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Weekly Wright Report (9/4/17) 

EMPLOYMENT LAW    

 

Fired For Being “Too Cute”   

 

Consistent with Fourth Circuit precedents, a New York Appellate court agreed that firing 

an employee for merely being sexually attractive states a claim for gender discrimination.  

Plaintiff Dilek Edwards (pictured) was a yoga instructor and massage therapist for a Manhattan-

based chiropractor and wellness center owned and operated by a married couple.  At some point 

the wife/owner became enraged over the instructor’s presence and fired her for being “too cute.” 

The Court held that the instructor stated a claim for gender discrimination when she alleged 

sufficient facts that the defendants’ “motivation to terminate plaintiff’s employment was sexual 

in nature.” Terminating Edwards on the belief that the husband/owner had a sexual attraction to 

her stated a claim for gender discrimination.  Ask Laura lrubenstein@wcslaw.com  

 

 

GOVERNMENT CONTRACTING 

 

Fearing a Government Shut Down?  5 Tips To Prepare 

 

As the political rhetoric heats up in Washington, there is increasing fear of a shutdown.  

With a considerable portion of Maryland’s economy depending on government employment and 

dollars, contractors need to take a proactive approach.  We recommend contractors take the 

following steps now: 

• Review and analyze each contract for impacted employees and work; 

• assess whether there will be additional costs incurred in advance which will need 

to be invoiced or separately captured for the development of contingency plans; 

• Communicate with contracting officers and COR or COTR to determine critical 

functions and any which should be completed in advance of any possible 

government shutdown; 

• Develop contingency plans for employees and work load necessary in a 

shutdown; and 

• Keep records of all costs from the impact of any shutdown on your contracts 

and/or consider setting up a separate cost number to collect such costs 

 

Ask Don at dwalsh@wcslaw.com  
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EMPLOYMENT LAW 

*Suspended Deadline For New EEO-1 Reports* 

The Office of Management and Budget's Office of Information and Regulatory Affairs 

(OIRA) has suspended indefinitely the new EEO-1 compliance date.  The revised report would 

have required private-sector employers with 100 or more employees and covered federal 

contractors to provide information on employee compensation and hours worked in addition to 

demographic information.  The new requirements would have applied to EEO-1 Reports for 

2017, which would have been due by March 31, 2018. 

Victoria Lipnic, Acting Chair of the Equal Employment Opportunity Commission 

(EEOC), announced at the end of August 2017 that she had received a memo from the OIRA 

Administrator, Neomi Rao, informing her that OIRA was initiating a review and immediate stay 

of the effectiveness of the pay data collection aspects of the EEO-1 form that was revised on 

September 29, 2016, in accordance with its authority under the Paperwork Reduction Act 

(PRA). 

OIRA's decision is likely in response to the complaints from the business community. 

Common criticisms of the new report include the substantial cost of compliance, lack of 

privacy, and its questionable ability to promote pay equity. The revised report called for a broad 

range of data, which when analyzed, was unlikely to adequately explain pay differentials. 

The EEOC is expected to provide more information about the revised EEO-1's status and 

what employers can now expect. In the meantime, employers should assume that they will be 

required to file EEO-1 Reports by March 31, 2018, based on a workforce snapshot taken 

between October and December 2017. The information to be reported will include demographic 

information by EEO-1 job category, but it will not include information on compensation or 

hours worked.  Federal government contractors that are required to file VETS-4212 forms must 

still file those reports by September 30, 2017.  Ask Don dwalsh@wcslaw.com or Laura 

lrubenstein@wcslaw.com 
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