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A CONVERSATION WITH JACI LEE, VICE PRESIDENT AND  
GENERAL COUNSEL OF FLYNN RESTAURANT GROUP

More Minority, Women General Counsel at Top US Companies Than Ever Before, 
(Aug.31, 2020)
https://www.law.com/corpcounsel/2020/08/31/more-minority-women-general-
counsel-at-top-us-companies-than-ever-before/

Women, Minority GCs Saw Sharp Increases in Fortune 1000 Representation  
in 2021, (Oct. 19, 2022)
https://www.law.com/corpcounsel/2022/10/19/women-minority-gcs-saw-sharp-
increases-in-fortune-1000-representation-in-2021/

The Underrepresentation of Women at the Highest Levels of the Legal 
Profession, (Oct 5, 2022)
https://www.lawpracticetoday.org/article/despite-all-the-profession-has-to-gain-
from-our-greater-inclusion-the-under-representation-of-women-at-the-highest-
levels-of-the-legal-profession/

Grace M. Giesel, The Business Client Is a Woman: The Effect of Women as In-House 
Counsel on Women in Law Firms and the Legal Profession, Vol 72, 3 (1993)
https://core.ac.uk/download/pdf/188094563.pdf

ON THE COUCH KEYNOTE JENNIFER BURNS, EQUIFAX

Madeline Anderson, Women made up 49% of Fortune 500 general counsel 
appointments in 2021, (May 12, 2021) 
https://www.globallegalpost.com/news/women-made-up-49-of-fortune-500-
general-counsel-appointments-in-2021-1731525335

Krishnan Nair, The Global Lawyer: A New Generation of Female General Counsel, 
(May 03, 2021) 
https://www.law.com/international-edition/2021/05/03/the-global-lawyer-a-new-
generation-of-female-general-counsel/

Chinekwu Osakwe, Almost half of new top lawyers at largest U.S companies last 
year were women, (May 12, 2022)
https://www.reuters.com/legal/legalindustry/almost-half-new-top-lawyers-largest-
us-companies-last-year-were-women-2022-05-12/

Cynthia Dow, More Women than Ever Before in General Counsel Roles at F500 
companies, (July 27, 2018)
https://www.russellreynolds.com/en/insights/reports-surveys/more-women-than-
ever-before-in-general-counsel-role-at-f500-companies
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PARTNERS AND GC’S PANEL MENTORS AND SPONSORS

McGregor, Catherine, Diversity and the Bar, “Advancement of Female Attorneys 
in Law Firms-Where Are They Today? (Tips for Female Attorneys)
https://issuu.com/mcca10/docs/01 - db winter 2018/16

TED Talk, Sylvia Ann Hewitt, “Forget A Mentor, Find A Sponsor”
https:///www.youtube.comwatch?v=i83HLA3a0DQ  (20:12 minutes)

Podcast, Harvard Business Review, Sylvia Ann Hewitt, “The Surprising Benefits 
of Sponsoring Others at Work”
https://hbr.org/podcast/2019/the06/the-surprising-benefits-of-sponsoring-others-
at-work

Article, Legacy Vault, Parker, Monica, Esq., “5 Tips for Seeking Feedback as  
An Associate of Color”
https://firsthand.co/blogs/vaults-law-blog-legal-careers-and-industry-news/5-tips-
for-seeking-feedback-as-an-associate-of-color

 

NEVER LEAVE MONEY ON THE TABLE-SALARY NEGOTIATIONS 101

Article, Yale Law School “Negotiating Salary”
https://law.yale.edu/student-life/career-development/alumni/toolkit-alumni-job-
seekers/salary-negotiation

Half, Robert, “4 Salary Negotiation Tips for Legal Professionals”
https://mcca.com/mcca-article/4-salary-negotiation-tips-for-legal-professionals/

What You Need to Know about Negotiating Compensation
 https://www.americanbar.org/content/dam/aba/administrative/women/
negotiations_guide_task_force.authcheckdam.pdf

Test Case: Show Me The Money! I Speak On A Panel About Salary Negotiation 
For Women, (Mar.3, 2017)
https://abovethelaw.com/2017/03/test-case-show-me-the-money-i-speak-on-a-
panel-about-salary-negotiation-for-women/

Out of the Black Box: Highlighting Central Myths of Gender Pay Disparity in the 
Legal Profession in 2020, (Nov. 11, 2020)
https://attorneyatlawmagazine.com/practice-management/dei/highlighting-
central-myths-gender-pay-disparity-in-the-legal-profession-2020

How lawyers can negotiate for better salaries and positions (podcast with 
transcript), (Nov. 28, 2016)
https://www.abajournal.com/news/article/podcast_monthly_episode_81 
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SPOTLIGHT ON ATTORNEY WELLNESS

ABA, The Path to Lawyer Well Being, National Task Force on Lawyer Well-Being 
(Aug. 14, 2017)
https://louisianajlap.com/wp-content/uploads/2017/08 
ThePathToLawyerWellBeingReportRevFINAL.pdf.

Irene Leonard, 7 Lawyer Time Management Issues and How to Avoid Them, 
Thomson Reuters
https://legal.thomsonreuters.com/en/insights/articles/lawyer-time-management-
issues

Irene Leonard, Time Management for Lawyers Coaching Form
https://coachingforchange.com/TimeManagementHandout.pdf

Krystin Tyler, Throw “Balance” out the Window When WFH – Focus on Well-
being, Attorneyatwork, (May 4, 2020)
https://www.attorneyatwork.com/lawyer-well-being-throw-balance-out-the-
window-when-wfh/

Margaret Spencer Dixon, Manage Your Time, Manage Your Stress:  
Time Management Skills for Lawyers, ABA 35 th Annual Forum on Franchising 
(October 2012)
https://www.americanbar.org/content/dam/aba/publications/franchising_past_
meeting_materials/2012/p1.pdf

Stress Management for Attorneys, Lawyer Time Management
https://www.lawyertimemanagement.com/stress-management-for-attorneys/

Georgia Bar Lawyer’s Creed and Aspirational Statement on Professionalism
http://cjcpga.org/wp-content/uploads/2019/07/1-Lawyers-Creed-and-Aspirational-
Statement-Clean-Copy-v-2013-new-logo-seal.pdf

FAILING TO PLAN IS PLANNING TO FAIL—WEALTH BUILDING, 
RETIREMENT AND LEGACY PLANNING FOR ATTORNEY

Article, Florida Bar, “Five-Step Plan to Achieve Optimal Financial Health”
https://www.floridabar.org/the-florida-bar-news/five-step-plan-to-ahieve-optimal-
finacial-health/

Article, LearnLux “Top 5 Reasons Lawyers Need Financial Wellness in the 
Workplace”
https://blog.learnlux.com/top-five-reasons-lawyers-need-financial-wellness I.                    
Women Partners and General Counsels Speak Out!  (I changed the title from 
“discussion”)
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WOMEN PARTNERS AND GENERAL COUNSELS SPEAK OUT! 

Rizvi, SalMuahy, “Attaining The Colorful 2.5%:  5 Tips For Minority Women On 
Their Path To Partnership,” Diversity and The Bar, Spring 2017, pp.24-27.
https://mcca.com/diversityandthebar/spring2017

1. Work hard
2. Find allies-it is not possible to attain the 2.5% simply by working hard.  

Aspiring women of color must find allies in their law firms in order to excel.
3. Advocate for Yourself (and not isolate yourself)
4. Do not let the odds deter you.
5. Give back.

ABA REPORT “FROM VISIBLE INVISIBILITY TO VISIBLY SUCCESSFUL: 
Success Strategies for Law Firms and Women of Color Attorneys in Law Firms” 
PP.14-16
https://www.americanbar.org/content/dam/aba/administrative/women/visibly_
successful.pdf

1. “Believe in yourself, and do not let anyone shake your belief in yourself.”
2. “Give excellence. Get success.”
3.  “If you can’t find mentors, you have to make mentors.”
4. “It takes a village to raise a lawyer.”
5. “Network, network, network.”
6. “It’s all about that book [of business].”
7. “Take care of yourself.”
8. “Show up. Speak up.”

Joeveer, Mamie, “Building a Network:  It’s More Than Lunch,” Diversity and the 
Bar, Spring 2017, p.8.

Thompson, Craig, “If I Knew Then…, Part Two,” Diversity and the Bar,  
Spring 2017, pp. 12-13.
https://issuu.com/mcca10

Lewis, Maria L., and Tabler, Vanessa S., “Say It With Credit:  One Important Way 
to Retain Diverse Attorneys in Big Law,” The Legal Intelligencer, 10
https://www.law.com/thelegalintelligencer/2021/10/13/say-it-with-credit-one-
important-way-to-retain-diverse-attorneys-in-big-law/

Barnes, Harrison, “Top 9 Ways for Any Attorney to Generate a Huge Book of 
Business,”
https://www.bcgsearch.com/article/900042940/How-to-Develop-Business-as-a-
Lawyer-How-Lawyers-Can-Get-Clients/
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RECLAIMING YOUR TIME-MANAGING STRESS TO GUARANTEE SUCCESS

Li, Victor, Moran, Lyle, Reynolds, Matt and Wade, Stephanie F., “Stress 
Busters-40 Wellness Tips to Help Lawyers Cope with Job Pressure,” American 
Bar Journal (April-May 2022) pp.34-41.

BEST PRACTICES AND STRATEGIES FOR ADVANCING DIVERSITY IN YOUR 
WORKPLACE

Deborah L. Rhode and Lucy Buford Ricca, Diversity in the Legal Professions: 
Perspectives from Managing Partners and General Counsel, 83 Fordham L. Rev. 
2483 (2015)
https://ir.lawnet.fordham.edu/flr/vol83/iss5/13/.

Left Out and Left Behind: The Hurdles, Hassles, and Heartaches of Achieving 
Long-Term Legal Careers for Women of Color, (202 0)
https://www.americanbar.org/groups/diversity/women/initiatives_awards/long-
term-careers-for-women/left-out-left-behind/

Georgia Bar Lawyer’s Creed and Aspirational Statement on Professionalism,
http://cjcpga.org/wp-content/uploads/2019/07/1-Lawyers-Creed-and-Aspirational-
Statement-Clean-Copy-v-2013-new-logo-seal.pdf

Key take-aways:

1. “A diverse team is a more effective team; it has a broader base of 
experience . . . and the client gets a better product.”27

2. “You can’t get the best work without the best talent.”28
3. “This is a talent business. You need to cast the net broadly.”29
4. “The client base is changing and if we don’t change with it, our bottom line 

will be impaired as a result.”30
5. “We’re in the human capital business. [Diversity is a way to get] the best 

people and the best decision making.”31

Best Practices pp. 2502-2506 (these pages summarize what the authors have 
identified as the best practices for law firms that are committed to diversifying 
their legal staffs.

Under Section A. “Commitment and Accountability,” the authors suggest 
institutionalizing diversity is key to achieving a diverse legal workforce and one 
way to achieve this is by rewarding diversity performance (e.g., the number 
of diverse attorneys a practice manager hires and promotes to junior, senior 
and equity partner) as part of their bonuses.  In short, tie compensation to 
diversity efforts which corporations have done for years.

A critical mass of women and minorities must be on management and 
compensation committees to effectuate change.

A. Commitment and Accountability

The first and most important step toward diversity and inclusion is to make that 
objective a core value that is institutionalized in organizational policies, practices, and 
culture. The commitment needs to come from the top. An organization’s leadership 
must not only acknowledge the importance of diversity but also establish structures 
for promoting it and for holding individuals accountable. To that end, leaders need to 
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take every available opportunity to communicate the importance of the issue, not just 
in words, but in recruiting, evaluation, and reward structures.

“What doesn’t work is when leaders talk about the value of inclusion but fail to make 
it more than the seventh, eighth, or ninth priority,” said Christie Smith, managing 
principal of Deloitte University Leadership Center for Inclusion. 189 So too, Miriam Frank, 
vice president of recruiters Major, Lindsey & Africa, saw “some companies purport to 
put it at the top of the list, but when push comes to shove, other qualities will creep 
up the ladder.”190 By contrast, true commitment from an organization’s leadership 
can help stave off frustration or “diversity fatigue” that occurs when lawyers feel that 
programs are simply window dressing. What also does not work, according to Smith, 
are programs and initiatives around diversity without leadership expectations tied to 
[them]. . . . There are a lot of well-intentioned leaders who have abdicated responsibility 
to a few in the organization rather than making diversity and inclusion the responsibility 
of every leader in their organization. . . . [They] have stated values around inclusion but 
[they] don’t live up to those values.191

To institutionalize diversity, a central priority should be developing effective systems 
of evaluation, rewards, and allocation of leadership and professional development 
opportunities. Women and minorities need to have a critical mass of representation 
in key positions such as management and compensation committees. Supervisors 
need to be held responsible for their performance on diversity-related issues, and 
that performance should be part of self-assessments and bottom-up evaluation 
structures.192 Although survey participants were divided in their views about tying 
compensation to diversity, most research shows that such a linkage is necessary to 
demonstrate that contributions in this area truly matter. Performance appraisals that 
include diversity but that have no significant rewards or sanctions are unlikely to 
affect behavior.193

Pressure from clients to hold firms accountable is also critical. Such initiatives need 
to include not just inquiries about diversity, which most clients make, but also follow-
ups, which occur less often. Good performance needs to be rewarded; inadequate 
performance should carry real sanctions. This kind of pressure ensures that “regular 
partners have to think about it.”194

B. Self-Assessment

As an ABA Presidential Commission on Diversity recognized, self- assessment should 
be a critical part of all diversity initiatives.195 Leaders need to know how policies that 
affect inclusiveness play out in practice. That requires collecting both quantitative 
and qualitative data on matters such as advancement, retention, assignments, 
satisfaction, mentoring, and work/family conflicts. Periodic surveys, focus groups, 
interviews with former and departing employees, and bottom-up evaluations of 
supervisors can all cast light on problems disproportionately experienced by women 
and minorities. Monitoring can be important not only in identifying problems and 
responses, but also in making people aware that their actions are being assessed. 
Requiring individuals to justify their decisions can help reduce unconscious bias.196

C. Affinity Groups

Affinity groups for women and minorities are extremely common, but data on their 
effectiveness is mixed. Survey participants generally agreed with research suggesting 
that, at their best, such groups provide useful advice, role models, contacts, and 
development of informal mentoring relationships.197 By bringing lawyers together 
around common interests, these networks can also forge coalitions on diversity-
related issues generate useful reform proposals.198 Yet their importance should not be 
overstated. As one senior vice president put it, “[There’s] only so much progress you can 
make by talking to people just like you. [You are] preaching to the choir.”199 The only 
large-scale study on point found that networks had no significant positive impact on 
career development; they increased participants’ sense of community but did not do 
enough to put individuals “in touch with what . . . or whom they [ought] to know.”200
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D. Mentoring and Sponsorship

One of the most effective interventions involves mentoring and sponsorship, which 
directly address the difficulties of women and minorities in obtaining the support 
necessary for career development. Many organizations have formal mentoring 
programs that match employees or allow individuals to select their own pairings. 
Research suggests that well-designed initiatives that evaluate and reward mentoring 
activities can improve participants’ skills, satisfaction, and retention rates.201 However, 
most programs do not require evaluation or specify the frequency of meetings and 
set goals for the relationship.202 Instead, they permit a “call me if you need anything” 
approach, which leaves too many junior attorneys reluctant to become a burden.203 
Ineffective matching systems compound the problem; lawyers too often end up with 
mentors with whom they have little in common.204 Formal programs also may have 
difficulty inspiring the kind of sponsorship that is most critical. Women and minorities 
need advocates, not simply advisors, and that kind of support cannot be mandated. 
The lesson for organizations is that they cannot simply rely on formal structures. They 
need to cultivate and reward sponsorship of women and minorities and monitor the 
effectiveness of mentoring programs.205

E. Work/Family Policies

Organizations need to ensure that their work/family policies are attuned to the 
needs of a diverse workplace, in which growing numbers of men as well as women 
want flexibility in structuring their professional careers. To that end, organizations 
should ensure that they have adequate policies and cultural norms regarding 
parental leave, reduced schedules, telecommuting, and emergency childcare. Most 
of the organizations surveyed had such formal policies. But existing research shows a 
substantial gap between policies and practices. One study found that although over 90 
percent of law firms reported having part-time policies, only approximately 4 percent 
of lawyers actually use them.206 Those who choose reduced schedules too often find 
that they aren’t worth the price. Their hours creep up, the quality of their assignments 
goes down, their pay is not proportional, and they are stigmatized as “slackers.”207

Surveying lawyers and collecting data on part-time policy utilization rates and 
promotion possibilities are critical in educating leaders about whether formal policies 
work in practice as well as in principle. Too many organizations appear resigned to the 
idea that law is a 24/7 profession.208 Too few have truly engaged in the kind of self-
scrutiny necessary to develop effective responses. As one survey participant noted, his 
firm’s policies were “a work in progress.” Other leaders need to take a similar view, and 
to subject their practices to ongoing self-assessment.

F. Outreach

Organizations can also support efforts to expand the pool of qualified minorities through 
scholarships, internships, and other educational initiatives, and to expand their own 
recruiting networks. The ABA’s Pipeline Diversity Directory describes about 400 such 
initiatives throughout the country.209 Many survey participants were undertaking 
such programs in recognition of their long-term payoffs. Some organizations had also 
cultivated contacts with organizations that support diverse talent. As one general 
counsel noted, “[I]f we are creative and think outside the box about the skills and 
experience needed to succeed in a position, we can find more qualified talent, including 
qualified diverse talent, for the pools from which we hire.”210

CONCLUSION

Implementing these practices requires a sustained commitment and many leaders 
expressed understandable frustration at the slow pace of change. What is encouraging 
about this study, however, is that such a commitment 
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ABA REPORT “FROM VISIBLE INVISIBILITY TO VISIBLY SUCCESSFUL: 
Success Strategies for Law Firms and Women of Color Attorneys in Law Firms”

EXECUTIVE SUMMARY
https://www.americanbar.org/content/dam/aba/administrative/women/visibly_
successful.pdf

1. Grow and sustain active outreach to women of color through the firm’s 
recruiting efforts.

2. Develop concrete measurement tools through which progress can be 
tracked, analyzed, and measured.

3. Develop various channels throughout the firm in which inclusive formal 
and informal networking can occur and connect the networking activities 
to foster greater dialogue between persons of varied backgrounds, 
ethnicities, and races.

4. Develop quantitative measures for tracking and analyzing the flow of 
work within all the practice groups in the firm and hold leaders of practice 
groups accountable for ensuring that work is dis- tributed in an equitable 
and unbiased way.

5. Create general categories of skills and knowledge that younger lawyers can 
use to monitor their own success.

6. Build systems of self-advocacy into the attorney evaluation processes and 
ensure that attorneys who are evaluating other attorneys are trained to 
evaluate in an open, effective, and unbiased manner.

7. Integrate business development skills-building into all areas of an 
attorney’s development in the firm.

8. Develop a succession-planning strategy for the firm that integrates the 
inclusion of senior associates and junior partners in key firm management 
committees.

9. Create an effective Diversity Committee or similar leadership structure 
by ensuring meaningful participation by firm leadership, clear strategic 
planning around diversity issues, and adequate resources to effectively 
execute the clear strategies.
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HOW TO KNOW WHEN IT’S TIME TO GO; STEPS TO RE-STRATEGIZE YOUR 
CAREER AND LAND YOUR DREAM JOB.

Nathan Pert & Jacqueline Bokser Lefebvre, Gen-Z: Shaping Tomorrow’s Law 
Firm Culture, Major, Lindsey & Africa (May 5, 2020),
https://f.hubspotusercontent20.net/hubfs/209075/MLA_
GenZShapingTomorrowsLawFirmCulture_042920_FINAL.pdf?__
hstc=51254006.69bae2d07533ff2186360a2c61f91c69.1618856545378 
.1618856545378.1619533649080.2&amp;__hssc=51254006.10.1619533649080&amp;__
hsfp=1895777627

Nathan Pert &amp; Jacqueline Bokser Lefebvre, 2019 Millenial Attorney Survey: 
New Expectations, Evolving Beliefs and Shifting Career Goals, Major, Lindsey & 
Africa (Apr. 3, 2019),
https://cdn2.hubspot.net/hubfs/209075/
MLA_MillenialSurvey_040519_forWeb-1.pdf?__
hstc=51254006.69bae2d07533ff2186360a2c61f91c69.1618856545378.1618856545378.

1619533649080.2&amp;__hssc=51254006.16.1619533649080&amp;__hsfp=1895777627

Bruce Lithgow, “I Can’t Get No Satisfaction – Or Can I?”, Major, Lindsey & Africa 
(Jun. 13, 2017)
https://www.mlaglobal.com/en/knowledge-library/articles/i-cant-get-no-
satisfaction-or-can-i?byconsultantorauthor=bruce-lithgow

Beth Woods, Career Not a Job: Matching Personality to Practice, Major, Lindsey 
& Africa (Feb. 13, 2014), 
https://www.mlaglobal.com/en/knowledge-library/articles/career-not-a-job-
matching-personality-to-practice?byconsultantorauthor=beth-woods

Making career advancements as a lawyer (March 17, 2021),
https://legal.thomsonreuters.com/en/insights/articles/making-career-
advancements-as-lawyer

https://www.americanbar.org/content/dam/aba/administrative/women/visibly_
successful.pdf

ABA ARTICLE ON BEST PRACTICES TO RETAIN WOMEN OF COLOR 
“Walking Out the Door”

After conducting focus groups and individual interviews of more than 100 experienced 
women lawyers, both practicing and no longer practicing, we conclude that it is not a 
single factor that pushes women to consider leaving the practice of law. Instead, it is 
the accumulation of a number of factors that become strong motivations for changing 
law firms, moving to in house counsel jobs, or leaving the profession altogether.

Women thrive when they have challenging work and colleagues they respect and 
admire, and when they are valued members of their firms. Unfortunately, too often 
pay and promotion disparities are built into the evaluation and compensation system 
of law firms. This unfair treatment leaves women feeling undervalued and resentful at 
being treated unfairly. The hyper competitive environments at large law firms today 
compound these disparities and diminish the positive aspects of law practice such as 
challenging work and relationships with colleagues. The reward structure of law firms 
encourages individualistic environments where lawyers are compelled to promote 
themselves rather than their team members, their practice groups, and even their firms. 
As a result, women feel increasingly isolated from their colleagues, and the isolation 
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felt by women of color is particularly acute. Many women partners also referred to the 
continuing presence of sexist and racist behavior and ever -increasing billable hour 
requirements, even for partners

IN-HOUSE COUNSEL PANEL

Association of Corporate Counsel, Top Ten Tips to be Successful as a New In-
House Counsel (and Beyond) 
https://www.acc.com/resource-library/top-ten-tips-be-successful-new-house-
counsel-and-beyond, (Aug. 12, 2021)

Ryan Hartman, Ten Lessons About Great Outside Counsel from My Time In House
https://www.arnoldporter.com/en/perspectives/publications/2021/06/ten-lessons-
about-great-outside-counsel (June 28, 2021)

Christopher Carusone and Anthony Chwastyk, Tips for Effectively 
Communicating with In-House Counsel Clients
https://www.law.com/thelegalintelligencer/2021/02/23/tips-for-effectively-
communicating-with-in-house-counsel-clients/ (Feb. 23, 2021)

Jeffrey Wolff, 5 Essential Skills In-House Counsel Need in the Future,
https://www.zylab.com/en/blog/5-essential-skills-in-house-counsel-need-for-the-
future,(Feb. 18, 2021)

Sterling Miller, The Insider: What in-house lawyers really want from outside 
counsel
https://www.legal500.com/gc-magazine/feature/what-18-years-in-house-taught-
me-about-how-to-advise-clients/ (Dec. 2017)

INDEPENDENCE OF THE FEMALE ATTORNEY – THE MALE PERSPECTIVE

15 Tips for Women in the Profession, Women as Lawyers and Leaders,  
The Practice, Vol. 1, Issue 4, May/June 2015.
https://thepractice.law.harvard.edu/article/15-tips-for-women-in-the-profession/

Sheryl Axelrod, The Underrepresentation of Women at the Highest Level of the 
Legal Profession, Law Practice Today, Oct. 5, 2022.
https://www.lawpracticetoday.org/article/despite-all-the-profession-has-to-gain-
from-our-greater-inclusion-the-under-representation-of-women-at-the-highest-
levels-of-the-legal-profession/

Ravi Sattiraju, 6 Success tips for female lawyers to advance, Business Woman 
Media, Jan. 16, 2021.
https://www.thebusinesswomanmedia.com/6-success-tips-for-female-lawyers/

Women in law firms, McKinsey &amp; Company, 2017.
https://www.mckinsey.com/~/media/mckinsey/featured%20insights/gender%20
equality/women%20in%20law%20firms/women-in-law-firms-final-103017.pdf

2019 National Association of Women Lawyers Survey on Retention and 
Promotion of Women in Law Firms, 2019.
https://www.nawl.org/p/cm/ld/fid=1163
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