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Editorial
I am beyond impressed by the dynamic
nature of the GGI membership. There
really is something to learn for all in
this newsletter. I wanted to thank all
of our contributors for sharing their
expertise and I encourage all of you
to follow up directly with them if you
have questions or want to learn more
about the information in their article.

Dear Reader,
Welcome to the inaugural publication
of the Best Practices for Professional
Service Organisations Practice Group
(PG). We have so many talented and
innovative members at GGI and it
is the mission of this PG to create
a forum where GGI members can
share their best practices with one
another so that we can learn from
each other. Iron sharpens iron!
We have a terrific newsletter for you.
In our lead article, Stephanie Ringrose
(Navolio & Tallman LLP, USA) shares
how robots are being used effectively
to improve employee engagement in
this new world order where so many
people are working outside of the
traditional office environment. Our
other contributors address a variety of
important and interesting topics, e.g.
that address the importance of having

business plans, having leadership with
strong emotional intelligence (EQ), how
to develop a successful culture as a way
to help retain your key employees, as
well as things to consider when trying
to attract new talent. We also cover the
importance of start-up businesses in our
overall economy, strategies on how to
do business in Southeast Asia with the
many large businesses there as well as
some emerging issues like Decentralised
Autonomous Organisations (DAOs).

If you have interest in joining this
Practice Group or if you have a
best practice that you would like to
share with the group via the next
newsletter or at one of our conferences
in 2022, please let me know.
Kind regards,
  Timothy C. Lynch
Global Chairperson of the
Best Practices for Professional
Service Organisations PG
E: tlynch@offitkurman.com

Disclaimer – The information provided in this newsletter came from reliable sources and was prepared from data assumed to be correct; however, prior to making it the basis of a decision, it must be verified. Ratings and assessments reflect
the personal opinion of the respective author only. We neither accept liability for, nor are we able to guarantee, the content.
This publication is for GGI internal use only and intended solely and exclusively for GGI members.

Robots: Increasing
employee engagement
and retention
By    Stephanie Ringrose
With increased competition for quality
employees and a growing shortage
of professionals, it is essential that
businesses identify creative ways to
attract, engage, and retain talent.
When our clients’ needs change,
we adapt and evolve. Why not do
the same for our employees?
Over five years ago, our firm
recognised the need to adapt and
evolve to respond to a situation
where an existing employee was
looking to relocate across the state.
There was no business reason
to open another office, but what
if we could retain the employee
at little to no additional cost?
The solution was simple, yet
innovative, and it involved a robot.
A robot in the office is an easy way
to foster relationships and maintain
camaraderie between remote and
in-office employees. The robot
displays the employee’s face on its
screen, and can be moved around
the office remotely by an app
downloaded to a phone or tablet.

Scenario 1: Sally, a tax manager,
works remotely but is physically
present in the office via a robot that
is set up in a high traffic area (e.g.,
located between staff work stations
and the kitchen). On his way to
the kitchen, Ron, an audit senior,
stops by to say hello and ask about
Sally’s weekend. In conversation,

Sally mentions a software problem
she is experiencing with a client
that Ron knows how to resolve.
The robot creates opportunities
for both your in-office and remote
employees to interact in unstructured,
informal ways with colleagues that
they otherwise may not have direct
contact with on a regular basis.
More importantly, it facilitates the
sharing of knowledge. This simple
communication tool clears the way
for forging greater connections with
others, nurturing relationships, and
influencing a sense of camaraderie.
Scenario 2: Sally has an upcoming
meeting with one of the firm’s
partners. Before the meeting, she

“stretches her legs” and rolls off the
robot charging station and through the
office to say hello to some colleagues
before relocating to the partner’s office.
Because the robot is mobile, your
remote employee is mobile – they
can take a coffee break, have lunch
in the kitchen with peers, attend
meetings “in person”, or roll by an
office to see if someone is available.
Remote employees have the chance
to jump into conversations with other
professionals, chime in on an issue
someone is having, or participate in
friendly banter. Communicating in real
time via the robot can also provide a
temporary means to de-stress without
the time or cost burden of traveling.

...next page
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With Covid-19 and shelter-in-place
orders, the adoption of more
remote/virtual environments was
fast tracked for many businesses.
Video calls have become the accepted
technology for providing face-to-face
interactions, and are important for
interpreting facial expressions and
body language, but these calls tend to
be scheduled, structured, and focused
on a specific task. The spontaneous
nature of many in-office conversations
is eliminated, and it is easy to fall into
an “out of sight, out of mind” mindset.
Think about the person you used
to see in the kitchen who wasn’t in
your department – how easy was
it to take a break with them? How
often have you spoken to them since
you began working remotely?
Hybrid or fully remote work schedules
have also become normalised and
expected. As a result, office space
needs and rent costs may decrease.
However, with increased flexibility
in where and when employees work,
employees may feel less connected
to their companies. Therefore, it is
crucial that businesses continue to
evaluate and assess how to maintain a
healthy corporate culture, and enhance

GGI member firm
Navolio & Tallman LLP
Advisory, Auditing & Accounting, Tax
Walnut Creek and San Francisco (CA), USA
T: +1 415 956 1750
W: ntllp.cpa
Stephanie Ringrose
E: sringrose@ntllp.cpa
Navolio & Tallman LLP is a mid-sized
CPA firm based in Walnut Creek and San
Francisco. Their holistic approach to
working with clients, their relationships
based on trust, and their advanced
accounting and tax expertise are the
perfect combination to help clients
meet and exceed their goals.
Stephanie Ringrose, CPA, is an
Audit Partner with 13 years of experience
in providing audit and accounting

the development of relationships
that lead to higher employee
satisfaction and reduced turnover.
The combination of video calls, two
robots, and a workspace resource
software that gives employees the
flexibility to choose their preferred
day and time on the robot currently
provides the right solution for

Stephanie
Ringrose
services to a variety of industries.
Stephanie also directs the IT Department
and many of Navolio & Tallman’s
Talent Management initiatives.

our firm. However, as the work
environment evolves and more remote
hiring possibilities are presented,
we will be proactive, innovative,
and strategic in evaluating and
adopting new technology and policies
focused on increasing employee
engagement and retention.

What makes a successful
organisational culture,
and how to retain talent
By

   Hana Glanville

Culture is often overlooked within
an organisation, but never has it
been more crucial to focus on the

softer, qualitative elements of an
organisation than in the new “postpandemic” world. Organisations have
traditionally been cited for being “great
places to work” or “having a strong

identity”, but what does this entail?
How do you ensure your company
retains talent when employees are
searching for more than just a salary?
Leaders must continue to focus

on cultivating a positive culture in
order to retain and nurture talent.
Organisational culture refers to a set
of values, expectations and working
practices that is demonstrated by
senior leadership and embraced by
all employees; it is not a mission
statement nor does it refer to company
goals, although both can feed into
the culture. It is something that you
can feel when you walk into an office
– be it a wonderful set of flowers on
the reception desk, art work in the
welcoming foyer, or simply a helpful
smile. In today’s virtually connected
world, an organisation’s website
and other social media platforms
are also effective tools to elicit a
positive warmth and understanding
of the company’s values.

for. There are many examples of
strong, positive corporate cultures
– such as Apple, Google or IKEA
– that declare “innovation” and
“togetherness”. Typically, these
cultures have been established and
driven by the leadership team and
filtered throughout the organisation.
Other organisations can be tarnished
by a toxic culture where employees
report poor working conditions and
lack of respect. These companies may
survive financially but consumers and
employees become disenchanted and
ultimately this can lead to their downfall.
Uber suffered this fate when reports of
a toxic culture first appeared in 2017
and persisted ahead of its IPO filing
in April 2019; these revelations had a
profound negative effect on its rating.

can openly put their grievances
out there for everyone to see. It is
more important than ever for an
employer to ensure a positive culture
exists to attract and retain talent.
So how do you achieve a successful
organisational culture and also
combat what is now becoming
an increasingly-used term,
“The Great Resignation”?
Csaba-Attila Suket, founder of the
global advisory technology and
professional services firm Zenitech,
studied a few interesting approaches
that have worked for numerous
corporates and start-ups, and
eloquently summarised what tactics
companies should use to retain talent.
1. Listen and be listened to.

Culture is something you feel quickly,
and it gives you an immediate sense
of what the organisation stands

With the immediacy of social networks
and job ratings websites such as
Glassdoor, unhappy employees

2. No matter how busy you are at
work, make time for people.
3. Build trust and respect.
4. Focus on community.
5. Invest in continuous growth
and development.

GCG member firm
Regent Assay
Corporate Finance, M&A, Advisory
Birmingham, England, UK
T: +44 20 8142 3949
W: regentassay.com
Hana Glanville
Global Vice Chairperson of the BDM PG
E: hglanville@regentassay.com
   Hana Glanville is the Business
Development and Marketing Director at
Regent Assay, which was founded in 1987
and is a leading mid-market M&A firm.
They completed over 600 transactions.
The company focuses on the mid-market
space and has specific focus
in the TMT, Healthcare,
Human Capital, Renewables,

6. Simplify processes to
make life easier.

Hana Glanville
7. Do work that makes a difference.
Industrial and Support Services sectors.
Most of the transactions have a crossborder element. As well as providing sale,
buy, fund raising and valuation services,
the company provides strategic advisory
services for companies ahead of an exit
and gives advice with its proprietary Equity
Acceleration Plan (EAP) which along
with examining operational and financial
aspects of a business focuses on building
optimum cultural and HR practices.

TRILL is a blend of true and real, used
in hip-hop slang to mean someone
or something that is genuine and
authentic. A strong company culture
has the following elements which can
be summarised as the TRILL model:
Trust, Recognise, Inform, Learn and
Look are core components to build
a successful culture for employees
to thrive and be retained.
Read the full version of
the article   here.
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Tips for professional
services firms for a win-win
partnership with MNCs
By   David Truong Lang
In recent years, Southeast Asia
has become the most promising
destination for global investors,
creating huge opportunities for
regional co-operation with giant
multinational companies (MNCs).
However, seizing such opportunities
is never an easy task, especially for
those whose services are delivered
to clients entirely dependent on their
teams. Here are the best practices
for firms to ensure a successful
business operation with MNCs.
A prerequisite for any firm working with
an MNC is to have a comprehensive
understanding of the client’s
business and its requirements.
Accordingly, the typical supplier-client
relationship can be transformed
into a mutual partnership.
Customer preferences are often
extremely dynamic. In order to attract,
serve, and retain customers, it is
crucial that firms deeply and actively
listen to their clients, understand
their pain points and their latent
needs, and more importantly, absorb
their feedback in order to develop
tailor-made solutions along with
an appropriate pricing strategy.

GGI member firm
Viettonkin Consulting
Auditing & Accounting, Tax,
Corporate Finance, Advisory
Ha Noi and Ho Chi Minh City, Vietnam
T: + 84 918 866 858
W: viettonkinconsulting.com
David Truong Lang
E: info@viettonkin.com.vn
Founded in 2009, Viettonkin is a multidisciplinary group of consulting firms
specialising in accounting, legal, and
a one-stop solution to FDI enterprises
worldwide. The FDI consulting company
aims to facilitate and connect investors in
Southeast Asia with the rest of the world.

It is also worth noting that a share of
clients’ wallets is not enough, firms
should always aim to win their hearts,
as the business world is primarily based
on trust and human relationships.
There is nothing quite like creating
an emotional bond with clients, and
giving them on-standby support when
required, by putting yourself in the
shoes of your clients and dedicating
yourself to serving their best interests
as an important part of their team.

David
Truong Lang
   David Lang is the Founder and CEO
of Viettonkin. David has over 10 years of
experience, focused on FDI investment
and supporting worldwide enterprises.

Finally, in a bilateral partnership, not
acting personally, thinking about
the big picture, and always bearing
in mind the mutual rewards and
consequences of any decision is a
must. Transparency and reciprocal
respect are the foundations for building
solid relationships and keeping
business partnerships thriving.
In this way, mutual benefits are
guaranteed for firms and their
clients, bringing winning results
for all involved stakeholders.

Accountability
of business plans
By

  Anthony J. Soukenik

We use business plans in our
firm as part of the planning and
compensation process at the end of
each fiscal year. We ask our members,
particularly our shareholders, to
complete a business plan that
reviews the past year and makes
future projections for the year ahead.
We seek to learn future activities
proposed by each firm member.
Beyond the usual projection of how
many dollars a team member expects
to generate in origination and billable
time, we are seeking the specifics
about activities that the firm member
will sponsor to involve key clients
and other members of the firm in
order to grow new opportunities.

GGI member firm
Sandberg Phoenix & von Gontard
Law Firm Services
St Louis (MO), Alton (IL), Carbondale
(IL), Edwardsville (IL), O’Fallon (IL),
Overland Park (KS), Clayton (MO), USA
T: +1 314 231 3332
W: sandbergphoenix.com
Anthony J. Soukenik
E: asoukenik@sandbergphoenix.com
With more than 175 attorneys across
seven offices, Sandberg Phoenix & von
Gontard P.C.’s work is concentrated in
the areas of business, business litigation,
intangible property, health law, and
products liability. They stand behind their
promise to provide superior client service
with a rare client service guarantee,

We have found that having a business
plan allows us to support the firm
member’s request for marketing
money during the year. Obviously,
if a request by a firm member for
marketing dollars is not supported

Anthony J.
Soukenik
reflecting their commitment to quality
and broad depth of legal expertise.
   Anthony J. Soukenik is a Shareholder
of Sandberg Phoenix & von Gontard
and has previously served on the firm’s
Executive Committee. Tony is a member
of the firm’s Business Law Practice Group
and a former Practice Group Leader.
He focuses his practice on the areas
of banking, construction, real estate,
corporate law, durable
medical equipment, estate
planning, real estate, and
federal and state taxation.

by the annual business plan, we will
question the value of the request.
It is difficult for a firm member to
ask for marketing money if it is
not part of the business plan. This
is the first step of accountability.
The second step is asking the firm
member periodically during the
year, which of these programmes
he or she has actually executed.
Our leadership has found that
simply writing the business plan
is not enough to obtain success.
Unless leadership holds members
accountable to the programmes
they committed to in their business
plans, economic success will not be
achieved. Our leadership does not
dictate to members the content of the
business plan beyond their numeric
goals. It is the firm member who
states his/her intentions to create
programmes, to invite clients and to
invite firm members to collectively
work together to generate new
business. We have found that if these
plans are not reviewed periodically
by the firm members, they do not
become a part of the daily fabric of
the firm. Sometimes it is as simple
as saying to our members, “Just
execute on one of your promises!”
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Sympathetic leadership
By

  Andrea van der Giezen

Our staff is key to our success as it
sets the basis not only for current
and future client satisfaction, but also
for good quality and future partner
potential. Fostering staff morale and
building sympathetic leadership is
an essential goal, but it is not as
easy to achieve as you might think.
Keeping staff happy and motivated can
be a real challenge. And it has become
even more challenging with the rise
of Generation Y, also known as the
Millennial Generation. Born between
1981 and 1996, Millennials are confident
young members of the workforce. They
are better educated and more tech
savvy than previous generations, but
managing them in the workplace poses
real challenges to HR as they expect
promotions, flexible work schedules, fun
at work, lots of vacation time and more
money. Their ambition and aspirations
are very high. These are characteristics
that everybody probably is familiar with.

GGI member firm
JAN© Auditors
& Business Consultants B.V.
Advisory, Auditing & Accounting, Tax
Amsterdam, Weesp, Schiphol, Valkenburg
and Purmerend, The Netherlands
T: +31 88 2202 357
W: jan.nl
Andrea van der Giezen
E: andreavandergiezen@jan.nl
JAN© Auditors & Business Consultants
B.V. is a Dutch audit and tax advisory
firm, employing 170 people in four
offices near Schiphol and Amsterdam.

So how to manage the new HR
challenges ahead as more young
people join the workforce? One of
the key issues is that we want to be
and need to be inspiring leaders.
American psychologist Travis
Bradberry (author of the bestseller
Emotional Intelligence 2.0) wrote in
a Business Insider article that, in
contrast to IQ, emotional intelligence
(EQ) can be improved through
training. According to his data the
majority of top performers have a
high EQ. As a higher EQ makes you

Andrea
van der Giezen
JAN© helps a wide range of (inter)
national clients, providing services in
the areas of taxation, administration,
audits, personnel, salaries, and law.
   Andrea van der Giezen, RA, RB, is a
Senior Partner and a Member of the Board of
Directors of JAN©. She is also responsible
for compliance and quality within the firm.
Andrea has vast experience as an auditor.
As well as being a Certified Public Auditor,
she is also a Chartered Tax Adviser.

a better leader, Bradberry stated that
it is worthwhile to develop your EQ.
Luckily, everybody is very much
equipped to work on his or her
own EQ. Travis Bradberry has some
practical, easy-to-use tips and tricks.
These are based on the habits and
manners of leaders with high EQs.
Below are five easy tips to improve
your emotional intelligence:
1. Ask better questions
Be a good listener and ask
questions during conversation.
You send the message that
you are listening carefully
and that you care about what
your colleague has to say.
2. Don’t judge
Be open-minded. Conveying a
lack of judgement makes a leader
much more approachable. Of
course, this does not mean that
you have to approve everything.
It just means that you take an
interest in the issue and are
open to considering all angles.
3. Use positive body language
Be aware of your physical
appearance. Be enthusiastic in your
tone, make eye contact, and avoid
crossing your arms while talking.
How you address someone is an
important part of your message.

4. Greet people by using their name
Our name is a part of our
identity. Addressing your staff
and colleagues by name helps
you to make someone feel
noticed and appreciated.

5. Smile more
People unconsciously mirror the
body language of the person they
are talking to. So remember to
smile during a conversation; your
colleague will unconsciously return
the favour and feel better for it.

I challenge you to practice these
five tips. You will notice that
stretching and upgrading your EQ
will improve your communication
with your Millennial and Generation
Z colleagues. I’m smiling already.

Start-up development:
The factors for success
and sustainability
By    Aysun Eliz Özer,
   Ayşe Eda Şatır and     Umut Can Kaya
Start-ups are an indispensable part of
today’s economy. Although more startups emerge every year, many of them

GGI member firm
Financial Axis - Finansal Eksen
Bağımsız Denetim ve Danışmanlık A.Ş.
Advisory, Auditing & Accounting,
Corporate Finance, Fiduciary &
Estate Planning, Law Firm Services, Tax
Ankara, Turkey
T: +90 312 428 1444
W: finansaleksen.com.tr
Aysun Eliz Özer
E: e.ozer@finansaleksen.com.tr
Ayşe Eda Şatır
E: e.satir@finansaleksen.com.tr
Umut Can Kaya
E: u.kaya@finansaleksen.com.tr

disappear without success. There are
a lot of great ideas that haven’t come
forward yet, and there are also many
unlikely ideas that have turned into
huge successes. It takes time, talent and
solid business acumen to successfully

grow a start-up. When we look at
long-established companies in various
sectors, we note that there are several
key factors that contribute to the tenure
and sustainability of these companies.

...next page

Aysun Eliz Özer

GGI member firm Financial Axis is an
independent auditing company authorised
by the Capital Markets Boards, the Banking
Regulation and Supervision Authority,
and the Public Oversight Accounting and
Auditing Standards Authority. It provides
multidisciplinary advisory services.
  Aysun Eliz Özer is Senior Expert, while
  Umut Can Kaya and   Ayşe Eda
Şatır are Assistant Experts, in the Strategic
Management Consultancy and Foreign
Trade Services Directorate of Financial

Ayşe Eda Şatır

Umut Can Kaya
Axis. They are specialised exclusively
in start-up development, foreign trade,
and internationalisation of SMEs.
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Coming up with a great idea is less
vital for start-up success than most
people realise. When it comes to
entrepreneurship, ideas, timing,
methodology and implementation
are inseparable. If an idea does not
respond to the need of time, and if
the implementation does not make
use of an appropriate methodology,
it is difficult for the start-up to be
successful. It is important to work
with people who demonstrate a
clear understanding of the start-up’s
vision. It is crucial to set a scalable

and feasible business model to
strengthen your idea. At first you
may not have a sales model, but
in order to make swift decisions
about growth opportunities and
strategies, you should have a longterm strategic vision and a plan.
Long-term strategies, road maps
and key performance indicators
(KPI) are important success factors.
KPIs and their results should
be revised regularly, because
these are necessary elements to
understand and measure success.

Another critical item needed for a
start-up to achieve to sustainable
growth relates to the matter mentioned
above. Investment funds – no matter
how successful a start-up may be, you
need to secure a sufficient amount of
investment which is compatible with
your goals. However, starting without
a plan means that you have lost
already. Instead of focusing primarily
on investment dollars, developing
and proceeding with a solid plan
that covers all the important matters
mentioned above is vital for start-ups.

Fit, finance and culture
are crucial in recruiting and
retaining talent
By

  Timothy C. Lynch

Law firms are faced with higher
expenses today due to technology
advances, increased client

GGI member firm
Offit Kurman
Advisory, Corporate Finance,
Fiduciary and Estate Planning,
Law Firm Services
T: +1 410 209 6436
W: offitkurman.com
Timothy C. Lynch
Global Chairperson of the Best Practices
for Professional Organisations PG
E: tlynch@offitkurman.com
Offit Kurman is a full-service law
firm that serves dynamic businesses,
individuals and families. With 16
offices and nearly 250 lawyers, Offit

sophistication, and the corresponding
challenges of increased security
risk. At the same time, rate pressure
from clients and the competition to
provide services that were formerly

within the exclusive domain of law
firms are simultaneously challenging
revenue growth. Yet, since the onset
of Covid-19, most law firms have
seen demand for their services

Timothy C. Lynch
Kurman provides innovative and
entrepreneurial counsel that focuses
on clients’ business objectives across
more than 30 areas of practice.
  Timothy C. Lynch is the President of
Offit Kurman. He is also a member of
the firm’s Executive Committee. As such,

he is responsible for all of the lawyer
operations at the firm and he is heavily
involved in the growth and strategic
planning for the firm. Before moving into
these roles, he chaired the Commercial
Litigation Practice group at the firm.

is about culture, skill sets, and
alignment with firm philosophy;

increase in the face of a global
shortage of qualified labour. So
the race to acquire talent is urgent
and increasingly competitive.

2. Create an objective, transparent
compensation package. The
simpler a financial philosophy
is to articulate, the better that
philosophy will tend to serve
lawyers and their law firms;

However, when clients don’t fit with a
firm’s vision, neither do their lawyers.
Given that reality, lawyers who are
thinking about moving to a new firm
need to have a good understanding
of the new firm’s market focus to
determine if their business fits with
the new firm’s vision. In the end,
if there is not a match between the
lawyer’s existing practice and that of
the new firm, a “bigger” base salary
may only be a good short-term fix as
“fit issues” generally do not go away
and tend to create problems that will
likely not be solved in the long run.
By focusing on the dollar value of a
book of business and on base pay,
most law firms and many lawyers
ignore key issues in identifying and
solving the fit and finance questions
critical to a lateral move. This often
leads to continued high lawyer turnover and the related frustration
for law firms, lawyers, and clients.
Law firms and laterals can practice

3. Invest in attorney training and
leadership development. In
   a recent industry survey, only
5.6% of respondents said they
had “high confidence” in their
firm’s leadership to “keep pace
with the challenges of the new
legal marketplace.” If a firm is
not willing to invest in its own
lawyers to help them grow, then
the lawyers will look to other firms
that are investing in growth.

better business management by
doing a few things differently:
1. Consider attorney and client fit
during the interview process. Fit

There is no right or wrong
compensation system, but there
most certainly are systems that fit
and do not fit with a lawyer’s practice.
Law firm leaders should be thinking
about alignment here, because if fit
and culture do not exist, at the end
of the day, neither will the finance.

DAOs and the paradox
of corporate form
By

   Robert Lamb

If your clients are not yet talking to
you about Decentralised Autonomous
Organisations (DAOs), they soon will.
A DAO is an online community using
a blockchain to pool resources and
transact for a specific purpose. DAOs
have no hierarchy, central control,
corporate form, or traditional entity
contracts. The rules of investing and

participating are on the blockchain’s
“smart contracts”. DAOs achieve an
organisation that is autonomous to the
group and decentralised in operation.
However, in most jurisdictions, an
organisation of two or more people
for a purpose, without corporate
formalities, is considered a general
partnership. A general partnership
has no liability protection, and
organisation liabilities flow “jointly

and severally” to each of the
participants. This is an ominous legal
reality for DAOs and their members.

What should
DAO participants do?
Do nothing – By doing nothing,
all DAO participants risk joint

...next page
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and several liability on all DAO
activities by all participants across
the world. This is obviously illadvised from a legal perspective.
Go to Wyoming – In July 2021
Wyoming applied its limited liability
code to DAOs. But that limited
liability code does not completely
apply to a decentralised organisation.
Wyoming addresses this tension
by allowing smart contracts to
act like operating agreements.
Go offshore – “Offshore” refers
to countries that welcome web3
innovations. The Cayman Islands,
British Virgin Islands, El Salvador,
Singapore, and Gibraltar are
the current forerunners.
We put our clients in a DAO-friendly
jurisdiction. Then we overlay principles
of decentralisation (i.e. smart contracts
as a basis for governance). Smart
contract algorithms can play their
role, the autonomous group can have
some level of liability protection,

GGI member firm
Harris Bricken
Law Firm Services
Portland (OR), Seattle (WA), USA
T: +1 503 207 7313
W: harrisbricken.com
Robert Lamb
E: robert.lamb@harrisbricken.com
Harris Bricken is an international law
firm with lawyers all over the globe.
They focus on representing cutting edge
businesses that operate internationally.
   Robert Lamb is a corporate
transactional attorney, with a specific
focus on international trade finance, joint
venture structures,
and cross-border
and domestic M&A.

and the DAO is attached to a
maturing regulatory environment.
DAOs are the beginning of a new
global restructuring, furthered
by jurisdictions with visionary

Robert Lamb
Over the last twenty years, he has
travelled extensively, lived and practiced
in remote corners of the globe, and
represented clientele from Asia, Europe,
the Americas, and the Middle East.
Robert is fluent in Mandarin Chinese.

regulatory schemes and creative
international practitioners.
Read the full version of
this article    here.
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