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The Council of Industry is proud to an-

nounce the 2008 recipients of the Third 

Annual Manufacturing Champion Award. 

This year the Council will present awards 

to two individuals: one from the manu-

facturing sector and one from the public 

sector. The winners will be honored at 

the Council of Industryõs Manufacturing 

Champion Award Breakfast on Friday, 

June 6, at the Powelton Club, Newburgh, 

NY.  

The Manufacturing Champion Award 

recognizes individuals, who through vi-

sion, dedication, hard work and tireless 

involvement  have helped to overcome 

some of the many obstacles faced by 

manufacturers in the Hudson Valley 

community and in doing so, they have 

made it possible for manufacturers and 

their employees to prosper. 

The award for the public sector will be 

presented to New York State Senator 

William J. Larkin, Jr. for his lifelong con-

tributions to the 

manufacturing com-

munity. Senator 

Larkin is serving his 

twenty-ninth year in 

the New York State 

Legislature and in 

2007 served on the 

Standing Committee 

for Commerce, as 

well as on the Stand-

ing Committee for 

Economic Develop-

ment and Small Business.  

 

Senator Larkin is a vigilant supporter of 

a pro-growth agenda and has a long re-

cord of accomplishments in support of 

small business and manufacturers. He 

has also endorsed the Upstate Now Plan, 

which was designed to help small and 

large businesses and increase economic 

growth and revitalize the upstate econ-

omy.  

 

This year the manufacturing sector 

award will be presented to Mr. Roger W. 

Smith, retired President of Pawling Cor-

poration and a past 

President of the 

Council of Industry. 

Mr. Smith attended 

Williams College 

and Columbia Busi-

ness School before  

going to work at 

Pawling Rubber Cor-

poration full time. 

He eventually suc-

ceeded his father 

Howard Smith as 

President. 

 Mr. Smith has been a role model for 

many in the world of business because 

of how through a strategy of diversifica-

tion he created a durable company that 

is not only surviving, but excelling during 

this uncertain time in industry. He retired 

in 2006 with son Jason becoming Presi-

dent of Architectural Products/ Presray 

and Craig Busby and John Rickert be-

coming Co-Presidents for Engineered 

Products in Pawling. 

The Council of Industry would like to 

thank our major sponsor for the break-

fast, Hudson Baylor Corporation and our 

supporting sponsors: Rose & Kiernan, 

Central Hudson, Pawling Corporation, 

and Verticon Construction Services.  

The Award Breakfast will be held at 7:30 

am on Friday, June 6, at the Powelton 

Club, Newburgh, NY. For more informa-

tion check our website www.councilof 

industry.org under Events or contact Ana 

Maria Murabito at ana-

maria@councilofindustry.org or (845) 

565-1355. 

The Council of Industryõs Third Annual 

Manufacturing Champion Award 
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Welcome New Members: 
 

ALE ðTECHNIQUES, Inc. - Manu-

facturing services. Contact: 

Daniel Ale. Ulster County. 

 

Provident Bank -  Commercial 

Banking. Contact: John Nardi. 

Branches through out the Hud-

son Valley. 

 
 

New York State Sena-

tor William  Larkin, Jr.  

Mr. Roger Smith, re-

tired President of 

Pawling Corporation. 

mailto:anamaria@councilofindustry.org
mailto:anamaria@councilofindustry.org
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Certificate in Manufacturing Leadership - Worksite Training  
 

The Council of Industry will offer this informative course that will provide participants 

with useful 

skills and materials for training delivery including: training assessment, planning and 

design, instructional strategies and evaluation, conducting group and individual instruc-

tion, monitoring follow up and reinforcement of training. 

 

Date: May 7  Time: 9:00 am to 4:30 pm 

Place: Dutchess County Community College, Poughkeepsie, NY. 

Cost:$185 per person/ $160 for two or more form the same company.  

 

Continental breakfast and lunch included.  

 

 
 

Certificate in Manufacturing Leadership - Best Practices & Con-

tinuous Improvement 
 

The Council of Industry will offer this informative course that will provide participants 

with proven 

techniques to improve operations for better efficiency within their organization. Topics to 

be addressed are: 

Å Identification of Critical Tasks 

Å Definition of Best Practices and Processes 

Å Creating Task Plans With Teams 

Å Implementing Change Through the Work Force 

¶ Auditing Performance and Results 

 

Date: May 21  Time: 9:00 am to 4:30 pm 

Place: Dutchess County Community College, Poughkeepsie, NY. 

Cost:$185 per person/ $160 for two or more form the same company.  

 

Continental breakfast and lunch included.  

 

 
 

Certificate in Manufacturing Leadership  - Managing Diversity 
 

This course is for managers who direct a culturally diverse staff or serve a diverse cus-

tomer base. 

Training covers communicating effectively with diverse audiences and managing cross 

cultural issues such as concepts of time (deadlines, schedules, meetings), power (levels 

of formality, negotiations), and communication styles (direct v. indirect). Learn to probe 

and ask exploring questions to gauge comprehension. Develop the intercultural compe-

tencies needed to fruitfully manage diversity. 

 
Date: May 28  Time: 9:00 am to 4:30 pm 

Place: Dutchess County Community College, Poughkeepsie, NY. 

Cost:$185per person/ $160 for two or more form the same company.  

 

Continental breakfast and lunch included.  
 

Training and Education  
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 The  Managing 

Diversity class is  

for managers 

who direct a 

culturally 

diverse staff or 

serve a diverse 

customer base. 

Training covers 

communicating 

effectively with 

diverse 

audiences and 

managing cross 

cultural issues 

such as concepts 

of time, power, 

and 

communication 

styles.  



 

Newsletter Sponsored By 

 As Mr. Landau 

puts it, ñIn 

addition to the 

dry, intelligent 

and hilarious 

humor, the show 

serves up an 

unending array 

of juicy labor and 

employment law 

scenarios 

(almost always in 

unlawful but 

inventive ways).ò 

 

 

The Office: Workshop on   

Labor and Employment 

Law Issues 

Is it possible to learn something from 

prime time television? Join Richard Lan-

dau from Jackson Lewis LLP to find out 

what pearls of wisdom can be gained 

from 

watching 

the hit TV 

show òThe 

Officeó. 

This work-

shop will 

be held on 

Friday, 

June 20th, 

at the 

Council of 

Industry, 

The Desmond Campus, Newburgh, NY 

from 8 -11 am. 

If you havenõt seen the show yet, it is 

about a fictional paper and office supply 

company called Dunder and Mifflin. òThe 

Officeó featureõs Steve Carell as Michael 

Scott, the blundering manager. As Mr. 

Landau puts it, òIn addition to the dry, 

intelligent and hilarious humor, the 

show serves up an unending array of 

juicy labor and employment law scenar-

ios (almost always in unlawful but inven-

tive ways).ó 

If you would like to review some epi-

sodes before attending, you can see 

reruns on TBS at 10pm or you can catch 

the more recent episodes on NBC.com. 

Even if you donõt watch the show, this 

promises to be a fun way to pick up a 

few human resource best and worst 

practices.   

Date: Friday, June 20 

Time: 8:00 -11:00 am 

Place: Council of Industry Office, The 

Desmond Campus, Newburgh, NY 

Cost: $15 per person  

To register: contact Alison Butler at abut-

ler@councilofindustry.org or (845) 565-

1355. 

Council News  
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EHS Sub-council to Tour 

Thruway I87-I84 Inter-

change Site 

The Environment Health and Safety 

sub-council will tour the I87- I84 Inter-

change that is presently under con-

struction in Newburgh, N.Y. on Friday, 

May 16.  We will join Mr. Herb Litts, 

New York State Thruway Authority Divi-

sion Engineer and long time friend of 

the Council of Industry, for a walking 

tour of the interchange project.  

This construction project, designed to 

provide a direct connection between 

Interstate 87 and Interstate 84, began 

in 2003 and is expected to be com-

pleted by August of 2009 with an esti-

mated cost of $120 million. The main-

tenance buildings at the site have 

many ògreenó technologies incorpo-

rated into their design in order to in-

crease their energy efficiency.  

We will be able to see many of these 

ògreenó aspects of the project, as well 

as the on go-

ing work on 

the inter-

change itself. 

We will find 

out more 

about their 

LEEDS Silver 

Certification, 

the grey water 

system, and 

the co-

generation facility.  

Because of the nature of this worksite, 

participants must wear the required 

safety equipment (hard hat, safety 

vest, safety glasses, and protective 

footwear). If you need to borrow any-

thing please let us know by May 13th, 

this is also the final day to register. 

For more information or to register, 

please contact Alison Butler by e-mail 

at abutler@councilofindustry.org or by 

phone at (845) 565-1355. 

Ariel view of the I87ð 

I84 Interchange. 

Steve Carrell and the hit TV show 

òThe Officeó can teach HR people 

what NOT to do. 

mailto:abutler@councilofindustry.org?subject=abutler@councilofindustry.org
mailto:abutler@councilofindustry.org?subject=abutler@councilofindustry.org
mailto:abutler@councilofindustry.org
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Most employment litigation stems from em-

ployee terminations. The reasons are obvious: 

terminations cause hard feelings, create eco-

nomic need, provoke plaintiffsõ lawsuits, and 

remove the powerful disincentive to sue inherent 

in an ongoing working relationship. Litigating 

termination claims is also expensive ð six- and 

even seven-figure damage awards are not un-

common.  

As the U.S. economy continues to stagger, itõs 

certain that the rate of employee dismissals will 

rise, as companies in multiple industries are 

forced to lay off large groups of workers. Which 

means that not only HR officers, but more line 

managers, department heads and business own-

ers are going to have to take on the uncomfort-

able role of terminator for their companies.  

The best time to head off a discharge-related 

lawsuit is at the moment of the termination, or 

even before. There are two basic components to 

this strategy: litigation avoidance and litigation 

preparation ð i.e., handling the termination so as 

to enhance the likelihood of winning if an action 

is brought. Below are 10 tips to accomplish both 

objectives.  

1. Know the Facts.  Talk to supervisors, co-

workers and subordinates as appropriate and 

necessary, and write down what they say. You 

should also speak with the employee at issueñ

better to know before you fire somebody what 

they have to say than to hear it first at a deposi-

tion. If the employee refuses to speak to you, or 

is evasive and/or contradictory in respond, these 

reflect badly on credibility in any subsequent 

litigation.  

2. Review the documents. Related to the need to 

investigate is the need to review documentation 

concerning an employee about to be fired, espe-

cially commonly inflated performance reviews 

now endemic in workplaces. Also review discipli-

nary records of other employees similarly situ-

ated to this employee.  

3. Create new documents. Sometimes the prob-

lem with a termination is that there are few if 

any documents supporting your decision to fire 

an employee. There is nothing wrong with creat-

ing such documentsñin fact, it is a good idea. 

Donõt fabricate or back-date, of course. Rather, 

create documents beforehand giving full reason-

ing for your decision.  

4. The electronic scourge. Technology can be 

your friend, or your enemy, and this applies with 

force to employee terminations. Many people 

and documents are typically involved in dis-

charge decisions, and todayõs technology keeps 

a permanent record of the untidy, behind-the-

scenes process. Litigation discovery can reveal it 

for the world to see. Have an attorney involved at 

all stages, cloaking a paper trail in attorney-

client privilege. If an attorney is not involved, 

take great care to avoid creating a permanent 

electronic record.  

5. Tell the truth. This advice is not moral, but 

legal. The worst thing you can do when terminat-

ing an employee is be dishonest as to why. Em-

ployers avoid confrontation and hard truths, so 

when they fire an employee for poor perform-

ance they characterize it as a òlayoff.ó Having a 

good reason for termination is not enough; your 

statements and documentation must square 

with that reason.  

6. Donõt be gratuitously cruel. This is the corol-

lary of òtell the truth,ó meaning that all you have 

to do is inform the employee of the reason he is 

being fired; you do not need to convince him that 

you are right or win a debate. If a case does go 

to trial, it does not play well before a judge, and 

especially a jury, for an employer to appear cold-

hearted.  

7. Conduct the termination in a respectful way. 

The manner by which you give notice is impor-

tant. A good practice is to be as private, respect-

ful and decent as possible. The employee surely 

is not enjoying himselfñyou should not appear to 

be enjoying yourself either.  

8. Have backup. Just as you plan and document 

the reason for the termination, you should plan 

and document the termination itself. Two people 

should be present, and both should take detailed 

notes.  To avoid pretext claims, it is important to 

have documentation that what you told the em-

ployee was consistent with your previous oral 

and written statements regarding discharge.  

9. Pay all compensation due. Wage claims are 

one of the fastest-growing categories of employ-

ment litigation. Wage laws tend to favor the 

employee both substantively and procedurally. In 

planning a termination, it is important to ensure 

that all monies due to the employee are paid 

promptly.  

10. Think about other agreements and commit-

ments, real or potential. These might include non

-compete and non-disclosure agreements and, 

more importantly, individual employment agree-

ments, severance agreements or other commit-

ments. Make sure you understand and comply 

with any obligations you have to the departing 

employee, and make sure she understands any 

obligations she has to the company.  

Personnel Matters  
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The best time 

to head off a 

discharge -

related lawsuit 

is at the 

moment of the 

termination, or 

even before. 

There are two 

basic 

components to 

this strategy: 

litigation 

avoidance and 

litigation 

preparation.  

Employee Terminations: Ten Must-Do Steps When Letting Someone Go  
 James Bucking - Foley Hoag LLP  
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Companies that 

have the 

knowledge and 

action plans for 

the best ways 

to attract and 

retain Gen Y 

workers will 

have a strong 

competitive 

advantage.  

Managing Generation Y 
 

Generation Y, born between 1982-1993, are generally tech-savvy, confident, respectful of diversity, 

and committed to civic duty. They have a great deal to offer as employees and whether or not you like 

their style, they are the future workforce. Companies that have the knowledge and action plans for the 

best ways to attract and retain Gen Y workers will have a strong competitive advantage. 

 

What do Gen Y want in a workplace? According to Deloitte's Global Manufacturing Industry report 

entitled "Managing the Talent Crisis in Global Manufacturing: Strategies to Attract and Engage Genera-

tion Yó, these employees value most: 

¶ Long-term career development and multiple experiences within a single organization 

¶ Availability and access to mentors across the company 

¶ Work-life flexibility 

¶ Tech-savvy work environment 

¶ Open social networks that embrace open and honest communication 
 

Management can show commitment to these Gen Y values through the ways 

they communicate. In order to get the results they want, good communicators 

adjust their communication style to meet the needs and expectations of their audience. For managers 

of Gen Y employees, this means: 
 

¶ Communicate opportunities with clear timelines. Gen Y change jobs frequently and want to start 

work at a decision/policy-making level. To get them to stay put, Gen Y employees need to know 

what type of advancement, training, and opportunities they can expect, and when. Give them a 

clear picture of the next 18 months. Discuss opportunities with a timeline, but explained clearly 

that pay correlates with experience, qualifications and job performance. 

¶ Talk about purpose, not just performance. Gen Y want to belong to a group, and make committed 

team members. They want to be good, active citizens. Show them the benefits of what they are 

doing. They need reasons and purpose to connect with their work. 

¶ Give feedback. Text savvy, raised with cell phones, email, text messaging, IM and social media, 

Gen Y love feedback and expect it constantly and immediately. Give frequent feedback, but set 

clear and explicit boundaries (òI donõt need to be contacted about xó) to avoid having your time 

eaten up.  

¶ Take the time to explain. Many managers balk at the idea of having to explain or justify their 

decisions, whereas Gen Y may see this as open and honest communication. Gen Y need to buy 

into the mission. This is an area where mentors can be invaluable. 

¶ Help them develop audience awareness. Gen Y live in a world of social media, where everyone 

can post their opinion. This doesnõt apply in the workplace. Help make Gen Y aware of how vari-

ous audiences (customers, supervisors, team members) may interpret their behavior, communi-

cation style, dress, etc. 
Lauren Supraner is the president of CAL Learning, an intercultural communication and language training com-

pany based in Monroe, NY.  You can contact her at lsupraner@callearning.com  

Consumer Price Index  -   March 2008  

      Point  % % Increase   

Wage Earners & Clerical  Mar.  Feb.  Increase  Month  Year  Mar.ô07 

 1967=100 623.0 616.9 6.1 1.0 +1.3 615.1 

 1982-84= 100 209.1 207.3 0.9 0.3 +1.8 205.4 

All Urban Consumers             

1967=100 639.7 631.0 8.7 1.4 +7.0 597.6 

1982-84=100  213.5 211.7 1.8 0.9 +6.4 200.6 

Hudson Valley Unemployment Rate for March 2008 =  4.5 %  




