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Is "pofluenza" a future protected category to 
The Illinois Human Rights Act?
By Peter LaSorsa

Changes to Strategic Partnership  
Program

Since 2005, employers could enter into stra-
tegic partnerships with the Occupational 
Safety and Health Administration (“OSHA”). 

A new directive revises the OSHA Strategic Part-
nership Program for Worker Safety and Health 
(OSPP) and describes agency procedures for im-
plementing this program. For the most part, the 
changes remove some incentives for employers 
to enter into such partnerships.

The OSPP is a federal initiative that seeks to 
reduce occupational fatalities, injuries, and ill-
nesses as well as to improve worker protections 
by engaging employers, employer groups, work-
ers, and labor organizations, to enter into coop-
erative relationships with OSHA to carry out the 
purposes of the OSH Act. The program was cre-
ated by OSHA in November 1998.

The new directive cancels the earlier OSHA In-
struction CSP 03-02-002, OSHA Strategic Partner-

A recent national case involving the creation 
of a new protected category of individual 
prompted me to think about the future 

of the Illinois Human Rights Act (“Act”) and write 
this article. The Texas case involved a 16-year-old 
named Ethan Couch, who was triple the legal 
limit for intoxication and killed four people and 
seriously injured others. He had two saving grac-
es. First, he came from a wealthy family and his 
parents had the means to hire a good attorney 
and many “expert” witnesses. Second and prob-
ably more important, he had a lawyer who was 
willing and able to create a novel defense, and 
sell it to the Judge. 

The novel defense was “affluenza.” Affluenza 
is also known as sudden-wealth syndrome and 
is defined as the guilt or lack of motivation ex-
perienced by people who have made or inher-
ited large amounts of money.1 As far as I know 
however, this was a purely made up defense, by a 
very good lawyer. The central theme that the boy 

was so wealthy and spoiled that he never learned 
right from wrong. For this reason, it would be un-
fair to punish him, and therefore, he should not 
go to prison. The Judge gave him 10-years of pro-
bation and his father is shelling out $450,000 per 
year for a Malibu rehabilitation program. I think I 
would come down with a drug or alcohol prob-
lem if someone would send me there. 

So what does this have to do with Labor and 
Employment and why is this article in the news-
letter?

First a little background on the Act. The Act 
was signed into law by Governor Thompson and 
took affect in 1980. It prohibits a variety of differ-
ent types of discrimination, including discrimi-
nation in employment, housing, financial credit, 
sexual harassment in education, and public ac-
commodation. The discrimination categories 
include: race, color, religion, sex (gender), sexual 
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OSHA developments

Continued from page 1

ship Program for Worker Safety and Health, 
effective February 10, 2005.

An OSHA Strategic Partnership (“OSP”) is 
a voluntary relationship between OSHA and 
employers, workers, unions or other interest-
ed stakeholders to encourage, assist, and rec-
ognize efforts to eliminate serious hazards. 
OSPs are available to all private sector indus-
tries and government agencies where OSHA 
has jurisdiction. OSPs may be designed to 
address all hazards at a partner’s worksite or 
one or more discrete hazards of particular 
concern. OSPs are formalized through writ-
ten agreements that last for a specified pe-
riod of time. 

OSP agreements signed or renewed after 
July 27, 2012, may no longer contain refer-
ences to “enforcement incentives.” New or 
renewed OSP agreements also may not in-
clude deferrals and deletions from routine 
programmed inspections outside the scope 
of those provided to any employer who re-
ceives an enforcement inspection.

OSHA also removed language allowing 
for an additional 10% good faith penalty 
reduction for OSP employers that have es-
tablished safety and health management 
systems (SHMS). 

OSHA also has added language on SHMS 
and worker involvement. These are two new 
required elements of all OSP agreements. 
With the addition of these two elements, the 
number of required core elements for all OSP 
agreements has increased from eleven to 
thirteen.

Employers who partner with OSHA in 
OSPs developed or renewed after July 27, 
2012, will remain eligible for any and all in-
centives available to any other employer 
who is inspected by OSHA. These incentives 
are detailed in the most current version of 
OSHA’s Site-Specific Targeting (SST) Directive 
as well as in OSHA’s Field Operations Manual.

1. For construction worksites, OSHA’s “fo-
cused inspection” policy remains in effect.

2. For non-construction worksites, a nation-
al OSP agreement that includes worker 
participation may include an incentive for 
limited scope inspections where it can be 
clearly demonstrated to result in a more 
effective partnership. Such an OSP must 
be approved by the Assistant Secretary in 
advance of the OSP agreement’s develop-

ment.
3. OSPs established before July 27, 2012, 

may maintain all their existing enforce-
ment incentives until the expiration/re-
newal date of the OSP.

4. OSPs established after July 27, 2012, and 
any OSPs renewing their agreements 
must meet the criteria in this Instruction 
at the time of approval or renewal, respec-
tively.
OSHA believes that workers can bring 

valuable skills and perspective to the part-
nership and worker involvement is encour-
aged. Worker involvement in the day-to-day 
implementation of worksite SHMS and other 
OSP activities is required.

For an OSP that includes the participation 
of unionized worksites, all affected unions 
must be supportive for the partnership to go 
forward. Union representatives at either the 
local or international level must be signato-
ries to the OSP agreement or, alternatively, 
must indicate their willingness for the part-
nership to proceed but waive their opportu-
nity to be signatory.

For non-union worksites, evidence of 
worker involvement is required.

1. Worker involvement may include, but is 
not limited to:
a. participating on safety and health 

committees, joint labor-management 
committees, and other advisory or 
specific purpose committees, if other-
wise lawful and appropriate;

b. participating in site inspections, safety 
and health audits, job hazard analyses, 
and other types of hazard identifica-
tion;

c. developing and using a system for re-
porting hazards;

d. developing and revising the site’s 
safety and health rules and safe work 
practices;

e. participating on workplace teams 
charged with identifying root causes 
of accidents, incidents, or breakdowns;

f. participating in the development and 
implementation of controls to elimi-
nate or reduce hazard exposure;

g. presenting OSP information at safety 
and health meetings;

h. delivering training to current and new-
ly-hired workers; 

i. participating in SHMS reviews; and
j. participating in OSP conference calls/

meetings.

Proposed Recordkeeping Changes
OSHA is proposing significant changes in 

how it collects and makes public available 
injury and illness information, according to 
a proposed rule published in the Nov. 8 Fed-
eral Register (78 Fed. Reg. 67,254).

Current regulations only require employ-
ers to notify OSHA of fatalities or incidents in-
volving the hospitalization of three or more 
employees. Employers must also annually 
post their OSHA Form 300 log. Now, OSHA 
typically only reviews an employer’s written 
Form 300 log as part of an inspection. Un-
der the annual OSHA Data Initiative, OSHA 
requires about 100,000 employers in high-
hazard industries to submit, on electronic or 
printed forms, summaries of their Form 300 
logs.

OSHA’s proposed regulation adds new re-
porting obligations: 

(1) Employers with 250 or more employees, 
including full and part time, seasonal and 
temporary workers, must electronically 
submit all 300 and 301 logs to OSHA on 
a quarterly basis and submit annual 300A 
summaries by March 2 each year; 

(2) Employers with 20 or more employees 
in more than 50 designated industries 
(including construction, manufacturing, 
gaming, spectator sports department 
stores, utilities, nursing care, and dry 
cleaning, among others) must electroni-
cally submit any requested Part 1904 re-
cords upon demand by OSHA, within an 
unspecified time for response; and

(3) That all employers who receive a notifica-
tion from OSHA submit information from 
their injury and illness records electroni-
cally to OSHA, for the time period and at 
the intervals specified by the notification. 

Companies with 20 or more workers in 
high-hazard industries, about 440,000 work-
places, would have to submit their OSHA 
300 log data electronically every year. That 
information would also be posted on OSHA’s 
website. OSHA intends to make all of this 
injury and illness data available through a 
searchable database.

Employers have until February 6, 2014, to 
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submit written communication on the pro-
posed rule.

Hazard Communication
On December 1, 2013, employers must 

begin complying with OSHA’s new Hazard 
Communication (HazCom) standard.

Material Safety Data Sheets (MSDSs) will 
now be known as Safety Data Sheets (SDSs). 
SDSs must meet a specified 16-section for-
mat.

Chemical manufacturers must follow 
a single procedure for classifying health 
and physical hazards of chemicals. This 
procedure is now known as a “hazard clas-
sification.” Under the old standard, chemi-
cal manufacturers had to perform a hazard 
determination of the chemicals they manu-
factured. They could follow any number of 
procedures for conducting a hazard deter-
mination as long as they accurately deter-
mined the hazards.

The new standard states exactly what in-
formation must be on a label. This informa-
tion must be conveyed through pictograms, 
signal words, hazard statements, and pre-
cautionary statements. 

December 1, 2013, was the deadline by 
which employers had to train employees on 
the new label elements and SDS format.

Employers must comply with all new 

HazCom standard requirements by June 
1, 2015. June 1, 2016, is the deadline for 
employers to update workplace labeling 
and hazard communication programs and 
to provide employee training for any new 
physical or health hazards identified by a 
hazard classification.

Web Tools
OSHA has launched a website tool 

(http://www.osha.gov/dsg/annotated-pels/
index.html) that provides a side-by-side 
comparison of OSHA Permissible Exposure 
Limits (PELs) with exposure recommenda-
tions from three other sources.

A second online resource can assist em-
ployers in replacing hazardous chemicals 
with less hazardous materials. (http://www.
osha.gov/dsg/safer_chemicals/index.html) 

Whistleblowers may now register online 
complaints. The complaint form is found at 
https://www.osha.gov/whistleblower/WB-
Complaint.html. David Michaels, Assistant 
Secretary of Labor for Occupational Safety 
and Health, was quoted as stating: “Whistle-
blower laws protect not only workers, but 
also the public at large, and now workers 
will have an additional avenue available to 
file a complaint with OSHA.” Whistleblowers 
may still file complaints by calling an OSHA 
office or in written form. ■
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harassment, national origin, ancestry, age, 
order of protection status, marital status, 
sexual orientation, unfavorable military dis-
charge, disability, arrest record, citizenship 
status, language, pregnancy, retaliation and 
coercion/aiding and abetting. 

So those are 19 different categories of 
protected status employees or potential em-
ployees enjoy. Some of the categories were 
not in the original Act. Sexual orientation was 
added in 2005, Pregnancy in 2011 and being 
free from discrimination based on sexual 
orientation, citizenship and military status 
in employment government contractors 
in 2006. So the Act is periodically amended 
to include new categories. A few years ago 
there was a bill that would have made bully-
ing in the workplace one such new category. 
That bill was narrowly defeated.

So the chances are there will be new ad-
ditional categories of protection under the 
Act in the future. The question is what will 
those categories be? A case could be made 
the next category may be related to financial 
means. The gap between the rich and poor 
is at an all-time high. The Pope, head of 1.2 
billion Catholics, is making the issue of the 
poor, and the divide on income his central 
theme. And in Illinois, effective August 22, 
2013 the Bill of Rights for the Homeless Act 
(“BRHA”) took affect. The BRHA provides re-
lief to anyone discriminated against because 

of their homeless status—which of course 
would not apply to the affluent but only to 
the poor. So I think discrimination based on 
financial ability may be the next category ad-
dressed by the Act, but I don’t think it will be 
affluenza, but the opposite—pofluenza. The 
person is just too damn poor to have a fair 
opportunity at a good education or a job. 

And the poor are more likely to be minori-
ties (blacks, females, immigrants) therefore, 
not hiring poor people or not enrolling poor 
people in college is having a disparate im-
pact. 

Take education for example. If a person 
graduates with an 4.0 average from a high 
school in south Chicago, she won’t be given 
the same “points” toward college admission 
as a student with a 4.0 from a good school 
in Highland Park. College admissions offices 
assign points based on the quality of the ed-
ucation at a particular high school. So high 
schools with superior curriculums are award-
ed more points than high schools with lesser 
ones. And funding for high schools in Illinois 
is largely a function of property taxes. 

Therefore, affluent areas will have better 
curriculums than poorer areas. One could 
reasonably argue the funding mechanism 
in place by the state is discriminatory as it re-
sults in minorities being adversely impacted 
in their ability to get a good education and 
therefore a good job solely based on being 

poor—pofluenza. 
On the employment front, many medium 

size and large employers obtain the credit 
scores and other credit and background in-
formation on prospective employees. They 
are not getting this information to give jobs 
to the prospective employees with the low-
est scores. People in areas that are less afflu-
ent are more likely to have lower credit scores 
and other negative background information 
in their files. Given two prospective employ-
ees with the same four-year degree and level 
of work experience, the credit report and 
background check may be the deciding fac-
tor in hiring. In most cases the nod is given to 
the prospective employee from an affluent 
area. Without an additional protected cat-
egory like pofluenza, poor people are being, 
and will continue to be, disproportionally im-
pacted by corporate hiring policies. 

So, do I really believe pofluenza will catch 
on and be the next protected category un-
der the Act? The short answer is no. However, 
if you asked me six months ago if I thought a 
16-year old from a wealthy family could kill 
four people while driving with a blood alco-
hol limit three times the legal limit and get 
probation and be confined to a $450,000 a 
year facility in Malibu, I would have said no 
as well. ■
__________

1. <http://dictionary.reference.com/browse/
affluenza>.

Is "pofluenza" a future protected category to The Illinois Human Rights Act?

Continued from page 1

Workplace Violence Protection Act in context
By David Krchak

Illinois Public Act 098-0430 creates the 
Workplace Violence Prevention Act which 
became effective January 1, 2014.  In 

short, this Act extends to employers the right 
to petition the court for an order of protec-
tion similar in most ways to the order of pro-
tection provided in Article 3 of the Illinois Do-
mestic Violence Act of 1986.  The Act explains 
in simple terms when an employer may at-
tain such an order of protection and how law 
enforcement is required to respond.

The Workplace Violence Prevent Act 
(WVPA) is in some ways an extension of legis-
lation which has been in effect in Illinois and 

under federal law for a number of years.  The 
Illinois Workers’ Compensation Act, of course, 
addresses recovery for victims of workplace 
violence, including medical expenses, lost in-
come and permanent loss.  While this might 
place a financial burden upon the employ-
er, either directly or indirectly, the system 
doesn’t directly address the prevention of 
workplace violence.  

In 1970, the federal government passed 
the Occupational Safety and Health Act 
(OSHA).  That Act included the provision 
that each employer shall furnish to each of 
his employees employment at a place of 

employment which is free from recognized 
hazards that are causing or likely to cause 
death or serious physical harm to its employ-
ees.  29 U.S.C.A. §654.  In September of 2011, 
OSHA issued a directive on enforcement 
procedures for investigating or inspecting 
incidents of workplace violence.  The direc-
tive established uniform procedures for field 
staff responding to incidents and complaints 
of workplace violence, including conducting 
inspections in industries considered vulnera-
ble to workplace violence, such as healthcare 
and social service settings, and late night re-
tail establishments.  The directive stated that 
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OSHA recognized workplace violence as a 
serious occupational hazard, ranking among 
the top four causes of death in workplaces 
during the preceding 15 years.  Again, the 
OSHA approach is reactive, providing fines 
and other penalties for employers who vio-
late the provisions of the Act.

In 2005, the Illinois State Legislature 
passed the Health Care Workplace Violence 
Prevention Act.  This Act was designed to 
force employers to proactively address the 
potential for violence in their workplaces.  
A pilot project was set up whereby certain 
employers would initiate workplace violence 
plans beginning in July 2007.  These plans 
would include violence prevention training, 
as well as an effort to record the types of 
workplace violence occurring in health care 
facilities. 

By July 1, 2008, every health care work-
place was required to adopt and implement 
a plan to reasonably prevent employees from 
violence.  The Act included specific instruc-
tions to employers regarding the contents 
of this workplace violence plan.  The Illinois 
Departments of Labor, Human Services and 
Public Health were charged with assisting 
employers in developing and implementing 
these plans.  

The WVPA is a radical departure from the 
past efforts of both the state and federal gov-
ernment.  This Act effectively broadens the 
scope of the Illinois Domestic Violence Act of 
1986 and was adopted to remedy society’s 
failure to protect battered women.  The ex-
press purpose of the Domestic Violence Act 
was stated in the Act itself (750 ILCS 60/102).  
To begin with, the legislature acknowledged 
a historical “widespread failure to appro-
priately protect and assist victims and con-
demned the legal system that had ineffec-
tively dealt with family violence in the past.  

The enforcement system under the Do-
mestic Violence Act established that peti-
tions for orders of protection must be treated 
as an expedited proceeding before the court.  
The Act expressly directed courts to err on 
the side of victim protection and admon-
ished law enforcement officers to provide 
immediate, effective assistance, protect vic-
tims and use all reasonable means to prevent 
further abuse.  

The Domestic Violence Act provided a 
limited scope regarding the relationship 
between the victim and the abuser which 
would allow the victim to petition for an or-
der of protection.  The petition may be filed 

only by a person who has been abused by 
a family or household member or any per-
son on behalf of a minor child or an adult 
who has been abused by a family or house-
hold member and who because of age, 
health, disability, or inaccessibility, cannot 
file the petition or by any person on behalf 
of a high-risk adult with disabilities who has 
been abused.  750 ILCS 60/201(a).  “Abuse” is 
defined as physical abuse, harassment, in-
timidation of a dependent, interference with 
personal liberty or willful deprivation.  750 
ILCS 60/103(1).  Persons protected by the Act 
are only:  Any person abused by a family or 
household member; any high-risk adult with 
disabilities who is abused; or any minor child 
or dependent adult in the care of such per-
son; and any person residing or employed at 
a private home or public shelter housing an 
abused family or household member.

The Workplace Violence Prevention Act 
expands the circle of potential protection 
under orders of protection to almost any em-
ployed person in society.  Under Section 15 
of the Act, the employer may seek an order 
of protection to prohibit further violence or 
threats of violence by a person if the employ-
ee has suffered unlawful violence or a cred-
ible threat of violence from the person and 
the unlawful violence has been carried out at 
the employee’s place of work or the credible 
threat of violence can reasonably be con-
structed to be carried out at the employee’s 
place of work by the person.  

If the court grants the order of protection 
filed by the employer, the police are subject 
to a heightened duty of response.  Law en-
forcement officers and their employers can 
be liable for a willful and wanton failure to 
abide by the heightened requirements con-
tained in the Illinois Domestic Violence Act.  
See Moore v. Green, 219 Ill. 2d 470 (2006).  The 
facts in Moore v. Green reveal a blatant disre-
gard for the order of protection by the police.  
The point here is that there can be only so 
many “first priority” duties for a police officer 
or police department to address at a time.  
It would seem that the Workplace Violence 
Prevention Act has a potential for diluting 
the effectiveness of the Illinois Domestic Vio-
lence Act.

The employer can be anticipated to be at 
least somewhat removed from the potential 
for violence in the life of any of its employ-
ees.  So by the employer preparing and filing 
the petition, much if not all of the informa-
tion provided in the petition to support the 

granting of an order of protection will be at 
least secondhand on the part of the employ-
er.  (The Act only applies to employers hav-
ing at least five employees during any work 
week.)  

There are no reported cases in Illinois 
where an individual has been sanctioned for 
petitioning the court for an order of protec-
tion without adequate basis or in bad faith.  
Nevertheless, employers are required to file 
sworn statements regarding “reasonable 
proof that an employee has suffered either 
unlawful violence or a credible threat of vio-
lence.”  It is worthy of noting that Section 25 
of the WVPA states, “Nothing in this Act, how-
ever, waives, reduces, or diminishes any other 
remedy available to an employer under any 
other mechanism.”  This section seems to in-
struct employers that if the abuser is a fellow 
employee, perhaps discipline or termination 
would be appropriate.  If the abuser is not a 
co-employee, providing a no trespass warn-
ing to the abuser would be a viable option. ■
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Upcoming CLE programs
To register, go to www.isba.org/cle or call the ISBA registrar at 800-252-8908 or 217-525-1760.

March
Tuesday, 3/4/14- Webinar—Introduc-

tion to Fastcase Legal Research. Presented 
by the Illinois State Bar Association – Compli-
mentary to ISBA Members Only. 1:00.

Tuesday, 3/4/14- Live Studio Web-
cast—Criminal Dispositions Without a Con-
viction! Presented by the ISBA Committee on 
Corrections and Sentencing. 3:30-4:30.

Tuesday, 3/4/14- Teleseminar—Em-
ployment Agreements, Part 1. Presented by 
the Illinois State Bar Association. 12-1.

Wednesday, 3/5/14- Teleseminar—Em-
ployment Agreements, Part 2. Presented by 
the Illinois State Bar Association. 12-1.

Thursday, 3/6/14- Webinar—Advanced 
Tips to Fastcase Legal Research. Presented 
by the Illinois State Bar Association – Compli-
mentary to ISBA Members Only. 1:00.

Thursday, 3/6- Friday, 3/7/14- Chicago, 
ITT Chicago-Kent School of Law—13th 
Annual Environmental Law Conference. Pre-
sented by the ISBA Environmental Law Sec-
tion. 8:30-4:45 with reception from 4:45-6; 
8:30-1:30.

Tuesday, 3/11/14- Webinar—Boolean 
(Keyword) Searches on Fastcase. Presented 
by the Illinois State Bar Association – Compli-
mentary to ISBA Members Only. 1:00.

Tuesday, 3/11/14- Live Studio Web-
cast—Game On- What’s Happening in the 
Illinois Gaming World. Presented by the ISBA 
Local Government Section. 11-1.

Tuesday, 3/11/14- Live Studio Web-
cast—Municipal Animal Ordinances. Pre-
sented by the ISBA Animal Law Section. 2-4.

Tuesday, 3/11/14- Teleseminar—Plan-
ning with Special Needs Trusts. Presented by 
the Illinois State Bar Association. 12-1.

Thursday, 3/13/14- Chicago, ISBA Chi-
cago Regional Office—Litigating, Defend-
ing, and Preventing Employment, Housing 
and Public Accommodation Discrimination 

Cases: Practice Updates and Tips Concerning 
the Illinois Human Rights Act. Presented by 
the ISBA Human Rights Section. 9-4.

Thursday, 3/13/14- Live Webcast—Liti-
gating, Defending, and Preventing Employ-
ment, Housing and Public Accommodation 
Discrimination Cases: Practice Updates and 
Tips Concerning the Illinois Human Rights 
Act. Presented by the ISBA Human Rights 
Section. 9-4.

Thursday, 3/13/14- Teleseminar—Dili-
gence in Business Transactions. Presented by 
the Illinois State Bar Association. 12-1.

Friday, 3/14/14- Fairview Heights, Four 
Points Sheraton—Spring 2014 DUI & Traffic 
Law Conference. Presented by the ISBA Traf-
fic Law Section. All Day.

Friday, 3/14/14- Chicago, ISBA Chicago 
Regional Office—Medical Malpractice Sem-
inar. Presented by the ISBA Tort Law Section. 
8:30-4:30.

Tuesday, 3/18/14- Live Studio Web-
cast—City Dogs- Dog Complaints, Shoot-
ings & Other Issues Arising in Urban Environ-
ments. Presented by the ISBA Animal Law 
Section. 2-4.

Tuesday, 3/18/14- Teleseminar—
“Crowd-funding” in Business Ventures: Rais-
ing Capital from the Public. Presented by the 
Illinois State Bar Association. 12-1.

Thursday, 3/20/14- Teleseminar—Em-
ployment Law Torts in the Workplace. Pre-
sented by the Illinois State Bar Association. 
12-1.

Tuesday, 3/25/14- Chicago, ISBA Chi-
cago Regional Office—Master Series: The 
Cybersleuth’s Guide to the Internet: Super 
Search Engine Strategies and Investigative 
Research. Presented by the Illinois State Bar 
Association. All day.

Tuesday, 3/25/14- Teleseminar—De-
signing and Drafting GRATS in Estate Plan-
ning. Presented by the Illinois State Bar As-
sociation. 12-1.

Wednesday, 3/26/14- Teleseminar—
LIVE REPLAY: Joint Ventures in Business, Part 
1. Presented by the Illinois State Bar Associa-
tion. 12-1.

Thursday, 3/27/14- Teleseminar—LIVE 
REPLAY: Joint Ventures in Business, Part 2. 
Presented by the Illinois State Bar Associa-
tion. 12-1.

Friday, 3/28/14- Chicago, ISBA Chi-
cago Regional Office—Master Series: The 
Uniform Commercial Code Made Easy: A 
Groundbreaking Approach to Incorporating 
the UCC into Your Practice. Presented by the 
Illinois State Bar Association. All day.

Friday, 3/28/14- Live Webcast—Master 
Series: The Uniform Commercial Code Made 
Easy: A Groundbreaking Approach to In-
corporating the UCC into Your Practice. Pre-
sented by the Illinois State Bar Association. 
All day.

Friday, 3/28/14- Quincy, Quincy Coun-
try Club—General Practice Update 2014: 
Quincy Regional Event. Presented by the 
ISBA General Practice Section; co-sponsored 
by the Adams County Bar Association. 8:15 
a.m.-5 p.m. 

April
Tuesday, 4/1/14- Teleseminar—Plan-

ning and Drafting Revocable Trusts. Present-
ed by the Illinois State Bar Association. 12-1.

Thursday, 4/3/14- Chicago, ISBA Chi-
cago Regional Office—Exempt Offerings: 
Regulation D to Crowdfunding. Presented 
by the Business and Securities Law Section. 
9-11:30am.

Thursday, 4/3/14- Live Webcast—Ex-
empt Offerings: Regulation D to Crowdfund-
ing. Presented by the Business and Securities 
Law Section. 9-11:30am.

Thursday, 4/3/14- Live Webcast—Insur-
ance Coverage Issues for the General Practi-
tioner. Presented by the ISBA Insurance Law 
Section. 12-2:15. ■
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Illinois has a history of  
some pretty good lawyers.  

We’re out to keep it that way.

The new edition of this essential guide lists all provisions in the 
Illinois Compiled Statutes that authorize the court to order one party 
to pay the attorney fees of another.  No matter what your practice 
area, this book will save you time – and could save you and your 
clients money!

In the 2014 edition you’ll find new and updated listings on recoverable 
fees under the Uniform Commercial Code, Collection Agency 
Act, Public Aid Code, Code of Criminal Procedure, Code of Civil 
Procedure, Health Care Services Act, Labor Dispute Act, and many 
other statutes. This easy to use guide is organized by ILCS Chapter 
and Act number, and also includes an index with an alphabetical 
listing of all Acts and topics. It’s a guide no lawyer should be without.
 

Need it NOW?  
Also available as one of ISBA’s FastBooks.
View or download a pdf immediately using  
a major credit card at the URL below.

FastBooks prices:
Guide to Illinois Statutes for Attorneys’ 
Fees - 2014 Edition  
$35.00 Members/$50.00 Non-Members

 GUIDE TO ILLINOIS STATUTES FOR ATTORNEYS’ FEES  
2014 Edition

(statutes current thru 1-1-14) 

ILLINOIS STATE
BAR ASSOCIATION

Guide to 

ILLINOIS STATUTES FOR
ATTORNEYS’ FEES  
2014 Edition (statutes current thru 1-1-14)

Prepared and Edited by Timothy A. Slating
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Order at www.isba.org/store 
or by calling Janice at 800-252-8908

or by emailing Janice at jishmael@isba.org

Guide to Illinois Statutes for Attorneys’ Fees - 2014 Edition
$37.50 Members/$52.50 Non-Members

(includes tax and shipping)

ARE YOUR FEES RECOVERABLE? Find out before you take your next case.

NEW  
RELEASE!

.
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Think you can’t get 
much for $25 these days?

Think you can’t get 
much for $25 these days?

THINK AGAIN.
ISBA section membership reaps big rewards for a small  

investment. Go to www.isba.org/sections and click on any  
section’s prospectus to see what the group accomplished last year.


