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SUNY Chancellor Zimpher Addresses Manufacturers at 
Council of Industry Luncheon
State University of New York Chancellor, Dr. Nancy Zimpher addressed 
over 250 Hudson Valley manufacturers and their associates at the Council 
of Industry’s Annual Luncheon & Member/Associate Member Expo on 
Friday, November 6th at the Poughkeepsie Grand in Poughkeepsie, NY. The 
Council of Industry is the manufacturers association of the Hudson Valley 
and the Chancellor was there to kick off the statewide  “Stand with SUNY” 
tour.  

Chancellor Zimpher discussed the goals of the #StandWithSUNY cam-
paign which is designed to secure state investment for SUNY in order to: 
Build base funding for the system’s state-operated campuses, community 
colleges, statutory campuses, and teaching hospitals; grow the Investment 
and Performance Fund so that SUNY can bring evidence-based programs 
to scale; and extend NYSUNY 2020 to continue the challenge grants for 
campuses and keep tuition-setting authority with the SUNY Board while 
ensuring tuition flexibility by college sector. Chancellor Zimpher stated, 
“We need each other. We need to show the value investing in SUNY – the 
‘ROeI’ – Return on Education Investment”  The State University of New 
York is the largest comprehensive university system in the United States, 
educating nearly 460,000 students in more than 7,500 degree and certificate programs on 64 college and university campuses, and 
online through Open SUNY. SUNY students and faculty across the state make significant contributions to research and discovery, re-
sulting in nearly $1 billion of externally-sponsored activity each year. There are 3 million SUNY alumni worldwide. Zimpher discussed 
the importance of internships 
and co-ops with many of the 
manufacturers in attendance. 
In conclusion of her speech 
the chancellor said, “We are 
good, but we are not good 
enough,” and detailed SUNY’s 
plans to increase not only en-
rollment but more importantly 
degree completion rates. 

As part of the Expo portion of 
the event, twenty-five Coun-
cil of Industry  member and 
associate member companies 
displayed their company’s 
products and services to the 
manufacturers in attendance. 
The booths at the Expo ranged 
from personnel staffing and financing to health and safety to packaging and CNC machin-
ery.

 The Council also celebrated the graduates of the Certificate in Manufacturing Leadership 
program. This  year nineteen individuals from eight different companies completed over 
70 hours of training through the Council of Industry and Dutchess Community College 
in supervisory leadership and were honored at the luncheon when Chancellor Zimpher      

Chancellor Zimpher speaking with Hudson Valley Pathways 
Academy students at the Expo. 
Photos by Linda Engler, Ad Essentials

 
In This Issue: 

2 Training
3	 Member	Benefits
3	 Consumer	Price	Index
4	 Human	Resources
5	 Human	Resources
6	 Legislative	Update
7	 Energy	Update
8	 Healthcare	Update
9	 EHS	Matters
10		 Calendar	of	Training					
														&	Events

Companies displayed their wares at the Expo.
Photos by Linda Engler, Ad Essentials

Continued on page 11



Training
Save on Certificate in Manufacturing Leadership Classes 

“The Certificate in Manufacturing Leadership Program offered by Dutchess County Community College and the Council of Industry is a 
comprehensive program that has helped supplement the leadership development offered by our company. The program’s wide array of 
topics cover many of the issues today’s manufacturing leaders face. We see marked improvement in the skill set of our graduates and 
have found this program to be a smart investment in the leadership of our company.” - Ellen Anderson, Selux

The Certificate in Manufacturing Leadership Program’s Early Bird Discount is part of the Council of Industry’s effort to make this 
training affordable to all of our members. We are offering a valuable discount to companies that register and pay for individual 
Certificate in Manufacturing Leadership classes or the entire program by December 31st, 2015. For companies with more than one 
employee in the program or attending the same class the savings is even greater. This program has had classes go to wait lists the last 
two years so early registration is the best way to guarantee a seat and by paying in advance your company can save substantially. For 
discount details see the chart below:

 
Fundamentals of Leadership  
(Introductory class in the Leadership Program)
Date(s): January 13 and January 20, 2015 Time: 9:00am - 4:30pm

Location: Dutchess Community College, Bowne Hall, Poughkeepsie, NY

Instructor: Rebecca Mazin, Recruit Right

Cost: $400 for a single member, $350 each for two or more from the same company, 
$700 for non members. See Early Bird Discount.

To register click here: http://www.councilofindustry.org/course/fundamentals-of-lead-
ership/ 

This first class in the Certificate in Manufacturing Leadership Program takes managers and supervisors on a two day journey that be-
gins with a discussion of the difference between leadership and management. This discussion sets the stage for a program that allows 
participants to identify their own leadership style and gain tools and techniques to make their individual strengths most effective. 
Attendees complete the DiSC Classic Profile, a non-judgmental personality tool for understanding their behaviors as a leader. Leaders 
use this knowledge to understand behavior across four primary dimensions.

• DiSC Profile information creates a baseline for exploration of skills 
and techniques to enhance leadership effectiveness including:

• Individual approaches in response to different workplace talents.

• Communication styles of effective leaders.

• Building a team through targeted recruitment and interviewing.

• The essentials for establishing expectations.

• Solving common problems.· Delegating to get things done.

• Managing employee performance to achieve goals.

For more information contact Alison Butler at abutler@councilofin-
dustry.org or call (845) 565-1355.  ✴
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With the help of Marist College's Dr. Ken Sloan 
and our Human Resources Sub-Council we have 
developed a survey which provides meaningful 
data while at the same time is easy to complete.  
Participation in the survey is critical to its 
usefulness. The more companies that participate 
the more valuable and reliable the data will be.  
As the labor market for manufacturing workers 
of all levels becomes tighter the data generated 
from this survey becomes more important. I 
therefore encourage you to put aside some time 

to complete the survey to the best of your abilities.

To obtain a copy of the survey email Harold King at hking@councilofindustry.org. 

Some more key information :

• Wage data should be reported as of October 30, 2015 (or as close to that date as is 
possible) to insure comparability of reported statistics.  Wage data can be entered as 
hourly, weekly, monthly or annually.  

• The survey is set up so that you can save and complete later so that you do not need 
to finish the entire survey at one time.  Completed surveys should be submitted by 
November 23, 2015.

• Full Results will be shared only with companies that return completed surveys.

Results should be available the week of December 15th .

Last year’s survey was excellent and very valuable for all who participated.  We expect this 
years to be even more useful as we will be able to make comparisons to with last year’s data 
as well as  national and regional trends.  

If you have any questions on the survey or the process, please contact Ken Sloan at 845-
575-3000, ext. 2893, or via email at Ken.Sloan@Marist.edu   ✴

The 2015 Wage 
and Benefits 

Survey is 
 now online  

for your 
convenience  

and is ready to 
be completed! 

MeMber 
benefiTsBe Part of the Wage & Benefit Survey   

Consumer Price Index for September 2015

Wage Earners & 
Clerical 

Sep-14 Sep-15 Aug-15 Point In-
crease

% Month  Point 
Increase 

Increase 
Year

1967=100 697.52 693.03 695.13 -2.10 -0.3%  (4.5) -0.6%
82 - 84 =100 234.17 232.66 233.37 -0.71 -0.3%  (1.5) -0.6%
All Urban Con-
sumers
1967=100 713.04 712.78 713.89 -1.11 -0.2%  (0.3) -0.0%
82 - 84 =100 238.03 237.95 238.32 -0.37 -0.2%  (0.1) -0.0%

Hudson Valley Unemployment for September 2015 was  4.7%
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In Other Peo-
ple’s Money, 
Danny De-
Vito’s char-
acter likened 
litigation to 
nuclear war—
once it starts, 
nobody wins. 
There’s a valu-
able caution 
there—if an 

employee or ex-employee sues an employer, 
even if you win the case, you’ll still lose, 
incurring costs, spending time, and drain-
ing resources.

You can’t always avoid a lawsuit from a 
disgruntled employee—but you can make 
a lawsuit less likely by taking that extra 
action that will support the employer’s 
defenses.  

If there’s an employee problem or dis-
pute—do just a little bit more to put the 
company in a better position.  Give the 
employee another chance.  Uncover all the 
facts while giving the employee the benefit 
of the doubt and a chance to tell their side. 
Doing so will help the employer make an 
informed decision while demonstrating 
that the company took all reasonable steps 
to comply with the law and treat employ-
ees fairly.  When it comes to employment 
litigation, offensive actions against the 
employee (especially after a claim is made), 
will likely do no more than buy the em-
ployer a retaliation claim.  The law favors 
employees—but employers can take steps 
to tip the balance in their favor.

Some examples:

• Suppose your company’s no call/no 
show policy states that unexplained, 
unexcused absences constitute 
grounds for termination. If an em-
ployee hasn’t shown up, don’t just fire 

him or her—reach out, and 
try to contact the employee. 
After all, you don’t want to fire 
someone who’s absent because 
they needed medical attention 
or suffered a personal tragedy.

• Going the extra step can 
also mean going two or three 
steps more. In the example 
above, don’t stop with just 
calling the employee. If you 

can’t reach the employee, call the 
emergency contact number(s)—that’s 
what they’re there for. 

• Similarly, suppose an employee goes 
out on disability leave, but fails to 
provide the required doctor’s infor-
mation. Don’t fire the employee right 
away for failing to comply with the 
policy requiring a doctor’s note—reach 
out again and ask the employee to 
provide the note. You don’t want to fire 
someone simply for forgetting some 
paperwork; and if you ultimately have 
to terminate, you want to show a jury 
that you first took every opportunity to 
avoid doing so.

• Treat that poorly performing employee 
the same as one on leave.  You could 
simply terminate that person, but do 
you want the employee to be able to 
complain that he or she never knew 
there was a problem or had a chance 
to fix it? Instead of terminating the 
employee straight away—

○ Meet with the employee. Have 
a frank discussion of the issues 
and set out goals for improve-
ment and remediation. Docu-
ment the conversation.

○	 If there’s no improvement, give 
the employee a written warn-
ing, setting out an improvement 
plan with a timeline and. If worst 
comes to worst and you still 
need to terminate the employee, 
you’ve created a paper trail to 
refute later claims of improper 
termination or employment 
discrimination.

• What if an employee asks for an ac-
commodation at work, either for a 
disability or a religious practice (things 
the company are legally required to 
consider), but the employee’s manager 
doesn’t want to grant it, or doesn’t 
think the company can? Don’t leave 
the matter at that. Management, HR, 
and the employee should meet about 
the requested accommodation. Let 
the employee explain what he or she 
wants, and management and HR 
can see if there’s anything that can or 
should be done. At the end of the day, 
there may be nothing the employer 
can reasonably do, but at least it will be 

You can’t 
always avoid 

a lawsuit from 
a disgruntled 
employee— 
but you can 

make a lawsuit 
less likely by 
taking that  
extra action 

 that will 
support the 
employer’s 
defenses. 

Subject  
Header
HuMan   
resources Going the Extra Step to Avoid Litigation

By Devora L. Lindeman, Esq. Partner Greenwald Doherty, LLP, a Council of Industry Associate Member

Continued on page 11
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Providing 
guidance in 

front of other 
employees 

on how to do 
something 
properly or 

how to avoid 
a mistake or 
injury is a 

best practice, 
especially if it 
is turned into 

a learning 
moment . 

HuMan  
resources

There are a lot of best practices about how 
managers should discipline employees. 
One of the most important is the setting 
where the discipline takes place. 
 
Few things are more uncomfortable 
than watching a manager dress down an 
employee in public. When I see it happen, 
I am embarrassed … not as much for the 
employee … as I am for the manager.  
 
Particularly disturbing is discipline per-
formed in front of customers, clients, or 
visitors. Our thought process is: if their 
management practices are that bad in 
front of everyone, what else exists that we 
don’t know about? 
 
Public humiliation of an employee … 
even for the worst offense … completely 
undermines the value of the counseling. 
The employee’s focus is not on the mes-
sage of the discipline, but on the manner 
by which it was rendered.  
 
Importantly, by robbing a wayward 
employee of his or her dignity with use of 
public discipline, a manager loses the re-
spect of anyone who witnesses or hears of 
the event, and effectively becomes viewed 
as a bully. 
 
At this junction, it is important to make 
a distinction between guidance and 
discipline. Providing guidance in front of 
other employees on how to do something 
properly or how to avoid a mistake or 
injury is a best practice, especially if it is 
turned into a learning moment. Learning 
from your own mistakes or the mistakes 
of others is important to any employee’s 
development, so when those moments 
present themselves, take advantage of 
them.  
 
For example, an employee operating 
machinery without proper eye protection 
should be told at that moment to stop 
the machine and put on proper eyewear. 
Explain, in a respectful manner (keeping 
your voice and emotions level) why eye 
protection is important for safety. Perhaps 
add a personal moment to make the 
employee understand that you or others 
have benefited from such a safety rule, 
and end it with some encouragement like 
“You’re too good a machinist to get hurt 
that way.”  
 

On the other hand, if the same employee 
continues to ignore your advice, you 
should provide the same guidance as 
above, but later call the employee into 
a private setting, like an office or meet-
ing room, with a neutral management 
observer in the room with you. Discipline 
the employee with a warning, suspen-
sion, or whatever is consistent with past 
discipline. Include an explanation about 
why discipline was rendered, as well as 
what will happen if the employee does not 
improve.  
 
Let the employee speak his or her mind, 
and then provide some ideas on how the 
employee can meet your expectations. 
Express more encouragement, and make 
a record for the file after you are done. 
 
Respect given is often returned. Disci-
plining in private shows respect for your 
employees, customers, the organization, 
and yourself. ✴ 

Respect Given Is Returned- 
  Pick The Right Setting For Employee Discipline 
From Ethan Allen Workforce Solution's Staffline Newsletter, a Council of Industry Associate Member
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NYSDOL 
proposed revised 

regulations 
governing the 

payment of 
employee wages 
via payroll debit 

cards, direct 
deposit, and 
other means.

LegisLaTive 
updaTe Recent Legislative and Regulatory Activity Will   

Impact the Payment of Wages in New York 
By Andrew D. Bobrek, Bond, Schoeneck & King PLLC, A Council of Industry Associate Member 

October saw a flurry of activity from work-
place regulators in New York, and employ-
ers should take note of several recent legal 
developments.

First, Governor Andrew Cuomo recently 
signed legislation extending a so-called 
“sunset” provision in prior amendments to 
New York’s wage deduction statute – Sec-
tion 193 of the New York Labor Law. Those 
amendments, enacted in 
2012, broadened the scope of 
permissible wage deductions 
under state law, including de-
ductions for certain overpay-
ments and advances. Absent 
legislative action, the amend-
ments were set to expire this 
month, which would have caused Section 
193 to revert to its prior, more restrictive 
form. These amendments will now be ex-
tended for another 3-year period. Notably, 
this recent legislative action serves to con-
currently extend existing deduction-related 
regulations promulgated by the New York 
State Department of Labor (NYSDOL). 
Among other things, the regulations set 
forth detailed requirements which employ-
ers must follow in order to lawfully deduct 
to recover overpayments and advances.

Second, the NYSDOL proposed revised 
regulations on October 28, 2015, governing 
the payment of employee wages via payroll 
debit cards, direct deposit, and other means. 
These revised regulations – which are not 
yet final or effective – would impose a 
number of new requirements regarding how 
employers pay their covered employees. 
As reported in the June 23, 2015 New York 
Labor and Employment Law Report article, 
the NYSDOL initially proposed regulations 
on this same subject earlier this year, which 
were open for an extended public comment 
period. The recently-issued revised regula-
tions contain several changes from what 
NYSDOL originally proposed, ostensibly in 
response to feedback it received during the 
prior public comment period. On balance, 
the newly-revised version provides better 
clarity on certain requirements and may 
also render implementation of payroll debit 
card programs more feasible for employ-
ers. As additional good news for employ-
ers, NYSDOL has indicated that there will 
be a six-month delay in the effective date 
once the revised regulations are adopted 
and published in final form. The specific 
requirements proposed in the revised regu-

lations can be accessed here, and are open 
for another 30-day public comment period.

Third, the NYSDOL published proposed 
regulations on October 21, 2015, which 
would implement the recommendation of 
Governor Cuomo’s Fast Food Wage Board 
to raise the minimum wage for fast food 
workers to $15 per hour. NYSDOL’s Com-
missioner subsequently adopted this recom-

mendation, which will now 
proceed through New York’s 
rulemaking process. The 
proposed regulations are pres-
ently open for a 45-day public 
comment period. Businesses 
and their advocates in New 
York have opposed this drastic 

change and have questioned the NYSDOL’s 
authority to enact such an industry-specific 
raise without legislative action. It is expect-
ed that there will continue to be consider-
able opposition to this proposal, that there 
will be significant public commentary 
provided through the rulemaking process, 
and that opponents will, if necessary, assert 
a legal challenge to the proposed change.

And fourth, the NYSDOL has proposed ad-
ditional regulations which would – effective 
on and after December 31, 2015 – raise the 
minimum wage and reduce the maximum 
available “tip credit” for certain workers 
who fall under the existing Hospitality 
Industry Wage Order. Specifically, the pro-
posed regulations would raise the applicable 
minimum wage for covered “service em-
ployees” and “food service workers” to $7.50 
per hour (from $5.65 and $5.00, respec-
tively). Concurrently, the maximum avail-
able “tip credit” for these workers would be 
reduced to $1.50 per hour (from $3.35 and 
$4.00, respectively). The proposed regula-
tions also contain similar changes for cov-
ered “service employees” working in resort 
hotels, and would also include new language 
governing the calculation of hourly tip rates. 
These proposed regulations are currently 
open for a 45-day public comment period, 
which began on October 7, 2015.

As a reminder, the NYSDOL proposed reg-
ulations referenced above remain pending 
and are not yet effective. There is no specific 
timetable for further action on the part of 
NYSDOL. Even so, it is conceivable that the 
regulations will be issued in final form and 
adopted at or near the end of this year.  ✴
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 Couple the 
natural gas 

oversupply with 
the uncertainty 

surrounding 
fall weather 

patterns, and 
one of two 

scenarios could 
emerge in 

November.

energy   
updaTeEl Niño and Oversupplied Natural Gas Market 

May mean Lower Energy Prices 

The factors influencing both near-term and longer range nat-
ural gas prices – primarily an oversupplied market and an El 
Niño weather pattern – may be creating buying opportunity 
for commercial and industrial gas and electricity customers. 

Andy Weissman, CEO of EBW Analytics – an industry 
research group, said the present forces at play, along with the 
current multiyear price low for natural gas, has put the mar-
ket on the “cusp” of a critical shift, where “prices can break 
significantly in either direction.” 

According to the most recent estimates by the U.S. Energy Information Administration, the 
inventory of working gas in storage is currently at 3,877 Bcf.  Some analysts anticipate the 
market supply to continue to build, exceeding 4.0 Tcf in November and breaking the record 
inventory levels set in November 2012, when the market experienced an all-time end-of-in-
jection-season inventory high of 3,929 Bcf.  Couple the natural gas oversupply with the uncer-
tainty surrounding fall weather patterns, and one of two scenarios could emerge in November. 

The first – and what analysts seem to agree is most likely to occur – is an oversupply of natural 
gas combined with a strong El Niño event.  On Oct. 15, the National Oceanic and Atmo-
spheric Administration (NOAA) released its U.S. Winter Outlook, “favoring cooler and wetter 
weather in Southern Tier states with above-average temperatures most likely in the West and 
across the Northern Tier.”  The primary factor driving the likelihood of this outcome is the 
position of the Pacific jet stream, which is expected to buckle under the influences of El Niño 
and push low pressure systems throughout much of the Southwest.  Weissman says that as 
the number of heat-consuming days increase, there will likely be a significant increase in gas 
demand, which could drive a near-term price increase ranging anywhere from 15 to 20 cents. 

If the Pacific jet stream does not buckle, then the second, less likely scenario could emerge, 
where an oversupply of natural gas is combined with much warmer weather in Southern Tier 
states.   Although El Niño conditions appear to be robust according to NOAA analysts, other 
atmospheric variables at play are driving uncertainty in the weather outlook for December 
and the balance of winter.  If El Niño collapses, a much colder outcome could emerge, driving 
demand and prices up as inventory levels drop.  A very mild winter would have the opposite 
effect, putting downward pressure on prices as inventory levels remain high.  

Under a colder scenario, Weissman projects short-term prices to reach anywhere from $3.10 
to $3.40/MMBtu.  He adds that a warmer-than-normal winter could cause short-term prices 
to drop, hovering at the $2.00/MMBtu mark at the Henry Hub.  Analysts agree that longer 
range prices will be dictated by the natural gas supply levels following the 2015-2016 winter.  

Given the factors influencing the coming cold season, Barclays Capital favors an end-of-win-
ter outcome more similar to 2012, when inventory levels achieved a seven-year record high 
at the end of the season, than to 2014, when inventory levels achieved a seven-year record 
low.  This could be “good news for consumers,” according to Barclays.  The 2011-2012 winter 
season ended with a natural gas supply at 2.5 Tcf.  The Henry Hub average for the balance of 
the year in 2012 was $2.84/MMBtu, as opposed to $4.08/MMBtu during the same period in 
2014, when post-winter storage levels stood at 0.8 Tcf.

In the end, the potential injection of volatility into the natural gas 
market is making it increasingly important to understand the op-
portunities emerging in today’s – and tomorrow’s – energy buying 
environment. 

The Council of Industry and our energy buying consortium partner 
Direct Energy Business, are available to talk with you about current 
procurement opportunities.

Contact Harold King hking@councilofindustry.org or Kelly Douvlis 
Kelly.Douvlis@directenergy.com to learn what the options are for 
your company.  ✴
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HeaLTHcare 
updaTe ACA Reporting 101 

By Lorie Maring, Fisher & Phillips, from IMA Update 

One of the new Affordable Care Act (ACA) requirements 
imposed on employers is the obligation to report employee 
group health plan coverage information to the IRS and 
employees on Forms 1094-C and 1095-C. The first required 
filing for these forms occurs in January 2016 for periods 
covered in 2015. The reporting requirements are complex, 
so employers should begin gathering data and preparing to 
complete the forms now.  

In light of the many challenges employers and vendors 
are facing in this first year of reporting, the IRS will not 
impose a penalty on any employer that makes a good 
faith effort to comply, even if the forms are incorrect. 
However, employers who fail to furnish the reports 
may be assessed penalties of $250 per return (up to 
$3,000,000).  

If you haven’t already established a reporting game plan 
or determined whether the reporting applies to you, here’s 
what you need to know to get started:

Which Employers Are Required To Report?  
Any “applicable large employer” under the ACA is required 
to report this information. An “applicable large employer” 
is any employer and any related employer that employs at 
least 50 or more full-time equivalent (FTE) employees on 
a combined basis using the IRS-controlled and affiliated 
service group rules.   

Note that the reporting requirement applies to you in 2015 
even if you were under 100 FTEs and not subject to the pay-
or-play penalty in 2015. In addition, employers sponsoring 
self-insured plans are subject to reporting regardless of size.

What Is The Difference Between The Two Forms? 
The Form 1094-C is a summary report provided to the IRS 
and includes information about your related employers, 
identification of your full-time employees to whom quali-
fying offers of group health coverage are made, and the 
duration of the offers. The IRS will use the information you 
provide to administer the pay-or-play penalty, and to de-
termine eligibility for the individual premium tax credit for 
coverage purchased in the Health Insurance Marketplaces.

The Form 1095-C is provided to both the IRS and to each of 
your full-time employees. It includes information regard-
ing the specific employee’s group health coverage 

and coverage of 
spouses and de-
pendents. Similar 
to a Form W-2 
and Form W-3, 
a separate Form 
1095-C should be 
provided to each 
of your full-time 
employees and 
then filed with the IRS using the transmittal Form 1094-C. 
Some employers may be eligible for simplified reporting 
methods.

When Do I Have To File?  
The Form 1094-C and Form 1095-C must be provided 
to the IRS at the same time as your Forms W-2 and W-3. 
Generally, this means you must provide paper forms to the 
IRS no later than February 28 after the calendar year being 
reported, and no later than March 31 if filed electronically. 

Employers that file 250 or more returns for the calendar 
year must file electronically with the IRS. The Form 1095-C 
to employees must be furnished no later than January 31.

Which Of My Full-Time Employees Must Receive A Form 
1095-C?  
This may be one of the trickier issues under the new report-
ing requirements. For purposes of the reporting require-
ments, full-time employees are those for whom you may 
be subject to a penalty under the final employer-shared 
responsibility final regulations.  

Thus, you have to know how the IRS defines a full-time 
employee to be able to accurately determine who is entitled 
to a Form 1095-C and how to report such individual’s status 
as a full-time employee each month during the calendar 
year. Because the number of full-time employees you report 
may be used for determining an initial penalty assessment, 
you should be careful not to over-report your full-time 
employee count.  

Where Can I Get More Information? 
The IRS website has information designed to help employ-
ers with the reporting obligations. However, you need to be 
very careful to ensure that the information is current. There 
are some cases, such as how to report offers of COBRA 
coverage, in which the IRS has changed the reporting rules 
but not yet updated its own website.

Many third-party vendors and payroll providers will do the 
reporting for you. However, if you haven’t already secured 
a provider for this service, you need to move quickly. The 
time to do so is running out. You may consider contacting 
any member of the Fisher & Phillips Employee Benefits 
Practice Group for additional information.   ✴
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“I think you’ll 
see more complex 
inspections and 

I think those 
end up being the 
more impactful 

inspections, 
especially 

because we 
haven’t spent as 
much time and 

resources focused 
on those areas.”

eHs       
MaTTersOSHA Cuts Number of Inspections, Changes 

Strategy 
By Ginger Christ from EHSToday.com

Assistant Secretary of Labor David Michaels announced Tuesday 
that OSHA will change its strategy regarding inspections.

The agency will focus less on the number of inspections it com-
pletes and more on completing complex inspections. The Enforce-
ment Waiving System will go into effect in fiscal year 2016.

Such inspections will include chemical exposures, ergonomic is-
sues involving musculoskeletal disorders and workplace violence 
problems, among other topics that require more in-depth analyses.

“I think you’ll see more complex inspections and I think those end 
up being the more impactful inspections, especially because we 

haven’t spent as much time and resources focused on those areas,” Michaels said.

Typically, OSHA completes about 40,000 inspections and uses the number of inspections as a 
target. Under the new plan, OSHA instead will measure in enforcement units.

In preparation, OSHA for the past two years has run the new measuring system in parallel to its 
existing system in order to benchmark data.  ✴

The 363-64 vote on Nov. 5 passed 
"a much-needed shot in the arm" 
for U.S. infrastructure and the 
economy, Rep. Bill Shuster, R-Pa., 
said.

The U.S. House of Representatives 
on Oct. 5 approved a multiyear 
surface transportation bill that 
would spend up to $325 billion 
on transportation projects, as-
suming Congress comes up with 
a way to pay for the final three 
years. It passed on a 363-64 vote and calls for spending $261 billion on highways and $55 billion 
on transit over six years.

Rep. Chris Gibson (NY-19)said, “I am pleased to announce that the House of Representatives 
this week passed a fiscally-responsible, multi-year infrastructure bill that promotes safety and 
innovation, makes reforms to streamline project delivery, creates greater flexibility and certainty 
for municipalities to improve our roads, bridges, and bike trails, and compliments our efforts in 
New York to achieve funding parity between urban and rural projects.”

The Export-Import Bank, whose charter expired at the end of June 
emerged as a winner in the bill. The bank helps overseas customers of 
U.S. companies finance purchases with loans and credit guarantees. Sup-
porters of the bank say it keeps U.S. firms on a level playing field against 
foreign competitors that enjoy similar support from their governments.  
✴

House Passes Highways Bill 
From OHSonline.com
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To register for these and other 
Council of Industry classes and 
events go to our website www.

councilofindustry.org and select the 
calendar page. All entries are links to 

more information and registration 
forms. You may also e-mail us 
at training@councilofindustry.
org or call (845) 565-1355 for 

questions or more information.

c i              
caLendar
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Date Event
November 18 Making a Profit in Manufacturing - 9:00 

am—4:40 p.m. at SUNY Rockland, Suffern, 
NY.  Cost: $200 single Council members, 
$175 each for two or more from the same 
company, $375 non-members.

December 2 Best Practices & Continuous Improvement 
-  9:00 am—4:40 p.m. at SUNY Rockland, 
Suffern, NY.  Cost: $200 single Council 
members, $175 each for two or more from 
the same company, $375 non-members.

December 15 Positive Motivation & Discipline -  9:00 
am—4:40 p.m. at SUNY Rockland, Suffern, 
NY.  Cost: $200 single Council members, 
$175 each for two or more from the same 
company, $375 non-members.

December 31 Deadline for Early Bird discount on 
Certificate in Manufacturing Leadership 
Program - register and pay for individual 
Certificate in Manufacturing Leadership 
classes or the entire program by December 
31st, 2015 to receive a valuable discount.

January 13                 
& 20

Fundamentals of Leadership -  9:00 am—
4:40 p.m. at SUNY Dutchess, Poughkeepsie, 
NY.  Cost: $400 single Council members, 
$350 each for two or more from the same 
company, $700 non-members.

February 3 Best Practices and Continuous Improve-
ment -  9:00 am—4:40 p.m. at SUNY 
Dutchess, Poughkeepsie, NY.  Cost: $200 
single Council members, $175 each for two 
or more from the same company, $375 non-
members.

February 17 Human Resource Management Issues-  9:00 
am—4:40 p.m. at SUNY Dutchess, Pough-
keepsie, NY.  Cost: $200 single Council 
members, $175 each for two or more from 
the same company, $375 non-members.

March 2 Problem Solving & Discipline -  9:00 am—
4:40 p.m. at SUNY Dutchess, Poughkeepsie, 
NY.  Cost: $200 single Council members, 
$175 each for two or more from the same 
company, $375 non-members.

The CI Calendar of Training & Events

www.councilofindustry.org
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able to show that it engaged in the required interactive process to attempt to find a 
solution.  

• Or take what may be among the stickiest situations an employer can face: an em-
ployee accused of theft or of harassing another employee. Don’t fire the accused, 
even if the accuser is credible—suspend the alleged wrong-doer while conducting 
a thorough, impartial investigation. If the result confirms the accusation, you can 
terminate the accused employee later; and if the investigation doesn’t support the 
accusation, you’ve avoided perpetuating an injustice that could potentially result in 
liability.

What I see too often is that companies fail to take that extra step.  It’s being penny wise, 
and pound foolish.  When the litigation hits, we wish the facts were different.  Often, 
they could have been if the company called counsel sooner, or even, at times, listened to 
their own HR manager.  

When it comes to their employees, companies need to slow down, take a deep breathe, 
and consider if there is one more thing that could be done before taking a drastic leap 
that’s almost impossible to undo.  ✴

Continued from page 4 
 Human Resources

presented them with their certificates. The 2015 
graduates are: from Alcoa Fastening Systems 
– Inna Mirutenko; from ErtelAlsop – Conor 
Sullivan; Jabil Circuit, Inc. – Jennifer  Mullins, 
Joseph Chiarella, Myja Carter, Romain Eugene; 
KonicaMinolta-  James Misar; NERAK Systems, 
Inc. – Sharon  Wakefield and Simone  Wakefield; 
Pawling Corp. – Tony Baruffo; Selux – Peter 
Stevens, Phyllis Horbert, Stanley Mayer; Zumto-
bel Lighting – Aki Owens, Chris Kutchma, Conor 
McGarry, Jonquil Mark, Kevin Buso, Patrick 
Smith. 

Sponsorship makes the Annual Luncheon & Expo 
possible and the Council of Industry would like 
to thank the Luncheon’s major sponsor First Ni-
agara Bank and supporting sponsors The Chazen 
Companies, M &T Bank, Dutchess Community 
College, GEODIS and Allendale Machinery 
Systems.   ✴ 
Major Sponsor 

Supporting Sponsors:

Certificate in Manufacturing Leadership recipients. Photo by Linda Engler, Ad Essentials

Continued from front page
 Annual Luncheon
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Council of Industry 
The Manufacturers Association of the Hudson Valley 

6 Albany Post Road 
Newburgh, NY 12550

Visit us online for 
more information 
about the Council of 
Industry and Hudson 
Valley Manufacturing.
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