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An arbitration clause survived the termination 
of the underlying agreement even though the

clause was not specifically referenced in the agree-
ment’s survival clause, the U.S. Court of Appeals
for the Sixth Circuit, in Cincinnati, has ruled in a
case of first impression among the federal circuit
courts. Huffman et al. v. Hilltop Cos., LLC, 747 F.3d
391 (6th Cir. 2014). Relying on the strong federal
policy favoring arbitration, the Court concluded the
parties’ omission of the arbitration clause from the
survival clause did not imply the arbitration clause
had no post-termination effect. The Court reversed
the district court’s denial of arbitration. The Sixth
Circuit has jurisdiction over Kentucky, Michigan,
Ohio, and Tennessee.

Background
Hilltop Companies, LLC, hired Cynthia Huffman 
as an independent contractor to review files of 
mortgage loans. Huffman worked for Hilltop from
October 2011 through January 2013. Upon hire,
Huffman and Hilltop entered into a Professional
Services Contract Agreement (the “agreement”) that
included an arbitration clause and a survival clause.
The arbitration clause (paragraph 21) provided that
any claim arising out of the agreement or its breach
“shall be settled by binding arbitration administered
by the American Arbitration Association. . . .” The
agreement’s survival clause (paragraph 22) stated
that paragraphs “4, 5, 6, 7, 8, 9, 10, 11, 12, 14, 17,
and 22 shall survive the expiration or earlier termi-
nation of this Agreement.” The enumerated clauses
addressed the term of employment, compensation,
termination, and client confidentiality, but not 
arbitration. The survival clause also did not list 
the agreement’s non-compete, survivability, or 
integration clauses.

Following the termination of her engagement,
Huffman, on behalf of herself and similarly situated
workers, sued Hilltop for alleged unpaid overtime in
violation of the federal Fair Labor Standards Act and

the Ohio Minimum Fair Wage Standards Act and
alleged that Hilltop misclassified workers as inde-
pendent contractors. 

Hilltop asked the district court to order arbitration.
The district court denied the motion, ruling the
arbitration provision did not survive termination 
of the agreement. Hilltop appealed.

Applicable Law
The U.S. Supreme Court has recognized a 
“presumption in favor of post-expiration arbitration
of matters unless negated expressly or by clear
implication [for] matters and disputes arising out 
of the relation governed by contract.” The Supreme
Court further explained that, with respect to 
agreements containing broadly worded arbitration 
clauses, “there is a presumption of arbitrability in
the sense that an order to arbitrate the particular
grievance should not be denied unless it may be 
said with positive assurance that the arbitration
clause is not susceptible of an interpretation that
covers the asserted dispute.” 

Any doubts regarding the parties’ intentions should
be construed in favor of arbitration.

Clause Survived
The Sixth Circuit noted that the issue of whether 
an arbitration clause survived an agreement’s 
termination where the clause was not referenced 
in a survival clause had not been decided by the 
circuit courts. 

Huffman argued the arbitration provision did not
survive the agreement’s termination because legal
doctrine dictates that any ambiguity in the agree-
ment should be construed against the agreement’s
drafter, Hilltop. The Court rejected this argument,
finding this rule of contract construction did not
rebut the strong presumption favoring arbitration.

Huffman next argued the Court should apply the
rule of construction that where the parties expressly
include certain terms in their agreement, they must
have intended to exclude others that were not men-
tioned. Noting this argument “presented a trickier
question,” the Court nevertheless found that when
reading the agreement as a whole, “the parties did
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not clearly intend for the survival clause to be the
exhaustive list of the provisions that would survive
expiration of the agreement.” (For example, the non-
compete, severability and integration clauses also
were not included, yet they were intended to sur-
vive, the Court concluded.) The Court pointed out
the “difficulty in [Huffman’s] position” was that it
was “just as plausible that the parties also intended
the arbitration clause to survive.” It ruled Huffman
failed to present “forceful evidence” sufficient to
rebut the presumption in favor of arbitration. “[T]he
parties’ omission of the arbitration clause in the sur-
vival clause did not clearly imply that the arbitra-
tion clause had no post-expiration effect and that the
strong presumption in favor of arbitration controls,”

the Court said. Accordingly, the Court reversed the
denial of arbitration.

In light of Huffman, employers and their counsel
should consider expressly listing an arbitration
clause as being excluded from an agreement’s 
survival clause, if that is their intent, to avoid any
ambiguity regarding its post-termination effect. 
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Beginning on January 1, 2015, Illinois employ-
ers will be subject to new state laws governing

criminal background checks, pregnancy accommo-
dations, sexual harassment, and payroll cards.
Illinois employers should take steps now to make
sure that they are ready to comply with these new
mandates.

The Box is Banned
The Job Opportunities for Qualified Applicants Act
(“the Ban the Box Act”) will prohibit most Illinois
employers from considering or inquiring into a 
job applicant’s criminal record or history until the
individual has been determined qualified for the
position and notified of an impending interview or,
if the applicant will not be interviewed, until after a
conditional offer of employment is made. The Ban
the Box Act does not apply in the following situa-
tions:

• If the employer is required to exclude applicants
with certain criminal convictions from employ-
ment under federal or state law;

• If a standard fidelity bond or an equivalent bond
is required and a conviction of certain criminal
offenses would disqualify the applicant from
obtaining such a bond, the employer may inquire
whether the applicant has ever been convicted of
those offenses prior to determining whether the
individual is qualified for the position; and

• If the employer hires individuals licensed under
the Emergency Medical Services (EMS) Systems
Act.

The Ban the Box Act does not preclude an employer
from notifying applicants in writing of specific

offenses that will disqualify an applicant from
employment in a particular position due to federal
or state law or the employer’s policy. The Illinois
Department of Labor will enforce the Act. 

The new law does not prohibit employers from 
asking about criminal background or conducting
criminal background checks, but it affects the 
timing of those inquiries. As always, Illinois
employers may not at any time request information
about or make adverse employment decisions based
on arrest records or convictions that have been
impounded, sealed, or expunged. 

New Reasonable Accommodation Mandates
for Pregnant Workers
An amendment to the Illinois Human Rights Act
(“IHRA”) creates new protections for pregnant
workers in Illinois. The new law adds pregnancy to
the IHRA’s list of classes protected against discrimi-
nation, and it defines “pregnancy” as “pregnancy,
childbirth, or medical or common conditions related
to pregnancy or childbirth.” It requires employers 
to provide reasonable accommodations to employees
(and job applicants) for any medical or common
condition related to pregnancy or childbirth and
makes it unlawful to fail to hire or otherwise retali-
ate against an employee or applicant for requesting
such accommodations. 

If an employer demonstrates the accommodation
would impose an undue hardship on the “ordinary
operation of the business of the employer,” however,
the employer need not provide the requested accom-
modation. “Undue hardship” is an action that is
“prohibitively expensive or disruptive.” 

The new law defines reasonable accommodations as
reasonable modifications or adjustments to the job
application process, work environment, or circum-
stances under which a position is customarily per-
formed. The law specifies that employers are not
required to create additional employment positions
that the employer otherwise would not have created,

New Illinois Laws Ban the
Box and Protect Pregnant
Women, Interns

For more information on arbitration agreements
or assistance in reviewing or drafting agree-
ments, please contact Scott A. Carroll, at
Scott.Carroll@jacksonlewis.com, or James M.
Stone, at StoneJ@jacksonlewis.com. 
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unless the employer does so or would do so for other
classes of employees who needed accommodations. 
It mandates that the employer and employee engage
in a “timely, good faith, and meaningful exchange 
to determine effective reasonable accommodations.” 

Under the new law, employers may require an
employee to provide a certification from the
employee’s health care provider concerning the need
for the requested reasonable accommodation to the
“same extent” a certification is requested for other
conditions related to a disability, if the employer’s
request is job-related and consistent with business
necessity. The new law limits the information that
can be requested in that certification. 

Employers must reinstate an employee affected 
by pregnancy, childbirth, or medical or common
conditions related to pregnancy or childbirth to 
her original job or to an equivalent position, unless
the employer can demonstrate that doing so would
impose an undue hardship. Information about the
new law must be posted in a conspicuous location
and included in the employee handbook, if any.

Payroll Card Restrictions
Illinois employers must obtain written consent from
employees paid through a payroll card program, 
and the program cannot be linked to forms of credit
such as overdraft fees, cash advances, or loans against
future wages. The new law forbids making use of
the cards a condition of employment and preserves
an employee’s right to demand payment of wages 
by either a paper check or direct deposit.

The law provides that payroll cards may not include
certain features, and employees have a right to
switch to another method of payment that they 
prefer. The employer must comply with such a
request within two pay periods. The employer must
give notice to employees within 30 days of the 
termination of the employer-employee relationship
that the terms and conditions of the account may
change if the employee chooses to continue a 
relationship with the payroll card issuer.

Unpaid Interns Protected from Sexual
Harassment
The IHRA has been amended to expand the 
definition of “employee” to include unpaid interns
for purposes of sexual harassment.

Get Ready for the New Year
Illinois employers should consider taking the 
following steps before year end to ensure compliance
with these new mandates:

• Review positions to determine if they are exempt
from the Ban the Box Act (employers in certain
industries, such as banking, insurance, health care,
gaming and education, among others, may fall
within exceptions);

• Revise application forms and procedures to bring
them into compliance with the Ban the Box Act;

• Review accommodation and light duty policies
and practices in light of the new requirements 
for pregnancy accommodation;

• Post the required notice regarding pregnancy
accommodation and include it in the employee
handbook; 

• Review payroll card procedures to ensure that
they are in compliance with the new restrictions
on payroll cards; 

• Revise anti-harassment policies and training
materials to make it clear that unpaid interns 
are protected from sexual harassment; and

• Conduct training for supervisors and human
resources professionals to make sure they are 
aware of the new laws.

Please contact Kathryn Montgomery Moran, 
at Kathryn.Moran@jacksonlewis.com, in our
Chicago office if you have any questions or need
assistance with compliance with these and other
workplace requirements.

The Ohio constitution was amended in 2006 by
voter-approved Ohio Fair Minimum Wage

Amendment (“OFMW”), which established a $6.85
minimum wage rate adjusted annually based on a
formula tied to the Consumer Price Index. The
amendment was widely debated before the election,
but neither supporters nor opponents discussed, or

likely considered, that the amendment would 
dramatically alter Ohio wage and hour law by 
eliminating established (and common) exemptions
to the state’s minimum wage requirement, as a
state court recently ruled. 

The Ohio appeals court found the majority of mini-
mum wage exemptions in the federal Fair Labor
Standards Act (“FLSA”) (e.g., the executive, admin-
istrative, professional, and outside sales exemptions,
among others), which had been routinely applied in
Ohio cases for decades, could no longer be used by
Ohio employers to defend against a state-law mini-
mum wage claim after passage and implementation

(Temporary) Elimination of
Ohio’s Minimum Wage
Exemptions?

The Consumer Price
Index rose 1.6 percent
between September 2013
and August 2014.
Therefore, Ohio’s 
minimum wage will
automatically increase 
by $0.15 to $8.10 
per hour on January 1,
2015. The minimum
wage for tipped employees
will rise to $4.05 
per hour.



of the OFMW. Haight, et al. v. Cheap Escape Co., et
al., 2014-Ohio-2447 (Ohio App. 2 Dist. June 6,
2014).

The plaintiffs, commissioned outside sales employ-
ees, claimed their weekly commissions did not
always meet Ohio’s minimum wage requirements.
They argued the FLSA outside sales exemption was
inapplicable to minimum wage claims brought 
pursuant to the OFMW (Article II, Section 34a of
the Ohio Constitution) because the amendment
incorporated only the FLSA’s broad definition of
“employee” (“any individual employed by an
employer”), but not exemptions contained in a 
separate section of the FLSA. A majority of the
appellate court agreed and invalidated an Ohio law
enacted after passage of the OFMW that incorporat-
ed all of the FLSA’s minimum wage exemptions. 

Haight is currently on appeal to the Ohio Supreme
Court, which will be considering several arguments
raised by the employer (and the dissenting opinion)
that the language of the OFMW incorporated the
FLSA’s minimum wage exemptions. 

Until the decision is rendered, Ohio employers
should review the compensation paid to “exempt”
employees to determine possible minimum wage
liability. Although the potential elimination of the

FLSA’s minimum wage exemptions likely would
affect commissioned employees most directly, 
other exempt workers with modest salaries could 
be affected, too. 

Employers evaluating current employee compensa-
tion should consider the following: 

• Tracking the hours of exempt employees whose
commissions or salaries could fall below the 
Ohio minimum wage in any given week. 

• The current Ohio minimum wage rate is $7.95
per hour. Employers should ensure that employees
classified as exempt receive commissions or
salaries equal to at least $318 per week (every
week) if they work 40 hours ($397.50 for 50
hours; $477.00 for 60 hours). 

• Haight does not apply to Ohio’s overtime laws,
which were not subject to the OFMW changes.
The standard FLSA exemptions (e.g., professional,
administrative, overtime, and outside sales) still
apply to overtime claims in Ohio.
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Tennessee has joined the growing number of
states that prohibits employers, including 

government entities, from requesting or requiring
access to the private social networking or online
accounts of employees and job applicants. The
Employee Online Privacy Act of 2014 will take
effect January 1, 2015, but the new law will not
apply to a contract entered into prior to that date
that permits an employer action prohibited by the
Act unless or until the contract is renewed on or
after that date.

The Act bars an employer, regardless of size, from:

1. requesting or requiring an employee or an 
applicant to disclose a password that allows
access to the employee’s or applicant’s personal
Internet account;

2. compelling an employee or an applicant to 
add the employer or an employment agency 
to the employee’s or applicant’s list of contacts
associated with a personal Internet account;

3. compelling an employee or an applicant to access
a personal Internet account in the presence of the
employer in a manner that enables the employer
to observe the contents of the employee’s or
applicant’s personal Internet account; or 

4. taking adverse action, failing to hire, or other-
wise penalizing an employee or applicant because
of a failure to disclose information or take an
action specified above.

However, an employer is not prohibited from:

1. Requesting or requiring an employee to disclose
a username or password required only to access
an electronic communications device supplied by
or paid for wholly or in part by the employer, or
an account or service provided by the employer
that is obtained by virtue of the employee’s
employment relationship with the employer, 
or used for the employer’s business purposes;

2. Disciplining or discharging an employee for
transferring the employer’s proprietary or 
confidential information or financial data to 
an employee’s personal Internet account without
the employer’s authorization;

3. Conducting an investigation or requiring an
employee to cooperate in an investigation under
certain circumstances;

Tennessee Limits Employers’
Access to Private Social Media
Accounts of Employees, Job
Applicants
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4. Restricting or prohibiting an employee’s access
to certain websites while using an electronic
communications device supplied by or paid for
wholly or in part by the employer or while using
an employer’s network or resources, in accordance
with state and federal law;

5. Monitoring, reviewing, accessing, or blocking
electronic data stored on an electronic communi-
cations device supplied by or paid for wholly 
or in part by the employer, or stored on an
employer’s network, in accordance with state 
and federal law;

6. Complying with a duty to screen employees or
applicants before hiring or to monitor or retain
employee communications that is established
under federal law or by a “self-regulatory 
organization” (as defined in the Securities and
Exchange Act of 1934, 15 U.S.C. § 78c(a)), 
for purposes of law enforcement employment, 
or for purposes of an investigation into law

enforcement officer conduct performed by a law
enforcement agency; or

7. Viewing, accessing, or using information about
an employee or applicant that can be obtained
without violating the prohibited conduct or
information that is available in the public
domain.

The attorney general may bring a civil action
against an employer on behalf of an aggrieved 
resident of Tennessee. An individual subject to a
violation of the Act may bring a civil action against
an employer for injunctive relief.
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The Women’s Economic Security Act (“Act”) is a
major piece of legislation aimed at improving

working conditions for women that will have a 
significant impact on Minnesota businesses. A 
combination of at least nine different bills, the Act
is intended to reduce the gender pay gap and to
provide greater workplace protections for pregnant
women and nursing mothers, among other things. 

Key aspects of the Act include the following:

1. Adds a protected class under the Minnesota
Human Rights Act, Minn. Stat. Section 363A,
et seq. The Act expands the list of protected
classes under the Minnesota Human Rights Act
to include “familial status.” 

2. Pregnancy and parenting leave under state
law is expanded to 12 weeks. The Act doubles
allowable unpaid leave under the Minnesota
Parental Leave Act and allows employees to use
leave for pregnancy-related needs. 

3. Additional protections for pregnant and nurs-
ing women. The Act allows employees to bring
a civil action to enforce their right to express
breast milk during unpaid break times. In 
addition, employers with at least 22 employees
are required to provide reasonable minor 
accommodations (e.g., water, food, and a stool) 
or a reasonable, temporary position transfer for
pregnant workers.

4. Wage disclosure protection. The Act creates a
new Section 181.172 of the Minnesota Statutes
to prohibit an employer from requiring non-
disclosure by an employee of his or her wages as
a condition of employment or to take any adverse
employment action against an employee for dis-
closing or discussing the employee’s own wages
or another employee’s wages, which have been
disclosed voluntarily. In addition, employers
with employee handbooks must include a notice
to employees of their rights and remedies.

5. Expanded allowances for sick leave. The Act
allows employees to use existing earned sick
leave under certain circumstances related to sexu-
al assault, domestic violence, and stalking. It also
allows grandparents to use existing earned sick
leave to care for an ill or injured grandchild.

6. Protections imposed for victims of stalking and
sexual assault. The Act expands eligibility for
unemployment benefits to victims of stalking
and sexual assault.

7. Certification for state contracts. The Act
requires businesses with more than 50 employees
seeking state contracts worth more than
$500,000 to certify their compliance with 
existing equal pay laws.

8. Funding for women and high-wage, high-
demand, non-traditional jobs grant program
and to promote women entrepreneurs and
women-owned businesses. The Act allocates
money to establish a program to increase the
number of women in high-wage, high-demand
non-traditional occupations.

Minnesota Women’s Economic
Security Act

For additional information on the Act and
assistance in complying with its requirements,
please contact James Mulroy, MulroyJ@
jacksonlewis.com, and O. John Norris, III,
NorrisJ@jacksonlewis.com, in our Memphis
office.
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Next Steps 
Employers in Minnesota should take the following
actions to ensure compliance with the new law:

1. Update workplace policies and employee hand-
books regarding unpaid leave and sick leave.
Even employers that are not covered by the 
federal Family and Medical Leave Act (FMLA)
must now grant an unpaid leave of absence to 
an employee who is: (1) a biological or adoptive
parent in conjunction with the birth or adoption
of a child; or (2) a female employee for prenatal
care, or incapacity due to pregnancy, childbirth
or related health conditions. The leave is deter-
mined by the employee, but it must not exceed
12 weeks, unless agreed to by the employer. 

Further, an employee also may use personal sick
leave for absences due to an illness to or injury 
of the employee’s mother-in-law, father-in-law,
and grandchild (which includes step, biological,
adopted, and foster grandchild), in addition to
the employee’s child, adult child, spouse, sibling,
parent, grandparent, or stepparent. 

An employee also may use personal sick leave 
for safety leave, whether or not the employee’s
employer allows use of sick leave for that pur-
pose, for such reasonable periods of time as may
be necessary. Safety leave means leave for the 
purpose of receiving assistance because of sexual
assault, domestic abuse, or stalking, whether on
behalf of the employee or employee’s relatives as
defined above.

2. Offer reasonable accommodations for health 
conditions related to pregnancy or childbirth.
Reasonable accommodations must be offered 
to an employee if she so requests, with the advice
of her licensed health care provider or certified
doula, unless the employer demonstrates it
would impose an undue hardship on the opera-
tion of the employer’s business. Retaliation
against an employee for requesting or obtaining
such an accommodation is prohibited.

For nursing mothers, an employer must make
reasonable efforts to provide a room or other
location, other than a bathroom, within close
proximity to the work area that is shielded from
view and free from intrusion and that includes
access to an electrical outlet. Retaliation against
an employee for asserting rights under this 
section is prohibited.

3. Avoid discrimination based on caregiver or 
parent status. The law adds “familial status” to
the list of protected classes under the Minnesota
Human Rights Act. Employers are generally
prohibited from discriminating against pregnant
women and parents with children under age 18
at home and should not be asking applicants
whether they have children or care for children 
at home. 

4. Be aware that employees are entitled to voluntar-
ily disclose and discuss their wages, and update
employee handbooks to include notice to
employees of rights and remedies under Section
181.172. Employers may not require non-
disclosure of an employee’s wages as a condition
of employment, require an employee to sign 
a waiver which purports to deny an employee 
the right to disclose the employee’s wages, or
take any adverse employment action against an
employee for disclosing the employee’s own
wages voluntarily. Employers with employee
handbooks must include a notice of employees’
rights and remedies.

5. Certify compliance with the Equal Pay Act.
Employers seeking state contracts in excess of
$500,000 must certify to the commissioner of
administration their compliance with the federal
Equal Pay Act.

Please contact Gina K. Janeiro, at
JaneiroG@jacksonlewis.com, in our
Minneapolis office with any questions about
the possible wide-ranging effects of the Act 
on workplace practices and policies.
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MANAGEMENT EDUCATION OPPORTUNITIES

2014 Akron Employment Law Conference
November 5, 2014

Hilton Akron/Fairlawn
3180 W. Market Street

Akron, OH

Join Jackson Lewis attorneys for a full day of interactive discussions and practical solutions
addressing the latest developments in workplace law, including how to handle difficult

employees and challenging situations and managing leave and employee benefits.

Conducting Effective Workplace Investigations
November 6, 2014

Meridian Hills Country Club
7099 Spring Mill Road

Indianapolis, IN

Join the attorneys of the Jackson Lewis Indianapolis office for a breakfast briefing on 
conducting effective workplace investigation and warding off harassment claims.  

Keeping Up With Rapid Change:
Coping Strategies for the Human 

Resources Professional
November 7, 2014

Overland Park Marriott
10800 Metcalf Avenue

Overland Park, KS

Join us for an afternoon’s discussion of timely analysis and helpful risk mitigation strategies
to contend with some of the many changes anticipated after the 2014 mid-term election,

including the Equal Employment Opportunity Commission’s aggressive agenda.

Go to www.jacksonlewis.com/events to check out these and other Jackson Lewis programs.
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Jackson Lewis P.C. represents management 
exclusively in employment, labor, benefits and
immigration law and related litigation.

The firm has more than 770 attorneys practicing in
55 locations throughout the U.S. and Puerto Rico. 

Jackson Lewis represents employers before state 
and federal courts and administrative agencies on 
a wide range of issues, including discrimination,
wrongful discharge, wage/hour, affirmative action,
immigration, and pension and benefits matters.
Jackson Lewis negotiates collective bargaining
agreements, participates in arbitration proceedings
and represents union-free and unionized employers
before NLRB and other federal and state agencies.
The firm counsels employers in matters involving
workplace health and safety, family and medical
leaves and disabilities.

Mail regarding your subscription 
should be sent to 

Jackson Lewis P.C. 
666 Third Avenue
New York, NY 10017

Attn: Client Services
or 
contactus@jacksonlewis.com

Please include the title of this publication.

Accolades for Jackson Lewis
Jackson Lewis is pleased to announce the firm and
62 of its attorneys have been recognized in the latest
edition of Chambers USA: America’s Leading Lawyers
for Business. The annual legal guide ranks firms and
lawyers across the country in a variety of practice
areas, including Labor & Employment, on the basis
of written submissions, in-depth attorney and client
interviews, and its own database resources. 

In addition, the firm has been designated a
“Powerhouse” in both Complex and Routine
Employment Litigation in the BTI Litigation Outlook
2015. This is the fourth time in a row the firm 
has been selected a “Powerhouse” by BTI. An 
in-depth analysis of today’s litigation market, 
BTI’s latest report is based on 300 one-on-one 
interviews with corporate counsel from Fortune
1000 companies.

Further, 119 of the firm’s attorneys have been
named in the 2015 edition of The Best Lawyers in
America©, selected by professional peers as being
among the best in the area of employment and 
labor law. The firm’s presence in this prestigious
publication has grown steadily each year, with the
number of attorneys listed more than tripling since
the 2010 edition.

Additions in Midwest
We welcome Shareholders James P. Daley,
Edward M. Graham, and David M. Novak to
our Chicago office. They are stellar labor and
employment attorneys with excellent reputations 
for representing and defending companies in all
facets of labor and employment-related matters 
and extensive workplace law experience, particularly
in the public sector. Also new to the office are
Associates James D. Thomas and Melissa A.
Carrington.

We are pleased to announce Colby Shannon
Morgan, Jr. has joined our Memphis office as 
Of Counsel. Mr. Morgan has more than 30 years of
trial experience as Managing Attorney and Senior
Counsel at Federal Express. Also joining our
Memphis office is Jennifer C. Kellett, who is 
Of Counsel. Ms. Kellett has served as in-house
counsel for an asphalt production and highway 
construction company and has almost two decades 
of experience in all facets of labor and employment
law.

We welcome Geoff  Silver to our Indianapolis
office as Of Counsel. Mr. Silver has extensive college
sports experience and has almost ten years’ experi-
ence at the NCAA National Office, most recently
serving as Director of Academic & Membership
Affairs.

Also new to Jackson Lewis are Associates Roland
(Rollie) J. De Monte, of the Cleveland office,
Jennifer A. Nodes, of the Minneapolis office, 
and David A. Martin, of the St. Louis office.

JACKSON LEWIS NEWS


