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Thank	you	2012‐2013	Sponsor!	

2013 FAWL Beach 
Leadership Retreat  

& Fall Board Meeting 
September 27 - 29, 2013 

Clearwater Beach, Florida 

 

Expected to Attend: FAWL 2012-2013 Executive 
Officers, FAWL 2013-2014 Executive Officers,  

2013-2014 FAWL Committee Chairs &  
2013-2014 FAWL Chapter Representatives 

Contact FAWL Executive Director, Karen Howe, at 

admin@fawl.org, for more information. 

2525 Ponce de Leon Blvd., Suite 700 Coral Gables, FL 33134 
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Dear Members, 
  
Congratulations to FAWL members, and all 
of the wonderful officers and directors of 
FAWL and its Chapters!  Thank you all for 
your hard work and dedication – it was quite 
a busy and fulfilling 2012-2013 year.    
  
This past year, FAWL welcomed its newest 
Chapter, Thomas M. Cooley Law School 
Tampa Bay Campus Student Chapter, so that 
FAWL now consists of a total of thirty local 
Chapters, forming a powerful network of 
women lawyers spread throughout the State.  
Membership in FAWL saw tremendous 
growth this past year as well. No fewer than 
eleven Chapters achieved growth rates of no 
less than a 10% increase in membership. In 
fact, of these Chapters, one Chapter achieved 
a growth rate of 17% and eight of our Chap-
ters an even higher growth rate of over 20%. 
  
Of course, this substantial increase in FAWL 
membership reflects the dedicated efforts of 
FAWL leaders throughout the State, who 
work tirelessly to provide meaningful pro-
gramming, mentoring and networking op-
portunities to women lawyers.  More and 
more of Florida’s women lawyers chose to 
join FAWL to benefit from the support that 
FAWL provides – whether in the form of the 
Litigation Skills Workshop held in Miami in 
October, the Lobby Days Program held in 
Tallahassee in March, the Path to Leadership 
Program held in Tampa in April, or the 
many, many other networking, skill-building 
and leadership training opportunities availa-
ble to FAWL members on practically any giv-
en calendar day of the year throughout the 
State.    
 
But FAWL’s growth also attests to the fact 
that FAWL’s purpose -- for better and for  

worse -- is as relevant as ever.  FAWL exists 
and, as the membership numbers bear witness, 
FAWL continues to grow in no small part be-
cause, unfortunately, gender inequalities persist 
in the legal profession. The targeted support of 
women lawyers that FAWL provides remains a 
welcome, if not necessary, feature of our profes-
sional lives.  
  
The Winter 2012 edition of the FAWL Journal 
examined the persistent issue of gender pay dis-
parity among lawyers.  This Summer 2013 edi-
tion now examines the related and equally diffi-
cult topic, the disparate rate at which men and 
women attorneys are retained and promoted 
within our legal profession.   
  
Clearly, when we leave law schools in record 
numbers, yet continue to represent only a small 
fraction of those attorneys who become part-
ners, and a still smaller fraction of those who 
become equity partners and managing partners, 
we are, at the very least, obliged to question why 
this is the case and how this might be changed 
for the better.   This edition of the Journal ex-
amines this topic of critical concern to our 
members.   
  
It was my honor and great pleasure to serve as 
your 2012-2013 President.  I am confident that, 
under the leadership of Brittany Maxey, FAWL's 
2013-2014 year will see continued growth in our 
numbers, as FAWL continues to support women 
lawyers, strives to understand the root causes of 
disparity of all kinds within our profession, and 
works towards the elimination of any trace of 
the need for any lawyer to climb through a shat-
tered hole in a glass ceiling.   
 
   

          
 
 

PRESIDENT’S	MESSAGE	

Summer 2013 

By Laura K. Wendell 

Weiss Serota Helfman Pastoriza 
Cole & Boniske 
2525 Ponce de Leon Blvd.,  
Suite 700 
Coral Gables, FL 33134 
305-854-0800  
Fax: 305–854-2323 
lwendell@wsh-law.com 
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1951-52  Anna Brenner Meyers 
1952-53  Mary L. Esarey 
1953-54  Esther A. Poppell 
1954-55  Rebecca Bowles Hawkins 
1955-56  Margaret Deaton 
1956-57  Edith Mellvaine James 
1957-58  Judge Mattie Belle Davis 
1958-59  Judge Mildred S.  Akerman 
1959-60  Judge Anne E’ Deleacon Fenyvessy 
1960-61  Lavona R. Zuckerman 
1961-62  Virginia Ann Jordan  Church 
1962-63  Helen Tanos Hope 
1963-64  Dorothea M.B. Vermorel 
1964-65  Josephine Howard  Stafford 
1965-66  Phyllis Shampanier 
1966-67  Ann B. Miller Yandre 
1967-68  Adele T. Weaver 
1968-69  Delphene C. Strickland 
1969-70  Ruth Fleet Thurman 
1970-71  Judge Frances Ann  Jamieson 
1971-72  Judge Winifred J. Sharp 
1972-74  Claire K. Cates Luten 
1974-76  Judge Judith A. Brechner 
1976-78  Elizabeth Athanasakos 
1978-80  Irene Redstone 
1980-81  Linda Carol Singer 
1981-82  Debbie Malinsky Orshefsky 
1982-83  Debra Weiss Goodstone  

 
1983-84  Marjorie Bekaert Thomas  
1984-85  Judge Gill A. Freeman 
1985-86  Judge Mary Jane Nettles Henderson 
1986-87  Diane M. Van Ness 
1987-88  Judge Maura T. Smith 
1988-89  Andrea Smith Hillyer 
1989-90  Edith G. Osman 
1990-91  Ava K. Doppelt 
1991-92  Leslie Reicin Stein 
1992-93  Mary V. Brennan 
1993-94  Virginia A. Daire 
1994-95  Caryn Goldenberg Carvo 
1995-96  Tonia Yazgi 
1996-97  Sharon Bleier Glickman 
1997-98  Jennifer R. Coberly 
1998-99  U.S. Rep. Katherine A. Castor 
1999-00  Jeanmarie Whalen 
2000-01  Barbara A. Eagan 
2001-02  Susan W. Fox 
2002-03  Siobhan H. Shea 
2003-04  Dinita L. James 
2004-05  Magistrate Deborah  Magid 
2005-06  Judge June C. McKinney  
2006-07  Wendy S. Loquasto 
 2007-08   Sherri  L. Johnson 
 2008-09   Rebecca H. Steele 
 2009-10   Tasha  K. Dickinson 
 2010-11  Gigi Rollini 
 2011-12  Susan R. Healy 

Florida Association for Women Lawyers 

Past Presidents 
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Advancing Women in the Legal Profession 

WE GROW LEADERS. 

Over 100 of the 1,228 2013 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 2013 Legal Elite Members! 
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Thank	you	Path	to	Leadership		
Program	Sponsors!	

The Real Property, Probate 
and Trust Law Section  

of the Florida Bar  

Funding for the Path to Leadership Program  
provided in part by: 

 

 

 

Practicing Marital and Family Law 
In Tampa Bay since 1982 

MB&C Mason Black 
& Caballero PA 

 

DLA Piper LLP 
100 North Tampa Suite 2200 
Tampa, Florida 33602-5809  

  
Phone: (813) 229 2111 

info@dlapiper.com 
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THE RETENTION AND PROMOTION OF WOMEN 
LAWYERS - A BUMPY ROAD TO EQUALITY1 

By Dora Acherman 

 

This issue of the Journal, focusing on the retention and promotion of women, is 
a companion to the previous article examining gender pay disparity that was 
published in the Journal's 2012 Winter edition. Equal pay, retention and 
promotion are two sides of the same coin. 

 
In addition to the NAWL Annual Survey, the 
National Law Journal publishes Partner Watch, a 
report which tracks and reports law firms’ rates of 
promotion of women to partnership based on self-
reported data from AmLaw 100 and 200 firms.8 Such 
surveys and reports bring attention to gender disparity 
in the profession and may pressure law firms to work 
harder to seek out and promote more women to 
partnership.  
 
Promotion to Partnership - A Mixed (Tier) Bag 
 
While firms have responded to pressures to increase 
female participation in partnership ranks, firms are 
increasingly accomplishing this objective in the 
context of a restructuring of what it means to be a 
"partner." Partnership is structured in a "two-tier" 
approach with equity and non-equity partners, or a 
“mixed tier” approach that includes equity, non-
equity, and “fixed-income” equity partners, the least 
desirable form of partnership, where partners are 
required to contribute capital but do not share in the 
overall profit of the firm.  While all may be referred 
to as “partners” on paper, all "partners" are not 
created equal.  
 
Significantly, among large firms, one-tier firms in 
which all partners share in the equity are in decline.  
In 2012, only 22% of firms responding to the NAWL 
Survey fell into this category. Women are far less 
likely to become an equity partner in two-tier or 
mixed-tier firms.9  Women make up 21% of equity 
partners in a typical one-tier firm, compared to15% in 
a typical two-tier firm.10  The situation is even worse 
in a typical mixed-tier firm, where women not only 
constitute 37% of the fixed-income equity partners, 
but their percentages seem to be on the rise.11 

Keeping Track of Women’s  
Promotion to Partnership in BigLaw 
 
Women lawyers leave BigLaw in much larger 
numbers than their male counterparts. Nearly 
one third of those women who leave do so for 
reasons unrelated to their role as mothers. 
While some women do leave BigLaw for 
family reasons, many leave due to 
dissatisfaction with their careers.2 

 
Since 2006, the National Association of 
Women Lawyers’ Foundation has issued 
reports on the status of retention and 
promotion of women lawyers in BigLaw.  
NAWL found that, despite the fact that one in 
two associates is a woman, as women 
progress up the career ladder, their percentage 
grows smaller on each rung of the ladder. At 
the highest level, only one out of every seven 
equity partners is a woman.3 Astonishingly 
then, a lesser percentage of women serve as 
equity partners in BigLaw than the percentage 
of women who serve as justices on the United 
States Supreme Court.4  Further, although the 
percentage of women equity partners had 
remained at least static for more than a decade 
at 15%, the last two years have seen a decline 
in both the number of equity partners and 
associates.5 6 7 
 
Worse, the last two years have shown an 
increase in the number of women lawyers in  
“off track” staff positions, where chances for 
advancement and increased compensation are 
limited, if they exist at all: the percentage of 
women staff attorneys went from 55% to 70% 
and “of counsel” women went from 34% to 
35%. 
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As a result, firms offering women better 
chances of becoming full equity partners are in 
decline, while firms offering women lesser 
chances are on the rise. This in and of itself 
may well explain why women increasingly  
“vote with their feet” and leave big law 
firms.12 
 
The “Glass Ceiling Effect”  
 
Paradoxically, when a woman does get 
promoted to partnership, gender pay disparity 
tends to increase.  Her compensation increases, 
but only in relation to her own prior earnings; 
the disparity between her earnings and that of a 
similarly situated male partner with similar 
experience becomes greater.  
 
For all women, higher levels of education are 
associated with higher incomes, increased 
ability to afford child care, increased job 
continuity and promotion.13 However, the 
more promotions a woman gets, the greater the 
gender pay disparity she will encounter.  This 
“Glass Ceiling Effect” refers to the fact that 
higher levels of education and achievement 
actually increase the likelihood that a woman 
will hit a glass ceiling that prevents her from 
receiving the same compensation as her male 
colleagues with similar levels of education and 
experience.14 This phenomenon has been 
observed in all professions, and lawyers are no 
exception.15 
 
At the entry level, the typical female associate 
earns 99% of her male colleagues’ earnings, 
with pay disparity normally resulting from the 
bonus structure – women make up 45% of the 
associate pool but take home only 40% of the 
bonuses distributed.16 The income gap then 
grows with each promotion, and peaks at the 
highest echelons: according to both the NAWL 
and the NLJ Reports, women equity partners 
took home 89% of their male counterparts’ 
earnings in 2012.17 
 
The 2012 NAWL Survey could not explain 
away the difference in compensation between 
female and male equity partners either by the 
number of hours worked or by relative billings 
credited. Another statistical study that looked 

at the gender gap in law firm partner compensation 
also found that gender pay disparity among partners 
existed even after the researchers controlled for 
other variables.18  If no other variable can explain 
away the reason for the difference in compensation 
between male and female attorneys with similar 
education and experience, the only remaining 
explanation is, as ABA President Laurel Bellows 
puts it, “nothing more than implicit bias”.19 
 
What Do Firms Do Differently 
that Promote More Women to Partnership?   
 
Law firms that met or exceeded the Women Partner 
Watch’s current benchmark by promoting at least 
30% of women to partnership vary in size, shape, 
and location, and include both elite and non-elite 
firms.20 According to the Women Partner Watch, 
firms that were successful in retaining and 
promoting women and so, met or surpassed the 
benchmark, share some characteristics:  

 they work harder and smarter at building work 
environments that are friendlier to women’s 
concerns; 

 they offer flexible work schedules that do not 
punish lawyers who take advantage of  the 
policy (regardless of gender), i.e.: the firms 
promote deserving lawyers despite the fact that 
they may be working part-time; 

 they allow for variations in the paths leading to 
promotion; and 

 they were, more often than not, regional and 
highly specialized.  

Interestingly, past performance is no guarantee of 
future results – firms meeting or exceeding the 
benchmark in one year may subsequently fall below 
the benchmark. 21 

 
Women’s Initiatives:  
 
Ninety five percent of AmLaw 200 firms responding 
to the NAWL Survey reported that they sponsor 
women’s initiatives.22  Firms identified by the NLJ 
as having the lowest percentage of female equity 
partners also report sponsoring such initiatives.23 
According to the NAWL Report, most such 
initiatives are underfunded.  
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Most women initiative programs offer net-
working opportunities with other women attor-
neys within the firm, as well as a business de-
velopment component.  Few programs offer 
mentoring and leadership training programs or 
the opportunity to network with top rainmakers 
or managing partners in the firm. Still fewer 
programs monitor promotion rates of female 
lawyers, or monitor work assignments by gen-
der.  Not surprisingly, the most successful 
women’s initiatives are those that consciously 
groom women for leadership positions within 
the firm, monitor workflow to insure equal dis-
tribution to women, and connect women to 
power brokers within the firm.  Merely im-
proving women’s level of confidence is not 
enough; their visibility within the firm must be 
increased.  
 
In the final analysis, the most effective mecha-
nism for retaining and promoting women law-
yers is insuring that the firm’s culture is one of 
inclusion. Such a culture of inclusion recogniz-
es that a firm cannot afford not to promote its 
most talented members, regardless of their gen-
der. 24 
 
Reaching a “Critical Mass” of  
Women in Firm Leadership Positions 
 
As it now stands, women do not hold firm 
leadership positions in significant numbers, 
whether as firm owners, in management or in 
leadership positions. Notably, increasing the 
number of women partners alone will not in-
sure that more women will make it into the 
ranks of firm leadership.  While women make 
up 15% of equity partners, only 4% of the 
firms represented in the 2012 NAWL Report 
have firm-wide women managing partners; and 
in firms with multiple firm-wide managing 
partners, only 6% had at least one woman 
among them.25 In 2011, 11% percent of the 
largest firms in the nation had not a single 
woman in their highest governing committee, 
and 35% had one woman in its highest com-
mittee.  Together these firms comprise 44% of 
the largest firms in the nation.26     
 
The negative effects of the underrepresentation 
of women in leadership positions cannot be 
underestimated:  
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 succeeding cohorts of women lawyers lack role 
models for women leaders;  

 there are too few women voices to be heard in 
strategy and policy discussions that determine the 
firm culture and affect the work environment of 
women – thus affecting the retention, promotion 
and compensation of incoming female attorneys; 
and 

 it sends a message to other women that this is not 
a place where they will have an opportunity to 
succeed.27 

 
According to Deborah Epstein Henry of Flex-Time 
Lawyers LLC, in order to achieve a critical mass of 
women in leadership positions, firms need to 
implement policies specifically targeted at retaining 
those at risk of leaving early and facilitating the return 
and re-entry of women who have stepped away by 
allowing them to resume the fast track once they 
return.  As Karen Leach Johnson, a Florida managing 
partner interviewed in this issue of the Journal 
reminds us, a focused approach that encourages and 
facilitates the re-entry of women who have stepped 
away is critical to achieving parity.  
 
No doubt, the solution to the problem of disparate 
retention and promotion in part lies in solving the 
related problem - that women do not, as a rule, hold 
leadership positions with the firm. Women leaders are 
needed to create a culture of inclusion that allows for 
successful retention and promotion of women 
attorneys, but in order to achieve a critical mass of 
women in leadership positions, such a culture of 
inclusion is needed in the first instance. This 
proverbial chicken and egg problem can only be 
overcome through recognition that the problem exists.  
 
True Diversity      
 
True diversity within law firms means more than 
cultural, racial and gender diversity among the 
population of lawyers.  It also means that diverse 
career paths, choices, and opportunities are readily 
available to all, regardless of gender.  True diversity 
means supporting attorneys who leave to care for their 
families by allowing them to return, by allowing 
reduced or flexible hours, and by allowing 
telecommuting to the extent feasible – all without 
imposing penalties.  True diversity means support for 
a wide-range of alternative career paths that focuses 
on inclusion.   



 

Dora Acherman, Esq., Ph.D.,  is  general counsel for NR Investments, Inc., a real estate de-
velopment 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 Miami-Dade FAWL Chapter. Acherman is 
currently a Board Member of state FAWL, and chairs FAWL’s Ad-Hoc Committee on Pay 
Disparity.     

*********************************************** 
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The Reten on and Advancement of Women at Law Firms — 
Strategies for Success 
By Roberta D. Liebenberg  

For the past 20 years, women have 
been graduating from law schools and 
joining law firms at roughly the same rate 
as men. However, by the time partnership 
decisions are made, the number of women 
available to be considered for partnership 
has decreased substantially. This is one of 
the reasons why the percentage of women 
equity partners at the country’s largest law 
firms has remained static, stubbornly fail-
ing to cross the 16 percent threshold. At 
this rate, it has been projected that women 
will not achieve parity with men in the 
number of equity partners until 2086. 

Despite significant efforts by law 
firms to retain their women lawyers, wom-
en all along the continuum, from associ-
ates to partners, are voting with their feet 
by leaving. Consequently, there are very 
few women moving into positions of real 
power and influence in law firms. For ex-
ample, almost half of the top 200 law firms 
have either no women or only one woman 
on their highest governing committee; 70 
percent have either no women or only one 
woman on their partnership compensation 
committee; almost half have no women 
among their “top 10” rainmakers; and on-
ly 5 percent of the firms have women man-
aging partners. 

Numerous factors contribute to the 
exodus of women lawyers from law firms. 
To be sure, some choose to leave for en-
tirely personal reasons. For others, howev-
er, the decision to leave is attributable to 
the culture and structure of many law 
firms. For example, there is a substantial 
disparity in compensation between male 
and female attorneys, which increases 
with seniority.  

 In fact, the largest pay gap is between 
male and female equity partners. Also contrib-
uting to attrition are unequal opportunities to 
handle significant matters for major clients; per-
formance evaluations affected by implicit bias; 
onerous billable hours quotas; unfair treatment 
in the allocation of client origination credit; a 
dearth of senior women to act as role models 
and sponsors; and stigmatization of those who 
participate in part-time and flex-time programs. 

 

 

 

 

 

Moreover, structural changes in law 
firms, such as increased utilization of two-tier 
and mixed-tier partnership tracks, have further 
impeded the progress of women lawyers. Wom-
en are more successful in one-tier firms, both in 
compensation and advancement to equity part-
nership. Firms are also making greater use of 
contract and staff attorneys, the overwhelming 
majority of whom are women. These positions 
offer lower pay, less job security and no real 
prospects for advancement. Not surprisingly, 
women do not remain in them for long.  

At this rate, it has been projected 
that women will not achieve 

parity with men in the number of 
equity partners until 2086. 
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All of these factors have resulted in 
the creation of an inverse pyramid for 
women in law firms. The higher up you 
look at each level of a law firm, the smaller 
the percentage of women you find.  Unless 
there is a profound change in the para-
digm, the high rates of attrition will surely 
continue, and the long-standing leak in the 
pipeline of women lawyers will remain 
unplugged. 

 

 

 

 

Best Practices for Law Firms 

 Set forth below are suggested best 
practices that law firms should adopt in 
order to stem the tide of attrition of their 
women lawyers: 

  Strong commitment from firm lead-
ers. Many law firms have adopted pol-
icies intended to improve the retention 
and advancement of their women law-
yers. However, those programs will 
not be effective unless firm manage-
ment sends a clear message that it is 
fully committed to their implementa-
tion and success. Lawyers should be 
rewarded or held accountable for their 
individual roles and contributions in 
their firm’s diversity initiatives.  

 Set concrete benchmarks and monitor 
progress. Firms must set specific goals 
and use metrics to track how women 
attorneys are faring in terms of assign-
ment opportunities; compensation; ad-
vancement to equity partnership; and 
representation on key firm governance 
committees, including the manage-
ment, compensation and partnership 
committees. Women are more likely to 
thrive at firms where they have 
achieved a critical mass in leadership 
positions. 

 

  Institute gender-neutral evaluation sys-
tems. Clearly defined performance evalua-
tion criteria should be formulated and com-
municated. Supervising lawyers need to be 
educated about implicit biases that can affect 
performance evaluations and partnership ad-
mission decisions. Committees that evaluate 
associates must be diverse and include more 
than a token woman or minority lawyer. 

 Revamp compensation systems. Billable 
hours should be de-emphasized and greater 
significance should be given to the quality 
and efficiency of the work performed. Crush-
ing billable hours quotas often penalize 
women, who typically shoulder both family 
and professional responsibilities. Compensa-
tion decisions should recognize the contribu-
tions made by each member of a team han-
dling a client matter. Also, firms should re-
ward partners for mentoring and bringing 
women attorneys into client relationships. 

 Redesign client origination and succession 
policies. Law firms must revise their client 
origination credit and succession policies so 
that women lawyers are treated fairly. There 
is a need for greater transparency in how cli-
ent origination credit is allocated; how op-
portunities to participate in client pitches and 
work on important matters are distributed; 
and how client relationships are passed on 
from senior partners to more junior partners. 
By ensuring that women are provided with 
equal access to business development oppor-
tunities and making client origination credit 
and succession policies more equitable, firms 
will increase the number of their women 
rainmakers. 

 Destigmatize alternative work arrange-
ments. While over 90 percent of law firms 
have adopted part-time and flex-time work 
arrangements, only 6 percent of all lawyers 
avail themselves of these options, and 75 per-
cent of those who opt for such programs are 
women. Unfortunately, there is still a stigma 
attached to women who utilize alternative 
work arrangements, and therefore many are 

The continued high rate of attrition of 
women attorneys hurts not only individual 

women, but also their law firms.  
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unwilling to do so. Research has found 
that women who worked part-time were 
perceived to be less committed, received 
more negative performance evaluations 
and were not assigned significant and 
challenging matters necessary to advance 
in their firms. Consequently, in too many 
cases, their partnership aspirations were 
derailed, and they left their firm. 

Best Practices for Women Lawyers 

 In addition to the best practices for 
law firms described above, individual 
women lawyers can take concrete steps to 
further their own careers: 

 Be proactive in promoting your career. 
Let partners know of your interest in 
working on particular matters and af-
firmatively seek out challenging and 
rewarding assignments. Ask to be in-
cluded in client pitches. Continue to 
enhance your skills, perform outstand-
ing work, and find a niche where you 
can shine. Advocate on your own be-
half the same way you advocate for cli-
ents. Take risks and push yourself out 
of your comfort zone. Don’t let occa-
sional setbacks discourage or deter 
you. 

 Be visible. Increase your profile, both 
within your law firm and in your com-
munity. Become active in bar associa-
tions and community groups, look for 
speaking and writing opportunities 
and seek other ways to attain leader-
ship roles and enhance your reputa-
tion. 

 Network, network, network. Business 
development has become increasingly 
important, even for young associates. It 
is critical to broaden your base of con-
tacts in both business and social con-
texts and cultivate relationships for po-
tential referrals. 

 Find a mentor and sponsor other 
women. Having mentors and sponsors  

is instrumental to achieving success. Reach out 
to men and women who can fill these roles for 
you. Equally important, as you attain positions 
of leadership and power, champion the careers 
of other women by including them on cases, 
providing them with speaking or writing oppor-
tunities and, most importantly, referring busi-
ness to them. 

 Be strategic in working part-time. If you 
work part-time, be flexible and accessible so 
you can handle emergencies that arise on 
days when you are out of the office. Also, de-
velop a strategic plan to transition back to 
full-time. 

 The continued high rate of attrition of 
women attorneys hurts not only individual 
women, but also their law firms. It is an econom-
ic imperative for law firms to retain their women 
lawyers because the firms have made a substan-
tial investment in hiring and training them. Also, 
many clients are increasingly looking to law 
firms to demonstrate a commitment to diversity. 
Such a commitment will redound to the benefit 
of women attorneys, as well as law firms, and 
thus should be a top priority.  

 

♦  ♦  ♦  ♦  ♦  ♦  ♦ 

 

Roberta D. Liebenberg  
Fine, Kaplan and Black, R.P.C. 

1835 Market Street, 28th Floor Philadelphia, PA 
19103 215-567-6565 

http://www.finekaplan.com 
 

Roberta D. Liebenberg is the chair of the ABA 
Presidential Gender Equity Task Force and a for-
mer chair of the ABA Commission on Women in 
the Profession. She is a partner in Fine, Kaplan 
and Black in Philadelphia.  

 

 Copyright 2013 Reprint permission courtesy of 
U.S. News - Best Lawyers “Best Law Firms” 2013. 
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Legislative Corner 
 
By Robin Bresky 
2012-2013 Legislative Director 

 
This year FAWL was extremely involved in the legislative process.  We participated in Lobby 

days on March 11 and 12 of this year.  Lobby Days was held in conjunction with our spring board 
meeting.  A large group of us, from all over the state, traveled to Tallahassee to support the Florida 
Commission on Human Rights proposed legislation (Commission) to make pregnancy a protected 
class under the Florida Civil Rights Act.  FAWL was working on putting forth this proposed 
legislation when it came to our attention that the Commission had a bill with sponsors in both the 
House and Senate. Senate Bill 774 was sponsored by Senator Thompson, and House Bill 717 by 
Representative Berman.  

 
  FAWL put together a wide-spread effort to meet with as many representatives and senators 
as possible.  The organized effort allowed us to send various members of FAWL to successfully 
meet with the heads of committees in which the bills were pending, or were soon to be pending. 
When we met with Senator Nancy Detert, Chair of the Commerce and Tourism Committee, she 
shared with us that she was once fired from a job due to her pregnancy.  She supported the bill.  She 
ultimately testified as to her experience in support of the bill.  The bill successfully traveled though 
her Committee. The bill also succeeded unanimously through the Government Oversight & 
Accountability Committee. Our own Elizabeth “Bib” Willis was very helpful in lobbying well after 
Lobby Days were over.  In addition, many of our members met with their own representatives in 
their respective districts. Unfortunately, both the House and Senate bills died in their respective 
Judiciary Committee.  SB 774 died in Senate Judiciary, and HB 717 died in House Judiciary.  Neither 
bill made it to the floor for a full chamber vote.   
 
 Nevertheless, the experience FAWL gained in becoming involved in the process will surely 
benefit FAWL as we move forward in supporting or opposing various bills.  We welcome the 
opportunity to be a critical voice in matters that concern the legal community and that meet with 
our mission statement. Please see our website at www.fawl.org to view our mission statement and 
current legislative agenda.   
 
 

Robin Bresky can be reached at: 
 

Law Offices of Robin Bresky 
7777 Glades Road Suite 205 

Boca Raton, FL 33434 
561-994-6273 Fax: 561–245-4698 
rbresky@breskyappellate.com 
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Scenes from FAWL’s 2013 Lobby Days 
March 10-12, 2013  Tallahassee, Florida 

Above Left to right:  Kim Hastings, FAWL 2012-13 
Awards Committee Chair, Karen Howe, FAWL 

Executive Director, Laura Wendell, FAWL 2012-13 
President, Mary Ann Etzler, FAWL 2012-13 

Development Director, and Nancy Stuparich,  
CFAWL 2012-13 Chapter Representative at the 

58th Annual Capital Press Corp Skits. 

Below left to right:  Joann Grages,  PFAWL 
2012-13 Membership Chair, Robyn 

Featherston, FAWL 2012-13 Public Relations 
Director,  Kristina Feher,  

Kyleen Hinkle, PFAWL 2012-13 President, 
Brittany Maxey, FAWL 2012-13 President-

Elect and Regina Kardash at the  
2013 Lobby Days Networking Reception. 

 

 

 

 

 

Right left to right:  

The Honorable June 
McKinney, FAWL 

2005-06 President, 
Brittany Maxey, FAWL 

2012-13 President-
Elect, Pinellas Chapter 

Member Regina 
Kardash, and Robyn 

Bresky, FAWL 2012-13 
Legislative Director  

at the  
2013 Lobby Days 

Networking Reception. 
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The Billable Hour - a Barrier 

to Women's Retention & Promotion 

By Victoria Pynchon  

When the fifth woman President of the American 
Bar Association tells the profession’s women that 
balancing work and family life is simply “not 
achievable,” it’s long past time to take a hard look 
at the institutional barriers to women’s retention 
and promotion in the law. 
 
Those barriers – billable hours, inefficiency, and in
-group cronyism – can all be solved by something 
the profession and its clients have been seeking for 
decades – a better way to price legal services. 
 
Alternative billing advocate Ron Baker of the Ver-
sage Institute says value pricing is the Smith & 
Wesson of legal practice – the “great equalizer” 
for women. 
 
“If legal services are priced based on the value cre-
ated for the client,” says Baker, “the amount of 
face time women are required to work won’t mat-
ter anymore. And when all lawyers are compen-
sated based on the value of services delivered ra-
ther than the time it takes them to deliver them, 
what women do best – work efficiently – will be 
rewarded.” 
 
But First, The Problem 
 
As covered in Dora Acherman’s article in this is-
sue, only one in seven of BigLaw equity partners 
are women even though one in two AmLaw asso-
ciates are. Acherman also reports here on a Major, 
Lindsey and Africa Partner Compensation Survey 
identifying  cronyism as the primary source of 
compensation inequity for all “out group” mem-
bers, including women, minorities and laterals.  
 
Another recent report, Gender and Partner Com-
pensation at America’s Largest Firms, concludes 
that the difference in compensation between male 
and female equity partners could not be explained 
by the objective metrics of hours billed, originated 
or collected. The present path to equity partnership 
 

and pay equity, say the authors, is tainted by a 
“significant potential for unintended bias” that 
keeps women out of power and short of money. 
 
In half a dozen background interviews with both 
male and female equity partners, the subjective 
nature of compensation committee decisions and 
the cronyism that affects the distribution of credit 
for work generated by and nurtured in the Am-
Law200 was resoundingly affirmed. 
 
After first assuring me that compensation and pro-
motion decisions were based on “objective” crite-
ria, one retired AmLaw100 equity partner 
acknowledged that  “origination credit is really 
just thrown into a mush pile along with all the oth-
er factors, including ‘what you’ve done for the 
firm recently.’” A successful woman equity part-
ner told me that her firm “let the attorneys work 
out” origination credit. When I asked how they did 
that, she laughed and replied “badly.”  “Still,” she 
acknowledged, “the firm doesn’t really want to 
make any more partners. It sees associate attor-
neys as fungible – a ‘dime a dozen’ – and isn’t 
really all that interested in promoting or retaining 
them.” 
 
 
 
 
 
 
 
 
 
 
 
The result of subjective metrics for retention, pro-
motion and compensation is entrenched economic 
power from the past when equity partners were 
male and women were just entering the profes-
sion.  

When we stop measuring  
a lawyer’s value by the number of 
self-reported hours she works, we 

solve the problem of women 
undervaluing themselves.  
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Value Pricing to the Rescue 
 
Alternative billing consultant Ron Baker opened 
his pitch for a radical change in pricing legal ser-
vices with the observation that “there’s no good 
way to implement a bad idea,” followed by this 
gem – “pricing an attorney’s value by the amount 
of time he works is like putting a ruler in an oven 
to see what the temperature is.” 
 
This method of valuing legal services is not just 
inaccurate, its harmful to everyone in the system – 
lawyers and clients alike. 
 
“Customers don’t buy time,” Baker stresses. 
“They buy a product, a service or a result.” When 
lawyers measure the value of their services by the 
time it took to deliver them, it “misaligns the in-
centives between the client and the law firm.”  
 
There’s not a lawyer in practice nor a client in ex-
istence who doesn’t recognize the misalignment.  
The client wants a problem solved as quickly and 
effectively as possible. The lawyer – whose busi-
ness is the exploitation and deployment of his (and 
his firm’s) intellectual property– is incentivized to 
bill as many hours to produce the result as the cli-
ent can reasonably be expected to endure.  
 
This method of pricing legal services leads to cli-
ent dissatisfaction, uncollectable receivables and 
billing scandals.  
 
This misalignment of incentives not only hurts the 
client but also the reputation of the entire profes-
sion. And that’s not all. Incentive conflict also 
hurts the attorney who fails to exploit her existing 
intellectual property because she can’t ethically 
bill for what she already knows even when her 
hourly rate rises to $1,000. The best and most ex-
perienced attorney practicing in any corporate spe-
cialty may well be able to solve her client’s prob-
lem in 15 minutes. Even at $1,000 an hour, the at-
torney can only charge $250 for advice that could 
save the company tens of millions of dollars. 
 
Acutely aware of this, many lawyers fall prey to 
billing “with a heavy pencil,” figuring it could 
have taken her as much as two weeks to come up 
with the solution. How would the client ever 
know?  

 
 
If value pricing could solve these problems – as 
lawyers and law firm administrators have been 
arguing for decades, why is there so much push-
back? Primarily because value pricing calls on 
attorneys to do something they are simply not 
trained to do – price.  
 
“Litigation,” complains my husband of 35+ years 
in practice, “is too unpredictable to predict. That’s 
why it has to be billed by the hour.”  
 
“Not so,” says Baker. “When a client is sued, he’s 
not shopping for a sophisticated legal strategy. 
He’s looking for peace of mind.” After all, few are 
the monthly legal bills sent by lawyers to the cli-
ent for work that achieved victory. The bills repre-
sent the assurance of the best defense available – 
one that the client hopes will lead to the best ver-
dict or settlement possible.  
 
According to Baker, value pricing requires attor-
neys to develop a far greater ability to forecast the 
only thing a client really cares about – the final 
result. It also permits her to charge for the full val-
ue of the attorney’s and his firm’s intellectual 
property, the benefits of reputation built over dec-
ades of effort and the value of professional and 
business networks the established lawyer can tap 
for favorable negotiated resolutions.  
 
Contingency lawyers have, of course, been work-
ing for unpredictable flat fees for more than one 
hundred years. Every time contingency lawyers 
decide to take a plaintiff’s case, they make a rough 
calculation of the time it will take to achieve the 
result, the reasonably probable award or settle-
ment, and the likely out-of-pocket expenses re-
quired to reach the result. 
  
In short, value pricing is not simply possible, it 
has stood the test of time in at least one area of 
practice. 
 
If Baker is right about value pricing better serving 
the business needs of lawyers and the legal needs 
of clients, is he also correct that it is the “great 
equalizer" for women? 
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“Follow the Money” 
 
If you want to know how power is held and trans-
ferred in a capitalist economy, you do what Deep 
Throat told investigative reporters Woodward and 
Bernstein to do in pursuit of the their story on the 
Watergate break-in – follow the money.  
 
Money for legal services were originally set by 
State Bar Association schedules that “suggested” 
flat fees for particular services. A divorce was 
$250. A custody proceeding, $1,000. Drafting Ar-
ticles of Incorporation was $500. State Bars en-
forced these schedules by prohibiting lawyers 
from charging less than recommended, interfering 
with free market competition and limiting attor-
neys’ ability to earn much more than a school 
teacher.  
 
Someone inevitably brought suit against the Bar 
Association, complaining that the enforced sched-
ules violated antitrust laws. The Courts agreed. 
The issue of pricing legal fees was wide open. 
 
In 1958, an ABA committee put out a pamphlet 
called The 1958 Lawyer and His 1938 Dollar. Ni-
ki Kuckes at The Magazine of Legal Affairs ex-
plains what happened next. 
 
The pamphlet lamented the " economic plight"  of 
lawyers and their failure to keep pace with the 
earnings of other professions, particularly (and 
gallingly) the income of doctors and dentists. By 
devoting themselves unduly to the high ideal of 
devotion to public interest the committee conclud-
ed, lawyers were flopping as businessmen. The 
ABA urged them to take a businesslike look at 
their work habits - beginning with time records, 
the lawyer's sole expendable asset.  
 
For the next decade, the bar mounted a nation-
wide campaign to preach the gospel that the law-
yer who keeps time records makes more money. 
Initially, hourly fees were used as a baseline, and 
adjusted to account for other factors like a pro-
ject's success. By the late 1970s, however, pure 
hourly billing came to prevail. 
 
And Then The Women Arrived 
 
Before the 1970s, the percentage of women law-
yers in the profession was less than 5%. By 1975, 

women accounted for somewhere between 15 and 
20% of all American attorneys. By 1980, the year 
I was admitted to practice, the percentage was a 
third and by 1985 it had climbed to 40%.  
 
At the same time women were flooding the pro-
fession with new entries, the shape and structure 
of the profession was also changing. Previously 
geographically limited practices began to expand 
their operations across state lines. Then they went 
international and the mega-firm was born. Mid-
sized firms merged with others their size or were 
swallowed up by the giants.   
 
Today, BigLaw is a multi-billion dollar enterprise.  
The modern law firm has become a major corpo-
rate enterprise like any Fortune 500 business. We 
even had our own “list” courtesy of the American 
Lawyer magazine, the provenance of the hotly 
pursued hobby of competing for the biggest, rich-
est, and largest firm in America.  
 
Whither the capital?  
 
Partner capital contributions only covered tradi-
tional overhead – office space, non-legal staff, 
books that would later morph into computers and, 
the outsized expense of entry-level Ivy League 
law grads. Lines of credit were extended based on 
the firm’s history of “realized” billings. The rain-
makers who “owned” that business became free 
agents, hawking their “book” to the highest bid-
der. Even though working (as opposed to 
“rainmaking”) attorneys were an absolute necessi-
ty for serving the business the rainmaker brought 
in,  “service partners’” value steadily declined.  
 
 
 
 
 
 
 
 
 
 
The rainmaker became the modern equivalent of 
the wealthy industrialist whose fortunes rested on 
the labor of others – labor that was devalued in 
favor of the small group of men at the top. To stay 
in the AmLaw, the best and the brightest had to be  
 

The rainmaker became the modern 
equivalent of the wealthy industrialist 
whose fortunes rested on the labor of 

others – labor that was devalued in favor 
of the small group of men at the top.  
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recruited. To “get rich,” most of the fresh, young 
crop of lawyers could never be allowed to make 
partner. 
 
This new legal business model delivered the great-
est rewards to the well-connected, existing mem-
bers of the organization. They would set the stand-
ards for entry into the ranks of owners. And they 
would – through no fault of their own – favor the 
white men who they resembled. That’s simply 
how in-group bias coupled with self-interest 
works.  
 
As one woman interviewed for this article said, 
“So long as we measure attorneys’ value by the 
metric of time billed or originated, women will 
always be marginalized." In that regard, let this be 
said, If measuring value by time had prevented 
men from marrying and having children they 
would have found a different way to measure the 
worth of their work.   
 
 

 
 
Value Pricing Solves the Woman Lawyer’s 
Work/Life “Problem” 
 
When we stop measuring a lawyer’s value by the 
number of self-reported hours she works, we solve 
the problem of women undervaluing themselves. 
As Linda Babcock tells us in Women Don’t Ask, 
when social scientists asked men and women to 
count dots on a screen until they believed they 
were entitled to be paid for their work, women 
worked 22% longer and 10% faster than their male 
colleagues before asking for their wages.   
 
This is not an external but an internal devaluation 
of our own work. Its legal correlative is the way 
women tend to write down rather than up the time 
it takes us to complete a legal task. When billable 
hours control everything from promotions to bo-
nuses to the “origination” credit, this single wom-
anly tendency significantly retards women’s abil-
ity to rise in the ranks. 

The billable hour not only hurts women from in-
side her own self-disregard, it also permits uncon-
scious bias to decrease her hourly rate. Billable 
hours focus the client’s attention on the work of 
individuals – male, female and minority. It is in-
disputably true that the few professions that be-
came woman-dominated in the wake of the 1970s 
women’s movement – like public relations – expe-
rienced sharp declines in earnings. 
 
Declines in earnings and prestige have occurred 
today in the one legal practice where women and 
minorities are thriving within BigLaw – employ-
ment discrimination. Because employment law-
yers cannot charge the same rates as their other 
commercial litigation partners, they are forced to 
work longer hours and to accept less pay.  
 
It requires no leap of the imagination to envision 
women’s progress in a law firm that does not keep 
track of her time, that rewards her (and all the 
firm’s other knowledge workers) for the quality of 
the work produced rather than the amount of time 
she spent producing it, because scores of women, 
only two of whom I mention here, are already do-
ing it. 
 
Jackie Hutter, Consigliore  
 
Jackie Hutter is an intellectual property attorney 
who has been value billing for five and a half of 
her seventeen years of legal practice. Hutter has 
worked as an in-house attorney as well as for a 
prominent law firm. Now she describes herself as 
a consigliore for firms that cannot afford, but 
need, the services of a General Counsel. 
 
“These mid-size companies negotiate a lot of 
transactions and write hundreds if not thousands 
of contracts every year,” says Hutter. “They don’t 
need or want outside counsel to advise them on 
every transaction, particularly because so few law-
yers understand their business interests and fewer 
still how to negotiate the best deal.”  
 
In Hutter’s experience, corporate clients do not 
seek out legal advice or services to be told what to 
do (“like kindergarteners”) but to have legal 
“guard rails” within which to run their businesses. 
“That’s what a General Counsel does,” says Hut-
ter. “She is deeply embedded in the company’s 

If measuring value by time had 
prevented men from marrying and 
having children they would have 
found a different way to measure the 
worth of their work.   
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business realities and understands that business, 
not the law, is at the center of the CEO’s world.” 
Hutter, the mother of three, provides “outside/
inside” counsel services, a role she describes as 
consigliore – the ever-present advisor to the leader 
of an enterprise. 
 
As former in-house counsel, Hutter is used to 
practicing without the net of a billable hour. Not 
only does she charge flat rates, she does not even 
keep track of her time. Her clients pay her a flat 
fee every month to alert them to legal dangers and 
opportunities that only a former in-house counsel 
is likely to recognize. Like any attorney with a 
couple of decades of experience in corporate law, 
Hutter also knows enough to understand what she 
doesn’t know. When she sees the need for outside 
counsel, she recommends someone, often with 
whom she has a good working relationship. 
 
Before pricing any assignment, Hutter sits with 
the client to listen and learn just how much GC the 
client needs – a tenth? A twentieth? Half? She ba-
ses her monthly flat fee on that need, on the value 
she has in that particular client’s hands and on that 
client’s ability to pay. Because her pricing practice 
is unique, she guarantees each new client that they 
can re-negotiate the deal after the first two 
months.  
 
When I ask Hutter how long she’d been longing 
for a non-billable hour practice, she references the 
day she asked her first IP mentor how much time 
it took him to read a patent application. His an-
swer? “It depends on how many hours the client 
has given me.”  
 
Melissa Widen, Law Firm Managing Attorney  
 
Melissa Widen is the managing partner of a com-
mercial litigation and trial boutique, Goldman Is-
mail. Before joining Goldman, Widen had 20 
years of litigation experience, first at a major law 
firm and later in-house at Arthur Andersen.  
 
While in-house at Andersen, Melissa managed 
high exposure litigation and counseled senior 
management on legal, regulatory and risk issues. 
She also was responsible for developing risk man-
agement policies and media strategies.  
 

After taking time off for motherhood, Melissa 
joined Goldman, largely because it built its busi-
ness on alternative pricing. “The firm,” says Wid-
en, “does not have a single formula for determin-
ing the best fee structure for a given case. We look 
at each case and each client with no pre-
conceptions and then negotiate a flat rate that 
serves the law firm’s and the clients’ best inter-
ests." 
 
Among the options offered by Goldman are flat 
monthly fees for each stage of litigation – plead-
ing to discovery, for instance, and discovery 
through the first stage of dispositive motions. 
They often build in a success component, taking 
less than they might otherwise charge on a month-
ly basis and “saving” the excess for a bonus at the 
conclusion of the case. That, of course, perfectly 
aligns the client’s interests with the firm’s.  
 
“We’re not perfect predictors of process or result,” 
says Widen, “but we take the long view with cli-
ents.” The firm once drastically underbid a case 
but decided it was better to give up the revenue 
stream in favor of serving the best interests of the 
client. “So we decided not to re-negotiate the fee 
and to put as many resources as necessary on the 
case to fulfill the objective.”  
 
Widen says that making the transition to value 
pricing made her focus far more on what she was 
working for – to solve a problem or achieve a goal 
– rather than on the number of hours it took to 
solve or achieve it. 
 
“If you’re looking at hours,” she confides, “you’re 
not necessarily putting the client’s needs first. 
Value pricing effectively settles the tension be-
tween working efficiently and maximizing your 
fees.”   
 
According to Widen, pricing by the matter rather 
than by the hour also encourages the kind of col-
laboration that produces the best results.  “Clients 
don’t want to pay for lawyers talking to one anoth-
er,” she says, but that’s where you get the best ide-
as  - from the people who aren’t working on the 
case. With flat fee billing, there’s no reason not to 
collaborate with as many smart people as you can, 
particularly those who do not have their noses dug 
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so deeply in the facts that you can’t bring an out-
side perspective to the client’s problem.  Value 
pricing also translates into equitable sharing of the 
profits. “We work so much as a team,” says Wid-
en, "that we don’t even think about client owner-
ship or origination credit. When we’re successful 
it’s everyone’s victory, from the paralegal to the 
trial attorney.” 

 
Cure or False Promise? 
 
Whether separating an attorney’s work product 
from the amount of time it took her to produce it 
would actually equalize women’s contributions 
and reward at the highest level of the profession 
is, of course, impossible to predict. It makes so 
much sense for attorney, client and women law-
yers, that it seems foolish not to begin experiment-
ing with the way in which we reward all the mem-
bers of our difficult profession for the work they 
do. 
 
 

♦  ♦  ♦  ♦  ♦  ♦  ♦ 

Victoria Pynchon, attorney 

Email: Victoria@shenegotiates.com  

Phone: 321-852-1535 ● http://www.shenegotiates.com 

 

 After a 25-year commercial litigation 

career, Victoria earned her legal masters de-

gree in dispute resolution from the world-

famous Straus Institute at Pepperdine Uni-

versity School of Law. The knowledge, wis-

dom and skills she gained at Straus can be 

found in her two books on dispute resolution, 

The Grownups’ ABC’s of Conflict Resolution 

(Reason Press, 2010) and Success as a Media-

tor for Dummies (Wiley, 2012).  

 Although Victoria’s focus is now on 

closing the wage and income gap for women, 

she has been training lawyers and business 

people of both genders in mutual benefit ne-

gotiation strategies since 2005. 
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Retention and Promotion: The Journal Interviews  
Three Female Managing Partners in Florida 

  
 
Recent studies show that, despite the implementation of women’s 
initiatives and diversity committees in many firms, women attorneys 
continue to lag behind male colleagues in both compensation and 
promotion to partnership.  While at the associate levels, the percentages of 
female and male attorneys are similar, fewer women are promoted to 
partners, and even fewer to equity partnership.   Percentages of women 
are even more reduced at the law firm leadership levels, in positions such 
as managing or executive partners.  The FAWL Journal reached out to 
members of this select group of Florida women in leadership positions at 
their law firms, and asked them to share their insights on issues relating 
to the retention and promotion of women.   

Kimberly Leach Johnson is the Managing Partner of the Naples office of Quarles & 
Brady LLP.  Ms. Johnson practices in the area of trusts and estates. She has extensive 
experience representing numerous families in the planning of their estate and handling 
their affairs after their demise. She holds various positions within the firm, including 
Chair of the Finance Committee and as an elected member of the firm’s Executive 
Committee.  A graduate of the Levin College of Law at the University of Florida, Ms. 

Johnson has been named in the Best Lawyers in America in 2013®.  In 2012, she was named among 
the top 50 Women Florida Super Lawyers, and a Florida Rising Star.  

Corali Lopez-Castro is a shareholder and served as the managing partner at Kozyak 
Tropin & Throckmorton from 2010 to 2012.  She concentrates her practice on bankruptcy 
and commercial litigation matters. She has earned Martindale-Hubbell’s highest rating 
(AV), and from 2005 through 2010 has been recognized in Chambers USA’s America’s 
Leading Lawyers for Business, an independent, objective rankings guide to the nation’s top 
attorneys. In addition, Ms. Lopez-Castro has been recognized repeatedly in Florida 

Trend’s Legal Elite for her practice in business law. She is a graduate of the University of Miami 
School of Law, and the recipient of its Alumni Association’s first ever Leadership Award.  In 2006, 
she was elected President of the Cuban American Bar Association, becoming the second woman 
president of the largest voluntary bar association in Florida.  Her responses combine her own 
opinions with the input of the younger female associates at her firm.   

Karen D. Walker is the Executive Partner of the Tallahassee office of Holland & Knight 
LLP.  Ms. Walker holds various leadership positions in Holland & Knight and currently 
serves on the firm's Senior Management Team.  Karen has also served two terms on the 
firm's Directors Committee.  She practices in the area of Florida administrative law with 
an emphasis on state and local procurement. Ms. Walker is a past-Chair of the Board of 
Directors of the United Way of the Big Bend, a graduate of Leadership Tallahassee and 

Leadership Florida and currently serves as Vice-Chair of the Board of Directors of Kids 
Incorporated of the Big Bend. She is married to U.S. District Judge Mark Walker and they have two 
daughters, ages 12 and 14.  
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Kimberly Leach Johnson: Women enter law firms as first-year associates at roughly the same rate 
as men; however, for a variety of reasons they leave law firms earlier than men. Thus, as tenure is a 
primary factor in partnership selection, females as a whole make up a smaller percentage of income 
and equity partners at most firms. While institutional and cultural discrimination against women 
remain somewhat of a reality, the time spent working at any single firm is a fairly objective factor, 
difficult to discount, with clear implications for current gender ratios. 
 
On the other hand, the reasons for the time discrepancy are telling. Many women need more 
flexibility in their work schedules, as many of them also fulfill the traditional role of main family 
caregiver, so they may elect to leave a firm that does not offer flexible work options or does not pay 
appropriately for work performed on a flexible schedule. Others may feel that they have a more 
difficult time integrating into law firm culture than their male counterparts, who have dominated 
the industry since its inception. Still others may not have found mentors and other advocates who 
supply them with the kind of work that draws attention and praise, or who vocally support their 
advancement within the firm. Whether for these reasons, or because they may be generally more 
open to alternatives to firm life, it appears that many women have sought in-house counsel and 
government positions, and have made successful jumps in those directions instead.  

Corali Lopez-Castro: There are two primary reasons for the disparity: (1) women frequently take 
time off or scale back their work schedules to have and raise children, which results in fewer 
promotional opportunities. I am not convinced that this has to be the case, but this result has been 
accepted by women and the decision makers at legal firms, which is unfortunate; and (2) women 
seem to be less likely to be “rainmakers” – I don’t know if women don’t pursue business as 
aggressively as men and/or don’t have as many opportunities because there are fewer women in 
positions to make decisions about hiring legal counsel. Only the decision makers know the answer. I 
will note that for women who have books of business, reducing their hours to raise a family has less 
of an effect on their promotion. I am an example of that.  
  
An associate at my firm provided additional explanations for the disparity. She explained that 
partners mentor (and guide toward partnership) the associates with whom they identify most 
strongly – female partners tend to mentor women, and there are too few female partners to do so 
across the board, while men overwhelmingly tend to mentor (and promote) male associates. This 
helps to maintain the status quo, albeit inadvertently. Second, if firms are serious about leveling the 
playing field and promoting more women to partner, they need to change their expectations of 
men’s roles at the firm and at home, as well as their expectations of women. Although many firms 
have “paternity leave” policies now, the leaves provided are brief, and in many instances men are 
strongly and expressly discouraged by their mentors from taking the “time off.” Some men feel 
discouraged from working at home or otherwise adapting their schedules when they have young 
children at home because they will be seen as less serious or as having taken themselves off of the 
partnership track. Of course there is also flat-out discrimination in some firms and/or departments, 
which obviously has to stop and is a more difficult problem to solve.  
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Given that women have been graduating from law schools at the same rate as men, 
what do you see as the main reasons for the persistent difference in percentages of 
male and female law firm partners, and the even smaller percentage of women 
equity partners? 



 

Karen D. Walker: It is certainly disappointing that women have not risen through the ranks to 
become law firm partners, and particularly equity partners, in the numbers we once expected based 
on the increase in women graduating from law schools.  I think this is attributable to many different 
factors.  In order to make equity partner you have to be more than just a good lawyer, you have to 
be able to generate business.  Many women find that selling their practice does not come naturally.  
Women still may not have access to some of the same business development opportunities as men.  
In addition, women typically continue to occupy the dominant caregiver role in their families.   

Kimberly Leach Johnson: Firms constantly need to assess their culture (attitudes) and 
infrastructure (policies) to make sure they are as inclusive for women and minorities as for non-
diverse males. This includes assessing the work assignment process and making sure that women 
and minorities receive as much work, and as much high-quality work, as non-diverse males. Firms 
also need to consider the training they provide to assist women and minorities in rising through the 
ranks, especially with business development skills, since a steady book of business is important to 
the long-term success of all partners in most firms. Enlightened succession planning is also 
important, providing women and minorities with a shot at inheriting significant client relationships 
and taking on firm leadership roles as the older generation retires. 
  
Many large corporations have begun asking their external law firms, through surveys and other 
periodic reports, about the numbers and hours of women and minorities working on their matters. 
Some of these companies have also made it clear that they would prefer to see a woman or a 
minority serve as the primary relationship manager for their accounts. These are really the best 
incentives to advance women in the profession — law firms will pay even more attention to 
diversity when they understand that their future business success depends upon it.  

Corali Lopez-Castro: Firms have to enable women to get back on partner track after having 
children. This can happen by mentoring women and seeking to introduce them to clients and 
potential clients. I learned to develop business by watching my partners do so. I have participated in 
many meetings, which has helped me to develop my own strategies and my own style for “getting 
the client and case.” 
  
I recognize that incentives are difficult -- law firms are businesses, so I think the only incentives that 
will consistently work are those that impact the bottom line. One reason that retention and 
promotion of women may increase over time is that women and men will likely assume more 
balanced responsibilities in caring for children and maintaining a household. I see that among 
younger associates there seems to be less disparity in these roles than among the older peer group.  
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What can law firms do to improve the retention and promotion patterns of 
women? What incentives do law firms need to do better in the area? 

Karen D. Walker: Law firms need to ensure that women are being provided the same opportunities 
as men and encourage the firm's women lawyers to maximize their own potential.  Business 
development and sales techniques are not taught in law school, but such training can help improve 
the long-term success of both women and men in law firms.  Programs that help women prepare for 
a leave of absence such as maternity leave and ramp back up following such leave could also help in 
the retention area. In addition, law firms can provide flexibility and technology that will allow all 
the firm's lawyers to work from anywhere when necessary due to competing family or other  



 

demands in their personal lives.  The biggest incentive for law firms to focus on retention and 
promotion of women is the business case.  If clients insist on diversity in making decisions about 
which law firms to hire, it will be a priority. 

Kimberly Leach Johnson:  Senior management, which includes the managing partner, needs to be 
actively involved in shaping the policies and practices of the firm to support and engage women. As 
leadership positions open, opportunities for outside board appointments arise, and client transitions 
occur, the firm needs to make sure all attorneys have genuine opportunities to take on those roles. If 
a female professional is actively engaged and feels she has opportunities and the support of the 
organization, then the firm is more likely to keep her in the long run. 

Corali Lopez-Castro: A managing partner has to set the tone for the partners and for the associates. 
If we provide opportunities that are authentic, associates will respond. If we explain the objectives 
to our partners with a reasonable analysis, they will buy into it. Associates are a firm’s most 
important investment. If we don’t manage and monitor the investment, it will not meet our 
expectations. Managing expectations on both sides is the key to the promotion of associates, men 
and women.  
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More specifically, how do you view the role of the managing or executive partner, 
if any, regarding the issue of retention and promotion of women? 

Karen D. Walker:  Leadership on the issue of retention and promotion of women has to start at the 
top.  I am not the managing partner of my firm, but I am the executive partner of my office and 
participate in the management of the firm.  I view my role as finding ways we can help our women 
lawyers succeed in being the best lawyers they can, but also in marketing their practice and the firm.  
I also think it is important that women in leadership serve as role models and reach down to the 
women coming along behind them to help them achieve their goals. 

Does your firm offer any programs designed to increase the retention and 
promotion of women? Would you briefly describe any programs and tell us how 
successful they have been? 

Kimberly Leach Johnson:  Quarles & Brady LLP (“Quarles”) is thoughtful about all positions in the 
firm, holding a strong desire to ensure that women and other minorities enjoy equal opportunities 
to grow and advance. The firm’s “Women in Leadership” program has an active mentoring 
program, designed to integrate women into the firm, teach them how to develop business and 
otherwise successfully function in the legal industry, and to position them for increased 
responsibility and authority.  
  
Quarles further maintains a “Women’s Forum,” which assembles to address current professional- 
and career-development topics as well as to organize peer and group support circles that share 
ideas and best practices. In addition, all minority associate attorneys are assigned a second, 
“minority mentor,” who pays particular attention to their career developments in the context of 
their minority status. 
  
These programs have been successful at least in terms of making it clear to women attorneys that 
they are valued, and that there are genuine opportunities for growth at the firm. They are further 



 

successful in their impact on the firm’s culture, which is highly egalitarian. Three of Quarles’ eight 
U.S. offices are supervised by a female managing partner, including the firm’s largest.  

Corali Lopez-Castro: My firm has a reputation for hiring and promoting women. It has been a 
conscious choice by the partners. I think the most important “program” any firm can have is 
mentoring. We assess our associates (work load, advancement, integration for new hires, etc.) on a 
regular basis so we avoid surprises at annual reviews. We are also very direct and clear as to 
progress. I truly believe clarity in communication is critical to associates achieving success at a law 
firm. 
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Karen D. Walker: Yes!  In the early 90's we began the Holland & Knight Women's Initiative.  We 
also just celebrated the 10th anniversary of our award winning Rising Stars program which is a 
leadership training program for women who are senior associate or younger partners.  We have 
women that participated in the Rising Stars program now serving on the firm's Directors 
Committee.  I consider that success. 

What are your thoughts on mentoring programs as a tool to improve retention and 
promotion of women and minorities? 

Does your firm offer flextime? Do you have any personal experience with it – how 
does it work or not? 

Kimberly Leach Johnson: Yes, Quarles has a policy that allows lawyers to work reduced-hour 
schedules and allows full and part-time attorneys to work from home, or to work non-traditional 
hours. We have a large number of individuals — including men as well as women — who maintain 
reduced schedules, while others work from home or adjust their work days so that they can balance 
the demands of their careers with their outside lives. Quarles recently surveyed all of its attorneys 
working on reduced hour schedules, and they reported that the program is working well and needs 
very few adjustments. 
  
These programs work best when supervisors and reduced-hour lawyers agree on a schedule, 
remain flexible about changes to the schedule when necessary to meet client needs, and when all 
parties make an effort to be sensitive to the needs of both the office and the individuals.  

Karen D. Walker: Yes.  For many years, Holland & Knight has had a Balanced Hours program in 
place.  I was involved in drafting the first Balanced Hours Policy.  I have never worked a Balanced 
Hours schedule, but currently have a male associate in my office on a Balanced Hours schedule.  
Whether or not it works for a lawyer very much depends on the particular circumstances of the 
individual utilizing a Balanced Hours plan. 

Kimberly Leach Johnson: Clearly Quarles finds value in mentoring programs, as it assigns a second 
mentor to all minorities. Mentors deliver the direct benefit of actively helping to develop each 
mentee’s career, but they further benefit the mentee in that they are in themselves indicators of an 
organizational culture that supports all of its people — even someone who isn’t directly involved in 
any particular mentoring or development program can still derive a sense of satisfaction from 
working for a firm that repeatedly demonstrates its commitment to equal opportunity through such 
programming. 



 

Corali Lopez-Castro: I think mentoring is critical. I have personally benefitted from having great 
mentors (men and women). From a female litigator perspective, it is really helpful to have women 
litigators as mentors in developing a style and voice that works as well as in navigating a career 
path. 

30 

Karen D. Walker: Mentoring is important for all young lawyers to succeed.  I think it is important 
for women lawyers to have both female and male mentors.  I do think that the best and most useful 
mentoring relationships are not forced through a formal mentoring program but are developed 
through working and personal relationships. I attribute much of my success to having strong 
mentors. 

In a recent speech, ABA president Laurel Bellows supported the development of a 
Model Law Firm Compensation Policy, as well as the idea of transparency in 
firm’s compensation policies. As a managing partner, what are your thoughts 
regarding these two ideas?  

Kimberly Leach Johnson: I applaud Laurel Bellows for pursuing equality in pay. Quarles has taken 
a variety of steps to address this issue, which includes at least one female serving on the firm wide 
three-person compensation committee and, after the year’s compensation has been set, conducting a 
blind test to determine the percentage of women vs. men receiving bonuses and raises. Quarles has 
also hired a consultant to educate and advise female partners on how to articulate the value they 
bring to the firm when drafting their partner plans, and on how to negotiate for additional  
compensation (which, according to current literature, is a more natural and comfortable effort for 
men). Quarles is certainly not perfect in this area but is trying to move in the right direction.  

Karen D. Walker:  I applaud Ms. Bellows' efforts and passion relating to the issue of pay equity for 
women partners in law firms. Compensation, however, is something that is often personal to, and 
part of the culture of, a law firm and that makes it difficult to establish a "one size fits all" 
compensation model for all law firms.  There are also pros and cons to transparency.  While at first 
blush transparency would appear to be a positive attribute of a compensation model, it can breed 
unhealthy competition and the numbers on the paper do not always tell the full story regarding the 
factors that should be considered in a fair and equitable compensation system.   

Corali Lopez-Castro: I see the benefits of a closed and open system. Lawyers are very competitive 
by nature. I would argue that we have less satisfaction in our compensation when we compare it to 
others. On the other hand, does open compensation inspire trust in the compensation system? The 
answer is it may, as human beings like to receive information and usually have an opinion 
(negative) about information they don’t have. 

Law firms will pay even more attention to 
diversity when they understand that their 
future business success depends upon it. 



 

As a woman managing partner, you are part of an elite group. How did your career 
path lead to this position? Did you plan on becoming a managing partner?  

Corali Lopez-Castro: Be realistic about how much time it takes. Managing lawyers takes time and 
patience. Also, be a good listener and do less talking. Everyone wants to be heard. You may not 
agree but you must listen. The world needs more listeners. 
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What advice would you give to an attorney aspiring to become a managing 
partner? 

Kimberly Leach Johnson: As a young attorney, I did not envision myself a leader of a substantial 
law firm. I’ve always respected the culture of Quarles, which includes not only providing excellent 
legal services to our clients but also giving back to our communities through pro bono work or one 
of our volunteer programs (most often focusing on education or hunger). Through the years, I have 
taken advantage of opportunities to work on numerous committees to further improve the firm. As 
my voice increasingly has been heard on many issues, I have become more outspoken, which has 
steadily led to more responsibility and opportunities. It’s been a very interesting and rewarding 
journey. 

Karen D. Walker: As a law student and a young lawyer I certainly never planned on being involved 
in leadership positions and management of one of the largest law firms in the country.  I worked 
hard, was mentored by Martha Barnett, the first woman partner at Holland & Knight and the 
second woman president of the ABA, and I was presented with leadership opportunities along the 
way.  I embraced those opportunities, tried my best to do a good job, and the rest is history. 

Kimberly Leach Johnson:  Becoming a managing partner usually comes in the later stages of a 
successful career. To get there, you first have to hone your skills as a lawyer and be recognized by 
your peers as successful in your field of practice. For many, this would include building a successful 
book of business along the way. You also must get to know your partners and be recognized as a 
contributor to the firm — as a practice group leader, mentor, or chair of other committees. These 
days, running a law firm is much the same as running a business, so honing your business skills is 
also important. Of course, it’s important to think about your priorities and whether you are ready to 
devote the time and energy to managing the law firm in addition to your other commitments.   

Corali Lopez-Castro: I really like to manage people. I manage opposing counsel, witnesses, and my 
clients in my cases and think I am pretty good at it. More importantly, I think every partner should 
be a managing partner so they can understand how a business works and how the action or inaction 
by a partner can improve or hurt a firm. We all need to row the boat in the same direction. I knew 
my number would eventually come up as my firm rotates this position every two years. Everyone 
should do it at least once and no one should be too comfortable by staying in that position too long. 
I am proud to say that my successor is also a woman. 

Karen D. Walker: There is no substitute for good, old fashioned hard work.  In addition, do not sell 
yourself short.  A month after I made equity partner I was encouraged to seek a seat on the firm's 
Directors Committee. I did not submit my name because I thought I was too young and 
inexperienced.  One of my partners did nominate me, convinced me not to withdraw my name, and 
I was elected to the Directors Committee that year at the age of 36.  I often had the good fortune that 
one of my partners believed in my potential more than I did.     
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What is the question that you would have liked for us to ask and we did not ask - 
and what would your answer be? 

Kimberly Leach Johnson: We should be developing programs for women who have stepped out of 
the profession to raise their families and now at a later age want to re-enter the profession. 

Corali Lopez-Castro: Are men from Mars and women from Venus? The answer: yes. 

Karen D. Walker: The question I get asked fairly frequently -- is it really possible to have it all?  
Martha Barnett always told me that you can have it all, you just can't have it all at the same time.  
That is so true.  When you are focused on work you cannot be focused on your family at the same 
time and vice versa, but it is possible to make time for what is important both at work and home.  I 
have a very full life - a great career, two teenage girls, an incredible husband, and a passion for 
community service and traveling with my family.  Although the daily juggling act is not always 
easy, it is possible for women to combine a successful career and a family.  It just requires time 
management, patience, flexibility and a strong support system. 



 

Scenes from FAWL’s  

2013 Annual Meeting 

June 26-28, 2013 

Boca Raton, Florida 

FAWL 2012-13 President, Laura K. 
Wendell, presents Gwynne A. Young,  
The 2012-13 Florida Bar President, 
with FAWL's 2013 Friend of FAWL 

Award at FAWL's  

Reception Honoring  
Gwynne A. Young 

Each table at the reception was 
adorned with a yellow rose bouquet, 

the symbol of friendship. 

FAWL's 2013 Leaders in the Law were also 
recognized at the reception. 

Below Top: Kimberly Hosley 

Bottom left to right: Ashley Calhoun 
Winship and Amanda Perry 

CFAWL Members 

Palm Beach Chapter 2013 Leaders in the Law 

Above left to right:  Leora Freire and  
Sarah Cortvriend 
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  FAWL's 2013 Outstanding Chapters 
were  recognized at the June 27, 2013 

FAWL Board Meeting. 

 

Left to right: Meghan Boudreau Daigle, 
2012-13 Tallahassee Women Lawyers 

President, accepting the 2013 
Outstanding Chapter Award from Kim 

Hastings, FAWL's 2012-13 Awards 
Committee Chair 

 

Mayanne Downs, FAWL's 2013 Rosemary Barkett Outstanding Achievement Award recipient, 
speaks to attendees of the June 28, 2013 Joint Award Luncheon, held by The Florida 
Association for Women Lawyers, The Florida Bar Equal Opportunities Section and the Virgil 
Hawkins Chapter National Bar Association. 
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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.  

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 
Dora Acherman, Esq. 
1111 Park Centre Boulevard, Suite 450 
Miami, FL 33169 
da@dora-acherman.com 
Phone: 305-625-0949 ex.211 

Kathryn McLeod Lancaster  
Edward Jones 
220 - 2 North Main Street 
Chiefland, FL 32626 
kathrynlancaster@bellsouth.net 
Phone: 352-493-4948  

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

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 

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 ex.215 

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 

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

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

Wendy J. Cox  
Wendy Cox Law 
Post Office Box 1013 
Osprey, FL 34229 
wendy@wendycoxlaw.com 
Phone: 941-416-4220 

  36 



 

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 
nicolebarna@gmail.com 
Phone: 561-616-3333 

Melissa B Medrano  
Kelley Uustal 
700 SE 3rd Avenue  
Fort Lauderdale, FL 33316 
mbm@kulaw.com 
Phone: 954-522-6601  

Misty Priest  
The Priest Firm, LLC 
1010 N 12th Ave Ste 235 
Pensacola, FL 32501 
misty@gulfcoasttaxlaw.com 
Phone: 850-438-1040  

Thea Leigh Janeway  
Citigroup 
5841 Estes Lane  
Wesley Chapel, FL 33545 
theajaneway12@gmail.com 
Phone: 813-494-4600  

Susan B Ramsey  
Gary Roberts & Associates PA 
324 Datura Street Suite 223 
West Palm Beach, FL 33401 
sussan@palmbeachtrialattorney.net 
Phone: 561-686-1800  

Neal R. Sonnett  
Neal R. Sonnett, P.A. 
Two South Biscayne Boulevard Suite 2600 
Miami, FL 33131-1819 
nrslaw@sonnett.com 
Phone: 305-358-2000  
 

Melissa M. Lewis  
Gordon & Doner 
4114 Northlake Blvd.  
Palm Beach Gardens, FL 33410 
mlewis@fortheinjured.com 
Phone: 561-799-5070  

Mariane L Dorris  
Latham Shuker Eden & Beaudine LLP 
111 N. Magnolia Ave. Suite 1400 
Orlando, FL 32801 
mdorris@lseblaw.com 
Phone: 407-481-5849 
  

Gwendolyn Graham  
FL 2nd Congressional Candidate 
3224 Whitman Way  
Tallahassee, FL 32311 
gwengraham@gmail.com 
Phone: 850-766-1815  

Diane B. Hernandez  
Hernandez, Hicks & Valois 
5800 N. Andrews Avenue  
Fort Lauderdale, FL 33309 
khasson@hhdefense.com 
Phone: 954-938-1920  

Courtney Strickland Brogan  
Florida Department of Management Services 
4050 Esplanade Way, Ste 160  
Tallahassee, FL 32399-0950 
courtney.brogan@gmail.com 
Phone: 850-922-2137  

Mattie Belle Davis Society Members 
Continued 
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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 
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Florida Association for Women Lawyers 
Karen Howe, Executive Director 

Post Office Box 38339 
Tallahassee, Florida 32315 

1-866-241-FAWL 
admin@fawl.org 
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