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Illinois Governor Signs Salary 
History Ban Law

On July 31, Gov. Pritzker signed into 
law amendments to the Illinois Equal 
Pay Act, which will go into effect 
on Sept. 29. The amendments will 
prohibit employers from asking job 
applicants for information about 
their past compensation and 
benefits during the hiring process. 

The amendments are intended to help close both racial and 
gender wage gaps. Statistics show that on average, women 
in Illinois earn 79 cents to every dollar white males earn, and 
women of color earn even less. 

Workers will be able to seek up to $10,000 in damages, plus 
attorney’s fees, if employers violate the law. The law further 
protects employees’ right to discuss their compensation and 
benefits with co-workers to create more transparency in the 
workplace in connection with equal pay information. 

Governor Signs Recreational 
Marijuana Law
On June 25, Gov. Pritzker signed the Cannabis Regulation and 
Tax Act into law, officially legalizing recreational marijuana in 
Illinois. The legislation takes effect on Jan. 1, 2020. 

The law permits adults 21 and older to purchase cannabis 
at approved dispensaries. Residents of Illinois will be allowed 
to purchase up to 1 ounce (30 grams) of marijuana at a 
time. Non-residents will be limited to 15 grams. Possession 
otherwise remains a crime until Jan. 1. The law will also 
expunge criminal possession records for nearly 800,000 
people. Additionally, the law will give preference to those 
citizens in communities most directly and adversely 
impacted by the enforcement of cannabis-related laws who 
are interested in starting cannabis business establishments. 

See our June 25 L&E Newsletter for more information about 
the new law and some general advice for employers about 
this law’s impact on the workplace. 

Alcoholism, But Not Obesity, 
Considered Impairment Under 
ADA
In a case of first impression in the 7th Circuit, the court held that 
obesity is not considered an impairment under the Americans 
with Disabilities Act (ADA) unless that condition is due to an 
underlying “physiological disorder of condition.” Richardson v. 
Chicago Transit Authority, No. 17-3508 (7th Cir. 6/12/19). 

Practice Tip:
Employers are now put on notice that if they inquire about pay 
history as part of the hiring process, it is time to change protocol. 
Companies should review their written applications and interview 
questionnaires, and eliminate these questions now to avoid 
penalties and potential claims by workers in preparation for 
September.

http://www.bdlfirm.com
http://www.bdlfirm.com
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http://www.bdlfirm.com/wp-content/uploads/2019/06/L-E-Newsletter-June-2019-02220733xCE0C6.pdf
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The plaintiff in Richardson was a bus driver for the Chicago 
Transit Authority (CTA).  His reported weight was 566 lbs. in 
2009. He was not allowed to return to work in 2010 after it was 
determined that he could not safely operate a CTA bus. The 
CTA enforced the manufacturer’s policy which provided a 
maximum 400 lbs. weight limit, among other things.

Plaintiff was temporarily moved to an administrative position 
after failing to provide medical documentation of the need 
to remain in this position for one additional year.

CTA gave the plaintiff the opportunity to treat with doctors 
to lose weight and be subject to periodic monitoring. Plaintiff 
declined this request. As a result, he was terminated in 2012.

The 7th Circuit noted that other federal circuit courts had 
found obesity was not an impairment under the ADA, unless 
due to a physiological disorder or condition. Plaintiff did not 
present any evidence that this was the situation with him. 

Plaintiff also unsuccessfully argued that he was still disabled 
under the ADA as his employer perceived him as disabled.  
The court, however, found the same reasoning as with an 
actual impairment applied: plaintiff would need to show 
that the employer believed plaintiff’s obesity constituted 
a physical impairment that “was caused by an underlying 
physiological disorder or conditions.”  Again, no such 
evidence was presented by plaintiff. 

In a separate decision by the 7th Circuit, it reversed the 
district court’s dismissal of a lawsuit by a former employee 
of the Metropolitan Water Reclamation District of Greater 
Chicago (“District”). The former employee claimed that 
he was fired, in part, because he is allegedly disabled by 
alcoholism and that he was regarded as disabled by the 
District. 

In Freeman v. Metropolitan Water Reclamation District of 
Greater Chicago, No. 18-3737 (7th Cir. 2019), the court found 
that the lower court erred in dismissing the employee’s 
lawsuit on the basis that he failed to state a cause of action. 
The lower court stated his complaint lacked specificity about 
how his alleged alcoholism substantially limited major life 
activity or caused his termination. 

The court found that this standard was too high and that 
the employee presented plausible arguments for his case 
to continue, but not necessarily to prevail. For example, the 
court found that the employee properly alleged that the 
District regarded him as an alcoholic, impairing his ability 
to perform a broad class of jobs, and therefore a jury could 
conclude that this perception of his impairment impacted a 
major life activity.

5th Circuit: Staying Awake is 
Essential Job Function
A Texas employee sued her employer, in part, alleging 
discrimination in violation of the Americans with Disabilities 
Act (ADA) and the state-law counterpart. See Danielle Clark 
v. Charter Communications, L.L.C., No. 18-11492 (5th Cir. 2019). 
The employee was a specialist at a telecommunications 
service provider, whose job functions included monitoring 
computer displays tracking network outages in real 
time. When the system displays an outage, a specialist 
is supposed to immediately dispatch a technician to the 
location and monitor the progress of its restoration in the 
event it needs to be escalated to a supervisor.

The employee suffered from narcolepsy, a neurological 
condition that caused her to experience the uncontrolled 
sudden onset of sleep. Because of her condition, she 
had problems staying awake during her shifts and often 
fell asleep at work, including while she was surveilling 
the network for outages and during work coordinating 
technicians’ repairs of the network.

The company engaged in an interactive process with 
the employee, providing several different reasonable 
accommodations including more frequent breaks to nap, 
eliminating certain nightshifts and more time-off to see her 
doctor.

Practice Tip:
Employers should engage in an interactive process to 
determine whether there are reasonable accommodations 
which may allow the employee to perform his/her job functions. 
Engaging in an interactive process is likely the employer’s best 
means of avoiding liability for disability discrimination and 
failure to reasonably accommodate a disabled employee. As in 
Richardson, if the employee is not disabled or perceived to be 
disabled, the ADA and its requirements to accommodate would 
not apply. 

Employers, however, should be careful to dismiss an employee’s 
request for accommodation if it is unsure of the underlying 
reason for an employee’s obesity or other health issues. 
Further, employers should keep in mind that alcoholism can 
be a disability under the ADA and employees who may be 
disabled because of alcoholism should not automatically 
be regarded as incapable of performing their jobs. Like with 
other types of disabilities, employers should engage in an 
interactive process to determine whether these employees can 
perform their essential job functions with or without reasonable 
accommodations.   

http://www.bdlfirm.com
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The employee ultimately sued her employer following 
an unpaid leave of absence. The employer was granted 
summary judgement. The 5th Circuit Court of Appeals 
affirmed the decision, finding that the employee was not a 
“qualified” individual with a disability under the ADA because 
she could not perform her essential job functions (i.e. staying 
awake), even with reasonable accommodations. 

The court reached this conclusion after the employee 
conceded that her physicians advised that she would 
continue to fall asleep at unpredictable times during her 
shift, and would require unplanned 10-minute naps at an 
unknown frequency throughout the workday. Although the 
employee argued that staying awake was not an essential 
function of her role, there was no record to support this 
contention considering that a specialist is responsible for 
responding to time-sensitive network alerts or urgent calls 
from technicians.

6th Circuit Rules Employer’s 
Statements on Consequences 
of Unionization Lawful 
Section 7 of the National Labor Relations Act (NLRA) 
guarantees employees the right to form, join or assist 
labor unions and to collectively bargain through unions. 
NLRA Section 8(a) makes it an unfair labor practice for an 
employer “to interfere with, restrain, or coerce employees in 
the exercise of rights guaranteed in” Section 7.

In Hendrickson USA, LLC v. National Labor Relations Board, 
Case No. 18-1144/1315 (August 1, 2019), the 6th Circuit U.S. Court 
of Appeals, refused to enforce a National Labor Relations 
Board (NLRB) ruling against an employer whose employees 
were attempting to unionize the company’s Kentucky 
manufacturing plant. 

The court rejected the NLRB’s position that the employer, 
Hendrickson USA, violated Section 8(a) by issuing a plant-
wide letter cautioning employees that if the plant were 
unionized, contract negotiations would begin “from scratch.” 
Hendrickson USA also showed employees a PowerPoint 
stating that in a union shop “the culture will definitely 
change,” “relationships suffer” and “flexibility is replaced by 
inefficiency.”

The court noted that NLRA Section 8(c) provides that it is 
not an unfair labor practice for an employer to express 
any “views, argument, or opinion” as long as the expression 
“contains no threat of reprisal or force or promise of benefit.” 
Citing U.S. Supreme Court and court of appeals precedent, 
the 6th Circuit pointed out that both the employer and 
employees may express themselves in a labor dispute on 
the merits of the disagreement to influence its outcome. 
However, to be protected, an employer’s prediction of 
adverse consequences of unionization “must be carefully 
phrased on the basis of objective fact.”

While the court previously found that it was unlawful for an 
employer to tell employees that in union bargaining wages 
and benefits “start at zero,” rather than their current levels, 
the court explained that the statement was made in light 
of an “atmosphere of anti-union animus,” which involved 
other unfair labor practices such as terminating pro-union 
employees and threatening to close the plant.

Absent those types of circumstances, the court held that 
it is lawful for an employer to adopt a hard bargaining 
posture if a union is elected or to inform employees that it 
will do so, and that communicating an intent to “start from 
zero” or “from scratch” is a “permissible prediction of a 
hard bargaining posture.” Such statements are lawful if the 
employer makes it clear that it is warning employees about 
the “natural give and take of the bargaining process,” and 
not threatening to retaliate against employees for electing a 
union by engaging in “punitively intransigent” bargaining or 
unilaterally discontinuing benefits prior to negotiations.

The court held that Hendrickson’s letter was lawful. While the 
letter emphasized the inherent risks of contract negotiations, 
it did not “essentially promise” that employees would end 
up with less. The letter made it clear that its statement was 
meant to counter any ideas that union representation would 
automatically lead to an increase in wages and benefits, 
which purpose is explicitly allowed by NLRB precedent.

The question was 
whether the statements 
in Hendrickson’s 
PowerPoint presentation 
were “projections of 
consequences beyond 
its control or threats to 
retaliate against employees 
for authorizing union 
representation.” 

The court rejected the NLRB’s position that Hendrickson’s 
statements certainly indicated that in the event a union was 
elected, Hendrickson would no longer respond to employee 
concerns and that employees would “lose control over every 
aspect their work lives.” Rather, the court held, the PowerPoint 
lawfully elaborated and summarized the company’s position 
“on the ineffectiveness of third-party representation” 
and were “protected predictions of the consequences of 
unionization.”

Practice Tip:
This case raises two important issues for employers: 

1. It is important to have detailed job descriptions regarding 
an employee’s essential job functions; and

2. employers must engage in an interactive process 
with a disabled employee who requests a workplace 
accommodation. 

The employer succeeded on summary judgment because 
the facts were clear that the employee could not perform her 
essential job functions, even with reasonable accommodations. 

http://www.bdlfirm.com
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EEOC: Harassment and 
Retaliation Settlement
A Chicago cargo company recently settled a federal 
harassment and retaliation lawsuit brought by the EEOC for 
$135,000. The basis for the charge was that the company 
tolerated sexual harassment of female employees; They 
then fired a male employee for speaking out about it. 

Specifically, the lawsuit claimed that the female employee 
had been sexually harassed by her supervisor and that her 
complaints were ignored by the company. A male employee 
who witnessed the harassment reported the misconduct to 
human resources and was subsequently terminated by the 
same supervisor whom he had complained about. 

In addition to the six-figure monetary payment, as part of 
the settlement agreement, the company must also train its 
employees regarding employer obligations and the rights of 
employees under Title VII.

Illinois Passes New AI Law
On August 9, Gov. Pritzker signed the Artificial Intelligence 
Video Interview Act (AI Act), which will become effective 
January, 1, 2020. The AI Act provides that before an employer 
may ask applicants to record video interviews and use an 
artificial intelligence analysis of applicant-submitted videos, 
it shall: 

1. Notify each applicant in writing before the interview 
that artificial intelligence may be used to analyze 
the applicant’s facial expressions and consider the 
applicant’s fitness for the position;

2. provide each applicant with an information sheet 
before the interview explaining how the artificial 
intelligence works and what characteristics it uses to 
evaluate applicants; and

3. obtain written consent from the applicant to be 
evaluated by the artificial intelligence program.

The AI Act further prohibits employers from using artificial 
intelligence to evaluate applicants who have not consented 
to the use of artificial intelligence analysis. Additionally, 
employers may not share applicant videos, except with 
persons whose expertise is necessary in order to evaluate an 
applicant’s fitness for a position.

Chicago Fair Workweek 
Ordinance Passed
On July 24, the Chicago City Council unanimously passed 
the Chicago Fair Workweek Ordinance, which will require 
covered employers to provide covered employees with a 
predictable work schedule. The purpose of the ordinance is 
to provide Chicago employees with protections that ensure 
employer scheduling practices do not unreasonably prevent 
workers from attending to their families, health, education 
and other personal and familial obligations.  

The bill will become effective July 1, 2020, and applies to 
employees who work at least two hours in a two-week period 
within the City of Chicago’s boundaries. Certain salaried 
employees are considered exempt from the ordinance’s 
coverage. The ordinance covers employers with 100 or more 
employees with at least 50 covered employees who either: 

Practice Tip:
Whether employees are considering unionization or other active 
efforts to unionize, everything the employer says or does about 
the consequences of unionization may carefully be scrutinized 
by a union or the NLRB for evidence of unlawful intent. While the 
6th Circuit’s decision found the employer’s letter and PowerPoint 
to be lawful, any surrounding evidence of employer actions 
or statements motivated by anti-union animus or suggested 
retaliation against employees should they vote in a union, could 
certainly have resulted in an opposite ruling. 

It is critical for employers to have their labor and employment 
counsel review and approve any and all written or oral 
statements to employees about unions. This includes everything 
from providing general education to employees on the 
company’s position and communications to employees when 
there are indications of union activity, to communications to 
employees during an active unionization campaign.  

Practice Tip:
This case demonstrates the serious repercussions for sexual 
harassment and retaliation in the workplace. Employers should 
implement regular sexual harassment training to help avoid 
potential claims. Annual training may also soon be mandatory 
in Illinois if the Workplace Transparency Act becomes law (See 
our June 25 L&E Newsletter).

Practice Tip:
Though the new act does not yet specify what the penalty is 
for non-compliance, you should consult with your attorney 
before implementing artificial intelligence in your application 
interviews and procedures.

http://www.bdlfirm.com
http://www.ilga.gov/legislation/publicacts/101/PDF/101-0260.pdf
http://www.ilga.gov/legislation/publicacts/101/PDF/101-0260.pdf
http://www.bdlfirm.com/wp-content/uploads/2019/06/L-E-Newsletter-June-2019-02220733xCE0C6.pdf
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1. Maintain a business facility within the geographic
boundaries of the City of Chicago; or

2. have at least thirty locations globally and have
employees working within the geographic boundaries
of the City of Chicago; or

3. are subject to one or more of certain City-licensing
requirements.

The ordinance covers employees who earn less than $26 per 
hour or receive a salary of under $50,000 per year. 

There are some noteworthy exceptions to employer 
coverage. For example, the ordinance will only apply to 
restaurants and non-profits if they have a total of at least 
250 employees and meet certain other requirements. 

ADVANCE NOTICE OF WORK SCHEDULES 
Upon commencement of employment, the ordinance will 
require covered employers to provide employees a good 
faith estimate in writing of the employee’s work schedule 
including: 

1. The median number of weekly work hours the
employee can expect to work each week;

2. whether the employee can expect to work any on-
call shifts; and

3. a subset of days and a subset of times or shifts that
the employee can expect to work, or days of the
week and times or shifts on which the employee will
not be scheduled to work.

Prior to or upon commencement of employment, the 
employee may request that the employer modify the 
estimated work schedule, which the employer may accept 
or reject in its sole discretion in writing prior to beginning 
employment. 

Additionally, an employer must provide employees with 
at least 10 days’ written notice of their upcoming work 
schedules. The notice period will increase to 14 days in 2022. 
The work schedules must be posted in a conspicuous place 
that is readily accessible and visible to all employees, unless 
an employee specifically requests electronic notification.

If an employer adds hours to an employee’s schedule after 
the notice period, the ordinance permits employees to 
decline the additional work time. If the employee agrees to 
the additional work time, the employer would be required to 
pay “predictability pay,” an additional hourly rate based on 
the employee’s regular rate of pay. 

Employers would be required to offer additional work hours 
to existing employees before hiring new employees.

PENALTIES 
An employer may be subject to a $1,000 fine for retaliating 
against an employee who exercises rights protected under 
the ordinance. Further, the ordinance imposes a $300 
penalty for each employee affected in each pay period as 
a result of an employer’s failure to properly provide notice or 
keep required records. 

Another Win for Employment 
Law Department
For the fourth consecutive time this year, Bryce Downey & 
Lenkov was successful in securing a finding of no probable 
cause by the Illinois Department of Human Rights (IDHR) on a 
claim of disability discrimination and retaliation arising from 
an employee’s medical condition (cancer).

Led through extensive investigation, preparation of a 
comprehensive position statement brief and solid witness 
testimony from our client, Storrs Downey convinced the 
IDHR that there was insufficient evidence to support the 
employee’s claims.

The firm previously secured wins on race discrimination, 
mental disability discrimination and age discrimination 
claims before the IDHR.

View more information on our  
Labor & Employment practice.

Our other practices Include: 

• Appellate Law
• Business Law
• Condominium Law
• Construction Law
• Entertainment Law
• General Liability
• Healthcare Law
• Insurance Law
• Intellectual Property
• Products Liability
• Professional Liability
• Real Estate
• Transportation Law
• Workers’ Compensation

Newsletter Contributors 
Storrs Downey, Jessica Jackler, and Cary Schwimmer 
contributed to this newsletter.
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Meet the Team
 

Cary Schwimmer 
 
Of counsel Cary Schwimmer joins us from 
Memphis and discusses his relationship with 
the firm, advice for employers and his favorite 
game show. 
 

 
EDITOR: How did you get involved with BDL? 

CS: A good friend who is also of counsel to BDL, introduced me to 
the firm. I was impressed with what I saw and the firm apparently 
liked me; that was around 2005.

EDITOR: What claims/cases do you see the most in Tennessee?

CS: Discrimination charges and suits—most frequently claims of 
race and sex discrimination, usually combined with retaliation 
claims. I believe employment discrimination claims continue to 
be the most common type of federal court lawsuit. 

EDITOR: What’s one piece of advice you have for employers?

CS: Look at claims or potential actions against an employee 
from both a “due process“ and fairness standpoint. Will a 
juror feel that the employee was treated in a way the juror 
would expect themselves or a family member to be treated 
in the employee’s situation? Make sure the employee has an 
opportunity to tell their side of the story in writing and have the 
opportunity to internally appeal the decision to someone higher 
in management. 

EDITOR: What do you like to do outside of work?

CS: Fishing is my thing. I have a fishing boat for trips and a canoe 
at the lake across from my house. I also love to cook, grill out, and 
smoke meat and fish on my smoker.

EDITOR: If you weren’t a lawyer, what other career would you 
have chosen?

CS: Acting.

EDITOR: What’s something the rest of the firm might not know 
about you?

CS: I play the mountain dulcimer.

EDITOR: What game show would you most like to be on?

CS: Match Game.

Cary Schwimmer is of counsel in our Memphis, TN office. He has 
represented employers in numerous labor and employment 
matters for over 30 years. Cary handles EEOC and NLRB claims, 
workplace harassment investigations, non-compete and 
restrictive covenant litigation, collective bargaining matters, and 
creates employment policies and handbooks.

Firm News
Jessica Jackler’s Article on 
Measles Epidemic Featured in 
CLM Magazine 
Chicago associate Jessica Jackler recently published an 
article for CLM Magazine titled, “Managing an Outbreak: What 
can employers legally require when it comes to vaccines?”

Jessica discusses the recent surge of measles in the U.S., 
vaccines in the workplace and what employers can legally 
require. She provides a brief overview of the history of the 
measles vaccination program and strategies for employers to 
avoid liability under ADA, Title VII and OSHA. 

Read “Managing an Outbreak.“

 

Storrs Downey Featured in 
Lawyer Monthly Magazine 
Capital member Storrs Downey was recently featured in 
an interview with Lawyer Monthly magazine. “Addressing 
the Ever-Expanding Issue of Biometrics and Privacy in the 
Workplace” covered privacy challenges many employers 
face in today’s technology-driven environment. 

Storrs discussed what biometrics are and how they’re used 
in the workplace, significant case law, Illinois’ Biometric 
Information Privacy Act, legislation in other states and what 
employers should do to avoid litigation. He further noted that 
“organizations should be mindful to only collect biometric 
information it truly needs” and advised employers to be 
examine third-parties’ retention policy.

Read “Addressing the Ever-Expanding Issue of Biometrics 
and Privacy in the Workplace.“

http://www.bdlfirm.com
https://www.bdlfirm.com/attorneys/cary-schwimmer/
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Kirsten Kaiser Kus Quoted in 
CLM Magazine on Aggressive 
Claims Handling
Income member Kirsten Kaiser Kus was recently quoted in 
CLM Magazine’s “Helping Injured Workers Quickly” article. 
The article highlights key pointers Kirsten shared during 
the popular webinar, “Aggressive Claims Handling for 
Workers Compensation.” Penny Wright-McCloud of Sunstate 
Equipment Co joined Kirsten.

Kirsten was quoted on a variety of topics such as pre-
injury preparation and investigation, surveillance video and 
reasons plaintiffs retain counsel.

Read “Helping Injured Workers Quickly” here.

Bryce Downey & Lenkov 
Ranked as a Top 50 
Construction Law Firm
Bryce Downey & Lenkov has been recognized as one of 
Construction Executive magazine’s Top 50 Construction Law 
Firms. The inaugural issue selects those firms who have made 
significant contributions and lead the construction legal industry. 

Construction Executive surveyed hundreds of law firms, reviewing 
their 2018 and 2017 construction practice revenues, number of 
attorneys in the firm’s construction practice, percentage of firm’s 
total revenue derived from its construction practice, number of 
states in which the firm is licensed to practice and the year in 
which their construction practice was established. 

The accompanying article, “Keeping a Sharp Eye on the 
Contract,” examines risk management, profitability, contract 
dispute resolution and contract administration. 

Click here to read the full press release.
View the Top 50 Construction Law firms® here.

Margery Newman Highlighted 
in WCOE Newsletter
Income member Margery Newman was recently highlighted 
in the latest Women Construction Owners & Executives 
newsletter. Margery was featured for her substantial 
experience handling construction law matters, including 
complex construction litigation in both the private and public 
sectors and related business litigation.

Women Construction Owners & Executives is committed to 
making a positive difference for women in the construction 
industry by creating opportunities influencing legislation and 
supporting women-owned construction companies.

Read more about WCOE.

Werner Sabo to Run in Chicago 
Marathon for Misericordia Home
Of counsel Werner Sabo will run in Bank of America’s Chicago 
marathon on October 13. Werner will run to raise money for 
Misericordia Home, a non-profit organization that supports 
children and adults with intellectual and developmental 
disabilities. Misericordia is recognized as one of the nation’s 
leading communities for those with disabilities, distinguished 
for its network of services and continuum of care model. 
The organization strives to meet each individual’s 
changing needs, maximize his or her independence, self-
determination, interpersonal relationships and engagement 
in the community. 

This is the 6th time Werner will run the marathon to support 
Misericordia Home.

To donate, visit Werner’s fundraising page.
For more information about Misericordia Home, click here.

http://www.bdlfirm.com
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http://www.bdlfirm.com/wp-content/uploads/2019/06/BDL-Press-Release-Top-50-Construction-Law-Firm-02223084xCE0C6.pdf
https://www.constructionexec-pageviewer.com/cem/june_2019/MobilePagedReplica.action?pm=2&folio=34#pg36
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Bryce Downey & Lenkov 
Participates in USLI’s Baskets 
for Breast Cancer Auction
Bryce Downey & Lenkov is proud to participate in USLI’s 5th 
Annual Baskets for Breast Cancer auction from October 16 – 
23, 2019. 

Baskets for Breast Cancer is a live, online auction where all 
proceeds benefit Breastcancer.org a non-profit organization 
that helps women and their families by providing expert 
medical information about breast health and breast 
cancer, as well as peer support through their large online 
community.

The silent auction features baskets full of a variety of items 
donated by companies. This year, Bryce Downey & Lenkov 
donated “A Bueller Day Off.” Bidders who want to live like 
Ferris and enjoy a day off will have a chance to win:

1. Wrigley Field Tour certificate
2. StubHub gift card
3. Two Go Chicago Explorer Passes
4. Land, Lake, and River: Chicago boat and bus tour

package
5. Harry Caray’s Italian Steakhouse gift card

100% of basket sales benefit Breastcancer.org.

Cutting Edge Continuing 
Legal Education
If you would like us to come to you for a free seminar,  
Click here or email Storrs Downey. 

Our attorneys regularly provide free seminars on a wide range 
of labor and employment topics. We speak to companies 
of all sizes and national organizations. Among the national 
conferences at which we’ve presented:

• American Conference Institute (ACI)
• Claims and Litigation Management Alliance Annual

Conference
• CLM Retail, Restaurant & Hospitality Committee Mini-

Conference
• Employment Practices Liability Insurance ExecuSummit
• National Association of Security Companies (NASCO)
• National Workers’ Compensation and Disability

Conference
• RIMS Annual Conference
• SEAK Annual National Workers’ Compensation and

Occupational Medicine Conference

Previous Webinars
• 10 Tricky Employment Termination Questions Answered
• Approaching LGBT Issues in Today’s Workplace
• Employment Law Issues Every Workers’ Compensation

Professional Needs to Know About
• Hiring Do’s and Don’ts
• Is Your Independent Contractor Actually an Employee?
• Recent DOL & NLRB Developments
• Religious and Disability Discrimination & 

Accommodations
• Risky Business: Drugs, Sexual Orientation & Guns in the

Illinois Workplace

If you would like a copy of our other prior webinars, please
email us at mkt@bdlfirm.com.

©2019 Bryce Downey & Lenkov LLC. All rights reserved. The content of 
this document has been prepared by Bryce Downey & Lenkov LLC for 
informational purposes. The information is not intended to create, and receipt 
of it does not constitute, a lawyer-client relationship. You should not act upon 
the information contained in this document without seeking advice from a 
lawyer licensed in your own state. Please do not send or disclose to our firm 
confidential information or sensitive materials without our consent. 

Upcoming Events
• 9/12/19 - We are proud to sponsor CVLS’ Race Judicata®

2019. For more information, click here.

• 11/5/19 - Chase Gruszka will present at NBI’s webcast
“Electronic Medical Records: Spotting Medical Malpractice
Red Flags.” For more information or to register, click here.

• 11/6/19 - Storrs Downey and Kevin Kaufman will present at
NBI’s “Human Resource Law: What You Need to Know Now”
seminar. For more information to register, click here.
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