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Dare to be different 
 

 

  

 
 
And so it is that I reached the end of my term as President of Central Florida Chapter ALA.  I do not believe 
I understood the true impact of saying yes to such a high role in leadership as President of our Chapter.  I 
recall the preparation for the window of opportunity in building trust and positioning the chapter for 
success not to mention your active participation was essential to the success of our year. 
 
I am so grateful to have been supported by an incredible board in carrying out my vision for the chapter.  I 
want to thank all the members of our chapter for the opportunity to serve each of you through your trust in 
me in directing the future of our chapter. 
 
I end my term as it began…. Creating Magic by leading from where I am. 

 
 
Michelle Gerena 
 
“Coming together is the beginning… Keeping together is progress… Working together is a success.” 
 

 MESSAGE FROM THE PRESIDENT 
 

      CROSSTALK 
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UPCOMING EVENTS 
 
May 1 – 11:30 a.m. – Chapter 
Monthly Luncheon at Citrus Club – 
Speaker: Tim Taylor of Taylor Works – 
Topic: “The Dark Web, What is it and 
is My Info Out There?” –  
May 29  – 11:30 a.m. – Chapter 
Monthly Luncheon at Citrus Club –
Topic: Recap of select ALA National 
Convention sessions 
July 31 – 11:30 a.m. – Chapter 
Monthly Luncheon at Citrus Club – 
Speaker: Debbie Brannon, 
GellerRagans CPAs  – Topic:  Tax 
Laws Affecting Law Firms  
 
 
 

FOCUS GROUP MEETINGS 
Small Firm Group (Firms with less than 50 total employees) 
Held on 3rd Tuesdays 
Hosted by Robin Neill at Dellecker 
Scheduled upcoming dates - TBD 
HR Focus Group  
Held on 1st Wednesdays (unless it conflicts with Chapter Board Meetings) 
Hosted by Katie Shaw at Zimmerman 
Scheduled upcoming dates - TBD 
Mid-Large Firm Group (Firms with more than 50 total employees) 
Held on 1st Thursdays  
Hosted by Mellissa Waters at Shuffield 
Scheduled upcoming dates – TBD 

CONGRATULATIONS!  
 
Congratulations to Melissa Lambert on being appointed to the ALA 
National Product and Service Review Committee. 
 
 
WELCOME NEW MEMBERS 
 
JoAnn Tucker-Hall – Legal Aid Society of the Orange County Bar 
Association, Inc. 
 
 
WELCOME NEW BUSINESS PARTNER 
 

 

Milestone Reporting has joined as our new Platinum Level Sponsor! We 
are so excited to have them. 

CHAPTER NEWS 
 
The Central Florida Chapter Association of Legal Administrators has been 
awarded the ALA Diversity & Inclusion Scorecard. 
 

 

 
Milestone Reporting  
Industry: Court Reporting 
Contact: Evelyn Quintana, 
evelyn@milestonereporting.com 
Phone: 407-810-3021 

 

 

https://cfcala.org/ad-click.php?id=132&type=ex&source=web&fe=1
https://cfcala.org/ad-click.php?id=132&type=ex&source=web&fe=1
https://cfcala.org/ad-click.php?id=132&type=ex&source=web&fe=1
mailto:evelyn@milestonereporting.com
mailto:evelyn@milestonereporting.com
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Q&A.  Talking with NBA 
Hall of Famer  
Pat Williams 
by Michelle Gerena  
 
What drives you?  
I want to pass along to the 
next generation everything 
that I have been taught and 
everything that I have 
learned by experience in my 
sports career, my speaking 
and my writing career. 
As you were moving up from 
a baseball player to 
management, what drove 
you then to go to that higher 
level? Well, I think to do 
anything you need to do to 
the best of your abilities.  I 
don’t think you want to 
settle to be mediocre so I’ve 
always even as a boy had 
an inner drive that keeps 
pushing me to never be 
satisfied. To always do more. 
Is that what you expect of 
your players and anybody 
that works for you? To have 
that same drive? 
Oh yes.  If they are going to 
be around me, they are 
going to catch it from me to 
absolutely never be 
satisfied, to keep pushing 
and become the best that 
you can become. 
In the leadership role, what 
would you say is the biggest 
challenge to overcome?  
And how do you overcome 
it? 
PAT WILLIAMS: Maybe it’s 
fear.  Can I do this?  Will 
people respond to me?  Am 
I really the right person for 
this job? I think every leader 
is faced with these 
questions.  It’s a matter of 
fear.  So you have to 
overcome the fear. You 
have to fight through that 
because if you are not a 
confident leader, people 

are not going to pay 
attention to you. 
MICHELLE GERENA: As far as 
success… for me, being in 
management in a law firm, 
there is a difference 
between managing and 
leading, so in the basketball 
arena what does success 
look like to you when you 
are leading, when you are 
coaching and when you 
are managing? 
PAT WILLIAMS: Well, our 
business is not that 
complicated.  It’s hard but is 
not complicated. It comes 
down to two things. You 
have to win games and you 
have to sell tickets to the 
games. 
MICHELLE GERENA: Now, 
what do you expect of your 
players?  Obviously they are 
expected to win games and 
sell tickets but is there more? 
PAT WILLIAMS: we want 
them to be good citizens.  
We want them to make a 
contribution in the 
community. 
So you do require them to 
be part of something in the 
community? 
Oh yes.  That is very 
important.  We want to 
expose them to activities in 
the community where they 
can participate and some 
of them do more than 
others but they all are out 
there doing something that 
will leave a lasting impact. 
Do you find that the most 
successful players do more 
in the community? 
Generally the greatest 
contributors over the years 
are our best players. That is 
kind of interesting. 
What are the biggest 
obstacles when leading a 
team? 
Getting players to sacrifice 
their own personal success 

so they are contributing in a 
way that the team is more 
important than the 
individual.  I think that is the 
biggest challenge. 
When you are putting a 
team together you have a 
bunch of people that may 
have not worked with each 
other before but you are 
expecting them to work 
together so how do you get 
them there in a quick way? 
PAT WILLIAMS: I don’t think 
there is a quick way. 
MICHELLE GERENA: So that 
does take time, no matter 
what. 
PAT WILLIAMS: It does. It’s a 
matter of trust.  You have 
the players that trust the 
coaches. The coaches that 
have develop the trust in 
the players and then the 
players have to have trust 
with their teammates.  Trust 
that if I have the ball and I 
pass it over to you, I trust you 
enough that you will pass it 
back to me if I end up being 
more open than you are. 
That’s really the essence of 
basketball and it comes 
down to trust. 
MICHELLE GERENA: and that 
is the sacrifice too, right? 
PAT WILLIAMS: Yes 
Is there humility in a 
competitive industry? 
I think there is. Absolutely.  In 
fact, humility to me is the 
most endearing quality 
anyone could have.  When 
people get all puffed up 
about themselves when 
their heads begin to swell.. 
Oh that is a turn off.  I don’t 
want to be around those 
kind of people.  They are 
offensive but yet when you 
are around a truly successful 
person who has not inhaled 
all those accolades and just 
goes about their business 
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with a sweet humble spirit; 
that attracts me. 
Have you had to have that 
conversation with a player 
when they are not being 
very humble and are full of 
themselves? 
By and large, most of the 
players I’ve been around,  
that has not been a , 
problem.  Interestingly 
enough, I have not had to 
do that because when 
drafting and bringing 
players in your team you 
want to know what kind of 
people they are. 
So that is a quality you are 
looking for when drafting? 
Oh yes. It’s character.  To 
succeed you have talent,  
yes but you need to be a 
character person as well as 
a talented person and that 
is important to us.  We want 
to really know what kind of 
people we bring aboard.  
How do you achieve peak 
performance?  Let’s say you 
have a player that has a lot 
of potential to be great. How 
do you get them there to be 
great? 
I’ve learned that it better be 
inside of them. They better 
have the desire within 
because you can’t plant 
that inside of somebody 
that does not have some of 
that inside of them. You 
can’t take a [player] that 
does not have hunger to 
succeed and suddenly 
make that person hungry.  I 
don’t think you can do it. 
You can inspire them, uplift 
them, you can encourage 
them but that player better 
have that hunger and desire 
to be willing to work 
excellence. That better be 
within. Every great athlete 
I’ve ever studied - they have 
that inner fire. They had a 

passion for excellence.  
Every one of them. 
My last question is how do 
you come back from a 
setback? 
PAT WILLIAMS: you need to 
learn from your setbacks.  
We are all going to have 
them.  We are going to 
have storms in our lives. We 
are going to have failures, 
disappointments, and 
heartaches. That is just the 
way life is made up but the 
sharp people learn from 
that. They are not bitter, 
they are not angry, they are 
not shaking their fist at God 
saying why me?  God is 
saying why not you.  I want 
you to learn something.  I’m 
teaching you now.  And the 
only way we are going to 
learn is through tough times.  
We don’t learn anything 
when everything is falling in 
line beautifully. 
MICHELLE GERENA: so that is 
expected then, to have 
setbacks? 
PAT WILLIAMS: Oh, we all 
become self-sufficient but 
when we get fired, go 
through a divorce, get 
diagnosed with cancer; that 
is when we really have a  
teachable spirit.  That is 
when we really start to 
examine ourselves and on 
the other side of that, a 
setback does not last 
forever.  We need to learn 
from that.  We need to be 
sharper, brighter and more 
sensitive and in a position to 
help other people better. 
That is what comes through 
tough times. 
MICHELLE GERENA: you 
yourself had to deal with 
cancer.  What was your 
mindset then? Did you say 
to yourself right away that 

you were going to beat this 
thing? 
PAT WILLIAMS: After the 
initial shock my immediate 
reaction was let me get to 
work on this now and deal 
with it and battle it.  Let’s 
get through this. Whatever it 
takes. That was my attitude.  
And as that was progressing 
my next attitude was what 
can I learn from this and 
how can I help other people 
who are struggling with the 
same diagnosis of cancer 
that I had.  What can I share 
with them in their shock that 
I have learned?  Every week 
I’m doing that somewhere. 
Through that very difficult 
time I’ve come out of it in a 
position to help other 
people who are also going 
through that. 
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Get the Most Out of 
Talented but 
Troublesome 
Employees 
By Alexandra Schaffer 
REPOSTED WITH PERMISSION FROM 
UPPERCASE HR 

 
It’s common to hear about 
companies having talent 
problems, and for good 
reason. Finding, retaining, 
and developing top talent is 
a challenge that at its worst 
can feel sisyphean. But 
there’s another type of 
talent problem that can 
keep you up at night: when 
your most talented 
employee is also your most 
difficult to manage. 
Managing talented 
troublemakers is crucial to a 
business’ success. You 
naturally want to keep your 
best and brightest, but not 
at the expense of a healthy 
and progressive team 
dynamic. Fortunately, even 
the most difficult employees 
are rarely intentionally 
destructive. Bad behavior 
usually stems from 
frustration, misuse, or 
boredom, which are all 
fixable scenarios. And a 
company without quirky, 
sometimes troublesome 
employees can quickly 
become homogenous and 
unimaginative. 
This article will cover how 
you can empower and 
guide your talent to be 
more compatible and 
collaborative, without taking 
away their edge. 
Understand the source of the 
bad behavior 
Disruptive and difficult 
behavior is often a side 
effect of something else. It’s 
possible your direct report 
has a major distraction in 

their personal life, is suffering 
from boredom, or is 
unfulfilled in their current 
role. The best way to find 
out is to ask. Knowing what’s 
causing the behavior lets 
you take action and make 
meaningful changes that 
benefit the entire company.  
Be sure to have resources 
available to lend support, 
and make it clear that you 
want the employee to 
succeed. In an interview 
with FirstRound, Bethanye 
McKinney Blount, a tech 
company veteran with two 
decades of experience 
managing troublemakers, 
advises managers who want 
to succeed in shifting a 
disruptive behavior to “go 
into conversations… rooting 
for their relevance and 
redemption.”  
Sometimes, the source of an 
employee’s limitations is the 
same as their source of 
talent. If this is the case, you 
don’t want to take away 
from what makes your 
employee effective at their 
job. An example of this is an 
employee who is detail-
obsessed and eager to 
improve products and 
processes.  
While their keen eye and 
intense scrutiny is valuable 
to the team, they may be 
unaware of how their curt, 
critical feedback irritates 
and upsets coworkers. Once 
you understand that your 
direct report isn’t 
intentionally being mean 
and instead needs to learn 
how to give better 
feedback, you can 
troubleshoot solutions to 
reinforce the behavior you 
want to see. 
Schedule regular check-ins 
A useful habit to get into 
that will help you identify 

potential troublemakers is 
having regular one-on-ones. 
This gives you a chance to 
build a personal relationship 
with your direct reports, 
connect on a personal level, 
and figure out how to help 
them succeed in their role. 
By meeting regularly, you’ll 
be able to provide more 
consistent guidance, 
measure progress, and 
assign new opportunities 
they’ll be excited about. 
Provide meaningful 
challenges 
A talented mind that 
doesn’t have enough to 
keep it occupied can 
quickly turn disruptive. Use 
this to your advantage by 
assigning your troublemaker 
challenging projects. Less 
free time is better for minds 
that thrive off of being kept 
busy, so utilize your talent on 
your most critical business 
problems. Go further by 
giving the employee some 
ownership and space to 
really dig in.  
Surround them with the right 
people 
Experiment with surrounding 
your troublemaker with 
different people. Maybe 
they engage better with 
certain coworkers than 
others due to 
communication style, or 
there’s a teammate who 
somehow knows how to 
push all the right buttons. 
Pair them with a mentor or, if 
the situation calls for it, allow 
them to lead a small group. 
Thoughtfully assign tasks that 
have them work with the 
people who complement 
their skills, without putting 
them in settings that enable 
the bad behaviors.  
If a direct report’s behavior 
is truly harmful, isolation may 
be your best option to 

https://hbr.org/2016/10/how-to-manage-a-toxic-employee
https://hbr.org/2016/10/how-to-manage-a-toxic-employee
https://hbr.org/2016/10/how-to-manage-a-toxic-employee
https://hbr.org/2016/10/how-to-manage-a-toxic-employee
http://firstround.com/review/reddit-and-facebook-veteran-on-how-to-troubleshoot-troublemakers/
https://www.uppercasehr.com/blog/optimize-one-on-ones
https://www.uppercasehr.com/blog/optimize-one-on-ones
https://www.uppercasehr.com/blog/optimize-one-on-ones
https://www.uppercasehr.com/blog/optimize-one-on-ones
https://hbr.org/2016/10/how-to-manage-a-toxic-employee
https://hbr.org/2016/10/how-to-manage-a-toxic-employee
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prevent the toxicity from 
spreading throughout your 
team. Isolation, in the form 
of remote work or desk 
rearrangements, is very 
effective should only be 
taken as a severe measure. 
Tolerate, within reason 
No matter how difficult it is 
to find talent, you need to 
draw the line somewhere. 
While you don’t want to risk 
losing high performers 
because of your inability or 
unwillingness to curtail their 
bad behavior, you also 
don’t want to stifle your 
talent with strict rules or risk 
losing them with a hard-line 
confrontation. There are 
ways to stand firm while still 
moving toward developing 
a solution together. 
 
Let go of lingering 
resentment: You’ll only see 
positive results if you truly 
want them to succeed! 
Give direct, yet professional 
feedback: Focus on business 
implications and results, as 
well as how their behavior 
affects the team’s 
productivity, instead of 
focusing on personal 
feelings. You’ll be able to 
better steer the 
conversation toward a 
solution that benefits 
everyone. 

Explain the consequences: 
Consider walking your direct 
report through all the tasks 
and time you’ve devoted to 
their misbehavior, and how 
this has affected your and 
the team’s efficiency. 
Explain the repercussions if 
their behavior doesn’t begin 
to improve. This may evoke 
the empathy and 
awareness needed to drive 
change. 
Keep detailed records: 
Document conversations, 
warnings and resources 
given to the employee, and 
formal complaints. This will 
help track the employee’s 
improvement, but if things 
get worse and you need to 
let the employee go, you 
want to be covered from a 
legal perspective. 
Recognize when to let go: 
Make sure you understand 
the difference between 
difficult and toxic. 
Termination should be a last 
resort, but if chances, 
resources, and support have 
been provided with no 
significant change, it may 
be time to proceed with 
proper termination 
procedures.  
Effective management 
requires balancing a variety 
of challenges and making 
the best of situations, some 

more pleasant than others. 
Each direct report requires 
something a little bit 
different from the next. For 
your most talented 
employees, the challenge 
may lean toward grooming 
them for more collaborative 
or leadership-focused roles, 
and refining some of their 
rough edges. 
Troublemakers can anchor 
your team, or sink it. When 
talking with FirstRound, 
Blount acknowledged that 
not all individuals will 
improve on their bad 
behaviors, “but knowing 
how to recognize and 
troubleshoot them will save 
and benefit the organization 
and them — and ideally 
both.” With a focus on 
understanding, 
development, and support, 
you’ll help your direct 
reports get the most out of 
their talent and become 
more productive 
collaborators. 
 
The original article can be 
located at the following link: 
https://www.uppercasehr.com/blog/ho
w-to-manage-difficult-but-talented-
employees#.XEDorBOK1pA.mailto  
  

http://firstround.com/review/reddit-and-facebook-veteran-on-how-to-troubleshoot-troublemakers/
https://www.uppercasehr.com/blog/how-to-manage-difficult-but-talented-employees#.XEDorBOK1pA.mailto
https://www.uppercasehr.com/blog/how-to-manage-difficult-but-talented-employees#.XEDorBOK1pA.mailto
https://www.uppercasehr.com/blog/how-to-manage-difficult-but-talented-employees#.XEDorBOK1pA.mailto
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MVP Spotlight 

 On Friday, March 1st CFCALA presented its first Most Valuable Player Award to 
Education Chair Melissa M. Lambert. Melissa began working for Moran Kidd Lyons Johnson Garcia, 
P.A. in 1995 after obtaining a Bachelors of Arts Degree from UCF with a Major in Legal Studies.  She 
was initially hired as a Paralegal for two of the Partners that practiced Civil Litigation and 
Employment Defense Law. She joined ALA six years ago when she began her current dual role in the 
firm as Office Manager and Paralegal.  Melissa chaired the Education Committee for CFCALA board 
year 2018 – 2019 and will continue in that role for 2019 – 2020. 
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2019 Business Partner Expo 
 
Below are the winners of the scholarships from the expo 
 
Suits on Staffing – Lisa Mills 
AD Solutions – Teresa Simpson 
ALA – Patricia Chin 
Canon – Debbie Wittig 
ISolved – Lenita McFeron 
IVenture – Marlene DeTour 
Magic Tickets – Katie Shaw 
Doubletree – Stephanie Donaldson 
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     Pat Williams and Charles J. Celauro “World’s   Pat Williams and Robin Neill “Thinking Outside the Box” 
     Greatest Treasurer” 
 
 

          
       Pat Williams and Melissa Lambert “MVP Award”      Pat Williams and Patricia Chin “Innovative Leader” 
 
 
 
 
 
 
 
 
 
 
 

CONGRATULATIONS TO ALL OUR 
 

SCHOLARSHIP AND AWARD WINNERS 
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2018-2019 EXECUTIVE BOARD 

 
President: Michelle Gerena 
Broussard, Cullen & Blastic, P.A. 
800 N. Magnolia Avenue, Suite 1301      
Orlando, Florida 32803 
Phone: 407-649-8717 
president@cfcala.org 
 
Vice-President: Stephanie J. Donaldson 
Shuffield Lowman & Wilson, P. A. 
1000 Legion Place, Suite 1700 
Orlando, Florida 32801 
Phone: 407-581-9800 
vice-president@cfcala.org 
 
Secretary:  Katherine Shaw 
Zimmerman Kiser Sutcliffe,  
315 E. Robinson Street, Suite 600 
Orlando, Florida 32801 
Phone: 407-425-7010 
secretary@cfcala.org 
 
Treasurer: Charlie Celauro 
Winderweedle, Haines, Ward & Woodman, P. A. 
329 Park Avenue North, Second Floor 
Winter Park, Florida 
Phone: 407-423-4246 
treasurer@cfcala.org  
 
Past-President: Rose Hutchinson 
Foley & Larner LLP, 11 N. Orange Avenue, Suite 1800 
Orlando, Florida 32801 
Phone: 404-423-7656 
past-president@cfcala.org  
 

COMMITTEE CHAIRS 
 
Business Partner Co-Chairs:    Robin Neill and Patricia Chin 
Membership:      Mellissa Waters and Jean Carrafiello 
Education (including socials):   Lisa Marcum, Allyson Bisland, Melissa Lambert  
Webinars:     Lori Turnage 
Communication:     Debbie Wittig, Dawn Betancourt and Carla Farr  
Social Media, Photography & Website Robin Neill and Carla Farr 
Focus Groups:  Dawn Betancourt 
Scholarships:      Georgette Fried and Ray Herod  
Survey:      Maureen McArdle 
President’s Council:     Sharon Owen 
Nominating Committee:   Rose Hutchinson  
Community Connection:    Lisa Mills and Kelly Searcy 
Diversity and Inclusion:   Steve Wingert  

 
  

mailto:president@cfcala.org
mailto:vice-president@cfcala.org
mailto:secretary@cfcala.org
mailto:treasurer@cfcala.org
mailto:past-president@cfcala.org
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MEET THE CFCALA  

2019-2020 EXECUTIVE BOARD 
 
President: Stephanie J. Donaldson 
Shuffield Lowman & Wilson, P. A. 
1000 Legion Place, Suite 1700 
Orlando, Florida 32801 
Phone: 407-581-9800 
president@cfcala.org 
 
Vice-President: Maureen McArdle 
O’Mara Law Group 
221 NE Ivanhoe Blvd., Suite 200 
Orlando, Florida 32804 
Phone: 407-898-5151 
vice-president@cfcala.org 
 
Secretary:  Katherine Shaw 
Zimmerman Kiser Sutcliffe,  
315 E. Robinson Street, Suite 600 
Orlando, Florida 32801 
Phone: 407-425-7010 
secretary@cfcala.org 
 
Treasurer: Robin Neill 
Dellecker, Wilson, King, McKenna, Ruffier & Sos 
719 Vassar Street 
Orlando, Florida 32804 
Phone: 407-244-3000 
treasurer@cfcala.org  
 
Past-President: Michelle Gerena 
Broussard, Cullen & Blastic, P.A. 
800 N. Magnolia Avenue, Suite 1301      
Orlando, Florida 32803 
Phone: 407-649-8717 
past-president@cfcala.org  
 

COMMITTEE CHAIRS 
 
Business Partner Co-Chairs:    Katie Shaw 
Membership:      Mellissa Waters and Jean Carrafiiello 
Education (including socials):   Allyson Bisland and Melissa Lambert  
Webinars:     Melissa Lambert 
Communication:     Dawn Betancourt and Carla Farr  
Social Media, Photography & Website Robin Neill and Allyson Bisland 
Focus Groups:  Lisa Marcum 
Scholarships:      Georgette Fried and Ray Herod 
Survey:      Stephen Feran 
President’s Council:     Rose Hutchinson 
Nominating Committee:   Michelle Gerena  
Community Connection:    Christina Robinett 
Diversity and Inclusion:   Jane Corser 

mailto:president@cfcala.org
mailto:vice-president@cfcala.org
mailto:secretary@cfcala.org
mailto:treasurer@cfcala.org
mailto:past-president@cfcala.org
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