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Moderator:

Erin Linehan, Associate General Counsel – Compliance, Head of Dispute 
Resolution and Senior & At-Risk Clients, Co-Founder of Southeastern 
Women In Financial Services

Panelists:

Heather Brock, Chief Diversity and Inclusion Officer, Buchanan Ingersoll, 
Board Member, Southeastern Women In Financial Services.

Joelle Simms, Bressler Amery Ross, Board Member Southeastern 
Women In Financial Services

Jonathan Santelli, EVP, General Counsel, Raymond James Financial, Inc.

Kirstin Turner, Complex Manager, RBC Wealth Management
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#METOO MOVEMENT HAS BECOME 

PART OF NATIONAL CONVERSATION
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EEOC STATISTICS FOR FISCAL YEAR 2017
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84,254 Workplace discrimination 
charges filed

6,696 Sexual harassment 
charges 25,605 Sex discrimination 

charges

$398M Amount of money 
secured for 
discrimination 
victims

$46.3M Monetary recovery for 
victims of sexual 
harassment 



SUPERSIZED SETTLEMENTS AND VERDICTS
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Ingraham v. UBS Financial (2011): $10.6M verdict in sexual harassment and 

discrimination lawsuit.

Chopourian v. Catholic Healthcare West (2012): $168M verdict in sexual 

harassment lawsuit. 

Myers v. Central Florida Investments et al.: $5.3M verdict against individual

harasser for compensatory and punitives on battery claim attendant to sex 

harassment.

Carlson v. Roger Ailes et al. (2016): The parent company of Fox News Channel 

agreed to pay $20M to settle sexual harassment claims.
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John Aiden Byrne, Wall Street’s #MeToo Moment Could Hit Multimillion-Dollar Tipping Point, NY Post, 

https://nypost.com/2018/04/07/wall-streets-metoo-moment-could-hit-multimillion-dollar-tipping-point/
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https://www.warren.senate.gov/imo/media/doc/2018.03.01%20Letter%20to%20FINRA%20on%20Sexual%20Harassment.pdf

https://www.warren.senate.gov/imo/media/doc/2018.03.01%20Letter%20to%20SEC%20Office%20of%20Women%20%20Minorities%20on%20Sexual%20Harassment.pdf



9
https://www.warren.senate.gov/imo/media/doc/2018.03.01%20Letter%20to%20FINRA%20on%20Sexual%20Harassment.pdf

https://www.warren.senate.gov/imo/media/doc/2018.03.01%20Letter%20to%20SEC%20Office%20of%20Women%20%20Minorities%20on%20Sexual%20Harassment.pdf
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Andrew Welsch, Wealth Management Fares Worst in Broad Study of Sexual Harassment, Financial Planning, 

https://www.financial-planning.com/news/wealth-managements-problem-with-sexual-harassment-in-the-workplace
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Andrew Welsch, Will #MeToo Come to Wealth Management Next?, Financial Planning, 

https://www.financial-planning.com/news/will-metoo-come-to-wealth-management-next
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Annalyn Kurtz, Why is the Pay Gap for Women Financial Advisors So Wide?, Financial Planning, 

https://www.financial-planning.com/news/equal-pay-day-pay-gap-for-financial-advisors-is-widest-of-all-occupations
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Annalyn Kurtz, Why is the Pay Gap for Women Financial Advisors So Wide?, Financial Planning, 

https://www.financial-planning.com/news/equal-pay-day-pay-gap-for-financial-advisors-is-widest-of-all-occupations
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https://www.ml.com/women-financial-wellness-age-wave.html
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https://www.bofaml.com/content/dam/boamlimages/documents/articles/ID18_0244/ml_womens_study.pdf
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Annalyn Kurtz, Why is the Pay Gap for Women Financial Advisors So Wide?, Financial Planning, 

https://www.financial-planning.com/news/equal-pay-day-pay-gap-for-financial-advisors-is-widest-of-all-occupations



REPRESENTATION OF WOMEN IN FINANCIAL SERVICES

18
Mercer, When Women Thrive:  Financial Services Perspective, Oct. 2016

available at http://www.gbaforwomen.org/download/when-women-thrive-financial-services-perspective/?wpdmdl=5950
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WHY GREATER GENDER DIVERSITY IS IMPORTANT
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Mercer, When Women Thrive:  Financial Services Perspective, Oct. 2016

available at http://www.gbaforwomen.org/download/when-women-thrive-financial-services-perspective/?wpdmdl=5950

➢ Positively impacts culture, conduct & risk

➢ Enhances connection to customers

➢ Embraces new competencies leading to future growth

➢ Accesses a broader talent pool



AND, IT IS GREAT FOR BUSINESS…

➢ Improved marketing and customer service through better understanding 

and accommodation of diverse customer groups and their needs.

➢ Improved employee morale, performance, and productivity through 

equitable workplace practices that select, develop, and treat people based 

on merit and fairness.

➢ Improved retention and lower personnel costs due to reduced absenteeism 

and turnover.

➢ Improved ability to attract and recruit top talent.

➢ Reduced risk of discrimination lawsuits as a result of more just and 

nondiscriminatory environment.

➢ Improved corporate image, which generates public goodwill.

➢ Improved employee creativity, problem-solving and decision-making through 

effective management of diverse perspectives and “creative conflict.”
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RETURN ON INVESTMENT

➢ 42 of Diversity, Inc.’s “Top 50 Companies for Diversity” are publicly traded, 

and had a 24.8% higher return than the Standard & Poor’s 500 when 

measured over 10 years with dividends reinvested.

➢ Catalyst Inc. found that Return-on-Equity was 35% higher and Total Return to 

Shareholders was 34% higher for companies with the strongest 

representation of women on executive-leadership teams than companies 

with the lowest representation. 

➢ Nextel Communications Inc. achieved ROI of 163% on their diversity training 

investment as a result of improved retention and employee performance.

➢ Recent McKinsey Global Institute study shows female-focused companies 

outperformed their competition by 53%. Companies with higher numbers of 

women on boards realized a 42% increase in sales. 
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WOMEN LED COMPANIES OUTPERFORM THE SP500
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FIVE DISCONNECTS HOLDING BACK GENDER DIVERSITY 

24
Ernst & Young LLP, Navigating Disruption Without Gender Diversity? Think Again, 2016,

Available at http://www.ey.com/Publication/vwLUAssets/EY-women-in-industry/$FILE/EY-women-in-industry.pdf

➢Reality Disconnect

➢Data Disconnect

➢ Pipeline Disconnect

➢ Perception and Perspective Disconnect

➢ Progress Disconnect



25
Ernst & Young LLP, Navigating Disruption Without Gender Diversity? Think Again, 2016,

Available at http://www.ey.com/Publication/vwLUAssets/EY-women-in-industry/$FILE/EY-women-in-industry.pdf
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Andrew Welsch, Wealth Management Fares Worst in Broad Study of Sexual Harassment, Financial Planning, 

https://www.financial-planning.com/news/wealth-managements-problem-with-sexual-harassment-in-the-workplace
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Ernst & Young LLP, Navigating Disruption Without Gender Diversity? Think Again, 2016,

Available at http://www.ey.com/Publication/vwLUAssets/EY-women-in-industry/$FILE/EY-women-in-industry.pdf



ADDRESSING THE DISCONNECTS
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Ernst & Young LLP, Navigating Disruption Without Gender Diversity? Think Again, 2016,

Available at http://www.ey.com/Publication/vwLUAssets/EY-women-in-industry/$FILE/EY-women-in-industry.pdf

➢ Reality Disconnect

➢ Don’t assume the gender gap will fix itself  

➢ Take a critical view of where you are now and where you need to be

➢ Data Disconnect

➢ Set concrete gender-parity targets - then measure progress using clear metrics

➢ Use data to identify obstacles and enablers for female career advancement

➢ Review processes for bias and increase transparency and accountability for 

gender diversity

➢ Pipeline Disconnect

➢ Determine how to make company an employer of choice for women

➢ Implement formal programs to identify and develop potential female leaders

➢ Ask female employees how you can improve the senior leadership pipeline
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Ernst & Young LLP, Navigating Disruption Without Gender Diversity? Think Again, 2016,

Available at http://www.ey.com/Publication/vwLUAssets/EY-women-in-industry/$FILE/EY-women-in-industry.pdf

➢ Perception and Perspective Disconnect
➢ Create opportunities for open dialogue between men and women about 

challenges and potential solutions
➢ Make greater efforts to understand the challenges from those who have 

experienced them
➢ Take an active role and support pipeline of female talent through mentoring 

and sponsoring and encouraging both genders in similar positions to do the 
same

➢ Decide what actions you will take now that will contribute to a more inclusive 
and successful organization and commit to improving gender diversity

➢ Progress Disconnect
➢ Look at practices other sectors have adopted to determine what’s possible 

and adopt leading practice to achieve gender-parity
➢ Consider how you and your organization can play an active role in improving 

the industry’s gender diversity

ADDRESSING THE DISCONNECTS



CALL TO ACTION
➢ Continue to make our companies trusting places to have complex, and sometimes 

difficult, conversations about diversity and inclusion: Create and maintain 

environments, platforms, and forums where associates feel comfortable reaching out 

to their colleagues to gain greater awareness of each other's experiences and 

perspectives. 

➢ Implement and expand unconscious bias education: We all have unconscious biases -

that is human nature. But educate to all individuals to begin recognizing, 

acknowledging, and therefore minimizing any potential blind spots. Share best, and 

unsuccessful, practices: Many companies has established programs and initiatives 

around diversity and inclusion. Commit to helping other companies evolve and 

enhance their current diversity strategies and encourage them, in turn, to share their 

successes and challenges with others.

➢ Create accountability systems within our companies to track progress and to share 

regular updates with each other.
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➢ Select a women to be part 
of an important client 
team.

➢ Share an account with a 
women.

➢ Promote achievements of 
a woman to a leader 
inside or outside your 
organization.

➢ Refer a job opportunity or 
a client to a woman.

➢ Interrupt workplace bias 
when it happens and in 
key workplace processes.

➢ Mention a junior woman 
by name from the podium.

➢ Take a junior woman to a 
professional meeting or 
networking event.

➢ Engage in peer-to-peer 
mentoring.

➢ Distribute research results 
and articles on gender 
issues to leaders within 
your organization.

➢ Recommend a woman to 
be a speaker at a 
conference or event.
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WHAT YOU CAN DO THIS MONTH



➢ Nominate/support/
recommend a woman 
for a leadership 
position.

➢ Encourage a peer to 
sponsor a high 
potential woman.

➢ Coach a woman on how 
to write an effective 
compensation memo.

➢ Find a creative way to 
open door to an 
important network for a 
woman.

➢ Coach a woman about 
how to build her 
business and support 
her efforts to do so.

➢ Encourage a woman to 
seek a leadership 
position within your 
organization and 
support her efforts.
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WHAT YOU CAN DO THIS QUARTER



WHAT YOU CAN DO THIS COMING YEAR

➢ Talk with - and listen to - Millennial Women.

➢ Enlist men to be part of the conversation and the solution.

➢ Refine your organizations evaluation process to ensure no 

gender bias.

➢ Develop and implement internal systems that advance women.

➢ Make women part of your everyday consciousness.  Be 

intentional about extending opportunities.
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