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Diversity & Inclusion: Strategies for Progress 
in the Workplace
The May 25, 2020 killing of George Floyd sparked anger, fear, and renewed 
conversations about racial injustice.  Protests and attention from around the 
globe prompted employers to rethink and prioritize efforts to combat racism and 
promoting diversity and inclusion.  Employers have a renewed focus on forging a 
more equitable future.  To help better understand the issue, Kate Bally, Director of 
Labor & Employment, Thomson Reuters, Practical Law, sat down with Sophia Khan, 
Thomson Reuters Vice President, Diversity & Inclusion.

How do you define diversity and inclusion (D&I), and how do 
those terms differ?
Diversity is a fact, what makes us unique. It’s about all of us.  When we show up to 
work each day, we each bring a different perspective to the table.  What we say and 
the way we act pulls from our experience and makes us diverse. 
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Civil Rights Ruling Delivers Historic Victory 
for LGBT Employees
Until recently, the rights of lesbian, gay, bisexual, and transgender (LGBT) employees 
in the workplace have been, at best, uncertain.  The Supreme Court decision in 
Bostock v. Clayton County, Georgia1 changed that.  In light of the decision, the rule 
is clear:  Under Title VII, an LGBT employee can no longer be discriminated against 
on the basis of sexual orientation or gender identity.  

1. Background
Just over five years ago, in Obergefell v. Hodges2, the Supreme Court declared 
that same-sex couples have the same fundamental right to marry as couples of the 
opposite sex.  The question of equal rights for LGBT individuals came to the Court 
with the acknowledgment that they had undertaken a long stigmatized, demeaning, 
and arduous journey just to be legally recognized:

Until the mid–20th century, same-sex intimacy long had been 
condemned as immoral by the state itself in most Western nations, 
a belief often embodied in the criminal law.  For this reason, among 
others, many persons did not deem homosexuals to have dignity in 
their own distinct identity.  A truthful declaration by same-sex couples of 
what was in their hearts had to remain unspoken.  Even when a greater 
awareness of the humanity and integrity of homosexual persons came 
in the period after World War II, the argument that gays and lesbians 
had a just claim to dignity was in conflict with both law and widespread 
social conventions.  Same-sex intimacy remained a crime in many 
States.  Gays and lesbians were prohibited from most government 
employment, barred from military service, excluded under immigration 
laws, targeted by police, and burdened in their rights to associate. 

For much of the 20th century, moreover, homosexuality was treated 
as an illness.  When the American Psychiatric Association published 
the first Diagnostic and Statistical Manual of Mental Disorders in 1952, 
homosexuality was classified as a mental disorder, a position adhered 
to until 1973.  Only in more recent years have psychiatrists and others 
recognized that sexual orientation is both a normal expression of human 
sexuality and immutable. 

www.americanbar.org/tips
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The Black Lives Matter (BLM) Movement and 
the Workplace
The Black Lives Matter (BLM) movement began in July 2013 after the acquittal 
of George Zimmerman in the death of Trayvon Martin.  BLM—both as a social 
movement and as a loosely constituted chapter organization—has most recently 
been a constant fixture in the news since the death of George Floyd in Minnesota. 
Employers across the nation are grappling with the appropriate way to deal with the 
many issues raised by the BLM movement—issues involving workplace diversity, 
racial justice, the criminal justice system, and systemic discrimination.  They are trying 
to determine what they can do as organizations to both support the BLM movement 
and their employees of color, while at the same time maintaining workplace harmony 
without alienating other employees, customers, or other constituents. Employers’ 
concerns seem to revolve around two central themes: company leaders speaking 
out about or taking action in support of the BLM movement or employer regulation 
of BLM images in the workplace on clothing or other paraphernalia.  

Employers actively supporting the BLM movement through statements, donations, or 
community action should be mindful of several important concepts. First, employers 
should be aware that there will likely be critical and/or unexpected feedback about 
the employer’s actions (whatever they are) from employees, vendors, customers, or 
other constituents. For some, the expressed support may be too far reaching, while 
others may believe that the support does not go far enough. For these reasons, 
employers should clearly and carefully articulate their core values as part of their 
expressed support for BLM and only take actions that are consistent with these 
expressed values. Whether investing in local organizations promoting racial equity, 
creating internship or pipeline initiatives to recruit people of color, creating Employee 
Resource Groups (ERGs) as part of a diversity initiatives, or just expressing a belief 
in the BLM movement through public or private statements—employers should 
be sure to explain how their support squares with their organizational values and 
aligns with their business goals. If the support for BLM seems forced, disingenuous 
or insincere—the employer’s support will be unsuccessful and tend to discourage 
rather than inspire employees. 

 Second, employers should realize that their initial discussions or manifestations 
of support will likely be the beginning of a much broader, and sometimes very 
difficult, conversation. Many organizations are finding that pent up frustrations and 
past indignities are being included in discussions regarding the BLM movement. 
One best practice for employers to consider is providing consistent and regular 
opportunities for healthy workplace dialogue (i.e. town-halls, listening sessions and/

www.americanbar.org/tips
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or facilitated conversations) that will allow the issues raised by the BLM movement 
to be respectfully and meaningfully discussed in the workplace. Employers should 
likewise be aware that their support for the BLM movement will likely lead to more 
intense scrutiny of their racial equity practices by employees, other constituents, 
and potentially the media. Thus, employers should be prepared to answer questions 
about their workplace practices, particularly those instances where their actions 
might seem inconsistent with articulated aspirational goals. Employers should also 
review relevant policies and practices for opportunities to become more fair and 
equitable as an organization. 

Employers should also ensure that all employees are well-trained on respect 
in the workplace principles and that supervisors are trained in de-escalation 
techniques. There have been anecdotal incidents where disagreements about 
BLM have degenerated into loud shouting matches in the workplace, or in rarer 
incidents, more severe workplace violence incidents. More frequently, these more 
intense discussions play out on social media platforms and impact the workplace 
via concerns about workplace safety or third-party complaints regarding specific 
employee comments or posts. A best practice here is for employers to critically 
review their social media policies and ensure compliance with the same, including 
investigation of all complaints. 

The display of BLM images in the workplace via decals, facial coverings, or clothing 
has also become an increasingly controversial subject for many employers. What 
employees wear or display at work is usually governed by the employer’s dress code, 
workplace conduct policies and/or any applicable laws in the relevant jurisdiction. 
Employers that support the BLM movement have three discrete options in this area: 
1) Disallow all displays or images supporting political movements; 2) Allow all such 
displays or images consistent with anti-harassment/anti-discrimination policies; or 
3) Only allow BLM displays or images while excluding all other displays or images. 
Each approach provides unique workplace benefits and challenges.  

Disallowing all political displays or images in the workplace is the easiest policy for 
employers to administer. It is a viewpoint neutral policy that treats all political views 
in the exact same fashion—not allowing them. This practice also has the added 
benefit of decreasing the likelihood of workplace conflicts between employees with 
opposing viewpoints. However, employer policies or practices that restrict all political 
displays and images, which also includes those expressing support for BLM, have 
been heavily criticized by BLM supporters. Employers that strongly support BLM 
have found that they cannot simultaneously restrict BLM displays or images without 
sacrificing some of their credibility.  

www.americanbar.org/tips
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Similarly, allowing all political displays or images in the workplace is also easy to 
administer.  Like disallowing all such displays or images, this approach is content 
neutral and treats all viewpoints equally. However, this approach more frequently 
leads to workplace clashes involving opposing viewpoints or prompts responsive 
counter-speech. This approach encourages more displays and images and is 
thought to incentivize employees to express themselves more provocatively in 
their clothing and workplace displays. The primary concern with this approach 
is that it can more frequently lead to allegations of harassment as tensions rise, 
or even complaints about workplace violence to the extent an employee feels 
threatened or unsafe.  

Finally, many employers have decided to allow only expressions of support for 
BLM (and perhaps similar movements like PRIDE) in the workplace in clothing and 
displays, but not allow expressions of any other political movements or causes. 
This typically means disallowing displays or images supporting “All Lives Matter,” 
“Blue Lives Matter” or “Make America Great Again (MAGA).” These employers 
are drawing a distinction between supporting BLM and other social/political 
movements. They assert that BLM is a significant societal movement consistent 
with its organization values, while the other expressions are “purely political” and/
or not consistent with its values. Allowing BLM displays and expressions shows 
strong support for causes typically important to employees of color, but sometimes 
alienates employees with opposing or contrary views. This is particularly true in 
instances where there is discipline associated with other displays or expressions, 
but not BLM. Employers with this type of policy also open themselves up to more 
frequent allegations of discrimination/harassment or, in some jurisdictions, even 
allegations of political discrimination. 

In sum, employers desiring to support BLM in its actions, statements, policies, and 
practices are well advised to think through the issues carefully. Any statements 
or actions supporting BLM should be well articulated and consistent with the 
employers’ institutional values. Employers should expect their actions to be heavily 
scrutinized and questioned, and company leaders should be prepared to answer 
difficult questions. Dress code and workplace conduct policies should be clearly 
and thoughtfully drafted or reviewed, and consistently enforced to avoid claims 
of discrimination or harassment. Selecting the most appropriate ways to support 
BLM and manage BLM images and displays in the workplace are employer-specific 
decisions that should not be taken lightly.  

www.americanbar.org/tips
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Inclusion is a choice, it requires action. Inclusion may not come naturally to us.  
It requires going the extra mile.  Like often attracts like, and that may feel more 
comfortable.  What may be harder is challenging our assumptions.  Inclusion requires 
pausing and considering your decisions.  It requires questioning yourself.  What we 
do with that is what matters.  You must pause and consider your decisions and 
question yourself.  Once you have questioned yourself, you can turn a thoughtful 
eye toward systems, organizations, and impact.   

Why does inclusion matter?
We underestimate the sense of belonging in the workplace.  Deals can be unraveled 
by a single employee who feels like an outsider.  An inclusive workplace does not 
require that everyone gets along.  It is a common misconception that inclusion is 
about perfect harmony. That isn’t it at all.  Inclusion is about creating healthy teams 
that welcome new perspectives and accommodate change.

When you have a shared sense of belonging within a diverse collective, you can 
tap into the best and highest use of talent. Inclusion may feel uncomfortable or 
prescriptive, but that environment can create opportunities for progress and insight. 
Diverse and inclusive teams create a healthy tension that can serve as a catalyst for 
greater perspective, insight, and innovation.  Many companies have a diverse client 
base, and a diverse base of employees is required to see and meet the needs of 
those customers.

What are the most important features of a successful D&I program 
(for example, focusing on diversity of applicants, mentors, 
leaders, etc.)? 
The most important element is vision.  Success requires having a clear vision from 
leadership on why diversity and inclusion matters to the organization. Apart from 
vision, the next most important part is the strategy that will account for positive 
changes across all metrics. Accountability for execution of that strategy should 
be made a part of leadership goals.  Again, inclusion requires action, and leaders 
should be on notice that inaction will not suffice. 

It isn’t always clear what that action should look like, but embracing empathy, allowing 
for uncomfortable conversations, recognizing there are no perfect solutions can 
help move employers move toward positive change. Exploring the systems in place 
and the pieces of that system that accelerate or derail inclusion is vital. 

When companies have articulated their vision for diversity and inclusion, they 
should explore their networks. Do those networks lend themselves to bringing in 

Diversity... Continued from page 1
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diverse talent? After exploring their network, they should consider the employee 
life cycle. Does the employee’s experience make them want to remain with the 
organization?  Does it give them opportunity for advancement? Do they want to 
be part of the organization’s success?  Is there meaningful engagement across 
sectors of the company? Answering these questions can help determine how best 
to move forward. 

How do you measure progress when it comes to D&I?
We want a workplace where all employees come to work and feel valued for the 
contributions they make and the person they are. Measuring progress against this goal 
requires asking employees about their individual workplace experiences. Progress in 
this arena is subjective, and measurement of it depends on a subjective experience. 

It is common for companies to measure progress annually or against a five-year 
plan.  To achieve diversity and promote inclusion, more regular reflection is a better 
plan.  Measuring small increments of success, quarterly or even monthly, can build 
rigor and create a cadence of forward movement.  If plans to achieve goals and 
assessments of achievement are not on the agenda, they simply will not happen. 

Measuring progress does not have to exist only in external surveys and recognition 
It can, and ideally should, be embedded into regular meetings and informal 
conversations.  It can be a conversation in a roundtable format.  It can be an 
assessment of promotions, attrition, departures, and hiring.  The most important 
thing is regularly collecting data, feedback and building transparency across the 
organization.  You cannot fix problems you cannot see. 

Companies committed to progress should also steer clear of leaning on councils 
and affinity groups to tackle diversity and inclusion challenges.  Outsourcing the 
hard work of creating an equitable and welcoming corporate culture to a smaller 
subset of the company will rarely create meaningful change. Leadership at the top 
must take responsibility. 

Did George Floyd’s killing change the conversation about D&I in 
the workplace, and if so, how? 
Absolutely.  It is not entirely clear why Mr. Floyd’s killing drew national attention when 
so many injustices before him did not.  It was a moment we did not expect, but this 
tragedy became a global headline immediately, and people finally seemed to say, 
“enough is enough.”  It was a cultural tipping point during which people could no 
longer fall back on apathy.  

When you have a 
shared sense of 
belonging within a 
diverse collective, you 
can tap into the best 
and highest use of 
talent. Inclusion may 
feel uncomfortable 
or prescriptive, but 
that environment can 
create opportunities for 
progress and insight.
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People from all backgrounds had to acknowledge that violence against people 
of color was happening regularly.  Across the globe, we had to acknowledge the 
problem, and it meant, among many other things, refocusing on how these inequities 
play out in the workplace. 

What are effective ways to get company leaders to support D&I 
values and initiatives?
Many people ask me how do we make this more than a moment?  It requires 
courage. We need leaders to put aside politics and set a tone for finding common 
ground.  People look to leaders for how to digest world events, and leaders that 
make caring about racial injustice optional will never inspire change. Those in power 
need to issue declarative statements about company values and what it intends to 
do to promote those values. 

This new era of remote work arrangements presents many new 
challenges, and D&I goals are no exception.  What are remote 
workplace strategies for promoting a diverse and inclusive 
workplace?
Think of who is talking and who is not.  Managers can open a dialog if they are 
willing to hang back and let others speak.  Brevity and silence can be useful tools 
to encourage conversation.  Give people time to prepare for meetings.  Personalize 
conversations so employees know you care about their individual experience.  It is 
rare that managers put a premium on listening.  Employees do not expect managers 
to be perfect, and it can be a sign of strength to admit to subordinates that you do 
not have all the answers. Trying is better than stagnating.  

www.americanbar.org/tips
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In the late 20th century, following substantial cultural and political 
developments, same-sex couples began to lead more open and public 
lives and to establish families.  This development was followed by a 
quite extensive discussion of the issue in both governmental and private 
sectors and by a shift in public attitudes toward greater tolerance.  As 
a result, questions about the rights of gays and lesbians soon reached 
the courts, where the issue could be discussed in the formal discourse 
of the law.

In addition to these burdens, studies have shown that, compared to their heterosexual 
counterparts, LGBT persons are more socioeconomically disadvantaged.3  They 
are more likely to live in poverty, be unemployed, uninsured, food insecure, and 
have lower incomes.4  These realities highlight additional inequalities and the need 
for change. 

Even though LGBT rights have been advanced significantly with the Supreme Court 
decision in Obergefell, until now, there has been no uniform directive at the federal level 
to protect LGBT employees from discrimination in the workplace.  Sex discrimination 
in the workplace has been prohibited under Title VII of the Civil Rights Act of 1964 
(Title VII), but federal courts disagreed on whether discrimination “because of …
sex” included discrimination based on sexual orientation or transgender identity.5  

In the absence of a clear federal safeguard, many states and local governments 
stepped up with laws and ordinances prohibiting workplace sexual orientation 
and gender identity discrimination (see e.g., State Sexual Orientation and Gender 
Identity and Expression Discrimination Laws Chart: Overview).  Historically, 
however, millions of LGBT workers living in jurisdictions without similar government 
directives were still left unprotected and could be legally discriminated against at 
work because of their sexual orientation and gender identity.6 

2.  Bostock v. Clayton County, Georgia
On June 15, 2020, the Supreme Court put an end to this uncertainty in Bostock 
v. Clayton County, Georgia.7  In a 6-3 decision, the Court held that Title VII 
prohibits employers from discharging or otherwise taking an adverse employment 
action against an employee solely because the employee is gay or transgender.  
Reading the plain meaning of the Title VII, Justice Gorsuch wrote that when an 
employer intentionally takes an adverse action against an employee because of 
the employee’s sexual orientation or gender identity, the employer is unavoidably 
engaging in unlawful discrimination “because of sex.”  In response to the employers’ 
argument that the drafters of Title VII could have not envisioned the application of 

Civil Rights... Continued from page 3
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the statute to LGBT persons, the Court conceded the possibility, but concluded that 
the law, as written, unambiguously applies nonetheless.  

Bostock, at long last, legally recognized LGBT workers’ employment rights under 
federal law.  However, the decision is not without limits.  Title VII applies only to 
employers with 15 or more employees.8  Many state laws prohibiting sex-based 
discrimination apply to employers with fewer employees, but employees of smaller 
employers in states without LGBT protections may remain legally vulnerable.  
However, states with anti-discrimination laws that do not specifically protect LGBT 
persons may find that courts look to Bostock for guidance.  If so, an estimated 
additional 3.6 million LGBT employees would become part of an otherwise 
unrecognized protected class.9

As acknowledged by Justice Alito in his dissent, with which Justice Thomas 
concurred,10 the impact of Bostock to LGBT individuals could be much broader than 
just employment. Federal and state laws also prohibit sex-based discrimination in 
other important aspects of life, including housing,11 health care,12 education,13 and 
credit transactions.14  The argument in favor of protections in those contexts is 
stronger in light of Bostock.15

3. What Now?
The Court in Bostock adjudicated the most straightforward instances of 
discrimination, because the employers therein unapologetically agreed that the 
LGBT employees were terminated because of their sexual orientation and gender 
identity.  As a practical matter and especially in light of Bostock, it will be rare for 
an employer to admit that an adverse employment action was taken against an 
LGBT employee because of his or her sexual orientation or gender identity.  In those 
cases, the familiar burden-shifting framework set forth in McDonnell Douglas Corp. 
v. Green16 will apply.   

Not all questions were resolved by the Bostock decision.  The Court avoided opining 
on some topics, including gender-segregated bathrooms, locker rooms, and dress 
codes.17  However, one of the most important civil rights questions of our time 
was firmly established: sexual orientation and gender identity are characteristics 
protected by Title VII.  For employers that have not taken actions to prevent disparate 
treatment of and impact on LGBT employees, now is the time to do so.  

Employers should review their policies and practices, such as anti-discrimination, 
anti-harassment, and leave policies, as well as employee benefits (e.g., health 
insurance), to make sure that they are inclusive of LGBT employees.  Employers 
should also train their supervisors and managers and help them understand the 
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necessity of treating LGBT employees fairly and equally as with other employees, as 
well as not taking into account the employees’ sexual orientation and gender identity 
in making employment decisions.  Proactive employers can designate a position, 
committee or affinity group dedicated to developing, promoting, and consistently 
implementing diversity and inclusion messages and policies within the organization, 
including those specifically supporting LGBT workers, such as a Gender Transition 
Plan and a Gender Transition In The Workplace Policy.  Employers can also embrace 
diversity and inclusions principles at the top among leadership.

4. Conclusion
As recognized in Obergefell, what has been asked by the LGBT community is rather 
simple, yet challenging to obtain: “They ask for equal dignity in the eyes of the law.”18  
Bostock is a momentous decision because it not only it confirms the rights of LGBT 
employees to be treated fairly in their workplaces, it also has the potential of opening 
the door to equality in other aspects of life.  After years of patchwork challenges, 
there is now clarity about the bounds of Title VII, and with it, a new respect formally 
recognized under the law for the LGBT community.  
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1  140 S. Ct. 1731 (2020).

2  135 S. Ct. 2584 (2015). In Bostock, even the dissent recognized that “it is painful to be reminded of the way our society once treated gay and lesbians.” Bostock, 140 
S. Ct. at 1769-71 (Alito, J., dissenting).

3 See Am. Psychol. Ass’n., Lesbian, Gay, Bisexual and Transgender Persons & Socioeconnomic Status (2017), https://www.apa.org/pi/ses/resources/publications/
factsheet-lgbt.pdf (last accessed Aug. 4, 2020). 

4 Id.; see also UCLA, LGBT Data & Demographics, https://williamsinstitute.law.ucla.edu/visualization/lgbt-stats/?topic=LGBT#density (last accessed Aug. 4, 2020). 

5 Compare Bostock v. Clayton Cty. Bd. of Commissioners, 723 F. App’x 964 (11th Cir. 2018), and Evans v. Georgia Reg’l Hosp., 850 F.3d 1248, 1255 (11th Cir. 2017), with 
Zarda v. Altitude Express, Inc., 883 F.3d 100, 112 (2d Cir. 2018), and Equal Employment Opportunity Comm’n v. R.G. &. G.R. Harris Funeral Homes, Inc., 884 F.3d 560 
(6th Cir. 2018).

6 Kerith J. Conron and Shoshana K. Goldberg, LGBT People in the US Not Protected By State Non-Discrimination Statute, UCLA Sch. of Law William Inst., https://
williamsinstitute.law.ucla.edu/publications/lgbt-nondiscrimination-statutes/ (Apr. 2020).  

7 140 S. Ct. 1731 (2020).

8 42 U.S.C. § 2000e(b).  There are exemptions from Title VII employment discrimination requirement for foreign nationals working abroad and certain employees of 
religious organizations.  42 U.S.C §2000e-1.

9 Christy Mallory, Luis A. Vasquez, and Celia Meredith, Legal Protections for LGBT People After Bostock v. Clayton County, UCLA Sch. of Law William Inst., https://
williamsinstitute.law.ucla.edu/publications/state-nd-laws-after-bostock/ (Jul. 2020) (last accessed Aug. 4, 2020). 

10  Bostock, 140 S. Ct. at 1778.

11  E.g., the Fair Housing Act of 1968, as amended by the Fair Housing Amendments Act of 1988, 42 U.S.C. §3601 et seq.

12  E.g., Section 1557 of the Patient Protection and Affordable Care Act, 42 U.S.C. §18116.  Interestingly, just a few days before Bostock was decided, the Department of 
Health and Human Services revised its Section 1557 regulations to exclude from the definition of sex as its relates to the section sexual orientation and gender identity.  

13  E.g., Title IX of the Education Amendment Act of 1972, 20 U.S.C §1681 et seq.

14  E.g., Equal Credit Opportunity Act, 15 U.S.C §1691.

15  See Mallory, supra n. 10  

16  411 U.S. 792, 802 (1973).

17  Bostock, 140 S. Ct. at 1753.

18  135 S. Ct. 2584, 2608.

www.americanbar.org/tips
https://1.next.westlaw.com/Document/I442ace8f064a11e598db8b09b4f043e0/View/FullText.html?navigationPath=Search%2Fv1%2Fresults%2Fnavigation%2Fi0ad6ad3b00000173cf3e753fc7225a9b%3FNav%3DKNOWHOW%26fragmentIdentifier%3DI442ace8f064a11e598db8b09b4f043e0%26parentRank%3D0%26startIndex%3D1%26contextData%3D%2528sc.Search%2529%26transitionType%3DSearchItem&listSource=Search&listPageSource=5554652b46e285c352382c926782819b&list=KNOWHOW&rank=2&sessionScopeId=e05150a33765446bac8d4cf4d159b1bcb684cfe9efb76f8ebb0ed643e58b0d55&originationContext=Search%20Result&transitionType=SearchItem&contextData=(sc.Search)&navId=A57504C5698D8EEA7A1A0E0295482076&view=hidealldraftingnotes
https://1.next.westlaw.com/Document/I442ace8f064a11e598db8b09b4f043e0/View/FullText.html?navigationPath=Search%2Fv1%2Fresults%2Fnavigation%2Fi0ad6ad3b00000173cf3e753fc7225a9b%3FNav%3DKNOWHOW%26fragmentIdentifier%3DI442ace8f064a11e598db8b09b4f043e0%26parentRank%3D0%26startIndex%3D1%26contextData%3D%2528sc.Search%2529%26transitionType%3DSearchItem&listSource=Search&listPageSource=5554652b46e285c352382c926782819b&list=KNOWHOW&rank=2&sessionScopeId=e05150a33765446bac8d4cf4d159b1bcb684cfe9efb76f8ebb0ed643e58b0d55&originationContext=Search%20Result&transitionType=SearchItem&contextData=(sc.Search)&navId=A57504C5698D8EEA7A1A0E0295482076&view=hidealldraftingnotes
https://1.next.westlaw.com/Document/I79f797d4063911e598db8b09b4f043e0/View/FullText.html?navigationPath=Search%2Fv1%2Fresults%2Fnavigation%2Fi0ad6ad3b00000173cf3e753fc7225a9b%3FNav%3DKNOWHOW%26fragmentIdentifier%3DI79f797d4063911e598db8b09b4f043e0%26parentRank%3D0%26startIndex%3D1%26contextData%3D%2528sc.Search%2529%26transitionType%3DSearchItem&listSource=Search&listPageSource=5554652b46e285c352382c926782819b&list=KNOWHOW&rank=1&sessionScopeId=e05150a33765446bac8d4cf4d159b1bcb684cfe9efb76f8ebb0ed643e58b0d55&originationContext=Search%20Result&transitionType=SearchItem&contextData=(sc.Search)&navId=A57504C5698D8EEA7A1A0E0295482076
https://www.westlaw.com/Document/I576207cbaed911eaa4a6da07b08de5cd/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/I5509aeda1beb11e5a807ad48145ed9f1/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/I576207cbaed911eaa4a6da07b08de5cd/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/I576207cbaed911eaa4a6da07b08de5cd/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0&fragmentIdentifier=co_pp_sp_708_1769
https://www.westlaw.com/Document/I576207cbaed911eaa4a6da07b08de5cd/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0&fragmentIdentifier=co_pp_sp_708_1769
https://www.apa.org/pi/ses/resources/publications/factsheet-lgbt.pdf
https://www.apa.org/pi/ses/resources/publications/factsheet-lgbt.pdf
https://www.westlaw.com/Document/I576207cbaed911eaa4a6da07b08de5cd/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/I0446d89054d111e8a6608077647c238b/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/I8faa56e0061311e7b123a7c0dc92d5ef/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0&fragmentIdentifier=co_pp_sp_506_1255
https://www.westlaw.com/Document/I75abe7a01b1a11e88b659b33a2964c51/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0&fragmentIdentifier=co_pp_sp_506_112
https://www.westlaw.com/Document/I553accf0223811e8a5e6889af90df30f/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/I553accf0223811e8a5e6889af90df30f/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://williamsinstitute.law.ucla.edu/publications/lgbt-nondiscrimination-statutes/
https://williamsinstitute.law.ucla.edu/publications/lgbt-nondiscrimination-statutes/
https://www.westlaw.com/Document/I576207cbaed911eaa4a6da07b08de5cd/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/NEA3563A0AFF711D8803AE0632FEDDFBF/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/NFAEA9490AFF711D8803AE0632FEDDFBF/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/I576207cbaed911eaa4a6da07b08de5cd/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://williamsinstitute.law.ucla.edu/publications/state-nd-laws-after-bostock/
https://williamsinstitute.law.ucla.edu/publications/state-nd-laws-after-bostock/
https://www.westlaw.com/Document/I576207cbaed911eaa4a6da07b08de5cd/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0&fragmentIdentifier=co_pp_sp_708_1778
https://www.westlaw.com/Document/NF8657050AFF711D8803AE0632FEDDFBF/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/N0C41B640523D11DFAE16D36C58685461/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/NE8738160B57311D8A022CFD724241E9E/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/N12A3950016DE11E69464B09A0D434F4C/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0
https://www.westlaw.com/Document/Idf0ccea49c9c11d993e6d35cc61aab4a/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0&fragmentIdentifier=co_pp_sp_780_802
https://www.westlaw.com/Document/I576207cbaed911eaa4a6da07b08de5cd/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0&fragmentIdentifier=co_pp_sp_708_1753
https://www.westlaw.com/Document/I5509aeda1beb11e5a807ad48145ed9f1/View/FullText.html?transitionType=Default&contextData=(sc.Default)&VR=3.0&RS=da3.0&fragmentIdentifier=co_pp_sp_708_2608


16americanbar.org/tips

Fall 2020Employment and Labor Law

Sexual Har.as m _nt 
and Retaliation 

AMERICANBARASSOCIATION 

Matthew Queer� 
Jnd Ligl1t Townsenel 

MODE.RN 
CAPTIVE 
UtiS_U_RAN_C_E_ 
A Legal Guide to Formation, 
Operation, and Exit Strategies 

DEFENSE 
i •1 :1:,• 

. . . . . . .  : : . . . . .......... .
..i=(iN o:: j\1:,t:·i1 PS BOOKS 

N!A. 
www.ShopABA.org / 800-285-2221 AMERICANBARASSOCIATION 

Tort Trial and Insurance 
Practice Section 

www.americanbar.org/tips
https://www.americanbar.org/products/inv/book/313719161/
http://www.ShopABA.org
http://www.ShopABA.org
https://www.americanbar.org/products/products-search/?q=ilbkx4&hl=on&hl.fl=title%2Cdescription&wt=json&start=0&rows=10&fq=(id%3A%5C%2Fcontent%2Faba-cms-dotorg%2Fen%2Fproducts%2Finv%2F*%20OR%20id%3A%5C%2Fcontent%2Faba-cms-dotorg%2Fen%2Fproducts%2Fecd%2F*%20OR%


17americanbar.org/tips

Fall 2020Employment and Labor Law

Hypertext citation linking was created with Drafting Assistant from Thomson Reuters, a product that provides all the tools needed to draft and review – right 
within your word processor. Thomson Reuters Legal is a Premier Section Sponsor of the ABA Tort Trial & Insurance Practice Section, and this software usage is 
implemented in connection with the Section’s sponsorship and marketing agreements with Thomson Reuters. Neither the ABA nor ABA Sections endorse non-ABA 
products or services. Check if you have access to Drafting Assistant by contacting your Thomson Reuters representative.

Calendar

October 26, 2020

The Federal Program to Deregulate 
Slaughterhouses and It’s Effects on  
Animals, Workers, & Consumers
Contact: Danielle Daly – 312/988-5708

Virtual Programing

November 5-6, 2020 Fidelity & Surety Law Fall Conference
Danielle Daly – 312/988-5708 Virtual Programing

November 10, 2020

Toxic Torts & Environmental Law 
Conference
Contact: Janet Hummons – 312/988-5656  
Danielle Daly – 312/988-5708

Virtual Programing

November 18, 2020
Insurance Regulation Federalization  
of Insurance
Contact: Danielle Daly – 312/988-5708

Virtual Programing

December 7, 2020

Preparation, Risks, and Controls of 
Reopening in a Covid World: It’s a Small 
World After All
Contact: Danielle Daly – 312/988-5708

Virtual Programing

January 2021, TBD Life Health & Disability
Contact: Danielle Daly – 312/988-5708 Virtual Programing

February 3-5, 2021 Fidelity & Surety Law Midwinter Conference
Contact: Janet Hummons: 312/988-5656 Virtual Programing

February 10-14, 2021

Insurance Coverage Litigation  
Midyear Conference
Contact: Janet Hummons – 312/988-5656  
Danielle Daly – 312/988-5708

Omni Resort Montelucia 
Scottsdale, AZ

February 17-22, 2021 ABA Midyear Meeting
Contact: Janet Hummons – 312-988-5656

Hyatt Regency Chicago  
Chicago, IL

March 10-12, 2021 Transportation Mega Conference XV
Contact: Janet Hummons – 312/988-5656 

Sheraton New Orleans  
New Orleans, LA

March 12-13, 2021 Admiralty Maritime Law Conference
Contact: Danielle Daly – 312/988-5708

Sheraton New Orleans  
New Orleans, LA

www.americanbar.org/tips
http://legalsolutions.thomsonreuters.com/law-products/solutions/drafting-assistant/litigation
http://legalsolutions.thomsonreuters.com/law-products/solutions/drafting-assistant/litigation
https://www.americanbar.org/events-cle/mtg/web/404788292/
https://www.americanbar.org/events-cle/mtg/web/404788292/
https://www.americanbar.org/events-cle/mtg/web/404788292/
https://www.americanbar.org/events-cle/mtg/web/406624225/
https://www.americanbar.org/events-cle/mtg/web/403993476/
https://www.americanbar.org/events-cle/mtg/web/403993476/
https://www.americanbar.org/events-cle/mtg/web/405675896/
https://www.americanbar.org/events-cle/mtg/web/405675896/


18americanbar.org/tips

Fall 2020Employment and Labor Law

Member Roster

Chair
Adam Fuller
Brennan Manna & Diamond
75 E Market St
Akron, OH 44308-2010
(330) 374-6737
Fax: (330) 374-6821
adfuller@bmdllc.com

Chair-Elect, 
Membership  
Vice-Chair
Janelle Edwards-Stewart
Porzio Bromberg & Newman PC
100 Southgate Parkway
Morristown, NJ 07962-1997
(973) 889-4092
jedwardsstewart@pbnlaw.com

Immediate 
Past Chair
Meredith McDonald
Hall & Evans LLC
1001 Seventeenth St, Ste 300
Denver, CO 80202-2084
(303) 628-3379
Fax: (303) 860-2869
mcdonaldm@hallevans.com

Diversity  
Vice-Chair
Ashley Kelley
Womble Bond Dickinson US LLP
PO Box 999
Charleston, SC 29402-0999
(843) 720-4679
Fax: (843) 723-7398
ashley.kelley@wbd-us.com

Plaintiff  
Vice-Chair
Florence Johnson
Johnson & Johnson, PLLC
1407 Union, Ste 1002
Memphis, TN 38104
(901) 7257520
Fax: (901) 522-8219
fjohnson@johnsonandjohnsonattys.
com

Editor
Kate Bally
Thomson Reuters Practical Law
3 Times Square, 17th Fl
New York, NY 10036
(646) 223-9881
kate.bally@thomsonreuters.com

Technology  
Vice-Chair,  
Social Media 
Vice-Chair
Katherine Poirier
Borden Ladner Gervais LLP
1000 Rue De La Gauchetire Ouest 
Bureau, Ste 900
Montreal, QC H3B 5H4
(514) 954-3175
KPoirier@blg.com

Council 
Representative
Kay Hodge
Stoneman Chandler & Miller LLP
99 High St, Ste 1302
Boston, MA 02110-2375
(617) 542-6789
Fax: (617) 556-8989
khodge@scmllp.com

Scope Liaison
Joshua Blosveren
Hoguet Newman Regal  
& Kenney LLP
60 E 42nd St, Fl 26
New York, NY 10165-3003
(212) 689-8808
Fax: (212) 689-5101
jblosveren@hnrklaw.com

Vice-Chairs
Zascha Abbott
Liebler, Gonzalez, & Portuondo
PO Box 347924
Miami, FL 33234
(305) 610-2843 
zba@lgplaw.com

Brian Bank
Rivkin Radler LLP
926 Rxr Plaza
Uniondale, NY 11556-3823
(516) 357-3000
Fax: (516) 357-3333
brian.bank@rivkin.com

David Becker
Freeborn & Peters LLP
311 S Wacker Dr, Ste 3000
Chicago, IL 60606-6679
(312) 360-6391
Fax: (312) 360-6594
davidsbecker@gmail.com

Peter Biging
Goldberg Segalla LLP
711 3rd Ave, Ste 1900
New York, NY 10017-4043
(646) 292-8711
Fax: (646) 292-8701
pbiging@goldbergsegalla.com

Natalie Bolling
1200 Urban Center Drive
Birmingham, AL 35242
(205) 298-3625
Fax: (205) 488-3802
bollingn@vmcmail.com

Lindsey Gil
Peabody Arnold LLP
600 Atlantic Ave 
Federal Reserve Plaza
Boston, MA 02210
(617) 951-2004 
lgil@peabodyarnold.com

Daniel Gunning
Wilson Turner Kosmo LLP
402 West Broadway, Ste 1600
San Diego, CA 92101-3532
(619) 236-9600
dgunning@wilsonturnerkosmo.com

Anthony Kuchulis
Littler Mendelson PC
121 SW Morrison St, Ste 900
Portland, OR 97204-3164
(503) 889-8910
akuchulis@littler.com

Troy Larkin
191 Vinton Cir
Fanwood, NJ 07023-1529
(520) 909-1769
Fax: (949) 607-5650
troy.e.larkin@gmail.com

Sandra McCandless
Dentons
One Market Plaza,  
Spear Tower, 24th Fl
San Francisco, CA 94105
(415) 882-2412
Fax: (415) 882-0300
sandra.mccandless@dentons.com

Molly Meacham
Babst, Calland, Clements and 
Zomnir, P.C.
Two Gateway Center, 9th Fl 
603 Stanwix St
Pittsburgh, PA 15222
(412) 394-5614
mmeacham@babstcalland.com

Brian Miller
Royston Rayzor
802 N Carancahua St, Ste 1300
Corpus Christi, TX 78401
(361) 884-8808
Fax: (361) 884-7261
brian.miller@roystonlaw.com

Roscoe Mutz
Farhang & Medcoff, PLLC
4801 E Broadway Blvd, Ste 311
Tucson, AZ 85711
(520) 790-5433
rmutz@farhangmedcoff.com

David Pardue
Parker Poe Adams & Bernstein LLP
336 Lands Mill Road SE
Marietta, GA 30067
(404) 889-1866
davidpardue@parkerpoe.com

Robert Redemann
2816 E 27th St
Tulsa, OK 74114-4316
(918) 693-5057
Fax: (918) 382-1499
rredemann@pmrlaw.net

Matthew Schiff
Sugar, Felsenthal Grais and 
Helsinger
30 N. LaSalle St, Ste 3000
Chicago, IL 60602
1 (312) 7042171
Fax: (312) 454-9500
mschiff@sfgh.com

Martine Wells
Brownstein Hyatt Farber Schreck
410 17th St, Ste 2200
Denver, CO 80202
(303) 223-1100
Fax: (303) 223-1111
mwells@bhfs.com

Amy Wilson
Frost Brown Todd LLC
201 N Illinois St, Ste 1900
Indianapolis, IN 46204-4236
(317) 237-3481
Fax: (317) 237-3900
awilson@fbtlaw.com

www.americanbar.org/tips



