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Bradford White FIND A PRO Contractor Directory

HELP CUSTOMERS FIND YOU!
Our contractor directory has been updated and improved to add valuable new features and we want your company on it! Put your business listing on the Bradford White
FIND A PRO directory today and you will:

Get Great New Features

Expanded profiles, customer reviews, ability to upload project photos, list certifications,
industry associations and more.

Attract More Customers

Your new profile will help you stand out more and promote your business.

Grow Your Business

Local customers will be connected directly with you, delivering new sales opportunities.

Close New Leads FAST

Get notified instantly about new customer leads so you can lock-up jobs quickly.

Take 5 minutes and register now –
it’s fast, easy and FREE!

Visit bwfindapro.com
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President’s Message
Joseph Marchitte

Share “Files” “Flops”

A

s our industry continues to
change we are now encountering many different share
files for the submittal process.
We are now required to use Drop
Box, Sharefile, Procore, Citrix,
Submittal Exchange, etc. Like any
new program, these share files
are only good to the contractors
if the person on the other end
Joseph Marchitte
understands what you are submitNYSPHCC President
ting. We have yet to do a project
where the submittal process has gone smoothly with
these new programs.

“Proper training must be an investment for
any company in order to grow and allow
new programs to work.”
— Joseph Marchitte

NYSPHCC President

Don’t get me wrong, we expect bumps in the road and
understand that we can’t always have our submittals
approved 100% on the first go around. In order for
these systems to work, they should allow the contractor
to create the submittal schedule. Believe me I am
no “computer guru” when it comes to creating these
programs, but they are costing owners MORE MONEY for
office staff and MORE TIME. I believe a lot of it pertains
to improper training. New people are often hired placing
them in positions without knowledge of the material at
hand. They are often computer data entry personnel that
follow each spec section and paragraph straight out of
the books. We are currently doing a school project worth
roughly $500,000.00. The job is 70% complete, with
90% of our submittals still rejected. Do you want to know
why? Not because our product is wrong, but because
the items submitted didn’t include other spec sections,
paragraphs, and combine one or more products together
on their site. Seriously! Are you kidding me! We quit the
submittal process on the third go around. I needed to
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get material and equipment ordered so I could meet all
scheduled activities. There was not one single comment
on the product we submitted on, but many comments
on the sections and paragraphs. We then had a special
meeting with the construction manager and owner and
they agreed with the contractors. They told us it would be
fixed at the end of the project so not to delay the work to
be installed. Well that’s a first for me. We are not against
new programs with new people, but we don’t need “book
readers” who don’t understand our trade. Proper training
must be an investment for any company in order to grow
and allow new programs to work. Increasing our office
staff is at a premium today for owners. What was once a
smooth process is now a time-consuming DEBACLE.

Copyright © Liberty Pumps, Inc. 2018 All rights reserved.
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I Am
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BOSS!
N

o one today would be like the “boss” in this picture; at least I hope not. We
recognize that the day of the boss as tyrant is long gone and never was that
effective or productive. Yelling and screaming does get minimal results in the
short term but never make it through the long haul. The modern workforce would not
tolerate it; even less so in a very good economy.
But what about the boss that believes he must be
the most knowledgeable person in the company, or
department, or unit, etc.? Let’s look at the bottleneck that
ensues when the boss must approve every little detail. If
everything must cross the boss’ desk before it goes out
then we are in serious trouble. I am not saying the boss
doesn’t need to see anything; but just that he doesn’t
need to see everything. There aren’t enough hours in the
day for the boss to check every detail and give them his
approval. And nothing happens while folks are waiting on
the boss “to look at it”.
Plus, is the boss currently knowledgeable enough to
understand every little detail? Coming up through the
ranks is commendable but if you are away from your core
competency for a year or more you don’t get it any longer.
That’s how fast things are changing in every industry. The
old “that’s the way we have always done it” is a curse
against progress and improvement. And yet, I hear this
phrase much more than you might think when I question
what is happening.
We are in that arena where “if it isn’t my idea (as the
boss), it’s not a good idea”. It is time for every boss
to accept the fact that they do not have to have all the
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answers. If you can get to this place you will find a
tremendous amount of stress will be lifted from your
shoulders. Having to know all the answers is a burden that
no one needs to bear — no one. So stop it.
Start recruiting folks who are smarter than you are in
many areas. Get folks who have expertise in several core
competencies. You don’t have to be smarter or more
knowledgeable than those you hire. Your purpose is to
manage for results; the what; not necessarily the how.
The how is being improved and upgraded all the time. Far
too often I have found the “boss” being the answer man
(pardon the use of the male pronoun) for his team. “What
should I do here, boss?” “How do you want me to handle
this situation?” “How should I fix this?” I’m sure you can
think of other familiar phrases, right?
If you have to answer all these questions for your team
you are in big trouble. You need problem solvers on your
team and not problem identifiers. Unfortunately, some
team members are taught to use this behavior by their
boss; it is not their fault. Some bosses take great pride
in the fact they are the chief firefighter in their company,
department, etc. They actually “train” others to come to
them for solutions. Sadly, this type of boss usually hears

only one side of the story and their solution is therefore
ineffective. It is sad that some team members are afraid to
make a decision that the boss hasn’t blessed yet. Can you
imagine the detrimental effect this has on a team? Bet you
can; some of you may have seen this before.
Being the “boss” does not mean you have to have all
the answers. Yes, it is important to train folks so they
thoroughly understand their role and responsibilities.
Most folks who get promoted to a “boss” position for the
first time are never trained to be a boss. Ever promote your
top lead person to a foreman position. You often lose your
best lead person and have a mediocre foreman. Training
new folks in a supervisory or management role is critical
and yet is rarely done. Can you agree?
The boss is the person who has all the questions; not all
the answers. Surround yourself with sharp and committed
team members and then be the one asking the questions.
Such as: “How can we do this process faster?” How can
we save money on doing this?” “Is there a better way to
do this?” I think you get the idea. Who knows best how
to improve operations? The folks closest to the action of
course. When I am trying to help a client I go to where
people are doing things and ask them what needs to be
improved. Most of their ideas are excellent and often
put into place. When I ask why they haven’t told the
boss about this they say they have tried but no one was
listening. Or they say “No one ever asked.” How sad.
So the next step is not only to be the boss asking
questions but to be the boss who listens to the answers.
Too many staff meetings or shop meetings are based on

the boss going blah, blah, blah and no one being asked
questions. When the boss is asking questions in a group
they can hit a home run if they are truly listening. When
folks feel they are being heard they will really open up and
you will get some powerful brain storming solutions. Every
boss must understand that you are not listening unless
you are looking at the person talking. Looking at your
phone while someone is talking is not listening!
So what is one secret to success? Surround yourself with
sharp well trained team members and then listen to them.
Be the boss who is always asking questions instead of
telling folks how to do things.
Incidentally, if you are reading this article and find value in
it, and do not receive my monthly newsletter, just send me
an email and request it. It is free and many folks from your
association do get it. It is to help you go to the next level
and is not used for marketing purposes.
Got a question — ask The Coach. The call is free and so is
the advice and guidance. Remember — The Coach does
not succeed until you do.

Bill Harrison is president of PLI, LLC.
His contact information is:
6200 Settlers Trail Place
Gainesville, VA 20155
(703) 909-8230
wiharrison@comcast.net

New York State Local Associations
1. PHCC of Long Island
Mr. John DeLillo
123 South Street
Oyster Bay, NY 11771
Tele: 516-922-2102
Fax: 516-922-1414
ncphcc@yahoo.com
2. Associated PHCC of Rochester
New York
Mr. Joseph Tumia
Tumia Plumbing Co, Inc.
437 Ridge Road
Rochester, NY 14580
Tele: 585-671-6410
Fax: 585-671-1208
3. WNY Association of Plumbing
& Mechanical Contractors
Mr. James C. Logan,
Executive Director
2660 William Street
Cheektowaga, NY 14227
Tele: 716-875-4626
Fax: 716-875-4412
jlogan@conexbuff.com

4. P
 lumbers Contractors Association
of New York City
Mr. Stewart D. O’Brien
44 West 28th Street
New York, NY 10001
Tele: 212-481-4580
Fax: 212-481-7185
stewobrien@aol.com
5. P
 lumbing Contractors Association
of Long Island
Mr. Richard Schaffer,
Executive Secretary
816 Deer Park Avenue
North Babylon, NY 11703
Tele: 631-422-2900
Fax: 631-422-0987
Rich.suffolk@gmail.com
6. PHCC of Western New York
Mr. Donald Powers
PHCC of Western New York
PO Box 23
N. Tonawanda, NY 14120
716-216-4360
powersdonald@yahoo.com

Get in touch with other
contractors and suppliers in
your area through these local
chapters.
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Local Chapter Report
PHCC of Long Island
Presidential Last Letter
By Joe Cornetta

Joe Cornetta
President

I always enjoyed gardening.
The enjoyment of a tiny seed
becoming a fruit bearing plant
or a flower producing shrub.
Successful gardening takes time
and attention, but the result is
well worth the efforts. Rekindling
interest for young people to
pursue careers in the plumbing
heating and cooling industry is
similar. We plant seeds and wait
for fruit or flowers.

I attended a Boy Scout dinner in early October. The scouts
are introducing a six-week camping trip where they work
with different trades each day. The PHCC of Long Island
has been asked to send a licensed plumber each week
to work with scouts interested in a plumbing career.
Electrical, carpentry and welding are a few of the other
trades being discussed. The hope is that the concept will
become part of the explorer badge and the BSA will roll
out the concept nationally. We’re planting seeds.
The shortage of young people entering trades began in
2002. Then president George W. Bush signed the “no
child left behind policy”. This policy raised the academic

Congratulations
Hunter Botto
During the annual business session at the PHCC
National Convention in
Albuquerque, Hunter
Botto, past president of
the NYSPHCC and the
PHCC of Long Island was
elected 1st vice president
of PHCC National. Congratulations Hunter!
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standards for all students nationwide and forced schools
to eliminate many of the programs that taught hands
on careers. Sixteen years later the national shortage of
apprentices is a hardship not easily reversed.
In addition to the Boy Scout program, the PHCC of Long
Island is taking other initiatives. Locally, our public
relations firm Bill Corbett Associates is preparing an ad
campaign promoting the need for help in our industry. Bill
is mailing letters to principals and guidance counselors
of every school district on Long Island. Promoting our
apprentice program and the need for replenishing our
workforce, these are more seeds that someday will bear
fruit.
Nationally the PHCC is pushing its pre-apprentice
program, this 6-month introductory online class is
designed to allow students to prepare for a career in the
phc trades. The PHCC educational foundation is offering
scholarships on the national level and the NYSPHCC
Auxiliary also offer scholarships to assist. Locally the
PHCC of Long Island is preparing its own scholarship
program. I may not be active in the plumbing field when
these seeds germinate. It is my hope that the harvest is
bountiful for the next generation.

2019 Convention
Journal Ads
With the annual state convention, just a few short months
away, we are now accepting ads for the convention
journal. The state convention will be held at the Inn
on Fifth in Naples, FL. We hope that you will take this
opportunity to support your industry by placing an ad
in convention journal. Proceeds from the ad sales help
the state association to meet its financial obligations
and continue to grow and provide more programming to
our members. All advertisers will receive a copy of the
publication, which also includes a membership directory.
For rates and information, please contact the association
office at 716.213.4360.

NYSPHCC
Legislative
Update
October 2018
By: Mark Riso
Vice President of Legislative Affairs

All Eyes on Congressional Elections:
Less Than Two Weeks Away

W

ith the entire U.S House of Representatives and a third or the
U.S. Senate up for election in less than two weeks, all eyes
are on the Congressional elections. With the potential of a
large freshmen class (House and Senate) for the 116th Congress,
PHCC will be hard at work establishing, and re-establishing relations
following the election.

Mark Riso
Vice President of
Legislative Affairs,
PHCC-National
Association

PHCC’s grassroots advocacy service provider the Business Industry
Political Action Committee (BIPAC) reports in its latest election
analysis that:
Senate
Of the 35 in-cycle Senate races, 17 appear to feature legitimate competition. As we have
repeatedly reported, the Democrats’ big problem lies in positioning themselves to make a
serious move on the Republican majority. Simply put, they have too few targets.
Though Republicans only have a 51-49 Senate majority, the current map creates a situation
where the GOP needs to win only four of the 17 most competitive states to retain control. Right
now, three of their seats (AZ, NV, TN) are in the Toss-up category according to the latest Fox News
ratings. The Daily Kos Elections blog also finds Arizona and Nevada in the Toss-up column, but
actually puts Tennessee in the Lean Republican block.
Winter 2018–19 •
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Fox also sees one Democratic seat, North Dakota, leaning
to the Republicans while the Daily Kos places it in the
Toss-up category. Both rate three other Democratic
incumbents, Bill Nelson (D-FL), Joe Donnelly (D-IN),
and Claire McCaskill (D-MO), all embroiled in tough
campaigns, as pure toss-ups.

Republicans hanging on to a small edge. The cycle’s last
campaign month will tell the tale.

Ultimately, in order to win the majority the Democrats
must go 26-0 in their defense seats, and then win the two
toss-up campaigns in Arizona and Nevada. If they lose any
one of these 28 seats, say North Dakota, they would then
have to win Arizona and Nevada, and take both Tennessee
and Texas to compensate for the loss.

In Rhode Island, first-term Gov. Gina Raimondo was renominated in the Democratic primary but won with only
56% of the vote. Not exceeding majority support by a
large margin in one’s own primary is not a positive sign
for any elected official, and the Rhode Island result is no
exception.

As we begin the final month of campaigning, the
Republicans appear to be in strong shape to hold their
Senate majority and should be able to come away from
this election with a net gain of one to three seats.

Ms. Raimondo now faces her 2014 Republican opponent in
a re-match. Four years ago, then-state Treasurer Raimondo
defeated Cranston Mayor Allan Fung, 41-36%, with minor
party candidate Bob Healey, running on the Moderate
Party line, taking 21% of the vote. Though Mr. Healey is
not returning this year, five independent and minor party
candidates are on the ballot. The group includes former
state Rep. Joe Trillo (I), who was President Trump’s Rhode
Island campaign manager. The fractured field will likely
allow Gov. Raimondo to win again, but with the majority of
voters once more choosing another candidate.

House
With the closing weeks of the 2018 campaign here, it is
unclear whether the predicted “blue wave” that will sweep
the Democrats into office is actually happening.
It is clear, however, that the Democrats have done what is
necessary to position themselves to wrest away the House
majority from the Republicans.
First, they have made a large number of seats competitive.
At this writing, it appears that 78 different districts lie in
either the Toss-Up, Lean Democrat, or Lean Republican
columns. This is an unusually large number. The over
whelming majority of these districts, but not all, are
currently Republican held. This means the Democrats have
the opportunities they need to return to majority status.
Second, the quality of their challenger and open seat
candidates is high. Many have military backgrounds, most
have won a previous elective office, and virtually all are
running tough campaigns.
Third, while it remains debatable whether the Democratic
voter base is super-charged over voting, there is no doubt
that the left-of-center donor community is participating
at a frenetic pace. Not only are the challenger and open
seat candidates strong, but they are the most well-funded
group of such candidates in recent political history and
possibly ever.
Therefore, with their fundamental elements of opportun
ity, candidates, and support clearly in place, the Demo
crats are in position to make a stretch run to take the
majority. But, so many of these races will be close, and it
now appears that US House control for the next Congress
will come down to several races decided by two to five
votes per precinct.
Though it is clear the Democrats will gain House seats,
it is still uncertain as to whether they will record enough
new victories to assume the majority. While it is plausible
that they will gain control, it is also realistic to see the
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Governors
The nation’s final primaries, held the week after Labor
Day, yielded two interesting results.

In New York, Gov. Andrew Cuomo easily won re-nomina
tion in the Democratic primary over actress Cynthia Nixon,
with a 66-34% landslide victory. But, the race is not over
for Ms. Nixon. Because New York election law allows can
didates to represent more than one party, Ms. Nixon will
advance into the general election as the Working Families
Party nominee. There, she will again face Gov. Cuomo,
Duchess County Executive Marc Molinaro, the Republi
can nominee, and four other minor party candidates. Gov.
Cuomo is a lock to win a third term in November.
Many of the 36 Governors races are hotly contested.
Republicans have a 33-16-1 lead in the Governors cate
gory, which will change with this election. Democrats look
to be in strong position to convert Michigan, possibly
defeat a multi-term incumbent in Wisconsin, and are
competitive in open races in Florida, Georgia, and even
deep red Oklahoma. Republicans look to take Alaska
away from the nation’s lone Independent chief executive
and are competitive in the Connecticut and Colorado
open seats.
The Governors are particularly important in 2018 because
this is a redistricting election. Most of the Governors
elected in November will hold the redistricting veto pen
when the maps are again drawn in 2021; hence, their longterm importance.
For more state-to-state information, check out https://
bipacportal.mmp2.org/state_analysis.
Mark Riso is the Vice President of Legislative Affairs for PHCC—
National Association. He combines more than three decades of
experience in politics with the grassroots efforts of PHCC chapters
to represent the p-h-c industry on Capitol Hill.

When Codes Conflict
By Paul Garritan, Hamond Safety Management

T

he federal government enforces thousands of laws, rules and regulations but
individual states are permitted, and expected, to enact laws distinct from
federal law. New York State certainly is no exception. On top of (or rather under)
federal and state laws are also local (such as county and municipal) statutes that
are relevant too.
Employers in the manufacturing and construction industries are expected to be familiar with all laws and regulations that impact their respective businesses. Meeting
this challenge is difficult if not impossible but unfamiliarity with the rules is not acceptable (remember the saying
“ignorance of the law is no excuse”?)
Occupational safety through accident and illness prevention generally is overseen by OSHA but other state or local
authorities in New York have
jurisdiction too, typically over existing factories, warehouses and jobsites where a building is under construction. These local officials primarily are code enforcement
officers or firefighters assigned to fire prevention duties.
What happens, however, when a business is subject to an
inspection by both OSHA and local officials? Although it is
very unlikely that both local and federal inspectors would
be visiting a site simultaneously, it is more likely that a
business owner could receive a list of deficiencies from
both, for example, within a six-month period.
The nationwide movement to adopt the International Code
Council (ICC) code collection, also known as the I Codes, is
on-going and it has standards that are similar to OSHA’s.
For example, a section of OSHA’s 1910 Subpart E regulates
“Means of Egress” whereas portions of the ICC Fire Code

include means of egress requirements too. Since New
York State began enforcing the I Codes almost twenty
years ago, expect local officials to interpret and apply New
York’s version of this code.
The potential for conflict certainly exists when two different authorities have jurisdiction, whether in the interpretation or application or simply a difference of opinion. The
property owner may be “caught in the middle” as the two
sides decide what course of action to take.
Typically, federal laws overrule state and local laws, but a
review of the OSHA website and a thorough search of the
agency’s archives does not paint a conclusive picture. An
electronic inquiry sent to the agency regarding this matter
received no response, however information regarding
OSHA’s possible future recognition of some of the relevant
I Codes was mentioned on its website.
Probably the best approach to resolving any disputes
between local and federal authorities is to schedule a
meeting with both to discuss their areas of concern,
hoping that “common ground” will be reached. The similar
goals of the respective government agencies to protect
employees by ensuring that the facilities in which they
work are free from hazards should help find solutions that
all parties involved will accept.
Winter 2018–19 •
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Recession Coming in 2019 … ish
By Michael Copp, Executive Vice President
Recession Coming in 2019 … ish
— Bloomberg’s Jeff Kearns notes
that, “Two-thirds of business
economists in the U.S. expect a
recession to begin by the end of
2020.” (Retrieved on the World
Wide Web on October 21, 2018
at https://www.washingtonpost.
com/news/powerpost/paloma/
the-finance-202/2018/10/01/
Michael Copp
the-finance-202-now-comesExecutive
the-hard-part-on-new-trade-dealVice President
with-canada-and-mexico/
5bb0e2991b326b7c8a8d1778/?utm_term=.3f9581354ffb )
Some argue that it could start in 2019 and others in 2021,
but that in any case it’s not expected to be near what we
experienced in 2008. It will likely hit the consumers more
in the form of higher oil prices and increased consumer
debt as just two repercussions. Raul Elizalde notes in
his Forbes article, Why A Recession In 2019 Is Possible
When Unemployment Is At 50-Year Lows, that indicators
of recessions often include when longer-term rates drop
below short-term rates and when unemployment claims
drop below 300,000. Given the overwhelming agreement
that a recession is coming, there are things that Alan
Beaulieu, president of ITR Economics, suggest we can
do to mitigate its impact on businesses: (Retrieved on
the World Wide Web on October 2, 2018 at https://
www.automationworld.com/article/topics/industry-news/
prepare-now-2019-recession )
• Make sure your training and retention programs are
topnotch.
• Make your marketing and advertising spending [is]
increasingly effective.
• Drive efficiencies with technology.
• Lock in costs
• Plan for higher wages and higher energy costs.”
Bonnie Kavoussi (2012) with the Huffington Post noted
that the last recession claimed 170,000 small business between 2008 and 2010. Barry Moltz suggests in his article,
7 Ways to Prepare Today for the Next Recession, steps you
can take to prepare your business: (Retrieved on the World
Wide Web on October 2, 2018 at https://www.americanexpress.com/us/small-business/openforum/articles/7ways-to-prepare-today-for-the-next-recession/ )
• Focus on profitability, not growth — Companies need to
invest in order to grow their business, but they should
only grow profitably.

12 • NY Connection

• Stockpile cash — The single reason that all companies
go out of business is because they run out of cash.
Focus on getting paid from customers, extending payments to vendors, keeping stock levels low and inventory turns as high as possible.
• Draw on the bank credit line — Banks want to give credit
to companies that actually use it. Unless your business
has six months’ worth of cash in the bank, draw on that
credit line.
• Challenge all business assumptions — Always ask if the
business can be done another way. How can the company increase its gross margin? How can it sell to clients at
a lower cost? What parts of the business always make a
profit, and how can you leverage it? Which are the really
profitable customers?
• Ask customers to substitute your products for higher
priced ones — Is your product now the cheap alternative? In a recession, price can trump all. Find out from
customers if your products can replace something similar that they’re paying a lot more for — often it can.
• Cut costs now even if revenue hasn’t gone down — No
owner has ever regretted cutting costs too soon. When
deciding which costs to cut, use the “cringe factor.” Ask
yourself which checks make you cringe when you write
them at the end of the month. Cringing means that you
are not getting value out of these expenses and need to
either cut them or find another vendor that offers those
services.
• Remember resiliency — Economic cycles come and go.
You have been here before and survived.”
Mark Twain once wrote that, “It ain’t what you don’t know
that gets you into trouble. It’s what you know for sure
that just ain’t so.” Preparing for an impending recession
causes a business owner to challenge current assumptions about what’s working by looking at data, talking
to customers and employees, benchmarking against
competitors, talking to your accounting experts, and then
determining the changes needed now to ensure continued
success during a recessionary ‘stress test’.
Sources:
https://www.forbes.com/sites/raulelizalde/2018/06/02/why-a-recessionin-2019-is-possible-despite-unemployment-at-the-lowest-levels-in-50years/#3f03404956ca
https://www.automationworld.com/article/topics/industry-news/prepare-now-2019-recession
https://www.americanexpress.com/us/small-business/openforum/articles/7-ways-to-prepare-today-for-the-next-recession/
https://www.huffingtonpost.com/2012/07/25/us-lost-more-than-170000small-businesses-2008-2010_n_1702358.html

Culture & Purpose Drive Talent
Decisions
By Mark Breslin

“Maybe the problem is not that Millennials don’t value meaningful work. Maybe they
just define it differently than other generations.”
— Kelly Pledger Weeks in Harvard Business Review
“Our research shows that Millennials who found “special meaning” in their work were
six times more likely to plan to stay at their workplaces.”
— Fortune Magazine

M

ore than two million people quit their jobs last year. That number is up 35% in
the last five years. One in three people polled say they are considering leaving
their existing position. That is one-third of your workforce. Today. Over 90% of
Millennials expect to stay in their positions for less than three to four years.

If the construction industry has a
head, it is only in the last several
years that it popped out of a very
dark place. In the past, leaders in
this business (which my family has
worked in for four generations)
didn’t care about culture. They
cared about production. They didn’t
care about “culture” when “authority” is what got the job done. They
Mark Breslin
didn’t worry about retention, because the general idea was “If you
can’t do it, I’ll find someone who can.” Well, the evolution
of culture in construction is underway in a profound manner. And what is driving it is a simple formula. Here it is:

“In today’s market, talent will flow to where it is
valued most.”
Notice I did not say where it is paid the most. Money
is certainly a mandatory component of the workplace
relationship. But I hate to break the news: if you have an
employee leave you, most likely it is YOUR FAULT.
Here’s why. Based on almost every study (and the younger the employee, the more accurate this is) people work
at an organization (and stay there) because of two major
drivers. Here they are in order:

1.

CULTURE: what is the prevailing culture around
employment? This constitutes elements such as:

• How much effort does the company and my boss make
to emphasize my value?
• How much feedback do I get on my performance?
• How interested is my organization in developing my
talent and career?
• Do my company and supervisor display the commitment, ethics, transparency and work ethic that make me
want to emulate them?
• Do they display trust and loyalty?
• Can I do my best work and be my best self in the environment?

Creating this kind of culture takes work. It means being
open to change — driving change — and accepting that
you have to meet people where they are, and not where
you are. Or you can try to keep them by paying them more
money until they leave anyway.

2.

PURPOSE: a sense of purpose is now often cited
as the number one priority for young talent, particularly as it relates to retention. Purpose sounds like this:
• Do I understand the real mission of the company and
how I fit in?
• Does the work I do matter? And how do I know that?
Winter 2018–19 •

13

• Are the plans and direction of our organization communicated to me effectively?

the culture is the platform for talent development and
retention.

• Am I given the freedom and autonomy to create the best
outcomes?

You note that I wrote not only Culture Creator but also
Protector. That’s because it’s not enough to just set up
the culture and expect it to thrive and support the best
behaviors, growth and outcomes. No. Because people
will always test it. People will bring habits from previous
employment. People will fill in the blanks if you don’t have
a firm framework and they will often be outside the lines.
Senior management owns culture and must protect it with
all they got. That’s it.

• Am I listened to?
Purpose now vs. purpose before? As a Boomer, my purpose was pretty damn simple: WORK HARD, GET AHEAD.
Now people want and expect more, and most importantly,
they can get it – if not from you, then from someone else.
Of all the things I do as a CEO, with hundreds of member
companies and dozens of staff, two interrelated roles
make all the difference. One is my role as Talent Picker and the other is Culture Creator/Protector. With the
amount of attention paid to talent selection, the reputation of my employees is one of being “A” Players. Not every role, every year, all the time, but on balance for a small
business, I hire for culture and fit — not skills. If I want a
superstar, then I have to know they will thrive within the
culture. It is no mistake that a good number of our “alumni” have gone on to CEO, SVP and other top jobs around
the nation. We get ‘em. We grow ‘em. And they jump out of
the nest with our encouragement. But for them to thrive,

So in a hot talent market, or in an industry of unlimited
upward mobility, these are the two starting places for your
strategy—Culture and Purpose. The next time someone
comes to you and says they got “a better offer,” put aside
the money issue and ask yourself if you have put enough
effort into these leadership priorities. Culture and purpose
are the anchors, and money is often the excuse. What
they don’t want to tell you is that you failed. Try not to
get pissed at them until you have engaged in leadership
self-reflection. It will be worth the time and effort; and not
just now, but in your business and market strategy longterm.
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Revital/Line Replacement Covers slip right over existing baseboard
back panels! What’s more, our covers have been laboratory tested
to allow up to 40% more heat output than competitive
replacement brands on the market today. They fit over 90% of all
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INTRODUCTORY AT-LARGE MEMBERSHIP APPLICATION

I hereby make application to become a member at-large of the New York State Plumbing-Heating-Cooling
Contractors Association.
Please complete the following information:
Company Name
Address
City

County

State/Zip

Telephone

Fax

Email

Website

Principal Owner(s)
Length of time in business
Type of Business:

years

o Plumbing

Licenses Held (If applicable)

o Heating

Type

Number of Technicians
o Air Conditioning

o Sprinkler

Municipality

I consent that $25.00 of my annual dues can be used for the Association’s Political Action Fund. This will remain in
effect until I notify the Association otherwise.
Signature of Owner**

Referred by

(**By my signature I agree to abide by the Bylaws of the Association to which I am applying for membership.)

PLEASE SEND THIS FORM ALONG WITH YOUR DUES INVESTMENT TO:
NYSPHCC, PO Box 23, North Tonawanda, NY 14120 – 716-216-4360
For 2019, State Dues are $193 and National Dues are $264.00 for a total of $457.00.
This rate applies to first time members only.
PHCC membership dues are not deductible as a charitable contribution for U.S. Federal Income Tax purposes, but may be deductible as a business
expense. For 2019, PHCC estimates that 26% of your combined national and state dues constitute lobbying expenses.
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Governor Cuomo Expands Paid Family Leave
Definition
Governor Andrew Cuomo recently signed a bill that, in part, modifies the Paid Family Leave (PFL) Act. On
November 5, 2018, the governor ratified The Living Donor Protection Act (S,2496-B (Hannon)/A297—C(Gunther)
which also broadens the definition of what is considered a “Serious Health Condition” under the PFL.
The definition now will include transportation, preparation and recovery from surgery related to organ or tissue
donation to guarantee employee job protection while caring for an eligible family member before and after an
organ donation.
The law will be activated February 5, 2019, 90 days after its signing by the governor.

THE BOARD MEMBERS & STAFF
of the
NYSPHCC WISH YOU A VERY HAPPY

Holiday Season
AND A PEACEFUL & PROSPEROUS

New Year
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129th Annual NYS PHCC

Convention
APRIL 3–7, 2019
INN ON FIFTH RESPORT & SPA • NAPLES, FL

SPONSORSHIP OPPORTUNITIES
Dear Industry Partner:
The New York State Plumbing, Heating, Cooling Contractors is holding their 129th Annual
Convention on April 3–7, 2019 at the Inn on
Fifth Resort & Spa, Naples, FL. As a partner in
the industry, we are calling on you for support
through sponsorship of the overall educational
and social events designed to attract plumbing
and HVAC contractors from New York State. We
hope you will be a part of this extra special celebration by becoming a Platinum, Gold, Silver
or Bronze sponsor. The enclosed sheet shows
the various sponsor levels you can achieve. We
are also offering many additional sponsorship
opportunities in the form of reception sponsors, special events and ads in our convention
journal and hole sponsorship in our golf outing
to name a few. Please contact our office for
details.
This year’s convention program will be noteworthy as it is our 129th anniversary. The convention committee has begun to make plans
for many excellent seminars and events. The
convention will kick off on Thursday with the
opening reception. On Friday, we will hold a sit
down breakfast before our morning business
session and in the afternoon convention registrants can enjoy a free afternoon to golf, shop
or sight-see. The convention will conclude with
the closing banquet on Saturday evening.
We hope we can count on your support to
help make this convention the best one ever!
Please use the sponsor form on the next page
to register to become a sponsor. If you have
any questions, lease do not hesitate to call our
state office at -800-523-5505 or 716-216-4360.

PLATINUM

GOLD

$2,500.00

$1,500.00

• Named in the convention program

• Named in the convention program

• Identified on signs throughout the
convention

• Identified on signs throughout the
convention

• Recognized in the post convention
publication

• Recognized in the post convention
publication

• Provide information or advertising
item to be included on a special
table in the registration area or
inserted in the registration packets

• Provide information or advertising
item to be included on a special
table in the registration area or
inserted in the registration packets

• Select a meal event to be recognized individually

• Select a meal event to be recognized individually (does not include
banquet)

• Identified on the website with logo
(must be provided via email in
300dpi format)
• Information about your company
will be read to those in attendance
by a repreentative from your com
pany or a Joint Convention leader

• Identified on the website with logo
(must be provided via email in
300dpi format)

SILVER

BRONZE

$1,000.00

$500.00

• Named in the convention program

• Named in the convention program

• Identified on signs throughout the
convention

• Identified on signs throughout the
convention

• Recognized in the post convention
publication
• Provide information or advertising
item to be included on a special
table in the registration area or
inserted in the registration packets

Sincerely,
Joe Marchitte
President
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129th Annual NYS PHCC

Convention
APRIL 3–7, 2019
INN ON FIFTH RESPORT & SPA • NAPLES, FL

2019 CONVENTION SPONSOR
YES, we want to be a sponsor of NYS PHCC 129th Convention!
o Metal Sponsor
o Platinum ($2,500) o Gold ($1,500)

o Silver ($1,000)

o Bronze ($500)

o Special Event
o Special Event								Amount $
Company Name
Representative
Signature
Address
City/State/Zip
Phone (

)						

Fax (

)

Email
Logo for use on Sponsor Recognition Sign (Please send by March 1, 2019)
Send to dreddy@nysphcc.org (please use JPEG or TIF)
o Check enclosed o Please send invoice (must be paid before March 1, 2019)

Return form to:
2019 NYS PHCC Convention
PO Box 23
North Tonawanda, NY 14120

Thank you for your support!
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NYSPHCC Legislative Report
NYS Sexual Harassment Law and Guidance
By Nick Barella, Capitol Group

On April 12, 2018, New York Governor Andrew Cuomo
signed into law the New York State budget (is Part KK
of S7507C/A9595C Article VII Health Budget Bill), that
included several significant measures directed at both
private and government employers regarding sexual
harassment in the workplace.
Effective October 9, 2018, all New York State employers
were required to adopt written sexual harassment
prevention policies and institute annual anti-harassment
training for employees. To satisfy this obligation,
employers may adopt the State’s model sexual
harassment prevention policy and complaint form, or
implement their own policy and complaint form that
equals or exceeds the minimum standards provided under
the statute consistent with guidance issued by the State.
Beginning in January 2019, all companies that bid on
contracts with the New York State government must
submit an affirmation that they have a sexual harassment
policy and have provided sexual harassment training to all
employees, even those not located in New York State.

Sexual Harassment Training Obligations in
New York State
• If employees have already received sexual harassment
training this year, but it did NOT meet all new
requirements of NY State’s sexual harassment training
guidance, employers need to only provide supplemental
training addressing uncovered topics to ensure all
requirements are met.
• All employers, regardless of size, must train all
employees. According to the final guidance issued by
New York State, an “employee” includes all workers,
regardless of immigration status. “Employee” also
includes exempt or non-exempt employees, part-time
workers, seasonal workers, and temporary workers.
• Only employees who work or will work in New York State
need to be trained. However, if an individual works a
portion of their time in New York State, even if they’re
based in another state, they must be trained.
• The New York State Human Rights Law imposes
liability on employers for the actions of independent
contractors, vendors, or consultants; thus, employers
are also encouraged to provide their policy and training
to anyone providing services in the workplace, in
addition to employees.

• Employers must provide each employee the training at
least once per year. Employers can track completion
based on the calendar year, the anniversary of each
employee’s start date or any other date the employer
chooses.
• The NY State final guidance encourages training of new
employees as soon as possible, noting that employers
may be liable for the actions of employees immediately
upon hire. The law requires that employers provide a
sexual harassment prevention policy and training on
an annual basis to all employees. An employer may
choose to deem the training requirement satisfied if a
new employee can verify completion through a previous
employer or through a temporary help firm.
• Employers are not required to (but are encouraged) to
keep a signed employee acknowledgment of having
read the policy and a copy of all training records, as
these records may be helpful in addressing future
complaints or lawsuits.
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• NY State’s final guidance says that training may be
in-person or online, so long as it is “interactive”.
Interactivity requires employee participation.

Harassment Training Content Requirements in
New York State
• An explanation of sexual harassment consistent with
guidance issued by the NY DOL, including examples
of conduct that would constitute unlawful sexual
harassment.
• Information containing the federal and state statutory
provisions concerning sexual harassment and remedies
available to victims of sexual harassment, and a
statement that there may be applicable local laws.
• Information concerning employees’ rights of redress and
all available forums for adjudicating complaints.
• Training on retaliation is not specifically required
by New York State law, but the law also notes that
anti-retaliation provisions must be included in the
employer’s policy. New York’s Human Rights Law
prohibits retaliation for employees who file an
internal or external complaint, testify, or assist in any
investigation.
• No requirement to address bystander intervention.
• According to the NY State guidance, employers must
ensure managers and supervisors, as well as all
employees, are aware of the extra requirements and
responsibilities for those in managerial/supervisory
roles. While employers may provide additional or
separate training to supervisors and managers,
this language indicates that employers should
inform all employees of supervisors’ and managers’
responsibilities for preventing and reporting sexual
harassment.

Additional Provisions of the New York State Sexual
Harassment Laws
Limitations on Non-Disclosure Agreements: Effective
July 11, 2018, New York State prohibits the use of
a nondisclosure agreement (“NDA”) as part of the
settlement of a sexual harassment claim, where the NDA
would prevent the person who complained from disclosing
the underlying facts and circumstances of the harassment.
An NDA is prohibited unless the complainant prefers such
a provision. If the complainant indicates that he or she
prefers an NDA, the employer must give the complainant
21 days to consider the NDA, and then memorialize the
complainant’s preference for an NDA in writing, signed
by all parties. The complainant then has an additional 7
days to revoke the preference for an NDA. The NY State law
requires that the 21-day consideration period expire (and
cannot be waived or shortened) before the complainant’s
preference can be memorialized, and the minimum 7-day
revocation period cannot start until after.
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Limitations on Arbitration Agreements: New York State
now prohibits employers from requiring employees to
arbitrate sexual harassment claims, unless the arbitration
agreement is part of a collective bargaining agreement.
(This provision of the law may be challenged under the
Federal Arbitration Act.)
Model Sexual Harassment Policy: As required by the New
York State law, the New York State Department of Labor
has developed a “model” sexual harassment prevention
policy that includes a standard complaint form and a
procedure for the “investigation of complaints” that
ensures “due process for all parties.” Employers may
either adopt this policy as their own or ensure that their
policy includes all the mandated elements. According to
the NY State final guidance, employers should distribute
the policy to employees prior to beginning work.
Employers must provide the policy to all employees in
writing or electronically. If a copy is made available on a
work computer, employees must be able to print a copy for
their own records. Employers are not required to collect
a signed acknowledgment of employees having read the
policy, but employers are encouraged to keep a signed
acknowledgment. Employers should also post copies of
the sexual harassment policy in the workplace.
Coverage Expanded: The New York State law also
expands protection under the New York State Human
Rights Law for non-employees, specifically noting that
that an employer may be liable for sexual harassment of
contractors, subcontractors, vendors, and consultants
where the employer knows, or should know, that
harassment is occurring in its workplace and fails to
take immediate and appropriate corrective action to stop
the offending conduct. Given this, employers will want
to ensure that their training addresses the prevention
and reporting of harassment of such non-employees. In
addition, employers may be wise to offer their harassment
prevention training to non-employees, especially
contractors, subcontractors, and consultants.
We strongly recommend that members of the NYSPHCC Go
to this site set up by the Governor and NYS DOL, Guide to
Reporting and Training Materials, https://www.ny.gov/
combating-sexual-harassment-workplace/workers and it
contains the following model policy documents:

Guide to Reporting
• Minimum Standards For Sexual Harassment Prevention
Policies
• Sexual Harassment Prevention Model Policy
• Combat Harassment Complaint Form
• Sexual Harassment Prevention Toolkit For Employees
Training Materials
• Minimum Standards For Sexual Harassment Prevention
Training

• Sexual Harassment Prevention Model Training
• Sexual Harassment Prevention Training
This site also has videos that can be watched via
YouTube or downloaded; meet all state minimum training
requirements except one: the videos alone are NOT
considered interactive. If your employer is using this video
to meet the training requirements, your employer must
also: ask the employee questions as part of the program;
accommodate those questions, with answers provided in
a timely manner; or require feedback from an employee
about the training and the materials presented.

A New Mandatory Bereavement Pay Legislation
At the end of the 2018 legislative session, the NYS
Legislature passed S8380A (Funke) / A10639A (Morelle),
legislation that expands the state’s paid family leave law
to include bereavement. It would give every employee in
the state 12 weeks of paid time off if they suffer a death
in the family. This bill has not yet been transmitted to the
Governor who is expected to approve it.

This bill would cover the death of a spouse, domestic
partner, child, parent, in-law, grandparent or grandchild.
The state’s current Paid Family Leave law that went into
effect on January 1, 2018 gives employees paid time off to
bond with a new child or care for a sick relative. But this
new legislation if signed would significantly expand leave
policies, allowing grieving employees to collect 50 to 67
percent of the average weekly wage for up to 12 weeks.
The legislation will require employees to provide notice
of bereavement leave “as soon as practicable.” In cases
where an employee’s family member passes away while
the employee was providing care, the employee will be
able to immediately transition their remaining PFL time to
bereavement leave.
If signed by the Governor, this additional requirement of
the Paid Family Leave Act will have a significant impact on
small businesses. The small employers of NYS are being
hit with another burden that’s difficult to manage.
NYSPHCC will keep its members apprised about the
outcome of this legislation.

FREEZELESS

=PRICELESS FOR YEAR-ROUND WATER

Freezeless commercial hydrants from Woodford
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Model 67 Freezeless
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even with hose attached.
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WOODFORD Excellence. Always.
MANUFACTURING COMPANY

Winter 2018–19 •

21

It’s Your Life:
Estate Planning Awareness
Since 2008, the third week of October each year has been
designated National Estate Planning Awareness Week.
This event, held October 15–19 this year, promotes estate
planning and reinforces its importance to individual and
family financial wellbeing.
According to a 2017 Caring.com survey, only 42 percent
of U.S. adults currently have estate-planning documents,
such as a will or living trust.* For those with children
under the age of 18, just 36 percent have a plan. Whether
or not an individual has a will varies significantly by age,
with younger generations being the least prepared in the
event of a premature death.
So what is estate planning and why is it so important?
Estate planning is the process of outlining how someone
wants his or her assets to be managed and transferred
after death. In an estate plan, an individual can:
• designate who should receive which assets and when.
• choose who will make financial and medical decisions if
he or she is unable.
• decide who should care for children.
• include provisions to help minimize estate taxes and
other settlement expenses.
• provide guidance to one’s family about wishes for his or
her funeral, burial, or end of life care.
For a business owner, estate planning also includes
succession planning — who will take over a business
in the event of death or disability. The owner can
decide if the successor will buy the business or inherit
it. Families can reduce conflict by creating a plan that
equalizes shares of an estate between family members
who are involved in the business and those who are
not. A complete estate plan may include a wide range
of documents, such as a will, trust, financial power of
attorney, medical power of attorney, and living will, and
for business owners, a funded buy-sell agreement.
Why do so many people not have an estate plan in place?
Individuals cite a variety of reasons for not having one,
from cost, to not knowing where to go to create a plan, to
just not getting around to it. Without a will or trust, the
state will determine who will receive an individual’s assets
after death. It may be a spouse and/or children, but how
much will go to each of them varies from state to state,
especially if the children are from a prior relationship.
Children will receive their share when they reach the age
of majority (18 or 21, depending on the state), regardless
of whether or not they are prepared to handle it. A court
will help decide who is best suited to raise children (it
might not be the person an individual would have chosen).
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PERCENTAGE OF ADULTS
WITHOUT A WILL

40
%
64
%
78
%

Baby Boomers
(ages 53–71)

Generation X
(ages 37–52)

Millennials
(ages 18–36)

Assets will not be protected from heirs’ creditors, future
spouses, or behavioral issues (for example, alcohol or
drug abuse, gambling, or lack of motivation). The absence
of planning could be even more disastrous for a business.
Statistics show that less than one-third of family
businesses survive from the first to the second generation
and even fewer (15 percent) survive another transition.
Without an identified buyer and negotiated terms for a
sale in a signed (and funded) buy-sell agreement, a family
could end up selling the business for pennies on the dollar
or liquidating the business and selling the pieces for a
fraction of their value.
Don’t jeopardize your family’s financial future or create
unnecessary difficulties by not having an estate plan. If
you already have a plan in place, make sure it is up to
date and continues to reflect your wishes. Not sure where
to start? Talk to your Federated marketing representative
to be connected with an independent attorney who
specializes in estate and business succession planning.
Sources:
DiUlio, Nick. (2018) More Than Half of American Adults Don’t Have a Will,
2017 Survey Shows. Retrieved from https://www.caring.com/articles/
wills-survey-2017
Some of the services referenced herein are provided by third parties wholly
independent of Federated with the understanding that neither Federated nor
its employees provided legal or other expert advice.

This article is for general information and risk prevention recommendations
only and should not be considered legal, coverage, financial, tax, or medical
advice. The information may be subject to regulations and restrictions in
your state. There is no guarantee following these recommendations will help
reduce or eliminate losses. The information is accurate as of its publication
date and is subject to change. Qualified counsel should be sought regarding
questions specific to your circumstances. All rights reserved.

CRACKS IN FOUNDATION OR CONCRETE?
WATER IN THE BASEMENT?

10 ft. Foundation Crack Repair Kit

The Emecole Metro 10 ft. Foundation Crack
Repair Kit repairs up to 10 feet of concrete
cracks in poured foundation walls.
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