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We Can Now Meet Your Immigration-

Work Authorization Needs 
 
At Foley & Foley PC we like to make employers’ lives easier. With that in mind we have established 
an Immigration Law practice, spearheaded by Attorney Cassie Ramos.  Cassie Ramos has years of 
immigration law work in many capacities and we are delighted she has joined our team. 
 
For years,our clients have sought immigration advice.  We are now ready, willing and able to assist 
you in the fluid and complex immigration law arena. Here are just a few ways we can help: 

 Raids by ICE and I-9 audits are skyrocketing as well as Social Security mismatch letters, E-Verify 
requirements and state and federal investigations.  We will work with you to be make sure your 
workplace is ready and compliant. We will ensure you are using best practices to avoid or 
respond to investigations. 

 Recruiting and hiring foreign nationals, so important for many industries to remain 
competitive, is a minefield of changing rules and regulations.  We can help you get the workers 
you need to keep your business on top. 

 An immigration issue can often have larger effects, entangling with discrimination, wage and 
hour compliance, and other employment issues. Foley & Foley is well situated to provide 
comprehensive services with any employment issues arising in the immigration context. 

 
We can help.  Even more now.  

https://foleylawpractice.com/our-services-immigration-law/
https://foleylawpractice.com/our-team/cassie-ramos/


Is a #Workstoppage the latest #Metoo? 
 
Stop & Shop workers recently ended an eleven day strike, which cost the market $10 million dollars a 
day. Support for the strike resulted in a customer decline of 75% during the busy Easter and Passover 
holidays. The union, United Food & Commercial Workers, kept 31,000 workers out for nearly two 
weeks–a remarkable feat seldom seen in the past decades. Ultimately, the workers received most of 
what they struck for–health care and pension contribution levels undiminished for most workers, and 
time and a half pay to continue on Sundays. Where did this labor support come from? 
 
While union membership has declined dramatically since the 1980s, the members of the unions have 
changed. Union members are no longer full time, white men in blue collars making decent middle-
class wages. Rather, they are often part-time, diverse and show a youthful energy that manifests itself 
in a willingness to band together to improve or maintain working conditions. Social media and the 
lightening fast passing of information contributes to the ability to share and communicate, much like 
we have seen in the #Metoo movement. The customers’ unwillingness to cross a picket line shows a 
level of value sharing with the workers, mirroring the disdain for the sexual harassment of women. 
 
Was the Stop and Shop strike a one off for labor? The parent company of Stop & Shop saw $2 billion 
in profits last year, making it a rich target, literally. Yet teacher strikes in several states in 2018 had 
nearly full worker participation and massive support. Union membership is down but the resurgence 
of a work stoppage as a bargaining tool is on the rise. If your workforce is organized, grumbling of a 
strike might not be the idle sounding threat it was just a few years ago. The advice to work issues out 
at the bargaining table seems more important now. 
  



Not Fake News: EEO-1 Pay Data is Due 

Sept 30 
 
The last time I wrote about the EEO-1 pay data saga, it was sort fake news.  I’ll call it “fake-ish” 
news.  The April 3rd guidance certainly read like actual news.  But, the EEOC was all:  “not so fast 
Office of Management and Budget…we make the rules here.”  Despite the guidance, which clearly 
indicated that pay data would be due September 30, 2019, the EEOC didn’t update its website or its 
instructions.  When I called the EEOC directly, I was told that they were aware of the guidance but 
weren’t yet adopting it.  That’s how really real guidance became fake-ish. 
 
Finally, we got what we’ve been eagerly anticipating: an actual, legitimate, and definitive answer. 
 
EEO-1 survey on pay and hours worked for 2018 will be due September 30, 2019.  Other EEO-1 survey 
data will still be due on May 31, 2019.  
 
As you pull pay data together, I encourage you to perform a self-audit of what you’re seeing.  Ask 
questions:  what will the EEOC do with this data?  Are there discrepancies to be addressed pro-
actively?  Be confident, before you hit that submit button, that you’re familiar with your data and 
comfortable with that your data conveys.  We often help our clients conduct pay equity audits.  Please 
reach out if we can assist with yours. 
  



Landmark Labor Legislation That Won’t 

Become Law Worth Noting 
 
Recently, Democrats from the House and Senate introduced the PRO Act—Protecting the Right to 
Organize Act. You can go with your first instinct here: it is pro union and pro worker legislation. On 
the union side, the Act would ban the permanent replacement of striking workers and compel 
collective bargaining ten days after a union has been certified. On the worker side, the Act seeks to 
overturn the Supreme Court’s Epic Systems ruling and supports collective rather than only individual 
rights against employers. Specifically, the PRO Act bans employers from forcing hires or workers to 
sign away their collective and class action rights not just to arbitration but to litigation as well. Take 
that Supremes. 
 
While the PRO Act is dead on arrival in the Republican-controlled Senate, its influence on the political 
landscape could be wide spread. As I noted recently, labor strikes are receiving surprisingly large 
public support. The Act’s framework will no doubt be seen in candidates’ platforms and perhaps in 
debates nationwide. The PRO Act may not become law anytime soon but its impact could be around 
until at least the 2020 election. 
  

https://edlabor.house.gov/media/press-releases/house-and-senate-democrats-unveil-landmark-legislation-to-protect-workers-right-to-organize
https://edlabor.house.gov/media/press-releases/house-and-senate-democrats-unveil-landmark-legislation-to-protect-workers-right-to-organize


Baby’s Hungry 
 
A jury in Tuscon recently awarded $3.8 million to a breastfeeding paramedic.  As is often the case 
when that much money is at play, the facts are pretty bad.  As well as a refusal to assign her to 
locations that could provide private lactation space, the paramedic was told that pumping every 2-3 
hours was “excessive.”  Tell that to a crying baby. 
 
Even a bad case is a good reminder that employers have obligations under the Fair Labor Standards 
Act, Title VII and several state laws to accommodate breast feeding mothers. Beyond the law, 
millennial mothers consider the ability to pump at work an important job factor. In a tight labor 
market it could be worth it to go beyond the law’s minimum requirements to find a private space, 
comfortable chair and table, and a locking door to retain and attract good employees.  The most 
important piece does not require space: a clear lactation policy and managers trained in 
accommodation is key. 
 
We can help.  Please do not hesitate to reach out. 
  

https://www.dol.gov/wb/maps/4.htm
https://www.hrdive.com/news/47-of-pregnant-workers-have-considered-quitting-for-a-more-breastfeeding-f/540086/


Should I Be Worried About Measles? 
 
As you know, many areas of the country are experiencing a measles outbreak.  The last outbreak was 
1991 and the hope was the measles had been eradicated. Unfortunately, measles has come roaring 
back. Right now, where your business is located matters for risk assessment: check out the CDC map 
here. 
 
If you have an employee with the measles, DO: 

 Keep your workplace informed about symptoms, risk (anyone born before 1957 not at risk; 
exposure while pregnant harmful, etc), and the availability of vaccines/boosters. 

 Contact your local public health office for guidance 
 Allow PTO for any employee who has measles–and send the person home 
 Inform employees who have been exposed so they can seek medical advice 
 Request a doctor’s note before the sick employee can return to work 

 
DON’T: 

 Do not disclose the ill employees name or identity.  While your workplace may not be subject 
to HIPAA, the confidentiality provisions of the ADA could apply. 

 Likewise, do not ask if the employee’s children have been vaccinated. 
 Do not require vaccinations. In some workplaces, this might be allowed–but not in most. 

 
Questions? We can help.  
  

https://www.cdc.gov/measles/cases-outbreaks.html
https://www.cdc.gov/measles/cases-outbreaks.html


MA PFML Notice Deadline Delayed 
 
As I mentioned in a previous article, the MA Department of Family and Medical leave released notices 
on 4/18 that employers were to have filled out, signed by employees, and returned by 5/31.  
Mercifully, on May 1, the Department extended that due date to June 30, 2019.   
 
The Action Required: Massachusetts Paid Family & Medical Leave Notice article, above, has more 
details on the notice and the poster, which must be posted in the workplace by 7/1/2019. 
 
There is a lot of uncertainty and many unanswered questions related to this new law and employers’ 
compliance obligations. We prepared a PowerPoint that provides a comprehensive overview of the 
key issues and compliance obligations: https://foleylawpractice.com/wp-content/uploads/Paid-
Family-Leave-Webinar-5-15-19.pdf. We hope you find this to be informative and we stand ready to 
help. 
 
 
 
 
  
 
 
  

https://foleylawpractice.com/wp-content/uploads/Paid-Family-Leave-Webinar-5-15-19.pdf
https://foleylawpractice.com/wp-content/uploads/Paid-Family-Leave-Webinar-5-15-19.pdf


 

General Counsel’s Office Hours 
Special Member Benefit 

 

 
 
All CCHRA members in good standing will have the special benefit of being able to call Attorney 

Michael E. Foley, in his role as the CCHRA General Counsel, to obtain his guidance on employment 

law compliance issues and corresponding HR-related risk management during his CCHRA GC Office 

Hours – at no cost.  

 

Click here for the description of the role of the CCHRA General Counsel. As General Counsel, Mike 

will be available within his virtual and gratis office hours for all CCHRA members from 2 pm to 3 

pm on the first and third Tuesday of each month. The guidance Mike provides during his office 

hours will cover all issues that arise within the broad spectrum of the employment relationship to 

help CCHRA members achieve compliance with the extensive regulations that govern their workplace 

and to better understand best employment practices.  

 

Issues related to the Internal Revenue Code/the Internal Revenue Service or ERISA-related issues will 

not be covered under this arrangement, nor will the interpretation, editing or drafting of documents. 

The office hours will be limited to providing guidance on employment law questions and 

corresponding HR-related risk management that can be answered in one telephone conversation. 

Mike can be reached during his CCHRA General Counsel Office Hours at 508-548-4888. 

 

Mike Foley has been representing employers, small and large, for-profit and not-for-profit within all 

industry sectors and in all matters of labor and employment law for over 30 years. He draws on the 

breadth of his experience to offer employers an uncommon approach and practical solutions. Click 

here for Mike’s bio. 

 

https://foleylawpractice.com/wp-content/uploads/General-Counsel-0618-PDF.pdf
http://foleylawpractice.com/our-team/attorney-michael-e-foley/
http://foleylawpractice.com/our-team/attorney-michael-e-foley/

