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Manufacturing Days in Albany 2014:                                 

Let Your Voice be Heard  

The Manufacturers Alliance of New York 

(MANY), a statewide coalition of more 

than 1000 manufacturing firms will host 

Manufacturing Lobby Days on March 

17th and 18th.  The Council of Industry, a 

founding member of MANY is pleased to 

support and participate in this annual ef-

fort to promote a pro-growth agenda that 

will benefit all of the Empire Stateôs 

manufacturers.   

Over 85 Presidents and manufacturing 

executives from across the state partici-

pated in Manufacturing Days last year.  

This yearôs event will take place at the 

Hilton Albany and will feature an intro-

duction from Manufacturerôs Alliance 

President Randy Wolken, a 2014 public 

policy briefing, followed by guest speak-

ers, a legislative panel and a panel of the Business Coalition culminating in a legislative reception 

in the evening. Day two of the event will consist of lobby visits with elected officials. 

The goal of Manufacturing Days is to allow our economic sector the opportunity to rally together 

and relay to Albany our legislative agenda for 2014. ñAs we begin the legislative session, it is 

time for the Council of Industry and its affiliates with the Manufacturers Alliance to communi-

cate to our legislators the manufacturing sectorôs key issues and concerns for the year 

ahead. Some of the key items that will be discussed include the 2014 state budget, the Governorôs 

proposed tax breaks for manufacturers, economic development policies, workforce and educa-

tional programs.ò Said Harold King, Council of Industry Executive Vice President. This event 

will give attendees an opportunity to not only learn more about the Allianceôs upcoming legisla-

tive agenda, but it also gives our members an opportunity to meet with their elected officials to 

brief them on their businesses and discuss any legislation that is important to Hudson Valley 

manufacturers. 

Even if you have never visited your legislator before, it is important to start, and become in-

volved! The voice of manufacturing needs to be heard and our elected officials need to know that 

manufacturing is still the engine the drives New Yorkôs economy. There is no doubt that other 

groups will be spending a lot of time and resources presenting their case in Albany. Donôt miss 

you chance to help present our case! 

We urge all of our members to take advantage of this important event.  Please sign up and reserve 

your spot today!  The fee to attend is $100 per person and includes all meals and materials. More 

information and online registration is available on our website at: http://

www.councilofindustry.org/?p=1476 or  Harold King 845.565.1355, 

hking@councilofindustry.org for more info. 

Randy Wolken, President  of the Manufacturers       
Alliance of New York encouraging last yearôs           
attendees to speak with their elected officials about  
legislation that will affect them.  

http://www.councilofindustry.org/?p=1476
http://www.councilofindustry.org/?p=1476
mailto:hking@councilofindustry.org
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Training and Education  

Continuous Energy Improvement Workshop  

When: Wednesday, April 2, 9 am  -  5 pm  

Where: Business Resource Center, SUNY Ulster, Ulster Avenue, Kingston, NY  

Cost: $115 per person or $95 each for two or more from the same company  

To Register: Online http://www.councilofindustry.org/?p=1492   Call (845) 565 -1355  

   Or email Training@councilofindustry.org  
 

The Strategic Energy Group and the Council of Industry are offering a one- day training that covers the Con-

tinuous Energy Improvement (CEI) method, tools, and resources, and outlines the CEI process, expectations, 

and action items. This interactive workshop will include breakout working sessions and team building activi-

ties.  Each participant will leave with foundational work completed as well as a detailed action plan in order 

to begin implementing CEI at their respective facility. The workshop will provide a venue for the participat-

ing organizations to identify program sponsorship, begin a draft Program Scope and Energy Policy, and cre-

ate an awareness plan. This training is intended for participation by each organizationôs Plant Manager, Pro-

duction Manager, Energy Manager, Operations Improvement Specialist, Maintenance and or Production 

Supervisor team members.  

Goals and Objectives 

¶ Introduce elements of a Continuous Energy Improvement Process 

¶ Draft Energy Program Scope & Energy Policy 

¶ Identify Energy Team role and responsibilities 

¶ Understand how to Identify  Common Energy Wastes  

¶ Appreciate Importance of Employee Engagement 

¶ Begin work on a Strategic Plan 

¶ Develop performance indicators to monitor and track energy 

Strategic Energy Group has been implementing CEI since 2005 and now has over 100 Energy Teams in 

place across North America. SEG has worked with companies such as M&M Mars, Hershey Chocolate, 

Campbellôs Soup, E&J Gallo Winery, Dole, Land Oô Lakes, Sam Adams Brewery, Kunzler, and Nike on the 

Continuous Energy improvement process. 

 
 

SolidWorks Essentials  

Dates:  April 8, 9, 10,  and 15, 16  

Time:   9:00 am -  5:00 pm  

Location: Dutchess Community College, Poughkeepsie, NY  

Cost: $375 per person  

Register: Online http://www.councilofindustry.org/?

p=1028 , call (845) 565 -1355 or e -mail train-

ing@councilofindustry.org .   
 

 

This five day, hands on course, presented by CADimensions, is for those who wish to have a good funda-

mental understanding of SolidWorks. It will cover all the basics, from part modeling, creating assemblies, 

and general design drawings and detailing. The course is weighted towards part design. This course is sup-

ported by SUNY Workforce Development Grant funding for members of the Council of Industry. The regu-

lar cost per seat is $1500; your cost through this program is $375 per seat.  

**class is limited to 12 participants**  
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http://www.councilofindustry.org/?p=1492
mailto:training@councilofindustry.org
http://www.councilofindustry.org/?p=1028
http://www.councilofindustry.org/?p=1028
mailto:training@councilofindustry.org
mailto:training@councilofindustry.org
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Network & Council News  

 

 

   

 Chartier              

explained how  

to address           

tattoos in your                   

employee    

manual and 

when an                

employer         

needs to make 

ñreasonable             

accommoda-

tionsò for                  

employees 

sporting these 

forms of self  

expression.  

Council of Industry mem-

ber Greg Chartier gave a 

presentation to the Human Re-

sources Sub-council based on 

information available in his 

new book ï Which Law Did 

You Break Today? It is a guide 

to employment law that helps 

small business owners deter-

mine which laws they need to 

comply with, all relevant re-

quirements, employer/

employee rights, and where to obtain additional information. This presentation focused on those tricky 

situations that can come up when interviewing potential employees or when dealing with a ñsituationò 

that arises with existing employees concerning tattoos, piercings and cross dressing and gender identi-

ty.  

Tattoos and body piercings have become more common place over the last two decades and while in 

certain areas of business they are accepted with out issue there are still circumstances where they are 

not appropriate. Chartier explained how to address tattoos in your employee manual and when an em-

ployer needs to make ñreasonable accommodationsò for employees sporting these forms of self expres-

sion. 

A more ticklish subject was cross dressing and gender identity or what to do when an employee de-

cides to come to work dressed as the opposite sex. This topic boils down to a medical statement from a 

doctor addressing a change in gender identity should be made available to employers prior to this situ-

ation.  

Chartier discussed the more aggressive EEOCôs new strategic enforcement plan and additional emerg-

ing and developing issues. Among these he discussed the enforcement of equal pay laws and prevent-

ing harassment. He also discussed the OFCCPôs new regulations requiring federal contractors to estab-

lish hiring bench marks for disabled individuals and veterans and many other federal employment law 

topics. 

Greg is a well-known management consultant, educator and speaker, and is the principle of The Office 

of Gregory J. Chartier and HRinfo4U, a human resources consulting firm established in 2002. His 

book is available from Amazon.com and Google Books. 

Tattoos, Piercings and Cross Dressing, Oh My! Just Some of 

the Topics Addressed at the Januaryôs HR Sub- council 
Meeting  

Welcome New Members:  

Rhinebeck Bank -   Personal and commercial banking products. Insurance and            
investments are also available through Brinckerhoff & Neuville and New Horizons Asset  

Management Group. Contact: Rich Kolosky  

 

Welcome New Associate Members:  

Rosen Seymour Shapss Martin & Company LLP ï Accounting          
services. Contact: William Hughes 
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Personnel Matters  

HRinfo4u is a Human Resource consulting firm that uses technol-
ogy and social media to provide relevant, real-time and practical 

information to smaller and mid-size firms. We want to make your 

organizational life easier so that you can be more effective; be-
cause you didnôt choose Human Resources as your core compe-

tency; we did.  

 

 

 You should 

have a policy 

that                  

determines 

whether 

weather          

related        

absences of 

lateness will  

be considered 

unexcused         

or excused, 

what the  

proper call in 

procedures are 

and if                   

lost time  

needs to be 

made up on 

another day.  

   

What do you do if inclement weather closes your 

business or makes it difficult or impossible for em-

ployees to get to work? How do you handle absences 

or lateness due to inclement weather or poor road 

conditions? Do you have to pay employees if you 

send them home early because the weather is getting 

bad? These are common questions asked during a 

cold, snowy winter like the one we are experiencing. 

Generally, employers decide how to handle weather 

related absences and lateness. You should have a 

policy that determines whether weather related ab-

sences of lateness will be considered unexcused or 

excused, what the proper call in procedures are and 

if lost time needs to be made up on another day. 

Under the Fair Labor Standards Act, you donôt need 

to pay non-exempt employees for time not worked. 

This applies whether your business completely shuts 

down or if it remains open but workers cannot get to 

work. You can choose to pay non-exempt employees 

under inclement weather conditions, typically when 

you send workers home or close completely. As an 

alternative, you can choose to allow or require em-

ployees to use earned or accrued time off to pay for 

these inclement weather days. Since these policies 

are beyond what is legally mandated, you should 

decide, in advance, how you will pay your employ-

ees under these circumstances. 

However , the NYS DOL issued regulations that 

require private employers to pay an employee who 

reports to work on any day at least four hours (or the 

number of hours in the employeeôs regularly sched-

uled shift, if less than four) at minimum wage. If the 

business is closed and no one notified the employee, 

they are entitled to this minimum amount of ñshow-

up pay.ò 

Exempt employees, on the other hand, cannot have 

their salaries reduced ñfor absences occasioned by 

the employer.ò 

So, if you close 

your business due 

to bad weather 

for less than a 

full workweek, 

you must pay 

exempt employ-

ees their full sala-

ry for the week, 

even if you stay 

open but an ex-

empt em-

ployee 

cannot 

report to 

work due 

to the 

weather.  

If an ex-

empt em-

ployee 

misses an 

entire workday due to inclement weather when you 

are open for business, you may deduct one full-day 

absence from their paycheck but not partial day ab-

sences. In addition, if an exempt employee works 

from home on bad weather days, you may not deduct 

from their pay. 

Adopting an inclement weather policy is a good 

practice as it will help you avoid last minute deci-

sions about absences and pay issuesô 

¶ Who will decide when or if your business clos-

es? Are there any factors to consider: a snow 

emergency, shut down of public transportation, 

etc. 

¶ How will you communicate the closure? A call 

in hotline, text message, phone tree, radio an-

nouncement? 

¶ Are there essential personnel that must report? 

¶ Can employee work remotely if necessary and 

what are your expectations for that work? 

¶ What is your call in procedure if an employee 

cannot make to work? 

¶ If you shut down or send employees home will 

you pay non-exempt employees for lost time? 

¶ May or must employees use vacation or other 

accrued time off for missed work due to inclem-

ent weather? 

Preparing for inclement weather but establishing a 

policy and letting your employees know ahead of 

time will save you anxiety and maintain a good com-

munication relationship with your employees. 

Inclement Weather  
By Greg Chartier, HR Info 4U, a Council of Industry Associate member  
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More Personnel Matters  

Documents, documents, documents: What to keep, what to 

shred  
By Tammy Binford, from HRHero.com  

The hiring process has a way of creating a lot of 

paperwork. A single job opening can bring a flood 

of resumes, cover letters, and applications from a 

horde of hopefuls. Once the decision has been 

made, the question becomes 

what to do with the pile of docu-

ments the hiring process gener-

ates.   

Recently, a group of attorneys 

focusing on employment law 

topics offered answers to the 

question of how long to keep 

documents on job candidates 

who were interviewed but not 

hired. 

One year minimum 

A few federal laws spell out how long to keep 

hiring documents. Title VII of the Civil Rights 

Act of 1964, the Americans with Disabilities Act 

(ADA), and the Age Discrimination in Employ-

ment Act (ADEA) stipulate that covered employ-

ers must keep hiring records for at least one year. 

Under the ADEA, documents should be kept at 

least two years if the employer knows the appli-

cant or employee is at least 40 years old. 

Title VII and the ADA cover employers with at 

least 15 employees, and the ADEA covers em-

ployers with 20 or more employees. 

Government contractors also have record require-

ments. Executive Order 11246 requires contrac-

tors with fewer than 150 employees or a contract 

of at least $150,000 to retain hiring documents for 

at least one year. Contractors with 150 or more 

employees and a contract of $150,000 are required 

to keep records for two years. 

Ryan B. Frazier, a shareholder with Kirton 

McConkie in Salt Lake City, Utah, reminds em-

ployers that collective bargaining agreements also 

may specify how long applications and other hir-

ing documents are to be kept. He recommends 

keeping applications for at least three years. ñThat 

way, you can be sure that you have complied with 

your legal obligations,ò he said. 

Reggie Gay, a shareholder with the McNair Law 

Firmôs Greenville, South Carolina, office, advises 

keeping employment applications for candidates 

who are interviewed but not hired for at least two 

years from the date the hiring process is complet-

ed. ñThat means two years from the date the job is 

filled,ò he says. ñBy doing so, you will preserve 

documentation in case an applicant claims she was 

subjected to discrimination in the hiring pro-

cess.ò 

File more than applications 

Gay also reminds employers to retain more 

than just applications. Resumes, interview 

notes, question outlines, and other materials 

prepared or used during the hiring process 

should be filed. 

For individuals who are hired, Gay says em-

ployers should keep documents for the dura-

tion of their employment plus two years after their 

employment ends. ñAlso, be aware that if a dis-

crimination or unlawful employment practice 

charge is filed against you, applications and other 

records must be kept until the matter is resolved,ò 

he says. 

Jason Ritchie, a partner with Holland & Hart in 

Billings, Montana, also stresses that document 

retention requirements change when someone files 

a charge or claim of discrimination. In such a situ-

ation, employers ñmust retain all relevant job ap-

plications and hiring records until the final dispo-

sition of the complaint or the conclusion of any 

lawsuit,ò he says. ñThat means you must retain 

documents for not only the person who filed the 

complaint but also for all individuals who applied 

for the job at issue.ò 

Karen Gwinn Clay, an attorney with The Kullman 

Firm in Jackson, Mississippi, says employers 

should retain documents to protect the organiza-

tion against any discriminatory failure-to-hire or 

failure-to-promote claims. ñIn addition to keeping 

applications, you will also want to retain resumes, 

job postings, and any 

other documents re-

lated to the selection 

process,ò she says. 

In addition to federal 

law requirements, 

employers need to be 

aware of any state 

laws affecting the 

hiring process and 

document retention. 

 

  

 

 

   Gay also               

reminds employ-

ers to retain 

more than just 

applications.                

Resumes,             

interview notes, 

question out-

lines, and other 

materials                   

prepared or           

used during                   

the hiring                 

process should 

be filed.  
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Legislative Matters  

 

 If this proposed 

rule is imple-

mented, it will 

significantly 

shorten the time 

period from the 

filing of a union 

representation   

petition to the 

date on which a 

representation 

election is held. 

This creates a 

distinct                  

advantage for 

the union,             

because it gives 

the employer 

less opportunity 

to counteract a 

union campaign 

which likely   

began well           

before the filing 

of the represen-

tation petition.  

  

On February 6, 2014, the National Labor Relations 

Board ("Board") reissued a proposed rule that would 

significantly shorten the timetable for union repre-

sentation elections. This same proposed rule (which 

has become known as the "quickie" or "ambush" 

election rule) was initially issued by the Board on 

June 22, 2011. After the proposed rule was met with 

strong opposition from employer organizations, the 

Board issued a final rule on December 22, 2011, that 

was a scaled-down version of the proposed rule. The 

final rule became effective on April 30, 2012. How-

ever, on May 14, 2012, the U.S. District Court for 

the District of Columbia declared the final rule to be invalid because the Board lacked a quorum when 

it voted on the final rule. The Board appealed the decision, but recently announced that it was with-

drawing its appeal. 

As some had predicted, the Boardôs withdrawal of its appeal set the stage for its reissuance of the 

broader June 22, 2011, proposed rule. The proposed rule: 

Establishes electronic filing of election petitions and other documents (intended to speed up pro-

cessing); 

Requires pre-election hearings to begin seven days after a petition is filed (currently, pre-election hear-

ings can begin up to two weeks after a petition is filed); 

Defers litigation of all "eligibility" issues if they involve less than 20% of the proposed bargaining unit 

until after the election (these issues would be decided post-election if needed); 

Eliminates pre-election appeals of rulings by Board Regional Directors; and 

Reduces the time in which an employer must provide an electronic list of eligible voters from seven 

days to two days. 

If this proposed rule is implemented, it will significantly shorten the time period from the filing of a 

union representation petition to the date on which a representation election is held. This creates a dis-

tinct advantage for the union, because it gives the employer less opportunity to counteract a union 

campaign which likely began well before the filing of the representation petition. 

Comments on the proposed rule from interested parties must be received on or before April 7, 2014. 

After the comment period, the Board may revise the proposed rule, or may issue it as a final rule. The 

Boardôs decision to reissue the original proposed rule that was is-

sued on June 22, 2011 (rather than the final rule that was issued on 

December 22, 2011) seems to indicate that the Board may not be 

willing to make significant changes before a final rule is issued. 

However, it is likely that the final rule ð in whatever form it is is-

sued ð will once again be challenged by employer organizations in 

federal court on the ground that the Board exceeded its rulemaking 

authority. 

Labor and Employment: National Labor Relations Board         

Reissues Proposed Rule on "Quickie" Elections  
By Tyler T. Hendry, Bond, Schoeneck & King PLLC, Council of Industry Associate Member  
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  Healthcare Reform Update  

Under one of 

the new          

regulatory 

transition rules 

for 2015, an 

employer in 

the 50 -99 full -

time employee 

range will not 

face any pay -

or -play penal-

ties at all 

(neither the 

ñ(a)ò nor the 

ñ(b)ò penalty) 

as long as the 

employer can 

demonstrate 

that it has not 

reduced its 

workforce to 

qualify for 

transition relief 

and it main-

tains any pre-

viously -offered 

coverage.  

As previously reported, the IRS released final regu-

lations on the Affordable Care Actôs (ACA) em-

ployer ñshared responsibilityò provisions, also 

known as the ñpay-or-playò mandate. The final reg-

ulations include a number of important transition 

rules that are intended to phase in the pay-or-play 

penalties during 2015 and 2016. A number of ques-

tions have arisen as to how the penalty provisions 

work during the 2015 transition period for applica-

ble large employers. 

By way of background, the 

pay-or-play penalties consist 

of two parts: the ñ(a)ò penal-

ty, which generally is equal 

to the number of full-time 

employees the employer em-

ployed for the year (minus up 

to 30) multiplied by $2,000; 

and the ñ(b)ò penalty, which 

is $3,000 per year times the 

number of full-time employees who obtain a premi-

um tax credit on the exchanges, but not more than 

the ñ(a)ò penalty amount. The ñ(a)ò penalty could 

apply if an applicable large employer fails to offer 

coverage at all to a sufficient number of its full-time 

employees and dependents. The ñ(b)ò penalty could 

apply if the employer does offer coverage, but that 

coverage is either unaffordable or does not provide 

ñminimum valueò as defined by regulation. Also, 

these penalties are only triggered if a full-time em-

ployee otherwise purchases coverage on a public 

insurance exchange and obtains a premium tax cred-

it or subsidy for that coverage. 

Under one of the new regulatory transition rules for 

2015, an employer in the 50-99 full-time employee 

range will not face any pay-or-play penalties at all 

(neither the ñ(a)ò nor the ñ(b)ò penalty) as long as 

the employer can demonstrate that it has not re-

duced its workforce to qualify for transition relief 

and it maintains any previously-offered coverage. 

Under a separate 2015 transition rule for employers 

of 100 or more full-time employees, an employer 

can avoid the ñ(a)ò penalty for 2015 as long as it 

offers coverage to at least 70% of its full-time em-

ployees. After 2015, all large employers of 50 or 

more full-time employees can avoid the ñ(a)ò penal-

ty as long as they offer coverage to at least 95% of 

their full-time employees. 

But what about the ñ(b)ò penalty? Could an employ-

er that offers coverage to at least 70% of its full-

time employees in 2015 still be subject to the ñ(b)ò 

penalty for 2015? If so, would that penalty apply 

only to the employees who are actually offered cov-

erage that is either unaffordable or fails to provide 

minimum value? Or, does that ñ(b)ò 

penalty also potentially apply to the 

group of employees who had no 

offer of coverage at all, i.e., those in 

the up to 30% group to whom cov-

erage does not have to be offered 

under the transition rule? 

Some have questioned whether 

large employers of 100 or more full

-time employees subject to the new 

2015 transition relief would be ex-

posed to any penalties at all for 

2015 with respect to those full-time employees to 

whom coverage is not offered as long as coverage is 

offered to at least 70% of the full-time employees. 

As explained below, the preamble to the IRS final 

regulations, as well as the recently issued IRS FAQs 

on the shared responsibility payment rules, appear 

to answer this question by indicating that a ñ(b)ò 

penalty could still apply. 

After describing the new 2015 transition relief, the 

regulatory preamble states: ñApplicable large em-

ployer members qualifying for the transition relief 

set forth in this section XV.D.7.a continue to be 

subject to a potential assessable payment under sec-

tion 4980H(b).ò The preamble does not say whether 

this potential application of the ñ(b)ò penalty is only 

for the 70% or more 

full-time employees 

to whom coverage is 

offered or also to the 

group of employees 

to whom no coverage 

is offered. 

Continued on 

page 15  

 

ACA Shared Responsibility Penalties ï 

Am I subject to (b) or not to (b)? That is the $3,000 question!  
By Paul Hamburger, Proskauer, From IMA Update  
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EHS Matters  

 

 

 

Labels on 

shipped contain-

ers now will           

require signal 

words, hazard 

pictograms,  

hazard                 

statements,              

precautionary 

statements and 

the name,             

address and             

telephone              

number of the 

chemical             

manufacturer, 

importer or            

other responsible 

party.  

The deadline for covered employers to train work-

ers on the GHS formatting passed on Dec. 1, 2013. 

But if you fear roving bands of OSHA inspectors 

banging on doors to identify GHS scofflaws, donôt 

hit the panic button. Just get started. 

Now that OSHA has aligned the hazard communi-

cation (HazCom) standard with the 

United Nationsô Globally Harmonized 

System of Classification and Labeling 

of Chemicals (GHS), the clock has run 

out on the deadline to train your em-

ployees on the new GHS formatting. 

HazCom still will be HazCom, but 

with a whole new look. 

For one thing, HazCom will feature 

new label elements, including the defi-

nitions for hazards, the classification 

of mixtures and the format for safety 

data sheets (SDS), which will replace 

material safety data sheets (MSDS). Labels on 

shipped containers now will require signal words, 

hazard pictograms, hazard statements, precaution-

ary statements and the name, address and tele-

phone number of the chemical manufacturer, im-

porter or other responsible party. 

Signal words alert users of the relative severity of 

a potential hazard. ñWarningò indicates a less se-

vere hazard; ñDangerò alerts users to a more se-

vere hazard. Pictograms identify the product the 

same way globally. Hazard statements describe the 

nature of the chemical, and precautionary state-

ments describe the measures that should be taken 

to prevent adverse effects. 

The deadline for covered employers to train em-

ployees on the GHS formatting passed on Dec. 1, 

2013. But if you fear roving bands of OSHA in-

spectors banging on doors to identify GHS scoff-

laws, donôt hit the panic 

button. Just get started. 

Donôt Panic 

During my tenure as Virgin-

iaôs labor commissioner, my 

colleagues and I did our 

best to keep perspective. In 

the big picture, our goal was 

not so much to find an ide-

alized picture of workplace 

perfection behind every 

door; thatôs unrealistic. Instead, we tried to work 

with employers to identify, prevent and abate 

known hazards. And while safety is critical, we 

were not blind to other interests that compete for 

employersô time and attention. 

Making the task more difficult, many conscien-

tious employers, especially 

small and midsize employ-

ers, lack a full-time or 

even a part-time safety and 

health director. Many of 

these employers may be 

completely unaware of the 

new directive. 

At least in the foreseeable 

future, OSHA likely will 

identify GHS violations 

incidentally. Often, they 

will be discovered in the 

course of a regularly scheduled inspection or when 

responding to a reported incident or hazard. You 

should be prepared at any time to provide docu-

mentation demonstrating that all covered employ-

ees have completed the HazCom training. 

What Should You Do? 

First of all, breathe. And get the training for your 

co-workers. Avoid or reduce the sting of a citation 

by showing good faith. 

How? One quick and relatively inexpensive way is 

to schedule a brief training with a safety or health 

consultant.  

You also can conduct your own training using 

videos and materials offered online, such as those 

provided by the National Safety Council. OSHAôs 

website includes helpful information such as 

QuickCards, its GHS fact sheet, its Hazard Com-

munications page and its brief on GHS-compliant 

labels and pictograms. 

Whether you use a piece of string on your finger 

(which I do NOT recommend) or an electronic 

calendar, go ahead and note the other GHS dead-

lines on the horizon: 

Å June 1, 2015 ï New label requirements and SDS 

must be in place. Distributors must be in compli-

ance if they are not passing along manufacturer 

labels. 
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