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Thank you 2012‐2013 Sponsor!
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Phone: (305) 854-0800
wsh-law.com

Save the Date!
2013 Lobby Days
and Board Meeting
March 11 - 12, 2013
Tallahassee, Florida
Special Guest: Kimberly Mitchem-Rasmussen
Executive Director and Founder of the
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PRESIDENT’S MESSAGE
By Laura K. Wendell
Dear Members,

in the Courtroom,” featuring panel discussions on
issues faced by women litigators as well as a two
day hands-on trial skills workshop.

As the 2012 calendar year draws rapidly to a
close, FAWL takes a moment to consider the top mission
priorities that you identified when you participated last
spring in FAWL’s 2012-2013 strategic planning survey.
These top priorities include: “advocacy for women and
women attorneys,” “networking among women lawyers,”
“professional advancement of members,” and “help in
overcoming gender bias in the profession.”
FAWL’s executive officers, chapter leaders,
chapter representatives and committee members are
working steadily to meet these priorities:
 We hope you find this edition of the FAWL Journal

(“MAP”) Committee is poised to assist FAWL members, as it has done in the past, working with the
leadership of The Florida Bar to promote members
seeking leadership opportunities in divisions, sections and on committees of The Florida Bar. Applications will be posted December 1, 2012, and MAP
looks forward to hearing from those who apply!

bi-monthly regional conference calls,
FAWL is bringing chapter leaders together to discuss
statewide, regional and local initiatives and concerns.
FAWL’s goal is to encourage familiarity, support and
friendship among its chapters.

 The Young Lawyers Section has launched a first-of-

its-kind statewide, locally implemented initiative: the
Middle School Mock Trial Competition. FAWL
members across the state are teaming up with local
middle school teachers to provide students with a
hands-on instruction to the courtroom.

for those seeking statewide, face-to-face networking
opportunities. As many of our members have discovered, FAWL opportunities are well worth the travel.
FAWL in 2012-2013 is hosting multiple events at
different locales across the state.

In conjunction with the Miami-Dade Chapter,
FAWL presented a three-day program, “Women

In conjunction with the Hillsborough Association
for Women Lawyers and other chapters in the
area, FAWL will host a Leadership Workshop in
Tampa in mid-spring 2013. Stay tuned for announcements as plans progress.

 Through

 To be sure, Florida’s geography presents a challenge





ecutive officers are committed to travel throughout
the state to meet with chapters locally. From Jacksonville to Fort Lauderdale to Pensacola, and all places
in between, FAWL wants to assist your chapter in
growing its membership.

 FAWL’s Membership Advancement and Promotion

FAWL hosted its first Young Lawyers Section in
September at the Mid-Year Meeting in Orlando
and plans to make this an annual event. A twohour CLE presentation addressed gender pay issues and taught members negotiation skills and
techniques.

FAWL will again host Lobby Days in Tallahassee March 11 and 12, 2013. In conjunction with
Tallahassee Women Lawyers, Lobby Days will
feature educational, networking and social events.
Plan to attend!

 FAWL is working closely with chapters. FAWL ex-

informative and share it with your colleagues. Gender pay disparity affects more than our pocketbooks.
It also affects the quality of our professional lives
and of the profession as a whole.





We are a diverse group of twenty nine local chapters, small, medium and large, urban, rural and inbetween. Make it your goal this year to participate in
State FAWL initiatives, programs and events. You will
discover that you belong not only to a wonderful local
organization, but to the statewide network of diverse and
talented women lawyers who make up FAWL.
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Advancing Women in the Legal Profession

WE GROW LEADERS.
Over 100 of the 1,348 2012 Legal Elite members are also
members of the Florida Association for Women Lawyers
(“FAWL”). That’s because since 1951 FAWL’s mission has
been to actively promote gender equality and the leadership
roles of FAWL’s members in the legal profession, judiciary and
community at large. And over sixty years later, this continues
to be FAWL’s focus.

Congratulations to our 2012 Legal Elite Members!

From the Editor
readily useful guidance on how to use that
knowledge to improve our paychecks. Victoria’s
insights and advice should be part of the curriculum for all women in law school.

It is my pleasure and honor to serve as this
year’s editor of the FAWL Journal. This issue,
focusing on gender pay disparity, is in line
with the organization’s decision to establish an
Ad Hoc Committee on Pay Disparity, whose
goal is to better understand the issue – and look
into ways to address the persistent and apparently widening gender wage gap among attorneys.

Finally, Ivelisse Berio LeBeau’s contribution examines the effects of years of gender pay disparity on women’s retirement benefits, and provides a
wealth of ideas and resources to help women mitigate the effects of pay disparity in their retirement years.

The contributions to this issue address pay disparity from different perspectives: one piece
reviews the most recent available surveys on
gender pay disparity among attorneys, nationally and in Florida, and tries to make sense of
why after so many years of laws prohibiting
gender discrimination and mandating equal
pay, women are still paid less than men for the
same work.

Even though, as Ireland reminds us,
women practicing law are among
the highest earning women, if women attorneys cannot get equal pay for
equal work, how will other women
fare?

Patricia Ireland’s contribution provides a historical perspective on gender pay disparity for
attorneys, and in doing so, makes a strong case
for us to continue pushing for systemic change.
She challenges us to imagine what can happen
if we would truly commit to making the necessary changes in the law to address gender pay
disparity. Even though, as Ireland reminds us,
women practicing law are among the highest
earning women, if women attorneys cannot get
equal pay for equal work, how will other women fare? Ireland also reminds us that, whatever
rights women attorneys currently enjoy, they
are due to women who had to fight hard simply
to be allowed to practice law. While FAWL
members are diverse in their worldviews, it is
important to recognize that but for these brave
pioneer women who paved the way for us, we
might not be able to call ourselves members of
the profession.

While the news in this issue is mostly sobering,
the good news is that there is a whole world of
resources with practical ideas just a mouse click
away that can help us understand, navigate and
negotiate our way through the world of pay disparity and possibly mitigate some of its effects in
the future. There are also multiple opportunities
for women to be proactive which should not be
overlooked. We sincerely hope that this issue of
the Journal is not only informative, but also useful in a practical way, regardless of your current
pay grade.

Dora Acherman

Victoria Pynchon shares her wisdom and vast
experience on negotiating from a woman’s perspective, and gives us some very practical and

FAWL Journal Editor, 2012-2013
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Thank you Trial Skills for Women Lawyers
Sponsors!

Investors’ Rights Law Firm
●
Supporting Women Lawyers
www.vernonhealy.com
999 Vanderbilt Beach Road Suite 200, Naples, FL 34108
239-649-5390

Funding for the Trial Skills Workshop provided in part by:

2525 Ponce de Leon Blvd., Suite 700
Coral Gables, FL 33134
Phone: (305) 854-0800
wsh-law.com
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Gender Pay Disparity – Is it ever going away?
By Dora Acherman

According to the Florida Bar’s Survey on
Economics and Law Office Management
published in 2011, the median1 income for
attorneys in Florida in 2010 was $100,000.00.
Female respondents, however, reported a
median income of $70,000.00, as opposed to
male respondents’ $120,000.00.2 In other
words, in 2010 Florida women attorneys
earned 59 cents for every dollar earned by a
male counterpart. The 2011 numbers from the
U.S. Department of Labor’s Bureau of Labor
Statistics (BLS) also show a significantly
larger disparity for legal professions as
compared to all other professions, with
women in legal professions earning 57.1 cents
on each dollar earned by men.3 For lawyers
alone, according to the BLS, the pay gap
decreased, with women attorneys earning
86.6% of men’s earnings in 2011, up from
77.1% in 2010. Still according to the BLS,
nationwide in 2010, women in all professions
combined earned 81.2% of what men earned.4
In Florida, that number was 83.7%.5

with a median income of $180,000.00 -- only 18% of
women respondents had some kind of partnership
status.
Unfortunately, the Florida Bar Survey report did not
provide information on gender pay disparity within
each employment category. The fact that differences
in respondent’s experience and employment sector
may explain some of the gender wage gap, however,
should not end the inquiry. Studies that do control
for some of these variables show that within groups
of “comparable” attorneys, women’s earnings still lag
behind.
A national study of the nation’s 200 largest firms
using data provided by law firms conducted by the
National Association of Women Lawyers (NAWL)
and the NAWL Foundation6 produced sobering
results, with women equity partners earning 86% of
the compensation of male equity partners.7 A report
on a recent survey conducted by legal search
consultants Major, Lindsey & Africa8 of partners at
Am Law 200, NLJ 350 and American Lawyer Global
100 firms also shows women partners lagging
substantially behind their male counterparts. Not only
are women partners making less than men, but the
gap has widened between 2010 and 2011. The
income gap has grown by 46%, with male partners’
earnings increasing by 8% while women’s earnings
decreased by 3% in the same period of time.

Part of the gender pay disparity evidenced by
the Florida Bar survey may be explained by
differences in other characteristics of survey
respondents. Female respondents’ median age
in 2010 was nine years lower than male
respondents’. Predictably, the median number
of years of experience followed the same
trend. Less years of experience should
correlate
with
smaller
paychecks.
Furthermore, while 24% of female
respondents
were
employed
in
the
government sector, with a median income of
$65,000.00, only 9% of male respondents did
so. The median income for private sector
attorneys of both genders was $115,000.00;
but while 33% of men in that group were
partners, shareholders or managing partners --

The NAWL and Major Lindsey studies show that
even when women attorneys work in a similar
environment (large law firms) and are promoted to
partnership, they still are not paid the same as men.
Notably, the difference in the average number of
billable hours per year by gender decreased between
2010 and 2012, going from an average difference of
44 hours per year in 2010 (averages of 1622 hours for
females and 1666 hours for males) to 20 hours in
2012 (averages of 1670 and 1690 respectively). Yet,
9

at the same time the gap in average billable
hours between female and male partners was
cut in half, the wage gap increased.

attitudes may in fact hinder women’s efforts to
achieve equal compensation. Specifically, when
asked about the primary reasons for accepting their
first job as an attorney with a law firm or office,
29% of males chose “future opportunity”, as
opposed to only 13% of women. Five percent of
males chose “salary” as opposed to only 2% of
women. In contrast, 34% of female attorneys chose
“gaining trial or work experience” – but only 23% of
males did so. And while 10% of women chose
“prestige of the employer” as their primary reason to
take the position, only 6% of men chose that option.
In short, when accepting their first position in the
profession, male lawyers focus primarily on
opportunities for advancement – such as promotion
and compensation, while female lawyers concentrate
on acquiring skills, and on learning their craft from
someone they perceive as qualified. It is possible
that women’s own attitudes and motivations in that
first job search already set them up to start their
careers at a disadvantage in regards to promotion
and compensation.

Even though the plight of women earning close
to half a million dollars or more may not seem
to be the most pressing problem for women in
the legal profession, the persistence of pay
disparity within the highest levels in the
profession is significant; it shows that the most
commonly suggested solution for the problem
– increasing the rates of promotion of women
to partnership status -- while far from a bad
idea, does not on its own resolve the wage gap
issue. The large wage gap within the partner
group also shows that even at the highest levels
of achievement, women are still not being fully
treated as equals.
Why can’t women be paid the same for the
same work?
By far, the most commonly cited reasons for
the gender income gap among lawyers are:


women’s failure to “make rain”, i.e.: lack
of a book of business;



women’s reluctance to negotiate and
advocate on their own behalf 9 – whether
for business or for compensation; and



firms’ retention and promotion patterns.

These answers underscore the importance of high
quality training aimed at increasing women’s
confidence and success rate in asking for business,
promotions, and compensation that match their skills
and contributions to their firms. Mentoring and
training specifically geared towards finding
negotiation styles that work for women can be
crucial in helping women develop that highly
valued, door-opening book of business. While it is
commendable that many firms have put in place
programs specifically intended to help female
attorneys market themselves and build their
business, women can also be proactive and take the
initiative to invest in improving their own
negotiation skills. A wealth of information is
available for free on the internet and can be used as
a starting point:

Depending on who is doing the analysis,
shortcomings in both the “rainmaking
department” and in negotiating proper
compensation can be attributed to women’s
own traits, to certain discriminatory conduct by
employers, or to a combination of both factors.
The most often cited impediments to female
rainmaking include “a certain reluctance in
asking for business” or difficulty in selfpromoting;10 and career interruptions due to
child bearing or other family obligations.11
Attributing the income gap to women’s alleged
shortcomings in negotiation might sound like
yet another “blame the victim” type of
explanation.



www.shenegotiates.com/blog/ (see also Victoria
Pynchon’s article in this issue of the Journal, pp
15 to 18)
 www.forbes.com/sites/
meghancasserly/2012/04/03/why-americanwomen-lose-negotiation-linked-in-career/
 thecareerist.typepad.com/thecareerist/2011/06/
how-to-get-meaningful-feedback.html

Yet, responses to one specific question in the
Florida Bar survey indicate women’s own
10



http://apps.americanbar.org/litigation/
committees/womanadvocate/articles/
summer2012-0812-cultivating-courage-ask
-business.html

1



continued failure to support women’s efforts to develop business;

The median is a measure of centrality that divides a distribution in half; thus
50% of respondents reported earnings above the median, and 50% below,
regardless of how far away they were from that median value. The median is
often used to measure income because it is not affected by extreme values, as is
the case with the mean (average).
2
The report and the survey questions can be found at:
http://www.floridabar.org/TFB/TFBResources.nsf/
Attachments/926DF1F161CEFBA08525783B006F7541/$FILE/2010%
20Economics%20Survey%20-%20Final.pdf?OpenElement
3
U.S. Department of Labor, Bureau of Labor Statistics, Current Population
Survey (CPS). Household Data Annual Averages 2011 (2012) – Table 39:
Median weekly earnings of full-time wage and salary workers by detailed
occupation and sex, available at http://www.bls.gov/cps/cpsaat39.pdf.
4
U.S. Department of Labor, Bureau of Labor Statistics, Highlights of Women’s
Earnings in 2010, Report 1031, July 2011, Table 2 at 14-15, available at http://
www.bls.gov/cps/cpswom2010.pdf (last accessed on September 18, 2012).
5
Id. Table 3 at 36-37, available at http://www.bls.gov/cps/cpswom2010.pdf.
6
Barbara M. Flom and Stephanie A. Scharf, Report of the Sixth Annual
National Survey on Retention and Promotion of Women in Law Firms, The
National Association of Women Lawyers (NAWL) and The NAWL Foundation,
October 2011 available at http://nawl.timberlakepublishing.com/files/NAWL%
202011%20Annual%20Survey%20Report%20FINAL%20Publication-ready%
2011-9-11.pdf
7
The study sponsored by The National Association of Women Lawyers
(NAWL) and The NAWL Foundation, surveyed AmLaw 200 firms, as opposed
to individuals. Barbara M. Flom and Stephanie A. Scharf, Report of the Sixth
Annual National Survey on Retention and Promotion of Women in Law Firms,
October 2011 available at http://nawl.timberlakepublishing.com/files/NAWL%
202011%20Annual%20Survey%20Report%20FINAL%20Publication-ready%
2011-9-11.pdf
8
Available at http://www.mlaglobal.com/partner-compensation-survey/2012/
FullReport.pdf
9
See, for example, the article by Victoria Pynchon in this issue of the FAWL
Journal.
10
Sara Randazzo, At the bottom, where few women rise. The National Law
Journal, July 23, 2012 available at http://www.law.com/jsp/nlj/
PubArticleNLJ.jsp?germane=1202563861081&id=1202563848388
11
See, for example, Anne-Marie Slaughter, Why Women Still Can’t Have it All,
Atlantic Magazine, July/August 2012, available at http://www.theatlantic.com/
magazine/archive/2012/07/why-women-still-cant-have-it-all/309020/



a lower likelihood of women “inheriting”
business from male attorneys;

*****************************************

At least two companies dedicate themselves
specifically to training and coaching women in
negotiation:


www.negotiatingwomen.com/



www.shenegotiates.com

The ABA Commission on Women in the Profession publishes a quarterly magazine, and
will be offering the Women in Leadership
Academy: Changing the Rules of the Game in
December of 2012. More information available at http://www.americanbar.org/groups/
women.html.
While there is much women can do to reduce
pay disparity at the individual level, it would
be naïve to deny that certain firm practices
work to prevent women from developing a
book of business, and contribute to the pay disparity. The NAWL survey and other sources
identify some of these practices as:



real or perceived client bias against female
attorneys; and



failure to credit women for business development even when they bring in the business.

Dora Acherman, Esq.,
Ph.D., is general counsel
for NR Investments, Inc., a
real estate development
company, where she brings
together her prior legal
experience in commercial
and medical malpractice
defense litigation, as well
as her prior experience as a
sociologist. She is a past
member of the Board of
Directors of the MiamiDade FAWL Chapter. Ms. Acherman is currently a
Board Member of state FAWL, and chairs FAWL’s
Ad-Hoc Committee on Pay Disparity.

These firm practices cannot be eliminated by
action on an individual level alone. Just as important as developing a book of business, marketing your firm or your services within your
firm, and demanding fair compensation and
recognition for your contributions to your firm,
is active involvement with organizations that
work on behalf of women – attorneys or otherwise –whether to advance the cause of gender
equality in general or equal pay in particular,
either at the local, state or national levels.

11

Are We There Yet? Women Lawyers and the Wage Gap
By Patricia Ireland
First, the good news: Practicing law is among
the highest earning occupations for women,
and Florida ranks twelfth among states for
overall earnings ratios between men and women.1
On the other hand, U.S. Census Bureau
data released September 12, 2012 show
that the wage gap between employed men
and women has not narrowed during
what the Institute for Women’s Policy Research calls “A Decade of Stagnation” at
the beginning of the twenty-first century.2
After narrowing by over ten percentage
points during the 1980s and an additional
four percentage points during the 1990s,
the overall gender wage gap has remained
essentially unchanged since the turn of the
century. Just how wide is the gap between
what women and men make? The Census
Bureau reports that women are paid about
77% of what men are for full-time, yearround work.

of women as a whole: 73.4% in 2004, up to 77.5%
in 2005, down to 70.5% in 2006, up again to
77.5% in 2007, a climb to 80.5% in 2008, a drop
to 74.9% in 2009 and another increase to 77.1%
in 2010. Research into these persistent peaks and
valleys could also help point us in the right direction toward more effective solutions.
And, what are some of the solutions? Suggestions abound for women lawyers finally to
achieve equal pay with our male colleagues, but
I would like to argue for one more that may not
be as self-evident: securing constitutional equality for women.

Meanwhile, the pay gap for women lawyers has continued to close, albeit erratically and slowly, in the twenty-first century.
Using median weekly salaries for full-time
work as the measure, Bureau of Labor Statistics data show women lawyers’ earnings
at 86.6% of what their male colleagues
made in 2011.3 To find solutions to and
measure improvement in the gender pay
gap for women lawyers in Florida, accurate and detailed data on male and female
lawyers’ earnings in our state would be
valuable.

Women lawyers receive lots of advice individually about how to keep up with male peers:
picking the right type of practice, hard work,
determination, networking, building a book of
business. But, we must also watch out for double binds: if you are ambitious and assertive,
you may run afoul of society’s strictures and be
tagged with the “B” word; stay within the straitjacket of strict bilateral gender roles, and you
may be seen as too soft and lacking in the leadership skills required for advancement.

The relative earnings of women lawyers
have made more fitful progress than those
12

More than individual solutions, we need
systemic change. As a labor lawyer representing unions, I fantasize about women
lawyers collectively bargaining for some of
the structural improvements needed to
bring us closer to equal pay in our profession: transparent systems for evaluating,
assigning and paying lawyers; flexible
schedules, parental leave and job sharing
(although to reduce potential career-killing
aspects of these options, men would have
to be convinced to use them, too); formal
mentoring programs; and, while we are
dreaming, on-site childcare.

O’Connor’s explicit rejection of “fixed notions
concerning the roles and abilities of males and
females” and “archaic and stereotypic notions.”7
Those who hire, promote and pay women lawyers must be influenced, however subconsciously, by this movement in the law, with a concomitant influence on our pay. The value placed on
women’s equality under the law impacts our
perceived worth in the law. The ongoing work of
the Florida Association for Women Lawyers on
both counts is a major benefit to membership.
1 “The Gender Wage Gap by Occupations,” Institute for Women’s Policy
Research, April 2011; American Association of University Women,
www.aauw.org/research/upload/state-by-state-wage-chart.pdf.
2 DeNavas-Walt, Carmen, Bernadette D. Proctor, and Jessica C. Smith,

Let me suggest another avenue based on
my perception that progress for women as
lawyers seems to be uniquely tied to progress of women under law.

U.S. Census Bureau, Current Population Reports, P60-243, Income, Poverty, and Health Insurance Coverage in the United States: 2011, U.S. Government Printing Office, Washington, DC, 2012; Institute for Women’s Policy
Research, release September 14, 2012, http://www.prnewswire.com/
news-releases/a-decade-of-stagnation-gender-wage-gap-2011-unchanged
-at-23-percent-169813806.html
3 Bureau of Labor Statistics, Median weekly earnings of full-time wage and

To be able to practice law at all, much less
for equal pay, required changing women’s
status under the constitution. In 1873 the
U.S. Supreme Court held, by a vote of
eight to one, that it was perfectly constitutional for the State of Illinois to deny Myra
Bradwell a license to practice law.4 In a
concurring opinion written by Justice
Bradley, three of the justices cited as reasonable bases for the discrimination “[t]he
natural and proper timidity and delicacy
which belongs to the female sex,” “[t]he
paramount destiny and mission of women
… to fulfill the noble and benign offices of
wife and mother” and “the law of the Creator.”5

salary workers by detailed occupation and sex. www.bls.gov/cps/
cpsaat39.pdf, Series Reports 20120920003446 and 20120920003607.
4 Bradwell v. State of Illinois, 83 U.S. 130 (1873).
5 Bradwell at 142.
6 Mississippi University for Women v. Hogan, 458 U.S. 718 (1982); cited by

Justice Ruth Bader Ginsburg writing for the Court in United States v. Virginia, 518 U.S. 515 (1996).
7 Mississippi University for Women, 458 U.S. at 724.

Since 1873 we have moved from this
“anything goes” constitutional standard
for judging sex discrimination to intermediate scrutiny to Justice Sandra Day
O’Connor’s demand in Mississippi University for Women v. Hogan that an
"exceedingly persuasive" argument be given to justify sex discrimination.6 Especially
relevant for this discussion is Justice

*****************************************
Patricia Ireland, Esq. – After 12 years as an active FAWL
member practicing in Miami, Patricia Ireland served from
1991 to 2001 as the fulltime president of the National Organization for Women (NOW) in Washington, D.C. Today
Ms. Ireland continues working diligently for justice as a
labor lawyer, representing unions and their members. She
is of counsel to Phillips, Richard & Rind, P.A. in Miami.
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Negotiate Your Salary:
Strategies for Success
By Victoria Pynchon

Not yet being a skilled negotiator, and not
wanting to seem self-serving, I said that I believed I should be compensated in a sum that
reflected the extent of my responsibilities and
the amount of money I’d brought into the
firm.

It’s been nearly 10 years since Sara Laschever
and Linda Babcock launched a new phase of
the women’s movement with their groundbreaking book, Women Don’t Ask: Negotiation
and the Gender Divide.

The managing partner’s eyes grew wide. He
shook his head incredulously and said, “if we
did that, you’d be making as much as I am.”

The authors proclaimed that women lagged
behind their male colleagues in salaries, bonuses, promotions, and perks simply because
they hadn’t “asked for it.”

I knew there were other metrics to consider—
his job included business development and
participation in firm governance, neither of
which were my strong suits. But I didn’t want
to appear uncertain. So I responded by saying
that if we were doing the same work and
bringing in the same amount of money, my
compensation should be similar to his.

They were right.
They were also right in their judgment that
women didn’t like to ask—and weren’t going
to start asking anytime soon.
And that shouldn’t have been a surprise to
any of us.

Several months later, as I was taking my
leave from that law firm, the managing partner told me that he’d never felt so insulted as
he did on the day I said I should be making
as much money as he was. Even though I
pointed out to him that it was he who suggested I should be paid the same, not me, he
did not change his tune.

Not only has our culture instilled in women a
disinclination to be self-serving, when we do
work up the nerve to ask, we’re likely to experience “gender blow-back”—a subtle but
powerful punishment for stepping outside
our cultural gender role.
Take this example: Several years ago, I was
the lead partner supervising a staff of five attorneys and two paralegals in a quarter billion
dollar antitrust action. It was that most dreaded time of year for law firm partners – the
compensation committee meetings. I was a
new partner and I was sitting in that meeting
in a roomful of men.

And that, ladies, is negotiation gender blowback. Because, face it, men ask for as much or
more money than their colleagues all the
time. And they do not respond by saying
they’re insulted. They might make a cutting
remark of the sort they’ve been making since
their towel-snapping middle school lockerroom days, but they do not get their boxers in
a bunch.

After reminding the committee members of
the scope of my responsibilities and the considerable accomplishments my team had
achieved that year, the managing partner
asked me what I expected my salary to be for
the coming year.

If women suffer economically because we fail
to ask, but are punished for asking, we’re
damned if we do and damned if we don’t,
right?
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No, we’re not. Because there’s another solution.

In all settlement negotiations, litigation is the
better (or worse) alternative to a negotiated
agreement. Lawyers tend to be happy when
their counterparts make offers way outside
the Zone of Potential Agreement – the area
where the clients’ actual and often unstated
expectations overlap, say, somewhere between four and six million dollars.

We can powerfully ask for our true market
value (including origination credit; office
space commensurate with our status; flextime; the better or best human resources to
handle our case loads; bonuses; promotions;
client contact; benefits; paid pregnancy leave
and the like) without backing down and with
as little gender blow-back as possible.

If an offer on the table is inside the Zone of
Potential Agreement and likely a better alternative to the cost and uncertainty of litigation, a deal will be made. If not, not.

We can do that by starting the conversation
leading to agreement (our definition of negotiation) with offers of benefits rather than
with requests.

The same is true for your own career. If you
will never make partner without a reliable
million dollar book of business, any compensation scheme that does not give you origination credit should make a different job (or different career!) a better alternative to the proffered negotiated agreement.

Or, we can just go ahead and courageously
cross that gender boundary so long as we
know how to bring those angered by our negotiation position back into a collaborative,
interest-based, principled, value-creating negotiation.
Here’s the process in a nutshell:

2. Start by Asking “Diagnostic Questions”
Any conversation aimed at creating an agreement starts most effectively when we ask the
other person questions that will reveal his
true needs, desires, fears, preferences, and
priorities.

1. Learn Your True Market Value
Women tend to underestimate our worth for
many reasons, including the simple fact that
we’ve gotten used to being paid 20% to 30%
less than our male colleagues.

Professor Leigh Thompson at the Kellogg
School of Business at Northwestern University says that 93% of all negotiators fail to ask
these “diagnostic questions” in circumstances
the answers would significantly improve the
outcome of our negotiations.

Once we get a handle on our true market value, we can take the first step all competent
negotiators take – we give ourselves a “walk
away” bottom line that we’re willing to stick
to.

Instead of just saying to the managing partner, “if that means I’ll be making the same
amount of money you do then so be it,” I
should have begun asking diagnostic questions. The socratic method we’re so well
versed in should do us good here.

Negotiators call this “walk away” bottom line
their BATNA – the better or best alternative to
a negotiated agreement. Women lawyers are
calculating BATNA’s for their clients every
day of the week. Litigators do it when they
tell their clients what their chances of winning
a lawsuit are and what the expense will be to
get there. The client’s BATNA is the sum that
takes into consideration the possible outcome
of zero to less than zero as well as, say a million to ten million dollars.

I can pretty well imagine the conversation
now.
What do you think my compensation should be
based on, Mr. Managing Partner?
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Well, it can’t be the same as mine. I’ve got a 5 million book of business and substantial management
responsibilities in addition to the caseload I manage.

Remember Oliver, the
orphan shamed for asking for another spoon of
gruel?

That would have made sense to me. It had
never occurred to me to ask to be paid what
Mr. Manager was paid in the first place. I just
didn’t know what to say when he started
sputtering about his interpretation of what I’d
said.

If Oliver knew something about negotiation,
he wouldn’t have simply asked for something, he would have offered something that
he was willing to do in exchange for what he
was about to seek.
Imagine if Oliver had approached the headmistress with an offer to clean the dining hall
and polish the flatware after breakfast. “I’d be
able to include a shoe shine for both you and
the headmaster if I only had a little additional
gruel, and perhaps an egg for energy,” he’d
say, smiling with his most ingratiating grin.

I agree, I would have said, I shouldn’t be paid
what you’re paid and I’m not expecting to be. I
don’t have a book of business of my own. I am and
always have been a service lawyer, not a business
generator. But I do believe the firm is placing undue emphasis on books of business because the
originators can’t service them without partners
like me.

Perhaps Oliver wouldn’t have gotten everything he wanted that way, but he would have
had a far greater chance of getting that very
slight concession – more gruel – had he done
a little haggling than what he got – the song
of shame – by simply holding up his bowl
and asking for more.

Now I’ve identified the elephant in the room
of every compensation committee nationwide. The problem for the firm is the upcoming quarter-billion dollar trial that no one but
I can lead. That’s my bargaining power. I
can’t be replaced. And, in point of fact, just a
few months hence when I tell my firm I have
a solid job offer with a substantially higher
total compensation package, the real negotiation begins and money begins to flow in the
direction of my true value to the firm.

4. Tit for Tat
You’ve tried all that and it hasn’t worked?
I’m not surprised. I’ve had some pretty highflying executive clients shamed for seeking a
20% raise. But I’ve also seen them walk
through that shame, concluding their compensation negotiation with 30% to 40% increases in pay.

You don’t need a job offer in your back pocket to accrete negotiation power to yourself,
but it's a truism in negotiation circles that the
party who is perceived to have the greatest
bargaining power is the party who actually
has the greatest bargaining power.

No kidding.
If you know how to play “tit for tat,” your
negotiation partner will often feel shame for
having allowed his temper to flare up at you
simply for doing that which men do all the
time – negotiate the best deal you can.

3. Offer Your Benefit Before Asking for
Your Reward
If you’ve asked the right diagnostic questions
to reveal as many of your bargaining partners’ interests as possible, you can begin your
“at the table” trading session by offering to
satisfy one or more of those interests.

“I’m surprised that you’re angry,” one of my
clients said to her negotiation partner after I’d
taught her this strategy. “I assumed a law
firm as prestigious as yours was paying market rates.”
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I’d been in the AmLaw long enough to know
that one of the AmLaw’s most important interests is to be perceived as paying “market.”
It’s the reason associate compensation sometimes gets out of control.

5. Next Steps

Skadden’s paying $170K with $50K signing
bonuses for Federal Appeals Court clerks.
And then everyone else falls into line. Cravath. Jones, Day. O’Melveny. MoFo. You
know the drill.

I highly recommend that every woman who
hasn’t yet done so take a negotiation class that
is nested in women’s gender experience. A
recent survey of more than 700 professionals
and business people who had taken a topflight negotiation training found that six
months later, 98% of the men but only 40% of
the women were using the strategies and tactics they’d been taught.

No one, of course, can expect to learn everything she needs to know to become a powerful asker by simply reading about negotiation
theory in an article. It takes practice.

On another occasion, this same client used
silence to “punish” her negotiation partner for
blowing up at her when she countered.

“Don’t call him back,” I said. “He’s been
When asked why they werecharged with reeling you in
n’t negotiating as they’d been
and if you let him sweat it out a
I
highly
recommend
that
trained to do, 60% of the
little, he’ll begin to regret his
every
woman
who
hasn’t
women said that they didn’t
intemperance.”
yet done so take a
feel comfortable using the
This strategy not only
negotiation class that is
techniques they’d been
brought my client an apology
nested in women’s gender
taught; that they believed
but a concession that brought
experience.
they’d have to be inauthentic,
her within $100K of her ultigreedy, self-serving, and to
mate goal. In that negotiation,
engage in sharp practices on
by the way, the law firm moved $450,000 durthe boundaries of their own ethical standards
ing the course of a negotiation in which my
to deploy the skills they’d learned.
client decided there was no amount of money
That’s why we at She Negotiates begin every
that would make her join that law firm.
negotiation training deconstructing the culWhen you respond to insults with dignity,
tural barriers that keep us from asking for our
penalize your negotiation partner for his outtrue market value. We’re not the only ones
burst with a proportional punishment, and
who do this. I’ve named them and linked to
quickly return to cooperation when he apolotheir web sites here:
gizes, you can turn your superior’s harrumph
http://www.forbes.com/sites/
into your triumph.
shenegotiates/2012/08/15/you-wont-closeThis negotiation strategy – called tit for tat –
your-personal-wage-gap-if-you-dont-knowhas been proven to be the best means of
this/.
reaching agreement without either needlessly
It’s not rocket science or the cure for cancer.
escalating the conflict inherent in any bargainBut it is the cure for the wage gap – a cure
ing session or entering into a cycle of victimithat doesn’t depend upon legislation or court
zation.
rulings to get us the appropriate compensaHere’s the strategy in short. Open cooperation for the value we bring to our work.
tively. Retaliate proportionally in the face of
betrayal. Promptly return to cooperation
when your retaliation results in a concession.
Rinse. Repeat.

Learn. Do. Prosper.
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The Last Chapter: Understanding the Gender Gap
in Retirement Income Security
By Ivelisse Berio LeBeau
We are women lawyers. We know our salaries and compensation packages; we make sure our families have health insurance; we pay our bills
and manage our credit. We juggle work and self and family, going from
a business meeting to yoga to a school open house. We live full lives.
One thing we don’t often do, however, is think about retirement income
or how our earnings today will affect our retirement security later. Maybe
we should.
Longer Lives, Greater Needs
Women in the United States live about 3-5 years longer than men.1 Women outnumber men in the population
aged 65 and over, and significantly outnumber men in the oldest-old group aged 85 and over.2 Projections
suggest that by 2050 almost 25% of women over age 65 will be 85 and over, compared to 20% of men.3
Many women are likely to be single in later years, having outlived their husbands or having never married.4
In part due to our longevity women are also likely to have greater medical care needs.5
Less Retirement Security
Women tend to have, however, less retirement income than men; over the past decade women’s retirement
income has been about 25% less than comparable men.6 In July 2012 the Government Accountability Office
(GAO) published a study examining, among other topics, women’s access to employer-sponsored retirement
plans as compared to men’s, and the sources and amounts of women’s retirement income as compared to
men’s.7 The GAO documented how, despite great strides in the past 20 years for women in the workforce,
women still lag behind men in retirement income security.
Retirement income generally consists of three things: Social Security benefits; benefits from employer
sponsored retirement plans; and personal earnings/savings.8 This article focuses on retirement benefits tied
directly to employment: Social Security and employer sponsored retirement income plans.
Social Security Benefits
Social Security benefits are based on a formula that takes into account your age and your earnings during your
best 35 years of employment, up to an annual maximum.9 People who worked at least 10 years in paid
employment are generally eligible for Social Security benefits at retirement, but if a person worked less than
35 years in the paid workforce a zero will be entered into the formula for each such year.10 Women are more
likely to take time out of their paid careers to be caretakers, often for children or their parents; studies show
that women on average spend 12-13 fewer years in the workforce.11 Women workers, therefore, are more
likely to receive lower Social Security benefits than men as a result of working fewer years than men and, as
discussed further in this article, earning less in the years that they worked.
Employer Sponsored Retirement Plans
Many retired workers also rely on income from retirement income plans sponsored by their former employers.
In 2008 over 42% of men over age 65 received income from employer sponsored plans compared with only
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29% of similar women.12 The GAO
study found, however, that as of 2009
women are slightly more likely than men
to work for employers that offer pension
plans.13 Law firms and other legal
institutions are the types of employers
that tend to offer employer sponsored
retirement plans, so women lawyers in
particular are likely to have this option.
Women were, however, slightly less
likely than men to be eligible to
participate in employer sponsored plans;
the most common reason being that they
did not work sufficient years or enough
hours to meet a plan’s eligibility
requirements, or that they worked parttime and
were thus ineligible.14
Eligibility only helps, of course, if
workers take advantage and elect to
participate; while the majority of eligible
women
workers
participated
in
workplace retirement plans in 2009
eligible men took advantage of such
plans at a slightly higher rate than
eligible women.15
So if male and female workers now have
similar access to, eligibility for and
participation in employer sponsored
retirement plans why don’t working
women and men have similar outlooks
for retirement security?
Because
retirement benefits are largely based on a
worker’s earnings and women tend to
earn less than men. As the GAO noted,
a 25 year old woman with a college
degree will likely earn about $523,000
less in wages over her lifetime than a
similar man.16 The Bureau of Labor
Statistics reported that in 2010 women
lawyers earned on average about 77% of
what
male
lawyers
earned.17
SmartMoney.com reported in 2010 that a
woman saving 10% of her income over
35 working years could retire with
$260,000 less in retirement savings than
a man with similar savings patterns.18
The combination of lower earnings and
fewer years in the paid workforce results
in less retirement income security for
women workers.
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The GAO study also noted that women participating in contributory retirement plans tended to contribute at
slightly lower levels than men; women contributed around 6.7% of salary versus 7.2% for men, and women
made contributions in dollar amounts that were about 30% less than men.19 An ING Retirement Institute study
also suggested that fewer women in contributory plans are taking advantage of their employer’s matching
contributions.20
What Can Women Do Today to Prepare for Tomorrow?
The easiest way to improve women’s retirement security would be to eliminate the pay gap between men’s
and women’s earnings.21 That probably won’t happen soon, however, and we have to consider our own needs
in the immediate future. Armed with the knowledge that women are more likely to have less income security
in retirement to address our greater needs, we can each take steps to maximize our own retirement security,
such as the following.
1. Learn about employer sponsored retirement plans.
Many law firms offer retirement savings plans for their attorneys. Women lawyers should learn about the
plans offered by their firms at each stage of their careers, and should consider maximizing their opportunities
to increase their retirement income security.
Workers often don’t realize that they have rights associated with their retirement plans. Plans offered by
private employers are generally governed by the Employee Retirement Income Security Act (ERISA);22 under
ERISA employers have certain duties and obligations relating to retirement plans including plan funding
obligations; fiduciary duties with respect to operating plans and managing assets; and disclosure obligations.23
All retirement plan assets are held in trust for the benefit of employees, not employers. Employees have rights
to accurate and timely information about their benefits; to investment education for self-directed investment
options; to information about investment fees and costs that can reduce benefits; to a plan managed by persons
exercising their fiduciary responsibilities.
There are two basic types of retirement plans: defined benefit plans and defined contribution plans. Your
benefits, rights and responsibilities are different under each type.24
Defined Benefit Plans:
A defined benefit plan guarantees retirement benefits based on a formula that usually takes into account an
employee’s years of service and earnings. This type of plan, often called a traditional pension plan or a DB
plan, places investment responsibility and risk on the employer. Employees in a DB plan often have to work
longer years in order to qualify and to fully vest their rights to retirement benefits.25 Benefits are normally paid
monthly for a person’s lifetime beginning at retirement age; spouses have rights to benefits that can be
waived. If you work for a law firm that has been in existence for a while or a public employer you may be
eligible for this type of retirement plan.
Defined Contribution Plans:
Over the past 20 years or so employers have moved away from defined benefit plans in favor of defined
contribution plans, such as 401(k) plans. Under a defined contribution plan, also called a DC plan, your
benefits are based on the amounts contributed to a plan on your behalf and how such monies are invested. DC
plans often allow employees to contribute through pre-tax payroll deductions; these plans are also called
contributory plans. Employers may contribute and sometimes offer matching contributions or percentage of
salary contributions. Employees in these plans bear investment risk: if plan investments do well you receive
higher benefits; if they do poorly you can lose your retirement benefits. Many defined contribution plans also
shift investment responsibility to employees by allowing employees to select investments. Employees are
always vested in their own contribution amounts and often enjoy quick vesting in employer contributions.
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Benefits are normally paid in a lump sum at retirement age or can be rolled over into tax-favored retirement
accounts if you change jobs. Many legal employers offer defined contribution retirement plans for their
employees.
2. Obtain and Read your Summary Plan Description.
Retirement plans governed by ERISA are required to have a Summary Plan Description (SPD) that sets forth
important information about your plan, including rules regarding eligibility and benefits.26 If you don’t have
a copy already ask for one. Read through it. Ask questions. Figure out how your benefits will be calculated.
If you are responsible for making investment decisions for your account balance ask for education materials
and learn about your available options. If you are married consider your spouse’s interests in your retirement
plan. If your spouse has a retirement plan you might want to look at that SPD as well. Consider what
happens to your retirement benefits if you change jobs. You also have a right to periodic statements
regarding your benefits; to annual statements about your plan; and to review and obtain copies of certain plan
documents upon request.

So if male and female workers now have similar access to, eligibility
for and participation in employer sponsored retirement plans why don’t
working women and men have similar outlooks for retirement security?
Because retirement benefits are largely based on a worker’s earnings
and women tend to earn less than men. As the GAO noted, a 25 year
old woman with a college degree will likely earn about $523,000 less
in wages over her lifetime than a similar man.
3. Learn about retirement savings options if you don’t have an employer sponsored retirement plan.
What if you are self-employed, work for a small firm without a retirement plan, or work insufficient hours to
qualify for your employer’s plan? You still have options to save for your retirement. If you receive income
you can open an IRA; there are also retirement savings vehicles for persons who are self-employed.27 These
types of investment accounts give all working women an opportunity for tax-favored retirement savings if
they don’t have access to an employer based plan.
4. Maximize plan contributions. Consider retirement plan investment costs as well as benefits.
If you participate in a defined contribution plan be aware that there are rules regarding when and how much
you and your employer can contribute to your plan. Many employers offer matching contributions, where
your employer will contribute to your plan more if you contribute more. Figure out how much you are
allowed to contribute and how much you need to contribute in order to maximize an employer matching
contribution. Don’t leave money on the table! IRAs and similar retirement savings accounts also have rules
and limitations governing the timing and amount of contributions.
You should also be aware of the fees and other administrative costs associated with retirement plan
investments in contributory employer plans and IRA type retirement accounts. Compounded interest can
significantly increase your retirement benefits over time; amounts lost to fees along the way can reduce them.
New Department of Labor regulations require disclosures to participants in DC plans explaining fees and
costs.28 Consider these fees as you make your investment decisions.
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Moving Forward
As long as women workers continue to work fewer years than men and continue to earn less than men women
will likely continue to have less retirement income security than men. Women—and men—have opportunities
now, however, to become informed and take an active role in planning their retirement security.
Resources - There are many resources available online to help you in planning for your retirement, including
the following:
U.S. Department of Labor Employee Benefits Security Administration (EBSA)



Women and Retirement Savings: http://www.dol.gov/ebsa/publications/women.html
Savings Fitness: A Guide to Your Money and Your Financial Future: http://www.dol.gov/ebsa/
publications/savingsfitness.html#.UIcT7lFcfbg
 Taking the Mystery Out of Retirement Planning: http://www.dol.gov/ebsa/publications/
nearretirement.Html#.UIcUH1Fcfbg
 What You Should Know About Your Retirement Plans: http://www.dol.gov/ebsa/publications/
wyskapr.html#.UIcUYlFcfbg
 Disclosures to Help Employees Understand Their Retirement Plan Fees: http://www.dol.gov/ebsa/faqs/faq
-disclosures.html#.UIcUn1Fcfbg
U.S. Social Security Administration (SSA)





Social Security Homepage: http://www.socialsecurity.gov/
What Every Woman Should Know: http://www.socialsecurity.gov/pubs/10127.html
When to Start Receiving Retirement Benefits Fact Sheet: http://www.socialsecurity.gov/pubs/10147.html
Your Retirement Benefits: How it is Figured http://www.ssa.gov/pubs/10070.html#a0=0

Women’s Institute for a Secure Retirement (WISER)
WISER is an organization dedicated to increasing education and awareness of issues relating to women and
retirement security. WISER has information and publications available on its website at http://
www.wiserwomen.org/, including the following:



A Simple Guide to What Everyone Needs to Know About Money and Retirement
Fact Sheet on the National Education and Resource Center on Women and Retirement Planning (operated
by WISER and the Administration on Aging)
 What Every Woman Needs to Know: The New Retirement Journey
 WISER 2012 Newsletter (features include Online Tools and Calculators and the Federal Saver’s Tax
Credit)
 20 Ways to Take Advantage of Your Company Benefits Plan
All of the websites hyperlinked in this article were visited on September 23, 2012.
Ivelisse Berio LeBeau is an attorney at Sugarman & Susskind in Coral Gables where she
focuses her practice on ERISA and employee benefits law. Formerly she was a Trial
Attorney at the U.S. Department of Labor where she assisted the DOL’s Employee
Benefits Security Administration in investigations and brought actions in federal court to
enforce ERISA fiduciary duties. Ms. Berio LeBeau is co-editor of Employee Benefits
Law, 3rd Edition, to be published later this year by BNA/Bloomberg Books. She can be
reached at Ivelisse@sugarmansusskind.com.
23

1 U.S. Government Accountability Office (GAO), Retirement Security: Women Still Face Challenges, GAO-12-699, July 2012
(GAO Report), available at http://www.gao.gov/products/GAO-12-699, at pg. 4. Women and Retirement Savings, published by
the U.S. Department of Labor, Employee Benefits Security Administration, Retirement Savings Education Campaign (Women and
Retirement Savings), available at http://www.dol.gov/ebsa/publications/women.html.
2
GAO Report at pg. 4.
3
Id.
4
GAO Report at pgs. 2-3.
5
Women and the Retirement Perfect Storm, by Maliz Beams, May 2, 2012, published by Forbes.com, available at http://
www.forbes.com/sites/forbeswomanfiles/2012/05/02/women-and-the-retirement-perfect-storm/, citing data collected by the
Insured Retirement Institute indicated that women’s health care expenses are nearly 13% higher than men’s. See also GAO Report
at pgs. 2-3.
6
GAO Report at 24. The fact that women tend to have less retirement income than men does not mean that men tend to have saved
adequately for retirement. Quite the opposite—American workers, both male and female, generally do not have sufficient
retirement income. This article, however, focuses on issues peculiar to women and retirement security, examining the reasons that
women tend to enter retirement with fewer resources than men, and considering steps women can take to protect themselves.
7
GAO Report at pg. 2.
8
What Women Need to Know About Retirement (“Women Need to Know”), published by the Women’s Institute for a Secure
Retirement (WISER), available at http://www.wiserwomen.org/index.php?
id=83&page=What_Women_Need_To_Know_About_Retirement, at pg. 1.
9
A Simple Guide to What Everyone Needs to Know About Money and Retirement, published by WISER, available at http://
www.wiserwomen.org/pdf_files/money-retirement.pdf, at page 4; SSA Publication No. 05-10070, ICN 467100, January 2012,
with SSA retirement calculator, available at http://www.ssa.gov/pubs/10070.html#a0=0.
10
Id.
11
GAO Report at 5; Women Need to Know at pgs. 1-2.
12
The Pay Gap’s Connected to the Retirement Gap, published by WISER, available at http://www.wiserwomen.org/index.php?
id=266&page.
13
GAO Report at pg. 10. Using workforce data from 1998 through 2009 GAO found that in 1998 women and men in the workplace
generally had similar access to employer sponsored pension plans, and that by 2009 women had an edge over men; the report
suggested that women may be more likely to work in public, non-profit, education and health industries where employers are likely
to offer pension plans, while men were more likely to be self-employed.
14
GAO Report at pg. 14. The GAO report also found that between 1998 and 2009 the eligibility rate gap between men and women
narrowed. Id.
15
GAO Report at pg. 15. The GAO report noted that while the difference in participation rates between men and women became
smaller over the time period covered in the study, narrowing to a single percentage point in 2009, this was in part due to a lowering
of participation rates by men, suggesting that while the differences in plan participation between men and women may be getting
smaller the overall retirement security picture for all workers is at best weak. Id. The GAO report noted that over the course of the
study only about 50 percent of private sector workers had access to an employer sponsored pension plan. GAO Report at pg. 8.
16
GAO Report at pg. 5.
17
Highlights of Women’s Earnings in 2010, published by the U.S. Bureau of Labor Statistics, U.S. Department of Labor, July
2011, available at http://www.bls.gov/cps/cpswom2010.pdf, at pg. 15.
18
Narrowing the Gender Gap in Retirement, by Catey Hill, September 30, 2010, published on SmartMoney.com, available at
http://www.smartmoney.com/retirement/planning/narrowing-the-gender-gap-in-retirement/.
19
GAO Report at pg. 17.
20
Women and the Retirement Perfect Storm, by Maliz Beams, May 2, 2012, published on Forbes.com and available at http://
www.forbes.com/sites/forbeswomanfiles/2012/05/02/women-and-the-retirement-perfect-storm/.
21
The GAO Report includes a series of policy change recommendations to enhance women’s retirement security including making
changes to tax provisions relating to retirement savings, changing rules for Social Security benefits and for defined contribution
plans, and increasing support for lifetime retirement income benefits. GAO Report at pgs. 36-48.
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29 U.S.C. §1001, et. seq.
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Public employers also offer similar retirement plans that are governed by similar state law.
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See GAO Report at pgs. 6-8 for a comparison of defined contribution and defined benefit plans. See also Money & Retirement at
pgs. 4-7.
25
“Vesting” refers to the percentage of a benefit that an employee has earned under a plan; plans often have vesting schedules so
that an employee won’t be 100% vested until she had worked a minimum number of years. If an employee leaves employment
before becoming fully vested she will be eligible for a lower benefit or sometimes no benefit at all.
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See Women and Retirement Savings at pg. 4.
27
See Money and Retirement at pg. 7.
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The Fact Sheet on the new fee disclosure requirements is available at http://www.dol.gov/ebsa/pdf/fsparticipantfeerule.pdf.
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Florida Association for Women Lawyers
2012 - 2013 Chapter Presidents
BARRY WOMEN LAWYERS ASSOCIATION (Student Chapter)

MARTIN COUNTY FAWL

Theresa Freitas
theresa.freitas@law.barry.edu

Margaret E. (Peggy) Wood
mew@mccarthysummers.com

BREVARD COUNTY ASSOCIATION
FOR WOMEN LAWYERS

MIAMI-DADE FAWL

Marisol Gomez
mgomez@gambalombana.com

Christina Marie Sanchez
sanchez@yourdefenselawfirm.com

NORTHWEST FLORIDA CHAPTER—PENSACOLA
BROWARD COUNTY WOMEN
LAWYERS ASSOCIATION

Autumn Beck
aobeck@pensacolalaw.com

Elizabeth Finizio
elizabeth@finiziolaw.com

NOVA UNIVERSITY (Student Chapter)

Tiffani R. Bishop
bishopt@nsu.law.nova.edu

CENTRAL FLORIDA ASSOCIATION FOR
WOMEN LAWYERS

Angela Marie Miller
angela.m.miller@lmco.com

PALM BEACH COUNTY ASSOCIATION FOR WOMEN LAWYERS

Leora B. Freire
lfreire@richmangreer.com

CLARA GEHAN ASSOCIATION FOR
WOMEN LAWYERS (EIGHTH CIRCUIT)

PINELLAS COUNTY ASSOCIATION FOR WOMEN LAWYERS

Anne Michelle Rush
anne.rush.1024@gmail.com

Kyleen Hudson
khudson@qpwblaw.com

COLLIER COUNTY WOMEN’S BAR ASSOCIATION

SARASOTA FAWL

Rachael S. Loukonen
rloukonen@gfpac.com

Anastasia Stefanou
anastasia.bluetie@bluetie.com

FLORIDA INTERNATIONAL UNIVERSITY
WOMEN IN LAW (Student Chapter)

SOUTH PALM BEACH COUNTY FAWL

Angelina Namia
angelinaesquire@namialaw.com

Aubrie Brake
abrak001@fiu.edu

STETSON UNIVERSITY (Student Chapter)

FLORIDA STATE UNIVERSITY WOMEN’S
LAW SYMPOSIUM (Student Chapter)

Valeria Obi
vobi@law.stetson.edu

Missel Fernandez
misself88@gmail.com

ST. THOMAS UNIVERSITY (Student Chapter)

Katrina Acosta
kacosta@stu.edu

HILLSBOROUGH ASSOCIATION FOR WOMEN LAWYERS

Katherine Earle Yanes
kyanes@kmf-law.com

TALLAHASSEE WOMEN LAWYERS

Meghan Boudreau Daigle
mbdaigle@daiglelawfirm.net

JACKSONVILLE WOMEN LAWYERS ASSOCIATION

Katherine Naugle
knaugle@jaxlawteam.com

THIRD CIRCUIT ASSOCIATION FOR WOMEN LAWYERS

LEE COUNTY ASSOCIATION FOR WOMEN LAWYERS

Laura Fouraker-Gardner
lauraann@taxattorney.comcastbiz.net

Kelly L. Fayer
kellyfayer@earthlink.net

UNIVERSITY OF FLORIDA (Student Chapter)

MANATEE COUNTY FAWL

Heather Elise Griffin
hg9250@ufl.edu

Erika Dine
erika@dinelaw.com

UNIVERSITY OF MIAMI (Student Chapter)

MARION COUNTY FAWL

Genevieve Valle
gvalle@law.miami.edu

Elizabeth Alt
oldocala@aol.com

VOLUSIA/FLAGLER ASSOCIATION FOR WOMEN LAWYERS

Jackie Roys
jackieroys@riceroselaw.com
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June 21-22, 2012

Scenes from FAWL’s
2012 Annual Meeting

Orlando, Florida

Below left to right: Laura Wendell, FAWL President, Holly Dincman, Tallahassee
Women Lawyers (TWL) 2012 Chapter Representative, Jennifer Shoaf Richardson,
FAWL Young Lawyers Section Chair and TWL Member, and Susan Healy, FAWL
Immediate Past President.
Tallahassee Women Lawyers received the
2012 Outstanding Chapter Programming Award
as well as the Palm Beach County Chapter of FAWL

Above left to right: Marianne R. Howanitz,
Marion County FAWL Chapter
Representative and 2012 FAWL Leader in
the Law Award recipient, and Kathryn
Lancaster, FAWL Secretary, at the Wine
and Dessert with Authors event

Gwynne Young, The Florida Bar President ,
inducts FAWL’s 2012‐2013 Executive Oﬃcers:
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From left to right:
Susan Healy, Immediate Past
President, Laura Wendell,
President, Robin Bresky,
Legislative Director, Samantha
Feuer, Membership Director,
Brittany Maxey, President Elect,
Mary Ann Etzler, Development
Director, Kathryn Lancaster,
Secretary, Dora Acherman, Journal
Editor, Kristin Norse, Treasurer,
and Robyn Featherston, Public
Relations Director

Left to right: Jacqueline Buyze, Collier County Women’s Bar Association
(CCWBA) Member, Kim Hastings, FAWL Award’s Chair, Brittany Maxey, FAWL
President‐Elect, Sharon Hanlon, CCWBA Chapter Representative, and Laura
Wendell, FAWL President

Scenes from FAWL’s
2012 Midyear Meeting
September 19-20, 2012
Orlando, Florida
Left to right: Kyleen Hudson, Pinellas County FAWL President & Chapter
Representative, Stephanie Harriett, Jacksonville Women Lawyers Association
(JWLA) Chapter Representative, Susannah Collins, JWLA Member, and Holly
Dincman, Tallahassee Women Lawyers Chapter Representative

New Member
&
Young
Lawyer Section
Bash
Thank you to our Midyear Meeting Sponsors!

Left to right: Paige Greenlee, The Florida Bar Young
Lawyers Division President, Kristin Norse, FAWL Treasurer,
and Gwynne Young, The Florida Bar President
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CHAPTER BENEFITS: WHAT STATE FAWL
OFFERS YOUR CHAPTER



















State FAWL Advocacy for Member Appointments to Bar
Committees, JNC, and Judicial and State Government
Positions
State FAWL Financial Assistance to Defray the Cost of
Membership Renewal and Local Recruitment Efforts
State FAWL Chapter Development Grants to New, Small, or
Struggling Chapters
State FAWL Leaders in the Law Awards to Members
Nominated by Local Chapters
State FAWL Monetary Awards for Outstanding Programming
State FAWL Publication of Local CLE Programs on FAWL
Website
State FAWL Financial Assistance to Defray Recording Costs
of CLE
State FAWL E-News Featuring Local Chapter News
Statewide Regional Conference Calls among Chapters
Statewide Initiatives for Young Lawyers
Guidance and Resources for Dues Processing for Chapters
Chapter Membership Lists Available on Request
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The Mattie Belle Davis Society
FAWL established the
Mattie
Belle
Davis
Society in 2004 in honor
of Judge Davis, to
enable FAWL members
to contribute directly to
FAWL’s key initiatives.

Judge Davis, a founding member of
FAWL, remained active in FAWL until
her death fifty-three years later. Judge
Davis inspires us all with her life-long
commitment to equal opportunity, justice
and the success of women in the law.
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Mattie Belle Davis Society Members
Siobhan Helene Shea
Siobhan Helene Shea Appellate Practice
P.O. Box 2436
Palm Beach, FL 33480
shea@sheappeals.com
Phone: 561-655-4114

Laura K. Wendell
Weiss Serota Helfman Pastoriza Cole & Boniske
2525 Ponce De Leon Blvd., Ste. 700
Coral Gables, FL 33134
lwendell@wsh-law.com
Phone: 305-854-0800

Susan R. Healy
Vernon Healy
999 Vanderbilt Beach Road Suite 200
Naples, FL 34108
shealy@vernonhealy.com
Phone: 239-649-5390

Wendy Loquasto
Fox & Loquasto, P.A.
1201 Hays Street, Suite 100
Tallahassee, FL 32301
wendyloquasto@flappeal.com
Phone: 850-425-1333

Tasha K. Dickinson
Jones Foster Johnston & Stubbs, P.A.
505 S Flagler Dr # 1100
West Palm Beach, FL 33401
tdickinson@jonesfoster.com
Phone: 561-650-0439

Gigi Rollini
Holland & Knight LLP
P.O. Drawer 810
315 S. Calhoun Street, Suite 600
Tallahassee, FL 32302
gigi.rollini.hk@gmail.com
Phone: 850-425-5627

Harvey E. Baxter
Judicial Hearing Officer - 8th Circuit
Post Office Box 340
Starke, FL 32091
hb964@hotmail.com
Phone: 904-966-6319

Dora Acherman
NR Investments, Inc.,
1111 Park Centre Boulevard, Suite 450
Miami, FL 33169
dacherman@nrinvestments.com
Phone: 305-625-0949

Kathryn McLeod Lancaster
Edward Jones
220 - 2 North Main Street
Chiefland, FL 32626
kathryn.lancaster@edwardjones.com
Phone: 352-493-4948 Fax: 888-619-8579

Brittany Maxey
Maxey Law Offices, PLLC
15500 Roosevelt Blvd. Suite 305
Clearwater, FL 33760
b.maxey@maxeyiplaw.com
Phone: 727-230-4949 Fax: 727-230-4827

Robin Bresky
Law Offices of Robin Bresky
7777 Glades Road Suite 205
Boca Raton, FL 33434
rbresky@breskyappellate.com
Phone: 561-994-6273

Bonnie Marie Miskel
Siegel Lipman Dunay Shepard & Miskel
5355 Town Center Road Suite 801
Boca Raton, FL 33486
bmiskel@sldsmlaw.com
Phone: 561-237-1524
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Deborah Bovarnick Mastin
Broward County Attorney
500 Northeast 55 Terrace
Miami, FL 33137
deborahmastin@gmail.com
Phone: 305-505-7448

Dianne Olivia Fischer
Akerman Senterfitt
350 East Las Olas Boulevard Suite 1600
Ft. Lauderdale, FL 33301
deedee.fischer@akerman.com
Phone: 954-759-6070

Elizabeth R. Wellborn
Elizabeth R. Wellborn, P.A.
350 Jim Moran Boulevard Suite 100
Deerfield Beach, FL 33442
ewellborn@erwlaw.com
Phone: 954-354-3544

Honorable Mercedes Armas Bach
State of Florida
445 Grand Bay Drive #1206
Key Biscayne, FL 33149
Judgebach@gmail.com
Phone: 786-942-0104

Karen Cespedes
Esquire Solutions
44 West Flagler Street Suite 1400
Miami, FL 33130
kcespedes@esquiresolutions.com
Phone: 305-401-1976

Keri-Ann Calderwood Baker
Lewis, Longman & Walker, P.A.
515 N. Flagler Drive Suite 1000
West Palm Beach, FL 33401
kbaker@llw-law.com
Phone: 561-640-0820

Marbet Lewis
GrayRobinson, P.A.
1221 Brickell Avenue Suite 1600
Miami, FL 33131
mmier@gray-robinson.com
Phone: 305-913-0348

Mary Watts Colon
Smith, Thompson, Shaw, Minacci & Colon
3520 Thomasville Road, 4th Floor
Tallahassee, FL 32309
marybethc@stslaw.com
Phone: 850-893-4105

Melissa Pallett-Vasquez
Bilzin Sumberg Baena Price Axelrod LLP
1450 Brickell Ave, 23rd Floor
Miami, FL 33131
mpallett-vasquez@bilzin.com
Phone: 305-350-2393

Melissa Bednarek Walker
Office of Regional Conflict Counsel
P.O. Box 369
Milton, FL 32583
melissabwalker@msn.com
Phone: 850-983-0302

Nichole C. Geary
Rumberger Kirk and Caldwell
3300 NE 192nd Street Unit 816
Miami, FL 33180
ngeary@rumberger.com
Phone: 305-995-5453

Nicole Marie Barna
Liggio Benrubi, P.A.
1615 Forum Place
Suite 3-B West Palm Beach, FL 33401
nbarna@liggiolaw.com
Phone: 561-616-3333

Richard Hersch
Hersch & Talisman, P.A.
2937 SW 27th Ave., Ste 206
Coconut Grove, FL 33133
htlawmiami@aol.com
Phone: 305-358-0570

Wendy J. Cox
Wendy Cox Law
Post Office Box 1013
Osprey, FL 34229
wendy@wendycoxlaw.com
Phone: 941-416-4220
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MEMBER BENEFITS: WHAT STATE FAWL
OFFERS YOU



















Statewide Leadership Opportunities
Statewide Marketing Opportunities
Statewide Mentoring Opportunities
Statewide Database of FAWL Members
Networking with Women Lawyers throughout the State
Networking with Members of the Judiciary throughout the
State
Community Involvement Outside of the Legal Profession
Representation at the Florida Bar Board of Governors
Advocacy for Women and Women Attorneys
Lobbyist Representation at the State Legislature
Advocacy at the Florida Bar for Member Bar Committee
Appointments
Advocacy at the Florida Bar for Member JNC Appointments
Advocacy at the Governor’s Office for Member Judicial and
State Government Appointments
Free On-Line CLE Library
Publications and Resources for Professional Development

32

33

