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Manufacturing day is a nationwide event organized each year by 
the National Association of Manufacturers, NIST and other affili-
ates. Its goal is to promote the great benefits of a career in manufac-
turing and demonstrate our industry’s value to the U.S. economy.

Manufacturers across the country will be opening their doors to 
the public for tours on Manufacturing Day 2016 on Friday, October 
7. Companies right here in the Hudson Valley are participating too. 
This event is a celebration of modern manufacturing meant to in-
spire the next generation of manufacturers. Although Manufactur-
ing Day officially occurs on the first Friday in October—this year is 
Oct 7, 2016—any day can be a Manufacturing Day.

Manufacturing Day provides manufacturers a unique opportunity 
to expand the knowledge about the great benefits of a career in 
manufacturing and demonstrate our industry’s value to the U.S. 
economy. Companies can also use this day to educate their com-
munities on the services and goods they manufacture. Whether 
through a plant tour for community partners or an open meeting 
with your company’s leadership and elected officials, Manufactur-
ing Day is a great way to increase public awareness of the manufac-
turing industry.

There are several Manufacturing Day Events in the Hudson Valley:

SUNY New Paltz & The Council of Industry on WKIP's Hudson Valley 
Focus’ with Tom Sipos 
The Council of Industry and SUNY New Paltz are joining together for a live 
broadcast of WKIP radio’s Hudson Valley Focus Show from campus com-
bined with the opportunity to visit the SUNY New Paltz School of Engineer-
ing.

The event will also feature a tour of the engineering school’s the Additive 
Manufacturing Lab and with its state-of-the-art 3D printers at work. Attend-
ees will have the chance to meet students and faculty from the Mechanical 
and Electrical Engineering Departments, and learn about cutting edge manu-
facturing companies located right here in the Hudson Valley.

Events Planned throughout the Hudson Valley  
for Manufacturing Day 

Continued on page 11

Students from Highland High School receive a tour of Sono-Tek Corp. 
from VP of Engineering Rob Engle on Manufacturing Day last year. 
Sono-Tek will host a local school once again for this year's event.    

Follow us on       

Save the Date  - November 18th  
For the Council of Industry 
Annual Luncheon & Expo

https://www.facebook.com/councilofindustry/
https://www.linkedin.com/grp/home?gid=1788041
https://twitter.com/hvmanufacturing


Training
Incorporating Gamification Into Workplace Training-  
for Benefits
From elearningindustry.com

Gamification is the process of taking something that already ex-
ists – a website, an enterprise application, an online community 
– and integrating game mechanics into it to motivate participa-
tion, engagement, and loyalty. Gamification takes the data-driven 
techniques that game designers use to engage players, and applies 
them to non-game experiences to motivate actions that add value 
to your business. Gamification is not about creating something 
new. It is about amplifying the effect of an existing, core experi-
ence by applying the motivational 
techniques that make games so 
engaging. When you gamify high-
value interactions with customers, 
employees, and partners, you drive 
more sales, stronger collaboration, 
better ROI, deeper loyalty, higher 
customer satisfaction and more..

Have you ever gone through a 
training program and found your-
self very disengaged from it? Ever 
walked away thinking “there has to 
be a better way to train people than 
that?”. I bet you have. Why do you 
think this is? Is it that the training 
program was mundane or simply didn’t interest you? Or is it that 
the approach to the training was wrong resulting in you not con-
necting with it? This is something that many organizations have 
been trying hard to understand.

Many organizations are now taking an “If you can’t beat them, 
join them” approach to employee training – particularly for 
younger workers. They have realized that by adopting game 
elements into the design of their training programs, they are 
offering employees a much more engaging learning experience. 
Gamification has become particularly effective when used in 
online training or eLearning programs.

So what are the real benefits of gamification and why should 
any organization consider building it into their training pro-
grams?

It grabs and keeps the learners’ attention.

Even if training focuses on serious topics, gamification has the 
ability to make it seem much more interesting. This is why gami-
fication has worked particularly well with compliance training 

and other forms of serious training. Using game elements and 
mechanics for training allows you to give learners something 
they can identify with AND make it a fun experience for them.

It makes it real.

Typical characteristics of game-based training include scenarios 
and challenges which compel learners to make choices that 
have different consequences and outcomes. This makes learning 

much more true to life. It puts 
the learners in real-world situ-
ations which often mirror what 
they will go through in their 
daily jobs.

It improves knowledge retention.

By making learning seem more 
like fun, the level of knowledge 
retention is increased. The learn-
ers participate more actively in 
the process. Creating a positive 
experience like this has a bigger 
impact on the learners’ memory. 
They are much more likely to 
remember what they are taught 

during training, though they may not even realize it.

It improves overall success of training.

Gamification, if designed correctly, can produce highly posi-
tive results in training. Many organizations are using it, but 
not all are measuring its performance properly. A 2013 Aber-
deen Group research study confirmed that organizations with 
gamification in place improve engagement by 48% and improve 
revenue turnover by 36%. Statistics like this are clear proof that 
gamification, when done properly, has the potential to have a 
very positive impact on the success of corporate L&D initiatives.

Gamification may not suit everyone. The type of business, prod-
uct or service, and particularly the needs of employees and the 
nature of the job they do, should have a bearing on the type of 
training chosen. But for those who use it, the benefits of gamifi-
cation can be substantial.

If you’d like to learn more about the benefits of gamification, it 
may benefit you to read 30 Facts about Gamification in eLearn-
ing.   ✴
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We need 
leadership in 

Washington that 
understands 

that pro-growth 
policies that 

including tax and 
regulatory reform 

and investment 
in infrastructure, 

are the best 
way to help 

Hudson Valley 
manufacturers.  

Advocacy  

At an event held at Viking Indus-
tries in New Paltz the U.S. Chamber 
of Commerce and the Manufactur-
ing Alliance of New York’s MANU-
PAC have endorsed John Faso for 
Congress in New York’s 19th District.

Representing MANUPAC Harold 
King said “We are pleased to be here 
today on behalf of MANUPAC, 
the political action committee for 
the Manufacturers Alliance of New 
York State, endorsing John Faso for 
Congress. We need leadership in 
Washington that understands that 
pro-growth policies that includ-
ing tax and regulatory reform and 
investment in infrastructure, are 
the best way to help Hudson Val-
ley manufacturers.  The manufacturing sector in our region is a coiled economic spring 
waiting for the right policies to be put in place that will release our economic energy to the 
betterment of everyone in the region.  We believe John Faso will work in Washington in 
support of those policies.”   

In endorsing John Faso the U.S. Chamber of Commerce’s John O’Hare emphasized the 
importance of representatives in Washington who will “Govern from the Middle” and not 
the extreme left and right.  “In NY 19 John Faso is the candidate who will work to solve 
problems and grow the economy in this district and across the nation.” 

Thought they do not make formal endorsements, The Business Council of New York State 
was also present at the event to “lend their support to their friends at the U.S. Chamber of 
Commerce.”    ✴

U.S. Chamber of Commerce and MANUPAC Endorse John 
Faso to Represent NY 19 in Congress 

Consumer Price Index for August 2016

Wage Earners 
& Clerical 

Aug-15 Aug-16 Jul-16 Point 
Increase

% 
Month

Increase Year

1967=100 695.13 699.72 699.36 0.36 0.1% 0.7%
82 - 84 =100 233.37 234.91 234.79 0.12 0.1% 0.7%
All Urban 
Consumers
1967=100 713.89 721.49 720.87 0.62 0.1% 1.1%
82 - 84 =100 238.32 240.85 240.65 0.21 0.1% 1.1%

Hudson Valley Unemployment for August 2016 was  4.1%

MANUPAC and the U.S. Chamber with John Faso at Viking 
Industries in New Paltz, NY

 

Welcome New Members:
Entergy - Owner and Operator of Indian Point Energy Center. Westchester County. 
Contact: Jerry Nappi.

Orange & Rockland Utilities- Energy provider. Orange & Rockland County. Contact: 
Deborah Patterson.

Visit us online at www.councilofindustry.org             3

www.councilofindustry.org


Training

Member 
Benefits

The Certificate in Manufacturing Leadership Program is growing by leaps and bounds. This supervisory training program is avail-
able in the fall at Rockland Community College and in the Spring at Dutchess Community College. Dozens of Council of Industry 
member companies have sent hundreds of employees through the entire program or to specific classes and have been very satisfied 
with the results. 

The Fall classes at Rockland Community College in Suffern are near capacity but we do have a few seats still available if you wish to 
take a single class. Check the calendar page of this newsletter or the Council of Industry website to find out which classes haven't run 
yet. 

The spring session at Dutchess Community College is scheduled to start in January and the proposed dates for each class are listed 
here. Official registration will begin in mid October on the Council of Industry website (www.councilofindustry.org) and details will 
be announced in the Council's Weekly Update and November CI Newsletter. This program has filled up quickly in the past so don't 
delay in registration. For questions or more information email training@councilofindustry.org or call (845) 565-1355.

Dates for Certificate in Manufacturing Leadership for 2017

Date     Course

January 18 & 25, 2017 Fundamentals of Leadership

February 8, 2017   Best Practices & Continuous Improvement

February 22, 2017  Human Resource Management Issues

March 8, 2017   Problem Solving & Decision Making

March 22, 2017   Positive Motivation & Discipline

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. The survey is online and set up data 
can be entered and saved over time but should not take very 
long to complete.

As the labor market for manufacturing workers of all levels 
becomes tighter the data generated from this survey be-
comes more important. We therefore encourage you to put 
aside some time to complete the survey to the best of your 
abilities.

To obtain a link to  the survey email Harold King at hking@
councilofindustry.org. 

Some more key information :

• Wage data should be reported as of September 30, 2016 
(or as close to that date as is possible) to insure comparabili-
ty 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 
October 29, 2016.

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

Results should be available the last week of November. We will 
plan a meeting in early December to discuss the results and 
any trends or emerging issues.

Last year’s survey was excellent, with 32 companies participat-
ing. The data collected was very valuable for all who partici-
pated.  We expect this year’s to be even more useful as we will 
be able to make comparisons to with the last two  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.    ✴

Take Part in the Wage & Benefit Survey

Date     Course

April 5, 2017 High Performance Teamwork

April 19, 2017  Effective Business Communication

May 3, 2017 Environment, Safety & Health Risk                           
   Management

May 17, 2017 Making a Profit in Manufacturing  ✴

Certificate in Manufacturing Leadership Program 
Classes at RCC and Spring DCC Schedule
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When the Boss Is a Screamer, Angry Email and              
Silent Yelling 
From Staff Line Management Tips by Ethan Allen Workforce Solutions, a Council of Industry Associate Member

Personnel 
Matters

No one forgets a screamer—a boss who yells at workers, leaving 
them feeling powerless and constantly on edge, and sometimes 
reduced to tears when the explosion comes.

It is a figure Andrew Cornell vows not to become. He sometimes 
feels like yelling when employees at his manufacturing company 
don’t meet his expectations. But he bites his tongue. “Yelling is 
a vestige of a past time, and I always regret it,” says Mr. Cornell, 
chief executive of Cornell Iron Works in Mountaintop, Pa. In-
stead, he holds short, frequent meetings with employees having 
problems, rather than “waiting until the end, throwing a nuclear 
bomb and leaving blood all over the wall.”

Indeed, the yelling boss appears to be quietly disappearing from 
the workplace. The new consensus among managers is that 
yelling alarms people, drives them away rather than inspiring 
them, and hurts the quality of their work. Some bosses also fear 
triggering a harassment lawsuit or winding up as the star of a co-
worker’s cellphone videotape gone viral.

While underlings may work hard for difficult bosses, hoping for 
a shred of praise, few employees do their best work amid yelling. 
Verbal aggression tends to impair victims’ working memory, re-
ducing their ability to understand instructions and perform such 
basic tasks as operating a computer, according to several stud-
ies of cellphone-company employees and engineering students 
published earlier this year in the Journal of Applied Psychology. 
Workers who fielded complaints from hostile, aggressive custom-
ers were less likely even to remember what the complaint was 
about, compared with workers who dealt with calm customers.

The workplace has become more civil, by many measures. When 
Lucinda Maine, chief executive of an Alexandria, Va., profes-
sional association, was dealing with family problems recently, “I 
did yell at some of my vice presidents. It’s better than yelling at 
the receptionist, but yelling is never appropriate,” she says. She 
quickly apologized to each one, then held an executive-team 
meeting to share what she had learned: Keeping emotions in 
check at work when you’re under stress at home takes “emotional 
intelligence,” she says.

But how we fight at work now isn’t always healthy. There is still 
plenty of anger and frustration. Managers spend about 25% of 
their time resolving conflicts, research shows. The “not-so-good 
part” of the no-yelling trend “is that people are pushing things 
under the carpet,” causing frustrations to seep out in other ways, 
says Jack Lampl, president of the A.K. Rice Institute for the Study 
of Social Systems in Rainier, Wash. One favorite way of venting, 
angry email, “serves as a relief valve, but tends to inflame con-
flict. It takes a very corrosive role in the workplace, for gossiping 
and undermining others,” he says.

Melanie Brooks, the editor of Bangor Metro magazine, was an-
noyed last year when a writer failed to finish an assignment on 
time, forcing her to complete the job herself and miss a work 
event she’d been expected to attend. She fired off an angry email: 
“I got the missing information, but it nearly KILLED me. This is 
your job, not mine,” she wrote, adding that she didn’t want it to 
happen again.

Ms. Brooks, of Orono, Maine, thought the email was succinct, 
straightforward and better than dressing down the writer by 

phone. But the next day, the writer called Ms. Brooks’s boss 
and ranted about the email for nearly a half-hour, and the boss 
reproached her for putting her reprimand in writing.

Others use “silent yelling” to vent, says Sylvia LaFair, president 
of Creative Energy Options, a Sonoma, Calif., leadership coach-
ing company. “They give a stone-faced look, shrug their shoul-
ders, clench their hands,” she says. Others express anger through 
sarcasm or just silence.

All this guerrilla warfare is causing workplace conflicts to drag 
longer than they did 10 to 15 years ago, says Steven P. Dinkin, 
president of the nonprofit National Conflict Resolution Center 
in San Diego, which helps resolve thousands of disputes each 
year. Research shows that suppressing anger can also keep un-
derlying problems from being exposed and solved.

There are ways to express anger at work and get away with 
it. It can even be beneficial, helping people understand each 
other, strengthen relationships and improve attitudes and work 
performance, says a 2015 study in the Academy of Management 
Review by researchers at Temple and Utah State universities. Just 
don’t get angry too often, and when you do get angry, point out 
how the problem hurts other employees or the company rather 
than yourself, the study suggests.

Dr. LaFair advises telling the truth about problems and frustra-
tions, but in a measured, calm way. Using short, seven- to 12-
word sentences that start with “I,” describe your emotions and 
state the problem. For example, “I hear what you’re saying but I 
can’t agree with it.

Rather than yelling when he gets upset, Mr. Cornell believes 
“the better solution is to retreat and think about what I want the 
other party to get out of the experience.”

Ms. Brooks, who regrets her angry email, suggests waiting 24 
hours before responding to a colleague or customer, and then 
taking a softer approach, saying, “Look, you made my life really 
hard. How can we avoid this situation again?”

When John Shufeldt, a physician and chief executive of Doc-
tors Express, an urgent-care franchising company, needs to get 
people focused on a problem, he lowers his voice and speaks 
very slowly. “It forces people to dial down their own volume just 
to hear you. They lean in and hang on your every word,” says Dr. 
Shufeldt, Phoenix, who also consults to health-care employers 
on physician behavior. Continued on page 11

Visit us online at www.councilofindustry.org             5

www.councilofindustry.org


States and Business Groups File Lawsuits Seeking to Block 
DOL’s ‘White Collar’ Overtime Rule
By Jeffrey W. Brecher and Paul DeCamp, Jackson Lewis, PC, a Council of Industry Associate Member

Personnel 
Matters

Twenty-one states, led by Texas and Nevada, have filed a law-
suit against the Department of Labor seeking a preliminary and 
permanent injunction declaring unlawful the DOL’s Final Rule 
amending the overtime exemption for executive, administra-
tive, and professional employees (the “white collar” exemptions) 
under the Fair Labor Standards Act.

The U.S. Chamber of Commerce, along with more than 50 other 
business groups, including the National Automobile Dealers As-
sociation, National Association of Manufacturers, and National 
Retail Federation, filed a separate lawsuit also challenging the 
DOL’s Final Rule.

The Final Rule, scheduled to go into effect on December 1, 2016, 
more than doubles the salary level requirement for the standard 
white collar exemptions from $23,660 per year to $47,476 per 
year and increases the salary level for the highly compensated ex-
emption from $100,000 per year to $134,004 per year. It also, for 
the first time, requires the salary levels to be adjusted automati-
cally, every three years, to reflect increases to the average salary 
levels for full-time employees, instead of requiring separate 
rulemaking by the DOL each time an increase is sought. The 
Final Rule also will allow employers to satisfy the standard salary 
level requirement with payment of non-discretionary incentive 
compensation, but this form of compensation is limited to 10 
percent and must be paid at least quarterly.

Both suits were filed in the U.S. District Court for the Eastern 
District of Texas, a jurisdiction that has been receptive to chal-
lenges made to regulatory changes proposed by the Obama 
Administration.

Final Rule Unconstitutional as Applied to State Governments 
The lawsuit filed by the coalition of state governments challenges 
nearly every aspect of the Final Rule.

As it applies to state governments, the lawsuit alleges the Final 
Rule is unconstitutional because it permits the federal gov-
ernment to force states to commit their limited resources to 
increased labor costs, requiring state governments to shift 
resources from other important priorities the state would oth-
erwise pursue. “By committing an ever-increasing amount of 
State funds to paying State employee salaries or overtime, the 
Federal Executive can unilaterally deplete State resources, forc-
ing the States to adopt or acquiesce to federal policies, instead 
of implementing State policies and priorities,” according to the 
complaint.

The complaint acknowledges, however, that Congress amended 
the FLSA in 1974 to extend coverage to state governments, and 
that the U.S. Supreme Court in Garcia v. San Antonio Metro. 
Transit Auth., 469 U.S. 528 (1985), held that extending coverage 
of the FLSA to state governments did not violate the Constitu-
tion (overruling its prior decision in National League of Cities 
v. Usery, 426 U.S. 833 (1976)). The complaint argues that more 
recent jurisprudence casts doubt on the continued validity of 
Garcia and that it should be “overruled.”

Similar to complaints lodged by private businesses and non-
profit organizations that have been struggling to address the in-
creased labor costs resulting from the Final Rule, the complaint 
alleges the Final Rule will cause a significant increase in labor 
costs to state governments resulting in the elimination of es-
sential government services and functions and the reduction of 
hours and pay to employees to avoid payment of overtime. The 
complaint estimates the Final Rule will cost Iowa $19.1 million 
and Arizona $10 million.

Salary Level Should Not Be Litmus Test for Determining 
Exempt Status 
In addition to challenging the constitutionality of the Final Rule 
as it applies to state governments, the state-led lawsuit broadly 
challenges the validity of the Final Rule in ways that would apply 
equally to enforcement against private employers.

The lawsuit argues the Final Rule imposes a salary level require-
ment as a prerequisite for the white collar exemptions to apply, 
but the statute itself contains no salary basis or salary level 
requirement, instead focusing on the duties of the employees. 
Under the Final Rule, for example, even if an employee squarely 
performs the duties of an exempt employee, if the employee does 
not earn the requisite salary level, the exemption cannot apply. 
“Salary may be one factor to be considered, but it cannot be a 
litmus test,” according to the complaint.

While the complaint correctly notes the FLSA itself does not 
contain a salary level requirement for the exemption to apply, 
the DOL added a salary level requirement in 1940. Since that 
time, DOL’s regulations have always required a minimum salary 
level for the white collar exemptions to apply (except for certain 
positions, such as doctors, lawyers, and teachers).

A successful challenge to the salary level requirement as a pre-
requisite would have broad applicability and result in sweeping 
changes to the regulations, nullifying the Final Rule and the 
salary level requirement, and requiring the DOL to refocus the 
exemption analysis on the duties performed by the employee, 
not the salary they earn.

The state-led lawsuit, however, may face an upward battle on this 
point given Congress’ broad delegation to the DOL to imple-
ment the white collar exemptions, and thousands of cases that 
have applied the white collar exemptions and the requirement 
that employees receive a minimum salary level.

Delegation of Rulemaking to DOL Unlawful 
Likely anticipating the DOL’s argument the salary level require-
ment is lawful given the broad delegation to the agency to 

Continued on next page 
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 Personnel Matters

Advocacy

You may have heard there’s a little election coming up in November. With less than two 
months until the presidential election, and with manufacturing jobs and the economy 
playing a central role in the election now might be a better time than ever for companies 
to get involved. Studies have shown that employees want and trust information from 
their employers on voting and elections, but many employers find that sort of engage-
ment difficult. According to a survey conducted by NAM, manufacturing employees 
value nonpartisan election information from their employers with 77% saying such infor-
mation was helpful, and 63% saying it helped them decide on a candidate. However, only 
17% of employees surveyed actually received voting information from their employers.

In an effort to boost employer involvement, NAM has created an online resource to help 
employers get involved with politics without stepping on any toes or raising unwanted di-
visions in the workplace. Resources include a How-To guide of building a get out the vote 
effort, ready-made info graphics with business friendly facts, as well as sample posters, 
flyers, tweets, and anything else you’d want to help get the word out about the election. 
Go to nam.org/ElectionCenter to find out more.  ✴

Info for Manufacturing Voters
By David King, Council of Industry Communication Coordinator

implement the white collar exemptions, the lawsuit argues that 
Congress’ broad delegation to DOL without any “intelligible 
principle by which DOL was to establish the qualifications of the 
white collar exemption” is itself unconstitutional because DOL 
is exercising a legislative function, not a regulatory function.

Automatic Salary Level Increases Unlawful 
The state lawsuit also takes aim at the Final Rule’s automatic in-
dexing or increases to the salary level every three years, arguing 
this portion of the Final Rule violates the FLSA’s requirement 
that the DOL define and delimit the exemptions “from time to 
time” and the notice and comment requirements of the Admin-
istrative Procedures Act. The Chamber-led lawsuit joins this 
challenge, arguing there is no “basis to conclude that Congress 
authorized the Department to index the salary level,” contrast-
ing it to other statutes that expressly authorize cost-of-living 
increases.

This aspect of the lawsuits might have strong appeal, as the DOL 
itself noted in previous rulemaking in 2004 that automatic in-
dexing was contrary to congressional intent. The DOL reversed 
its position on this point in the 2016 Final Rule.

Salary Level Set Too High 
The Chamber lawsuit also attacks the new salary level set by the 
DOL, calling it arbitrary, resulting in the exclusion of too many 
workers who otherwise satisfy the duties requirement for the 
exemptions. “The Rule raises the minimum salary threshold so 
high that the new salary threshold is no longer a plausible proxy 
for the categories exempted by Congress,” according to the 
Chamber complaint.

Salary Level and 10% Rule Arbitrary 
The Chamber-led lawsuit also seeks to invalidate the Final Rule’s 
limitation on the use of non-discretionary incentive compensa-

tion to satisfy the salary level requirement. The DOL, for the 
first time, is permitting employers to pay up to 10 percent 
of the required salary level in the form of non-discretionary 
compensation. But the lawsuit alleges that the provision is 
“so restricted by the DOL as to be meaningless” because the 
rule excludes non-discretionary bonus, commissions, and 
incentives paid less than quarterly and excludes other types 
of compensation, such as discretionary bonuses.

Ensuring Compliance 
Owing to the December 1, 2016, effective date, the plaintiffs 
in both lawsuits likely will ask for expedited briefing and 
ruling on the motion. But given the short time before the 
effective date, employers should prepare for the changes to 
the exemption to ensure they are compliant come December 
1, 2016.

Please contact Jackson Lewis for further information on the 
Final Rule or the lawsuits.  ✴
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The  pro  TPP  argument.

The arguement against the TPP. 

“Let’s just be 
honest about 
the political 

environment,” 
Senate Majority 

Leader Mitch 
McConnell 

said. “I believe 
if it were 

brought up this 
year it would 

be defeated 
anyway. 

Trade 
Matters Congressional Vote on TPP Unlikely Until 2017 – If Ever

Compiled from wire services

Last month four business groups applied 
pressure on Congress to speed passage of 
the Trans Pacific Partnership (TPP).  While 
at the same time the Senate’s top Republican 
said that the sweeping 12-nation trade deal 
supported by President Obama will remain 
on ice unless and until another president 
revives it.

The industry leaders in technology, services, 
manufacturing and agri-
culture sent a joint letter 
urging President Obama 
and congressional leaders to 
work together and expedite 
passage of the Trans-Pacific 
Partnership (TPP) trade 
agreement this year. The 
National Association of 
Manufacturers (NAM), 
American Farm Bureau 
Federation, Coalition of Services Industries 
and Information Technology Industry Coun-
cil highlighted the importance of expanded 
trade to private-sector economic growth and 
how TPP passage would expand U.S. access 
to nearly 500 million consumers in the Asia-
Pacific region.

“As the most productive industries in the 

world, our enterprises need access to new 
consumers and markets to sustain, let alone 

grow, production and 
good-paying jobs,” 
they wrote. “Yet, U.S. 
industries face increas-
ing competition as our 
global competitors are 
benefitting from trade 
deals that exclude and 
disadvantage the United 
States,” they said.

The groups said the 
problem is particularly 

severe in the Asia-Pacific where the United 
States has been losing market share.

“Without the TPP, manufacturers in the 
United States are losing market share to 
countries that already have their own 
agreements that disadvantage U.S. manu-
facturing,” said Linda Dempsey, NAM’s vice 
president of international economic affairs. 
“With continuing weakness in the U.S. and 

global economies, our leaders must work 
now to forge a path forward to improve U.S. 
competitiveness and U.S. economic engage-
ment,” Dempsey said.

“Let’s just be honest about the political 
environment,” Senate Majority Leader Mitch 
McConnell said. “I believe if it were brought 
up this year it would be defeated anyway — 

leading you to raise the obvious ques-
tion: If you’re interested in America 
still being in the trading business in the 
future, in what way is it advantageous 
to have a trade agreement go down?”

Both McConnell and House Speaker 
Paul D. Ryan (R-Wis.) generally favor 
free trade, and both supported a bill 
that passed last year granting Obama 
and his successor special “fast track” 
authority to negotiate trade agreements 
such as the TPP.  But that was before 
trade became a major issue in the presi-
dential race, pushed front and center 

by candidates such as Donald Trump and 
Sen. Bernie Sanders of Vermont, who blame 
free-trade agreements for the loss of work-
ing-class American jobs. Hillary Clinton an-
nounced that she opposed the deal finalized 
this year, after speaking favorably about the 
deal as it was being negotiated when she was 
serving as secretary of state.

Because the agreement was negotiated under 
Trade Promotion Authority (TPA) Congress 
can only approve or deny the Pact.  It cannot 
amend or filibuster the deal.    ✴ 
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Mfg 
MattersEconomic Outlook for Manufacturing 

By David King, Council of Industry Communication Coordinator 

The National Association 
of Manufacturers (NAM) 
has released its third 
quarter Manufacturers’ 
Outlook Survey. While 
the results seem to show 
that manufacturing senti-
ment has stabilized after 
several quarters of declin-
ing assessments about 
the economic outlook, 
issues remain. Economic 
challenges continue in 
the sector, among them 
being concerns over ris-
ing health care costs and 
dampening perceived 
growth rates over the next 
12 months despite some 
progress. Large manufac-
turers (those with 500 or 
more employees) were more upbeat about their company’s outlook 
this quarter, but small (fewer than 50 employees) and medium-
sized manufacturers (between 50 and 499 employees) experienced 
declines in their outlook in this survey. Overall NAM summarized 
manufacturers’ current economic outlook as “cautiously encourag-
ing, but still less-than-desired and highly varied by firm size and 
export sales growth expectations.”

61% of manufacturers are either somewhat or very positive about 
their own company’s outlook, down slightly from 61.7% who 
said the same thing in June. Yet, the outlook remained stronger 
than at the end of last year and the beginning of this year. At the 
same time, this marks the fifth consecutive quarter when positive 
responses about the outlook have fallen below the historic average 
of 73%. As a result, the NAM Manufacturers’ Outlook Index has 
remained below 50 over that time frame, dipping from 42.3 in 
June to 41.8. 

With a pickup in demand, businesses are somewhat more com-
fortable in their hiring plans, according to this survey. Full-time 
employment levels are expected to grow 0.4% over the next year, 
an improvement of 0.2% from what was seen in the prior release. 
Of those responding to the survey, 28.5% predict more employ-
ment in the next 12 months, with 52.1% expecting no growth. 
Unlike some of the data discussed earlier, small and medium-sized 
manufacturers had better hiring plans, with an increase of 0.6% 
anticipated, than their larger counterparts, which had expected 
employment to decline by 0.1% in the months ahead. 

Nearly three-quarters of manufacturers completing the survey 
cited rising health insurance costs as their top business challenge. 
They see these costs increasing 8.5% over the next 12 months, up 
from 8.3% in the prior release. More specifically, 75.2% expect 
their premiums to increase by at least 5% on average in the next 
year, with 40.3% predicting costs to rise by at least 10%. Small and 
medium-sized firms anticipate premiums to jump faster in the 
next year than large manufacturers do, at 9.4% and 6.3%, respec-
tively. 

Respondents also listed an unfavorable business climate as a top 

concern, with 73.6% noting it as a primary challenge, right 
behind health care costs. Indeed, manufacturers continue to 
be frustrated with the lack of comprehensive tax reform and 
with a perceived regulatory assault on their businesses. Many 
respondents noted their concerns on these issues, and 76.6% 
believe the United States is on the wrong track, with only 6.8% 
feeling we are headed in the right direction. The remainder are 
unsure. 

The current data suggest that manufacturing production 
should grow 1.5% year-over-year in the first quarter of 2017. 
As such, it would indicate that activity should continue to pick 
up in the coming months, with output in the sector currently 
growing by 0.4% year-over-year. At the same time, growth will 
remain more subdued than what would be ideal. This finding 
comes from a regression model that NAM says explains more 
than 90% of the variation in manufacturing production since 
the Manufacturers’ Outlook Survey began in the fourth quarter 
of 1997. In addition to the business outlook figure from the 
survey, the model includes current values for housing permits, 
the interest rate spread, personal consumption and the S&P 
500.   ✴
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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

Date Class/Event

Oct. 7

Manufacturing Day - Join manufactur-
ers across the country for Manufacturing 
Day 2016. We need the participation and 
support of companies like yours for this 
event to be a success!

Oct. 19

Problem Solving & Decision Making 
- 9:00 am—4:30 p.m. at Rockland Com-
munity College in Suffern, NY. Instructor: 
Arnold Most, MOST Business Improve-
ment Solutions. Cost: $200 single Coun-
cil members, $175 each for two or more 
from the same company, $375 non-
members.

Oct. 20

HAZWOPER Refresher Training - 8:30 
- 4:30 at a location to be determined. 
Instructor: HRP Associates. Cost: $240 
per person or $220 each for 2 or more 
form the same company.

Nov. 2

Human Resources Management Is-
sues- 9:00 am—4:30 p.m. at Rockland 
Community College in Suffern, NY. In-
structor: Thomas P. McDonough, Jackson 
Lewis , P.C.. Cost: $200 single Council 
members, $175 each for two or more 
from the same company, $375 non-
member

Nov. 3 
& 4

OSHA 10 Hour for General Industry 
-  8:30 - 4:30 at a location to be determined. 
Instructor: HRP Associates. Cost: $240 per per-
son or $220 each for 2 or more form the same 
company.

Nov. 16

Making A Profit: Financial & Account-
ing Issues In Manufacturing - 9:00 
am—4:30 p.m. at Rockland Community 
College in Suffern, NY. Instructor: Steve 
Howell, Vanacore, DeBenedictus, Di-
Govanni, & Weddell. Cost: $200 single 
Council members, $175 each for two 
or more from the same company, $375 
non-members. 

Nov. 30

Best Practices & Continuous Im-
provement - 9:00 am—4:30 p.m. at 
Rockland Community College in Suffern, 
NY. Instructor: Paul Campanella, Action 
Plus Project Management. Cost: $200 
single Council members,  $175 each for 
two or more from the same company, 
$375 non-members. 
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Continued from front page  
 Manufacturing Day

Blaser Swisslube, Inc 
This is the second year Blaser Swisslube, Inc. Has held a 
Manufacturing Day event. Blaser manufactures and distrib-
utes metalworking fluids and lubricants. Their event is open 
to the public, including students. Guests will receive a tour of 
the manufacturing facility as well as the laboratory where they 
perform quality control testing on their products as well as test 
customer samples. There will be a viewing of the company video 
and refreshments will be provided.

Global Foundries 
GLOBALFOUNDRIES is opening its doors to students and edu-
cators of the local K-12 community. As a manufacturer of the 
world’s most advanced semiconductors, GLOBALFOUNDRIES 
is uniquely positioned to offer insight into its manufacturing 
technologies and how they are changing the way we live, work 
and play. This year, they are particularly excited to host MFG 
DAY at all three of U.S. manufacturing sites. As part of MFG 
DAY, Global Foundries have developed an exciting program that 
features a bunny suit demo, hands-on workshops, activities, and 
more! 

Global Foundries has also created a special MFG DAY Chal-
lenge, which calls upon students in grades K-12 to manufacture 
a special design using at least one integrated circuit along with 
any one or more predetermined elements that include light, 
sound, movement, color, and alternative energy. Students are in-
vited to exhibit their projects at the MFG DAY event and partici-
pate in a friendly competition with other schools that culminates 
with an award ceremony for the most innovative designs.

Dorsey Metrology International 
Dorsey Metrology is planning a tour for students at their facility 
and will have some of the workers talk to them about manufac-
turing and why they chose this path in life and of course there 
will have snacks.  This is also a way to meet a potential employer 
who is planning to expand, if attendees are interested

AMETEK Rotron 
This event will be an invitation only closed event for local stu-
dents featuring a tour of the manufacturing facilities for produc-
ing Ametek Rotron’s AC & Brushless DC Fans and Blowers for 

the Aerospace and Military End Markets. The areas of focus will 
be the manufacturing of both Ametek Rotron's sub-components 
(machined mechanical parts, motor winding & electronics) & 
our final assembly processes. 

Sono-tek 
For the third year, Sono-tek will open its doors to local high 
school students for a tour. 

JBT Corporation 
JBT Corporation (formerly Wolf-Tec) will hold tours for a local 
school group once again 
this year.

 Any day of the year can 
be Manufacturing Day. 
Companies and commu-
nity organizations should 
plan their events on the 
date that works best for 
them and their commu-
nity. Visit the Mfg Day 
site for more informa-
tion on holding open 
house events and tours. 
No matter what day an 
event is scheduled for, it 
should still be registered 
on the Mfg Day site 
because only registered 
event hosts have access 
to all of the free event 
planning and execution 
resources created by the 
national co-producers. 
Visit www.mfgday.com 
to register and event of 
find out more about Mfg 
Day!      ✴ 

In dealing with an office screamer, it’s best not to react at first, 
Mr. Dinkin says. This “throws the other person off balance, 
because they’re expecting you to push back,” he says. Listen to 
what the screamer is trying to say, then summarize it calmly, 
"so they feel they've been heard," he says. That may calm the 
screamer enough to let you state your position or start talking 
about solutions.

In the worst cases, a colleague or mediator can help. Mr. Dinkin 
says an employee of a small business sought help recently from 
the National Conflict Resolution Center because his boss was 
yelling at him so much that he couldn't focus on his work. As 
the worker's output declined, the boss got angrier and screamed 

more. The boss "felt the employee wasn't dedicated to his work, 
and the employee couldn't focus on his work because he felt re-
ally disrespected by the supervisor," Mr. Dinkin says.

The boss agreed to engage in talks, and the mediator had the 
two meet and listen respectfully to each other's emotions and 
viewpoint, then work out a solution. They started talking more 
often, tracking projects at earlier stages. The employee stopped 
fouling up, and the boss stopping blowing up.   ✴

Continued from page 5 
 Personnel Matters
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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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