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Q&A on Work-Life Balance and "Leaning In"

Washington Women Lawyers: Wliat
is your current position and how
does your background as a laiu-
yer influence what you do?

Amy Kosterlitz: I am a profession-
al development coach, working
with lawyers and other profession-
als, to clarify and realize their
goals. My coaching provides sup-
port for clients to better align their
professional and personal lives
with their priorities. Coaching top-
ics often include: developing a new
career vision or advancement plan,
enhancing leadership presence and
confidence, improving manage-
ment and communication skills,
finding work-life balance, and navi-
gating transitions.

My background, which includes
three decades of law practice, su-
pervision of other lawyers and par-
ticipation in law firm management,
allows me to understand the chal-
lenges that attorneys face. I know
the stresses inherent in the legal
profession and the typical stages of
an attorney's career development.
My first-hand experience practicing
law helps me assist lawyer-clients
to create successful strategies to
overcome obstacles and to find ful-
fillment, advancement, autonomy
and balance.

WWL: Do you agree with Ms. Bel-
lows' opinion expressed in her arti-
cle that work-life balance in the
legal field is a "fraud"?

AK: No. I think it is possible to
achieve work-life balance and prac-
tice law - but that doesn't mean it's
easy. I define work-life balance as
the ability to devote sufficient time
to your legal career so that you can

feel proud of your work and earn
enough, yet still have time to enjoy
family, friends and other activities and
feel personally fulfilled. Of course,
what constitutes work-life balance will
differ among individual attorneys.
Work-life balance is not a status that
one can achieve and then relax—it's an
ongoing process of experimentation
and course-correction. It involves jug-
gling to keep many balls in the air, and
not giving up when some of the balls
come crashing down.

My optimism that one can achieve a
reasonable work-life balance is based
on my experience practicing law, while
raising two children with an attorney
spouse. It was often challenging to find
and maintain the balance between
work, family and other pursuits, but it
was ultimately satisfying to have the
rich life afforded by being involved in
all of these realms.

WWL: Wfiat does it take to find your
own work-life balance?

AK: I think there are three essential
elements to achieving work-life bal-
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ance while practicing law. The first is
having the right mindset—a combina-
tion of both a "can do" and a flexible
attitude. Work-life balance involves a
strong belief that you can set bounda-
ries—on work and commitments out-
side of work, and get others to respect
those boundaries. Conversely, it re-
quires a willingness to compromise,
based on the recognition that one
can't always "have it all" —and cer-
tainly not all at once. These compro-
mises can include temporarily delay-
ing one's career ascent or giving up
interesting assignments when they
require excess hours. Achieving work
-life balance also sometimes means
sacrificing some personal commit-
ments when these conflict with work
responsibilities. Individual attorneys
must determine which compromises
are acceptable and be courageous in
setting their boundaries.

The second critical element is build-
ing good support systems—both at
work and outside of work—to help
with the "balancing act." I was fortu-
nate to have law partners who sup-
ported me in working a reduced
schedule, and a spouse who was will-
ing to pitch in at home. It still wasn't
easy when the kids would get sick or
a client commitment would interfere
with the school play, but with some
creativity and flexibility, I often felt I
had the best of both worlds.

A third element of work-life balance
is realizing that it's not just about
making time for work and outside
activities, but one of energy manage-
ment. The more you can craft your
job to allow you to do the things you
like and that give you energy, the less
depleting work becomes. Similarly, if

(Continued on page 8)
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you can find outside activities that replenish

your energy—e.g., exercise or fun activities with

family and friends—you can tolerate those peri-

ods that demand longer work hours and the frus-

trations of juggling.

WWL: How can legal employers help women
attorneys find work-life balance?

AK: Legal employers have come a long way

since I began law practice in 1980 in accommo-

dating women attorneys who need flexibility—by

adopting flexible work options and non-equity

partner "tracks" with reduced hours expecta-

tions. However, if not handled carefully, these

alternative tracks can become "second tier"

tracks, lacking in professional growth opportuni-

ties and limiting career development and fulfill-

ment for promising attorneys. These "second

tier" tracks can also lead to attrition because

without the incentive of interesting work or ad-

vancement, women attorneys who have signifi-

cant family responsibilities often choose to leave.

Many law firms have seen this kind of attrition.

In order to promote a healthy work-life balance

and keep their talent, legal employers should not

automatically relegate women attorneys working reduced or flexible

schedules to a "second tier" track. Both legal employers and attorneys

would benefit from the recognition that lawyers working reduced or

flexible schedules can provide top-tier legal services, as well as devel-

op business and exert leadership, as was my experience. I see too

many firms losing women attorneys who choose to work part-time

because the firms offer them little promise of advancement, interesting

work or self-determination.

WWL: How does Sheryl Sandberg's advice that women "lean in" to
advance at work apply in the context of the legal profession?

AK: Sandberg's advice about the need for women to "lean in" at work

applies well to the legal profession, where, as in the corporate world

"Career progression often depends upon taking risks and advocating

for oneself—traits that girls are discouraged from exhibiting." Lean In,

p. 15. Consistent with Sandberg's statistics in other fields, there is a

"leadership gap" in the legal field—women constitute 45 percent of

law firm associates but just 15 percent have reached equity partner-

ship (and less in the 200 largest firms). Women are still only 22 per-

cent of the federal judiciary and 26 percent of the state judges. Female

lawyers too often earn 75 percent or less of what male counterparts

earn for doing the same job. Advancement of Women Lawyers: Barriers

Must Be Removed so Female Attorneys Can Equally Participate; William T

Robinson, III, ABA Journal, January 2012.

(Continued on page 9)

On April 10, 2013, the State Board of Washington Women Lawyers formally adopted an official diversity policy that applies to the entire or-
ganization at both the chapter and state levels. We are pleased to have adopted a policy that has always been the longstanding mission and
practice of the organization: to foster diversity in the legal profession.

WWL Diversity Policy

Washington Women Lawyers is committed to fostering, cultivating and preserving a culture of diversity and inclusion. In

furtherance of WWL's core mission, our efforts to promote inclusion and diversity of all kinds in the legal profession in-

clude, but are not limited to, partnerships with other Minority Bar Associations and access to justice organizations through

joint networking events, sponsorship opportunities, and legislative and policy support. WWL provides representation and

strongly supports diversity initiatives and committees organized through the Washington State Bar Association and other

affiliated groups. Our broad reach across Washington State also includes an emphasis on geographic diversity through

support of our local chapter level efforts.

We embrace and encourage our members' differences in age, color, disability, ethnicity, family or marital status, sex, gen-

der, gender identity or expression, language, national origin, physical and mental ability, political affiliation, race, religion,

sexual orientation, socio-economic status, veteran status, and other characteristics that make our members unique. WWL's

commitment to fostering and promoting diversity applies to all levels of our organization and membership, including re-

cruitment and leadership opportunities. All WWL members have a responsibility to treat others with dignity and respect at

all times. All members are expected to exhibit conduct that reflects positively on the organization and its members and fos-

ter inclusion.
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Women attorneys who want to advance need to
"lean in" by developing confidence and willing-
ness to accept challenges -without losing sight of
their work-life balance. As Sandberg pointed out,
while women are as competent as men (and
sometimes more), they are less likely than men to
accept "stretch" assignments or take risks, be-
cause they underrate their abilities and don't
want to risk failure. I often see this with my cli-
ents and we work on enhancing confidence while
reducing critical self-judgment and fear of failure.
One key component in reducing fear of failure is
cultivating resilience—the ability to bounce back
from setbacks. If you believe you can survive a
failure, you are more willing to try.

In law as in the corporate world, women who
want career advancement also need to become
comfortable taking credit for their achievements.
Women often work hard and do stellar legal
work but don't tout their achievements, thinking
their efforts will be recognized and promotion
will follow. Many women are also not comforta-
ble "blowing their own horn." However, as in the
corporate realm, promotions in law often involve
a significant element of self-promotion. Women
need to find authentic and comfortable ways of
seeking credit for their accomplishments and ex-
pressing their desire for advancement. Unfortu-
nately, in doing so, women have to be mindful of
the "double bind" Sandberg identifies and many
of us have experienced—women need to assert
themselves to succeed but without seeming to be
overly aggressive in order not to confound per-
sisting societal expectations of appropriate femi-
nine behavior. A tall order! Hopefully, over time,
as women occupy more leadership positions
these attitudes will change and women can es-
cape this "double bind."

WWL: What can legal employers do to help
women attorneys "lean in"?

AK: Legal employers need to "lean in" too and
meet their women attorneys half way. This means
giving women opportunities for professional
growth and leadership. For example, an employ-
er may fault a woman attorney for not showing
leadership, at the same time that they fail to give
her leadership opportunities to develop her skills.

Leaning in also means giving women support in developing the confi-
dence, assertiveness and resilience that are required for advancement.
Professional development support for women attorneys can be pro-
vided by mentors and with training and coaching. Often, for women
attorneys to advance, mentoring is not enough, and as with men,
women attorneys need a "sponsor"—a senior attorney who acts as a
"champion" and is willing to use his or her influence to help a woman
attorney get challenging assignments and recognition. Legal employ-
ers who are serious about advancing women attorneys should help
them find both mentors and sponsors.

Finally, legal employers need to be alert to and counteract "implicit
bias" —the unstated and often unconscious bias about women's abili-
ties and proper roles, which persist even as our explicit attitudes
evolve, and which function as the invisible "glass ceiling." Employers
need to recognize that many women express their drive for leadership
differently than men, for example by being a good, team player rather
than a standout individual. Employers need to value the contributions
typical of women—such as collaboration and empathy— as highly as
those which are typical of men. This will not only benefit women attor-
neys by "leveling the playing field" but will benefit the legal profes-
sion by allowing it to capitalize on the valuable leadership contribu-
tions of both female and male attorneys. 000
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