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OSHA Releases New Workplace Guidance on COVID-19 

 
BY LIANA R. ABREU AND ELIZABETH COWIT · FEBRUARY 10, 2021 

 

On January 21, 2021, President Biden issued the Executive Order on Protecting Worker Health 

and Safety (“Executive Order”) directing, among other things, that the federal Occupational 

Safety and Health Administration (OSHA) issue, within two weeks, revised guidance to 

employers on workplace safety during the COVID-19 pandemic, consider establishing 

emergency temporary standards for workplace COVID-19 protections, and, if needed, issue 

such standards by March 15, 2021. The Executive Order also requires that OSHA launch a 

national program to focus its enforcement efforts on those violations that place the greatest 

number of employees at serious risk or conflict with anti-retaliation principles and publicize its 

efforts through a multilingual outreach campaign to inform employees of their rights under 

OSHA’s applicable regulations, with special emphasis on communities hit hardest by COVID-19. 

On January 29, 2021, as directed by the Executive Order, OSHA issued new guidance, 

entitled Protecting Workers: Guidance on Mitigation and Preventing the Spread of COVID-19 in 

the Workplace (the “Guidance”). The Guidance, which is supplemented by industry-specific 

measures, provides recommendations to assist employers in creating and maintaining safe and 

healthy workplaces, while also describing OSHA’s current safety and health standards. The new 

Guidance is not substantially different from previous OSHA guidance, but it sets a different tone 

– signaling greater support for OSHA enforcement. Importantly, the Guidance does not impose 

any mandatory standards on employers; however, nothing prevents OSHA from using it as a 

basis for citation under OSHA’s General Duty Clause (requiring employers to provide 

workplaces that are “free from recognized hazards that are causing or likely to cause death or 
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serious physical harm”). OSHA has stated that it will continue to update its Guidance over time 

to “reflect developments in science” and “best practices,” and will monitor changes for the “sake 

of transparency.” 

 

Among other things, OSHA’s new Guidance calls on employers to implement workplace 

COVID-19 prevention programs (“workplace prevention programs”). As the pandemic 

approaches the one-year mark in the United States, employers likely already have implemented 

many of OSHA’s recommendations concerning such programs. Below is a summary of key 

elements that OSHA recommends that any workplace prevention program include: 

▪ Assign a workplace coordinator who is responsible for COVID-19 issues on the 

employer’s behalf; 

▪ Conduct a hazard assessment to identify where and how employees might be 

exposed to COVID-19 at work (OSHA suggests that workers and their 

representatives be involved in this process); 

▪ Identify control measures to limit the spread of the virus, including separating and 

sending home infected or potentially infected employees, implementing physical 

distancing (including remote work and telework), installing barriers where physical 

distance cannot be maintained, using face coverings, improving ventilation, using 

personal protective equipment, providing supplies necessary for good hygiene, and 

performing routine cleaning and disinfecting; 

▪ Consider reasonable accommodations for workers at higher risk, such as allowing 

telework arrangements; 

▪ Educate and train employees on employer COVID-19 policies and procedures using 

accessible formats and in a language they understand; 

▪ Minimize the negative impact of quarantine and isolation, which can be done by 

allowing employees to telework, use paid sick leave, or consider implementing paid 

leave policies to reduce risk for everyone at the workplace; 

▪ Isolate workers who show symptoms at work, instruct infected or potentially infected 

workers to isolate or quarantine at home to prevent or reduce the risk of 

transmission of the virus, and ensure that absence policies are not punitive; 



▪ Perform enhanced cleaning and disinfection after people suspected or confirmed to 

have COVID-19 have been in the workplace, consistent with CDC 

recommendations; 

▪ Provide employees with available information on screening and testing in the 

community; 

▪ Be aware of and comply with OSHA’s recording and reporting obligations 

concerning COVID-19 infections and deaths; 

▪ Make the COVID-19 vaccine available at no cost to all eligible employees and 

provide information and training on the benefits and safety of the vaccine; 

▪ Do not differentiate between workers who are vaccinated and those who are not – 

workers who are vaccinated must continue to follow protective measures, such as 

wearing a face covering and maintaining physical distance; and 

▪ Implement protections from retaliation and set up an anonymous process for 

workers to voice concerns about COVID-19 related hazards. 

 

Please see the Guidance for the full list of recommendations along with further details regarding 

such recommendations. 

In light of the current administration’s focus on workplace safety, employers should brace 

themselves for a new OSHA that likely will take a more aggressive enforcement approach than 

that of the previous administration. Accordingly, employers should take this time to review their 

COVID-19 policies and procedures and ensure they are up-to-date with OSHA’s current 

Guidance (along with any other local, state, or federal requirements concerning COVID-19). To 

the extent employers are using different controls that do not line up directly with the Guidance, 

they should contact their attorneys to confirm the alternative approaches in use are reasonable 

and legally compliant. Employers should also be on the lookout for regularly updated guidance 

and/or mandatory standards for addressing the many workplace challenges presented by the 

COVID-19 pandemic and be prepared to quickly address them. 
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EEOC Issues Updated COVID-19 Technical Assistance 
Guidance for Employers 
 
BY GREGG SETTEMBRINO AND ELIZABETH COWIT · JUNE 11, 2021 
 

The Equal Employment Opportunity Commission (EEOC) recently issued updated and 

expanded guidance concerning the COVID-19 pandemic (“Guidance”), addressing questions 

arising under the federal equal employment opportunity (EEO) laws concerning mandatory 

employer vaccination programs and accommodation requirements, along with vaccine 

incentives. 

 

The Guidance specifically notes that it concerns applicable EEO standards only – and that other 

laws (outside of the EEOC’s jurisdiction) may place additional restrictions on employers. Thus, 

aside from federal law and the related Guidance, employers must continue to be mindful of 

guidance from the Occupational Safety and Health Administration and the Centers for Disease 

Control, as well as any additional state and local requirements when implementing COVID-19 

vaccine and other policies. 

 

Set forth below is a summary of some key points based on the EEOC’s latest information. Our 

discussion of previous EEOC COVID-19 related guidance can be found here. 

 

1. Requiring the COVID-19 Vaccine 

 

The Guidance states that the Americans with Disabilities Act (ADA), Title VII of the Civil Rights 

Act of 1964 (“Title VII”), and other federal employment non-discrimination laws do permit an 

employer to require all employees physically entering the workplace to be vaccinated for 

COVID-19, subject to the reasonable accommodation provisions of Title VII (as applied to 

accommodations for religion), the ADA (as applied to accommodations based on disability), and 

other applicable EEO considerations. The Guidance does not address vaccine requirements for 

remote workers. 
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The Guidance also advises employers that, as with any employment policy, mandating the 

vaccine may have a disparate impact on certain demographic groups. Accordingly, employers 

should be mindful that, because certain individuals or demographic groups may face greater 

barriers to receiving the COVID-19 vaccination than others do, some employees may be more 

likely to be negatively impacted by a vaccination requirement. 

2. Vaccine Related Reasonable Accommodations 

Under the Guidance, an employee who elects not to get vaccinated due to disability (covered by 

the ADA) or a sincerely held religious belief, practice, or observance (covered by Title VII) may 

be entitled to a reasonable accommodation, provided it does not pose an undue hardship on the 

employer’s business. Such accommodations may include, for example, an employee wearing a 

face mask at work, working at a social distance from other coworkers or non-employees, 

working a modified shift, getting periodic COVID-19 tests, teleworking, or accepting a 

reassignment. 

Further, employees who elect not to get a COVID-19 vaccine because of pregnancy may 

similarly be entitled (under Title VII) to adjustments so that they may continue to come to the 

workplace, if their employers make modifications or exceptions for other employees (e.g., 

accommodation based on an employee’s disability or sincerely held religious belief). These 

modifications for pregnant workers may be the same as those provided to others (as discussed 

above). 

 

The Guidance discusses in detail an employer’s obligation to engage in an interactive process 

with an employee who seeks exemption from a mandatory vaccine policy for covered reasons, 

as well as related employer requirements in terms of this process. The Guidance covers in 

some detail how an employer may evaluate whether a requested employee accommodation 

presents an “undue hardship” to the employer given the current pandemic, and specific factors 

for consideration in this environment in terms of risk-evaluation (e.g., proportion of employees in 

the workplace who are already vaccinated, extent of employee contact with non-employees who 

may not be able to obtain the vaccine, etc.). 

 

3. Vaccine Incentives and Encouragement 

The Guidance also addresses how employers may encourage employees and their family 

members to get vaccinated. In this regard, the Guidance states that employers may provide 

employees and family members with information to educate them about COVID-19 vaccines, 

raise awareness regarding the benefits of getting vaccinated, and address employee questions 

and concerns. In addition, the Guidance specifically identifies several resources available to 

employees seeking information about obtaining a COVID-19 vaccine. 

The Guidance states that an employer is not making a “disability-related inquiry” by asking an 

employee to request confirmation that he or she obtained a COVID-19 vaccine from a third party 

in the community (such as a local pharmacy, personal healthcare provider, or public health 

clinic), because in those situations the employer is not asking an individual to disclose the 



existence of a disability. Accordingly, the ADA’s rules about disability related inquiries would not 

apply in these circumstances. Any documentation received is considered to be medical 

information about the employee and must be kept confidential. Although not discussed here, the 

Guidance also specifies employer obligations where an employer or its agent (rather than a third 

party) administers the vaccine under either a voluntary or mandatory employer vaccine 

program. (See Link 1 for further details). 

In addition, the Guidance provides that an employer may offer an incentive to employees to 

provide confirmation that they received a vaccination on their own from a third party and, under 

this circumstance, does not provide any restrictions on such an incentive (e.g., value of 

incentive, type of incentive, etc.). However, the Guidance provides that where an employer or its 

agent, as opposed to a third party, administers the COVID-19 vaccine, any incentive given may 

not be “so substantial” as to be coercive. 

The Guidance also discusses employer compliance with Title II of GINA (which prohibits 

covered employers from using genetic information of employees to make employment 

decisions) in terms of COVID-19 policies and considerations. 

*********************** 

The members of the Gibbons Employment & Labor Law Group are available to assist you in 

considering and drafting COVID-19 vaccine and related policies and managing the many 

workplace issues and concerns related to the COVID-19 pandemic. For assistance or additional 

information, please contact an attorney in the Employment & Labor Law Group. 

 
Tags: Americans With Disabilities Act (ADA)Equal Employment OpportunityEqual Employment Opportunity 

Commission (EEOC)Title VII 
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EXECUTIVE ORDER NO. 253 
 
 

WHEREAS, on March 9, 2020, I issued Executive Order No. 103, 

declaring the existence of a Public Health Emergency, pursuant to 

the Emergency Health Powers Act (“EHPA”), N.J.S.A. 26:13-1 et seq., 

and a State of Emergency, pursuant to the New Jersey Civilian 

Defense and Disaster Control Act (“Disaster Control Act”), 

N.J.S.A. App A:9-33 et seq., in the State of New Jersey for 

Coronavirus disease 2019 (“COVID-19”); and 

WHEREAS, through Executive Order Nos. 119, 138, 151, 162, 

171, 180, 186, 191, 200, 210, 215, 222, 231, 235, and 240, issued 

on April 7, 2020, May 6, 2020, June 4, 2020, July 2, 2020, August 

1, 2020, August 27, 2020, September 25, 2020, October 24, 2020, 

November 22, 2020, December 21, 2020, January 19, 2021, February 

17, 2021, March 17, 2021, April 15, 2021, and May 14, 2021, 

respectively, the facts and circumstances of which are adopted by 

reference herein, I declared that the COVID-19 Public Health 

Emergency continued to exist and declared that all Executive Orders 

and Administrative Orders adopted in whole or in part in response 

to the COVID-19 Public Health Emergency remained in full force and 

effect; and  

WHEREAS, in accordance with N.J.S.A. App. A:9-34 and -51, I 

reserve the right to utilize and employ all available resources of 

State government to protect against the emergency created by 

COVID-19; and  

WHEREAS, as COVID-19 continued to spread across New Jersey, 

I have issued a series of Executive Orders pursuant to my authority 

under the Disaster Control Act and the EHPA, to protect the public 

health, safety, and welfare against the emergency created by 

COVID-19, including Executive Order Nos. 104-133, Nos. 135-138, 

Nos. 140-166, Nos. 168-173, No. 175, Nos. 177-181, No. 183, 
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Nos. 186-187, Nos. 189- 198, No. 200, Nos. 203-204, No. 207, and 

Nos. 210-211 (2020) and Nos. 214-216, Nos. 219-220, Nos. 222-223, 

No. 225, Nos. 228-235, Nos. 237-244, No. 246, No. 249, and Nos. 

251-252 (2021), the facts and circumstances of which are all 

adopted by reference herein; and  

WHEREAS, on June 4, 2021, I signed Assembly Bill No. 5820 

into law as P.L.2021, c.103 and issued Executive Order No. 244, 

which terminated the Public Health Emergency declared in Executive 

Order No. 103 (2020) but maintained the State of Emergency declared 

in that same Order; and  

WHEREAS, P.L.2021, c.103 provided that following the 

termination of the Public Health Emergency declared in Executive 

Order No. 103 (2020), the Governor, Commissioner of the Department 

of Health (“DOH”), and the head of any other State agency may 

continue to issue Orders related to implementation of 

recommendations of the Centers for Disease Control and Prevention 

(“CDC”) to prevent or limit the transmission of COVID-19 and 

related to vaccine distribution, administration, and management, 

COVID-19 testing, and data collection; and 

WHEREAS, the American Academy of Pediatrics (“AAP”) has 

emphasized that in-person learning is critical for educational and 

social development of children, as evidence demonstrates that 

remote learning has been detrimental to the educational attainment 

of students of all ages and has exacerbated the mental health 

crisis among children and adolescents; and  

WHEREAS, the CDC has reported that new variants of COVID-19 

have been identified in the United States, and that certain 

variants, particularly the B.1.617.2 (Delta) variant, are more 

transmissible than previous strains; and 
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WHEREAS, the State has experienced significant upticks in 

critical COVID-19 metrics over the past few months, including 

COVID-19 positive cases, the rate of transmission, spot 

positivity, and new hospitalizations, that warrant additional 

precautions in certain settings, especially those with a 

substantial number of unvaccinated individuals; and 

WHEREAS, the CDC has emphasized that vaccination is a critical 

means to prevent spread of COVID-19 and to avoid infection of those 

individuals that cannot be vaccinated because their age precludes 

them from receiving one, and has strongly recommended vaccination 

of all eligible teachers and educational staff; and 

WHEREAS, while over 5.4 million people in the State have been 

fully vaccinated against COVID-19, additional steps are necessary 

to ensure continued vaccinations of individuals in certain 

settings of concern to protect against spread of COVID-19 and to 

sustain the provision of full in-person instruction for New Jersey 

students; and  

WHEREAS, on July 6, 2021, the U.S. Department of Justice’s 

Office of Legal Counsel issued an opinion concluding that Section 

564 of the Food, Drug, and Cosmetic Act, 21 U.S.C. § 360bbb-3 does 

not prohibit public or private entities from imposing vaccination 

requirements while vaccinations are only available pursuant to 

Emergency Use Authorization (“EUA”); and  

WHEREAS, requiring workers in public, private, and parochial 

preschool programs, and elementary and secondary schools, 

including charter and renaissance schools (collectively “school 

districts”) to receive a COVID-19 vaccine or undergo regular 

testing can help prevent outbreaks and reduce transmission to 

children, including those who are not yet eligible for vaccination; 

and 
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WHEREAS, the CDC has emphasized that COVID-19 vaccines are 

effective, in that they can prevent individuals from getting and 

spreading the virus, and can prevent severe illness in individuals 

who do contract COVID-19; and 

WHEREAS, preventing transmission of COVID-19 is critical to 

keeping schools open for in-person instruction; and 

WHEREAS, school districts have access to multiple sources of 

funding to address costs associated with worker vaccination 

efforts and testing, including three rounds of federal Elementary 

and Secondary School Emergency Relief funds and Emergency 

Assistance for Nonpublic Schools within the Governor's Emergency 

Education Relief funds; and 

WHEREAS, the State will continue to work closely with school 

districts to successfully implement the requirements of this 

Order; and 

WHEREAS, Executive Order No. 251 (2021) requires all school 

districts to maintain a policy regarding mandatory use of face 

masks by staff, students, and visitors in the indoor portion of 

school district premises; and 

WHEREAS, that Order allows for exemptions from mask-wearing 

when “doing so would inhibit the individual’s health,” “when the 

individual has trouble breathing,” and when a student’s documented 

medical condition or disability precludes use of a face mask; and 

WHEREAS, the AAP and CDC continue to emphasize the importance 

of universal indoor masking for teachers, staff, and students, 

particularly as the majority of the student population remains 

ineligible for vaccination at this time; and  

WHEREAS, exemptions to mask wearing should be as limited as 

possible to maximize protections; and 
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WHEREAS, it is necessary and appropriate that school 

districts’ policies regarding a medical exemption from mask 

wearing require individuals to submit medical documentation; and 

WHEREAS, this Order is related to vaccination management, 

COVID-19 testing, data collection, and the implementation of CDC 

recommendations, and is thus authorized under P.L.2021, c.103; 

NOW, THEREFORE, I, PHILIP D. MURPHY, Governor of the State of 

New Jersey, by virtue of the authority vested in me by the 

Constitution and by the Statutes of this State, do hereby ORDER 

and DIRECT: 

1. All public, private, and parochial preschool programs, 

and elementary and secondary schools, including charter and 

renaissance schools (“covered settings”), must maintain a policy 

that requires all covered workers to either provide adequate proof 

to the covered setting that they have been fully vaccinated or 

submit to COVID-19 testing at minimum one to two times weekly.  

This requirement shall take effect on October 18, 2021, at which 

time any covered workers that have not provided adequate proof 

that they are fully vaccinated must submit to a minimum of weekly 

or twice weekly testing on an ongoing basis until fully vaccinated. 

2. Covered workers may demonstrate proof of full 

vaccination status by presenting the following documents if they 

list COVID-19 vaccines currently authorized for EUA in the United 

States and/or the World Health Organization (“WHO”), along with an 

administration date for each dose: 

a. The CDC COVID-19 Vaccination Card issued to the 

vaccine recipient by the vaccination site, or an 

electronic or physical copy of the same; 
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b. Official record from the New Jersey Immunization 

Information System (NJIIS) or other State 

immunization registry;  

c. A record from a health care provider’s 

portal/medical record system on official letterhead 

signed by a licensed physician, nurse practitioner, 

physician’s assistant, registered nurse or 

pharmacist; 

d. A military immunization or health record from the 

United States Armed Forces; or 

e. Docket mobile phone application record or any state 

specific application that produces a digital health 

record.  

Covered settings collecting vaccination information from covered 

workers must comport with all federal and State laws, including 

but not limited to the Americans with Disabilities Act, that 

regulate the collection and storage of that information. 

3. To satisfy the testing requirement, a covered worker 

must undergo screening testing at minimum one to two times each 

week.  Where a covered setting requires an unvaccinated covered 

worker to submit proof of a COVID-19 test, the worker may choose 

either antigen or molecular tests that have EUA by the U.S. Food 

and Drug Administration (“FDA”) or are operating per the Laboratory 

Developed Test requirements by the U.S. Centers for Medicare and 

Medicaid Services.  Where a covered setting provides the 

unvaccinated covered worker with on-site access to COVID-19 tests, 

the covered setting may similarly elect to administer or provide 

access to either an antigen or molecular test.  If the covered 

worker is not working on-site in the covered setting during a week 

where testing would otherwise be required, the covered setting’s 
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policy need not require the worker to submit to testing for that 

week.  This requirement shall not supplant any requirement imposed 

by the covered setting regarding diagnostic testing of symptomatic 

workers or screening testing of vaccinated workers. 

4. Covered settings must have a policy for tracking test 

results from testing required by this Order and must report results 

to local public health departments.   

5. For purposes of this Order, “covered workers” shall 

include all individuals employed by the covered setting, both full- 

and part-time, including, but not limited to, administrators, 

teachers, educational support professionals, individuals providing 

food, custodial, and administrative support services, substitute 

teachers, whether employed directly by a covered setting or 

otherwise contracted, contractors, providers, and any other 

individuals performing work in covered settings whose job duties 

require them to make regular visits to such covered settings, 

including volunteers.  Covered workers do not include individuals 

who visit the covered setting only to provide one-time or limited-

duration repairs, services, or construction.     

6. For purposes of this Order, a covered worker shall be 

considered “fully vaccinated” for COVID-19 two weeks or more after 

they have received the second dose in a two-dose series or two 

weeks or more after they have received a single-dose vaccine.  

Individuals will only be considered fully vaccinated where they 

have received a COVID-19 vaccine that is currently authorized for 

emergency use by the FDA or the WHO, or that are approved for use 

by the same.  Workers who are not fully vaccinated, or for whom 

vaccination status is unknown or who have not provided sufficient 

proof of documentation, shall be considered unvaccinated for 

purposes of this Order.   
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7. Nothing in this Order shall prevent a covered setting 

from instituting a vaccination or testing policy that includes 

additional or stricter requirements, so long as such policy 

comports with the minimum requirements of this Order.  A covered 

setting may also maintain a policy that requires more frequent 

testing of covered workers.   

8. The Commissioner of the DOH is hereby authorized to issue 

a directive supplementing the requirements outlined in this Order, 

which may include, but not be limited to, any requirements for 

reporting vaccination and testing data to the DOH.  Actions taken 

by the Commissioner of the DOH pursuant to this Order shall not be 

subject to the requirements of the Administrative Procedure Act, 

N.J.S.A. 52:14B-1 et seq. 

9. It is hereby clarified that the policy of public, 

private, and parochial preschool programs, and elementary and 

secondary schools, including charter and renaissance schools, 

regarding mandatory mask wearing in the indoor portion of school 

district premises, as outlined in Executive Order No. 251 (2021), 

must require individuals seeking a medical exemption from mask 

wearing under Paragraphs 1(a) – (c) of that Order to produce 

written documentation from a medical professional to support the 

exemption.  Self-attestations and parental attestations are not 

sufficient for this purpose.     

10. The State Director of Emergency Management, who is the 

Superintendent of State Police, shall have the discretion to make 

additions, amendments, clarifications, exceptions, and exclusions 

to the terms of this Order. 

11. It shall be the duty of every person or entity in this 

State or doing business in this State and of the members of the 

governing body and every official, employee, or agent of every 
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political subdivision in this State and of each member of all other 

governmental bodies, agencies, and authorities in this State of 

any nature whatsoever, to cooperate fully in all matters concerning 

this Order, and to cooperate fully with any Administrative Orders 

issued pursuant to this Order. 

12. No municipality, county, or any other agency or 

political subdivision of this State shall enact or enforce any 

order, rule, regulation, ordinance, or resolution which will or 

might in any way conflict with any of the provisions of this Order, 

or which will or might in any way interfere with or impede its 

achievement. 

13. Penalties for violations of this Order may be imposed 

under, among other statutes, N.J.S.A. App. A:9-49 and -50.  

14. This Order shall take effect immediately and shall 

remain in effect until revoked or modified by the Governor. 

GIVEN, under my hand and seal this 
23rd day of August,  

Two Thousand and Twenty-one, 
and of the Independence of 
the United States, the Two 
Hundred and Forty-Sixth. 

 [seal] 
/s/ Philip D. Murphy 

 
      Governor 
 
 
Attest:  
 
/s/ Parimal Garg  
 
Chief Counsel to the Governor  
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Group, Ms. Amalfe manages lawyers across three of five Gibbons offices, 
overseeing legal, administrative, and business development functions for one of 
the firm’s most active business units, with clients among the world’s best-known 
companies representing industries critical to the local, state, and regional 
economies. 

In addition, Ms. Amalfe is a member of the firm’s Executive Committee and 
serves as Human Resources General Counsel for Gibbons, and she is a co-
founder of the internationally recognized Gibbons Women’s Initiative. 
 



Peter L. Frattarelli is the Chair of Archer’s  Labor & Employment Practice Group. He 
regularly represents management and employers in labor and employment litigation and 
proceedings. Peter has extensive experience defending employers and individuals 
against harassment and discrimination lawsuits, as well as before state and federal 
administrative agencies. These include claims for race, gender, sex, disability, national 
origin and age discrimination. His management defense experience has been in a wide 
variety of contexts, ranging from unlawful discipline through wrongful termination. 
Peter’s litigation experience also includes an emphasis on defending against retaliation 
and “whistleblower” claims. He has handled numerous cases defending employers 
against claims of failure to accommodate the needs of disabled persons, including 
several cases that sought to extend the disability protection laws against employers and 
places of public accommodation. 

Peter also has an extensive labor law background, representing and providing advice to 
employers, in a number of different contexts, ranging from day-to-day wage and salary 
issues up to actions and proceedings involving labor organizations. This includes the 
defense and prosecution of unfair labor practice charges before the National Labor 
Relations Board as well as representing employers involved in union election 
campaigns. He has also successfully represented employers in proceedings in state 
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management during union collective bargaining agreements for private and public 
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