
 
 

 

Welcome 

January 26, 2013 
 

 
Thank you, Platinum Sponsor: 

 



 
 
 

DAY AT A GLANCE 
Saturday – January 26, 2013 

 
 

 
7:30 am – 8:50 am Attendee Registration, Business Partner Exhibit Hall Open, 

Photo Booth Open, Breakfast Buffet (open until 9:30 am) 
 

8:50 am – 9:00 am Welcome and Announcements 

Shaun Morrison, GLA ALA President 
 

9:00 am – 10:30 am Preventing Workplace Violence – Managing the Troubled Employee 
Speaker: Glen E. Kraemer, Esq., Hirschfeld Kraemer LLP 
 
 

10:30 am – 11:30 am Break, Exhibit Hall Open, Photo Booth Open 
11:00 am • Silver Sponsors Post Doorprize Winner Names at Tables 
11:15 am • Platinum and Gold Sponsor Doorprize Winners Announced 

• Earlybird Drawing for Kindle Fire HD 7” 
 
 

11:30 am – 1:00 pm HR Legal Update 2013 
Speaker: Beth A. Schroeder, Esq., Lathrop & Gage LLP 
 
 

1:00 pm – 1:45 pm 
 

Lunch with Platinum and Gold Sponsors in the Garden 

1:45 pm – 3:00 pm How to Recognize, Reward and Retain Top Talent 
Speaker: Allison Pratt, MBA, SPHR-CA 
 
 

3:00 pm – 3:15 pm Break 
 
 

3:15 pm – 5:00 pm Win at Work! The Everybody Wins Approach to Conflict Resolution 
Speaker: Diane L. Katz, PhD, The Working Circle 
 
 

5:00 pm Closing Announcements, Fee Scholarship Drawings 
 

5:10 pm – 6:00 pm Reception with Platinum and Gold Sponsors in Foyer 
 



 
 
 
 
 
 

01/26/2013 
 

Welcome to the 2013 GLA ALA Employment Law Forum (“ELF”) at the beautiful, 
Intercontinental Los Angeles Century City at Beverly Hills.  The ELF Committee thanks you for 
attending GLA ALA’s annual, marquee event for knowledge, resources and networking! 

 
Similar to ALA National and Regional conferences, GLA ALA is transitioning to a more 

“green” approach and will be emailing a “pdf” copy of this program guide (that includes speaker 
handouts and attendee lists) to all registrants as well as to our Business Partner Sponsors 
before the event.  This year all Session Evaluations for be conducted online using Survey 
Monkey, and we have also added an Evaluation to gather your feedback regarding your overall 
event experience.  Links to those Survey Monkey Evaluations are provided on the next page 
and will be available for a couple of weeks, but we ask that you use these links to complete the 
Evaluations as soon as you can, while the event is still fresh in your mind.  GLA ALA is also 
providing attendees and Business Sponsors alike with a speedy, private WiFi network during 
ELF: the password is “gla” (three lower case letters). 

 
This year’s ELF Exhibit Hall provides you the opportunity to meet our Business Partner 

Sponsors and review some of the latest and greatest products and services of interest to legal 
managers and their law firms.  It is only through this true partnership with our Business Partner 
Sponsors that GLA ALA can continue to provide such terrific events and programs.  We 
encourage you to visit as many exhibits as possible, bring lots of business cards, and be sure to 
check back at the Registration desk on your way out to see if you won a door prize!  
 

Have a wonderful ELF! 
 

2013 Employment Law Forum Committee 
 

Carolyn Smallwood 
r Employment Law Forum Chai

 
Manjit Ender, CLM, SPHR 

Ken Sweet 
Registration/Volunteer Coordinators 

 
Kris Koeckenberg 

Nilo G. Bolden 
 Sponsors/Business Partner Relations

Additional Committee Members: 
Shaun M. Morrison 

Lydia A. Tavera 
Terri J. Oppelt, CLM 
Elaine Van Rensburg 

Jean Jewell, CLM 
Lori Akina, Chapter Manager 
Julia L. Round, CLM, PHR 
Nancy A. Dillon, PHR-CA 

Barb Chilton 
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01/26/2013 
Tech Notes 

 

Private, WiFi ELF Password gla 

Session 1 – Preventing Workplace 
Violence – Managing the Troubled 

Employee by Speaker, Glen E. 
Kraemer, Esq., of Hirschfeld Kraemer 

LLP 

https://www.surveymonkey.com/s/KV7CYXV 
 

Session 2 - HR Legal Update 2013 by 
Speaker, Beth A. Schroeder, Esq., of 

Lathrop & Gage LLP 

https://www.surveymonkey.com/s/KVNJHFF 
 

Session 3 - How to Recognize, Reward 
and Retain Top Talent by Speaker, 

Allison Pratt, MBA, SPHR-CA 

https://www.surveymonkey.com/s/K7KXL2H 
 

Session 4 - Win at Work! The 
Everybody Wins Approach to Conflict 
Resolution by Speaker, Diane L. Katz, 

PhD, of The Working Circle 

https://www.surveymonkey.com/s/K7DJLR5 
 

2013 GLA ELF Event Overall 
Evaluation for Attendees 

https://www.surveymonkey.com/s/VDG2RP9 
 

 

https://www.surveymonkey.com/s/KV7CYXV
https://www.surveymonkey.com/s/KVNJHFF
https://www.surveymonkey.com/s/K7KXL2H
https://www.surveymonkey.com/s/K7DJLR5
https://www.surveymonkey.com/s/VDG2RP9
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Speaker Bios 
 
Glen E. Kraemer, Esq. 
Glen Kraemer is one of the founding partners of Hirschfeld Kraemer LLP, co-manages the 
Firm and resides in the Santa Monica office. He focuses exclusively on the representation 
of employers concerning discrimination and harassment claims, and personnel law 
compliance issues involving disability accommodations, wage/hour concerns, protected 
leaves, and corrective counseling, discipline and termination practices. Glen has devoted 
significant time and energy to three particular interests: (1) the creation and delivery of 
internal “best practices” management training programs, including sexual harassment 
prevention seminars, (2) workplace violence prevention and threat management, and (3) 
neutral investigations for both public and private sector employers. 
 
Beth Schroeder, Esq. 
Beth Schroeder is a Partner at Lathrop & Gage LLP and represents employers in all 
aspects of employment and labor law, including the defense of employment-related 
lawsuits involving wrongful termination, harassment, discrimination, wage and hour issues 
and related claims. Beth is also co-author of The EPL Book entitled “A Practical Guide to 
Employment Practices, Liability and Insurance” (3rd Ed. 2001, Griffin Communications). 
 
Allison J. Pratt, MBA, SPHR-CA 
Allison Pratt is a human resources consultant with more than 30 years of business 
experience.  She holds a B.S. in business, an MBA, a Coaching Certificate and was 
honored as the National Human Resources Executive of the Year by the Orange County 
chapter of the National Human Resources Association.  In addition to her HR consulting 
practice, Allison is a Sr. HR Lecturer in the Masters in Human Resources program at 
Chapman University College and is also an adjunct professor at Saddleback, Fullerton and 
Irvine Valley Colleges. 
 
Diane L. Katz, PhD 
Diane L. Katz, Ph.D., President of The Working Circle, brings insight, humor, intelligence 
and a passion for helping organizations and their employees function exquisitely well 
together.  Diane, formerly an HR executive for American Express, Chase Bank and KPMG 
Peat Marwick, holds a Ph.D. in Conflict Resolution and a Masters in Organizational 
Psychology. Her unique process, The Working Circle®, is an 8-step non-confrontational 
method of resolving conflict, which combines eastern and western methods and theories. 
Diane’s book, "Win at Work! The Everybody Wins Approach to Conflict Resolution," 
addresses 8 career crossroads and how to resolve issues collaboratively. 
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Menu 
 
 
 

Breakfast Buffet – The InterContinental 
Freshly Brewed Regular and Decaffeinated Royal Cup Coffee 

Freshly Squeezed Orange, Grapefruit or Cranberry Juice 

Assorted Breakfast Pastries, Muffins and Croissants 

Farmer’s Market Sliced Fresh Fruit and Mixed Berries 

Assorted Bagels, Whipped Cream Cheese 

Sweet Butter and Dickinson Farms Fruit Preserves 
 

 

Garden Luncheon 
Nićoise Entrée Salad with Grilled Chicken 

French Green Beans, Heirloom Cherry Tomato, Cucumber, Olives, Artichoke 

Meyer Lemon Vinaigrette 

Assorted Rolls and Butter 

Meyer Lemon Meringue Tart, Fresh Berries, Raspberry Coulis 

Coffee, Decaf and Herbal Teas 



Presented by: 
Glen E. Kraemer, Esq. 

Hirschfeld Kraemer LLP 
233 Wilshire Blvd., Suite 600 

Santa Monica, CA  90401 
T: (310) 255-1800 • F: (310) 255-0986 

gkraemer@HKemploymentlaw.com • www.HKemploymentlaw.com 

GLA ALA 
Annual Employment Law Forum 

Preventing Workplace Violence – 
Managing the Troubled Employee 

mailto:gkraemer@HKemploymentlaw.com


Learning Objectives 
• New Expectations:  Understanding the Implications Of The New ASIS-

SHRM National Workplace Violence Prevention Standards 

• Identifying Warning Signs, Risk Factors, and Intervention/Response 
Options 

• Demystifying the ADA, Prophylactic “Fitness for Duty” exams, 
Accommodation and the Troubled Employee 

• Hostile environment as workplace harassment, and the national 
epidemic of domestic violence 

• When the Troubled Becomes Troubling:  Discipline, Termination and 
Restraint 

 

 

 



New U.S. National Standard 

• ASIS/SHRM  WVPI.1-2011:  “Workplace 
Violence Prevention and Intervention” 
• Approved September 2, 2011 
• Designed to mitigate risk to employer 
• Does not create new legal obligations . . . 
• Confirms a proactive approach of prevention and 

intervention  

 



“No new Legal Obligations. . . .”? 
Sobering Reality 

• Negligence concepts and the new ASIS/SHRM 
standard: 
• The “reasonable employer” argument 
• Standards likely to become the new plaintiff’s 

touchstone 



Fear of the Law = Inaction and Danger 

 
Understanding the “Universe of Management 

Autonomy” and Avoiding Absence of 
Leadership In Critical Situations 



Judgment 

Law 

The Universe of Management 
Autonomy 



Evolution of the Troubling 
Employee:  The Willie Woods Story 



Maslow’s Hierarchy of Needs 

Self 
Actualization 

Esteem Needs 

Social Needs 

Safety Needs 

Physiological Needs 



Redefining Workplace Violence 
• As defined by the media 

• a disgruntled ex-employee wielding an AK47 kills two, injuries 
seven 

• For our purposes, violence is any threat, threatening 
behavior or conduct against persons or property that  
• Creates a hostile, abusive or intimidating environment for an 

associate, guest or vendor 
• Not only actual threats or physical attacks but any behavior that 

is so disruptive or provoking that it could cause harm to others 
or to property 

 



Reducing the Risks – The 
Organization’s Approach 
• Systematic 
• Responsive/Short-term Interventions 

• immediate 
• flexible 
• articulated procedures 

• Proactive/Long-Term Interventions 
• lessens impact 
• prevents incidents 



WVPT - Purpose 

• Develop, implement and monitor the Workplace 
Violence Prevention Program 

• Provide a planned and strategic approach for 
effectively addressing workplace violence 

 



Typologies 

Type I: Perpetrator has no legitimate relationship to 
the workplace.  Usually enters workplace to 
commit a crime 

Type II: Perpetrators are customers or clients having 
legitimate relationship with the workplace 

Type III: Perpetrators have an employment 
relationship 

Type IV:   Perpetrators have a personal relationship with 
a current or former employee 

 



“Filtering” Test 

• Troubled v. Troubling 
• Fearful, Frustrated, Predatory (Bullying) 
• Depression, Cognition, Behaviors, Environment 
• Levels of Violence 



Troubled – internalized stressors and resulting 
low-level behaviors, often showing up in 
performance 

Troubling – escalated, externalized behaviors 
disrupting the workplace 

Troubled v. Troubling 



Levels of Control 
• Fearful – afraid of you taking control from them 

• Frustrated – out of control 

• Predatory – wants to take control from you 

Fearful, Frustrated, Predatory 



♦ Depressed Mood ♦ Anergia 

♦ Anhedonia ♦ Worthlessness 

♦ Weight Changes ♦ Decreased Concentration 

♦ Insomnia ♦ Recurrent thoughts of death 

♦ Psychomotor 
Agitation/Retardation 

♦ Hopelessness 

♦ Self-esteem impacted 

Workplace Violence Red Flags - 
Depression 



 Obsession with weapons  Holds a grudge 

 Obsessive involvement w/ 
job 

 Interest in recently 
publicized violent events 

 Unwanted romantic interest 
in co-worker 

 Un-accepting of criticism 

 Low Frustration Tolerance  Perceived Unjust 
Treatment 

 Paranoid 

Workplace Violence Red Flags - 
Cognitions 



♦ History of violent 
behavior 

♦ Loner 

♦ Direct or veiled threats ♦ Any extreme changes in 
behavior, labile 

♦ Carrying concealed 
weapon 

♦ Intimidation 

♦ Impulsive ♦ Tests limits of accepted 
behavior 

Workplace Violence Red Flags - 
Behavior 



• Toxic Supervisor 
• Recent family, financial, and/or personal 

problems 
• Stress in workplace such as layoffs, downsizing 
• Substance abuse 
• Neurological signs/head trauma 

Workplace Violence Red Flags - 
Environment 



• Refuses to cooperate with immediate supervisor 

• Spreads rumors and gossip to harm others 

• Consistently argues with co-workers 

• Is belligerent toward others 

• Uses excessive profanity, primarily of a sexual nature 

• Makes unwanted sexual comments 

• Expresses suicidal thoughts 

• Inappropriate reasoning, impaired judgment 

Level One Violence 



• Argues increasingly with customers, co-workers, 
vendors and management 

• Refuses to obey company policies and procedures 

• Sabotages equipment and steals property for revenge 

• Verbalizes wishes to hurt co-workers and/or 
management 

• Persistent non-mutual displays of affection 

• Sees self as victimized by management 

• Makes suicidal threats/gestures 

Level Two Violence 



• Physical fights 
• Destruction of property 
• Utilization of weapons to harm others 
• Attempts/commits suicide 
• Murder, rape, arson 

Level Three Violence 



“The Devil Made Me Do It”:  ADA and 
the Troubled Employee 



Some Answers to the ADA Fitness-for-
Duty Conundrum  
Brownfield v. City of Yakima, (9th Circuit Ct. of Appeals, 2010) 
• Question:  Under the ADA, can an employer do “prophylactic” 

psychological exams even in the absence of a diminished job 
performance as a result of health problems? 

• Answer:  Yes.  Although the requirement that the exam be “job-related 
and consistent with business necessity,” that standard can be met 
before an ee’s work performance declines 
• ER must be presented significant, objective evidence that would cause a 

reasonable person to inquire whether the ee is capable of performing his 
job 

• In Brownfield, repeated volatile behaviors led to reasonable cause 
• And as a police officer, strong basis due to dangerous work 

• Issue will be whether same result in non-dangerous job? 



ADA Legal Considerations For Threat 
Management Teams 
Critical Legal Developments Informing the Threat Management Process: 
1. The FMLA – ADA “two-step” dance 
2. The Gambini v. Total Renal Care dilemma, and application to 

management of threatening behavior 
3. California Gets it Right:  Wills v. The Superior Court of Orange 

County (April 2011, Cal. Ct of Appeal) 
• Linda Wills, a court clerk 
• Threatened to put coworkers on her “Kill Bill” list 
• Sent cell phone ring tone containing threats to co-worker 
• Sent email containing threats to coworkers 
• During investigation, asserted that her conduct was the result of a 

mental disability (bi-polar disorder) 
• After termination, sued alleging her conduct was result of disability 



Wills v. Superior Court Informs Calif. 
Terminations Based on Workplace Violence 
When Disability is Cause 
Cal Court of Appeal rejected Gambini.  Held: 

“We interpret FEHA as authorizing an employer to distinguish between 
disability-caused misconduct and the disability itself in the narrow context 
of threats or violence against coworkers.  If employers are not permitted 
to make this distinction, they are caught on the horns of a dilemma.  
They may not discriminate against an employee based on a disability but, 
at the same time, must provide all employees with a safe work 
environment free from threats and violence.”  

The Court found this conundrum unacceptable, and ruled that when an 
employee engages in threats or violence, an employer is entitled to 
take action, even if the employee’s conduct is caused by a disability. 

Court did limit its decision to disability-induced threats and violence, not 
other forms of misconduct 



Sexual Harassment As 
Workplace Violence 



Domestic violence:  The use of physical, sexual 
or emotional abuse or threats to control another 
person who is a current or former husband, wife or 
other intimate partner, such as boyfriend or 
girlfriend 

Domestic Violence:  Definition 



• Victims and Perpetrators 
• 1 out of 3 women report physical abuse by an 

intimate partner 
• Majority of adult domestic victims are women 
• Most perpetrators are men 

• Alarming Statistics 
• Over 1400 women are murdered every year by 

intimate partner 
• One million women per year are victims of non-lethal 

domestic violence, such as physical and sexual 
assaults  

Domestic Violence:  A National Tragedy 



• Recognize domestic violence as a workplace issue 
• Respond with understanding and compassion within 

the context of the workplace 
• Refer to professionals who can assist the victim 
• Employer’s Obligations 

• Primary:  workplace community 
• Secondary:  victim 
• Employer’s Goal 
• Eliminate the threat 

Managing Domestic Violence 



Game On:  Performance Concerns as Early 
Warning Signs, and How to Manage Through 
Them Safely 

Use of “Just Cause” Criteria as a 
Tool to Identify and Manage the 

Struggling Employee 
  



• Notice 
• Investigations* 
• Consistency 
• Corrective Counseling 

Fairness Standards 



* “Is there anything getting in the way of you 
performing to the standards we have just 
discussed?” 

The $350,000 Final Question 
Managers Must Know 



“I could kill someone . . . .” 
 

1. What do you mean? 
 

2. Who are you mad at? 
 

3. How would you do it? 

Zero Tolerance and Escalated Reality 
Checking 



Glen E. Kraemer, Esq.  
Hirschfeld Kraemer LLP 

233 Wilshire Blvd., Ste. 600, Santa Monica, CA  90401 
(310) 255-1800  gkraemer@HKemploymentlaw.com 

 

Thank you and  
HAVE A SAFE DAY! 



Presented by: 
Beth A. Schroeder, Esq. 

Lathrop & Gage LLP 
1888 Century Park East, 10th Floor 

Los Angeles, California 90067 
310.789.4611 direct 

bschroeder@lathropgage.com 



NEW LEGISLATION 



 
AB 1964 Expansion of Protections Against 
Discrimination 
 
 Expands the discrimination protections and reasonable 

accommodation requirements under FEHA to cover religious dress 
and grooming practices.   

 “Religious dress practice” includes wearing or carrying of religious 
clothing, head or face coverings, jewelry, artifacts, and other items 
that are part of  an individual’s observance of his or her religious 
creed.  

 “Religious grooming practice” includes forms of head, facial, and 
body hair that are part of an individual’s religious observance.  

 Employers should amend their non-discrimination policies. 



AB 2386 Changes Definition of “Sexual” 
Discrimination 

 Now includes “breastfeeding” as part of protection. 
 In addition to current laws requiring lactation accommodations. 



AB 1844 Disclosure of Social Media 
Information 

 AB 1844 prohibits an employer from requesting or requiring that an 
employee disclose user or password information for accessing 
personal social media. 

 On the heels of decisions of the National Labor Relations Board 
concerning employer social media  policies, AB 1844 further 
emphasizes that employers must be cautious in how they treat 
employee social media.  



AB 2674 Employee Payroll and Personnel 
Records 
 
 AB 2674 clarifies that both current and former employees are 

entitled to inspect personnel records; and now, personnel records 
must be provided within 30 days following receipt of a written 
request. 

 Payroll records must still be provided within 21 days. 
 Employers should ensure that their recordkeeping and disclosure 

practices are in compliance with these new, detailed requirements, 
including preservation of itemized wage statements and personnel 
files for at least three years. 

 
 



SB 1193 Human Trafficking Posting 
Requirements 
 
 SB 1193 requires certain businesses and establishments to post a 

Department of Justice model notice containing information regarding 
slavery and human trafficking. 

 Include on-sale general public premises and licensees under the 
Alcohol Beverage Control Act, emergency room with general acute 
care hospitals, urgent care centers, primary airports, intercity 
passenger rail or light rail stations, farm labor contractors, and 
privately-operated job recruitment centers.  



SB 863 Workers’ Compensation Reform 

  SB 863 enacted significant changes to California workers’ compensation 
system, including efforts to minimize delays and costs of adjudicating 
workers’ compensation claims, providing for independent medical 
review, and reducing the number of liens.  



Accurate Itemized Wage Statements 

 SB 1255 amends Labor Code Section 226(e) to specify the 
circumstances when employees may recover penalties for failure to 
receive itemized wage statements. 

 Section 226(a) requires employers to provide employees with itemized 
wage statements showing: 
1. Gross wages earned; 
2. Total hours worked by nonexempt employees; 
3. The number of piece-rate units earned and any applicable piece 

rate; 
4. All deductions; 
5. Net wages earned; 
 

 



Accurate Itemized Wage Statements (Cont.) 

6. The inclusive dates of the period for which employees are paid; 
7. The name of the employee and the last four digits of his social 

security number or an employee identification number; 
8. The name and address of the legal entity that is the employer 

and, if the employer is a farm labor contractor, the name and 
address of the legal entity that secured the services of the 
employer; and  

9. All applicable hourly rates and the corresponding number of hours 
worked at each hourly rate.  

 Under current law, an employee suffering harm as a result of his 
employer’s knowing and intentional failure to comply with his 
requirement is entitled to recover actual damages or a penalty of 
$4,00, whichever is greater, plus costs and attorneys fees 

 



Accurate Itemized Wage Statements (Cont.) 

 SB 1255 provides that an employee is deemed to suffer harm for 
purposes of the penalty if his employer fails to: 
• Provide a wage statement; or 
• Provide accurate and complete information for any of the required 

items and the employee can’t promptly and easily determine the 
information from the wage statement alone.  



Overtime Rate for Nonexempt Full-Time 
Salaried Employees  
 AB 2103 amends Labor Code Section 515 to prohibit private 

agreements that contravene the overtime regular rate calculation 
required for nonexempt full-time salaried employees in California. 

 AB 2103 provides that payment of a fixed salary to a nonexempt 
employee shall be deemed to provide compensation only for his 
regular non-overtime hours, despite any private agreement to the 
contrary. 



New Regulations To The California Fair 
Employment And Housing Act (FEHA) 
 New regulations to the California Fair Employment and Housing Act 

(FEHA), which applies to employers with five or more employees, 
went into effect on December 30, 2012.  
• (a) an expanded definition of “disabled by pregnancy,” which 

includes a non-exclusive list of medical conditions related to 
pregnancy; 

• (b) clarification of the definition of “four months” of leave as one-
third of a year, equaling 17 1/3 weeks; 

• (c) clarification of employer responsibilities with regard to 
reasonable accommodations and transfers; 

• (d) added prohibitions against discrimination or harassment 
based on “perceived pregnancy”; 



New Regulations To The California Fair 
Employment And Housing Act (FEHA) (Cont.) 

• (e) new notices, which are required to be posted and given to 
employees affected by pregnancy, Notice A for employers with 
less than 50 employees, and Notice B for employers with 50 or 
more employees]; and 

• (f) an obligation, for employers that choose to require medical 
certification from the employee, to notify the employee in writing 
and provide a form for the medical provider to complete. 
Employers may develop their own form or use the form provided 
in the regulations (pages 24 and 25). 

 
 



Written Contracts with Commission Employees  

 Effective Jan. 1, 2013, when an employer enters into a contract of 
employment that contemplates “commissions” as a method of payment, 
AB 1396 requires that the contract be in writing and include the method 
of computation of commissions.  

 The employer must give a signed copy of the contract to each employee 
who is a party and obtain a signed receipt for the contract from each 
employee.  

 If the contract expires and the parties continue to work under the terms 
of the expired contract, the contract terms are presumed to remain in full 
force and effect until the contract is superseded or either party 
terminates employment.  

15 



Written Contracts with Commission 
Employees  
 The definition of “commissions” under the new law is generally the same 

as provided in Labor Code Sec. 204.1:  

 “Compensation paid to any person for services rendered in the sale of 
such employer’s property or services and based proportionately upon 
the amount or value thereof.”  

 Under the new law, however, “commissions” do not include short-
term productivity bonuses such as are paid to retail clerks.  

 “Commissions” also do not include bonus and profit-sharing plans, 
unless there has been an offer by the employer to pay a fixed 
percentage of sales or profits as compensation for work to be 
performed.  

16 



New Risks for Misclassification of Employees as 
Independent Contractors 
 SB 459 prohibits willful misclassification of individuals as independent 

contractors.  
 “Willful misclassification” under this new law means avoiding 

employee status for an individual by voluntarily and knowingly 
misclassifying that individual as an independent contractor.  

 The bill also prohibits charging misclassified individuals for items that an 
employer is normally required to pay, such as: 
 Employee business expenses 
 Goods 
 Materials 
 Rent 
 Services 
 Government licenses 
 Repairs 
 Equipment maintenance 
 Fines arising from the individual’s employment 

 
17 



New Risks for Misclassification of Employees as 
Independent Contractors 
 Violations 

• Penalties range from $5,000 to $15,000 per violation.  
• If a pattern and practice of violations is found, penalties can range 

from $10,000 to $25,000 per violation.  
 Any employer violating SB 459 must post a notice – either on its website 

or, if there is no website, in an area of its business that is accessible to 
the general public. 
• The notice must be posted for 12 months. 
• Must confirm the violation of law. 
• State that the business has changed its practices. 
• Inform any employee who believes he/she has been misclassified 

as an independent contractor that he/she may contact the Labor 
Commissioner. 

 Successor business entities and owners are liable if the successor has 
one or more of the same principals or officers and is engaged in a 
similar business.  

18 



New Risks for Misclassification of Employees as 
Independent Contractors 
 SB 459 provides, in part:  
 “Any person who, for money or other valuable consideration, knowingly 

advises an employer to treat an individual as an independent contractor 
to avoid employee status for the individual shall be jointly and severally 
liable with the employer if the individual is not found to be an 
independent contractor.”  

 The bill exempts only employees advising their own employer and 
attorneys at law.  

19 



 
 
 
 
 
 

SOCIAL MEDIA 
 



Information from Social Networking Sites  

 Can an employer take adverse action against an employee 
(reduce shifts, demote, suspend, terminate) for lawful off-duty 
conduct gathered from a social networking site (Facebook) or is it 
concerted and protected activity?  

21 



Information from Social Networking Sites- 
NLRB Position  
 Concerted Activity 

• An activity is concerted when an employee acts “with or on 
the authority of other employees, and not solely by and on 
behalf of the employee himself.” 

 
 Protected Activity 

• Employee statements are considered protected when it is 
clear from the context of the statements that they implicate 
“working conditions” of the employee. 

22 



NLRB’s Position on Social Networking Sites  
 
 Employees’ Facebook Postings About Job Performance and 

Staffing Were Protected and Concerted Activity. 
• In one case, it was found that an Employer, a nonprofit social 

services provider, unlawfully discharged five employees who 
had posted comments on Facebook relating to allegations of 
poor job performance previously expressed by one of their 
coworkers, a domestic violence advocate.  

• The Board explained that an activity was concerted because it 
involved other employees. 

• It was also clear from the context of the statements, regarding 
employee staffing levels, that the employees implicated working 
conditions, therefore making the Facebook posts protected.  

23 



NLRB’s Position on Social Networking Sites 
(Cont.)  
 Internet and Blogging Standards and Discharge of Employee for 

Facebook Posting Were Unlawful.  
 An employee was asked by her supervisor to prepare an incident 

report concerning a customer complaint about her work. The 
employee asked for a union representative while she prepared the 
report. Later that day from her home computer, the employee 
posted a negative remark about the supervisor on her personal 
Facebook page, which drew supportive responses from her 
coworkers, and led to further negative comments about the 
supervisor from the employee. The employee was suspended and 
later terminated for her Facebook postings and because such 
postings violated the Employer’s internet policies.  

 The employee engaged in protected activity by exercising her 
Weingarten rights and by discussing supervisory actions with 
coworkers in her Facebook post. 
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Where Information Was Not Considered 
Protected 
 Bartender Who Posted Facebook Message About Employer’s Tipping 

Policy Was Not Engaged in Concerted Activity 

 This case concerned an employee, a bartender, who was 
discharged for posting a message on his Facebook page that 
referenced the employer’s tipping policy, in response to a question 
from a non-employee.  

 The employee also called the employer’s customers “rednecks” 
and stated that he hoped they choked on glass as they drove 
home drunk. He did not discuss his posting with any of his 
coworkers, and none of them responded to it. 
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Where Information Was Not Considered 
Protected 

 Although the employee’s Facebook posting addressed his terms and 
conditions of employment, he did not discuss the posting with his 
coworkers, and none of them responded to the posting. 

 It was found that the employee was not engaged in concerted activity. 

 



Social Media Policies… 

 On May 30, 2012, the NLRB issued NEW Guidelines on Social 
Media Policies. 

 The Memo discusses six relatively common policies that it found 
unlawful, including: 

 “Don’t release confidential guest, team, or company information” 

 “Offensive, demeaning, abusive or inappropriate remarks are as 
out of place online as offline…” 

 “Think carefully about “friending” co-workers” 

 “Don’t pick fights.  Communicate in a professional tone.” 

 The Memo is simply guidance, and the courts will have to sort out 
the interplay between protected speech and good business 
practices. 
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NEW CASES 
 



Court of Appeal Adopts DOL Rounding 
Regulation (See’s Candy Shops, Inc. v. 
Superior Court of San Diego County) 
 The Court of Appeal upheld that the policies underlying the DOL 

rounding regulation, i.e., that time rounding is a practical method for 
calculating working time and can be a neutral calculation tool for 
providing full payment to employees 

 The Court then applied the DOL rounding standard and concluded 
that “the rule in California is that an employer is entitled to use the 
nearest-tenth rounding policy if the rounding policy is fair and neutral 
on its face and it is used in such a manner that it will not result, over a 
prior of time, in failure to compensate the employees properly for all 
the time they have actually worked.  



Arbitration Cases 

 Sparks v. Vista Del Mar Child and Family Services (Cal App 4th 2012) 
– invalidated an arbitration clause buried in an employee handbook 
where acknowledgement did not refer to arbitration, and left the 
employer the unilateral right to change the handbook. 

 Iskanian v. CLS Transportation (Cal Sup Ct 2012) – Granted 
employer's motion to compel arbitration with valid class action waiver, 
and dismissed class action lawsuit.   Upheld the US Supreme Court's 
decision in the AT&T Mobility decision. 

 
 



 

BRINKER 



Rest and Meal Periods -The Initial Controversy  
Brinker Restaurant Corp. v. Superior Court (2012) 
53 Cal. 4th 1004 
 Meal Period - Basic Law After October 1, 2000 

 Minimum 1/2 hour, unpaid period for employee working at least five 
hours 
 DLSE interpreted this to mean that an employee cannot work 

more than five consecutive hours without  a meal break 
 Employee MUST actually take the meal period 

 If employee works no more than six hours, meal period may be 
waived.  Need not be in writing, but highly recommended 

 Employee must be fully relieved of all duties during the meal 
period, Per Labor Code Section 512 and the Wage Order 

 Rest Period – Basic Law 
 Ten minute paid break for every four hours worked 
 Need only be made available, i.e. need not force employees to take 

breaks (unlike meal period!!) 



Rest and Meal Periods -The Initial Controversy 
 
 What is the cost? 

 If employee does not receive meal or rest break, per Labor Code 
Section 226.7, et seq., employer must pay one additional hour of 
compensation for each day on which employee does not get all 
breaks and meal periods 

 Per UPS case in 2011, employees may receive one hour of pay for a 
missed rest break, plus another hour of pay for a missed meal break 
 



Evolution of the Brinker Decision 
 
 July 22, 2008 Appellate Decision issued  
 August 20, 2008 Decision became final 
 August 29, 2008 Petition for Review filed 
 September 19, 2008 Answer to Petition filed  
 October 22, 2008 Supreme Court Agreed to hear case 
 January 20, 2009 Opening Briefs were filed 
 May 1, 2009 Answering Brief was filed 
 July 19, 2009 Reply was due 
 October 8, 2009 Fully Briefed 
 November 8, 2011 Oral Argument 
 April 12, 2012 Supreme Court Decision issued 
   

 



The Brinker Decision:  California Supreme 
Court 2012 
 The Supreme Court decided all the threshold issues presented by the 

Court of Appeals; 
 "On the most contentious of these (issues), the nature of an 

employer's duty to provide meal periods, we conclude an employer's 
obligation is to relieve its employee of all duty, with the employee 
thereafter at liberty to use the meal period for whatever purpose he or 
she desires, but the employer need not ensure that no work is done.“ 
(Emphasis added) 



The Brinker Decision:  California Supreme 
Court 2012 
 The Court focused on several issues: 

 Whether class certification was an appropriate vehicle for deciding 
meal and rest break cases; 

 When must rest breaks be given; 
 The nature of the duty to "provide" a meal break; 
 The timing of the meal break; 
 The timing of a second meal break; and 
 Whether the off the clock allegations were amenable to class action 

certification 



The Brinker Decision: California Supreme 
Court 2012 (Cont.) 

 “Consequently, a trial court does not abuse its discretion if it certifies 
(or denies certification of) a class without deciding one or more issues 
affecting the nature of a given element if resolution of such issues 
would not affect the ultimate certification decision.  

 Because these decisions were made as a whole at the corporate level 
of Brinker, the Court found that class action could be an appropriate 
way to determine the ultimate issues of liability. 



The Brinker Decision: California Supreme 
Court 2012 

 Meal Breaks – The Nature of the Duty 
 "To summarize: An employer’s duty with respect to meal breaks 

under both section 512, subdivision (a) and Wage Order No. 5 is an 
obligation to provide a meal period to its employees. The employer 
satisfies this obligation if it relieves its employees of all duty, 
relinquishes control over their activities and permits them a 
reasonable opportunity to take an uninterrupted 30-minute break, 
and does not impede or discourage them from doing so.“ 

 What will suffice may vary from industry to industry, and we cannot 
in the context of this class certification proceeding delineate the full 
range of approaches that in each instance might be sufficient to 
satisfy the law. “ 

 "On the other hand, the employer is not obligated to police meal 
breaks and ensure no work thereafter is performed.“ 

 



The Brinker Decision: California Supreme 
Court 2012 

 Meal Breaks, What the Employer Must Do: 
 "Proof an employer had knowledge of employees working through 

meal periods will not alone subject the employer to liability for 
premium pay; employees cannot manipulate the flexibility granted 
them by employers to use their breaks as they see fit to generate 
such liability.“ 

 "Bona fide relief from duty and the relinquishing of control satisfies 
the employer’s obligations, and work by a relieved employee 
during a meal break does not thereby place the employer in 
violation of its obligations and create liability for premium pay 
under Wage Order No. 5, subdivision 11(B) and Labor Code 
section 226.7, subdivision (b).“ 



The Brinker Decision: California Supreme 
Court 2012 
 Meal Breaks, What the Employer CANNOT Do: 

 "On the other hand, an employer may not undermine a formal 
policy of providing meal breaks by pressuring employees to 
perform their duties in ways that omit breaks.” 

 For example: "proof of common scheduling policy that made 
taking breaks extremely difficult would show violation,"  and 
"indicating informal anti-meal-break policy “enforced through 
'ridicule' or 'reprimand'  would be illegal." (citations omitted) 

 " The wage orders and governing statute do not countenance an 
employer's exerting coercion against the taking of, creating 
incentives to forego, or otherwise encouraging the skipping of 
legally protected breaks." 



The Brinker Decision: California Supreme 
Court 2012 
 Life After Brinker . . . What Happens? 

 Continue to schedule breaks for all non-exempt employees to 
start before the end of the fifth hour of work 

 Continue to get meal waiver forms for those who work no more 
than six hours for their shift/day 

 Be prepared to PROVE that you made the meal break available 
 written policies putting the burden on the employee to report 
 check lists or logs showing the break was offered and declined 

 Keep time records tracking EXACTLY when the employee DOES 
work 

 Establish clear cut policies of the expected hours of work  
 Hold employee meetings 
 Train managers!!! 

 Pending cases? 
 The case interprets existing law, so it should apply immediately. 

 
 



The Brinker Decision: California Supreme 
Court 2012 
 Life After Brinker 

 New Wrinkle . . . FEDERAL LAW! 
 Under the regulations of the federal Fair Labor Standards Act, "bona 

fide" meal periods ordinarily need to be at least 30 minutes (29 CFR 
§785.19), and breaks under 20 minutes must ordinarily be paid (29 
CFR §785.18). 

 So under Federal Law, if employees clock out for less than 20 
minutes for their meal, it should be paid.  

 



The Brinker Decision: California Supreme 
Court 2012 
 Life After Brinker . . . Practical Questions: 

 How do we prove that the break was "made available" if it is not 
taken? 

 How do we track when an employee does any work during a break? 
 Do we still employ break people or pay the one hour of pay? 
 Do we have to force employees to take their second meal break if 

they work more than 10 hours and did not take the first break?  
 Bottom line: Good written policies, diligent scheduling, and manager 

training! 

 



Kirby v. Immoos Fire Protection, Inc. 
  On April 30, 2012, the California Supreme Court held that a claim for 

not providing or making available meal periods or rest breaks under 
Labor Code section 226.7 does not permit the prevailing party or 
employee from recovering his/her attorneys fees/costs.  
 Labor  Code section 1194 which provides for attorneys fees to be 

awarded to the prevailing employee is only permitted in actions 
involving minimum wage violations and does not apply to meal 
and/or rest break claims.  

 Labor Code section 218.5 which allows recovery of attorneys fees 
to the prevailing party for “nonpayment of wages” does not apply 
to meal and/or rest break claims.  

 “A section 226.7 claim is not an action brought for nonpayment of 
wages; it is an action brought for non-provision of meal or rest 
breaks.” 



Kirby v. Immoos Fire Protection, Inc. (Cont.) 
 Violation of 226.7 is based upon the non-provision of meal or rest 

break regardless of whether the  additional one hour of pay is 
paid to the employee.  

 How do we reconcile this case with Kenneth Cole where the one hour 
of pay was deemed to be a wage? 

 



Affordable Healthcare Act! 
What’s Happening This Year 



For 2012! 

 W-2 Reporting. W-2s must be issued showing employer and 
employee payments for certain health care items in 2012. This does 
not change the employer's deduction or cause employees to be taxed. 
IRS announced an exemption for employers that did not file at least 
250 W -2s in preceding year, but this exemption can be eliminated by 
IRS notice. IRC § 6051(a).  

 



Key Timing Issues for Healthcare Act, 2013 

 Health FSAs. A $2,500 annual limit will be imposed on health FSA 
deferrals; currently there is no such limit. Dependent care and 
adoption FSAs not limited. (Effective January 1,2013). IRC § 125(i).  

 Individual Deduction Threshold Increased. The current 7.5 percent of 
AGI floor on income-tax deductions for health care expenses is raised 
to 10 percent of AGI. (Effective January 1, 2013; however, floor 
waived during 2013,2014,2015, and 2016 for individuals who turn age 
65 before the close of those years). IRC § 213(a).  

 Employer Deduction For Government Subsidized Employer Drug 
Benefits Eliminated. The employer deduction for the portion of health 
care expenses that are reimbursed to the employer through the 
Medicare Part D subsidy program is eliminated (Effective January 
1,2013).  

 



Key Timing Issues for Healthcare Act, 2013 
(Cont.) 

 Administrative Simplification. PPACA 1104 § will affect relationships 
between payers and providers (hospitals, physicians, and allied care 
practitioners) s well as claims clearinghouses and banks that perform 
intermediary functions. HHS prescribes new "operating rules" that will 
govern the exchange of health data transactions, including eligibility, 
claim status, electronic funds transfers, electronic remittance advices 
and other transactions. Group health plans must comply with 
"administrative simplification" rules for electronic exchange health 
information and electronic fund transfers and file a certification with 
the federal government that the plans are in compliance. This also 
applies to grandfathered plans. Systems must be effective starting 
January 1, 2013, and employers must certify compliance by 
December 31, 2013.  

 



Key Timing Issues for Healthcare Act, 2013 
(Cont.) 

 Medicare Tax Increases. The FICA Medicare tax rate is increased 0.9 
percent for wages/earnings over $200,000 ($250,000 for married 
couples filing jointly); i.e., a combined 2.35 percent on wages over 
$200,000 ($250,000 for joint filers). An employer is required to collect 
the employee's share in the case of wages. The employer's share of 
FICA Medicare tax remains 1.45%. (Effective for tax years beginning 
January 1, 2013).  

 



Key Timing Issues for Healthcare Act, 2013 (Cont.) 

 A new Medicare tax on investment income of 3.8% for income over 
$200,000 ($250,000 for married couples filing jointly) applies. 
(Effective for tax years beginning January 1,2013).  

 Employer Provided Health Insurance Exchange Notice. Employers 
must provide notice to employees of the upcoming existence of state 
insurance exchanges, which are to be established by all the states in 
2014 or by HHS if a state fails to do so. Notice must be in the form 
specified in DOL guidance. (Effective March 1,2013).  

 Comparative Clinical Effectiveness Research Fee. First temporary 
fees imposed on self-insured health plan sponsors (lRC §4376) and 
insurers for insured plans (IRC §4375).(Effective July 31, 2013). 

 Plan Communications With Providers. Health plans must certify and 
document compliance with HHS rules for electronic transactions 
between providers and health plans.(Effective Dec. 31, 2013). 

 



2014 –What We Know… 

 Health Insurance Nondiscrimination Requirements. Code Section 
105(h) currently taxes the benefits received by highly compensated 
employees (HCE) under discriminatory self-funded health plans.  

 State Health Insurance Exchanges. Each state must establish a health 
insurance exchange (or HHS will do so) for use by the uninsured and 
small employers with 100 or fewer employees (although states may 
set the cap at 50 employees).  

 State Health Insurance Exchange Tax Subsidies. Individuals who do 
not have affordable minimum essential coverage from their employer 
are eligible for tax credit subsidies for their health insurance purchase 
on a state exchange if their income is below 400% of federal poverty 
level. (Effective January 1,2014).  

 



2014 –What We Know…(Cont.) 

 Employer Mandate (Pay or Play) Tax Penalties. Employers with 50 or 
more full time equivalent employees will be required to offer their full 
time employees (FTEs) minimum essential health coverage or pay a 
fine of up to $2,000/year for each FTE in excess of 30 FTEs if an 
employee receives a premium tax credit on a state health insurance 
exchange.  

 Individual Mandate Tax Penalty. Individuals are required to obtain 
minimum essential health coverage for themselves and their 
dependents or pay a monthly penalty tax for each month without 
coverage.  

 Automatic Enrollment. Employers with more than 200 employees who 
maintain one or more health plans must automatically enroll new full 
time employees in a health plan.  
 

 



2014 –What We Know…(Cont.) 

 Pre-existing Condition Exclusion Practice Eliminated. Pre-existing 
condition exclusions are no longer allowed in group health plans or 
individual insurance policies, not even the limited exclusions 
previously allowed under HIPAA. 

 90-Day Maximum Waiting Period. Group health plans and health 
insurance issuers may not impose waiting periods in excess of 90 
days.  

 Cost Sharing Limits. Group health plans may not impose cost sharing 
amounts (i.e., co-pays, deductibles) that are more than the maximum 
allowed for high-deductible health plans (currently these limits are 
$5,000 for an individual and $10,000 for a family coverage).  

 Annual Or Lifetime Limits. Group health plans, including 
grandfathered plans, may no longer include more than restricted 
annual (until 2014) or any lifetime dollar limits on essential health 
benefits for participants. 

 



2014 –What We Know…(Cont.) 
 Wellness Program Health Plan Discount. The maximum premium 

discount an employer can offer under its health plan for participation in 
a wellness program is 30 percent.  

 Coverage For Those In Clinical Trials. Insurers and health plans, 
unless grandfathered, may not discriminate against an individual for 
participating in a clinical trial. If plan covers qualified individual, it may 
not deny or impose additional conditions for participation in clinical 
trial. PHSA § 2709. 

 Employer Minimum Essential Coverage Reporting. All employers 
providing minimum essential coverage must file information with the 
IRS and plan participants. (Effective for calendar years beginning on 
and after Jan. 1,2014.) PPACA § 1502; IRC § 6055. 
 



2014 –What We Know…(Cont.) 

 Large Employer Health Information Reporting. Large employers, 
employers with at least 50 full time equivalent employees, must 
submit annual health insurance coverage returns to FTEs and the 
IRS, certifying whether the employer offers health care insurance to its 
employees and, if so, describing the details regarding plan 
participation, applicable waiting periods, coverage availability, the 
lowest cost premium option under the plan in each enrollment 
category, and other information.  

 Medicaid Expansion. Supreme Court in effect ruled that the 
requirement for states to offer Medicaid benefits to all persons with 
incomes at or below 133% of federal poverty level is optional with 
each state.  
 



Hot Litigation Trends  

 Wage and hour – even with the Supreme Court’s decision in Brinker, 
these cases are still hot. 

 ICE audits and DOL audits are on the rise. 
 Sexual harassment and leave of absence or disability cases still popular.  



 
 THANK YOU FOR ATTENDING! 

 
 Presented by: 
 Beth A. Schroeder, Esq. 
 bschroeder@lathropgage.com  
 Follow me on Twitter! @BethASchroeder 

 
 
 
 
 

 



How to Recognize, 
Reward and Retain Top 

Talent 
Presented by Allison Pratt 



Q:  Why Retention? 
 
A:  We want to keep our good 
employees! 



SHRM Study Findings 

Nearly all organizations indicated 
employee engagement, retention and 
recruitment are the key challenges for 
the future 

Eight out of 10 organizations currently 
have an employee recognition program 



Major HR Challenges Within The Next 
Three To Five Years: 

Very  
Important Important Unimportant Very 

Unimportant 

Employee engagement 69% 30% 1% 0% 

Employee retention 63% 32% 4% 1% 

Employee recruitment 53% 43% 3% 0% 

Culture management (i.e., managing 
your organization’s corporate culture) 51% 45% 4% 0% 

Note: n = 742. Total may not equal 100% due to rounding 



Table Activity  
What Employees Want 

Answer individual column 
Discuss as a group and answer 

the group column 
Actual rankings will be given 

throughout the presentation 



Why Is Retention a Problem?  

 



Employee (Dis)Satisfaction 

Large percentage of 
American workers 
dissatisfied with 
jobs 

Many plan to move 
on within a few 
years 

National voluntary 
turnover rate is 
around 20% a year 

 



Employees Tell Us… 

More than 30% believe they’ll be working 
someplace else within 12 months 

More than 40% don’t respect their boss 
More than 50% have different values than 

their organization 
More than 60% have career goals out of 

alignment with organization 
More than 70% don’t feel 

appreciated/valued 



Top 10 Reasons Employees Leave 

1. Employee passions not aligned with 
corporate pursuits 

2. Failed to challenge their intellect 
3. Failed to engage their creativity 
4. Failed to develop their skills 
5. Failed to listen to them 

 



Top 10 Reasons Employees Leave 

6.  Failed to care about them as a person       
7.  Failed to lead 
8.  Failed to recognize their contributions 
9.  Failed to increase their responsibility 
10.Failed to keep your commitments  



What Supervisors Think Employees  
Want from Their Jobs 



What Supervisors Think Employees  
      Want from Their Jobs (cont.) 

© Business & Legal Reports, Inc. 1001 



What Do You Think? 

If leaders spent less time trying 
to retain people, and more time 
trying to understand them, care 

for them, invest in them, and 
lead them well, the retention 

thing would take care of itself.  



Voluntary Versus  
Involuntary Turnover 

Involuntary turnover    
Voluntary turnover 



How Much Does Turnover 
Cost? 

10% of annual salary? 
50% of annual salary?  
100% of annual salary? 
200% of annual salary? 

 



Costs of Turnover 

 High turnover rates are linked to shortfalls 
in organizational performance 
Any key employee loss is also linked to 

shortfalls in  organizational performance  

 

When retention is higher than normal, 
customer satisfaction, productivity and 
profitability also tend to be higher than 
normal 
 

 



Determining the  
Causes of Turnover    

Exit interviews 
Six month post 

exit interviews 
Conversations 

with employees  
Surveys   



What do you do when a key 
employee receives a new job 
offer and gives notice? 

What are three specific 
actions you can take or 
recommend to try to retain 
this employee?   

Or is it too late? 
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Definition: Employee Engagement 

Employee’s involvement with, 
commitment to, and 
satisfaction with work 



  
Methods organizations use to track 

employee engagement levels: 
 

Other

Social media activity by employees (i.e., tracking employee
comments on internal and external company forums)

Company-administered employee engagement
surveys/analysis (i.e., the organization conducts its own

survey with employees)

Vendor-administered employee engagement
surveys/analysis

Employee retention rates

Employee exit interviews

3% 

11% 

40% 

43% 

65% 

71% 

Note: n = 637. Includes only organizations that indicated they track employee engagement levels. Total does not equal 100% due to multiple response 
options .   



Employee Engagement 

Can be extinguished 

Can be inspired 
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Engagement Begins  
With Leadership  

Vision  
Direction   
Commitment 
Accessibility 
Trust 

 



What Engages Employees?  

Not only money… 
Motivators vary from  

person to person 
Must be tailored to  

needs and goals 
A combination  

approach can work  



What Employees   
Want from Their Jobs 

1 



What Employees  
      Want from Their Jobs (cont.) 
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Belonging  
Teambuilding  
Peer esteem 
Support and 

cooperation 
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Respect  
Make people feel important  
Treat employees as professionals 
Get to know employees 
Show appreciation 
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Training  
On the job   
Advanced skills   
Cross-training 
Seminars 
Further education 
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Recognition  
Positive feedback  
Public praise  
Money   
Other rewards  
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Does your organization have an 
employee recognition program? 

Yes 
   80% 

No 
   20% 

n = 698 



Does your organization track the ROI of 
your employee recognition program? 

Yes 
13% 

No 
87% 

Note: n = 419. Analysis excludes “not sure” responses.  



The Most Common Reasons 
Organizations Recognize Employees 

Other

Completion of regular work projects at a faster than usual pace

Completion of regular work projects with high-quality results

Exemplary behavior that aligns with organizational values

Successful performance results related to the organizational
financial bottom line (e.g., financial gains for organization,

increased sales)

Going above and beyond with an unexpected (not regular) work
project

Years of service

3% 

2% 

9% 

37% 

43% 

48% 

58% 

Note: n = 549. Includes only organizations that have an employee recognition program in place. Total does not equal 100% due to multiple response 
options.     



Why Employee Recognition is 
Important 

Helps to attract and retain key 
employees 

Motivates employees to perform at 
higher levels 

Increases employee productivity 
Can increase company revenues and 

profitability 
 



Why Employee Recognition is 
Important 

Improves business quality and service 
May lower stress 
Reduces absenteeism and turnover costs 
Fosters employment longevity 
Encourages employees to continue education 

and training 
 



Employee Recognition Ideas and 
Examples 

 Verbal, written or formal praise from managers or 
informal praise by peers  

 Gift cards 
 Spot award (monetary) 
 Choice of interesting and challenging projects 
Opportunities to attend conferences or other 

trainings  
Opportunities to mentor other employees and 

work with people outside their areas  
 Personal Time Off 
 
 
 

  



Employee Recognition Ideas and 
Examples 

 Call employee and thank them, with no other 
purpose for call 

 Add a personal thank-you note to paycheck or 
bonus  

 Allow employees to clang bells or whistles when 
they reach a goal   

 Company logo items 
 Plaques or trophies 
 Catered lunch or out to lunch 
 Anyone have any other suggestions? 



To Be’s 

To be respected 
To be valued 
To be heard 
To be part of a team 
To be known as an 

individual 



What Employees Really Want     

Good, safe work environment   
Good boss and co-workers  
Opportunities for growth and 

development    
Meaningful, challenging work 
Having enough time to do quality 

work   
Recognition    



What Employees Really Want 
(cont.)   

Freedom to use judgment and initiative  
Being part of a team    
Fairness and consistency    
Clear goals and well-defined tasks  
Deciding how to perform tasks 
Influence and decision-making 

opportunities   



What Employees Really Want 
(cont.) 

Adequate resources    
Being able to take pride in their 

work and the organization    
Sharing ideas and solving 

problems with co-workers  
Being consulted when affected by 

decisions 



The employee: 
 Bright 
 Capable 
 Unproductive 
Disinterested 
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Keeps to herself 
Says nothing at 

meetings 
Does not ask for help  

or provide it 

(cont.) 
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What would you do to 
make  
Jackie a productive 
member  
of the team? 

(cont.) 
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Talk to the employee 

Set clear expectations 

Monitor performance 

Give positive feedback 

Provide challenges  

Involve the employee in the 
group 
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What Else Can We Do to 
Foster Engagement and 

Retention?  

 



Hire the Right People    

Explain the job     
Define your 

expectations     
Look for a good 

fit    



Get Off to a Good Start    

Orientation     
Training    
Coaching  
Teamwork  



Provide Leadership and 
Direction      

Set clear goals 
Define responsibilities 

and set limits   
Explain policies   
Be fair and consistent 
Deal with all 

complaints promptly   



Challenge Employees     

Assign meaningful work   
Encourage initiative   
Delegate decision-making 

responsibility 



Challenge Employees (cont.) 

Cross-train 
Build self-

confidence    
Remove barriers 

to performance 



Provide Opportunities    

Training and 
coaching    

Promotions    
More 

responsibility 
Special 

assignments   



Offer Constructive Feedback    

Reinforce positive 
behavior    

Correct inadequate 
performance  

Make good use of 
performance reviews  

Set a good example   



Promote Open 
Communication    

Share information    
Listen to employees’ concerns    
Welcome ideas and suggestions 
Encourage interaction among 

employees   
Manage conflict   



Recognize Achievement    

Reward exceptional 
performance and  
outstanding 
achievement    

Don’t forget to 
recognize regular 
work, too    

Provide incentives  

Celebrate group 
success   



Offer Adequate  
Support and Supervision    

Be accessible   
Show employees that 

you value them    
Provide guidance and 

instructions  
Help people learn from 

their mistakes    
Stick up for your 

people 



Provide Sufficient Resources    

Tools and equipment    
Supplies and materials    
Training  
Time   



Remain Flexible 

Help employees 
balance their work 
and personal lives 

Capitalize on 
diversity    

Accept change  



Identify a key employee at 
your firm at risk for leaving.  

What are three specific 
actions you can take or 
recommend to try to retain 
this employee? 
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Homework Assignment 



Remember the 
Disconnect 

What employees rank as 1, 2, 
and 3; (highest) 

Supervisors rank as 8, 9 and 
10; (lowest)  



 
#1. Feel Appreciated 

 

 

 
 
 

Speak from the heart 
Show your feelings 
Let employees know they matter 

to you and are noticed 
Thank them for a job well done 
 

 
 
 
 
 
 

 



#2. Feel “In” On Things  

“Connect” 
Share feelings 
Keep them in the loop 

 



#3.  Sympathetic Help 
with Personal Problems 
Employees do not leave feelings or 

problems behind when they come to 
work 

Reassure them you understand their 
problems and be flexible and 
supportive  

Good managers must be able to 
meet employee needs 
 

 



The “Golden Rule” of 
Retention 

If you tune into what your employees 
really want, and meet these needs, your 

chances of keeping the best will be 
greatly improved! 

 



Some Great Related Reads…. 

Love ‘Em or Lose ‘Em - Beverly Kaye 
and Sharon Jordan Evans 

A Great Place to Work – Robert 
Levering 

Employer of Choice – Roger Herman 
and Joyce Gioia 

Keep Your Best:  Retention Tips – 
Susan Heathfield  



Thank You! 

 
Allison J. Pratt, MBA, SPHR-CA 

Pratt & Associates 
25108 Marguerite Parkway, A#430 

Mission Viejo, CA  92692 
allisonjpratt@gmail.com 
www.hrsmartstart.com 

 



What People Want at Work 
 
 
 

 
Individual 

 
Group 

 
Factors 

 
Supervisors 

 
Employees 

     

  High Wages   

  Job Security   

  Promotion In Company   

  Good Working Conditions   

  Interesting Work   

  Personal Loyalty of Supervisor   

  Tactful Discipline   

  Full Appreciation for Work Done   

  Sympathetic Help With 
Personal Problems 

  

  Feeling of Being in on Things 
 

  

 
 



Diane L. Katz, PhD 
www.TheWorkingCircle.com 



Objectives 
 Learn about The Working Circle® and 

how to use it in any conflicted 

situation – whether it is you and 

someone else or you are mediating 

 Improve your communication skills 

that you use when dealing with 

conflict 



Why Do We Have Conflicts at 
Work? 
 Resources 
 Power differentials 
 Values – work ethic – work styles 
 The culture of the firm itself  
 Difficult people 
 Job design – compensation 
 Management  

 



 Resolving Conflicts… 
  The Working Circle® 
 Linear versus Circular 

 Masculine versus 

Feminine 

 Aggression versus 

Compassion 

 
 
 



 The 
 Working   
 Circle® 

1. What is the 
situation? 

2. What’s negotiable? 

3. What’s non-negotiable? 

4. What have I learned 
from past experience? 

5. How do I feel about 
the situation; the 
task? 

6. What is the game plan? 

7. What transformations 
will the game plan bring? 

8.Will these changes 
ultimately be positive? 



Stories from the firm… 
 The administrative assistant who could 

 The coworker who didn’t pull her weight 

 The administrative manager who needed to mediate 



Mediating and the Circle 
 Don’t engage only one of the disputants – invite 

problem solving and communication 
 Take out the Circle and show them what you and they 

will be using as the format of their talk 
 Avoid interruptions 
 Don’t mediate longer than 45 minutes! Exhaustion! 
 Stalled: offer suggestions. Otherwise, let the ideas 

come from them 
 Once an agreement is reached, decide whether or not a 

written follow-up is necessary 



Communication Skills 



Communication Skills and Conflict Management  
The Keys to Conflict Resolution 

Example:  A vendor says to you (over the telephone), 
“I don’t know how you all get things done over there, 
but it sure is a mess trying to get this accomplished.  
And you are the most uncooperative person I have 
ever worked with.” 



Focused, Compassionate Listening 
 Assuring the other person with your words, 

tone, and body language that you are listening 
and have understood where s/he stands and 
how s/he is feeling 
 

 More than restatement 
 

 An appreciation for the other person’s 
opinions, even if there is no agreement 
 

 Empathy even if you are in conflict and 
vehemently disagree with the other person 



Examples of Active Listening 
 “It sounds as if you might be feeling . . . “ 
 “You are more than frustrated about not getting that   

 raise—is that accurate?” 
 “You don’t trust what John told you.” 
 “It is clear to me that you are rather angry about the 

 situation.” 



Use Active Listening To… 
 Mediate conflict among others or deal with 

your own conflict resolution. 
 De-fuse the situation. 
 Reflect compassion even in the face of 

conflict 
 



Compassion and Assertiveness 
 The ideal combination 

that will help you to 
become a problem 
solving professional  

 It’s not about right or 
wrong in most 
situations, it’s about 
reaching a solution 

 No matter what your 
style, you can get 
through any conflict 

 “I understand how you 
feel, and I have needs, 
too” 

 “I know we can reach a 
solution if we stay 
focused on the issues 
and not on the people” 

 “I know you are upset, 
and I wish you would 
just not raise your voice” 



 The 
 Working   
 Circle® 

1. What is the 
situation? 

2. What’s negotiable? 

3. What’s non-negotiable? 

4. What have I learned 
from past experience? 

5. How do I feel about 
the situation; the 
task? 

6. What is the game plan? 

7. What transformations 
will the game plan bring? 

8.Will these changes 
ultimately be positive? 



Changing Behavior… 
 Isn’t easy! 

 Practice at home 

 Observe the conflict management style of others 

 You can do it! 



If you would like more help… 



Thanks for attending! 

 We offer free online assistance – just 
email us at 
www.TheWorkingCircle.com 

   and you will receive a confidential 
response within 2 business days. If 
you are concerned about privacy, use 
your personal email. 



The Working Circle® 
  Diane L. Katz, Ph.D.   

www.TheWorkingCircle.com  
 

 
 

1. What’s the situation? 

2. What’s negotiable? 

3. What’s non-negotiable? 

4. What have you learned 
from previous experience? 

5. How do you feel about 
the situation; the task? 

6. What is the game plan? 

7. What transformations 
will the game plan bring? 

8. Will these changes 
ultimately be positive? 

 

http://www.TheWorkingCircle.com


Giving back to the community 
and legal industry 

Networking,  friendships 
and professional support 

Leadership, Certified Legal 
Manager (CLM) support 

and more!  

Outstanding educational 
opportunities and events 

What membership in 
GLA ALA is all about.... 

Our History 
GLA ALA is the Greater Los Angeles Chapter of 
the Association of Legal Administrators. The Los 
Angeles chapter was chartered on June 26, 1972 and 
the Beverly Hills chapter was chartered on June 13, 
1977. The two chapters merged to become the 
Greater Los Angeles (GLA) Chapter in 2003. The 
Greater Los Angeles Chapter currently has 350+ 
members throughout the Los Angeles metro area 
and is rapidly growing. GLA provides a dynamic 
force within the community for the support of our 
members, as well as a strong representation at ALA's 
Regional and International levels.   
The GLA mission is to promote and enhance the 
competence and professionalism of all members of 
the legal management team improve the quality of 
management in law firms and other legal service 
organizations, and represent professional legal 
management and managers to the legal community 
and to the community at large. 

...Become a member and 
experience the support of 

GLA ALA! 

Membership in the Greater Los Angeles Chapter will 
provide access to top-notch educational seminars and 
a variety of network events that will directly assist you 
with your growth and development in legal 
management.  

Benefits of  Membership 

• Chapter Magazine: Our bi-monthly magazine 
“Leadership Exchange” is sent to all members and 
features articles on trends in all aspects of legal 
management including office technology, updates 
on governmental and legislative regulations, HR 
issues and updates on chapter business and 
calendar of events. 

• Website Content: The GLA ALA website at 
www.glaala.org offers a wide variety of important 
information along with links to chapter information 
and calendar of events, as well as valuable 
information on our business partners, who are 
supporters of our chapter and who stand ready to 
assist you as needed. 

• Networking:  The chapter provides opportunities 
at all events to network with other legal 
professionals and also supports specialized 
Listserves for gathering/sharing information. We 
sponsor a formal mentor program to assist  
members who request guidance and help in their 
jobs and in professional development. 

• Chapter Membership Directory:  Published 
annually, the directory provides you with a network 
of all legal administrators and members in the 
chapter. 

• Access to the ALA’s Value in Partnership 
(VIP): Program which allows access to discounts 
and/or special benefits from various 
organizations. 

2012-2013  
GLA ALA President,  
Shaun Morrison, 
ALA Past President,  
Karen Griggs and  
GLA  ALA Past 
President, Jean 
Jewell 

For more information please feel free to contact our 
GLA Chapter Manager, Lori Akina who can be reach 
at the following: 
 

(805) 523-0464 
Lori@tjmanagement.com 



“Making the transition as an Administrator from 
one industry to another (e.g. the legal industry) is 
no easy feat.   Thank goodness for GLA ALA which 
was instrumental in getting me up to speed, 
acclimated me to the legal community and 
provided me with  invaluable skills.  I truly value 
my membership.”    
 

Manjit Ender, Member since  2006 

Community Connection  
Each year GLA ALA coordinates and participates in a 
community service project which benefits the Los 
Angeles community at large. The last few years GLA 
ALA has sponsored a 5K walk/run in Los Angeles 
named the Justice Jog.  GLA ALA members and law 
firms team up with legal community business partners 
along with various businesses to raise money to 
benefit a charitable organization which directly 
supports the legal community. The Justice Jog is a 
great way for members and firms to work together to 
give back to the community! 

Education and Networking 
GLA ALA hosts numerous monthly educational and 
networking events including: 

• Chapter meetings with 
nationally known speakers. 

• Focused section lunches and 
meetings. 

• Employment Law Forum - annual full day 
employment law and HR conference packed with 
law updates and education. 

• Managing Partner Event - annual lunch/dinner 
with a nationally noted speaker where managing 
partners  and general counsel from member legal 
organizations are encouraged to attend. 

• Business Partner Appreciation Lunch - annual 
lunch where members can bring their favorite 
business partner for FREE! 

GLA ALA Section Groups 
GLA ALA also has many opportunities for members to 
gain insight and knowledge in specific legal section areas 
via meetings and networking opportunities which 
include: 

• Finance Section 
• Small Firm Section 
• Multi-Office Section 
• HR Section 
• IT Section 
• Certified Legal Manager (CLM) 
• Corporate/Government Section 
• Members in Transition Section 
 
and geographical area sections: 
• Santa Barbara/Ventura 
• Inland Empire 
• San Fernando Valley 

Membership Committee  
Contact Numbers/Information 

GLA ALA is a Platinum 
Level Chapter, meeting the 
rigorous standards for a 
chapter of excellence as set 
by the ALA 

Becoming A Member 
Contact the Membership Chair listed below to 
request an application and/or information for 
both the GLA Chapter and international ALA 
membership.  You can also apply online for 
both the ALA organization and the GLA 
Chapter.  Please note—membership in ALA is 
required for Greater Los Angeles Chapter 
membership.  

www.glaala.org    OR   www.alanet.org 

Certified Legal Manager (CLM) 
 

Regardless of where you are in your career, certification 
adds a valuable dimension to your 
professional development. GLA offers 
p rogramming ,  educa t ion  and 
mentorship support for those who 
desire to take the CLM Exam.  The 
content of the CLM exam covers all 
areas of legal administration, arming 
you with the knowledge necessary for day-to-day, hands
-on involvement in all aspects of managing a law firm or 
legal department. Ask us how we can help you become a 
CLM! 

Chair—Ken Sweet  
Contact phone: 213-417-5366 

Contact email: ksweet@mpplaw.com 
 

Committee members: Amy Freeman, 
Tanya Russell and Ilene Sturrock 



2013 Application for Membership 
Before you Begin 

1. For expedited processing, apply online at www.alanet.org.
2. Please review the ALA website for membership eligibility requirements.

 Mr. Ms.     First Name  Middle Name/Initial    Last Name

Nickname or Informal Name (for badges and/or correspondence)

Job Title

Employer

Street Address

City State/Province ZIP Code + 4/Postal Code 

Country  

Phone Fax Cell (ALA Use Only) 

Email 

1. Are you applying for: Regular Membership Associate Membership

2. Which of the following best describes your title? Select only one title.
Executive Director/Principal Administrator (01 overall management)
Office/Business Manager (01 overall management)
Branch Office Manager (01 overall management)
Support Manager/Functional Specialist

Identify your primary job responsibility. Select only one specialty. 
Finance (02)
Human Resources (03)
Technology (04)

Facilities (05)
Marketing (06)
Practice Management (07)

Attorney
Managing Partner/General Counsel (08)
Partner (9)

Associate (10)

Student (11)
Legal administration/management, paralegal, business, or ABA-accredited law school
Another discipline; Major

Employer Information 

1. Which option best describes your employer? Select only one box.
Private Law Office
Corporate Legal Dept.
Government Legal Dept./Judicial Agency/Court
Bar Association
Law Department of Public Interest, Nonprofit Organization (limited to those serving indigents full-time)
College/University

 Instructor or other staff
 Student

Other (describe; a formal job description must also be provided)

http://www.alanet.org
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2. Does your employer have more than one office or location?   Yes; No;  Not Applicable 
Select a., b. or c. below, as appropriate: 

a. If your employer has office space in multiple locations: 
Are you the principal administrator for all offices?        Yes     No
(excludes functional specialist positions noted above) 
OR
for one or more branch locations?             Yes     No
(excludes functional specialist positions noted above) 

Number of lawyers at your location           

Number of lawyers organization-wide           

        Yes     No

b. If your employer has office space in a single-location:   
Are you the principal administrator?          Yes     No
(excludes functional specialist positions noted above)        
Number of lawyers at your location           

c.  Not applicable.

Your Role

1. Number of staff who report to you    

2. The person to whom you report: Name          
     Title          

3. Do you manage an important function that renders high-level technical or other specialized services?   Yes     No

4. Do you occupy a position that involves the exercise of independent judgment without close daily supervision? 
 Yes     No

5. Do you hold an exempt position or a position that is eligible to be classified as exempt?  Yes  No

6. Do you work for a legal organization engaged primarily in the practice of law?   Yes     No

7. Do you exercise management responsibilities on a full-time basis?  Yes     No

If no, what percentage of your working time do you devote to performing the management responsibilities of your position: 
  % 

Signature Required

I meet the eligibility requir  Bylaws and agree to abide by the ALA Code of Profes-
sional Responsibility. (See www.alanet.org) to review these documents before signing your application.) I understand 
membership is issued to individuals, not employer organizations, and is neither transferable nor refundable. Applications 
are accepted subject to review and approval. Most applications are approved within 5 working days of receipt by ALA. 
Under certain circumstances, and during peak times, an additional 5 to 10 business days may be required.  

                
Date     Signature 

http://www.alanet.org
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Membership Investment

1. Do not include chapter dues with this application.
2. Dues are based on the calendar year  January 1, 2013 through December 31, 2013.
3. If applying January 1, 2014 or later, please request the 2014 application form.

Standard Rates
(law firms, corporate or government law departments, bar associations, colleges/universities)

Your Location
Apply in January

June 2013
Apply in July 
November 2013

Apply in
December 2013*

U.S.A. $3 5 USD $2 5 USD $3 5 USD
Canada $2 5 CAD $2 5 CAD $2 5 CAD
Other $2 5 USD $2 5 USD $2 5 USD

* When you apply in December 2013, you receive 13 months of membership for the price of 12! Your membership will, subject to continued eligibility,
be valid through December 31, 2014. 

Reduced Rates
(employer organization serves indigents only, e.g. Legal Aid Society)

Your Location
Apply in January

June 2013
Apply in July 
November 2013

Apply in
December 2013*

U.S.A. $2 5 $1 5 $2 5
Canada $1 5 $1 5 $1 5
Other $1 5 $1 5 $1 5

* When you apply in December 2013, you receive 13 months of membership for the price of 12! Your membership will, subject to continued eligibility,
be valid through December 31, 2014.

(based on the calendar year January 1, 2013 through December 31, 2013)
Apply in 2013*

Students in: legal administration/management, paralegal, business or business 
management degree programs or ABA-accredited law school. 
(Transcript required at time of application and annually at renewal. Restrictions regarding student 
employment apply. Contact ALA to discuss details.)  

$25 USD

Students in disciplines not identified above 
as Listed Above

* When you apply in December 2013, you receive 13 months of membership for the price of 12! Your membership will, subject to continued eligibility,
be valid through December 31, 2014.

Payment & Mailing Information

Checks: Payable to Association of Legal Administrators and should be mailed as follows: 
 U.S. Funds: ALA, P.O. Box 95583, Chicago, IL 60694-5583
 Canadian Funds: ALA, P.O. Box 57157, Station A, Toronto, Ontario M5W 5M5 CANADA 

Credit Cards:
 ALA, 75 Tri-State International, Suite 222, Lincolnshire, IL 60069-4435 USA 
 Fax: 847.267.1329 

Visa MasterCard American Express (USD only)

Card Number  Exp. Date 

Billing Address  

Purchase Orders: ALA does not accept purchase orders for payment of dues.  

Questions? Phone: 847.267.1252 (8:30 a.m.-5:00 p.m. CT); email: membership@alanet.org

mailto:membership@alanet.org
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General Information

Member dues are not used for lobbying expenses. 

Legal Management, the Association 
educational magazine.  

Contributions or dues to ALA are not deductible as charitable contributions for U.S. federal income tax purposes. 
However, Dues payments are deductible by U.S. members as an ordinary and necessary business expense. 

The Association of Legal Administrators encourages minority membership in the profession and ALA. Persons of color, 
persons with disabilities, veterans and others are encouraged to apply. 

ALA business partners contact members from time to time, using information from a variety of sources: law firm and 
chapter websites, legal directories, and trade show visits. ALA also offers business partners, on a controlled basis, the 
opportunity to rent ALA's membership mailing list. This information includes only mailing addresses not telephone 
numbers or email addresses and is available for one-time use only. 

Select ALA business partners are approved for inclusion in the ALA Value in Partnership (VIP)SM Program through which
they provide exclusive discounts and services to ALA members. Under certain circumstances, ALA has occasionally 
granted these business partners the opportunity to reach members via email, to communicate those services offered as 
part of the VIP Program relationship. We want to assure members that the Association values your privacy, and carefully 
manages access to your contact information. If you would like further information about how we protect your information, 
please contact the ALA Membership Department. 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25

26 27 28 29 30 31 32 33 34 35 36 37 38 39 40 41 42 43 44 45 46 47 48 49 50

M.12117 (Rev. 11/12) 



 
Please type or print information (or affix your business card) 
 

Name  Date  
Title  
Employer  

Address  City  State  
Zip 
Code  

Telephone  
Main Office 
location   

Fax Number  
Number of Offices   __ 
Number of Lawyers  

Email  Number of Staff  
Areas of 
Practice (limit 
to five)  

No. of 
Attorneys 
firm wide  

Managing Partner/Managing Attorney/or 
General Counsel: 

 
Name:___________________________________________ 
Email Address:______________________________________ 

How did you hear about us?  
Home Telephone Number: ______________________________________________________ 
(Confidential info. Helps us contact you if you change jobs and forget to notify us) 

Tell us about yourself: 

1.   How many years with current firm?   _______ 
2.   How many years an administrator or support manager in the legal profession? _______ 
3.   Previous member of GLA ALA Chapter? ____ 
4.   When did you first join GLA ALA?     (month/year)  _________ 
5.   What is your ALA ID #: ____________ 
6.    Is the Greater Los Angeles Chapter to be your Primary ALA affiliation? Y or N ____ Secondary? _____ 
List any other chapters that you are currently a member of: ____________________________________ 

Chapter Involvement 

□ I would be interested in serving on the board. 
□ I would be interested in joining the Section(s) checked below. 

□  Corporate/Government  □ Finance  □ Human Resources  □ Information Technology  □ Multi-Office   
□ Riverside/San Bernardino  □ San Fernando Valley  □ Small Firm  □ Santa Barbara/Ventura County 

□ I am willing to help on special projects. 
□ I am interested in serving as a mentor to a new member for 3 months. 
□ I am interested in having a mentor assigned to me for 3 months. 
□ I am interested in writing an article for the Chapter Magazine. 

2013 MEMBERSHIP APPLICATION 



Statement  and Understanding 

I understand that GLA ALA Membership requires membership in the International ALA organization.  ALA’s application  can be 
found on the ALA website: www.alanet.org.  Further,  GLA ALA membership is personal; it CANNOT be transferred to another 
individual. Members receive notices of Chapter activities by e-mail. By providing this information and signing below, you 
acknowledge your acceptance of such communication from the Chapter. 

I certify that I am familiar with the eligibility rules for membership in the Association of Legal Administrators and that I qualify for 
membership in, am a member of, or am in the process of joining ALA (www.alanet.org). 

Date: _______________ Signature: ___________________________________________ 
 If this form is sent electronically, your name printed on this line will be deemed to be, and accepted as your signature. 

 
MEMBERSHIP DUES 
GLAALA Tax ID 95-4626147 

Introductory   Standard    
Membership   Membership  Membership Plus 

Membership  
FREE 

First Time GLA 
members only  

$75.00  
Renewing and former 
members who rejoin 

$195.00 
Annual membership dues plus 
attendance to five (5) Chapter 
Luncheons (excludes 
December Holiday Luncheon) 

Past President of  BH, 
LA, GLA, Riverside/ 
San Bernardino,  San 
Fernando Valley, 
Santa Barbara/ 
Ventura County 
Please indicate which 
chapter and year:   

N/A LIFETIME DUES PAID $125.00 
Attendance to five (5) Chapter 
Luncheons (excludes 
December Holiday Luncheon) 

Please submit application to: 

Lori Akina 
GLA Chapter Manager     
207 W Los Angeles Ave  #218 
Moorpark  CA  93021 
T: (805) 523-0464 F: (805) 523-2131 
Email: lori@tjmanagement.com 

 
 
 
 
 
Note:  
  
Contributions or gifts to the Association of Legal Administrators are not deductible as charitable contributions for Federal Income Tax purposes. 
However, dues payments by Members may be deductible as an ordinary and necessary business expense. 
 
Legal Management, the award-winning bimonthly journal of the Association of Legal Administrators, features scholarly and "how-to" 
articles on issues of vital importance to law firm managers, legal administrators, and managing partners. With a circulation of more than 
20,000 legal professionals, including approximately 10,000 ALA members, the journal has themed issues covering hot topics in all areas 
of law firm management, including: technological innovations, human resources trends, marketing, financial planning, leadership issues, 
and general business practices.  
 
ALA members may request complimentary subscriptions to Legal Management for their MANAGING PARTNERS simply by 
submitting a request at http://www.e-circ.net/lgm/lgmsub.asp 

 
 

CREDIT CARD PAYMENTS (Amex, Visa & MasterCard only): 
 
Member's Name: ___________________________________ 
 
Name on Card: ____________________________________ 
 
Card No: ________________________ Exp Date: ________ 
 
Signature: _________________________________________ 
 



GREATER LOS ANGELES CHAPTER 
SECTION MEETINGS 

 
The Greater Los Angeles Chapter currently has nine section groups that meet regularly to share and discuss issues unique to their 
section members. Greater Los Angeles Chapter members are invited to participate in these very informative meetings.  Please visit the 
GLA ALA website (www.glaala.org) for detailed information with respect to each of these Sections. 
 
CORPORATE/GOVERNMENT- The Corporate/Government Section serves as an educational and networking group for members 
interested in topics related to legal departments of corporate and government offices.  This section is open to any member of the GLA 
ALA.  Members of the section include Executive Directors, Office Administrators, CFOs , HR Directors and Managers, as well as 
individual Department Managers.  Other than Chapter Membership, there are no prerequisites to join the group. 
 
FINANCE - The Finance Section serves as an educational and networking group for  members interested in financial topics.  This section 
is open to any member of the GLA ALA.  Members of the section include Executive Directors, Office Administrators, CFOs , Controllers, 
Accounting Managers and a variety of individuals with other titles.  Other than Chapter Membership, there are no prerequisites to join 
the group. 
 
HUMAN RESOURCES - The Human Resources Section serves as an educational and networking group for members interested in 
topics related but not limited to Employee Relations, Changes with Rules and Regulations that govern a firm, Employee Benefits, 
Recognition Programs, and Salary  Increases.   This section is open to any member of the GLA ALA. Members of the section include 
Executive Directors, Office Administrators, Human Resources Managers, Firm Administrators, Administrative Services Managers and a 
variety of individuals with other titles. Other than Chapter Membership, there are no prerequisites to join the group. 
 
INFORMATION TECHNOLOGY - The primary goal of the Technology Section is to provide an educational and networking forum for 
legal IT Leaders (CIOs, CTOs, CKOs, IT Directors and Managers, etc.) to network and share ideas, strategies and horror stories.  We are 
hosting several educational seminars led by members, as well as vendors.  This section is open to any member of the  GLA ALA.  Other 
than Chapter Membership, there are no prerequisites to join the group.   

 
MULTI-OFFICE - The Multi-Office Section  serves as an educational and networking group for members interested in topics related to 
multi-office firms.  This section is open to any member of the GLA ALA.  Members of the section include Executive Directors, Office 
Administrators, CFOs , HR Directors and Managers, as well as individual Department Managers.  Other than Chapter Membership, 
there are no prerequisites to join the group. 

 
RIVERSIDE/SAN BERNARDINO - The Riverside/San Bernardino Section  serves as an educational and networking group for 
members interested in topics related to offices in the Inland Empire.  This section is open to any member of the GLA ALA.  Members of 
the section include Executive Directors, Office Administrators, CFOs , HR Directors and Managers, as well as individual Department 
Managers.  Other than Chapter Membership, there are no prerequisites to join the group. 
 
SAN FERNANDO VALLEY - The San Fernando Valley Section  serves as an educational and networking group for   members interested 
in topics related to offices in the San Fernando Valley.  This section is open to any member of the GLA ALA.  Members of the section 
include Executive Directors, Office Administrators, CFOs , HR Directors and Managers, as well as individual Department Managers.  
Other than Chapter Membership, there are no prerequisites to join the group. 

 
SMALL FIRM - The Small Firm Section  serves as an educational and networking group for  members interested in topics related to 
management of a law firm with a single small office or branch office of a larger firm.  This section is open to any member of the GLA 
ALA.  Members of the section include Executive Directors, Office Administrators, Human Resource Directors, CFO’s, Accounting & 
Finance Managers and a variety of individuals with other titles.  Other than Chapter Membership, there are no prerequisites to join the 
group. 

 
SANTA BARBARA/VENTURA COUNTY - The Santa Barbara/Ventura County Section  serves as an educational and networking 
group for   members interested in topics related to offices in  Santa Barbara and Ventura Counties.  This section is open to any member of 
the GLA ALA.  Members of the section include Executive Directors, Office Administrators, CFOs , HR Directors and Managers, as well 
as individual Department Managers.  Other than Chapter Membership, there are no prerequisites to join the group. 
 
CLM – The CLM section will help educate Chapter members about the program and its benefits through a variety of session 
meetings offered to Chapter members interested in studying for and/r taking the CLM exam.  The session meetings are conducted 
by some of the most skilled professionals and cover all subject areas, thus adding to the knowledge necessary for the day-to-day, 
hands-on involvement in all aspects of managing a law firm or a legal department. 
  
 



 

  
  

Name: Check Here  if You Moved to  
Title: Another Firm Since Your 
Employer: Last Renewal:  ____ 
Address: Telephone:  
Email:    ALA ID#: 

Involvement in Greater Los Angeles, a Chapter of the Association of Legal Administrators (“GLA ALA”): 

I would like to (check all that apply): 
 �  serve on the board or a committee. 
 �  help with special projects. 
 �  become a mentor to a new member for 3 months. 
 �  have a mentor assigned to me for 3 months. 
 �  write an article for the Chapter Magazine. 
 �  participate in CLM classes. 

�  I am currently an Associate Member and am interested in the MIT (Members In Transition) Section. 

Statement  and Understanding 

I understand that  a prerequisite for GLA ALA Membership is membership in the Association of Legal Administrators (“ALA”).  I 
also understand that  GLA ALA membership is personal and cannot be transferred to another individual.  Additionally, GLA ALA 
members receive notices of it chapter activities by e-mail.  By providing your email address and signing below, you acknowledge 
your acceptance to receive email communications from the GLA ALA Chapter. 

I certify that  I am familiar with the eligibility rules for membership in ALA and that I qualify for membership in, am a member of, 
or am in the process of becoming an ALA member. 

Date: _______________ Signature: ___________________________________________ 
(If this form is sent electronically, your name printed on this line will be deemed to be, and will be accepted as your signature.) 

 
                                         
MEMBERSHIP 

 
DUES 

Check Type of 
Membership Purchased 

Regular Membership (see www.glaala.org for details) 
 
$75.00  (by 1/31/13) $100.00 (2/1 and after ) 
 

 

Associate Membership (as defined by GLA bylaws)  
$75.00 
 

 

Membership Plus $195.00* 
Regular membership dues plus attendance 
to five (5) Chapter Meetings (excludes 
Managing Partner Event and Holiday 
Luncheon) 

 

Past President of  BH, LA, GLA 
Please indicate which chapter and year: _____________________  
Please note that if a Past President is working and eligible 
to be an ALA Member.  GLA ALA assumes you will keep 
your ALA dues current. 

LIFETIME DUES PAID 
 
*$125 for Past Presidents (to include five 
(5) Chapter Meetings (excludes Managing 
Partner Event and Holiday Luncheon) 

 

    
 
 

2013 MEMBERSHIP RENEWAL 
APPLICATION 

CREDIT CARD PAYMENTS (Amex, Visa & MasterCard only): 
 
Member's Name: ___________________________________ 
 
Name on Card: ____________________________________ 
 
Amount: $___________________ 
Card No: ________________________ Exp Date: ________ 
 
Signature: _________________________________________ 
 

Checks are payable to GLA ALA, Tax ID 95-4626147 
Please submit application and payment to: 

Lori Akina 
GLA Chapter Manager    
207 W Los Angeles Ave  #218 
Moorpark  CA  93021 
T: (805) 523-0464 F: (805) 523-2131 
Email: lori@tjmanagement.com 
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HHRR  SSeeccttiioonn  MMeeeettiinngg    
Date:   
Tuesday, January 29, 2013 
 
Time: 
11:30 am – 12:00 pm 
Check-In and Networking 
12:00 pm – 1:30 pm  
Program 

 
MEETING LOCATION: 
Nossaman LLP 
777 S. Figueroa Street, 34th Floor 
Los Angeles, CA  90017 
213.612.7800 
NO HOST PARKING 

 
COST:  Free 
SPONSORED BY: 

 

 
 
PLEASE RSVP ON GLA ALA 
WEBSITE BY: FRIDAY, JANUARY 25, 2013 
Please direct questions about this meeting 
and/or parking options to:  
 
Kim Robinson 
krobinson@laup.net 
213.416.1228   
 

     

EMPLOYMENT LAW FORUM WRAP-UP 

PRESENTED BY 

NANCY YAFFE 
PARTNER 

FOX ROTHSCHILD LLP 

 
 

SSttiillll  HHaavvee  QQuueessttiioonnss  ffrroomm  
EEmmppllooyymmeenntt  LLaaww  FFoorruumm  ((EELLFF))?? 

Did you attend ELF and still have questions?  This session will 
provide opportunity for additional questions and further 
discussion in more detail on the topics covered at ELF.  
 

  Nancy Yaffe focuses her practice on labor and 
employment law counseling and litigation with an emphasis on 
problem prevention. Nancy defends all types of businesses against 
employee claims and lawsuits involving discrimination, harassment, 
retaliation and wage-and-hour violations. Nancy also conducts 
training presentations on sexual harassment prevention, labor and 
employee relations, new legal developments and other timely 
employment issues.  Additionally, Nancy drafts and reviews client 
policies and handbooks to ensure legal compliance, and conducts 
preventive audits and investigations into alleged workplace 
misconduct and pay practices. 

 

 

 

 



Moderator:
Jonathan Fitzgarrald, Immediate Past President of the Los 
Angeles Chapter of the Legal Marketing Association and 
Chief Marketing O�cer, Greenberg Glusker

Panelists:
•          Vickie Spang, Chief Marketing O�cer, Sheppard Mullin
•          Ti�any Tru�o, Director of Marketing & Attorney Recruiting, 

Haight Brown & Bonesteel, LLP
•          Cheryl Bame, President, Bame Public Relations

A Chapter of the Association of Legal Administrators
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SPONSORED BY:

Chapter Luncheon and Annual Meeting 
02.12.13
A Law Firm Administrator’s Playbook on 
Legal Marketing

11:30 am - noon:  Check-in & Networking
12:00 noon - 1:00 pm  Program

Location:
Jonathan Club - Downtown Los Angeles
545 S. Figueroa Street | Los Angeles, CA  90071
213.624.0881
Hosted Valet Parking
Business Attire:  Gentlemen - Coat & Tie
Cellphone usage restricted at Club

Cost:       $30.00 (members)
 $35.00 (guests and at the door)

RSVP By:  February 8, 2012 at www.glaala.org

Please direct questions about this meeting 
to:   Helen Youngblood at 310.821.5064 or via 
email at Helen@helenyoungblood.com.

Payments can be mailed to: 
GLA ALA
c/o Lori Akina, Chapter Manager
207 W. Los Angeles Avenue, #218
Moorpark, CA  93021

Your attorneys expect you to know something about every aspect of 
the �rm—including marketing.  Join us as we hear a panel of noted 
legal marketing professionals impart their top techniques for 
understanding and staying informed about marketing.
 
Issues discussed will include:

•         Business development/ revenue generation
•         Attorney marketing plans
•         Social media
•         Networking
•         Access to resources

 
CLM Credit:  1 hour of CLM 

Recerti�cation credit in Legal 
Industry/Business Management (LI)

February 12, 2013

A Law Firm 
Administrator’s Playbook 
on Legal Marketing



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

SAN FERNANDO VALLEY 
SECTION MEETING NOTICE 
Thursday, February 21, 2013 

Noon – 1:30 pm 

LOCATION: 
Ezra Brutzkus Gubner LLP 
Warner Center 
21650 Oxnard St., Suite 500 
Woodland Hills, CA 91367 
(818) 827-9000 
 
Validated Parking 
Video Conference Available 
**Call-In/Video Conferencing info 
will be provided prior to event date.   

COST:   Free, Members 
& Non-Members 

 

 
SPONSORED, LUNCH HOSTED BY: 

 

Jeff Katz 
(818) 377-7260 Ext 58 
jeff@mypaperlesshr.com   

RSVP ON GLA ALA WEBSITE BY: 
Tuesday, February 19, 2013 

SECTION LEADER: 
Scott Dressler 
(818) 827-9203 
sdressler@ebg-law.com 

 
 

 

Please join the SFV Section for an 
informative roundtable discussion and 
“ELF” Recap on the challenges that we 
as legal administrators face when it 
comes to employee engagement, 
retention and employee recognition.     
This will be a follow-up to the 
presentation by speaker, Allison J. Pratt, 
MBA, SPHR-CA, at “ELF.”  Bring your 
additional ideas and recommendations 
to the group.  Have a question that you 
want to see discussed?  Please forward 
all questions to Scott Dressler’s 
attention at sdressler@ebg-law.com 
before February 20, 2013.  
 

 

 
Employment Law Forum Recap: 

 Recognize, Reward and  
Retain Great Talent   

 

 

mailto:jeff@mypaperlesshr.com
mailto:sdressler@ebg-law.com


About the Speaker:  Ron Seignur has been endorsed as an expert witness in 
several jurisdictions and has served in appointments such as trustee, media-
tor, arbitrator and special master of the court. Ron is very active nationally as 
an educator and author of valuation science and has written and taught 
advanced level valuation courses in several states for the AICPA, NACVA state 
bar associations and the Environmental Protection Agency.  He is past chair of 
the AICPA Accredited in Business Valuation committee and NACVA's Profes-
sional Standards Board. He is an adjunct professor at the University of Denver 

College of Law where he teaches leadership and management for law �rms. Ron is an author and 
lead instructor of the Association of Legal Administrator's national Essential Competencies 
training program for �nancial management. Ron holds a BA in Hotel Restaurant and Institutional 
Management from Michigan State University and an MBA in Accounting and Corporate Policy 
from the University of Michigan. 

A Chapter of the Association of Legal Administrators
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SPONSORED BY:

Chapter Luncheon | 03.12.13
Working Capital:  How Much is 
Enough?

11:30 am - noon:  Check-in & Networking
12:00 noon - 1:00 pm  Program

Location:
Beverly Hills Country Club
3084 Motor Avenue (at Manning)
Los Angeles, CA 90064
Hosted Valet Parking

Cost:           
$30.00 (members)
$35.00 (guests and at the door)

RSVP By:  March 8, 2012 at 
www.glaala.org

Please direct questions about this 
meeting to:   Manjit Ender at 
310.824.5555 or via email at 
mender@fulpat.com.

Payments can be mailed to: 
GLA ALA
c/o Lori Akina, Chapter Manager
207 W. Los Angeles Avenue, #218
Moorpark, CA  93021
 

How much capital in a law �rm is enough?  There are signi�cant challenges ahead. 
There are potential changes in tax laws and the implementation of health care 
reform-related tax burdens. Firm management and leadership need to act 
prudently to ensure that the �rm is �scally sound and sustainable.  Join this 
session to get some important information on capital and debt, and how much 
each law �rm should set aside and/or take on in our turbulent economy.

Goals:
•          Define what precisely is working capital and why it is critical to target and 

track it.

•         Discuss leasing vs. buying to determine which is better for your firm.

•          Analyze how much working capital a firm should maintain in a volatile envi-
ronment.

•          Determine the risks associated with taking on too much debt and the pitfalls 
of phantom income when prior period debt gets repaid.

CLM Credit:  One (1) hour of Financial 
Management (FM) for CLM Recerti�cation

March 12, 2013

Working Capital:
How Much is Enough?
Presented by:  
Ron Seigneur, MBA ASA, CPA/ABV CFF
Seigneur Gustafson LLP



 
 
 
 
 

 

CORDIALLY INVITES YOU TO OUR 
 

NEW MEMBER ORIENTATION LUNCHEON 
 

March 27, 2013 - 12:00 p.m. to 1:30 p.m. 
 

RSVP by March 22, 2013, for the appropriate location: 
 

Century City  
Allen Matkins Leck Gamble Mallory & Natsis LLP 

1901 Avenue of the Stars, Suite 1800, Los Angeles, CA 90067 
Contact Amy Freeman (afreeman@mrllp.com) to RSVP for the Century City location  

 
Downtown Los Angeles 

Allen Matkins Leck Gamble Mallory & Natsis LLP 
515 South Figueroa Street, 9th Floor, Los Angeles, CA 90071 

Contact Amy Freeman (afreeman@mrllp.com) to RSVP for the Downtown location  
 

You can also register online at www.glaala.org (click on calendar) 
 

COMPLIMENTARY LUNCH PROVIDED  
 

Learn all about ALA’s benefits, resources and educational programs.  As a new member or as a 
seasoned member who needs a refresher, this is an opportunity to meet your Chapter Board 

Members, your Membership Team and other new ALA members. 
 
Thank you to our sponsor:  
   

 
 
 



SAVE THE DATE!! 

2013 Justice Jog 5K Walk/Run 
September 15, 2013 

 

 

SAVE THE DATE!! 

2013 Justice Jog 5K Walk/Run 
September 15, 2013 



01.26.13
2013 Annual Employment Law Forum

7:30 am - 6:00 pm

Intercontinental Los Angeles Century City
2151 Avenue of the Stars

Los Angeles, CA 90067
310.284.6500 | www.intercontinentallosangeles.com

GLA ALA Membership Directory

Photo Booth returns to the Exhibit Hall
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01/26/2013 Attendee List

First Name Last Name Email Address Employer

Viviane Abraham vabraham@greenhassonjanks.com Green Hasson Janks
Gina Acuna gacuna@cgdlaw.com Chapman Glucksman & Dean
Lori Akina lori@tjmanagement.com TJ Management
Betty Archer barcher@whitecase.com White & Case LLP
Andy Arica mender@fulpat.com Volunteer
Norma Ayala nayala@ghplaw.com Gipson Hoffman & Pancione
Heather Baker hlbaker@copi.net The COPi Companies
Sharon Barnes sbarnes@hbblaw.com Haight Brown & Bonesteel  LLP
Rose Bazan rbazan@bonnebridges.com Bonne Bridges Mueller O'Keefe & Nichols
Lynnmaria Bazan lbazan@murchisonlaw.com Murchison & Cumming  LLP
Martha Bernard mbernard@allenmatkins.com Allen Matkins Leck Gamble  Mallory & Natsis LLP
Helene Bizar hbizar@michelswatkins.com Law Offices of Michels & Watkins
Avalon Blinn ablinn@horvitzlevy.com Horvitz & Levy LLP
Nilo Bolden nbolden@ktbslaw.com Klee Tuchin Bogdanoff & Stern  LLP
Vivian Bonilla Vbonilla@ktbslaw.com Klee Tuchin Bogdanoff & Stern  LLP
Carol Bostick cbostick@BHFS.com Brownstein Hyatt Farber Schreck
Valleri Bowerman vbowerman@dohertycatlow.com Doherty & Catlow
Jennifer Bradshaw jbradshaw@omlawyers.com Olivarez Madruga  PC
Katherine Bratton kbratton@romalaw.com Robie & Matthai
Del Brown delaram.brown@bryancave.com Bryan Cave LLP
Joe Caamal j.caamal@nationwideasap.com Nationwide Legal
Connie Calderon ccalderon@alvaradosmith.com AlvaradoSmith APC
Rose DeLeon Carter rose.carter@sedgwicklaw.com Sedgwick LLP
Larissa Castellanos lcastellanos@kmwlaw.com Keats  McFarland & Wilson LLP
Monica Celis mcelis@frandzel.com Frandzel Robins Bloom & Csato
Vivian Chin vchin@bonnebridges.com �Bonne Bridges Mueller O Keefe & Nicols
Tsui Chu tchu@omm.com O'Melveny & Myers LLP
Dalia Cleveland dcleveland@hillfarrer.com Hill Farrer & Burrill LLP
Leslie Cornelius lcornelius@atblaw.com Adelson Testan Bruno & Jimenez
Debbie Dahlen ddahlen@roganlehrman.com RoganLehrman LLP
Leilani Dawson leilani.dawson@ironmountain.com Iron Mountain
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Deborah Dial-Barr dcb@rodipollock.com Rodi Pollock Pettker Christian & Pramov  ALC
Colette Dishman cdishman@elkinskalt.com Elkins Kalt Weintraub Reuben Gartside LLP
Lucia Donat lgdonat@gbsjlaw.com Glassman Browning Saltsman & Jacobs   Inc.
Mary-Ellen Doyle mdoyle@jtwamm.com Jackoway Tyerman Wertheimer Austen Mandelbaum Morris & Klein  P.C.
Scott Dressler sdressler@ebg-law.com Ezra Brutzkus Grubner  LLP
Dawn Drewery dawn@lnbyb.com Levene Neale Bender Yoo & Brill LLP
Manjit Ender mender@fulpat.com Fulwider Patton LLP
Adela Espiritu aespiritu@entertainmentpartners.com Entertainment Partners
Melissa Eurton melissa.eurton@pillsburylaw.com Pillsbury Winthrop Shaw Pittman LLP
Naomi Fang nfang@sulmeyerlaw.com Sulmeyer Kupetz PC
Linda Ford lford@ppplaw.com Price Postel & Parma LLP
Susan Friedman sfriedman@gordonrees.com Gordon & Rees  LLP
Ana Fuentes fuentesa@gtlaw.com Greenberg Traurig
Claudia Galati cgalati@greenbass.com Greenberg & Bass LLP
Margaret Galaz mxg@manningllp.com Manning & Kass Ellrod Ramirez Trester LLP
Reina Galindo  SPHR reinagalindo@quinnemanuel.com Quinn Emanuel Urquhart & Sullivan  LLP
Nicole Gitlin ngitlin@hamricklaw.com Hamrick & Evans  LLP
Nicolle Glover nglover@atblaw.net Adelson Testan Brundo & Jimenez
Lissa Golden-Krovetz lissa@laklawyers.com Levinson Arshonsky & Kurtz  LLP
Maricela Gonzalez maricela.gonzalez@molinahealthcare.com Molina Healthcare  Inc.
Shelley (Michale) Goodman sgoodman@jmbm.com Jeffer Mangels Butler & Mitchell LLP
Dorothy Griffin dgriffin@hbsb.com Hollister & Brace  APC
Gilbert Gudino ggudino@firstlegalsupport.com First Legal
Kameelah Hakeem khakeem@pircher.com Pircher Nichols & Meeks
Luci Hamilton lhamilton@karlinpeebles.com Karlin & Peebles  LLP
Robin Hammond rhammond@omm.com O'Melveny & Myers
Naomi Haver naomi@gaglionedolan.com Gaglione Dolan & Kaplan
Kimberly Holme kimberly.holme@ffslaw.com Freeman Freeman Smiley  LLP
Jean Jewell jjewell@kelleydrye.com Kelley Drye / White O'Connor
Kay Johansen Kjohansen@wamsinc.com WAMS Inc
Francie Jones fjones@glaserweil.com Glaser Weil Fink Jacobs Howard Avchen & Shapiro LLP
Jerry Kaufman j1k@msk.com Mitchell Silberberg & Knupp LLP
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Kristine Koeckenberg kkoeckenberg@bonnebridges.com Bonne Bridges Mueller O'Keefe & Nichols
Janet Krause jkrause@goodwinprocter.com Goodwin Procter LLP
William Krovetz wkrovetz@greene-broillet.com Greene  Broillet & Wheeler  LLP
Michelle Liffman mliffman@nossaman.com Nossaman LLP
Anne Logan ALogan@lindahlbeck.com Lindahl Beck LLP
Pamela Lough pam.lough@live.com
Kathleen Lynn klynn@stutman.com Stutman Treister & Glatt  PC
Andrew Margolis andrew.margolis@wilmerhale.com WilmerHale
Stephen Marinovich stephen.m@att.net Maas & Marinovich  PLC
Amber Markley amber.markey@pillsburylaw.com Pillsbury Wintrhop Shaw Pittman LLP
Mary McDonnell mmcdonnell@entertainmentpartners.com Entertainment Partners
Valeda Mercier vmercier@sbcglobal.net
Sara Mizuno smizuno@hillfarrer.com Hill Farrer & Burrill  LLP
Janice Moore jemoore@mckennalong.com McKenna Long & Aldridge LLP
Shaunna Morales smorales@bonnebridges.com �Bonne Bridges Mueller O Keefe & Nicols
Shaun Morrison smorrison@allenmatkins.com Allen Matkins Leck Gamble Mallory & Natsis LLP
Elizabeth Moura elizabeth@ftgslaw.com Felker Toczek Gellman Suddleson LLP
Luann Perez lperez@lbbslaw.com Lewis Brisbois Bisgaard & Smith LLP
Audra Philbin aphilbin@greene-broillet.com Greene Broillet & Wheeler  LLP
Gina Pincus gpincus@glaserweil.com Glaser Weil Fink Jacobs Howard Avchen & Shapiro  LLP
Camerina Prieto cprieto@stroock.com Stroock & Stroock
Ellen Pritsker ellen.pritsker@novakdruce.com Novak Druce Connolly Bove + Quigg LLP
Don Quan don@rhcclaw.com Rodriguez  Horii  Choi & Cafferata LLP
Brandon Randolph brandolph@klinedinstlaw.com Klinedinst PC
Ilona Reddick ireddick@hswlaw.com Hoffman Sabban & Watenmaker
Brian Robbins bar@birdmarella.com Bird Marella Boxer Wolpert Nessim Drooks & Lincenberg
Kim Robinson krobinson@laup.net LAUP
Jeanette Rodriguez jrodriguez@gilchristrutter.com Gilchrist & Rutter  PC
Tanya Russell tanya.russell@kattenlaw.com Katten Muchin Rosenman LLP
Jessica Sandoval jsandoval@allenmatkins.com Allen Matkins
Robert Santos rfs@manningllp.com Manning & Kass Ellrod Ramirez Trester LLP
Emily Schaub ejs@vrmlaw.com Valensi Rose  PLC
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Kaylyn Scott kscott@bhfs.com Brownstein Hyatt Farber Schreck  LLP
Susan Seales susanseales@dwt.com Davis Wright Tremaine LLP
Kristy Sessions ksessions@buchalter.com Buchalter Nemer
Sawsan Sharif ssharif45@gmail.com MIT Member
Sandra Siciliano ssiciliano@ebglaw.com Epstein Becker & Green  PC
Carolyn Smallwood csmallwood@ebg-law.com Ezra Brutzkus Gubner LLP
Jon Sparks jsparks@innovativecomp.com Innovative Computing Systems
Gary Starr gstarr@latw.org L.A. Theater Works
Katherine Starr kstarr@allenmatkins.com Allen Matkins Leck Gamble & Mallory LLP
Kameron Stout kameron@lurie-law.com Lurie & Park
Janna Styskal jstyskal@cozen.com Cozen O'Connor
Susan Such Ssuch@lavelysinger.com Lavely & Singer
Ken Sweet ksweet@mpplaw.com Morris Polich & Purdy LLP
Wendy Sweet SweetW@jacksonlewis.com Jackson Lewis  LLP
Terri Tarin tarint@slmclaw.com Schaffer Lax McNaughton & Chen
Lydia Tavera ltavera@bgrfirm.com Browne George Ross LLP
Kimberly Theragood kimberly.theragood@pillsburylaw.com Pillsbury
Lisa Torres ltorres@gglts.com Gibbs Giden Locher Turner Senet & Wittbrodt
Julie Travis jttravis@kpconstructionlaw.com Kamine Phelps  PC
Nye Ungarayawong nungarayawong@frandzel.com Frandzel Robins Blooms & Csato  L.C.
Jim Van Dusen wjvd@roadrunner.com The Morrison Law Group
Elaine van Rensburg evanrensburg@earlysullivan.com Early Sullivan Wright Gizer & McRae
Massey Vasseghi mvasseghi@pircher.com Pircher Nichols & Meeks
Jeanette Vella jhv@ffslaw.com Freeman Freeman & Smiley  LLP
Jackie Verdugo jverdugo@hurrellcantrall.com Hurrell & Cantrall
Steve Waldrop swaldrop@orrick.com Orrick Herrington & Sutcliffe LLP
Isabel Warner iwarner@troygould.com TroyGould PC
Tobi Weil tweil@hrllp-law.com Herzfeld & Rubin LLP
Kathleen Whang kathy.whang@sedgwicklaw.com Sedgwick Detert Moran & Arnold LLP
Sandy Williams swilliams@ecjlaw.com Ervin Cohen & Jessup LLP
Terri Wind twind@jmbm.com Jeffer Mangels Butler & Mitchell LLP
Ava Susan Woodward aswoodward@mayerbrown.com Mayer Brown LLP
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Salli Wright swright@kmwlaw.com Keats McFarland & Wilson LLP
Mariam Yeginyan myeginyan@horvitzlevy.com Horvitz & Levy LLP
April Zamora april.zamora@gmail.com McKenna Long & Aldridge
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Business Partner Sponsors with Map Locations 
 

 
S 24 
ABA Retirement Funds 
PO Box 5142 
Boston  MA  02206 
(617) 230-1496 
Patrick Conlon 
  patrick.conlon@abaretirement.com 

 
S 40 
Adams & Martin Group 
915 Wilshire Blvd  Ste 1805 
Los Angeles  CA  90017 
(213) 430-0222 
Deirdre Hudson 
  dhudson@adamsmartingroup.com 
Allison Weiss 
  aweiss@adamsmartingroup.com 

 
S 09 
Administrative Resource Options 
200 W Adams, Ste 2000 
Chicago IL 60606-5230 
(312) 925-3680 
Kathy Norton 
  kathy@aroptions.com 
Dan Stikkers 
  dstikkers@aroptions.com 

 
S 23 
AeroCom 
20341 Irvine Ave  Ste D4 
Newport Beach  CA  92660 
(714) 465-3535 
Daniel Mocny  
  dmocny@aerocominc.com 

 
G 01 
Afinety, Inc. 
6345 Balboa Avenue, Suite 370 
Encino  CA  91316 
(877) 423-4638 
Mark Ledesma 
  mledesma@afinety.com 
David Teuber 
  dteuber@afinety.com 

 
S 02 
The Agency Legal Staffing 
888 S. Figueroa St., Suite 710 
Los Angeles  CA  90017 
(213) 225-0111 
Amy Goldware 
  amy@theagencyla.net 
Michelle Bristol 
  michelle@theagencyla.net 
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S 26 
Ahern Insurance Brokerage 
9655 Granite Ridge Drive, Suite 500 
San Diego  CA  92123 
(858) 514-7103 
Kelley Milks 
  kmilks@aherninsurance.com 
Reid Middleton, Esq. 
  rmiddleton@ahernelt.com 

 
S 01 
All-State Legal 
One Commerce Drive 
Cranford  NJ  07016-3571 
(800) 222-0510 
Bob Yamami 
  byamami@aslegal.com 

 
S 11 
ASAP Legal LLC 
404 W 4th Street 
Santa Ana  CA  92701   
(714) 543-5100 
Anthony Hernandez 
  ahernandez@legalsolutionasap.com 
Nia Troup 
  ntroup@legalsolutionasap.com 

 
S 35 
Alta Service 
20425 South Susana Road 
Long Beach  CA  90810 
(310) 632-8255 
Rick Ponce 
  rickponce@altaservice.com 

 
S 15 
Behmke Reporting & Video Services 
Union Bank Building 
445 S Figueroa St  Ste 2700 
Los Angeles  CA  90071  
(213) 448-0027 
Julie Simon 
  julie.simon@behmke.com 
David Perry 
  david.perry@behmke.com 

 
S 38 
Berbay Corporation 
2001 S. Barrington Ave., Suite 305 
Los Angeles  CA  90025 
(310) 914-4200  
Sharon Berman 
  berman@berbay.com 
Beth Miller 
  beth@berbay.com 



 
 
 
 
 
 
 
 

Business Partner Sponsors with Map Locations 
 

 
S 10 
The Beverly Hills Bar Association 
9420 Wilshire Blvd, 2nd Floor 
Beverly Hills  CA  90212  
(310) 601-2430 
Dani Barr 
  prs@bhba.org 
Liz Rojtman 

 
S 04 
BigHand 
125 S Wacker Dr 
Chicago IL 60606 
(312) 843-5906 
Christina Keller 
  christina.keller@bighand.com 

 
S 13 
CARM Consulting, Inc. 
3512 West 48th Street 
Los Angeles  CA  90043 
(323) 299-4254 
Cheryl Rucker McQueen 
  crucker@carmconsulting.com 
Corinne Grooms 
  corinne@carmconsulting.com 

 
S 06 
City National Bank 
555 South Flower Street, 9th Flr 
Los Angeles  CA  90071 
(213) 673-7612 
Kendra Edson 
  kendra.edson@cnb.com 
Randy Reed 
  randall.reed@cnb.com 

 
S 12 
Communique Sales Company Inc 
31304 Via Colinas  Ste 103 
Westlake Village  CA  91362 
(818) 540-3207 
Bob Fudurich 
  bobf@communiquesales.com 
Debbie Kleinman 
  debbie@communiquesales.com 

 
G 02 
The COPi Companies 
444 S Flower Street #555 
Los Angeles  CA  90071 
(213) 622-2674 
Michael Feeney 
  mfeeney@copi.net 
Murray Joslin 
  mjoslin@copi.net 

 
S 05 
Crowther Consulting Corp 
10573 W Pico Blvd  #245 
Los Angeles  CA  90064 
(310) 390-9650 
David Giambruno 
  david@legalmacros.com 

 
S 17 
D3 Legal Search, LLC 
555 West Fifth Street, 31st Flr 
Los Angeles  CA  90013 
(213) 785-2485 
Don Moser 
  don@d3legalsearch.com 
David Pacheco 
  david@d3legalsearch.com 
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S 07 
Davidson Legal Staffing 
445 South Figueroa, Ste 2220 
Los Angeles  CA  90071 
(213) 620-6650 
Pamela Toro 
  pamela.toro@davidsonstaffing.com 

 
S 25 
EC Purchasing 
601 Riverside Ave  
Jacksonville  FL  32204  
(904) 854-8159 
Steve Mizes 
  steve.mizes@fnf.com 

 
P1, P2 
First Legal Network 
1511 W. Beverly Blvd. 
Los Angeles  CA  90026 
(213) 250-1111 
Don Hoefnagel 
  dh@firstlegalnetwork.com 
Viv Bernstein 
  vbernstein@firstlegalsupport.com 
Nancy Xander 
  nxander@firstlegalsupport.com 
Joe Fregoso 
  jfregoso@firstlegalsupport.com 

 
S 08 
Gourmet Coffee Service 
7660 Densmore Ave 
Van Nuys  CA  91406 
(800) 734-0220 
Kailin McCauley 
  kailine@gourmetcoffeeservice.com 
Arthur Siller 
  arthur@gourmetcoffeeservice.com 

 
G 10 
Innovative Computing Systems, Inc. 
2780 Skypark Drive, Suite 125 
Torrance  CA  90505-7528 
(310) 265-7320 
Brandt Manchee 
  bmanchee@innovativecomp.com 
Catherine Singh 
  csingh@innovativecomp.com 

 
S 28 
INTEX Solutions 
507 W Washington Blvd 
Montebello  CA  90640 
(323) 348-0699 
Paul Sanchez 
  psanchez@intexsolutions.com 
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G 06 
Iron Mountain 
5086 4th Strret 
Irwindale CA   
(626) 201-9617 
James Shifflet 
  james.shifflet@ironmountain.com 
Yomara McGrew 
  yomara.mcgrew@ironmountain.com 

 
G 03 
JHill’s Staffing Services 
11400 W Olympic Blvd  #200 
Los Angeles  CA  90064 
(310) 914-0140 
Jennifer Hill 
  jennifer@jhcc.com 
Jen Marcinkowski 
  jen@jhcc.com 

 
S 22 
Kevin Barry Fine Art Associates 
2525 Michigan Ave  Ste A8 
Santa Monica  CA  90404 
(310) 892-1299 
Ken Kuller 
  ken@kevinbarryfineart.com 

 
G 04 
LAbite.com 
3750 Robertson Blvd, Ste 100 
Culver City, CA 90232 
(310) 237-7012 
Wendy Harris 
  wendy.harris@labite.com 

 
G 07 
Leavitt Group 
PO Box 5668 
Concord CA 94524 
(916) 576-1520 
Chris Sindle 
  chris.sindel@leavitt.com 
Kevin Valine 
  kevin.valine@leavitt.com 

 
S 36 
Legal Option Group, LLC 
1901 Avenue of the Stars, Suite 800 
Los Angeles  CA  90067 
(310) 553-1836 
Lisa Aronson 
  lisa@legaloptiongroup.com 
Joel Mendelsohn 
  joel@legaloptiongroup.com 

 
S 42 
LexisNexis 
500 North Akard, Suite 1950 
Dallas  TX  75201 
(214) 758-6076 
Arnie Lifset 
  arnie.lifset@lexisnexis.com 

 
S 14 
Matura Farrington Staffing Services, Inc. 
700 South Flower Street, Suite 2505 
Los Angeles  CA  90017 
(213) 996-3720 
Karen Farrington 
  karen@matfar.com 
Gary Matura 
  gary@matfar.com 
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S 37 
Merrill Corporation 
16842 Von Karman Ave  #375 
Irvine  CA  92606 
(949) 622-0650 
Tim Sheehan 
  tim.sheehan@merrillcorp.com 

 
G 09 
Nationwide Legal LLC 
1609 James M. Wood Blvd 
Los Angeles  CA  90015 
(213) 249-9999 
Patty Green 
  pg@nationwideasap.com 
Jason Melvin 
  jmelvin@nationwideasap.com 
Michael Lazcano 
  mlazcano@nationwideasap.com 
Christine DeLara 
Joe Caamal 

 
S 41 
Network Deposition Services 
1875 Century Park E, Ste 2100 
Los Angeles  CA  90067 
(310) 557-3400 
Paul Hekimian 
  paul@networkdepo.com 
Lori Cheyne 
  lori.cheyne@networkdepo.com 

 
S 34 
Paull Office LLC 
11020 Santa Fe Ave 
Lynwood CA 90262 
(310) 632-1030 
Carolyn Schreiber 
  carolyn@team-etc.com 
Alan Paull 
  ajpdeskjob@gmail.com 

 
S 39 
Pitney Bowes Legal Solutions 
428 Nimtz Ave 
Redwood City  CA  94061 
David Lenzen 
  david.lenzen@pb.com 

 
S 31 
Pride of LA Specialized Cleaning Services 
18720 Oxnard St., Suite 110 
Tarzana  CA  91356-5947 
(818) 343-8659 
Marsha Cohen 
  marsha@prideofla.com 
Phyllis Berkson 
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S 32 
Priority Mailing Systems 
1843 Western Way 
Torrance  CA  90501 
(310) 533-9933 
Mark Lopez 
  mlopez@pm-hn.com 
Dan Ryan 
  dryan@pm-hn.com 

 
S 21 
Providus Group 
865 S Figueroa  Ste 3300 
Los Angeles  CA  90017 
(213) 244-9994 
Ann Batcheller 
  abatcheller@providusgroup.com 
Cheryl Moore 
  cmoore@providusgroup.com 

 
S 27 
RBZ LLP 
11766 Wilshire Blvd, 9th Flr 
Los Angeles  CA  90025 
(310) 478-4148 
Tammy Saetia, CPA 
  tsaetia@rbz.com 
David Roberts, CPA 
  droberts@rbz.com 

 
S 16 
RICOH-USA 
1055 W 7th St  #2100 
Los Angeles  CA  90017 
(714) 269-6775 
Al Fagins 
  albert.fagins@ricoh-usa.com 
Matthew Mahon 
  matthew.mahon@ricoh-usa.com 

 
G 08 
Robert Half Legal 
865 S Figueroa St  Ste 2600 
Los Angeles  CA  90017 
(213) 624-8335 
David Saidnia 
  david.saidnia@roberthalflegal.com 
Julie Linehan 
  julie.linehan@roberthalflegal.com 
Nico Lauria 
  nico.lauria@roberthalflegal.com 

 
S 29 
The Scheffey Group Inc 
3535 Hagdan Ave  #160 
Culver City  CA  90232 
(310) 657-8922 
John Scheffey 
  jscheffey@thescheffeygroup.com 
Harrison Scheffey 
  harrison@thescheffeygroup.com 
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S 19 
Swiss Post Solutions 
515 S Flower St  26th Floor 
Los Angeles  CA  90071 
(212) 204-0900 
Lisa Clark 
  lisa.clark@swisspost.com 
Dan Cole 
  dan.cole@swisspost.com 

 
S 18 
United Records Management Inc 
28470 Witherspoon Parkway 
Valencia  CA  91335 
(562) 222-2200 
Ever Valencia 
  evalencia@uniteddocstorage.com 

 
S 03 
UPS 
1201 W Olympic Blvd 
Los Angeles  CA  90015 
(213) 706-3972 
Michele Cooper 
  mcooper@ups.com 

 
S 30 
Vendor Direct Solutions 
515 South Figueroa St, Suite 1950 
Los Angeles  CA  90071 
(213) 362-5622 
Jim Young 
  jyoung@teamvds.com 
Stephanie Simmons 
  ssimmons@teamvds.com 

 
G 05 
WAMS, Inc 
135 South State College Blvd, Ste 265 
Brea  CA  92821 
(714) 994-2811 
Mike Powers 
  mpowers@wamsinc.com 
Allison Kirk 
  akirk@wamsinc.com 

 
S 20 
Wolfe Busby Park LLC 
448 South Hill Street #850 
Los Angeles  CA  90013 
(213) 232-7688  
Melissa Wolfe  
  melissa@wbpjobs.com 
Gloria Park 
  gloria@wbpjobs.com 
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P 01  First Legal Network, 
P 02    Platinum Sponsor 
 
G 01 Afinety, Inc. 
G 02 COPi Companies, The 
G 03 Jhill's Staffing 
G 04 LAbite.com 
G 05 WAMS 
G 06 Iron Mountian 
G 07 Leavitt Group 
G 08 Robert Half Legal 
G 09 Nationwide Legal LLC 
G 10 Innovative Computing Systems 
G 11 GLA ALA, Membership & Section Information 
 
S 01 All-State Legal 
S 02 Agency Legal Staffing, The 
S 03 UPS 
S 04 BigHand 
S 05 Crowther Consulting 
S 06 City National Bank 
S 07 Davidson Legal Staffing 
S 08 Gourmet Coffee Service 
S 09 Administrative Resource Options 
S 10 Beverly Hills Bar Association, The 
S 11 ASAP Legal LLC 
S 12 Communique Sales Co 
S 13 CARM Consulting Inc 
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S 14 Matura Farrington Staffing Services Inc. 
S 15 Behmke Reporting &  Video Services 
S 16 RICOH-USA 
S 17 D3 Legal Search 
S 18 United Records Management Inc (United Doc Storage) 
S 19 Swiss Post Solutions 
S 20 Wolfe Busby Park LLC 
S 21 Providus Group 
S 22 Kevin Barry Fine Arts 
S 23 Aerocom Inc 
S 24 ABA Retirement Funds 
S 25 EC Purchasing 
S 26 Ahern Insurance Brokerage 
S 27 RBZ, LLC 
S 28 INTEX Solutions 
S 29 Scheffey Group, Inc., The 
S 30 Vendor Direct Solutions 
S 31 Pride of LA Specialized Cleaning Services 
S 32 Priority Mailing Systems 
S 33 GLA ALA Photo Booth, Jess Block Photography 
S 34 Paull Office LLC 
S 35 Alta Service 
S 36 Legal Option Group LLC 
S 37 Merrill Corp 
S 38 Berbay Corp. 
S 39 Pitney Bowes 
S 40 Adams & Martin Group 
S 41 Network Deposition Services 
S 42 LexisNexis 
 



    
 
 
 
 
 
 
 

THANK YOU to 
Our Sponsors 

January 26, 2013 
 

Platinum 
First Legal Network 

 

Breakfast + Gold 
Nationwide Legal 

 

Gold 
Afinety, Inc. 

The COPi Companies 
Innovative Computing Systems 

Iron Mountain 
Jhill’s Staffing 

 

  

Labite.com  
Leavitt Group 
Robert Half Legal 
WAMS 

Silver 
ABA Retirement Funds 
Adams & Martin Group 
Administrative Resource 
   Options 
Aerocom Inc 
The Agency Legal Staffing 
Ahern Insurance Brokerage 
All-State Legal 
Alta Service 
ASAP Legal LLC 
Behmke Reporting & Video 
   Services 
Berbay Corp 
The Beverly Hills Bar 
  Association 
BigHand 

CARM Consulting Inc 
City National Bank  
Communique Sales Co 
Crowther Consulting 
D3 Legal Search 
Davidson Legal Staffing 
EC Purchasing 
GLA ALA 
Gourmet Coffee Service 
INTEX Solutions 
Kevin Barry Fine Arts 
Legal Option Group LLC 
Lexis Nexis 
Matura Farrington Staffing 
  Services Inc. 
Merrill Corp 

Network Deposition Services 
Paull Office LLC 
Pitney Bowes 
Pride of LA Specialized 
   Cleaning Services 
Priority Mailing Systems 
Providus Group 
RBZ, LLP 
RICOH-USA 
The Scheffey Group, Inc. 
Swiss Post Solutions 
United Records 
   Management 
UPS 
Vendor Direct Solutions 
Wolfe Busby Park LLC  
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