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J.D. Vance’s Hillbilly Elegy is 
both a personal rags to riches 

story and a commentary on the current state of white 
working class Americans with ties to Appalachia, a 
group that overwhelmingly supported Donald Trump 

in the 2016 election. Though this 
work is not an academic study, his 
personal story about overcom-
ing poverty and dysfunction to 
graduate from Yale Law School 
is interspersed with sociological 
information from other sources 
and his own personal observa-
tions. While one may not agree 

with all of his analysis about the white working class, 
this book is a valuable and thought-provoking addition 
to the discourse about why the American Dream seems 
so unattainable for so many.

Vance’s memoir is an enjoyable, but disturbing 
read. His family was a band of fierce and foul-mouthed 
hillbillies ready to kill for hillbilly honor. To him, they 
were not bad; they were just “a ragtag band of hillbil-
lies struggling to find their way.” They were a colorful 
bunch, and his stories about growing up are engross-
ing. He overcame many challenges to make it, but most 
kids like him never realize the American Dream. Vance 
explores why that is, and, in doing so, he paints a dire 
picture of the white working class and their prospects. 
For Vance, this book is a wake-up call to the white 
working class. 

Vance grew up in Middletown, Ohio, an industrial 
city not far from Dayton. His grandparents (Mamaw 
and Papaw) had moved there in the 1940s from Appa-
lachian Kentucky after they married. They were part of 
the second major wave of migration from Appalachia 
to the industrial Midwest. Millions of people traveled 
the “hillbilly highway” from Kentucky, Tennessee, and 
West Virginia in search of more economic opportunity. 
Those who moved generally did better financially, but 
they could not escape their culture. 

Though he grew up in Ohio, Vance always felt that 
his home was the “holler” in Jackson, Kentucky, where 
he spent summers and other times during his child-
hood. His understanding was that Mamaw and Papaw 
had moved for economic opportunity, but he later 
found out that part of the reason for the move was that 
Mamaw was pregnant at fourteen. Mamaw and Papaw 
ended up having three children. Papaw worked at a 
steel mill and provided a decent living for the family. 
However, as children themselves cut off from family 
in Kentucky, Mamaw and Papaw struggled with rais-
ing their family. Papaw drank, and Mamaw and Papaw 
fought violently. Despite the dysfunction that their chil-
dren experienced, two of the children did reasonably 
well in life. The exception was Vance’s mother Bev.

 Bev battled mental illness and alcohol and drug 
addiction. She married five times, and Vance described 
a revolving door of father figures. They moved often, 
and home life was generally unstable and violent. His 
biological father agreed to allow him to be adopted by 
one of his mother’s other husbands when he was six. He 
faced chaos and dysfunction. The only stability in his 
life was provided by Mamaw and Papaw.

Papaw had quit drinking, and he and Mamaw tried 
to repair the damage they caused to their kids. They 
tried to make up for Bev’s inadequacies by helping 
Vance and his half-sister Lindsay. They were a constant 
presence in Vance’s life. For most of his childhood, they 

While some of Vance’s analysis is debatable, 

there is no question that the white working 

class is in crisis. 

B O O K  R E V I E W



15Spring 2017

lived close by, and he spent a great deal of time with 
them. Neither was educated, but they both wanted 
more for their children and grandchildren. They 
encouraged Vance to do well academically. Mamaw got 
Vance a library card, and Papaw helped Vance with his 
math. They tried to instill in him their belief in hard 
work. They wanted him to make a living with his mind 
and not his hands.

While living with the commotion of his mother’s 
problems, Vance did poorly in school and was close 
to dropping out. Papaw had passed away when Vance 
was thirteen. After his mother requested a urine 
sample from Vance to help her pass a drug test for 
work, Mamaw had enough and had Vance live with her 
permanently for his 10th, 11th, and 12th grade years in 
high school. Vance flourished in his first opportunity 
at a stable life. He knew where he would be living, and 
he did well in school. He considered college, but he 
thought he might not be ready. He decided to join the 
Marines instead at the suggestion of a cousin. 

The Marines changed Vance in various ways. He 
learned discipline and leadership. He learned how to 
eat better and became more physically fit. Most impor-
tantly, the Marines helped him get rid of the idea that 
people like him weren’t good enough. When he left the 
Marines, Vance enrolled at Ohio State. He did well and 
graduated early. He wanted to go to law school and 
was accepted at Yale. He held his own at Yale and met 
his future wife there. His upbringing complicated his 
relationship, and he struggled with feeling out of place 
as he climbed social classes. But he made it despite the 
odds. 

Why did he make it while so many others like him 
do not? Vance says he made it because of many vari-
ables that fell in place, the most important of which 
was Mamaw and Papaw’s constant presence. He also 
had some other good role models including other 
family members and teachers. He was rescued by loving 
people. Most like him are never rescued.

According to Vance, the white working class is 
angry, cynical, and pessimistic. They are the most 
pessimistic group in America. Though they want to 
blame others for their problems, he believes most are 
self-inflicted. They suffer from learned helplessness and 
believe their decisions do not matter. Trump success-
fully tapped in to this anger and promised more jobs 
and economic opportunity. Vance, however, says that 
economic opportunity is only part of the story. He says 
this is a complicated crisis of family, faith, and culture 
that more jobs alone will not solve. Across Appalachia, 
towns like Jackson, Kentucky, are in decline; drugs, 

laziness, health problems like “Mountain Dew mouth” 
and obesity, reduced life expectancy, bad schools, and 
families in crisis are devastating the communities. Hill-
billies are responding to bad circumstances in the worst 
ways possible. Hillbillies are failing their children. 

Vance is a self-described conservative. He sees only 
a limited role for government in this crisis. He makes 
some misguided comments about people gaming 
the welfare system and food stamp recipients buying 
T-bone steaks. However, he does recognize the need for 
government programs like Section 8, and he acknowl-
edges the importance that government programs like 
the Pell Grant, student loans, and Mamaw’s Social 
Security played in his life. While he thinks that govern-
ment can play a limited role in crafting helpful public 
policy, the primary solution lies with individuals and 
the community at large. He exhorts hillbillies to “wake 
the hell up.” According to Vance, poor kids need to be 
empowered with a sense that they control their own 
destiny and provided with access to supportive people 
and institutions like churches that teach about family 
and purpose. Instead of blaming others like Obama or 
Bush or faceless companies, Vance believes hillbillies 
need to take responsibility for how their actions have 
affected their children and ask how they can make 
things better. They need to face the truth. Hillbillies 
need to do better at home to create a space for kids like 
him to have a chance.

While some of Vance’s analysis is debatable, there 
is no question that the white working class is in crisis. 
I was not born in Appalachia, but I have lived and 
worked in the region, first in Ohio and now Kentucky, 
for the last twenty years. People are suffering here, and 
their prospects for successful lives are limited. Vance 
asks questions and raises issues that we in the legal 
aid community should be pondering as we try to fight 
poverty and improve the lives of our clients.

1 Robert Johns has been the executive director of the 
Appalachian Research and Defense Fund of Kentucky, 
Inc. (AppalReD) since January 2015. AppalReD serves 
the poor and vulnerable in thirty-seven counties in east-
ern and south central Kentucky. He previously worked 
as the managing attorney of the Steubenville office 
of Southeastern Ohio Legal Services. Robert may be 
reached at robertj@ardfky.org.
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For Managers:  
Leading in Hard Times

By Catherine C. Carr, Legal Aid Consultant1 

There is no question that this is a hard time for 
legal aid managers. We are facing threats to essential 
funding, to programs that are critical for our clients’ 

well-being, to the democratic 
process and American ideals 
of justice, and, perhaps more 
mundanely but close to home, to 
our deeply held beliefs on what 
successful persuasive leadership 
should look like. Our work is 
more necessary than ever, and yet 
our thoughts and hearts are often 

heavy, and it can feel hard to push forward. 
As managers and leaders we model behavior and 

set expectations for our staff and organizations. So we 
must continue to encourage and inspire people even as 
we face fears and challenges. How we feel and act influ-
ences our staff. If we are stressed, worried and down, 
our staff will see that; if we are strong, inspired and 
optimistic, our staff will feel better and move forward 
with more energy, a clearer vision, and more resistance 
to stress, and will do a better job for our clients. 

It is of course much simpler to say “model opti-
mism” than to do it. How can we get there? As leaders 
we need to be conscious and self-reflective about our 
own moods and emotions. Pay attention to how you 
feel, whether you are smiling, whether you feel tired 
or down, and consciously address it. Rely on friends to 
help you think differently about your situation, to cheer 
you up, to change the narrative you carry in your head. 
Consider yoga, meditation, a professional coach or even 
a therapist if you are really hurting. Take time to have 
fun and to exercise, to listen to music, to read some-
thing other than work and the news. Just remember, 
your mood and behavior and words all have impact on 
those you lead; you and your management colleagues 
shape the culture of your organization, and how it feels 
to come to work each day. 

We do not need to look further than our current 

political transition to see the power of leaders. The 
demeanor, words, expressed vision and behavior of our 
outgoing and incoming presidents have shaped how 
people feel, how they see the world, how optimistic or 
afraid they are, and this happens completely separately 
from actual executive actions. Leadership courses 
teach transparency, inspiration, integrity, compassion, 
and honest communication as the marks of success-
ful leaders; we must bring these values to our work no 
matter what is going on around us and our staffs, and 
no matter what is being modeled by others in positions 
more visible than ours. 

We can believe in a vision of a better future, and 
a future which we can help shape and impact. A long 
view of social change is a powerful and optimistic 
one. This country has had too many horrific moments 
where real people have suffered horribly at the hands 
of the powerful, where government has not righted 
wrongs, and where justice was not served. But we have 
moved forward to a better place. Our past shames 
range from slavery, to the genocide of native Ameri-
cans, to imprisonment of Japanese Americans to the 
oppression of women and homosexuals. Our past polit-
ical splits include the meanness of McCarthyism, the 
generational schisms of the Vietnam War, the hearings 
of Watergate, the Court decision in Bush v. Gore. Our 
nation has survived all this and moved forward towards 
more justice. America does wake up to its mistakes and 
lawyers have played large roles; it took a Civil War led 
by a lawyer president to end slavery, it was an experi-
enced lawyer who called out Senator Joe McCarthy’s 
abuse of innocent witnesses with a now famous ques-
tion: “Have you no sense of decency, sir?”

We must be leaders who believe and communicate 
that our work and our words and our activism will 
make a difference. And they can make a difference. We 
have seen up close — and thus can educate others — 
about the problems our clients face in keeping their 
families fed and housed, obtaining adequate medical 
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care and accessing opportunities to work. We can push 
to enforce the laws and preserve the systems that assist 
them. Our clients without money need a voice in a 
political system where money buys access and we can 
help them be heard, both as individuals in a court-
room and important participants in our democratic 
processes. 

We have seen the power of strategic activism 
coupled with legal work in the powerful changes that 
have happened just in recent decades. Seekers of same 
sex marriage were denied Supreme Court review in 
1972 with a one sentence order. Just four decades later 
the majority of Americans supported the idea and it 
was ruled a constitutional right. After September 11, 
multiple rights were taken away in the name of national 
security, indeed even torture had its defenders; but with 
time activists and litigators changed public opinion 
and more reasonable approaches ruled the day.2 Similar 
protests, strategies and challenges to recent attacks on 
immigrants, religious minorities, the environment and 
programs for the poor will see success; our mandate is 
to be vigorous, active, hopeful and persistent. 

While there will always be deep injustice to address 
and so much more work to be done, we are on the right 
track, and we get to spend our days pushing forward 
values of rule of law and compassion. Our legal train-
ing provides us with powerful tools, and our justice 
community boosts us with friendship and shared joy in 
a vision of a better world. In just one decade, we have 
celebrated the first black president and the legaliza-
tion of gay marriage. Progress will continue, despite 
setbacks, if we keep pushing for justice. When I feel 
myself facing despair, I think of those who put their 
lives on the line for civil rights with a courage I could 
never muster, and I recite the words of Martin Luther 
King, Jr., who kept himself and his followers moving 
forward with faith and without fear: “the arc of the 
moral universe is long, but it bends towards justice.” 

Let us follow in his footsteps. 

1 Catherine C. Carr is the immediate past Exec utive 
Director of Community Legal Services, the largest civil 
legal aid provider in Philadelphia, a position she held 
for twenty years, following service as a staff attorney 
spe cializing in public benefits. She is an Adjunct Profes-
sor at the University of Pennsylvania Law School and 
School of Social Work and Social Policy, coordinates 
the NLADA Strategic Advocacy Initiative, and provides 

independent consulting to legal aid programs. She is a 
member and past chair of the MIE Board and serves on 
the MIE Journal Committee along with several founda-
tion, bar, and city government boards and task forces in 
Philadelphia. Cathy may be reached at cathycarrphila@
gmail.com.

2 For an optimistic discussion of these and other change 
efforts where activism met lawyering, see the book 
Engines of Liberty, the Power of Activists to Make Consti-
tutional Change, by David Coles.
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Good Managing Attorneys Must 
Understand and Use the Technology 
Available to Them

By Joshua Goodwin, Managing Attorney1 
Southeastern Ohio Legal Services

Managing attorneys play a critical role in legal 
services programs. While details of their job descrip-
tion may vary between programs, managing attorneys 
are usually the direct supervisors of front-line staff 
attorneys. Within my program as well as some other 
programs, they also carry a sizeable caseload.

Managing attorneys also teach new legal services 
attorneys what it means to work in legal services, and 
often, how to practice law.

Because of these responsibilities, managing attor-
neys have a strong influence on the direction and 
health of a program. It is therefore important to choose 
managing attorneys with care. The wrong person can 
negatively impact the entire program.

Among other things, the right person must be a 
good attorney, a good manager, and a good leader. This 
article focuses on one aspect of what it takes to be a 
good attorney, manager, and leader: an understanding 
of technology. Successful managing attorneys must 
understand the technology available to them, must use 
it, must stay up to date with it, and must ensure their 
staff uses it.

Good Attorneys Must Understand Technology
We can argue about the pros and cons the tech-

nological changes of the last fifteen years have had on 
society writ large and the practice of law specifically. 
But there can be no argument that those impacts have 
been dramatic. Regardless of your thoughts on those 
impacts, they must be taken into consideration in the 
practice of law.

Most rules of professional responsibility require 
attorneys to act with a minimum level of competency. 
In 2012, the ABA amended Comment 8 to Model Rule 
1.1 to encompass technology competency: “To main-
tain the requisite knowledge and skill, a lawyer should 
keep abreast of changes in the law and its practice, 
including the benefits and risks associated with relevant 
technology...”

A 2014 article in the American Bar Association 
Journal recounted a discussion between three federal 
court judges.2 The topic was the impact of technol-
ogy on the legal profession. The article began: “Federal 
judges are becoming much more sophisticated about 
technology—and they’re growing increasingly impa-
tient with attorneys who are failing to keep up.”

The title to a 2012 Lawyerist post made the point 
even more stridently: 

“Luddite Lawyers Are Ethical Violations Waiting 
To Happen”.3 As that post notes, “Technology is 
an unavoidable part of practicing law”.
To satisfy our ethical responsibilities, attorneys 

must have a base level of technology competency. Such 
competency is required for any type of litigation where 
electronic discovery is at issue. Protection of client data 
now requires basic technology competency. The ability 
to conduct research on social media sites and through 
Google is now a must.

I would argue that in the legal services context 
technology is even more important than in private 
practice. We expect our attorneys produce high quality 
legal work while helping what seems to be an ever-
increasing number of clients. Technology provides the 
tools to make this possible.

Document assembly programs enable legal services 
attorneys as well as support staff to produce high 
quality legal work without wasting time typing the 
client’s name for the tenth time on the same document. 
In addition to saving time, it ensures accuracy as it 
reduces the likelihood of typos or accidentally forget-
ting an important argument or sentence. It eliminates 
the silly errors that occur when copying and pasting 
from old pleadings like not removing the old client’s 
name every time it is used or forgetting to change 
the gender or number of pronouns. It also results in 
uniform looking documents, adding to the professional 
look of the program’s work.

An example of filing a divorce in Ohio illustrates 

T E C H N O L O G Y
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how document assembly helps. If your client has chil-
dren, you might need to file six or seven separate docu-
ments with your initial divorce filing. Between those 
documents, there are several elements common to each 
document such as the party’s names, dates of marriage, 
the court, the name of the attorney representing the 
client, etc.

Are you more likely to make a typo if you must 
spell the client’s name once or ten times? Is it easier to 
type the name of the court at the top of seven different 
documents or simply click a radio button on a template 
that automatically does that for you? Is it faster to type 
the attorney’s name and bar registration information 
at the bottom of every document or just choose the 
attorney’s name from a list and let the template insert it 
for you? Wouldn’t it be better if a template could auto-
matically ensure that all the pronouns were properly 
gendered and numbered without the need to manually 
check each pronoun?

Now, let’s assume that using the divorce template 
saves fifteen minutes, which I suspect is grossly under-
selling the time savings. If your office files thirty-two 
divorces per year, that means one document assembly 
template has just found you an extra day of time each 
year. And those thirty-two divorces are going to be 
uniform, contain all the necessary information, and will 
be less likely to contain errors. Moreover, that time not 
spent typing or doing word processing can be spent 
helping more clients or spent doing higher level legal 
tasks.

That is just one template. The savings increase as 
you add templates that help prepare other pleadings 
and forms.

The bottom line is that technology in the profession 
is not a fad or something that just the kids are playing 
with. Instead, the ability to understand and use technol-
ogy is now part of our professional responsibilities. And 
within the legal services context, it can help provide 
better, faster services to more clients. This is why good 
attorneys must understand and use technology.

Good Managers Must Understand Technology
Being a manager is clearly a part of a managing 

attorney’s job. Part of a manager’s role is to ensure 
that those being managed are providing high quality 
legal representation and prudently using the program’s 
resources. Put more succinctly, it is to ensure staff are 
good attorneys and do not waste resources.

As shown above, being a good attorney requires 
understanding technology. A managing attorney who 
does not understand technology will struggle to know 

whether the staff understands it properly. That manager 
will also struggle to know whether the staff adequately 
uses technology to satisfy their ethical obligations. 
Expanding on the title of the Lawyerist post, if a luddite 
lawyer is an ethical violation waiting to happen, what is 
a team of lawyers managed by a luddite?

Additionally, part of the manager’s job is to ensure 
that the program’s scarce resources are used wisely. 
Time is one of the program’s most precious resources. 
But not all time is created equal. Programs seek to 
maximize the time staff attorneys spend doing legal 
work as opposed to word processing. As shown above, 
document assembly templates save time in general 
and make more time available for actual legal work. 
If a managing attorney’s office is not using document 
assembly templates, then that manager is letting his 
office waste the program’s precious resources.

A managing attorney who is unfamiliar with tech-
nology will be unable to identify these problems let 
alone address them. This is why an understanding of 
technology is necessary to be a good manager.

Good Leaders Must Understand Technology
There are countless articles on the difference 

between a manager and a leader. To me, the manager 
gets things done by telling people what to do while the 
leader does it by inspiring people to do what needs 
done. Effective managing attorneys must be both good 
managers and good leaders.

One resource on leadership that I visit repeat-
edly is the Army Leadership Manual FM 22-100 from 
1999.4 It defines leadership as “influencing people—by 
providing purpose, direction, and motivation—while 
operating to accomplish the mission and improving the 
organization.”5

In our organization and in many others as well, 
managing attorneys not only supervise other attorneys, 
but they carry a sizeable caseload. In terms of the Army 
Leadership Manual, these managing attorneys are 
direct leaders as opposed to organizational or strategic 
leaders.

As a direct leader, the managing attorney must 
be competent and know how to be a good attorney. 
Otherwise, subordinates will not be inspired or want to 
follow. That manager might be able to tell staff what to 
do, but staff attorneys will not follow or be inspired by 
an incompetent.

The Army Leadership Manual sets forth what 
direct leaders must do with respect to new technology 
and equipment. “Direct leaders know how to operate 
their equipment and make sure their people do as well.
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They set the example with a hands-on approach. 
When new equipment arrives, direct leaders find out 
how it works, learn how to use it themselves, and train 
their subordinates to do the same.”6

Good leaders are the first to learn new equipment 
because, as the Army Leadership Manual states, “Subor-
dinates expect their first-line leaders to know their 
equipment and be experts in all the applicable technical 
skills.”7 Good leaders know that this is what is expected. 
They know that failure to meet this expectation will 
diminish their ability to inspire and influence.

This concept applies in a legal services program 
with the same force it applies in the Army. For example, 
when the law changes, we expect our managing attor-
neys to be aware of the change, apply the change to 
their practice, and teach the change to the rest of the 
team. When program policies change, we expect our 
managing attorneys to fully understand the change and 
implement it in their offices or teams.

We must have the same expectation of managing 
attorneys when the tools available to do the job change. 
Yet, I suspect there are programs out there that allow 
managing attorneys to ignore upgrades and changes 
in technology. Worse, there are some programs where 
managing attorneys openly talk about how they find 
little value in technologies that can make the practice 
easier, more efficient, and more accurate. This is the 
exact opposite of what a good leader does and should 
not be acceptable.

Negative attitudes toward technology tend to 
spread to the other attorneys in the office. If the team 
leader does not think that technology is worth learn-
ing, it is unrealistic to expect the rest of the team to 
feel different. It is unrealistic to expect staff attorneys 
to take time to learn new technologies if the managing 
attorney is unwilling to do the same.

Thus, to be a good leader, managing attorneys must 
have a positive attitude towards all of the tools available 
to them. They must know how to use those tools. They 
must help their subordinates learn to use those tools. 
Anything less is an abdication of their responsibilities 
as managing attorneys.

What Does This All Mean
Let me be clear: I am not suggesting that technol-

ogy is replacing attorneys. Nor am I suggesting that 
technology is THE most important thing for a manag-
ing attorney to understand. Instead, I am suggesting 

that understanding and using the technological tools 
available in a program are A necessary and important 
part of a managing attorney’s job.

Before hiring new managing attorneys, programs 
should ensure that the candidate has a base level of 
technological competence and a willingness to learn 
new technologies as they become available. A failure 
to possess these traits should disqualify the candidate 
from consideration.

Similarly, a program’s current managing attorneys 
should also possess these traits. Some managing attor-
neys may resist new technologies, claiming they were 
taught the practice of law prior to the technological 
explosion we’ve witnessed in the last fifteen years. We 
expect our managing attorneys to keep abreast with 
changes in the law. It is neither unreasonable nor unfair 
to expect them to also keep abreast with changes in 
how the law is practiced.

If current managing attorneys lack these skills 
but are willing to learn, then programs should spend 
resources on teaching them those skills. If they are 
unwilling to learn, then I submit they cannot satisfac-
torily perform the job of managing attorney. If a newly 
hired staff attorney simply refused to learn, would you 
keep him or her?

I have mentioned this idea of technological compe-
tence, but I have not yet defined what I mean. My list of 
skills for what it means to be technologically competent 
is as follows, though I expect others would have longer 
or shorter lists:
1. An understanding of how to use Microsoft Word, 

including at least the ability to create tables, 
manipulate margins, manage page numbers, format 
headers and footers, use automatic numbering, 
and quick parts/autocorrects/auto texts. Ideally, it 
would also include the use of styles and the ability 
to create a tables of contents and authorities.7

2. An understanding of how to use an email client like 
Outlook.

3. A basic understanding of how “cloud” storage works 
and the potential security concerns it might raise.

4. An understanding of how to edit .pdf documents.
5. An understanding of how to make use of automated 

documents via programs such as HotDocs.
6. A thorough understanding of how to use the 

program’s case management system, including the 
ability to create custom reports if that feature is 
included.

Except for the ability to create tables of contents 
and tables of authorities, all managing attorneys should 
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be competent and comfortable doing all the above. 
It is not enough for managing attorneys to simply 
know that these skills and tools exist. As direct lead-
ers, managing attorneys must lead by example. If the 
managing attorney does not possess these skills, it 
decreases the likelihood that their team or office will 
learn them.8

How is a managing attorney to acquire these skills 
if they do not already have them? Fortunately, there 
are multiple resources designed to help learn the skills 
identified above.

First, the Legal Services National Technology 
Assistance Project (“LSNTAP”) is a fabulous resource. 
It can be found at https://lsntap.org/, and it is full of 
useful trainings and articles on many technology topics. 
Additionally, YouTube has numerous resources on 
these topics. There are various online trainings avail-
able. There are multiple books out there if that is your 
preferred learning method. A quick search of Google 
will reveal a seemingly endless list of sites on how to 
master these skills.

Additionally, offices can engage in group learning 
sessions put on by staff in the office that already have 
those skills. For example, I recently held a 45-minute 
training on a relatively new application for our office: 
OneDrive. I walked our office through how to use it, 
everyone asked questions, and afterwards, multiple 
people started sharing documents and using it on their 
own. Our next training will be on OneNote, and I will 
be asking one of our newer attorneys to show us how 
she uses it because she is probably the most sophis-
ticated user in the office. We will rotate through the 
group, asking everyone to pick a task or item, become 
familiar with it, and present to the group.

Conclusion
This is an exciting time to be a legal services attor-

ney. The tools available allow us to be more efficient 
than ever and therefore to help more people than previ-
ously possible. But to do so, programs must make the 
adoption of technology mandatory. The only way to 
reap the benefits technology offers is to have manag-
ing attorneys that embrace these tools and ensure their 
staff uses them.

1 Joshua Goodwin is the Managing Attorney of the 
Chillicothe office of Southeastern Ohio Legal Services 
(SEOLS). He graduated from Vanderbilt University Law 
School in 2006 and has been with SEOLS since 2008. 
Joshua is a generalist attorney and handles family law, 
consumer, housing, and public benefits cases in Ohio’s 
state and federal courts. Additionally, he is a program-
mer and is constantly looking for ways to improve his 
office’s practice through the use of technology. Joshua 
may be reached at jgoodwin@oslsa.org.

2 http://www.abajournal.com/magazine/article/catch_up_
with_tech_or_lose_your_career_judges_warn_lawyers/

3  https://lawyerist.com/71071/luddite-lawyers-ethical-
violations-waiting-happen/

4  There have been updates since then and it existed prior 
1999; however, the first version I read happened to be 
the 1999 version, and as a result, I have a special fond-
ness for it.

5 Army Leadership manual, FM 22-100 (1999), page 1-4
6  Army Leadership manual, FM 22-100 (1999) page 4-11.
7  id.
8  In offices where there are adequate support staff, the 

ability to create tables of authorities and tables of 
contents may not be as critical for attorneys to know; 
however, even some of the best support staff in our 
program have questions on these aspects of our word 
processing application.

I would argue that in the legal services context technology 

is even more important than in private practice. We expect 

our attorneys produce high quality legal work while helping 

what seems to be an ever-increasing number of clients. 

Technology provides the tools to make this possible.
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