
based on any protected characteristic.15 

Engage Experts to Lead Trainings

There are a multitude of training options 
for employers of all sizes and budgets. If 
possible, an instructor-led training by a 
third-party expert in the area with whom 
employees can interact and ask questions 
is most effective, presents maximal 
opportunities for employee engagement, 
and will likely lead to increased information 
retention. Webinars with interactive 
components can also be very effective. 
Most importantly, ensure that the training 
is delivered in such a way that it will be 
respected, absorbed, and observed. Not only 
will training ensure compliance with the 
law, it can also help to bolster an employer’s 
affirmative defense in a suit for a hostile work 
environment based on sexual harassment.16 

Train Managers and Employees 
Separately 

Another best practice is to provide a 
separate training for managerial employees. 
These employees are already subject to 
different treatment under relevant sexual 
harassment law and will likely receive reports 
or complaints of sexual harassment. Training 
should position leaders to prevent, recognize, 
and resolve workplace harassment. 
Employee training should be geared toward 
understanding what harassment is (and is 
not) and how to respond in the event the 
employee is subjected to harassment or is a 
witness to it.

Illinois’ sexual harassment prevention 
training requirements may seem like 
yet another task on the daunting list of 
business regulation in Illinois and an 
employer’s initial reaction may be to quickly 

check-the-box and move on. However, 
thoughtfully approaching these new training 
requirements can result in both a better 
workplace for employees and a more thriving 
and productive business for employers.n

*Matt Tedeschi also contributed to this article.
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that certain employees are more likely to be 
engaged regardless of situation—we’re going 
to assume you would rather make your 
current employees more engaged in their 
work, rather than getting rid of the cynics 
and leaving everything as is.) 

When employees are unengaged, they 
leave. And when they leave, it costs your 
firm time, money, and morale to hire and 
train new staff. (Not to mention the risk 
of losing staff while they take on extra 
work until the new staff is operating at full 
capacity.) 

Beyond employee retention, research 
shows again and again that more engaged 
employees lead to higher productivity, 
profit, and client satisfaction.1 In fact, 
the estimated annual cost of employee 
disengagement to the U.S. economy is 
between $450 and $500 billion.2 On a micro 
level, McLean & Company has estimated 
that one disengaged employee can cost an 
organization up to $3,400 per year for every 
$10,000 of salary.3 When you add in that as 
many as 67 percent of American workers 
are unengaged,4 those numbers add up 
quickly. 

The good news is that it is possible 
for you to reengage your team, whether 
they’re remote, in-person, or a mix. In this 
article, we’ll share five strategies to do that. 
And if this all seems overwhelming, take 
heart from a comment from the managing 
partner of a small firm we worked with 
recently, who said we “helped [the team] 
realize a vision for the firm we all wanted 
to build and identify specific steps we 
each committed to take to get there. They 
turned us into a TEAM rather than a 
set of individual wonderful people and 
excellent lawyers and now, everything is 
different between us.” So whether you want 
everything to be different, or just to feel like 
everyone is rowing in the same direction, 
read on. 

Let’s start with an example of what 
happens when employees aren’t engaged. 
Recently we were working with a very 
successful in-house team with hundreds 
of reports and tremendous responsibility 

in one of those big companies we all know. 
Each member was clearly engaged in their 
individual area of responsibility, but not 
necessarily with the team as a whole. When 
we asked each team member—from very 
senior lawyer through very junior non-
attorney professional—what the team’s goals 
were, none of them had any idea. They 
said things like “cut costs and support the 
business?” (almost always in the form of a 
question). Those may very well be the goals 
of the team, but who bounds out of bed 
every morning motivated by a mission of 
“cut costs and support the business”? In fact, 
who bounds out of bed for the vision of a 
question mark? And if the goal is a question 
mark, how do you know whether you’ve 
succeeded?

We then asked how long each person 
planned to be with the organization. 
Keeping in mind that they were talking with 
outsiders reporting to their boss, we were 
astounded by the answers– 1/3 were willing 
to tell strangers they planned to leave within 
a year. This anecdotal evidence is backed up 
by the data; workplaces where employees 
are engaged can have 24-59 percent 
lower turnover than in workplaces where 
employees are not engaged.5 (Even when 
they don’t leave, disengaged employees are 
also much more prone to absenteeism.6) 

We’ve also seen with our 1:1 career 
transition clients how many attorneys are 
considering moves now who would not 
have a year ago, because not physically 
being with their colleagues has caused them 
to lose what is often a strong motivator to 
stay in a role. Time and again, we’re hearing 
from law firm partners realizing that 
without the office camaraderie to brighten 
their day, it’s more appealing to take their 
book of business elsewhere and make more 
money, and from associates who have 
decided without mentoring, they might as 
well chase a bigger paycheck or better work 
hours at another firm. 

So if you assume you would rather 
manage a firm or office where the 
employees are engaged—whether 
because the office is more profitable or 

because you don’t want to waste time 
interviewing candidates—how can you 
foster engagement, even while so many are 
remote? Here are five ways you can do that, 
starting today. 

Focus on the mission, goals, and 
values of the organization.

One foundational method to get your 
team engaged and working together more 
effectively is to focus on the mission, goals, 
and values of the organization. What are 
they, and why do they matter? Not only 
can this provide clarity for the entire 
team, but it’s especially important with 
certain generations. Knowing the mission 
of the organization has become a critical 
component of workplace satisfaction 
for younger members of the workforce, 
starting with Generation X, strengthening 
in the millennial generation and remaining 
important with Generation Z.

In fact, seventy-six percent of millennials 
view business as a source of powerful and 
positive social impact;7 they want to be 
part of an organization that sees a social 
role for itself, and where the employees feel 
they can contributed to that role.8 Whether 
through your firm’s paid work, pro bono, or 
something else, making social impact part 
of your firm’s mission—and actions—can 
help engage millennials in particular. 

Our recent work with a law firm 
composed of both senior partners and a 
group of attorneys with a 20-year age gap 
serves as an example. There was significant 
disengagement, confusion over goals, lack 
of communication, and lack of clarity. 
With just simple visioning work and the 
firm leadership clearly communicating the 
mission and direction to the firm, the group 
became a cohesive team in a matter of 
weeks and remains so to this day.

Develop your team members’ 
emotional intelligence. 

Forty percent of managers identify 
emotional intelligence and self-awareness 
as the most important factors influencing 
whether an employee is engaged.9 So if you 

Goals Only Go So Far: Why Engagement Should Top Your To-Do List in 2021
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want to increase engagement, developing 
the teams’ emotional intelligence can be 
incredibly effective. 

For example, we worked with a team of 
lawyers where it was obvious something 
was missing in how they related to each 
other. We had the entire group complete the 
EQi-2.0 emotional intelligence assessment. 
In the process of conducting their individual 
debriefs, we noticed a wide divergence 
among the team members in various 
factors of emotional intelligence, including 
self-expression and stress tolerance. That 
didn’t mean anyone needed to increase—or 
decrease—their self-expression or stress 
tolerance. It did mean, though, that a leader 
with a high stress tolerance should be aware 
of the team’s differences as they managed 
“fire drills” that would be experienced 
differently by different members of the 
team. Likewise, they needed to understand 
that the attorney who said they were “fine” 
in the midst of trial might just be less likely 
to express how they were feeling.  

 Simply assessing where the team is 
currently is not as effective as identifying 
baselines and then helping your team to 
increase their emotional intelligence, but it’s 
a good start for those who want to increase 
engagement. 

Foster candid communication. 

A study of 60,000 leaders found that six 
critical “behavioral bridges” make managers 
more likely to be able to effectively drive 
great results and foster engagement 
among their team.10 At the top of the list, 
unsurprisingly, is clear communication. 

If there’s a lot of yelling or rude behavior 
in your team, you probably already know 
communication is needed. But in our 
experience, the opposite is more likely to 
be true. Have you ever heard the expression 
“Iowa nice” or “Minnesota nice”? Having 
both grown up in Iowa, we tend to prefer 
the term Minnesota nice, but in general 
it’s meant to refer to a veneer of niceness 
that can hide an undercurrent of passive 
aggressivity. This focus on “nice” is common 
within teams of lawyers, where everyone 
says hello and good morning, meetings 
never get raucous, and no one yells. It 
can be well intentioned, but can have 
destructive effects.  

As the book Radical Candor points out, 
“[P]eople give praise and criticism that is 
manipulatively insincere when they are too 
focused on being liked or think they can 
gain some sort of political advantage by 
being fake—or when they are just too tired 
to care or argue any more.”11 On the other 
hand, “When Radical Candor is encouraged 
and supported by the boss, communication 
flows, resentments that have festered come 
to the surface and get resolved, and people 
begin to love not just their work but whom 
they work with and where they work. When 
people love their job, the whole team is 
more successful. The resulting happiness is 
the success beyond success.”12

Here’s another way to consider whether 
your team is hiding behind a veneer of nice: 
If your fly were down, or you had spinach in 
your teeth, would anyone tell you, or would 
they be “too nice” to embarrass you? If you 
have to pause to think about it, your team 
probably needs to develop radical candor in 
its communication. 

Invest time in building relationships 
with and within your team. 

Throughout 2020, we saw well-
intentioned leaders cancel and shorten team 
meetings and one-on-ones in an effort to 
free up time for stressed team members 
trying to juggle new responsibilities and 
structures. As much as they intended these 
gestures to be kind and maybe even foster 
loyalty, we’ve seen the impact of reducing 
facetime. To be blunt, it is not a good 
strategy to reduce formal and scheduled 
interactions at the same time informal 
conversations in the elevator or popping 
your head into an office have become much 
less common or even impossible.

No matter how much everyone says they 
hate meetings, your team needs to interact 
with you and with each other in order to 
stay engaged. While this will take more time 
initially, it can save enormous amounts of 
team in the long run. And it need not take 
hours upon hours. Recently we had the 
opportunity to speak with Patrick Lencioni, 
author of The Five Dysfunctions of a Team. 
He advised that as little as one team check-
in meeting for 10 minutes a day (alongside 
a longer team meeting regularly) can be 
enough to keep your team engaged, but that 

less than that can have negative effects. 

Invest in your team’s development.

Remember those bridge behaviors 
demonstrated among leaders who foster 
great results and increased engagement? 
Number five is “develops others.” Leaders 
who develop their teams see benefits 
including business results (“well-trained 
people are far more productive”), being 
viewed more positively by those they lead, 
and having a more engaging culture that 
attracts more people to want to work in it.13

So be sure that you are developing 
your team and the members beyond 
just making sure everyone meets their 
CLE requirements. Give them the tools 
to succeed and grow, and you’ll see the 
benefits. 

Whether you start with the mission, 
goals, and values of the organization; 
assessing and increasing your team’s 
emotional intelligence; fostering candid 
communication; intentionally investing 
time in developing ties among the team 
members; or investing in your team’s 
development, engaging your team is too 
critical to leave to chance. Approach it 
intentionally and you and your team are 
more likely to achieve your firm’s goals in 
2021 and beyond. n

Amy M. Gardner is a certified career and career 
transitions coach and team development and 
leadership consultant with Apochromatik. She 
coaches lawyers and other professionals one-on-one, 
in small group masterminds, and delivers workshops 
for employers to reengage teams and help them 
thrive. Amy is a former Bi Law associate, partner 
at a mid-size Chicago firm, and dean of students at 
a top law school. Her career and goal achievement 
advice has been featured in media including 
numerous podcasts, ABA publications, Bustle, 
Corporette, Glassdoor, Health, Monster, NBC, and 
Women’s Running magazine. Contact Amy at amy@
apochromatik.com. 

Keith R. Sbiral is a certified career development 
and career transitions coach and team development 
and leadership consultant with Apochromatik. 
Keith helps professionals conquer their career 
and career transition challenges, as well as 
goal achievement, time management, long-
term career development, team and leadership 
development, and executive presence. He has 
nearly two decades of experience in management, 
including serving as city manager for a Chicago 
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suburb. His career advice has been featured in 
media including many podcasts, Fast Company, 
Forbes, Glassdoor, and Monster. Contact Keith at 
keith@apochromatik.com.
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In an effort to address the ongoing 
shortage of attorneys practicing in rural 
Illinois, the ISBA has launched the Rural 
Practice Institute and the Fellowship 
Program that is a part of that Institute. The 
Fellowship Program aims to connect rural 
and small-town law firms interested in hiring 
law clerks and associates with law students 
and newer attorneys desirous of practicing 
law in rural areas of Illinois. Attorneys and 
law students admitted into the Program 
will receive a stipend of $10,000 or $5,000, 
respectively, to encourage their establishment 
of a practice in rural areas of our State.

Data shows that more than half of 
Illinois counties have fewer than 0.7 
lawyers in private practice per 1,000 
residents. Thirty-four Illinois counties 
have ten or fewer attorneys total in private 
practice, and 13 counties have a total of 
five or fewer attorneys in private practice. 
Worse, many attorneys in rural areas are 
nearing retirement (for which step we wish 
them well) and are not being replaced in 
significant enough numbers to avoid a 
growing crisis in access to justice.

The ISBA Special Committee on the 
Rural Practice Initiative created two 
complementary fellowship programs to 
address the issue:

1. a clearinghouse to connect law 
students (summer fellows) with 

rural practitioners for an 8-10 week 
summer clerkship; and

2. a clearinghouse to connect young 
lawyers (associate fellows) with 
experienced practitioners searching 
for a permanent associate to whom 
they might eventually transfer their 
practice.

As an extra incentive, both summer 
fellows and associate fellows accepted into 
these programs will be eligible to receive 
a stipend.  Summer fellows will receive 
a $5,000 relocation and expense stipend 
from the ISBA, plus any amount that the 
experienced practitioner agrees to pay 
them.  This arrangement will allow fellows 
to earn $8,000-$10,000 per summer, which 
is extremely competitive for summer 
opportunities for law students.  Associate 
fellows will receive the same $5,000 
relocation stipend planned for the summer 
fellows, but in addition, the associate fellows 
will also receive a $5,000 stipend upon 
the completion of their first year as a rural 
practitioner.  This second stipend will serve 
as an additional inducement for young and 
new lawyers to relocate permanently to rural 
areas.

“I look at this as part of succession 
planning,” ISBA President Dennis Orsey said. 
“We know in a number of the counties in 
the state of Illinois we have an aging lawyer 

population. A number of these practicing 
attorneys have good, viable practices with 
a built-in client base. What they’re looking 
for are younger attorneys who are willing to 
settle in that rural community and eventually 
take over their practices.”

Applications from both potential summer 
fellows and from law firms or experienced 
practitioners seeking to employ a fellow will 
be due by February 12, 2021.

Additional information about the RPI 
program, as well as the application, can be 
found at https://www.isba.org/ruralpractice.

The RPI Special Committee will 
inform applicants if they are accepted 
into the program by March 1, 2021 and, 
to facilitate the scheduling of interviews, 
will provide both summer fellows and 
experienced practitioners with each other’s 
contact information at that time. The 
deadline for summer fellows to accept an 
offer of employment and for experienced 
practitioners to secure a summer clerk fellow 
will be March 14, 2021.n

Daniel R. Thies and Lois J. Wood are co-chairs of 
ISBA’s Special Committee on the Rural Practice 
Initiative.
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