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Unity is strength.  When there is 
teamwork and collaboration, 

wonderful things can be achieved.

- Mattie Stepanek
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My first 
report as your 
P r e s i d e n t 
of the ALA 
Metropolitan 
D e t r o i t 
Chapter!  I 
am a ball of 
emotions all 

rolled into one about this new role. I 
pledge to lead this Chapter and our 
Board with fairness and transparency.  

What’s on the Agenda for 2018-2019?
I’m excited to report that for the first 

time in quite a while we are reinstituting 
our Diversity Chairperson role.  Thank 
you, Sue York!  I’m very excited that 
Sue York has rejoined the Board to chair 
our Chapter’s Diversity and Inclusion 
program. Sue has expressed excitement 
to jump in and get her feet wet with this 
program and I know she welcomes your 
suggestions and involvement, so please 
reach out to her if you want to get more 

involved in our plans for Diversity and 
Inclusion.

I am also excited to report on our 
Community Connections program 
for this year. Each year it seems we 
are getting better and better with this 
program and this year is no exception!  
Uwanna Simpson has also rejoined the 
Board and has a lot of great ideas for 
the Community Connections program, 
including Christmas all year and focus on 
our veterans.

Also, I am happy that ALA national 
will become more involved with the 
Chapters in helping them reach their 
respective goals and supporting us in all 
of our individual endeavors.

One last note I want to bring up is 
our membership count.  For the last few 
years our membership count has been 
around 75, give or take a few.  I would 
really like to see that number rise to 100.  
Each year the Chapter focuses on ways 
to increase member participation and 

our membership count. We ended last 
year with a raffle for the most attended 
member meeting and so far this year, 
we have put together a Summer 2018 
Followpalooza Sweepstakes. I cannot 
express enough how important it is 
to become more involved as members 
and to spread the word to other legal 
administrators about our great Chapter.  
We all are busy with our separate careers 
but, we have made the commitment to 
volunteer our time to be a part of this 
great organization, ALA and the Chapter, 
so why not make the most out of it 
while you are a part of it. Don’t just be a 
member – be an active member.

Lastly, the Detroit Chapter is socially 
connected and we would love to hear 
from all of you.  Check us out on 
Facebook and our new web page with 
MemberClicks! Please reach out to 
me about ways you can become more 
involved as well as with any questions or 
concerns you may have. Thank you!

President’s ReportPresident’s Report
By:  Ronda Harris, Chapter President

Knowledge. 
Protection. 
Results.
For close to 30 years, PCIA has been helping law 

firms mitigate risks by providing expert advice and 

effective insurance solutions.

• We monitor potential and emerging risk factors

• We create solutions to manage those challenges

• We simplify the process – from the application to 
securing coverage A PROUD MEMBER OF THE ALA

Contact PCIA and learn more about 
their specialized expertise in helping 
law firms.

800-969-4041   |  pciaonline.com

�    �    �



4 • Summer 2018

AnnouncementsAnnouncements

FollowpaloozaFollowpalooza
Getting ready to get your WILD on 

ALA Detroit!  This year we are taking a walk 
on the wild side and hosting our Business 
Partner Expo at the Detroit Zoo.  Look out 
for details to follow.  

Followpalooza-Like us on Facebook and 
Twitter!  Have not signed for up Metro 
Detroit Chapter News through the ALA 
National site?  Check out our community 
and our social media outlets to stay tuned in 
to the latest and greatest with ALA Detroit

We would like to give Tony Ventimiglia 
a huge THANK YOU for his dedication and 
support to the ALA Metro Detroit Chapter.  
His presence along with volunteering efforts 
with our charitable events along with serving 
as Business Partner Advisory Committee 
Chair will greatly be missed.  Thank you 
Tony for being a dedicated Business Partner 
to our Chapter.  You will always have a place 
at our table. 

Thank you to all of our Business Thank you to all of our Business 
Partners!Partners!

It is 2018 and our Business Partner 
Program has once again maintained.  We 
have truly been blessed to have many 
returning dedicated Business Partners as well 
as some new smiling faces.  Remember that 
our Business Partners dedicate not only their 
expertise in their industries but allow us to 
provide quality education, opportunities for 
growth and development to our members 
and allow us to elevate our Chapter to the 
next level.  Our Business Partner Advisory 
Committee and Board are always looking 
for unique and fresh ideas to enhance the 
experience for both members and Business 
Partners.  We would love to hear from you!  

Please take a moment to say hello to our 
Business Partners and thank them for their 
contributions into making Metro Detroit 
ALA one of the best chapters to be a part of.  

     
Melissa Clark   
Director of Business Partner Relations
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We are pleased  
to sponsor your 
mission, and look 
forward to a  
long and mutually 

relationship with 
your worthy 
organization.

Thank You
ALA Detroit.



6 • Summer 2018

ALA Calendar: Upcoming Deadlines & EventsALA Calendar: Upcoming Deadlines & Events

August 2, 2018August 2, 2018
Large Firm Principal Administrators Retreat 
San Diego, CA

August 8, 2018August 8, 2018
ALA Metro Detroit Chapter Meeting
Michael S. Cohen from Duane Morris, LLP
Workplace Harassment in Today’s Legal Industry
Iroquois Club, Bloomfield Hills, MI 

September 12, 2018September 12, 2018
Finance Workshop for Legal Professionals
Law Firm Management Essentials Certificate Program
Chicago, IL

September 13, 2018September 13, 2018
Regional Legal Management Conference — East (Regions 1, 2, 3)
Chicago, IL

September 26, 2018September 26, 2018
Legal Lean Sigma and Project Management White Belt Certification Course
Washington, DC

800.222.0510  |  www.aslegal.com

Everything You Need
to Make You Smile

Identity
Practice

Office
All in One Place

Where Service is Personal

Supporting ALA Since 1971

Engravers, Printers, Law Office Specialties Since 1946

What if your next big
event could inspire
the next big idea? 

Book your next big event at:

• Henry Ford Museum of American Innovation™
• Greenfield Village®

• Lovett Hall
• Ford Rouge Factory Tour

See why The Henry Ford is the most awarded venue in Michigan.
thehenryford.org/privateevents
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If everyone could generate business, then 
we’d all be millionaires. Many firms have 
trouble connecting with the people that need 
their services. When you’re drumming up 
new business, there’s three “phases” you go 
through:

- Acquiring a new client. Discovering 
who they are. Finding them in the first place.

- Converting the lead. Signing on a 
new client. Completing the “sale.”

- Consistent customer satisfaction. 
Retaining their business. Keeping clients 
happy. 

Client acquisition can be tough, as is 
converting your prospect into paid business. 
Once you’ve moved into a “regular” business 
relationship, it may feel like you need to 
treat your customers differently. But what 
if we looked at our new clients, our existing 
customers and our prospective leads through 
the same lens? What would happen if you 
treated all your prospective, established and 
recurring clients by the same standard?

“Treat others as you treat yourself.”
— Mahābhārata Shānti-Parva

I was walking through Lockerbie Square 
in Indianapolis, Indiana, when an old-school 
style building caught my eye. I love strolling 
through Indy - it’s one of my favorite cities, 
and the weather is just turning nice again. 
When I saw this building, I knew I’d been 
there before, but I couldn’t figure out what 
was familiar.

A moment later, I realized it was The 
Academy Building, and we have a client 
there. That felt right - Attorney Computer 
Systems serves people all across the country, 

and we do significant work in Indy. But I 
thought it was weird that I didn’t immediately 
recognize my client’s location.

That’s when an internal voice spoke up: 
“Actually, Paul, we don’t have a client in that 
building. They’re a prospect.”

At first, I was satisfied with that answer. 
Of course I wouldn’t know every detail 
about a prospect - and in an era where we 
do so much work online, it’s easy to forget a 
physical location. Still, something about my 
thought process didn’t feel right. What wasn’t 
fitting for me?

So, I sat with these thoughts some more, 
and this is what I came up with:

I think many people treat prospects 
differently than they treat clients. If you 
want to land a prospect’s business, you need 
to communicate your value proposition in 
a way that speaks to that individual. When 
you’re supporting an ongoing client, they 
already know what you’re about, and you 
just have to execute on your promises. So, I 
suppose it’s natural to make the separation.

But, what if we didn’t differentiate? What 
if we treated 
everyone like 
we were already 
doing work for 
them?  What 
benefits could 
result from this 
consistency? 

“Treat others 
the way you want 
to be treated.”

— T h e 
Golden Rule

A code across 
generations of 
philosophy and 
religion.

How can you, 
your client and 
your company 
improve if you 
choose to adhere 
to the golden 
rule? What will 

happen if you apply these ethics not just 
to your personal empathy, but also to your 
professional life?

continued on page 8

A Totally Integrated Approach to Client RelationsA Totally Integrated Approach to Client Relations
By: Paul Purdue, Attorney Computer Systems
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A Totally Integrated Approach to Client RelationsA Totally Integrated Approach to Client Relations
continued from page 7

When you treat each client the very same 
way, you have:

- A Broad, Vibrant Landscape. 
Prospects will feel familiar and 
unintimidating. Longtime clients will feel 
refreshing and just as important as the day 
you signed them. Each customer will “look” 
the same, offering you equal opportunities to 
grow your business and profit. 

- Your Attitude. When you’re not 
creating different segments of business 
relations, you can just focus on customer 
service. Embody the same proactive 
perspective during every meeting. Don’t alter 
your behavior for who you’re talking to. Be 
comfortable. Be yourself!

- Client’s Perception. Your clients 
can tell when you’re being authentic. A 
prospect can feel when they’re being sold too 
hard — when the salesperson is desperate. 
If you treat everyone by the same golden 
standard, then all your clients will view you 
in the same positive light.

- Your Career. Want to eliminate 
obstacles hampering your professional 
success? Start with your own mental 
game. Are you breaking clients down into 
unnecessary categories? Why do you think 
you need to treat a lead differently than a 
repeat customer? Be honest with yourself and 
find the answers you need to hear. Then, give 
everyone your same level of attention.

- Everyone’s Bottom Line. When 
you start treating everyone the same way, 
and offering the same killer service across 
the board, you will all make more money. 
Believe that your juiciest prospect is already 
your top paying client. They will believe 
you can make them richer. Treat your long 
standing business relationships with the 
same enthusiasm and passion you’d offer a 
day-one account. They’ll never feel taken for 
granted and will stay with you for the long 
haul. 

Paul Purdue is a principal at Attorney 
Computer Systems. He’s a self-proclaimed 
“infrastructure nerd.” Check out Paul’s growing 
library of legal technology articles and videos on 
Attorney Computer Systems’ web site.

Contact Paul:
(800) 475-8104 
paul.purdue@attorneycomputersystems.com
www.attorneycomputersystems.com
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Ronda HarrisRonda Harris
Office Manager
Miller Canfield Paddock and Stone

Ronda is currently serving as the 
President of our Chapter. She has a Bachelor’s 
Degree in Business Administration and an 
MBA, both with a concentration in Human 
Resources.  She has been working in the 
legal administration field since 1998. Her 
very first “leadership” position was as an 
Office Coordinator for a then mid-sized 
firm formerly known as Miller, Cohen, 

Martens & Ice.  The firm at the time was 
downsizing having recently laid off the office 
manager.  Ronda is married to a handsome 
and loving husband.  She has a 15 year 
old son in high school who is passionate 
about basketball, two step-daughters, three 
grandchildren, and a 7-year old Rottweiler/
German Shepherd mix dog.  She also enjoys 
reading/listening to audio books, gourmet 
cooking, gardening, and traveling.  

What do you enjoy most about the work 
you do?

I enjoy all the various complexities of 
what I do, particularly after taking on the 
management of 2 additional offices.  I like 
working with the staff.  I think I am pretty 
good at conflict resolution and management 
and while I wear many hats in the office, 
the one that I enjoy keeping on is the one 
dealing with conflict resolution.  I also like 
facilities management.  In another life I can 

definitely see myself as a property manager 
or something similar.

What is one (there are many, but just one) 
of the challenges you face in being in legal 
administration?

I guess if I had to pinpoint one thing 
it would be finding that balance between 
pleasing the employees and pleasing the 
employer.  In all aspects there is a dotted-line 
difference between staff needs and attorney/
employer needs and sometimes it can be 
hard to balance that while still maintaining 
the respect and trust of both classifications 
of people.

continued on page 10

Member SpotlightMember Spotlight

Experience the Austin Difference

248.594.5550
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How do you motivate your staff?
Money is always a good motivator (haha) 

….  Seriously, I like to talk in benchmarks by 
telling my staff what other firms are doing or 
giving their employees. I also like to have 
different events and notes of recognition for 
my staff. All staff like to be noticed, valued 
and appreciated for the work that they do.

What is the best advice you would give 
to someone who is just entering the legal 
management field?

My best advice would be to understand 
that the job is not cookie-cutter – what 
works for one person may not work for the 
next person; change the routine sometimes 
so that the office and the people do not 
get stagnant and expect the same always; 
and probably what I found to be most 
important that I live by, recognize that each 
person is their own individual person and 
their “story”/opinion/viewpoint/voice may 
not be yours but it is uniquely theirs and as 
Administrators we should respect and hear 
that person’s “story.”

Member SpotlightMember Spotlight
continued from page 9
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Recent months have witnessed the 
morphing of workplace sexual harassment 
prevention from legal requirement to moral 
imperative. And while the current fervor is a 
bit unnerving for employers, to the extent it 
shatters complacency, it’s a positive and even 
necessary development. Sexual harassment 
has evolved dramatically in the past two 
decades—in terms of not just conduct but 
our understanding of it. As a result, the 
traditional sexual harassment policy, of circa 
2000, has become out of date and badly in 
need of revision. So reviewing your practice’s 
current sexual harassment policy is not only 
a justifiable use of time but an imperative. 
Here are five common blind spots to look 
for in your review.

1. Banning sexual harassment “in the 1. Banning sexual harassment “in the 
workplace”workplace”

Blind spot: Typical policies ban sexual 
harassment “in the workplace.” The problem 
is that sexual harassment occurs not just 

within the four corners of the physical 
workplace but also offsite—in vehicles, 
during business trips and even at home. 
Moreover, the employer’s duty to prevent 
sexual harassment may follow employees 
wherever they go in the course of their 
job duties, especially when they are in the 
company of co-workers. 

Examples:
• California court refuses to dismiss 

sexual harassment claim of employee/actor 
who was allegedly drugged and gang raped 
at home of co-worker/casting director;

• Male salesman’s inappropriate 
sexual remarks to female co-worker at 
bar was sexual harassment even though it 
occurred away from work site;

• Failure to take action in response 
to employee’s complaints about co-worker’s 
harassing phone calls makes employer liable 
for creating hostile work environment even 

though calls were made from (and to) home 
after work hours.

How to fix it: Ban sexual harassment not 
just “in the workplace” or “the practice” but 
all work-related settings, including offsite 
activities such as:

• Client and customer visits and 
service calls;

• Business travel;
• Conferences, training sessions and 

seminars;
• Company or client-sponsored 

social functions;
• Any other offsite work assignments.

continued on page 13

5 Blind Spots in Sexual Harassment Policies and How to Fix Them5 Blind Spots in Sexual Harassment Policies and How to Fix Them
Printed with permission from Law Office Manager

Please visit & like us Please visit & like us 

on Facebook aton Facebook at
 

facebook.com/facebook.com/
ALAMetroDetroitALAMetroDetroit
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Support Staff Roles Becoming More BlendedSupport Staff Roles Becoming More Blended
By: Thomas Franz in News Stories © April 12, 2018

Paralegal, secretarial positions Paralegal, secretarial positions 
combining more frequentlycombining more frequently

Two-thirds of lawyers have said that 
hybrid paralegal and legal secretary positions 
have become more common in their firms 
over the last two years.

The statistic comes from a survey from 
Robert Half Legal in Southfield, which also 
found that 50 percent of the legal support 
jobs at law firms are hybrid positions.

Jonathan Chudler, a recruiting manager 
for Robert Half, said technology is a key 
driver for this new trend.

“You have attorneys who 20 years ago 
were doing dictation into tapes, and you 
had the secretarial role which was very much 
driven by transcribing what the attorneys 
were dictating,”

Chudler said. “I think that as attorneys 
now do a lot of their own typing, you 
needed a new way to utilize legal support, so 
they started blending what paralegals maybe 
did because they weren’t busy transcribing 
every day.”

Sharan L. Levine, a shareholder at Levine 
& Levine in Kalamazoo, said the notion of 
legal assistants doing more than providing 
secretarial support has likely existed as long 
as lawyers have been practicing.

“Technology and workload for 
lawyers requires having astute, competent 
professionals in place to serve alongside 
the lawyer. If the lawyer is to continue to 

serve as counselor and advisor, keep up 
with the increased production demands, 
and consider a client’s needs and options, 
then support personnel who are capable 
of managing alongside the attorney are 
essential,” Levine said.

As for qualifications for these positions, 
Chudler said firms vary on what kind of 
educational background is required, and it 
becomes primarily experience-driven.

“What I tend to see is a lot of the smaller 
to mid-sized firms tend to be capability- and 
efficiency-driven. If you can do the job, 
we’re going to give you the opportunity to 
do it, so a lot of it is just experience and 
what you’ve taken on over time in your 
career and can demonstrate what you’re 
skilled at,” Chudler said.

Levine shared many of the same ideals 
for qualifications for this kind of position, 
but added that her assistant did complete 
specific training for the job.

“(My assistant’s) interest, effort and 
successful accomplishment to complete 
the program for 
the nationally 
recognized certified 
legal secretary is of 
great benefit to the 
firm. The program 
gave her the tools 
to leapfrog overthe 
years of long hours 

that the generation preceding her had to 
learn or learn from the generations before 
them,”Levine said.

Chudler said he hasn’t seen any negatives 
to the hybrid trend. 

“Lawyers like having that utility player.
Ithink they like having someone who they 
can hand something to and they know it’ll 
be taken care of and not spend too much 
time worrying about if it’s in that person’s 
job description,”

Chudler said. “When you have these 
utility players who can do administrative, 
secretarial or paralegal support, you \end up 
saying this is a key person on my team.”

If you would like to comment on 
this story, email Thomas Franz at 
franz@mi.lawyersweekly.com.

Reprinted with permission from Michigan 
Lawyers Weekly, Inc, 900 West University 
Drive, Suite J, Rochester, Mi 48307, (248) 
865.3112 © 2018

Next Day Plus understands the high demands of your print environment.
Put us to the test and see why so many firms choose Next Day Plus. 

NEXT DAY PLUS CATERS
TO YOUR EVERY PRINT NEED.

Contact Todd Walters, Sr. Account Executive, twalters@nextdayplus.com

       708+478+1000 nextdayplus.com

LIKE A STAY AT A FINE HOTEL...
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5 Blind Spots in Sexual Harassment Policies and How to Fix Them5 Blind Spots in Sexual Harassment Policies and How to Fix Them
continued from page 11

2. Banning sexual harassment 2. Banning sexual harassment 
“by co-workers, supervisors, and “by co-workers, supervisors, and 
managers”managers”

Blind spot: As with setting, sexual 
harassment is personnel-agnostic. 
Employees can suffer it at the hands of 
not just individuals who work for the same 
organization but third parties like customers, 
clients, and even outside service personnel.

Example: During a service visit, a 
photocopy technician smacks an employee 
on the butt with a rolled up newspaper 
as she bends over to pick up a fallen ink 
cartridge. The victim’s employer is found 
liable for sexual harassment even though 
the technician is an employee of the service 
company and not the organization.

How to fix it: Your commitment to 
protect practice employees from sexual 
harassment should extend to harassment 
from third parties that employees may 
encounter in the course of their job at least 
to the extent you have a reasonable degree of 

control over those parties, e.g., customers, 
clients, vendors, and contract personnel. 
While it may be admirable in principle, 
seeking to extend this commitment to 
all third parties is neither reasonable nor 
realistic.

3. Omission of cyber harassment and 3. Omission of cyber harassment and 
revenge pornrevenge porn

Blind spot: Old-school sexual 
harassment policies don’t deal with what 
is rapidly becoming the face of sexual 
harassment in the 21st century: cyber 
bullying, and revenge porn. The latter refers 
to vindictive and nonconsensual online 
posting of nude or sexually explicit photos, 
videos, and other depictions of ex-lovers 
in an attempt to embarrass, humiliate, and 
ruin lives. And it frequently happens in the 
workplace. Although the law is still evolving, 
the early cases indicate that it’s only a 
matter of time before the employer’s sexual 

harassment duties are extended to cyber 
bullying and revenge porn.

How to fix it: Make sure your policy 
defines sexual harassment to include cyber 
bullying and stalking, non-consensual taking 
or posting of sexual activity, and other forms 
of sexual abuse against co-workers via social 
media and other digital fora.

4. Omission of other forms of sexual 4. Omission of other forms of sexual 
misconductmisconduct

Blind spot: While sexual harassment is 
the most common, it’s not the only form 
of workplace sexual misconduct. And while 
using the term “sexual harassment” to refer 
to the whole enchilada may be clear enough 
for everyday parlance, it won’t work in the 
context of an HR policy.

continued on page 15

Jennifer D. Uhlar
Tuition Financing Consultant

2000 Town Center, Suite 2000
Southfield, MI 48075

248-351-1406
JUhlar@tiaa.org

PAYING FOR COLLEGE IS ONE OF THE MOST IMPORTANT
FINANCIAL GOALS FOR YOUR EMPLOYEES WITH FAMILIES. 

MESP Workplace Savings is a direct 
deposit program that can make it easy 
for you and them. Plus, it offers 100% 
tax-free growth potential and low fees, 
making the most of every dollar they 
save. It can be worth thousands to your 
employees at no cost to you!

Program Administrator, Michigan Department of Treasury. To learn more about the Michigan Education 

Savings Program, its investment objectives, tax benefits, risks, and costs please see the Disclosure Booklet 

at MIsaves.com. Read it carefully. Investments in the Plan are neither insured nor guaranteed and there is 

the risk of investment loss. Taxpayers should seek advice from an independent tax advisor based on their 

own particular circumstances. TIAA-CREF Individual & Institutional Services, LLC, Member FINRA and SIPC, 

distributor and underwriter for the Michigan Education Savings Program.

450086
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Member NewsMember News

Welcome new members!

Jimmy SchaubJimmy Schaub
We are pleased to 

welcome our first Student 
Member, Jimmy Schaub.  

Honey Mustard Chicken Salad With Bacon & Avocado Honey Mustard Chicken Salad With Bacon & Avocado 

(Recipe at Café Delites)(Recipe at Café Delites)

Ingredients
Dressing / Marinade:
• 1/3 cup honey 
• 3 tablespoons whole grain mustard 
• 2 tablespoons smooth and mild Dijon mustard 
• 2 tablespoons olive oil 
• 1-2 tablespoons Apple cider vinegar (or white vinegar), 
 (OPTIONAL -- to cut through the sweetness) 
• 1 teaspoon minced garlic 
• Salt to season 
• 4 skinless and boneless chicken thighs or chicken breasts 
For Salad:
• 1/4 cup diced bacon, trimmed of rind and fat 
• 4 cups Romaine lettuce leaves, washed 
• 1 cup sliced grape or cherry tomatoes 
• 1 large avocado, pitted and sliced 
• 1/4 cup corn kernels 
• 1/4 of a red onion, sliced 

Instructions
1. Whisk marinade / dressing ingredients together to 

combine. Pour half the marinade into a shallow dish to marinade 
the chicken fillets for two hours if time allows. Refrigerate the 
reserved untouched marinade to use as a dressing.

2. Heat a nonstick pan (or grill pan or skillet) over medium 
heat with about a teaspoon of oil and sear / grill chicken fillets on 
each side until golden, crispy and cooked through. (Grill in batches 
to prevent excess water being released.) Once chicken is cooked, set 
aside and allow to rest.

3. Wipe pan over with paper towel; drizzle with another 
teaspoon of oil and fry the bacon until crispy.

4. Slice chicken into strips and prepare salad with leaves, 
tomatoes, avocado slices, corn, onion strips and chicken.

5. Whisk 2 tablespoons of water into the remaining 
untouched marinade / dressing and drizzle over the salad. Sprinkle 
the bacon over the top and season with a little extra salt and cracked 
pepper (optional).

Summer RecipeSummer Recipe
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5 Blind Spots in Sexual Harassment Policies and How to Fix Them5 Blind Spots in Sexual Harassment Policies and How to Fix Them
continued from page 13

How to fix it: Ban not just “sexual 
harassment” but all forms of sexual 
misconduct that employees may suffer in the 
course of their work, including:

• Non-consensual sexual contact or 
attempts to commit it (just be sure to 
include a clear definition of “consent”);

• Dating violence or abuse, i.e., use 
of fear, degradation, humiliation, and/or 
abuse against a dating partner to gain power 
and control in the relationship;

• Domestic violence;
• Stalking and cyber stalking;
• Sexually-based communication, 

i.e., in-person, phone, social media, electronic 
messages, and other communications of 
a sexual nature that are unwelcome to the 
employee recipient;

• Invasion of an employee’s sexual 
privacy;

• Exceeding the limits of consent, 
e.g., Bob lets a friend hide in the closet so he 

can watch Bob have consensual sex with his 
co-worker;

• Knowingly transmitting a sexual 
infection or disease to another person;

• Non-consensual sexual exposure.

5. Lack of accountability for bad 5. Lack of accountability for bad 
faith accusationsfaith accusations

Blind spot: While most sexual 
harassment complaints are made in good 
faith, there’s always the risk of employees’ of 
abusing the system by making accusations 
they know to be baseless. Most sexual 
harassment policies aren’t equipped to deal 
with these abuses.

• Pattern 1: The policy doesn’t hold 
employees accountable for such abuses; or

• Pattern 2: The policy holds 
employees accountable for “false” 
accusations.

The first policy doesn’t go far enough; 
and the second policy goes too far. 
Punishing employees for making “false” 

sexual harassment complaints exposes you to 
liability risks for retaliation if the employee 
made the accusation in good faith and 
sincerely believed he/she was harassed.

How to fix it: Reserve the right to punish 
not false but bad faith complaints. Specify 
that you won’t consider a complaint to be 
in bad faith merely because the evidence 
doesn’t ultimately support the accusation 
and that bad faith requires a finding that 
the complaining employee acted maliciously 
either knowing that the accusation was false 
or recklessly without regard to whether the 
accusation was true.

ConclusionConclusion
The old-school sexual harassment policy 

has become obsolete. Protect your practice 
by revising your policy to comport with 
modern times, technology, wisdom, and 
understanding about how sexual harassment 
occurs.
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2018 Business Partners2018 Business Partners

Our chapter is grateful for the support of our Gold, Silver and Bronze Business 
Partners who actively come along side our members with their financial support (via 
their sponsorship of ALA), expertise and camaraderie.  Our many business partners 
run the gamut of products and services geared to support law firms, from technology 
to consumables.  Our list of business partners is a one-stop “shop” to meet the needs 
of your organization!

Gold SponsorsGold Sponsors
Corrigan Record Storage
Speerings Corporation

Silver SponsorsSilver Sponsors
PCIA

Rippe & Kingston
CASS Tech

Austin Benefits Group

Bronze SponsorsBronze Sponsors
VeriTrak Systems Inc.

All-State Legal
Detroit Pencil Company

VarTec LLC
First Choice Coffee Services

ABA Retirement Funds
Innovative Network Services

Robert Half Legal
4 Seasons Design

Next Day Plus
Beacon Hill Legal
English Gardens
Iron Mountain

Michigan Education Savings Program
MFC Benefits LLC

Record Deposition Service
Image Business Solutions

Hagopian Cleaning Services
The Henry Ford

GrubHub
Gemini Risk Partners

Business Partner Referral ProgramBusiness Partner Referral Program
The Metropolitan Detroit Chapter of the ALA has instituted a Referral Program for the recruitment The Metropolitan Detroit Chapter of the ALA has instituted a Referral Program for the recruitment 
of new Business Partners.  Refer a new Business Partner to the Chapter and if that BP joins, you will of new Business Partners.  Refer a new Business Partner to the Chapter and if that BP joins, you will 

receive a $100 gift card.  This program has no expiration.receive a $100 gift card.  This program has no expiration.
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One of the most rewarding things besides 
being a part of the best Chapter in the 
Organization, is having the opportunity to 
attend Conference whether it is Regional or 
National.  We had the pleasure of attending 
the ALA 2018 Annual Conference & Expo 
in May.  All but one of our board members 
were able to attend, so the Metro Detroit 
ALA Chapter was well represented!  

One of the best things about the 
National Conference is the collaboration 
that occurs amongst members from all over 
the globe.  The level of quality regarding 
presentations and education itself is worth 
the trip.  There are National speakers that 
fill a room and provide such enlightening 
data that we all take back and utilize in our 
workspaces.  

By far our favorite part of the conference 
was the speakers.  John Quinones did 
the welcome and keynote with thought 
provoking insights into human nature and 
ethical behavior.  As he is famously known 

for hosting the television show, What Would 
You Do, his keynote was a business edition 
of What Would You Do? The takeaway:  No 
matter how advanced we become, it all still 
comes down to doing the right thing.

Vernice Armour, Former Combat Pilot 
and Diversity Office, spoke during the 
general session.  Her presentation reflected 
her high energetic spirit and her background 
was fascinating.  She spoke about managing 
diversity.  The takeaway: How you manage 
diversity is the key.  Create and strengthen 
a culture that values and respects all team 
members.

Yes it is fun to hang with our Chapter 
peeps and to meet our Region members as 
well as engage, but the education is what 
really makes the conference for many of us.  
The biggest perk from this conference was 
the educational opportunities.  

The schedule included all areas:  
financial management, human resources, 
and operation.  In addition to the many 

hour long classes, one of our favorite events 
to attend were the 15 minute educational 
sessions.  Amazing what you can learn in 
15 minutes!  Michael Cohen, a Partner at 
Duane Morris, LLP who concentrates his 
practice in the areas of employment law 
training and counseling presented several 
classes.  We are lucky enough to have him 
speak to our chapter on August 8 on a 
topic he presented on and quite frankly 
is obviously an expert in - Harassment 
Prevention.  Mark your calendars.

Another great speaker was Jennifer Hill, 
who is President of JHill’s Staffing Services.  
She also presented several classes.  One of 
our favorites was How to Handle Passive-
Aggressive Personalities.  We learned what 
defines a passive-aggressive personality and 
she shared some tools on how to work with 
passive-aggressive people and behaviors.  
Great speaker!

continued on page 20

View of the ALA 2018 Annual Conference and ExpoView of the ALA 2018 Annual Conference and Expo

y p y
 
  Three Decades of Law  

    Firm Technology  
   Experience  
 

  True Proactive Managed  
Care 

 
  24x7x365 
  

  Stronger Legal Practices  
 

  Free Technology 
Consultation for ALA 
Members 
 

   
We KNOW Legal IT.  

www.cass-tech.com 
cass@cass-tech.com 

248-538-7374 
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Newsletter Chairperson’s CornerNewsletter Chairperson’s Corner
By: Terri Spitzig, Newsletter Chairperson 

What is the reason or reasons you are 
a member of the Metropolitan Detroit 
Chapter of the ALA?  

I’ve attended two conferences, various 
educational meetings, board meetings, and 
have somehow found myself as the vice 
president/president elect for the chapter this 
year.  I was a member off and on for the 
past 10 years or so, but only joined the local 
chapter 2-3 years ago.  My reason for finally 
doing that?  It wasn’t because I needed more 
friends or had a bunch of free time on my 
hands or lacked networking opportunities.   

It was because 1)  I became aware that such 
a chapter existed; and 2) I wanted – or more 
accurately - needed access to information 
to solve HR and financial issues specifically 
related to the legal field and operating a law 
firm.  

Our web site states:
“The Metropolitan Detroit Chapter of 

the Association of Legal Administrators was 
formed to provide support to professionals 
involved in the management of law firms, 
corporate legal departments, and government 
legal agencies.”

We send surveys and ask questions via 
the online communities — all asking the 
same questions with very little feedback.   
What do you need?  We know we are missing 
something.  We know we need to make 
this Chapter better for its members.  We 
also know we will never be able to meet 
everyone’s needs or make everyone happy.  
But it’s difficult to know where to even begin 
without feedback.  

So my question (or maybe a challenge?) 
to our members is:  As a member of the 
Metropolitan Detroit Chapter of the ALA, 
are we doing enough to provide you with 
support?  Are we meeting your needs?  What 
do we do well?  What can we do better?  
What’s important to you?  

The Chapter exists because of you and 
for you.  If you need something more, 
something different - - let your voice be 
heard!  Reach out to the Board.  We want 
to hear from you. Please e-mail any one of 
us with your thoughts or suggestions.   We 
welcome your feedback and involvement.  
The more involved we are as a Chapter, the 
better the Chapter will be for everyone!

Your opinion matters!

Did you know that Did you know that 

every time you recruit every time you recruit 

a new member a new member 

you will receive you will receive 

$100?$100?
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Monthly Spotlight on Diversity & InclusionMonthly Spotlight on Diversity & Inclusion

July Diversity Spotlight: Celebrate July Diversity Spotlight: Celebrate 
July – Tell the Story of Your July – Tell the Story of Your 
AmericaAmerica

July provides a day of Independence 
that we count on each year. It’s a great day 
to celebrate the inclusive foundation of this 
country.

https://youtu.be/2g88Ju6nkcg

July Diversity Spotlight: Gender July Diversity Spotlight: Gender 
Equality in Law SchoolsEquality in Law Schools

Closing the gap between genders in the 
classroom. 

August Diversity Spotlight: The August Diversity Spotlight: The 
Ever-Changing Workforce  – Ever-Changing Workforce  – 
Generations Generations 

More generations than ever before 
are working together, requiring conscious 
awareness in leadership.

September Diversity Spotlight: September Diversity Spotlight: 
National Hispanic Heritage Month National Hispanic Heritage Month 

September is National Hispanic Heritage 
Month. Hispanic people were among the 
earliest European settlers in the New World, 
what is today the United States.

248-291-2114
commercialcleaning@originalhagopian.com

www.OriginalHagopian.com

Contact us today for a FREE no-obligation  
evaluation for all your cleaning needs

• Carpet ~ Upholstery ~ Tile & Grout
• Full Range of  Cleaning Services
• Competitive Prices
• Hassle-Free Scheduling
 • Dedicated Team

FREE ESTIMATES 

FOR YOUR BUSINESS!

Proven Results!

Achievement has 
no color. 

- Abraham Lincoln
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We are beyond blessed to be able to 
provide some of those National speakers at 
the Chapter level for members that have not 
had the chance to attend a conference.  We 
thank our Business Partners for being a part 
of making that happen.  

The facility was very nice, although the 
food at the conference was very mediocre – 

especially for lunch.  But there were plenty of 
restaurant options in the area.  

Overall, attending the Annual 
Conference & Expo was a great experience 
and one we hope to repeat in coming years!  
If you have not attended a conference, you 
should give it some real thought.  Regional 
is in Chicago this year; September 13-15, 

2018.  Who does not love Chicago and who 
would not want to see what we are all raving 
about!  If you ever want to hear more, please 
reach out!  Those of us who have attended 
would love to talk to you!

View of the ALA 2018 Annual Conference & ExpoView of the ALA 2018 Annual Conference & Expo
continued from page 17

continued on page 21

Bracelet donated by the Chapter
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View of the ALA 2018 Annual Conference & ExpoView of the ALA 2018 Annual Conference & Expo
continued from page 20
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Workplace Harassment in Today’s Legal IndustryWorkplace Harassment in Today’s Legal Industry
Join us on August 8th!

Michael S. Cohen concentrates his 
practice in the areas of employment law 
training and counseling. Mr. Cohen has 
trained and counseled employers throughout 
the country on subjects including harassment 
prevention; workplace diversity; discipline 
and discharge; hiring and recruiting 
practices; performance evaluations; FMLA, 
ADA and FLSA compliance; leave of 
absence policies; performance management; 
workplace privacy; sexual orientation and 
gender identity in the workplace; substance 
abuse testing; workplace violence; records 
retention; conducting background checks; 
teens in the workplace and managing 
attendance problems. He has conducted 
trainings for executives, directors, managers, 
supervisors and employees in many 
industries, including financial services, 
healthcare, pharmaceutical, manufacturing, 
retail, real estate development, law firms and 
human services. Mr. Cohen is also a frequent 
speaker at ALA conferences.

www.ironmountain.com

800-899-4766

WE BELIEVE  
THAT OUR MOST 
PRECIOUS ASSET IS OUR 
CUSTOMERS’ TRUST

© 2017 Iron Mountain Incorporated. All rights reserved.

We are trusted guardians of the  
assets most important to our customers.  
Securing their past, and ensuring their future value.  
For everything our customers value today, and in the  
future, we are Iron Mountain. 

Wednesday, August 8, 2018Wednesday, August 8, 2018
Speaker: Michael S. Cohen from Duane Morris, LLP

Location: Iroquois Club
43248 Woodward Ave., Bloomfield Hills, MI  48302

Time: 3:30 p.m. to 6:30 p.m.
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Executives intuitively understand 
that their Information Assets (their data, 
documents [including records], online 
content and knowledge) are of critical 
business value.  They may be aware that the 
value of the S&P 500 (not the NASDQ) 
contributed to by intangible assets (which 
include Information Assets) has risen from 
17% in 1974 to 84% today.  They know that 
their Information Assets are one of only four 
resources at their disposal – the others being 
Financial, Human and Physical Assets.  They 
know that their Information Assets are vital 
for every business activity, every business 
process and every business decision.  They 
are aware that their Information Assets are 
the only ones that cannot be replaced if 
lost.  They are constantly bombarded with: 
Cyber-security and data breach reporting; 
Big Data, analytics, data science, Artificial 
Intelligence and Machine Learning; the 
Cloud and data sovereignty; innovation and 
digital disruption; and Block Chain and the 
Internet Of Things.  And they know that 
all these challenges and opportunities have 
only one, single common denominator – 
Information Assets.

Executives are becoming aware that 
the management of Information Assets is 
not a technical, IT issue, it is a business 
governance, asset governance, leadership & 
management and behavioural issue.  With 
68% of cyber-security threats coming from 
non-malicious internal sources and 22% 
coming from disgruntled employees, only 
10% come from outside the organisation 
– so it just doesn’t matter how good your 
firewall is.  Yet despite all this evidence, 
data, information and knowledge are not 
managed as a business asset.  When asked 
what their organisations would look like if 
they managed their Financial Assets the way 
they manage their Information Assets, most 
executives admit that “they would be broke 
in a week.”

The ALA’s Information Management 
Survey investigates firms’ Information Asset 
management practices and extrapolates 
the impact that those practices have on 
business performance.  It provides firms 
with tangible, empirical findings that enable 
them to begin the journey of managing 

their data, information and knowledge as 
a vital business asset that will enable them 
to increase billings and revenue, reduce 
costs, improve productivity, increase client 
service and satisfaction, create competitive 
advantage and improve staff morale.

142 firms completed the survey.  We 
have found the results to be absolutely 
fascinating.  For instance:

1. It is pleasing to see that 71% of 
firms consider information management to 
be important to their business; they get 
it.  On the other hand only 2.4% of firms 
invited completed the survey, which is telling 
in itself.  

 2. The findings have also shown that 
firms’ information management practices 
are having a detrimental effect on their 
performance.  The consequences to firms of 
not being able to easily find the information 
they need when they need it are serious 
– 65% could suffer a loss of reputation, 
56% could lose clients and 44% could lose 
competitive advantage.  

 3. Of the numerous challenges to 
finding the right information, 54% of firms 
don’t know where to look and 52% of firms 
have too many places to look.  

 4. When asked who is accountable for 
the management of the firm’s information 
assets, 17% nominated administration and 
17% said everybody.  As accountability 
cannot be delegated, only one, very senior 
executive can be accountable.  When asked 
who is responsible for the management 
of the firm’s information assets, 34% said 
everybody and 32% said the CEO.  Every 
single person in a firm is responsible for 
managing their emails, their documents, 
their time sheets, their information assets.  

 5. Less than 7% of firms use a 
taxonomy.  The ALA has built a taxonomy 
called the ALA Uniform Process Based 
Management System (UPBMS).  It is a set 
of codes to provide a standard framework 
for defining and classifying legal operations 
and it creates a uniform language to help 
firms deliver even better client service. ALA’s 
UPBMS code set is available for free.

 6. The result is that staff can waste 31 
minutes per day searching for information, 
24 minutes per day recreating documents 

they know exist, 49 minutes per day 
searching for emails and 31 minutes per day 
because they’re not using information from 
previous projects.  Just these findings alone 
show a waste of over two hours per day on 
average which represents a negative impact of 
more than 20% on business performance.  

7. Whilst the business impact is 
clearly significant, firms do not justify their 
investment in information management.  
They don’t measure the cost of managing 
their information assets, they don’t know the 
value of their information assets and they 
don’t determine the benefits, or return on 
investment, of improving information asset 
management practices.  

 8. But firms recognise an opportunity 
for improvement as 31% of respondents 
have changed their view of information 
management as a result of completing this 
survey.  And if firms are easily able find the 
information they need when they need it, 
70% could increase their productivity, 67% 
could improve their client service and 44% 
could increase their billable hours.  

 We suspect that the questions that 
respondents found the most interesting are:

• Q5: Benefits of good information 
management

• Q6: Risks of poor information 
management

• Q7: Cost of managing the firm’s 
information

• Q12 : Board governance
• Q13: Ultimate accountability
• Q14: Responsibility
• Q28: Challenges to finding the right 

information
• Q35: Hours per person per day 

wasted from poor information 
management

• Q44: View of information 
management as a result of the survey

James Price, Managing Director
Experience Matters
james.price@experiencematters.com.au
https://www.experiencematters.com.au/insights/
publications/

ALA Information Management SurveyALA Information Management Survey
By: James Price, Managing Director of Experience Matters
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National record 
retrieval & 
discovery support 
done right.

Whether it’s record retrieval, 
digital file solutions, or document 

duplication, we use the latest 
technology in digital media to assist 
attorneys in every type of litigation.

RECORDS DEPOSITION SERVICE
248.357.3330 | recdep.com

2018 Michigan Lawyer Unsung Legal Heroes2018 Michigan Lawyer Unsung Legal Heroes

The 2018 Unsung Legal Heroes are:

• Nichole Baker, Zausmer, August & Caldwell PC, legal secretary
• Joseph Beeler, Dykema Gossett PLLC, information technology
• Anne Marie Brata, Secrest Wardle, legal secretary
• Denice Broderson, Dykema Gossett PLLC, legal secretary
• Katie Bryk, Bush Seyferth & Paige PLLC, legal marketing
• Sharla Clements, Foster Swift Collins & Smith PC, legal 

secretary
• Jamie Elhart, Varnum LLP, legal secretary
• Erica Groh, Kecskes, Gadd & Parker PC, legal secretary
• Kimberly Hafley, Foster Swift Collins & Smith PC, legal 

marketing
• Eric Kennedy, Western Michigan University Cooley Law 

School, law librarian
• Beth Lockwood, Zausmer, August & Caldwell PC, firm 

administrator
• Frederick Morsches, Honigman Miller Schwartz and Cohn 

LLP, legal marketing
• Stephanie Murray, Varnum LLP, legal secretary
• Jacqueline Palazzolo, Smith and Schultz PLC, legal secretary
• Anthony Palmer-Peterson, Chartier & Nyamfukudza PLC, 

firm administrator
• Ryan Pasquali, Brooks Kushman, legal marketing
• Roy Sexton, Kerr Russell PLC, legal marketing
• Vimi Sharma, Varnum LLP, legal secretary
• Christy Silvera, Dykema Gossett PLLC, firm administrator
• Kristine Sower, Varnum LLP, information technology
• Alisha Spencer, Sinas Dramis Law Firm, information 

technology
• Denise Stafiej, Dykema Gossett PLLC, information technology
• Sue Stewart, Baker & Elowsky PLLC, legal secretary
• Cheryl Trojanowski, Charfoos & Christensen PC, legal 

secretary
• Breanna Weiner, Rockind Law, paralegal
• Hannah Zaskiewicz, Dykema Gossett PLLC, paralegal

Reprinted with permission from Michigan Lawyers Weekly, Inc, 900 
West University Drive, Suite J, Rochester, Mi 48307, (248) 865.3112 
© 2018 
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ALA Metro Detroit 2018-2019 Board Officers and LeadershipALA Metro Detroit 2018-2019 Board Officers and Leadership

 

 
Ronda Harris 

Chapter President 
harris@millercanfield.com 

 

 
Terri Spitzig 

Vice President/President Elect 
Newsletter Chair 

tspitzig@dt-law.com 
 
 

 
Melissa Clark 

Director of Business Partner Relations 
Melissa@vanhewpc.com 

 

 
Linda Reyna 

Secretary 
LReyna@dickinsonwright.com 

 

 
Immediate Past President  &  

Director of Membership 
gcalvetti@vanhewpc.com 

 
 

 
Kathy Batts 
Treasurer 

kbatts@mbpia.com 
 

 
Andrea Young 

Co-Director of Education, Meetings & Publicity 
Andrea.Young@ceflawyers.com 

 
Kandi Lampkins 

Co-Director of Education, Meetings & Publicity 
klampkins@brinksgilson.com 

 

 
Dana Hagemann 

Assistant Treasurer 
Dana.Hagemann@bowmanandbrooke.com 

 
 

 
 

Uwanna Simplson 
Community Connections 

UFSimpson@aaamichigan.com 
 
 

  
 

 


