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New Illinois 2021 Laws 
With the start of the new year, employers should be aware of 
several changes to employment laws in Illinois. 

MINIMUM WAGE INCREASE

Workers in Illinois received an 
increased minimum wage to $11 
per hour on January 1. The last 
increase occurred on July 1, 2020 
and will continue to grow on 
an annual basis until it reaches 
$15 per hour on Jan. 1, 2025. To 
avoid hefty penalties from the Illinois Department of Labor, 
employers must be sure to comply with the minimum wage 
requirements and calculate overtime using the correct rate 
of pay.  

CHICAGO FAIR WORKWEEK ORDINANCE 

Beginning January 1, employees covered by the Chicago 
Fair Workweek Ordinance will have a private right of action 
against employers for violations. Although the ordinance 
took effect on July 1, 2020, the City of Chicago delayed the 
effective date for private causes of action until 2021 because 
of the COVID-19 pandemic. 

WORKPLACE DISCRIMINATION AND HARASSMENT

As a reminder, on July 1, 2020, an amendment to the Illinois 
Human Rights Act (Act) made all businesses employing at 
least one or more persons in the state for 20 or more weeks 
within the calendar year subject to state discrimination laws. 
Previously, an employer was defined under the Act as having 
15 or more employees. 

The amended Act also requires employers to file any final, 
adverse judgments or administrative rulings entered against 
them in discrimination or sexual harassment cases to the 

Illinois Department of Human Rights. Employers must file 
these reports for the preceding calendar year before July 1 of 
each subsequent year.

Employers must also provide annual sexual harassment 
training each calendar year, and all restaurants and 
bars are required to provide a sexual harassment policy 
to all employees in writing within the first week of their 
employment. In addition to supplying employees working in 
areas alone, safety or notification devices to call for help if 
needed, hotels and casinos must also include a provision in 
their anti-sexual harassment policy allowing employees to 
take paid time off to file a police report or criminal complaint.

What a Biden Presidency May 
Mean for Employers
As we approach President-elect Joe Biden’s upcoming 
inauguration, there are a number of changes employers 
should expect to see with the change of administration. 
Below we discuss a few of the significant anticipated 
changes.

STRICTER COVID-19 GUIDELINES

Biden has made it clear that it is a priority for his 
administration to better control the pandemic. We 
therefore expect to see stricter health and safety guidelines 
for employers. This may include more guidelines and 
regulations from OSHA. 

Practice Tip:
If you have any questions about any of these new state or 
local laws and how to implement them into your organization, 
confer with your employment counsel or contact us for further 
assistance. 

http://www.bdlfirm.com
http://www.bdlfirm.com
https://www.bdlfirm.com/chicago-fair-workweek-ordinance-passed/
https://www.bdlfirm.com/chicago-fair-workweek-ordinance-passed/
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FEDERAL FAMILY AND MEDICAL LEAVE

Biden pledges to create a national paid family and medical 
leave program to give all workers up to 12 weeks of paid 
leave and up to seven days of paid sick, family and safe 
leave. Currently, there is no federally-mandated family and 
medical leave law applicable to all employers. The FMLA only 
applies to employers with at least 50 employees and there 
are other eligibility requirements that employees must meet 
before being able to take such leave. If a new federal law is 
proposed under Biden, it is likely to impact employers of all 
sizes and have a more relaxed eligibility standard than the 
FMLA. 

WAGE AND HOUR POLICIES 

Part of Biden’s campaign included support for increasing 
the federal minimum wage to $15 an hour and eliminating 
the minimum tipped wage. He also supports the Paycheck 
Fairness Act, which would provide greater protections 
against gender pay disparities and would ensure workers of 
color are paid fairly.

WORKPLACE DISCRIMINATION AND HARASSMENT  

The Biden administration will likely place a greater focus 
on eliminating workplace discrimination and harassment. 
Biden has proposed new legislation aiming to increase 
protections against sexual harassment at work by increasing 
the amount of time employees would have to file sexual 
harassment claims, placing restrictions on nondisclosure 
agreements and federally mandating all businesses to hold 
sexual harassment training sessions. Biden has also pledged 
to empower the EEOC to fulfill its mission and address 
workplace discrimination by significantly increasing its 
funding. 

NLRB CHANGES  

Under President Trump, the NLRB has made many pro-
employer decisions. For example, the Trump NLRB ruled that 
employers can implement policies that were previously 
held to violate the NLRA such as no recording policies 
and allowing employers to fire or discipline employees for 
profane and offensive language even if they were engaged 
in protected NLRA activity. The Biden presidency is expected 
to appoint board members who will over time revert back to 
making more pro-employee and pro-union decisions as we 
saw under the Obama administration. 
 

Vaccines in the Workplace: 
What Can Employers Legally 
Require?
 
In September 2019, associate Jessica Jackler published an 
article in CLM Magazine about vaccines in the workplace and 
whether employers can make them mandatory. Now more 
than ever, “Managing an Outbreak,” is extremely topical with 
the COVID-19 vaccine approval and impending distribution 
phases. 

The EEOC has recently updated its guidance on this subject 
and provides for certain exceptions employers must 
consider to implement a mandatory COVID-19 vaccination 
program.  

Because there continue to be many uncertainties about 
projected timelines for the vaccine to reach all working 
Americans and its efficacy, the EEOC may update its 
guidance over time and therefore the information provided 
herein may change. In the interim, employers who plan to 
require employees be vaccinated, should be aware of the 
following issues.

ADA IMPLICATIONS 

The EEOC’s updated guidance clarifies that neither the 
administration of a vaccination nor the requirement that 
an employee show proof of vaccination constitutes a 
“medical examination” or “disability-related inquiry,” and 
thus do not implicate the ADA. However, if an employer asks 
certain follow-up questions such as why he or she did not 
get vaccinated, it may elicit disability-related information 
that would trigger the ADA. In that event, the relevant ADA 
standard requires that the inquiries be “job-related and 
consistent with business necessity,” and all such records and 
communications should be treated as confidential medical 
records. 

Additionally, the guidance suggests that employers may 
generally require employees to be vaccinated and may 
exclude employees from the workplace if they do not get 
vaccinated. However, before excluding employees from the 
workplace, “the employer must show that an unvaccinated 
employee would pose a direct threat due to ‘a significant risk 
of substantial harm to the health or safety of the individual or 
others that cannot be eliminated or reduced by reasonable 
accommodation.’” 

The EEOC advises that a “conclusion that there is a direct 
threat would include a determination that an unvaccinated 
individual will expose others to the virus at the worksite.” 
If after making an individualized assessment about 
whether an unvaccinated worker poses a direct threat, the 
employer still cannot then exclude that employee from the 
workplace “unless there is no way to provide a reasonable 
accommodation (absent undue hardship) that would 
eliminate or reduce this risk so that the unvaccinated 
employee does not pose a direct threat.”

Practice Tip:
In anticipation of the administration transition, employers 
should review their policies and make sure they are 
compliant with current standards, as there will be a more 
pro-employee focus going forward during this presidency. 
Employers should also be mindful of impending changes on 
the horizon which may require changes to existing policies 
and practices, especially in connection with pandemic-
related workplace safety guidelines. 

http://www.bdlfirm.com
http://www.bdlfirm.com/wp-content/uploads/2019/09/02286928.pdf
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EXEMPTIONS AND ACCOMMODATIONS  

If an employee objects to getting vaccinated because 
of a disability-related reason or because of a sincerely-
held religious belief, an employer may be required to 
accommodate the employee and provide an exemption 
to the mandatory vaccination program. For employees 
with disabilities, the ADA requires employers to provide 
reasonable accommodation if the employee’s disability 
prevents the employee from being vaccinated, unless 
doing so would pose an undue hardship which is defined as 
“significant difficulty or expense.” Employers must consider 
potential accommodations in light of the nature of its 
workforce and the employee’s position. 

If an employee objects to the vaccine based on religious 
reasons, Title VII requires employers to accommodate the 
employee unless doing would pose an undue hardship. 
The undue hardship standard under the Title VII analysis 
only requires an employer to show that providing the 
accommodation imposes more than a de minimis cost or 
burden on the employer.

Sunset of FFCRA
 
As a reminder, the requirement that employers provide paid 
sick leave and expanded family and medical leave under the 
Families First Coronavirus Response Act (FFCRA) expired on 
December 31. The DOL has updated its guidance to advise 
employers that if they choose to continue to voluntarily provide 
paid sick leave and expanded family and medical leave 
beyond Dec. 31 2021, the Consolidated Appropriations Act 2021, 
has extended employer tax credits for such leave until March 31. 

Additionally, the DOL will continue to enforce the FFCRA for 
leave taken or requested during the effective period of April 
1—Dec. 31, 2020 for complaints made within the statute of 
limitations. The statute of limitations for both the paid sick 
leave and expanded family and medical leave provisions of 
the FFCRA is two years from the date of the alleged violation 
(or three years in cases involving alleged willful violations). 
Therefore, if an employer failed to pay an eligible employee 
as required by the FFCRA for leave that occurred before 
December 31, the employee may still file a complaint with the 
DOL or pursue a private right of action for alleged violations.  

No Retaliatory Discharge for 
Employee’s Complaint about 
Internal Policy
 
In Dipietro v. GATX Corp., 2020 IL App (1st) 192196, the Illinois 
Appellate Court for the First District affirmed an order of 
summary judgment in favor of an employer in a lawsuit 
alleging retaliatory discharge and intentional infliction of 
emotional distress (IIED). 

The plaintiff alleged that her 
termination violated public policy 
and was in retaliation for engaging 
in protected activity by exercising 
rights under the Illinois Employee Sick 
Leave Act (the “Act”) and the Chicago 
Minimum Wage and Paid Sick Leave 
Ordinance. Specifically, plaintiff 
claimed that she sometimes took 

sick leave under the Act to care for her mother. She alleged 
that these leave periods were for less than three hours, but 
that her supervisor directed her to record her leave in the 
company’s software program which only accepted recorded 
time in half-day increments, causing plaintiff’s leave time to 
be overstated. 

Plaintiff thus complained to human resources that the 
program illegally limited her right to leave in the future. 
Following plaintiff’s complaint, her supervisor contacted 
plaintiff’s coworkers to question them about plaintiff, 
seeking negative information that could be used to justify 
terminating plaintiff. The supervisor subsequently terminated 
plaintiff and cited performance deficiencies as the reason 
for termination. With respect to plaintiff’s retaliatory 
discharge claim, the trial court found that plaintiff’s 
discharge did not violate a clearly stated public policy 
because the complaint related solely to an internal employer 
policy that leave be tracked using a specific program. This 
policy contrasted with the Act, which does not mandate that 
employees be provided with sick leave or that employers 
track it in a certain way. 

In addition, the trial court found that the Chicago Minimum 
Wage Ordinance was irrelevant because it did not go into 
effect until after plaintiff was terminated. Lastly, the trial court 
found that plaintiff’s claims for IIED failed because plaintiff’s 
supervisor’s conduct was not sufficiently extreme and 
outrageous to support plaintiff’s claims.

On appeal, the appellate court agreed that the use of 
the defendant’s internal leave tracking program did not 
violate the Act. Additionally, the appellate court concluded 
that the plaintiff’s termination, even if done in retaliation 
for her complaints about using the defendant’s tracking 
program, did not violate the Act, which prohibits terminating 
an employee for complaining about policies only if the 
complained-of policy violates the Act. The defendant’s policy 
that employees take and/or track their leave in half-day 

Practice Tip:
Although the EEOC guidance suggests that under certain 
circumstances employers may exclude unvaccinated 
employees from the workplace, there must be an 
individualized assessment before taking such actions. 
Employers that are considering excluding or terminating 
unvaccinated workers are advised to consult with counsel. 

http://www.bdlfirm.com
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increments does not violate the Act; therefore, the plaintiff’s 
termination did not violate the clearly mandated policy of 
the Act. It further agreed that the plaintiff’s IIED claim did not 
meet the high threshold standard to prove such a claim, 
which would only be found “where the conduct is truly 
egregious.”

ADA Decisions: Some Ways 
Employers Win or Lose
 
Three 2020 ADA cases illustrate the way employers handle 
an employee’s disability while employed with the company 
may affect future disability claims and how successful they 
are in defending them.

In Castetter v Dolgencorp LLC, the Seventh Circuit affirmed 
the trial court’s summary judgment that plaintiff was not 
terminated because of his cancer condition, 953 F. 3d 994 
(7th Cir. 2020). The court found that plaintiff was properly 
and legitimately terminated because of his job performance. 
The court found that the employer’s extensive written 
documentation addressing plaintiff’s ongoing history of 
poor job performance, performance improvement plans 
and meetings addressing same with plaintiff before he was 
terminated all critical in their decision.

Similarly, in Vargas v. DeJoy, No. 20-116 (N.D. Ill. 11/23/2020), 
summary judgment was granted to the employer on an ADA 
claim in which plaintiff alleged he was not accommodated 
with light duty work while he was on physical work restrictions 
arising out of a foot injury. The employer had a detailed job 
description which outlined key physical job duties which 
plaintiff could not perform while on restricted status.

In contrast, the Illinois Appellate Court in Burns v. Bombela-
Tobias, et al., 2020 Ill. App. (1st) 182309, affirmed the Illinois 
Human Rights Commission’s decision that plaintiff presented 
a viable claim that he was terminated because of his age 
and disability. The plaintiff was 62 years old with chronic 
spinal and knee injury conditions. During his last few 
months of employment, his job performance changed from 
“accomplished” to “acceptable.” His employer terminated 
him without providing any reason for his termination, 

other than telling him he was an “at-will” employee. During 
discovery, there were few significant examples—if any—of 
plaintiff’s unacceptable job performance issues.

“Sign or Be Fired” Not Unlawful 
Coercion
 
Employers sometimes present employees with a Hobson’s 
choice between signing a document, such as a non-
compete agreement or arbitration agreement, or being 
fired. Does this amount to unlawful coercion rendering the 
document unenforceable, or is it a legitimate employment 
action? The Sixth Circuit U.S. Court of Appeals recently 
addressed this issue in Solomon v. CARite Corporate LLC, et 
al., Case No. 20-1020 (Nov. 23, 2020).

Solomon began working for CARite in September 2015 and 
was transferred to CARite’s Taylor, MI location in June 2016. 
In July 2017 Solomon signed an arbitration agreement 
which required that any claim she might have against 
CARite, including any employment-related dispute, must be 
submitted to arbitration and not to a court. Solomon claimed 
that her supervisor told her that if she didn’t sign, she would 
be terminated, and that at the time she was asked to sign 
the agreement, she had very little time to review it because 
she was busy with her work activities. Solomon admitted, 
however, that she read through the document for 5-10 
minutes before signing it, that she possessed some post-
secondary education and that she had experience reviewing 
car-sales contracts, but stated she did not understand the 
arbitration agreement or have the opportunity to consult a 
lawyer.

In August 2019, no longer working at CARite, Solomon 
filed an employment discrimination suit in federal district 
court against CARite and her former supervisor for sex 
discrimination and hostile work environment under U.S. and 
Michigan law, and against a former coworker for defamation 
under Michigan law. The defendants moved to dismiss the 
case based on the arbitration agreement and to compel 
arbitration of Solomon’s claims. In response, Solomon argued 
that the arbitration agreement was unenforceable because 
it lacked mutuality of obligation and because she did not 
knowingly and voluntarily waive her right to pursue claims 
in a judicial forum. The district court denied the defendants’ 
motion and found that the agreement was unenforceable 
because the supervisor coerced Solomon into signing it 
because she was incapacitated by her fragile economic 
position and the supervisor’s threat to terminate her if she 
did not sign.  

Practice Tip:
These court decisions underscore the importance of 
sufficient written documentation related to an employee’s job 
performance, job duties and reason(s) for terminating or not 
accommodating a disabled employee.

Practice Tip:
Although the appellate court’s decision was favorable to 
the employer, it highlights the importance of documenting 
non-discriminatory/retaliatory reasons for termination. 
Employers should always document policy violations in 
accordance with their disciplinary procedures by using 
disciplinary forms, or even memoranda, summarizing verbal 
communications and place copies of the documents in the 
employee’s personnel file. This practice will help support 
non-discriminatory/retaliatory reasons for termination 
should retaliatory or wrongful discharge claims arise. 

http://www.bdlfirm.com
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Applying Michigan contract law principles, the court of 
appeals rejected Solomon’s coercion argument, reversing 
the district court’s decision and compelling arbitration. The 
court explained that under Michigan law, showing economic 
duress or coercion requires the plaintiff to demonstrate “that 
she was threatened with serious financial harm and that 
the defendant acted unlawfully…Fear of financial ruin alone 
is insufficient to establish economic duress; it must also be 
established that the person applying the coercion acted 
unlawfully.”

The court continued, “[a]ll 
bargaining comes with implicit 
economic psychological 
pressures, but a belief that 
one has no choice in signing 
an agreement, ‘in view of the 
economic benefits offered and 
the risk of economic hardship if 
… declined,’ is an ‘accepted part 

of the bargaining process’ and not grounds to invalidate a 
contract…When a party “threatens nothing which he has not 
a legal right to perform, there is no duress…” Because CARite 
had a legal right to fire Solomon as an at-will employee, 
conditioning her continued employment on signing the 
arbitration agreement was not unlawful and there was no 
coercion. 

Justice Amy Coney Barrett 
Confirmed to SCOTUS
On Oct. 27, 2020, Amy Coney Barrett was confirmed to fill 
Ruth Bader Ginsburg’s vacancy on the highest court bench. 
Justice Barrett, who previously sat on the U.S. Court of 
Appeals for the Seventh Circuit, served as a federal judge 
only since 2017. A review of her limited judicial record and 
tenure in academia indicate a predilection for conservative 
rulings and solidifies the Court’s already conservative 
majority.

Based on her rulings and conservative approach to 
interpreting the law, we expect that Justice Barrett will align 
herself with the Court’s conservative bloc and take a pro-
employer stance to labor and employment cases heard by 
the Supreme Court.  

IDES Fraud 
The Illinois Department of Employment Security is 
experiencing a huge uptick in fraudulent claims for benefits, 
many of which are a suspected result of identity theft. We 
have been advised by IDES that because of the volume 
of claims being filed, IDES is no longer sending out claims 
notices to employers by mail. Instead, employers are 
expected to periodically log-in to their portal to check for 
new and/or pending claims. 

Because employers have not been formally notified of this 
change in procedure, it is important that employers now 
frequently review their IDES portal to check for potentially 
fraudulent claims. If a fraudulent claim is discovered, IDES 
has a fraud reporting procedure through its website and 
employers are advised to immediately report the claim. 

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

Practice Tip:
Requiring at-will employees to sign agreements which 
regulate or restrict what they can do in the future naturally 
may not be something they like. Nevertheless, such actions 
are part of doing business as times and business needs 
evolve. It is important that Human Resources, managers or 
supervisors that present employees with the requirement to 
sign documents like non-compete agreements, arbitration 
agreements and employee handbooks, not attempt to 
minimize employee concerns.

Although this article focuses on a Sixth Circuit decision, it 
is in line with holdings in Illinois and Indiana, states which 
permit employers to require employees sign restrictive 
covenants such as non-competes and arbitration 
agreements as a condition of employment or continued 
employment. However, Illinois specifically prohibits 
employers from requiring employees who earn less than 
$13/hour from entering into non-compete agreements. 
Additionally, under the Illinois Workplace Transparency Act, 
any arbitration clause will be void if it requires an employee 
to, as a condition of employment, unilaterally waive, 
arbitrate or diminish rights or benefits related to unlawful 
employment practices. In order for an employment 
agreement in Illinois to provide for arbitration as the sole 
method of dispute resolution, the provision must be mutual, 
in writing, reflect bargained-for consideration and include 
the same written acknowledgment of rights. 

http://www.bdlfirm.com
https://www.bdlfirm.com/practices/labor-employment-law/
https://www.bdlfirm.com/practices/appellate-law/
https://www.bdlfirm.com/practices/business-law/
https://www.bdlfirm.com/practices/condominium-law
https://www.bdlfirm.com/practices/construction-law
https://www.bdlfirm.com/practices/entertainment-law/
https://www.bdlfirm.com/practices/general-liability/
https://www.bdlfirm.com/practices/healthcare/
https://www.bdlfirm.com/practices/insurance-law/
https://www.bdlfirm.com/practices/intellectual-property/
https://www.bdlfirm.com/practices/products-liability/
https://www.bdlfirm.com/practices/professional-liability/
https://www.bdlfirm.com/practices/professional-liability/
https://www.bdlfirm.com/practices/real-estate/
https://www.bdlfirm.com/practices/transportation/
https://www.bdlfirm.com/practices/workers-compensation/
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Firm News

Jeff Kehl Wins Case of First 
Impression Protecting 
Workers’ Compensation 
Carriers from Civil Discovery  

Income member Jeff Kehl has prevailed in a 
case of first impression before the IL Appellate 
Court on the issue of whether a workers’ 
compensation lienholder is subject to written 
discovery from a party in an existing lawsuit. 

Jeff argued that as an intervenor, a workers’ 
compensation carrier is not subject to the Supreme Court 
rules regarding interrogatories and document production 
requests. The landmark case protects carriers from civil 
discovery and will be a valuable precedent for employers and 
carriers in third-party civil suits brought by employees. 

Jeff Kehl Secures Case 
Dismissal With Exclusive 
Remedy Doctrine 

The Indiana Court of Appeals recently affirmed 
the dismissal of a mold exposure claim 
against the owner/principal of an limited 
liability corporation that employed Plaintiff. 
Income member Jeff Kehl argued that the 
exclusive remedy doctrine limited Plaintiff to 
pursuing a worker’s compensation claim. 

Tina Paries Wins Summary 
Judgment in Federal 
Coverage Case

Income member Tina Paries recently secured 
summary judgment for a large insurance 
carrier in a coverage dispute in the U.S. District 
Court for the Southern District of Indiana. 
Claimant sought coverage for injuries 
sustained by the underlying plaintiff while 
working in Kentucky. 

Tina argued that the policy was unambiguous and that 
Claimant failed to give notice under two provisions of the 
policy which would have triggered other states coverage.

Frank Rowland Obtains Win 
on Behalf of National Debt 
Collection Company in Class 
Action Lawsuit 

Plaintiff filed suit under the federal Fair 
Debt Collection Practices Act (FDCPA) on 
behalf of herself and a large class. Plaintiff 
alleged that our client, a national debt 
collection company, violated the FDCPA by 
including hidden fees and collection costs 
in communications with Plaintiff to obtain 

payment of a disputed car rental bill.

Associate Frank Rowland argued that the company’s 
communications with Plaintiff did not include any monetary 
amounts for attorneys’ fees for the actual collection 
effort, but only the actual amount Plaintiff owed the rental 
company per the applicable rental agreement. Post 
discovery, Judge Seeger of the Northern District agreed that 
the debt collection company did not violate the FDCPA and 
entered summary judgment in favor of our client. 

Storrs Downey & Jessica Jackler 
Author Article for PLDF Quarterly 

Capital member Storrs 
Downey and associate 
Jessica Jackler recently 
co-authored an article for 
Professional Liability Defense 
Quarterly highlighting ‘cancel 
culture’ amid the #MeToo and 

Black Lives Matter movements. Storrs and Jessica breakdown 
policies and protocols employers can implement to avoid 
being ‘canceled.’ 

Read “You’re Canceled! Tips for Employers to Help Falling 
Victim to Cancel Culture in the Current Climate.”

Kirsten Kaiser Kus Joins Workers’ 
Compensation Defense Institute 

Income Member Kirsten Kaiser Kus was 
invited to join Workers’ Compensation 
Defense Institute (WCDI) as the group’s 
Indiana representative. WCDI is a group of 
top law firms from across the country that 
defend employers and insurance carriers in 
workers’ compensation litigation. The group 

hosts engaging multi-state breakout sessions at Workers’ 
Compensation Institute’s Annual 360 Conference. 

http://www.bdlfirm.com
https://www.bdlfirm.com/attorneys/jeffrey-e-kehl/
https://www.bdlfirm.com/attorneys/jeffrey-e-kehl/
https://www.bdlfirm.com/attorneys/tina-m-paries/
https://www.bdlfirm.com/attorneys/frank-c-rowland/
https://www.bdlfirm.com/attorneys/storrs-w-downey/
https://www.bdlfirm.com/attorneys/storrs-w-downey/
https://www.bdlfirm.com/attorneys/jessica-b-jackler/
http://www.bdlfirm.com/wp-content/uploads/2020/11/PLDF-SWD-JBJ-2020-02723094xCE0C6.pdf
http://www.bdlfirm.com/wp-content/uploads/2020/11/PLDF-SWD-JBJ-2020-02723094xCE0C6.pdf
https://www.bdlfirm.com/attorneys/kirsten-l-kaiser-kus/
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Rich Lenkov Participates in A 
Few Minutes With...Marsh USA 
Capital member Rich Lenkov joined Marsh USA’s Mac 
Nadel for a peer-to-peer discussion, “A Few Minutes With...“ 
on 11/11/20. The discussion focused on COVID-19 and the 
challenges retailers face in the workers’ compensation area 
amid the growing pandemic. 

Rich addressed trends, concerns and best practices for 
retailers.

Chase Gruszka Leads UIC 
John Marshall Law School 
Team in National Civil Rights 
Competition
Associate Chase Gruszka recently celebrated success, 
advancing his UIC John Marshall Law School team to the 
Semi-Finals in the Martin Luther King National Civil Rights 
Trial Competition. Chase teaches both a trial advocacy and 
alternative dispute resolution course at the law school, and 
has coached several trial teams. 

The student teams litigated a First Amendment retaliation 
claim in the third-annual civil rights themed competition. 
Harvard Law School, University of San Diego School of Law 
and NYU School of Law joined UIC is the Semi-Finals. 

Learn more about the National MLK Jr. Civil Rights Trial 
Competition.

Geoff Bryce Named President 
of Society of Illinois 
Construction Attorneys
Capital member Geoff Bryce has named President of the 
Society of Illinois Construction Attorneys (SOICA). SOICA 
recognizes Illinois lawyers who are distinguished for their 
skill, experience and professional conduct in the practice of 
construction law.

Members discuss social and economic forces affecting 
the construction industry, as well as laws that underlie 
construction processes. Attorneys must be nominated to join, 
and have practiced construction law for at least 10 years. 

Read the full press release. 

Jeanne Hoffmann & Margery 
Newman Selected to Top 
Suburban Business Lawyers
Managing Capital Member Jeanne Hoffmann and Income 
Member Margery Newman have been selected to this year’s 
Leading Lawyers’ list of Top Suburban Business Lawyers in the 
Chicagoland area. Selected attorneys are evaluated based 
on peer recommendations and represent some of the top 
lawyers in Illinois. 

Jeanne was included for her work in entertainment, 
commercial litigation, copyright and trademarks, while 
Margery was included for her work in construction law.

View the full list of Top Women Suburban Business Lawyers.

http://www.bdlfirm.com
https://www.bdlfirm.com/attorneys/richard-w-lenkov/
https://www.bdlfirm.com/attorneys/chase-m-gruszka/
https://kingcompetition.wordpress.com/
https://kingcompetition.wordpress.com/
https://www.bdlfirm.com/attorneys/geoffrey-a-bryce/
https://www.bdlfirm.com/wp-content/uploads/2020/10/GAB-Named-President-of-SOICA-10-20-20-02683841xCE0C6.pdf
https://www.bdlfirm.com/attorneys/jeanne-m-hoffmann/
https://www.bdlfirm.com/attorneys/margery-newman/
http://www.bdlfirm.com/wp-content/uploads/2020/12/Women-Suburban-Business-Lawyers-2020.pdf
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Rich Lenkov Highlighted in 
NIU’s Thousands Strong Event
Capital member Rich Lenkov was recently highlighted in 
Northern Illinois University’s Thousands Strong video event. 
NIU alumni, students, faculty and staff came together to 
celebrate what makes NIU special and raise funds for their 
Day of Giving. The NIU family raised over $2 million in support 
of NIU and the NIU Foundation. 

Watch the full Thousands Strong highlight reel. 

New NBC Sitcom Based on  
Sip of Hope Café
Bryce Downey & Lenkov client, Hope For the Day’s Sip of Hope 
coffee shop will be the basis of a new NBC sitcom, Hope Café. 
The series will follow the friendships, lives and love interests of 
the workers and customers at Hope Café. Mayim Bialik & Damon 
Wayans Jr. serve as executive producers of the new show.

Hope For the Day is a non-profit organization focused on 
proactive suicide prevention and mental health education. Sip of 
Hope is the world’s first coffee shop where 100% of the profits go 
to mental health education.  

Bryce Downey & Lenkov Gives 
Back During the Holidays
2020 has been a trying year for many of us across the 
country. In lieu of sending holiday baskets this year, Bryce 
Downey & Lenkov has made monetary donations to over 35 
food banks, animal shelters and local charities across the 
country, including the Greater Chicago Food Depository, Kids’ 
Chance and the Alzheimer’s Association.

Bryce Downey & Lenkov 
Assists NAACP on Election Day 
Capital member Geoff Bryce, income members Juan 
Anderson, Jeanmarie Calcagno, Tina Paries and of counsel 
Tom Sarikas volunteered to assist The National Association 
for the Advancement of Colored People on election day 
to answer any legal questions for voters. The attorneys 
answered pressing questions regarding polling place hours, 
protesters and more.

The NAACP works with the Election Protection Coalition to 
help voters in marginalized communities and help eligible 
voters navigate the voting process. 

Learn more about the NAACP.

BDL Is Growing!
We welcome Jacqueline Villanueva to 
the firm as an associate. Jacqueline 
concentrates her practice in workers’ 
compensation, labor & employment and 
general liability.

In her free time, she volunteers with her 
parish, her son’s Cub Scout pack, her 

daughter’s Girl Scout troop and their soccer academy

Natalie Christian concentrates her practice 
in insurance and workers’ compensation 
defense. An experienced claims examiner, 
Natalie brings a unique perspective to the 
firm, previously working for two international 
insurance companies. 

In her spare time, Natalie enjoys reading, 
hiking, and live music—especially at Lincoln Hall. 
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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 regional and 
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 Business Institute (NBI)
• National Workers’ Compensation and Disability 

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

Occupational Medicine Conference

Previous Webinars
• Reopening Your Business Amid COVID-19
• COVID-19: What Employers Need to Know
• 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.

©2020 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.

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

Upcoming Events
• 1/26/21 – Samuel Levine will participate in American 

College of Real Estate Lawyers’ panel, “Advantages 
and Disadvantages of Construction Arbitration: 
Know Before You Include Arbitration Clauses in your 
Contract.” Samuel will cover what’s included in 
arbitration, when to include an arbitration clause in 
a contract and more. Register here.

• 2/19/21 – Rich Lenkov will participate in Workers’ 
Compensation Defense Institute’s webinar, “COVID 
claims, Compensability and Vaccinations, Oh 
My!“ The multi-state webinar will cover COVID-19 
compensability analysis, mandating vaccinations, 
tips to move COVID-19 cases forward and more. 
Register here.

• 2/26/21 – Margery Newman will present “Post 
COVID-19 Construction Contract Clauses” for the 
Illinois State Bar Association. Topics include 
COVID-19 related issues in construction, how to 
handle cases that ask for more time or change in 
price and more. Register here.
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