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Manufacturing Champions Recognized for 

Their Achievements 

Each spring the Council of Industry, 

the manufacturers association of the 

Hudson Valley, recognizes individuals 

from the private and public sector 

along with an organization, who 

through vision, dedication, hard work 

and tireless involvement have helped 

to overcome some of the many obsta-

cles faced by manufacturers in the 

Hudson Valley community and in so 

doing they have made it possible for 

manufacturers and their  employees to 

prosper. On Friday, May 29th, the 

Council honored the 2015 recipients 

of the Manufacturing Champion 

Awards at a breakfast held at the 

Dutchess Golf Club  in Poughkeepsie, 

NY. The 2015 Honorees are Ralf Lud-

wig, General Manager of JBT Wolf-

tec in Kingston, NY, Congressman 

Sean Patrick Maloney, and SUNY Dutchess Community Services. 

Before the awards ceremony began, Jenko Kent from Stage 6 Media present the industry leaders 

and elected officials in the audience with the findings of a joint project with the Council of Indus-

try  to develop an initiative to encourage young people here in the Hudson Valley to consider ca-

reers in advanced manufacturing. The final goal of this project is to build a set of tools that shows 

students, parents, and educators what manufacturing is really all about, and what kind of oppor-

tunity is available in this industry. Kent shared the insights from  discussions with over 15 manu-

facturers and 

industry experts, 20 educators in the school and college systems, and spoke to or surveyed over 

120 parents and 250 students across the Hudson Valley. The findings showed that there a many 

misconceptions among both manufacturers and their future workforce concerning what modern 

manufacturing is and who would be interested in careers in modern manufacturing. 

 The private sector champion, Ralf Ludwig, General Manager of Wolf-tec for John Bean Technol-

ogies (JBT) Corporation, was introduced by past Manufacturing Champion and Ulster County 

Executive Michael Hein. Ralf’s 30 years of hard work and commitment led to the acquisition of 

his company, Wolf-tec, Inc., an innovative equipment manufacturer providing processing solu-

tions for poultry, beef, pork, and seafood, to JBT in December 2014. He remains in a leadership 

position at Wolf-tec working to increase manufacturing in Kingston. Ralf is dedicated to improv-

ing the skills and opportunities of the region’s workforce.  Ralf, or his team, sit on numerous edu-

cation committees and he has worked intensively with SUNY Delhi to first champion, and then 

create, a Mechatronics program. Ralf emphasized that he was able to do all that he has accom-

plished as part of a larger team that encompasses others at Wolf-tec and his family. He also 

touched on the earlier presentation saying that, “We can build up manufacturing by building on 

our youth.” 

                                                          Continued on page 13   
         

 

Accepting the award for Congressman Maloney, Michael 

Limperopulos, District Director; accepting the award for SUNY 

Dutchess, Dr. Ellen Gambino, Vice-President of Academic Affairs 

and Manufacturing Champion Ralf Ludwig,  General Manager at 

JBT Wolf-tec. 
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Training & Education 

 

 

 

 Register              

online for                 

Intermediate 

PLCs,                      

Regulatory               

Refresher  

Training,  or                      

the Certificate 

in                           

Manufacturing 

Leadership at 

SUNY Rockland 

at 

www.councilof 

industry.org.  

 

  

Intermediate Programmable Logic Controllers (PLCS) 

Intermediate Programmable Logic Controllers (PLCs) - presents an overview of Allen Bradley controller 

architecture, hardware, programming, ladder logic and troubleshooting. It includes hands on practice with 

a PLC on a lab bench. 

SUNY Sullivan is home to one of the SUNY Manufacturing Alliance for Research and Technology 

Transfer (SMARTT) These labs were created to provide New York manufacturers with access to state-of-

the-art technologies and training in how to use them.  

Please register by June 30th 

Date(s): July 29 & 30, 2015 

Time: 8:30 am - 4:30 pm 

Location: SUNY Sullivan, 112 College Rd, Loch Sheldrake, NY 12759 

Instructor: Dr. Cynthia V. Marcello 

Cost: $175 per person or $150 each for two or more from the same company 

To register click here 

 

Regulatory Refresher Training Offered this Fall 
 
Sept 17 DOT Hazardous Materials  October 1 RCRA Hazardous Waste 

October 15  HAZWOPER    October29,30 OSHA 10 Hour 
 

Do your employees need regulatory training this year? The Council of 

Industry and HRP associates have put together some of the more com-

mon regulatory trainings at affordable prices. Full course descriptions 

and pricing are available on our website www.councilofindustry.org or 

to ask questions or register email training@councilofindustry.org. or call

(845) 565-1355.  

 

 
Certificate in Manufacturing Leadership Courses at                         

SUNY Rockland    

Classes and dates offered are:                                                                                                                                
  September 16 & October 7, 2015             Fundamentals of Leadership 

   October 21, 2015                              Problem Solving & Decision Making 

  November 4, 2015         Human Resource Management Issues 

  November 18, 2015                             Making a Profit in Manufacturing 

  December 2, 2015         Best Practices & Continuous Improvement 

  December 16, 2015        Positive Motivation & Discipline 

Cost for the entire program :$1,250 Council members,  $2,500 non-members. For two or more from the 

same company: $1,075 each Council members, $2,150 each non-members.  

For individual classes: $200 Council members,  $175 each Council members for two or more from the 

same company, $375 non-members  

Fundamentals of Leadership cost (2 day course): $400  Council members, $350 Council members for two 

or more from the same company, $700 each non-members 

Register online at www.councilofindustry.org or email training@councilofindustry.org or call (845) 565-

1355. 

                         

http://www.councilofindustry.org/training/course-list/
http://www.councilofindustry.org/training/course-list/
http://www.councilofindustry.org/course/intermediate-programmable-logic-controllers-plcs/
https://connect.computility.com/f/fid.php?id=3677e94f652409b942d9b142f5e372a0
http://www.councilofindustry.org/
mailto:training@councilofindustry.org
http://www.councilofindustry.org/training/course-list/
mailto:training@councilofindustry.org
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Sub-council & Networking News 

HR Sub-council: Conflict Resolution 

 and Mediation 

Topic: Valuable Tools In Avoiding and Resolving 

Employment Related Disputes  

When: Friday, June 26, 8:30- 10:00 am  

Where: The Council of Industry Office, The Des-

mond Campus, MSMC, Newburgh, NY 

Cost: None for members 

This program will present practical information about the bene-

fits of a conflict resolution program for employment related dis-

putes and how to establish one for your company, including how 

to set it up, how to choose a mediator and unique features of me-

diation in the workplace. Panelists will discuss the use of conflict 

resolution and mediation to resolve disputes, reduce costs, speed 

resolution, and bring value. They will explore distinguishing be-

tween different kinds of conflicts, those that can be resolved in-

ternally and those that require outside or professional mediation. 

How allowing people to be heard promotes effective resolution 

of disputes will be addressed as well as how a “small” unresolved 

conflict may affect a whole organization. The elements that are 

important to an effective conflict resolution program will be ex-

plored as well as how conflict resolution can be especially useful 

in resolving disputes where cultural diversity and related difficul-

ties in cross-cultural communication are a factor. 

In addition to speakers with expertise in conflict resolution and 

mediation of employment related matters, this program will also 

explore how parties in dispute can be sensitized to diversity and 

cross-cultural communication as well as the value of having me-

diators with skill in addressing the cross–cultural communication 

issues which can arise in a diverse workplace. If you have specif-

ic questions regarding employment mediation please email them 

to abutler@councilofindustry.org  and we’ll forward them to the 

speakers who will address them at the meeting. 

Our Presenters: 

David C. Singer, Esq.,  is the Chair of the Dispute Resolution 

Section of the New York State Bar Association 

and trial and dispute resolution partner of the 

law firm Dorsey & Whitney LLP.   In addition 

to his extensive litigation and trial experience 

he has served for over 20 years as a neutral 

mediator and arbitrator and is on the panels of 

mediators and arbitrators of the American Ar-

bitration Association, is a Distinguished Neu-

tral of the International Institute for Conflict 

Prevention and Resolution, and is on panels of other conflict res-

olution associations and state and federal courts. Singer also has 

an article on page 6 of this edition of the CI Newsletter. 

Continued   

 

Carolyn E. Hansen, Esq., is an international 

attorney with experience as in-house counsel 

and in private practice in the U.S. and over-

seas; she speaks Mandarin Chinese, has a 

working  knowledge of Spanish and is on the 

mediator and arbitrator panels of the Ameri-

can Arbitration Association’s International 

Center for Dispute Resolution, federal and 

state courts and other organizations.  A mediator for 14 years and 

an arbitrator for 10 years, on the Executive Committee of the 

Dispute Resolution Section of the New York State Bar Associa-

tion she utilizes her expertise in cross-cultural communication as 

Co-Chair of its Diversity Committee and of its International Me-

diation Subcommittee.  

 

Welcome New Associate           

 Member: 
 

Focus Media– A full-service communications 

organization.  Orange County. Contact: Josh 

Sommers.  

 

Take Part in Our Feedback Survey  
Help us improve your manufacturers   

association 

The Council of Industry is 

seeking input from stake-

holders to improve the 

programs and services we 

provide and help us better 

fulfill our mission. 

Please take a few minutes 

to complete this short 

survey.  Last day to       

complete this will be  

June 17th. Your input will 

be greatly appreciated. 

https://

www.surveymonkey.com/

s/1910Council_feedback 

 

https://www.surveymonkey.com/s/1910Council_feedback
https://www.surveymonkey.com/s/1910Council_feedback
https://www.surveymonkey.com/s/1910Council_feedback
https://www.surveymonkey.com/s/1910Council_feedback
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Human Resource Matters 

On May 19, the Internal Revenue Service (IRS) 

released new “Questions and Answers” (FAQs) 

detailing how employers should report Offers of 

COBRA Coverage on Form 1094-C and Form 

1095-C. This additional guidance from the IRS 

provides welcome information on some difficult 

reporting scenarios related to reporting offers of 

COBRA coverage. 

Background 

Beginning in January 2016 (for 2015), Internal 

Revenue Code (IRC) Code Section 6056 under 

the Affordable Care Act (ACA) requires applica-

ble large employers (ALEs) to report to the IRS 

the details of any health coverage offered to full-

time employees. Generally, an applicable large 

employer (ALE) is an employer that, together 

with other employers in its controlled group, em-

ployed an average of at least 50 full-time and full-

time equivalent employees on business days dur-

ing the preceding calendar year. 

IRS Form 1094-C, Transmittal of Employer-

Provided Health Insurance Offer and Coverage 

Information Returns, and Form 1095-C, Employ-

er-Provided Health Insurance Offer and Coverage 

will be used for Section 6056 reporting. The IRS 

published Forms 1094-C and 1095-C, and instruc-

tions on the employer-reporting requirements 

under Code Section 6056, in February 2015. Elec-

tronic filing is mandatory for ALEs that issue 250 

or more Forms 1095-C. Draft electronic filing 

specifications were released on April 27, 2015. 

 

 

 

 

 

 

 

 

 

 

Reporting Offers of 

COBRA Coverage 

and Other Enroll-

ment Information 
New “Questions and 

Answers” (FAQs) 

detailing reporting of 

COBRA Coverage on Form 1094-C and Form 

1095-C offer helpful insights to employers; for 

example detailing how to report self-insured cov-

erage for nonemployees, such as former spouses, 

board members, and retirees. 

The guidance also clarifies how to report full-time 

employees who terminate employment and re-

ceive an offer of COBRA continuation coverage. 

Generally, offers of COBRA continuation cover-

age made to former employees are not reported as 

an offer of coverage on Part II of Form 1095-C, 

unless the individual actually enrolls in self-

insured coverage. 

In one example offered within the guidance, a full

-time employee enrolled in self-only coverage, 

but later terminated employment. The individual 

received an offer of continuation coverage under 

COBRA, but did not enroll. For the month in 

which the employee terminated employment, the 

employer should enter code “1H” (No offer of 

coverage), on Form 1095-C, line 14; and code 

“2B” (Employee not a full-time employee), on 

line 16. After the month in which the termination 

occurs, the employer would report code 1H on 

line 14 and code “2A” (Not employed on any day 

of the calendar month) on line 16. 

The next example goes on to explain that, if the 

former employee enrolled in self-only COBRA 

coverage following termination of employment, 

in addition to entering code “1E” (Minimum es-

sential coverage providing minimum value of-

fered to employee and at least minimum essential 

coverage offered to dependent(s) and spouse) on 

line 14, the employer should report the COBRA 

premium for the lowest-cost, self-only coverage 

providing minimum value offered on line 15, and 

should enter code “2C” (Employee enrolled in 

coverage offered), on line 16. 

Continued on next page 

 

 

Beginning in              

January 2016  

(for 2015),                  

Internal Revenue 

Code (IRC) Code 

Section 6056              

under the                   

Affordable Care 

Act (ACA)                    

requires                         

applicable large 

employers (ALEs) 

to report to the 

IRS the details                 

of any health    

coverage offered 

to full-time                  

employees. 

 

 

 

 

 

IRS Issues New FAQs About ACA Employer Information                          

 Reporting: Offers of COBRA Coverage on Form 1094-C 
 and Form 1095-C 
From the ADP Research Institute®, ADP is a Council of Industry Associate Member 
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The guidance  

also clarifies  

how to report  

full-time        

employees who 

terminate                

employment              

and receive an 

offer of COBRA 

continuation   

coverage.  

 

 

 

Reporting for Ongoing Employees Who Receive 

COBRA Coverage Due to a Reduction in Hours 

The IRS FAQs clarify that ALE members offering 

COBRA continuation coverage to employees that 

lose coverage under the employer-sponsored plan 

due to a reduction in hours (e.g., to part-time status) 

should report the offer of COBRA coverage as an 

offer of coverage in Part II of Form 1095-C. 

As an illustrative example, a full-time employee 

was enrolled in self-only coverage offered from 

January 1, 2015 through October 31, 2015, with an 

employee contribution for the lowest-cost, self-only 

coverage option of $150 per month. On November 

1, 2015, the person transferred to a part-time posi-

tion and was offered COBRA coverage with a pre-

mium of $250 per month for self-only coverage (the 

lowest-cost option for COBRA coverage available). 

If the employee enrolls in COBRA coverage for the 

months of November and December 2015, the ALE 

should report on Form 1095-C, line 14, code 

“1E” (Minimum essential coverage providing mini-

mum value offered to employee and at least mini-

mum essential coverage offered to dependent(s) and 

spouse assuming the offer was made to dependent

(s) and spouse). The ALE would report $250 on line 

15 (the lowest-cost, self-only COBRA coverage 

providing minimum value), and should enter code 

“2C” (Employee enrolled in coverage offered), on 

line 16. 

Alternatively, if the employee elects not to enroll in 

the COBRA continuation coverage, the ALE mem-

ber should complete lines 14 and 15 in the same 

manner, but enter the applicable code (if any), for 

line 16, such as a code denoting any applicable af-

fordability safe harbor that was met. If no afforda-

bility safe harbor was met (e.g., due to the reduction 

in hours), and the employee is still in a stability 

period in which they are considered a full-time em-

ployee, the ALE member could be liable for a 

Shared Responsibility Assessment under Section 

4980H(b) (i.e., in this example, $250 (indexed) per 

month for November and December), if the employ-

ee obtains a Premium Tax Credit and Marketplace/

Exchange health coverage. Line 16 may be left 

blank if no code applies. 

Reporting Coverage of Spouses and Dependents 

Who Separately Elect COBRA Coverage 

Generally, self-insured ALE members may report 

coverage of a nonemployee spouse and/or depend-

ent that separately elects COBRA continuation cov-

erage either on a separate Form 1095-B or Form 

1095-C. However, if a spouse (or former spouse) or 

dependent receives COBRA coverage because the 

employee or former employee has elected COBRA 

continuation coverage that also provides coverage 

to the spouse and/or dependent, such coverage 

should be reported together on the same Form 1095-

C or Form 1095-B that is provided to the employee 

or former employee. 

The IRS underscores the requirement for Social 

Security numbers on Form 1095-C, noting that 

“Form 1095-C requires the recipient’s Social Secu-

rity number (SSN) on line 2 in all instances, so 

Form 1095-C cannot be used for covered individu-

als who have not provided a SSN to the employ-

er…”. Thus, if there is no employee to report and 

the nonemployee covered person does not provide 

their SSN to the employer, self-insured ALE mem-

bers may be required to report such coverage on 

Form 1095-B. 

The new FAQs also contain additional guidance 

related to alternative reporting methods and on re-

porting for governmental units. For additional de-

tails, see Questions and Answers About Employer 

Information Reporting on Form 1094-C and Form 

1095-C. 

 

ADP Compliance Resources 

ADP maintains a staff of dedicated professionals 
who carefully monitor federal and state legislative 
and regulatory measures affecting employment-
related human resource, payroll, tax and benefits 
administration, and help ensure that ADP systems 
are updated as relevant laws evolve. For the latest 
on how federal and state tax law changes may im-
pact your busi-
ness, visit the 
ADP Eye on 
Washington 
Web page lo-
cated at 
www.adp.com/
regulatoryn-
ews. 
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 Advocacy Matters 

On June 1, 2015, in EEOC v. Abercrombie & Fitch Stores, Inc.,  

the Supreme Court of the United States held that an applicant 

does not need to inform an employer of her need for a religious 

accommodation in order to seek protection under Title VII. 

In the case, Abercrombie & Fitch Stores, Inc. (“Abercrombie” or 

the “Company”) refused to hire Samantha Elauf because the 

black headscarf she wore to her interview was inconsistent with 

its “Look Policy,” which at the time, prohibited employees from 

wearing caps or the color black while working. The U.S. Equal 

Employment Opportunity Commission (“EEOC”) brought suit on 

behalf of Ms. Elauf, claiming Abercrombie violated Title VII of 

the Civil Rights Act of 1964 (“Title VII”). Title VII prohibits 

disparate treatment and disparate impact and requires employers 

to provide employees and prospective employees reasonable reli-

gious accommodations absent a showing of undue hardship.  

The lower appellate court had held that the EEOC could not pre-

vail because Ms. Elauf had not informed Abercrombie that she 

wore her headscarf for religious reasons and needed an accom-

modation before the Company made its hiring decision. The Su-

preme Court reversed, rejecting Abercrombie’s argument that 

Ms. Elauf was required to show it had “actual knowledge” of her 

need for a religious accommodation. Rather, the Court held that 

an applicant need “only show that his [or her] need for an accom-

modation was a ‘motivating factor’ in the employer’s decision” 

to prevail on a disparate-treatment claim.  

Applied to Ms. Elauf, Title VII’s disparate treatment provision 

required her to show that Abercrombie “fail[ed] or refuse[d] to 

hire” her “because of” her religion or religious practice. Accord-

ing to the Court, Title VII’s “because of” standard “does not im-

pose a knowledge requirement” (unlike, for instance, the Ameri-

cans with Disabilities Act, which requires employers to accom-

modate only “known” disa-

bilities). Instead, Title VII 

prohibits certain motives 

irrespective of an employer’s 

knowledge. In other words, 

as the Court explained, “[a]n 

employer who has actual 

knowledge of the need for an 

accommodation does not 

violate Title VII by refusing 

to hire an applicant if avoid-

ing that accommodation is 

not [its] motive.” In contrast, 

“an employer who acts with 

the motive of avoiding ac-

commodation may violate 

Title VII even if [it] has no 

more than an unsubstantiated suspicion that 

accommodation would be needed.”  

The Court similarly rejected Abercrombie’s 

argument that “a claim based on a failure to 

accommodate an applicant’s religious prac-

tice must be raised as a disparate impact 

claim, not a disparate treatment claim” and 

that a neutral employment policy cannot 

support a claim of intentional discrimination.  

Employers may wish to consider the following practical implica-

tions in light of the Supreme Court’s decision:  

The decision changes the religious accommodation standards for 

employers under Title VII. Employees and applicants no longer 

need to explicitly request religious accommodations. Rather, an 

employer found to have had an improper motive could be deemed 

in violation of Title VII, even if it had no knowledge of an indi-

vidual’s need for a religious accommodation. As a result, an em-

ployer should carefully consider the reason(s) for its employment 

decisions and determine whether a court might infer an improper 

motive.  

The Court’s ruling could call into question employee handbooks 

and employer policies. Facially neutral policies, according to the 

Court, can support religious discrimination claims. Employers 

may therefore wish to review their handbooks and policies to 

determine whether certain provisions could lead to discrimina-

tion.  

The decision reinforces the importance of involving human re-

sources and/or counsel in employment decisions, particularly 

where an employment decision involves an individual in a pro-

tected class.  

The decision demonstrates the importance of providing manage-

ment training to all supervisors. Such training is especially im-

portant for companies with decision makers and employees in a 

number of locations.  

Employers still need to exercise care in structuring the interview 

process and crafting interview questions. Despite the Court’s 

holding, employers should be cautious about inquiring into any 

protected characteristic, including potential religious accommo-

dation needs, to avoid any inference of improper motive and to 

ensure lawful (and consistent) treatment of all applicants.  

*David C. Singer is a partner at the law firm of Dorsey & Whit-

ney LLP in New York City, specializing in business and employ-
ment law.  He is also an independent arbitrator and mediator of 
business and employment disputes. This article is intended for 
general information purposes only and should not be construed 
as legal advice or legal opinions on any specific facts or circum-
stances, and an attorney-client relationship is not created or 
continued by reading this article.  

U.S. Supreme Court Sides with Applicant in Abercrombie Headscarf Dispute 
By David C. Singer, partner at the law firm of Dorsey & Whitney LLP 
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 EHS Matters 

 

More than 2,000 

workers yearly 

are treated at 

burn centers         

after suffering 

severe burns 

from arc flash 

events. Dozens 

die from their  

injuries, and 

many others            

suffer lasting and 

debilitating   

physical and  

psychological 

harm. Injuries 

from arc flash 

cost workers, 

families, and 

companies            

dearly. And most 

of the time they 

are entirely             

preventable. 

Lightning in Your Hands: Reducing the Risk of Arc Flash  
By Editorial Team in Workplace Safety,  www.ulworkplace.com  

What does it feel like to be struck by lightning? 

Luckily, most of us will never find out. But a sur-

prising number of workers will experience a 

rough approximation in the workplace—an arc 

flash event. An arc flash is the light and heat pro-

duced when an electric current passes through the 

air. Electrical arcs, when well controlled, are cru-

cial in welding work, plasma cutting, and other 

industrial processes. When an uncontrolled arc 

forms at high voltage, results can be deadly. It 

doesn’t happen only to electricians, either. It can 

happen to anyone working with equipment around 

or plugged into an electrical system. 

Arc flash can occur when something touches a 

power line, when a circuit is shorted, or even 

when a cord is frayed. Temperatures in an arc 

flash can register up to 35,000 degrees—four 

times hotter than the surface of the sun. Unpro-

tected skin is no match for these temperatures and 

can easily suffer third or fourth degree burns. The 

intense heat can vaporize other materials in the 

vicinity, which rapidly expand in volume as they 

transition from solid or liquid to gas. This rapid 

expansion can create a supersonic concussive 

force that can throw a worker against nearby ob-

jects or from a height. Molten shrapnel can embed 

and harden in a person’s skin or lungs, or ignite 

clothing and other flammable materials. These 

flashes produce deafening noises—up to 140 dB, 

equivalent to a gunshot or a jet plane take-off at 

close range. At high enough voltage, the shock 

can stop a beating heart. 

More than 2,000 workers yearly are treated at 

burn centers after suffering severe burns from arc 

flash events. Dozens die from their injuries, and 

many others suffer lasting and debilitating physi-

cal and psychological harm. Injuries from arc 

flash cost workers, families, and companies dear-

ly. And most of the time they are entirely prevent-

able. 

Regulations are clear and unequivocal: employers 

have an obligation to keep workers safe from arc 

flash. OSHA and National Fire Protection Associ-

ation standard 70E require that workers be quali-

fied in order to work on or near energized electri-

cal systems. Even among “Qualified Workers,” 

however, 80% of electrical-related accidents and 

fatalities 

are caused 

by arc 

flash. So 

how do you 

keep peo-

ple safe? 

Hazard 

Analysis: 

Arc flash hazard analysis should be used to calcu-

late the level of risk at every point in an electrical 

power system. This includes a power system mod-

el, diagrams, studies, calculations, and evaluation 

of personal protective equipment (PPE). It should 

be performed only by a knowledgeable and quali-

fied electrical engineer or engineering firm. 

Proper Controls: Good engineering controls—

like barriers around dangerous locations—and 

good administrative controls—like strict lockout/

tagout programs—are crucial components to 

maintaining a safe environment. Equipment must 

be properly labeled according to its hazard. The 

hazard analysis will provide specific guidance for 

your particular work site. 

Thorough Training: Everyone, from manage-

ment to worker, should be aware of the dangers 

and understand how to minimize the risk of arc 

flash. Workers must be trained on safety controls, 

rules, and good practices. Supervisors must en-

courage the development of a safety culture. 

Appropriate PPE: Depending on the level of 

risk, as determined by the hazard analysis, these 

can include rubber insulating gloves, fire retardant 

covers, hoods, and 

multi-layered flash 

suits. PPE is the least 

effective method of 

protection. 
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More EHS Matters 

Starting June 1, 2015, chemical manu-

facturers, importers, distributors and 

employers are required to provide a 

common approach to classifying chemi-

cals and communicating hazard infor-

mation on labels and safety data sheets. 

Chemical manufacturers and importers 

must provide a label that includes a signal word, pictogram, hazard statement, and precautionary 

statement for each hazard class and category. Beginning in December, distributors may only ship con-

tainers labeled by the chemical manufacturer or importer if the labels meet these requirements. 

The June 1 deadline was established when OSHA aligned its Hazard Communication Standard in 

2012 with the global standard for chemical product labeling. The provisions for labeling offer workers 

better protection from chemical hazards, while also reducing trade barriers and improving productivi-

ty for American businesses that regularly handle, store, and use hazardous chemicals. The updated 

standard also provides cost savings for American businesses that periodically update safety data 

sheets and labels for chemicals covered under the standard, saving businesses millions of dollars each 

year. 

"Exposure to hazardous chemicals is one of the most serious threats facing American workers today," 

said U.S. Secretary of Labor Hilda Solis. "Revising OSHA's Hazard Communication standard will 

improve the quality and consistency of hazard information, making it safer for workers to do their 

jobs and easier for employers to stay competitive." 

The Hazard Communication Standard (HCS) is now aligned with the Globally Harmonized System of 

Classification and Labeling of Chemicals (GHS). This update to the Hazard Communication Standard 

(HCS) will provide a common and coherent approach to classifying chemicals and communicating 

hazard information on labels and safety data sheets. Once implemented, the revised standard will im-

prove the quality and consistency of hazard information in the workplace, making it safer for workers 

by providing easily understandable information on appropriate handling and safe use of hazardous 

chemicals. This update will also help reduce trade barriers and result in productivity improvements 

for American businesses that regularly handle, store, and use hazardous chemicals while providing 

cost savings for American businesses that periodically update safety data sheets and labels for chemi-

cals covered under the hazard communication standard. 

The new format for Safety Data Sheets requires 16 specific sections to ensure consistency in presenta-

tion of important protection information. For more information, see OSHA's Hazard Communication 

webpage. 

       

Manufacturing Job Opportunities 
 

If you have job openings and positions to fill:   

 Post it on the Council of Industry Website   

www.councilofindustry.org 

 Look at resumes from our member recommended 

For Hire page  
 

Contact Alison at abutler @councilofindustry.org for 

more info. 

OSHA's revised Hazard Communication Requirements in    

Effect as of June 1  
From OSHA Quick Takes and OSHA.com  

 

 

"Exposure to          

hazardous              

chemicals is one 

of the most               

serious threats 

facing American 

workers today," 

said U.S.                  

Secretary of Labor 

Hilda Solis. 

"Revising OSHA's 

Hazard                           

Communication 

standard will              

improve the                

quality and                  

consistency of 

hazard infor-

mation, making it 

safer for workers 

to do their jobs 

and easier for  

employers to stay 

competitive." 

 

New labeling aligns with the UN's Globally Harmonized 
System of Classification and Labeling of Chemicals. 

http://www.councilofindustry.org
mailto:abutler@councilofindustry.org
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CI Calendar of Training and Events 

 

 

 

You can find 

more               

information      

on the               

courses and 

events listed 

in our             

calendar by 

going to our 

website—

www.councilofi

ndustry.org                                                    

or if you are 

reading our  

electronic      

version just 

press Ctrl and 

click the    

course title. 

June 26 

Human Resources Sub-council :Conflict Resolution & Media-

tion— 8:30 am –10:00 am at Council of Industry office, the Desmond 

Campus of MSMC in Newburgh. No charge for members. Attendees 

may submit questions in advance. Register online or email abut-

ler@councilofindustry.org or call (845) 565-1355. 

Jul 29 

& 30 

Intermediate Programmable Logic Controllers (PLCs) — 8:30 

am—4:30 pm at SUNY Sullivan, Loch Sheldrake, NY 12759. Instructor: 

Dr. Cynthia V. Marcello. an overview of Allen Bradley controller archi-

tecture, hardware, programming, ladder logic and troubleshooting. It 

includes hands on practice with a PLC on a lab bench. Cost $175 per 

person or $150 for two or more form the same company. Registrations 

must be received by June 30. 

Aug 31 

Annual Golf Outing— at the Powelton Club in Newburgh, NY. 11:30 

am registration & lunch 12:30 shotgun start. A full day of golf followed 

by cocktails and hors d’oeuvres at 5:00 pm. $175 per person or $625 

per foursome.  

Sep 16 

& Oct 7 

Certificate in Manufacturing Leadership: Fundamentals of Lead-

ership—9:00 am—4:40 pm at SUNY Rockland, Suffern, NY. Instruc-

tor: Rebecca Mazin, Recruit Right.  Cost: $400 single member, $350 

each multiple members from same company, $700 non-members. 

Register online or email training@councilofindustry.org or call (845) 

Sept 17 

Regulatory Refresher Training: DOT Hazardous Materials—8:30 

am—12:30 pm at a location to be determined. Instructor: HRP Associ-

ates, Inc. Cost: $120 single member, $110 two or more from same 

company, $145 single non-member. Register online or email train-

Oct 1 

Regulatory Refresher Training: RCRA Hazardous Waste—8:30 

am—12:30 pm at a location to be determined. Instructor: HRP Associ-

ates, Inc. Cost: $120 single member, $110 two or more from same 

company, $145 single non-member. Register online or email train-

Oct 15 

Regulatory Refresher Training: HAZWOPER—8:30 am—4:30 pm 

at a location to be determined. Instructor: HRP Associates, Inc. 

Cost: $240 single member, $220 two or more from same company, 

$260 single non-member . Register online or email train-

Oct 21 

Certificate in Manufacturing Leadership: Problem Solving and 

Decision Making  —9:00 am—4:40 pm at SUNY Rockland, Suffern, 

NY. Instructor: Arnold Most, MOST Business Improvement Solutions. 

Cost: $200 single Council members, $175 each for two or more from 

the same company, $375 non-members. Register online or email train-

http://www.councilofindustry.org/index.html
http://www.councilofindustry.org/index.html
http://www.councilofindustry.org/event-seminar/hr-sub-council-conflict-resolution-and-mediation/
http://www.councilofindustry.org/event-seminar/hr-sub-council-conflict-resolution-and-mediation/
mailto:abutler@councilofindustry.org
mailto:abutler@councilofindustry.org
http://www.councilofindustry.org/course/intermediate-programmable-logic-controllers-plcs/
C:/Usehttp:/www.councilofindustry.org/event-seminar/the-council-of-industry-golf-outing/
http://www.councilofindustry.org/course/fundamentals-of-leadership-suny-rockland/
http://www.councilofindustry.org/course/fundamentals-of-leadership-suny-rockland/
http://www.councilofindustry.org/course/fundamentals-of-leadership-suny-rockland/
mailto:training@councilofindustry.org
http://www.councilofindustry.org/course/dot-hazardous-materials-training/
http://www.councilofindustry.org/course/dot-hazardous-materials-training/
mailto:training@councilofindustry.org
http://www.councilofindustry.org/course/rcra-hazardous-waste-training/
http://www.councilofindustry.org/course/rcra-hazardous-waste-training/
mailto:training@councilofindustry.org
http://www.councilofindustry.org/course/hazwoper/
http://www.councilofindustry.org/course/hazwoper/
mailto:training@councilofindustry.org
http://www.councilofindustry.org/course/problem-solving-decision-making-at-suny-rockland/
http://www.councilofindustry.org/course/problem-solving-decision-making-at-suny-rockland/
http://www.councilofindustry.org/course/problem-solving-decision-making-at-suny-rockland/
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More Human Resource Matters 

One of the basic costs of doing business is insuring your workers 

against injury on the job. Escalating medical bills and other fac-

tors have caused Workers' Compensation insurance to increase 

dramatically. Explore options for reducing the cost of coverage 

with your insurance agents. 

Here are eight precautions that can help put a lid on these costs. 

Before an Accident 

1. Appoint someone to be in charge. Make sure your company 

benefits person has a good rapport with your insurance carrier. 

Take advantage of available education programs. For example, 

many local bar associations have Workers' Comp programs and 

in most cases, you don't have to be a lawyer to attend. 

2. Hire carefully. The Americans with Disabilities Act puts cer-

tain restrictions on the kind of questions you can pose when hir-

ing someone. For instance, you can't ask someone if they filed 

prior Workers' Comp 

claims. You can in-

quire about whether 

they have any health 

problems that would 

prevent them from 

doing everything in 

the job description. 

You can also ask an 

employee to take a 

pre-employment physical. Don't hesitate if the work is strenuous. 

If nothing else, this creates a baseline from which the extent of 

an injury can be determined. 

3. Make sure your business and employees are classified proper-

ly. You pay higher premiums for employees in hazardous jobs. 

Check to make sure that the nature of each staff member's duties 

is described accurately. If you misclassify office workers as per-

forming a hazardous job, your premiums can increase. 

4. 

Look into 

whether you 

must pay 

based on over-

time. In most 

states, premi-

ums are based 

on a number 

of factors, 

including the 

size of your 

regular pay-

roll. That means you may not have to include overtime in the 

payroll amounts used to calculate premiums. Check with your 

accountant for the rules in your state. Your accountant may also 

be able to help you locate Workers' Comp overcharges based on 

erroneous payroll amounts and classifications. If overcharges are 

found, your company can file a claim with the insurance compa-

ny and collect a refund. 

5. Run a safe workplace. Know the whole range of safety issues 

in your line of business. Buy the right equipment, post the rules 

and enforce them. Discipline workers who don't cooperate. 

6. Keep the property surrounding your workplace in good repair. 

Make sure the parking lot is well lit, the sidewalks don't have 

dangerous cracks and snow and ice are promptly removed. 

7. Hold employee-training sessions that include discussions of 

health and safety issues. These programs don't have to be lengthy 

and time-consuming. But schedule them often enough to make 

sure that new employees learn and old employees are reminded. 

Your insurer may offer these sessions free of charge. 

8. Explain to employees exactly what Workers' Compensation 

insurance is and how it works. Some people think the state pays, 

so they don't feel guilty if they cheat the system. At training ses-

sions, tell employees something like: "If you're injured on the 

job, we want to take care of you, but we're paying a lot of money 

for this insurance and like anything else, we have to make sure 

that we get our money's worth." 

No matter how careful you are, accidents and injuries can still 

happen in your workplace. But by taking these precautions, you 

can keep Workers' Comp costs in line. 

Take Action to Control Workers' Comp AFTER an Accident 

No matter how careful your manufacturing company is, accidents 

and injuries can still happen. When they do, responding properly 

is an important factor in keeping your Workers' Compensation 

insurance costs under control. Here are six steps to take in the 

event an injury occurs: 

Continued on page 15 

Workers' Comp Before and After an Accident 
From Vanacore DeBenedictus DiGovanni & Weddell, a Council of Industry associate member 

Workers' Comp Basics 

 Rates are based on the industry, occupa-

tions involved, the size of your payroll, 

your company's safety record and other 

factors. 

 Laws vary from state to state. The cover-

age is purchased from either a private in-

surance company or a state fund. 
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Financial Matters 

Manufacturers spoke June 3rd during the Manufac-

turing Summit in Washington DC in support of the 

U.S. Export-Import (Ex-Im) Bank, with more than 

1,000 businesses and organizations calling on Con-

gress to move on a long-term reauthorization before 

Ex-Im Bank’s current charter which expires on June 

30. A few of those companies also appeared at a 

news conference with NAM President Jay Timmons, 

urging lawmakers to take up a long-term reauthoriza-

tion. Executives from Vermeer Corporation, Special 

Products & MFG. and Click Bond, Inc. joined sever-

al House Republican Congressmen to explain how 

small and medium-sized businesses can grow and 

expand because of exports supported by Ex-Im Bank financing. 

Later that same day, the House Financial Services Committee held a hearing to examine the reauthor-

ization of the Ex-Im Bank. The NAM submitted a statement for the record, and Boyle Energy Ser-

vices & Technology CEO Michael Boyle explained how Ex-Im Bank’s export credit insurance and 

working capital programs have helped the company grow its revenue and increase its hiring. The in-

dustry panel was weighted, though, toward critics of Ex-Im Bank who argue the agency is not neces-

sary and has become another just form of “corporate welfare.” 

NAM Vice President of International Economic Affairs Linda Dempsey testified on Tuesday at a 

Senate Banking Committee hearing, and the committee will hear from Ex-Im Bank Chairman Fred 

Hochberg on Thursday. 

Many manufacturers know the U.S. Export-Import Bank (Ex-Im) is a vital tool to help grow U.S. 

exports and increase American jobs. As the official export credit agency of the United States, Ex-Im 

Bank assists in financing U.S. exports from thousands of American companies and bolsters our glob-

al competitiveness. In fact, nearly 90 percent of Export-Import Bank's transactions directly support 

U.S. small business. Ex-Im Bank operates at no cost to the taxpayer, and it has a track record of gen-

erating a profit for the government. In 2014, the Ex-Im Bank supported $27.5 billion of U.S. exports.  

According to the Government Accounting Office (GAO) the most compelling case for reauthoriza-

tion is that it helps level the international playing field for U.S. exporters and provides leverage to 

induce foreign governments to reduce export subsidies.) 73 coun-

tries have export credit agencies, however, about half of all ex-

port credit support worldwide is extended by the seven largest 

(Group of 7 (G-7)) industrial nations, each of which maintains 

various types of export finance assistance programs; (5) although 

considerable differences exist among these programs, they all 

help exporters compete for market share in developing markets 

by providing loans, guarantees, and insurance 

Votes in both the House and Senate on reauthorization are ex-

pected later this month. 
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Manufacturers Call on Congress to Support Ex-Im 
Reauthorization 
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More EHS Matters 

As a cold winter finally comes to an end, many of us look for-

ward to summertime warmth. But sun and heat can spell danger 

for workers who are exposed to soaring temperatures and a rising 

heat index. According to the Occupational Safety and Health 

Administration (“OSHA”), thousands of workers in the United 

States get sick from excessive heat exposure while working out-

doors each year and more than 30 workers died in 2012 from heat

-related illnesses.  

Although OSHA has no heat illness prevention standard, Section 

5(a)(1) of the Occupational Safety and Health Act of 1970 

(“OSH Act”), known as the General Duty Clause, requires em-

ployers to provide their employees with a workplace free from 

recognized hazards likely to cause death or serious physical 

harm. That includes protecting them from heat stroke and other 

serious heat-related illness.  

The dangers associated with excessive heat exposure and the 

potential for citations are real. OSHA has stepped up its focus on 

and enforcement, citing employers for failing to properly protect 

workers from heat-related illnesses, including issuing willful cita-

tions with a proposed penalty of $70,000 in some cases.  

Employers should evaluate conditions at their worksites and take 

steps to prevent heat-related illness among their workers. In par-

ticular, employers should keep in mind that employees who are 

required to engage in intense or continuous physical exertion, or 

who are exposed to high temperatures and humidity or direct 

sunlight, may be susceptible to heat-related illness. OSHA’s Heat 

Smartphone App can help employers measure heat stress condi-

tions in direct sunlight that takes into account temperature, hu-

midity, wind speed, sun and cloud cover, and the National 

Weather Service Heat Index.  

Employees who have not previously worked outdoors in high 

temperature conditions generally are more at risk because they 

have not built up a tolerance to hot conditions. In fact, OSHA 

reported, after reviewing 20 federal enforcement cases from 2012

-2013, one of the leading causes of heat illness and death among 

workers in the United States was from a lack of acclimatization 

— a process by which the body is given time to acclimate to heat 

and humidity by slowly increasing the amount of time spent 

working in those conditions over several days. The report also 

concluded that a contributing factor in heat illness and death 

among workers was a lack of a heat illness prevention program 

that includes basic requirements, such as water management, 

shaded rest areas, and work-rest cycles. 

Gradually increasing workloads and exposure to the heat and 

humidity and allowing employees to take frequent breaks for 

water and rest in the shade can be one of the most effective 

means of protecting workers. OSHA notes that full acclimatiza-

tion may take up to 14 days, or longer, depending on factors re-

lating to the individual, such as in-

creased risk of heat illness due to 

certain medications or medical condi-

tions, or the environment. 

Employers should also consider im-

plementing some of the following measures, OSHA suggests, to 

reduce heat-related illness among their employees: 

 Designate a person to oversee a Heat Illness Prevention 

Program and enforce its requirements. 

 Provide air-conditioned or shaded areas close to the work 

area and schedule frequent rest breaks. Implement more 
frequent breaks during the first week of work in high-heat 
conditions and develop a work/rest regiment that establish-
es how often and when breaks should be taken. 

 Provide workers with plenty of cool drinking water in con-

venient, visible locations close to the work area. Encourage 
and remind workers to drink water before they become 
thirsty and about every 15 minutes. One cup every 15 
minutes is a good rule of thumb. 

 Make work schedule changes as appropriate. Examples in-

clude: rescheduling all non-essential outdoor work for days 
with a reduced heat index; scheduling the more physically 
demanding work during the cooler times of day and the less 
physically demanding work during warmer times of the day; 
rotating workers or using split shifts; and stopping work if 
essential control methods are inadequate or unavailable 
when the risk of heat illness is very high. 

 Encourage employees to wear or provide employees with 

light-colored and permeable clothing and consider whether 
other controls can be implemented. 

 Monitor workers for signs and symptoms of heat exposure 

and encourage employees to report symptoms of any heat-
related illnesses. Have workers partner up with each other 
and watch out for signs of heat-related illness in their co-
workers.  

 Train workers and supervisors about the hazards leading to 

heat stress and ways to recognize heat-related illness in 
themselves and others, ways to prevent heat-related illness, 
and awareness of first-aid procedures. 

 Implement an emergency action plan and know what to do 

if someone is experiencing symptoms of a heat-related ill-
ness.  

By limiting employees’ time in the heat and implementing safe 

work practices, employers can help prevent heat-related illness 

and reduce the chances of receiving a General Duty Clause cita-

tion and proposed penalty. Employers should review their heat 

illness and prevention plans to ensure that they properly address 

potable water, shade, preventive cool-down rest periods, acclima-

tion, training, and emergency responses policies and procedures. 

OSHA has resources to help employers and employees stay safe 

when working in high-temperature and high-humidity conditions. 

They are available on OSHA’s website at www.osha.gov/SLTC/

heatillness/index.html. 

What Employers Can Do to Protect Employees from Heat-Related Illness 
From Jackson Lewis PC, a Council of Industry associate Member 
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      Point % % Increase  

Wage Earners 

& Clerical 

Apr.‘15 Mar.‘15 Increase Month Year Apr.‘14 

 1967=100 689.63 688.24 1.38 0.2 -0.8 695.36 

 1982-84= 100 231.52 231.06 0.47 0.2 -0.8 233.44 

All Urban                      

1967=100 708.75 707.31 1.44 0.2 -0.2 710.16 

1982-84=100 236.60 236.12 0.48 0.2 -0.2 237.07 

Hudson Valley unemployment rate for April 2015 = 4.5% 

Consumer Price Index for April 2015 

  

 

Place Your  
Company’s Ad 

Here 
 

The Council of Industry’s 

monthly newsletter has a 

mailing circulation of 250 

manufacturers and an 

online circulation of         

hundreds more. 

Contact Alison Butler at  

abutler@councilofindustry.org  

or call (845) 565-1355 

for more information. 

 Join us for the Council of Industry Golf Outing   

 August 31st at The Powelton Club in Newburgh 

The Council of Industry will hold its Annual Golf Outing on Monday,  August 31st at the  Pow-

elton Club in Newburgh. The Powelton is a beautiful course conveniently located just off of  

Route 9W in Newburgh, NY. Last year’s event drew over 70 golfers from manufacturing firms 

throughout the Hudson Valley.   

Registration and lunch will begin at 11:30 followed by a shotgun start at 12:30. Cocktails and a 

light dinner will follow at approximately 5:00 p.m. 

The $175 fee ($625 per foursome) includes: lunch, 

golf, cart, cocktails, hors d’oeuvres, dinner, prizes and 

giveaways. Sponsorships are available.  

Sponsors help make this event possible and one of the 

most enjoyable of the golfing season. Please support 

the Council of Industry and Hudson Valley manufac-

turing by becoming a sponsor. 

Sponsorship Opportunities are available: 

Lunch Sponsor: $2,500   (includes foursome) 

Cocktail Sponsor: $2,500   (includes foursome)         

Hole In One:  Thank you Verticon LTD.                                                                        

Prize: $400  

Tee Sign: $250 

Contact Alison Butler at abutler@councilofindustry.org for more info, registration or sponsor-

ship. 

mailto:abutler@councilofindustry.org
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Continued from page 8 

 EHS Matters  

Cedric Glasper, President of Mechanical Rubber Products intro-

duced Michael Limperopulos, District Director for Congressman 

Maloney, who accepted the award on behalf of the traveling con-

gressman. Since arriving in Congress, public sector champion 

Representative Sean Patrick Maloney has worked hard to deliver 

results for his Hudson Valley neighbors. By partnering with local 

leaders to secure investments in new technology, Representative 

Maloney is fighting to make sure that the Hudson Valley remains 

a great place to do business.  He believes that manufacturing has 

a vital role to play in the economy of New York and in providing 

good jobs for the next generation. Limperropulos emphasized 

that his office has resources for manufacturers in the way of as-

sistance in completing grant paperwork, creating legislation that 

can help manufacturers and creating awareness of issues that af-

fect manufacturers.  

SUNY Dutchess Community Services is the organization cham-

pion for consistently providing training to manufacturers in a 

variety of areas from supervisory leadership classes to Solid-

works and lean training. Dr. Steve Pomeroy, President of Schatz 

Bearing Corp. presented Dr. Ellen Gambino,   Vice-President of 

Academic Affairs at SUNY Dutchess. Pomeroy explained that 

the courses offered by Dutchess help manufacturers improve their 

bottom line by improving employee competency and productivi-

ty. They are able to customize programs to align with the specific 

needs of a company taking care to matching the best possible 

instructor to achieve goals and work relentlessly to access re-

sources to minimize the cost of training to the employers. The 

Council of Industry has worked with SUNY Dutchess to offer the 

Certificate in Manufacturing Leadership program for over 15 

years. The program is designed to offer valuable skill sets 

through day long courses designed by manufacturers to help par-

ticipants meet the challenges of the modern globally competitive 

workplace. 

This event was made possible by our supporting sponsors and we 

would like to thank the following companies for their contribu-

tion and support of Hudson Valley manufacturing: The Chazen 

Companies, Rondout Savings Bank, Central Hudson, Tompkins 

Mahopac Bank, and JBT Wolf-tec.  

Supporting Sponsors: 
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JOE PIETRYKA            
INCORPORATED 

85 Charles Colman Boulevard,          
Pawling, New York 12564 

 

Designers, Manufacturers             
and Assemblers of  

Plastic Injection Molded Parts 
and Components  

 

Serving the Electrical, Industrial, 
Medical, Automotive,  Photographic, 
Pharmaceutical, Cosmetic and Food 

Markets of America 
 

ISO 9001:2008 Certified                         
Adhering toTS16949  

UL Listed  

CSA Listed 

Drug Master File Registered 

FDA Registered 

 CE Conformity 
Class 10,000 Certified Cleanroom 

 

In House Color Matching 
 

www.joepietrykainc.com 

Phone: (845) 855-1201                              
Fax: (845) 855 5219 

After an Accident 

1. Make sure the injured person gets 

immediate medical care. 

2. Create a file. Get as much infor-

mation as you can in writing from the 

very beginning. Record time and cir-

cumstances and what witnesses have to 

say. Include any correspondence with 

doctors, the insurer and the employee. 

3. Reassure the injured employee. Call 

within 24 hours to check on the condi-

tion of injured staff members and tell 

them the company is there for them. 

Describe the wage-protection program 

and medical benefits. Consider sending 

flowers, candy or books. Not only does 

a gesture like this make them feel bet-

ter, it also makes them less likely to 

listen to any ambulance-chasing attor-

neys who may call as well. 

4. Don't let the employee languish at 

home. Get them back to work as soon 

as possible. You may have to put them 

on light duty or a modified assignment. 

Statistics indicate that the longer an employee stays idle, the more likely it is that he 

or she will never be fully employed again. Those kinds of claims drive up your rates. 

Consider consulting with the doctor about what the employee is able to do and think 

hard about how you could put the person to work profitably -- even in a different 

job. 

5. If you have doubts about the legitimacy of the claim, do a little detective work to 

determine: "Was the employee where he was supposed to be, doing what he was 

supposed to be doing?" Talk to people to learn what you can about the em-

ployee's circumstances. If something seems out of line, notify the insurance 

company or state fund. 

6. Be careful about not allowing employees back to work. It's not illegal to 

refuse to take an employee back if you don't have a job available. But it is 

illegal to not rehire someone because of an injury, and wrongful termination 

claims aren't covered under Workers' Comp policies. Once employees are 

back on the job, it's generally a violation of Workers' Comp laws to penalize 

or discriminate against them because they filed a claim. Talk to your attorney 

before you take any action or make promises. 

 Council of Industry Staff 

Executive Vice President: Harold King 

Director of Membership &                    

Communication: Alison Butler 

Director of Government Affairs:                   

Karyn Burns 

Website: www.councilofindustry.org  

Phone: (845) 565-1355  

Fax: (845) 565-1427 

Continued from page 10 

  Human Resource Matters  

 

Preventative Medicine 

 Workers' Comp insurance is expensive 

but smart planning may cut the cost. One 

glass installer, for example, paid steep 

premiums because of the number of 

claims filed by employees. 

 The installer couldn't prevent all injuries 

due to the nature of the business. So the 

firm contracted with a nearby medical 

clinic to treat employees with minor cuts 

and other injuries for a monthly retainer. 

Result: Workers' Comp claims and premi-

ums went down. And the company found 

that for every $1 paid to the clinic, it 

saved $2 in insurance premiums. 

 

Not Just Sudden Accidents 

Depending on the policy, Workers' Compen-

sation may cover long-term job related condi-

tions like Carpal Tunnel Syndrome and diges-

tive problems related to stress. 
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