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Dear Reader,
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Preface

Both federal and state employment laws are constantly being changed
by the courts, lawmakers and regulators. It’s critical that employers stay
current on those changes to the law. Keeping your frontline supervisory
employees informed and trained is especially important. One seem-
ingly innocent mistake can lead to significant litigation costs and legal
payouts. The Illinois Chamber of Commerce is pleased to provide this
publication as a tool to assist employers in their keeping their supervi-
sors informed and in compliance with the myriad of obstacles presented
by Illinois” employment law statutes and regulations.

An excellent way of staying current with the state law is being a member of the Illinois Cham-
ber Employment Law Council. The Employment Law Council (ELC) is the Illinois Chamber’s
affiliate which focuses on influencing employment law issues in Illinois on behalf of employ-
ers. It consists of three standing committees... Employment Law & Litigation, Unemployment
Insurance, and Workers” Compensation. Council members are encouraged to participate in one
or more of these committees as they are the primary vehicles for developing Council policy and
strategies on employment law issues critical to Illinois employers.

Members of the Council are kept apprised of the ELC’s activities and the various legislative
and regulatory developments via the monthly e-newsletter and periodic alerts provided to
members. The main value of ELC membership is the access the Council provides for employers
to participate in the establishing of priorities, legislative policies and initiatives, and strategies.
We pride ourselves in being a “bottom-up” organization where members work together to

find solutions to issues impacting the employer community. ELC members are on the cutting
edge of what's happening in Illinois when it comes to employment law. That cutting edge gives
our members an advantage when it comes to compliance and competing with rivals in their
industry.

It pays to become a member of the Employment Law Council!
Jay Dee F. Shattuck, CAE
Executive Director, Employment Law Council

Jay Dee F. Shattuck, CAE
Executive Director
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QUICK ORDER FORM ILLINOLS CHAMBER

COMPLIANCE PUBLICATIONS

Mandatory Federal & State Employment Law Posters (New 12-19), 2-poster set — $49 per set
English

Mandatory Federal & State Employment Law Posters (New 12-19), 2-poster set — $49 per set
Spanish

lllinois Chamber of Commerce Workers’ Compensation Manual 2018 (3-18) - $125
lllinois Employer’s Guide to Wage and Hour Issues (6-15) — $125

Employment Law Handbook, 5th Edition (New 6-19) — $189 hard copy or $169 pdf online
Model Employee Policies, 2nd Edition (5-15) Electronic Online Annual Subscription — $89

The Supervisor’s Handbook, (New 12-19) — $125.00
FMLA, ADA & Other Leave Issues (6-18 — $125.00
lllinois Employer Forms from A-Z (4-14) — $125.00 hard copy or $89 annual online

Techniques for Safe Lifting Sign — 11x17 — $15.95 (Free Shipping)
Drug Policy Package (New 11-19) — $30.00

Sexual Harassment Policy Package (New 11-19) — $30.00
Drug-Free Workplace Sign — 11x17 — $15.95 (Free Shipping)
First Aid Quick Guide Sign — 11x17 — $15.95 (Free Shipping)

Number of Days Worked Without Accident (Dry-Erase) — $15.95 (Free Shipping)
Employee Handwash Signs — 7x6 — $7.95 (Free Shipping)

No Smoking Signs — Peel and Stick outside use — $7.95 (Free Shipping)
No Concealed Carry — 6x4 (peel and stick for outside use) — $7.95 (Free Shipping)

Subtotal
Tax 9.75%
(if ordering only signs, delete shipping cost) Shipping/Handling $11.00
Total
Name: Date:
Title: Company:
Address:
City: State: Zip:
Telephone: E-mail address:

Shipping: Ground, UPS — Please, do not use a P.O. Box address.

Payment: Mail checks to the lllinois Chamber of Commerce, P.O. Box 19258, Springfield, lllinois 62794-9258.
Please send information for lllinois Chamber: Events_ Webinars____ Seminars____

To place orders or for more information, please contact: Kirsten Constant at (217) 522-5512 ext 227 or
kconstant@ilchamber.org or www.ilchamber.org



THE ILLINOIS CHAMBER

The Chamber’s missionisto help employers succeed by improving the business
climate and thus promote prosperity and opportunity for Illinois’ citizens.

We are the state’s largest pro-business advocacy group, leading the charge
at the State Capitol and with the lllinois Congressional Delegation to combat
expensive government mandates, job-killing legislation, new taxes, and
burdensome regulations. Member companies help our legal and policy teams
evaluate legislative and regulatory proposals to make sure the business
perspective is heard.

The Illinois Chamber helps companies protect themselves from costly
penalties and litigation through a full spectrum of employment law products
and services. Chamber members have the opportunity to stay informed,
engaged and actively involved with elected officials and policy makers by
attending conferences, seminars, webinars, issue council meetings and
special events held throughout the calendar year and the state. The Chamber
offers members opportunities to promote their business and services.

For more information on lllinois Chamber membership or any of the business
resources that are available contact membership at 312-983-7102, customer
service at 217-522-5512, ext. 226 or visit the lllinois Chamber website at
www.ilchamber.org.

@

ILLiNois CHAMBER

OF COMMERCE
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