BEST LAWYERS® HONORS 15 ATTORNEYS IN
2017

O’Neil, Cannon, Hollman, DeJong and Laing S.C. is pleased to announce that 15 lawyers have
been named to the 2017 Edition of Best Lawyers, the oldest and most respected peer-review
publication in the legal profession.

Best Lawyers has published their list for over three decades, earning the respect of the
profession, the media, and the public as the most reliable, unbiased source of legal referrals.
Its first international list was published in 2006 and since then has grown to provide lists

in almost 70 countries.

“Best Lawyers is the most effective tool in identifying critical legal expertise,” said CEO
Steven Naifeh. “Inclusion on this list shows that an attorney is respected by his or her peers
for professional success.”

Lawyers on the Best Lawyers in America list are divided by geographic region and practice
areas. They are reviewed by their peers on the basis of professional expertise and undergo
an authentication process to make sure they are in current practice and in good standing.

O’Neil, Cannon, Hollman, DeJong and Laing S.C. would like to congratulate the following
attorneys named to the 2017 Best Lawyers in America list:

* James G. DeJong - Corporate Law, Mergers and Acquisitions Law, Securities/Capital
Markets Law

 Seth E. Dizard - Bankruptcy and Creditor Debtor Rights/Insolvency and Reorganization
Law, Litigation-Bankruptcy

e Peter ). Faust - Corporate Law, Mergers and Acquisitions Law

 John G. Gehringer - Commercial Litigation, Construction Law, Corporate Law, Real
Estate Law

* Dennis W. Hollman - Corporate Law, Trusts and Estates

e Grant C. Killoran - Litigation-Health Care

e Dean P. Laing - Commercial Litigation, Personal Injury Litigation-Plaintiffs, Product
Liability Litigation-Defendants

» Gregory W. Lyons - Commercial Litigation, Litigation-Insurance

e Gregory S. Mager - Family Law

e Patrick G. McBride - Commercial Litigation

e Thomas A. Merkle - Family Law

 Steven J. Slawinski - Construction Law

Since it was first published in 1983, Best Lawyers has become universally regarded as the
definitive guide to legal excellence. Best Lawyers is based on an exhaustive peer-review
survey. Over 54,000 leading attorneys cast more than 7.3 million votes on the legal abilities
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of other lawyers in their practice areas. Lawyers are not required or allowed to pay a fee to
be listed; therefore inclusion in Best Lawyers is considered a singular honor. Corporate
Counsel magazine has called Best Lawyers “the most respected referral list of attorneys in
practice.”

ATTORNEY STEVEN SLAWINSKI FEATURED IN
BLOG, PUBLISHED BY THE STATE BAR

Attorney Steven J. Slawinski talks about a recent Seventh Circuit Court of Appeals decision in
the latest Construction Blog article, published by the State Bar of Wisconsin Construction and
Public Contract Law Section.

In this decision, the Seventh Circuit Court of Appeals weighed in on the application of
promissory estoppel in the context of construction bidding.

EMPLOYMENT LAWSCENE ALERT: EMPLOYERS
MUST UPDATE THEIR FLSA POSTERS

On August 1, 2016, the Department of Labor updated its mandatory Fair Labor Standards Act
Minimum Wage poster. All employers subject to the FLSA must display this newly revised
poster in prominent locations in the workplace where all employees and applicants can
readily see it. The updates to the newly revised poster include information on the
consequences of incorrectly classifying workers as independent contractors, information
relating to the rights of nursing mothers, updated information regarding DOL enforcement,
and revised information relating to tip credits.

Employers must post the new poster immediately. Although employers are only required to
post the poster in English, there are also versions available in Spanish, Chinese, Russian,
Thai, Hmong, Vietnamese, and Korean. The new version of the poster can be found here.
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EMPLOYMENT LAWSCENE ALERT: INCREASED
OSHA PENALTIES NOW IN PLACE

Last November, we alerted you (here) that, in August 2016, OSHA penalties would be
increasing significantly. Those new maximum penalties went into effect on August 1, 2016
and can be applied to any citation issued for a violation that occurred after November 2,
2015. The below chart summarizes the previous penalties and the new penalties, which were
increased due to a catch-up provision and an additional increase based on the Consumer
Price Index:

Type of Violation Former Maximum Maximum Penalty as of
Penalty 8/1/2016

Willful Violation $70,000 $124,709

Serious Violation $7,000 $12,471

Other-The-Serious Violation $7,000 $12,471

De Minimis Violation $7,000 $12,471

Failure to Abate Violation $7,000 $12,471

Repeat Violation $70,000 $124,709

OSHA penalties will now be increased annually on January 15 based on the Consumer Price
Index. Employers must keep a keen eye on safety now more than ever because OSHA's
increased enforcement is now coupled with an increase in monetary penalties.

ATTORNEY STEVEN SLAWINSKI FEATURED IN
BLOG, PUBLISHED BY THE STATE BAR

Attorney Steven |. Slawinski talks about a recent Seventh Circuit Court of Appeals decision in
the latest Construction and Public Contract Law Section Blog article, published by the State
Bar of Wisconsin Construction and Public Contract Law Section.

In this decision, the Seventh Circuit Court of Appeals faced the issue of whether a lender’s
title insurance policy covers construction liens that arise from the lender’s decision to cease
funding its construction loan due to a loan imbalance.

Read Full Article>>


https://www.wilaw.com/increased-osha-penalties-now-place/
https://www.wilaw.com/increased-osha-penalties-now-place/
http://www.wilaw.com/news-alerts/osha-penalties-dramatically-increase-2016/
https://www.wilaw.com/attorney-steven-slawinski-featured-construction-public-contract-law-section-blog-published-state-bar/
https://www.wilaw.com/attorney-steven-slawinski-featured-construction-public-contract-law-section-blog-published-state-bar/
http://www.wilaw.com/attorneys/steven-j-slawinski/
https://elists.wisbar.org/t/2345361/42478483/40750/21/
http://www.wisbar.org/NewsPublications/Pages/General-Article.aspx?ArticleID=25009

EMPLOYMENT LAWSCENE ALERT: EEOC
INTRODUCES PROPOSED CHANGES TO EEO-1
REPORTING THAT COULD REVEAL PAY
DISCRIMINATION

Employers, including federal contractors, with 100 or more employees are required to file
employer information reports, called an EEO-1 with the U.S. Equal Opportunity Commission
(“EEOC"). The data collected currently includes data on race, ethnicity, and gender.

However, under a revised proposal by the EEOC issued on July 14, 2016, as of March 31,
2018, companies will also need to include data on pay ranges and hours worked. This
information must be reported by job category and broken down across 12 pay bands.
Employers are to gather wage information from W-2 reports from the prior year, and include
not only base salaries but also bonuses, incentive compensation payouts, and payments for
paid time off. For non-exempt employees, calculation of hours worked will reflect only hours
actually worked and not paid time off. Additionally, for exempt employees, employers can
chose to either report actual hours worked if that is traced or report 40 hours per workweek
for full-time employees and 20 hours per workweek for part-time employees.

Although the first reporting deadline is not until 2018, the reported information will include
2017 wage information. The EEOC plans to use this information to identify pay discrimination.
Therefore, companies need to identify whether there are pay gaps between protected classes
that the EEOC might consider suspicious. Companies with pay gaps will need to analyze
whether these are caused by legitimate, non-discriminatory, job-related factors such as
location, education, or experience. If employers cannot justify wage differences, they will
need to consider how to fix the pay gap. Otherwise, there is a real possibility that they will
face a pay discrimination suit.

A sample of the proposed EEO-1 Form to collect pay data can be found here and a Q&A from
the EEOC regarding the proposed changes can be found here.

THE WILAW CONNECTION QUARTERLY
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NEWSLETTER

Newsletter Article Highlights:

e Firm Opens Green Bay Office

e U.S. DOL Announces That It Will Publish Final Rule to Update Overtime Regulation
e Understanding Alternative Disputes Resolution in Wisconsin: An Overview

e LEGISLATIVE ALERT: New Rules and Procedures Regarding Mortgage Foreclosures
e Choosing a Trustee: It Is All About Trust: Part 1-Discretion vs. Direction

e Proud to Be a Member of Meritas, A Multi-National Network of Business Law Firms

Pleased to Announce:

* Welcome Attorney Robert R. Gagan

* Attorney Seth E. Dizard Joins NAFER

e Attorney Grant C. Killoran Re-Elected to the American Bar Association House of
Delegates

 Attorney Erica N. Reib Elected to the Board of the State Bar’s Labor and Employment
Section

ATTORNEY CLAUDE ). KRAWCZYK MENTIONED
IN THE BIZTIMES REGARDING THE GEORGE
WASHINGTON STATUE ON WISCONSIN AVE

Claude J. Krawczyk, president of the Westown Association Board of Directors, was quoted in
the BizTimes discussing the refurbishing of the George Washington statue on West Wisconsin
Avenue in Milwaukee.

As a life-long resident of Milwaukee, Claude has volunteered for over 30 years, serving as an
active volunteer, officer and board member for a number of non-profit organizations
including: Westown, the Downtown Neighbors Association, In Tandem Theatre, Milwaukee
Christian Center, Walker’s Point Development Corporation, Jackson Park Neighborhood
Association, St. Josaphat Basilica Foundation and others. Check out the full article here for
more details on the project and its significance.
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YOUR LEASED EMPLOYEES MAY NOW JOIN A
UNION WITH YOUR REGULAR EMPLOYEES - AND
THEY DON’T NEED TO ASK YOUR PERMISSION

Today, in Miller and Anderson, Inc. v. Tradesmen International and Sheet Metal Works
International Association, Local Union No. 19, AFL-CIO, the NLRB decided that, pursuant to
the NLRA, temporary or leased employees who work for an employer as joint employees
under an agreement with a staffing agency or similar entity do not have to have the
employer’s consent to join the union that covers that employer’s regular employees. The full
opinion can be found here. This decision overturns a 2004 NRLB decision, Oakwood Care
Center, which held that employees who were jointly employed by an employer and a staffing
agency could not be in the same bargaining unit without the employer’s consent. Today’s
decision revives a 2000 NLRB decision, M.B. Sturgis, which held that both temporary and
reqular workers could be represented by the same union without the joint consent of the
employer and the staffing agency. Under M.B. Sturgis, temporary staffing employees could be
included in a single bargaining unit with regular employees when: (1) the staffing agency and
the employer were determined to be joint employers and (2) the temporary staffing
employees shared a “community of interest” with the regular employees. The M.B. Sturgis
decision by a Clinton-appointed Board upended a 1973 NLRB decision that found that a single
bargaining unit of regular employees and leased employees to be inappropriate without the
consent of both employers.

The political-weighted pendulum of the Obama-appointed Board continues to swing in favor
of the unions by continuing to expand the scope of the NLRA to cover additional employees
and additional actions, particularly in the area of joint-employers. This inclusion of leased
employees in an employer’s bargaining unit is just another step down that road. Employers
must be aware of this decision in any situation where they have leased employees in the
same or similar positions as regular employees who are represented by a union or wish to be
represented by a union.
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THEY DON’T NEED TO ASK YOUR PERMISSION

Today, in Miller and Anderson, Inc. v. Tradesmen International and Sheet Metal Works
International Association, Local Union No. 19, AFL-CIO, the NLRB decided that, pursuant to
the NLRA, temporary or leased employees who work for an employer as joint employees
under an agreement with a staffing agency or similar entity do not have to have the
employer’s consent to join the union that covers that employer’s regular employees. The full
opinion can be found here. This decision overturns a 2004 NRLB decision, Oakwood Care
Center, which held that employees who were jointly employed by an employer and a staffing
agency could not be in the same bargaining unit without the employer’s consent. Today’s
decision revives a 2000 NLRB decision, M.B. Sturgis, which held that both temporary and
regular workers could be represented by the same union without the joint consent of the
employer and the staffing agency. Under M.B. Sturgis, temporary staffing employees could be
included in a single bargaining unit with regular employees when: (1) the staffing agency and
the employer were determined to be joint employers and (2) the temporary staffing
employees shared a “community of interest” with the regular employees. The M.B. Sturgis
decision by a Clinton-appointed Board upended a 1973 NLRB decision that found that a single
bargaining unit of reqular employees and leased employees to be inappropriate without the
consent of both employers.

The political-weighted pendulum of the Obama-appointed Board continues to swing in favor
of the unions by continuing to expand the scope of the NLRA to cover additional employees
and additional actions, particularly in the area of joint-employers. This inclusion of leased
employees in an employer’s bargaining unit is just another step down that road. Employers
must be aware of this decision in any situation where they have leased employees in the
same or similar positions as regular employees who are represented by a union or wish to be
represented by a union.


https://www.wilaw.com/your-leased-employees-may-now-join-a-union-with-your-regular-employees-and-they-dont-need-to-ask-your-permission/
https://www.nlrb.gov/case/05-RC-079249

