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NEW YORK EMPLOYEES 

 

MANCON Employees, 

 

Included in this packet is the following information: 

1. Correction Law 

2. Discrimination Poster 

3. Minimum Wage Poster 

4. Safety Poster 

5. Smoking Brochure 

6. Workers Compensation Notice 

7. Unemployment Notice 

8. Right to Know 

9. Paid Family Leave Notice 

10. Notice to Nursing Mothers 

11. Time Off to Vote 

 

If you have any questions, please contact your supervisor. 

 

      Thanks, 

      Human Resources 
 

 

 

 

 



NEW YORK CORRECTION LAW 
ARTICLE 23-A 

 
LICENSURE AND EMPLOYMENT OF PERSONS PREVIOUSLY 
CONVICTED OF ONE OR MORE CRIMINAL OFFENSES 

 
Section 750. Definitions. 
 
751. Applicability. 
 
752. Unfair discrimination against persons previously convicted of one 
or more criminal offenses prohibited. 
 
753. Factors to be considered concerning a previous criminal 
conviction; presumption. 
 
754. Written statement upon denial of license or employment. 
 
755. Enforcement. 
  
§750. Definitions.  For the purposes of this article, the following 
terms shall have the following meanings: 
 
    (1) "Public agency" means the state or any local subdivision 
thereof, or any state or local department, agency, board or commission. 
 
    (2)  "Private employer" means any person, company, corporation, 
labor organization or association which employs ten or more persons. 
 
    (3) "Direct relationship" means that the nature  of  criminal 
conduct  for  which  the person was convicted has a direct bearing on 
his fitness  or ability to perform one or more  of  the  duties  or 
responsibilities necessarily related to the license, opportunity, or 
job in question. 
 
    (4)  "License"  means  any  certificate,  license,  permit or grant 
of permission  required  by  the  laws  of  this state, its political 
subdivisions or instrumentalities as a condition for the lawful 
practice of any occupation, employment, trade, vocation, business, or 
profession. Provided,  however, that "license" shall not, for the 
purposes of this article, include any license or permit to own, 
possess, carry, or fire any explosive, pistol, handgun, rifle, shotgun, 
or other firearm. 
 
    (5)  "Employment" means any occupation, vocation or employment, or 
any form of vocational or educational training. Provided, however, that 
"employment" shall not, for the purposes of this article, include 
membership in any law enforcement agency. 



 
§751.  Applicability.  The provisions of this article shall apply to 
any application by any person for a license or employment at any public 
or  private  employer,  who has previously been convicted of one or 
more criminal offenses in this state or in any other jurisdiction, and 
to any license or employment held by any person whose conviction of one 
or more criminal offenses in this state or in any  other  jurisdiction 
preceded such employment or granting of a license, except where a 
mandatory forfeiture, disability or bar to employment is imposed by 
law, and has not been removed by an executive pardon, certificate of 
relief from disabilities or certificate of good conduct. Nothing in 
this article shall be construed to affect any right an employer may 
have with respect to an intentional misrepresentation in connection 
with an application for employment made by a prospective employee or 
previously made by a current employee. 



 
§752.  Unfair discrimination against persons previously convicted of 
one or more criminal offenses prohibited. No application for any 
license or employment, and no employment or license held by  an  
individual, to which the provisions of this article are applicable, 
shall be denied or acted  upon  adversely  by  reason  of  the  
individual's  having been previously convicted of one or more criminal 
offenses, or by reason of a finding of lack of "good moral character" 
when such finding is based upon the fact that the individual has 
previously been convicted of one or more criminal offenses, unless: 
 
    (1) There is a direct relationship between one or more of the 
previous criminal offenses and the specific license or employment 
sought or held by the individual; or 
 
    (2) the issuance or continuation of the license or the granting or 
continuation of the employment would involve an unreasonable risk to 
property or to the safety or welfare of specific individuals or the 
general public. 



 
§753. Factors to be considered concerning a previous criminal 
conviction; presumption. 1. In making a determination pursuant to 
section seven hundred fifty-two of this chapter, the public agency or 
private employer shall consider the following factors: 
 
    (a) The public policy of this state, as expressed in this act, to 
encourage the licensure and employment of persons previously convicted 
of one or more criminal offenses. 
 
    (b) The specific duties and responsibilities necessarily related to 
the license or employment sought or held by the person. 
 
    (c) The bearing, if any, the criminal offense or offenses for which 
the person was previously convicted will have on his fitness or ability 
to perform one or more such duties or responsibilities. 
 
    (d) The time which has elapsed since the occurrence of the criminal 
offense or offenses. 
 
    (e) The age of the person at the time of occurrence of the criminal 
offense or offenses. 
 
    (f) The seriousness of the offense or offenses. 
 
    (g) Any information produced by the person, or produced on his 
behalf, in regard to his rehabilitation and good conduct. 
 
    (h)  The legitimate interest of the public agency or private 
employer in protecting property, and the safety and welfare of specific 
individuals or the general public. 
 
    2.  In making a determination pursuant to section seven hundred 
fifty-two of this chapter, the public agency or private employer shall 
also give consideration to a certificate of relief from disabilities or 
a certificate of good conduct issued to the applicant, which 
certificate shall create a presumption of rehabilitation in regard to 
the offense or offenses specified therein. 
 
§754. Written statement upon denial of license or employment.  At the 
request of any person previously convicted of one or more criminal 
offenses who has been denied a license or employment, a public agency 
or private employer shall provide, within thirty days of a request, a 
written statement setting forth the reasons for such denial. 
 
§755. Enforcement. 1. In relation to actions by public agencies, the 
provisions of this article shall be enforceable by a proceeding brought 
pursuant to article seventy-eight of the civil practice law and rules.  
    2. In relation to actions by private employers, the provisions of 
this article shall be enforceable by the division of human rights 
pursuant to the powers and procedures set forth in article fifteen of 
the executive law, and, concurrently, by the New York city commission 
on human rights. 



THIS ESTABLISHMENT IS SUBJECT TO THE NEW YORK 

STATE HUMAN RIGHTS LAW (EXECUTIVE LAW, ARTICLE 15) 

DISCRIMINATION BASED UPON AGE, RACE, CREED, COLOR, 

NATIONAL ORIGIN, SEXUAL ORIENTATION, MILITARY STATUS, 

SEX, PREGNANCY, GENDER IDENTITY OR EXPRESSION, 

DISABILITY OR MARITAL STATUS IS PROHIBITED BY THE NEW 

YORK STATE HUMAN RIGHTS LAW. SEXUAL HARASSMENT 

OR HARASSMENT BASED UPON ANY OF THESE PROTECTED 

CLASSES ALSO IS PROHIBITED. 

ALL EMPLOYERS (until February 8, 2020, only employers with 4 or 

more employees are covered), EMPLOYMENT AGENCIES, LABOR 

ORGANIZATIONS AND APPRENTICESHIP TRAINING PROGRAMS 

Also prohibited: discrimination in employment on the basis of Sabbath 

observance or religious practices; hairstyles associated with race (also 

applies to all areas listed below); prior arrest or conviction record; 

predisposing genetic characteristics; familial status; pregnancy-related 

conditions; domestic violence victim status. 

Reasonable accommodations for persons with disabilities and 

pregnancy-related conditions including lactation may be required. A 

reasonable accommodation is an adjustment to a job or work 

environment that enables a person with a disability to perform the 

essential functions of a job in a reasonable manner. 

Also covered: domestic workers are protected from harassment and 

retaliation; interns and nonemployees working in the workplace (for 

example temp or contract workers) are protected from all discrimination 

described above. 

 

RENTAL, LEASE OR SALE OF HOUSING, LAND AND 

COMMERCIAL SPACE, INCLUDING ACTIVITIES OF REAL 

ESTATE BROKERS AND SALES PEOPLE 

Also prohibited: discrimination on the basis of lawful source of 

income (for example housing vouchers, disability benefits, child 

support); familial status (families with children or being pregnant); 

prior arrest or sealed conviction; commercial boycotts or 

blockbusting 

Reasonable accommodations and modifications for persons with 

disabilities may also be required. 

Does not apply to: 

(1) rental of an apartment in an owner-occupied two-family house 

(2) restrictions of all rooms in a housing accommodation to individuals 

of the same sex 

(3) rental of a room by the occupant of a house or apartment 

(4) sale, rental, or lease of accommodations of housing exclusively to 

persons 55 years of age or older, and the spouse of such persons 

ALL CREDIT TRANSACTIONS INCLUDING FINANCING FOR 

PURCHASE, MAINTENANCE AND REPAIR OF HOUSING 

PLACES OF PUBLIC ACCOMMODATION SUCH AS 

RESTAURANTS, HOTELS, HOSPITALS AND MEDICAL OFFICES, 

CLUBS, PARKS AND GOVERNMENT OFFICES 

Exception: 

Age is not a covered classification relative to public accommodations. 

Reasonable accommodations for persons with disabilities may also be 

required. 

 

EDUCATION INSTITUTIONS 

All public schools and private nonprofit schools, at all education levels, 

excluding those run by religious organizations. 

ADVERTISING AND APPLICATIONS RELATING TO EMPLOYMENT, 

REAL ESTATE, PLACES OF PUBLIC ACCOMMODATION AND 

CREDIT TRANSACTIONS MAY NOT EXPRESS ANY 

DISCRIMINATION 

If you wish to file a formal complaint with the Division of Human Rights, 

you must do so within one year after the discrimination occurred. The 

Division’s services are provided free of charge. 

If you wish to file a complaint in State Court, you may do so within three 

years of the discrimination. You may not file both with the Division and 

the State Court. 

Retaliation for filing a complaint or opposing discriminatory 

practices is prohibited. You may file a complaint with the Division 

if you have been retaliated against. 

FOR FURTHER INFORMATION, WRITE OR CALL THE DIVISION’S 

NEAREST OFFICE. HEADQUARTERS:  

ONE FORDHAM PLAZA, 4TH FLOOR, BRONX, NY 10458 

ESTE ESTABLECIMIENTO ESTÁ SUJETO A LA LEY DE DERECHOS 

HUMANOS DEL ESTADO DE NUEVA YORK (LEY EJECUTIVA, SECCIÓN 15) 

LA LEY DE DERECHOS HUMANOS DEL ESTADO DE NUEVA YORK 

PROHÍBE LA DISCRIMINACIÓN POR EDAD, RAZA, CREDO, COLOR, 

ORIGEN NACIONAL, ORIENTACIÓN SEXUAL, ESTATUS MILITAR, SEXO, 

EMBARAZO, IDENTIDAD O EXPRESIÓN DE GÉNERO, DISCAPACIDAD O 

ESTADO CIVIL. TAMBIÉN ESTÁ PROHIBIDO EL ACOSO SEXUAL O EL 

ACOSO POR CUALQUIERA DE ESTAS CLASES PROTEGIDAS. 

 

TODOS LOS EMPLEADORES (hasta el 8 de febrero de 2020, solo los 
empleadores de cuatro o más personas), AGENCIAS DE EMPLEO, 
ORGANIZACIONES DE TRABAJO Y PROGRAMAS DE CAPACITACIÓN 
DE APRENDICES 

Asimismo, está prohibida la discriminación en el empleo sobre la base de la 
observancia del Shabat o prácticas religiosas; peinados asociados con la raza 
(también se aplica a las áreas enumeradas a continuación) arresto previo o 
antecedentes penales; las características genéticas predisponentes; el estado 
civil; las condiciones relacionadas con el embarazo. 

Es posible que sea necesario hacer acomodos razonables para personas con 
discapacidades y condiciones relacionadas con el embarazo incluyendo 
lactación. Un arreglo razonable es una adaptación a un trabajo o entorno 
laboral que permita que una persona con discapacidad realice las tareas 
esenciales de un trabajo de manera razonable. 
 
También están cubiertos: trabajadores domésticos están protegidos en casos 
acoso y represalias; internos y no empleados cuales trabajan en el lugar de 
trabajo (por ejemplo trabajadores temporarios o contratantes) están protegidos 
de toda discriminación descrita arriba.  
 
ALQUILER, ARRENDAMIENTO O VENTA DE VIVIENDA, TERRENO O 
ESPACIO COMERCIAL INCLUYENDO ACTIVIDADES DE AGENTE DE 
BIENES RAÍCES Y VENDEDORES 
También esta prohibido: la discriminación a base de fuente de ingreso legal 
(por ejemplo vales, beneficios de discapacidad, manutención de niños); 
estado familiar (familias con niños o en estado de embarazo); arresto previo o 
condena sellada; boicot comercial o acoso inmobiliario.  
También es posible que sea necesario realizar modificaciones y arreglos 
razonables para personas con discapacidades. 
Excepciones:  
(1) alquiler de un apartamento en una casa para dos familias ocupada por el 
dueño 
(2) restricciones de todas las habitaciones en una vivienda para individuos del 
mismo sexo 
(3) alquiler de una habitación por parte del ocupante de una casa o 
apartamento 
(4) venta, alquiler o arrendamiento de alojamiento en una casa 
exclusivamente a personas mayores de 55 años y al cónyuge de dichas 
personas 

También se prohíbe: discriminación en vivienda sobre la base del estado civil 
(por ejemplo, familias con hijos). 

 

TODAS TRANSACCIONES CREDITICIAS INCLUYENDO FINANCIAMENTO 
PARA LA COMPRA, MANTENIMIENTO Y REPARACION DE VIVIENDAS   

LUGARES DE ALOJAMIENTO PÚBLICO, COMO RESTAURANTES, 
HOTELES, HOSPITALES Y CONSULTORIOS MÉDICOS, CLUBS, 
PARQUES Y OFFICINAS DEL GOBIERNO.   
Excepción: 
La edad no es una clasificación cubierta respecto a los alojamientos públicos. 
Es posible que sea necesario realizar arreglos razonables para personas con 
discapacidades. 
 
INSTITUCIONES EDUCATIVAS  

Todas las escuelas publicas y escuelas privadas sin ánimo de lucro, en todos 
los niveles, excluyendo escuelas dirigidas por organizaciones religiosas.                                                                            

PUBLICIDAD Y SOLICITUDES RELACIONADAS CON EL EMPLEO, LOS 
INMUEBLES, LOS LUGARES DE ALOJAMIENTO PÚBLICO Y LAS 
TRANSACCIONES CREDITICIAS NO DEBEN EXPRESAR NINGUN ACTO 
DISCRIMINATORIO   

Si desea presentar una demanda formal ante la División de Derechos 
Humanos, debe hacerlo dentro de un año desde que ocurra la discriminación. 
Los servicios de la División se ofrecen sin cargo. 

Si desea presentar una demanda ante el Tribunal Estatal, puede hacerlo 
dentro de los tres años desde que ocurriera la discriminación. No puede 
presentar una demanda ante la División y ante el Tribunal Estatal. 

Se prohíben las represalias por presentar una demanda u oponerse a 
prácticas discriminatorias. Puede presentar una demanda ante la 
División si sufrió represalias. 

PARA OBTENER MÁS INFORMACIÓN, ESCRIBA O LLAME A LA OFICINA 
MÁS CERCANA DE LA DIVISIÓN. OFICINA CENTRAL: 
ONE FORDHAM PLAZA. 4TH FLOOR, BRONX, NY 10458 

1-888-392-3644  

WWW.DHR.NY.GOV 



                            

 Attention Miscellaneous 
Industry Employees 

Minimum Wage hourly rates effective 12/31/2019 – 12/30/2020 

New York City 

Large Employers (11 or more employees)  Small Employers (10 or less employees) 

Minimum Wage  $15.00 
Overtime after 40 hours $22.50 

 Tipped workers                          
At least   $11.35 or $12.75 

    Overtime after 40 hours   $18.85 or $20.25  

 

Minimum Wage  $15.00 
Overtime after 40 hours $22.50 

  Tipped workers                          
At least   $11.35 or $12.75 

    Overtime after 40 hours   $18.85 or $20.25                                                       
 

Long Island and 

Westchester County  

 Remainder of 

New York State 

Minimum Wage  $13.00        

Overtime after 40 hours $19.50 
 Tipped workers             

At least    $9.80 or $11.05    
   Overtime after 40 hours    $16.30 or $17.55  

Minimum Wage  $11.80 
Overtime after 40 hours $17.70 

  Tipped workers                          
At least     $8.90 or $10.05 

Overtime after 40 hours     $14.80 or $15.95 

If you have questions, need more information or want to file a complaint, please visit  

www.labor.ny.gov/minimumwage or call: 1-888-469-7365. 
Credits and Allowances that may reduce 
your pay below the minimum wage rates 
shown above:  

• Tips – Your employer may use a limited 
amount of your tips to reduce your wages.  
This is called a tip credit.  Your employer 
may take a tip credit only if your tips plus 
wages add up to at least the minimum 
wage.  They must still pay you at least the 
tipped wage rates shown above. 

• Meals and lodging – Your employer may 
claim a limited amount of your wages for 
meals and lodging that they provide to 
you, as long as they do not charge you 
anything else. The rates and requirements 
are set forth in wage orders and 
summaries, which are available online. 

 Extra Pay you may be owed in addition to the minimum wage 
rates shown above: 

• Overtime – You must be paid 1½ times your regular rate of 
pay (no less than amounts shown above) for weekly hours 
over 40 (or 44 for residential employees).  

Exceptions: Overtime is not required for salaried 
professionals, or for executives and administrative staff 
whose weekly salary is more than 75 times the minimum 
wage rate. 

• Call-in pay – If you go to work as scheduled and your 
employer sends you home early, you may be entitled to extra 
hours of pay at the minimum wage rate for that day. 

• Spread of hours – If your workday lasts longer than ten 
hours, you may be entitled to extra daily pay. The daily rate is 
equal to one hour of pay at the minimum wage rate.  

• Uniform maintenance – If you clean your own uniform, you 
may be entitled to additional weekly pay. The weekly rates 
are available online. 
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Employers
Employers must provide employees with a workplace that is:

• free from recognized hazards,

• in compliance with the safety and health standards that 
apply to the workplace, and

• in compliance with any other regulations issued under the 
PESH Act by the Commissioner of Labor.

Employees
Employees must comply with all safety and health standards 
that apply to their actions on the job. Employees must also 
comply with any regulations issued under the PESH Act that 
apply to their job.

Enforcement
The New York State Department of Labor administers and 
enforces the PESH Act. The Commissioner of Labor issues 
safety and health standards. The Department’s Division of 
Safety and Health (DOSH) has Inspectors and Hygienists 
who inspect workplaces to make sure they are following 
the PESH Act.

Inspection
When DOSH staff inspect a workplace, a representative 
of the employer and a representative approved by the 
employees must be allowed to help with the inspection.  
When there is no employee-approved representative, DOSH 
staff must speak with a fair number of employees about the 
safety and health conditions in the workplace.

Order to Comply
If the Department believes an employer has violated the 
PESH Act, we will issue an order to comply notice to the 
employer. The order will list  dates by which each violation 
must be fixed. If  violations are not fixed by those dates, the 
employer may be fined. 

The order to comply must be posted at or near the place 
of violation, where it can be easily seen. This is to warn 
employees that a danger may exist. 

Post Conspicuously

Complaint
Any interested person may file a complaint if they believe 
there are unsafe or unhealthful conditions in a public 
workplace. This includes:

• An employee

• A representative of an employee

• Groups of employees

• A representative of a group of employees

Make this complaint in writing to the nearest DOSH office 
or by email to: Ask.SHNYPESH@labor.ny.gov. On request, 
DOSH will not release the names of any employees who file 
a complaint. The Department of Labor will evaluate each 
complaint. The Department will notify the person who made 
the complaint of the results of the investigation.  

These complaints may also be made to the United States 
Department of Labor, Occupational Safety and Health 
Administration online at: www.osha.gov. 

Discrimination
Employees may not be fired or discriminated against in any 
way for filing safety and health complaints or otherwise 
exercising their rights under the Act.

If an employee believes that they have been discriminated 
against, he or she may file a complaint with the nearest 
DOSH office. File this complaint within 30 days of the 
discrimination incident.

Voluntary Activity
The Department of Labor encourages employers and 
employees to voluntarily: 

• reduce workplace hazards, and 

• develop and improve safety and health programs in all 
workplaces.

The Division of Safety and Health can provide free help with 
identifying and correcting job site hazards. Employers may 
request this assistance on a voluntary basis by emailing: 
Ask.SHNYPESH@labor.ny.gov.

The New York State Public Employee Safety and Health Act of 1980 provides job safety and health protection for 
workers through the promotion of safe and healthful working conditions throughout the State. Requirements of the 
Act include the following:

Albany District
State Office Campus
Bldg. 12, Rm. 158
Albany, NY 12240
Tel: (518) 457-5508

Binghamton District
44 Hawley St., Rm. 901
Binghamton, NY 13901
Tel: (607) 721-8211

Buffalo District
65 Court Street
Buffalo, NY 14202
Tel: (716) 847-7133

Additional information may be obtained from the nearest DOSH District Office below:

Syracuse District
450 South Salina Street
Syracuse, NY 13202
Tel: (315) 479-3212

Utica District
207 Genesee Street
Utica, NY 13501
Tel: (315) 793-2258

White Plains District
120 Bloomingdale Road
White Plains, NY 10605
Tel: (914) 997-9514

Garden City District
400 Oak Street
Garden City, NY 11550
Tel: (516) 228-3970

New York City District
75 Varick St., 7th Floor
New York, NY 10013
Tel: (212) 775-3554

Rochester District
109 S. Union St., Rm. 402
Rochester, NY 14607
Tel: (585) 258-8806

Labor Law Information Relating to

Public Employees 
Job Safety & Health Protection



How does this act affect 
private offices?
Employees with private offices cannot smoke
in their office, or anywhere in the building.

Am I required to provide a smoking
break room for my employees?
No. In fact, the Act prohibits employers from
providing a smoking break room for employ-
ees. Businesses with separately ventilated
rooms for their smoking employees cannot
allow smoking in these rooms or anywhere
else in the building.

How will the act be enforced?
The owner, manager or operator of an 
area open to the public, food service 
establishment, or bar, that is covered by 
this Act must make a reasonable effort to
prevent smoking. 

How can I file a complaint? 
Employees and the public may report, 
confidentially, violations of the Act to their
local health departments, county board of
health or their district health office for
action. You can find the telephone number 
in the government section of your telephone
book, or at www.health.state.ny.us.

Should signs be posted? 
Yes. “No Smoking” or “Smoking” signs or 
a sign with the international “no smoking”
symbol on it must be prominently posted and
properly maintained where smoking is pro-
hibited or permitted. 

What are the penalties?
The enforcement officer for a city or county
health department can assess a penalty of 
up to $1,000 for each violation. In areas
where the State Health Department is the
enforcement officer, a fine of up to $2,000
may be assessed. 

How can I find more information?
For more information about the Act, 
call 1-800-458-1158, ext. 2-7600. 

Where can I get information 
on quitting?
If you smoke and want to quit, call the 
New York State Smokers’ Quit Line at 
1-866-NY-QUITS (1-866-697-8487), for free
information, or visit www.nysmokefree.com.

Effective July 24, 2003

New York State’s

CLEAN
INDOOR

Air Act

STATE OF NEW YORK
Department of Health

Antonia C. Novello, M.D., M.P.H., Dr. P.H., Commissioner

3403 7/03



Effective July 24, 2003, the amended New
York State Clean Indoor Air Act (Public
Health Law, Article 13-E) prohibits smoking
in virtually all workplaces, including 
restaurants and bars. The changes in 
the Act reflect the state’s commitment to 
ensuring that all workers are protected 
from secondhand smoke. Localities may
continue to adopt and enforce local laws
regulating smoking. However, these 
regulations must be at least as strict as 
the Clean Indoor Air Act. 

What is secondhand smoke?
Also called environmental tobacco smoke
(ETS) secondhand smoke is a mixture of 
the smoke given off by the burning end of 
a cigarette, pipe or cigar, and the smoke
exhaled from the lungs of smokers. The
U.S. Environmental Protection Agency (EPA)
reports that secondhand smoke contains
more than 4,000 substances, 43 of which
are known to cause cancer in humans 
or animals and many of which are 
strong irritants.

The EPA estimates that secondhand smoke
causes up to 62,000 deaths each year
among nonsmokers in the United States,
including 3,000 deaths due to lung cancer
alone. An estimated 300,000 children
nationwide develop lower respiratory 
infections each year as a result of exposure
to secondhand smoke, with approximately
15,000 of these children hospitalized due to
their infections. And, exposure to second-
hand smoke is a primary cause of asthma. 

• Retail tobacco businesses (primary
activity is the retail sale of tobacco
products and accessories, and the sale
of other products is merely incidental);

• Membership associations where all
duties related to the operation of 
the association are performed by 
volunteers who are not compensated
in any manner;

• Cigar bars in existence prior to January
1, 2003 (where 10% or more of total
annual gross income is from the sale of
tobacco products); and

• Up to 25% of seating in outdoor areas
of restaurants with no roof or ceiling
enclosure may be designated 
smoking areas.

Are there any special circumstances
where smoking is permitted?
Yes. Smoking is allowed in restaurants,
bars, hotel and motel conference rooms,
catering halls, convention halls and other
similar establishments ONLY when the
enclosed areas are being used for the sole
purpose of inviting the public to sample
tobacco products and serving food and drink
is incidental to such purpose. A business
establishment may schedule no more than
two days in a calendar year for these events. 

If my business is not listed in the
above lists, does the act apply?
If your type of business is not specifically
listed in the above lists, and you have
employees, then you cannot allow smoking
in your place of business.

Where is smoking prohibited?
The Act states that smoking shall not be 
permitted and that no person shall smoke in
the following indoor areas:

• Places of employment;
• Bars;
• Restaurants;
• Enclosed indoor swimming areas;
• Public transportation including all 

ticketing, boarding and waiting areas;
buses, vans, taxicabs and limousines;

• All places of employment where services
are offered to children;

• All schools, including school grounds;
• All public and private colleges, universities

and other educational and vocational
institutions; 

• General hospitals; 
• Residential health-care facilities, except

separately designated smoking rooms
for adult patients;

• Commercial establishments used for 
the purpose of carrying on or exercising
any trade, profession, vocation or 
charitable activity;

• All indoor arenas;
• Zoos; and
• Bingo facilities.

Where is smoking permitted?
Smoking is permitted in the following areas 
or businesses:

• Private homes and private residences
when not used for day care; private
automobiles;

• Hotel or motel rooms rented to one or
more guests;

New York State’s
CLEAN INDOOR AIR ACT
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STATE OF NEW YORK - WORKERS' COMPENSATION BOARD 
ESTADO DE NUEVA YORK - JUNTA DE COMPENSACION OBRERA

NOTICE OF COMPLIANCE 

TO EMPLOYEES 
IMPORTANT INFORMATION FOR EMPLOYEES WHO ARE 
INJURED OR SUFFER AN OCCUPATIONAL DISEASE WHILE 
WORKING.

1. By posting this notice and information concerning your rights 
as an injured worker, your employer is in compliance with the 
Workers' Compensation Law. 

2. If you do not notify your employer within 30 days of the date of 
your injury your claim may be disallowed, so do so 
immediately.

3. You are entitled to obtain any necessary medical treatment 
and should do so immediately. 

4. You may choose any doctor, podiatrist, chiropractor or 
psychologist referred by a medical doctor that accepts NY 
State Workers' Compensation patients and is Board 
authorized. However, if your employer is involved in a certified 
preferred provider organization (PPO) you must first be treated 
by a provider chosen by your employer and your employer 
must give you a written statement of your rights concerning 
further medical care. 

5. You should tell your doctor to file copies of medical reports 
concerning your claim with the Workers' Compensation Board 
and with your employer's insurance company, which is 
indicated at the bottom of this form. 

6. You may be entitled to lost time benefits if your work-related 
injury keeps you from work for more than seven days, compels 
you to work at lower wages or results in permanent disability 
to any part of your body. You may be entitled to rehabilitation 
services if you need help returning to work. 

7. You should not pay any medical providers directly. They 
should send their bills to your employer's insurance carrier. If 
there is a dispute, the provider must wait until the Board 
makes a decision before it attempts to collect payment from 
you. If you do not pursue your claim or the Board rules that 
your injury is not work-related, you may be responsible for the 
payment of the bills. 

8. You are entitled to be represented by an attorney or licensed 
representative, but it is not required. If you do hire a 
representative do not pay him/her directly. Any fee will be set 
by the Board and will be deducted from your award. 

9. If you have difficulty in obtaining a claim form or need help in 
filling it out, or if you have any other questions or problems 
about a job-related injury, contact any office of the Workers' 
Compensation Board.

WORKERS' COMPENSATION BOARD OFFICES 

 Albany, 12241 - 100 Broadway-Menands - (866) 750-5157 

*Brooklyn, 11201 - 111 Livingston St. - Brooklyn - (800) 877-1373 

 Binghamton, 13901 - State Office Bldg. - 44 Hawley St. - (866) 802-3604 

 Buffalo, 14203 – 295 Main Street, Suite 400 - (866) 211-0645 

*Hauppauge, 11788 - 220 Rabro Drive - Suite 100 - (866) 681-5354  

*Hempstead, 11550 - 175 Fulton Avenue - (866) 805-3630 

*New York, 10027 - 215 W.125th St., Manhattan - (800)-877-1373 

*Peekskill, 10566 - 41 North Division St. - (866) 746-0552 

*Queens, 11432 - 168-46 91st Ave., Jamaica - (800) 877-1373 

 Rochester, 14614 - 130 Main Street West - (866) 211-0644 
 Syracuse, 13203 - 935 James St. - (866) 802-3730 

AVISO DE CUMPLIMIENTO 

A EMPLEADOS 
INFORMACION IMPORTANTE PARA EMPLEADOS QUE
SEAN LESIONADOS O SUFRAN UNA ENFERMEDAD
OCUPACIONAL MIENTRAS TRABAJAN.

1. Su patrono está cumpliendo la Ley de Compensación Obrera 
cuando despliega este comunicado concerniente a sus 
derechos como trabajador lesionado. 

2. Si usted no notifica a su patrono dentro del término de 30 dias 
de haber sufrido su lesión su reclamación podría ser 
desestimada, por eso notifique inmediatamente. 

3. Usted tiene derecho a recibir cualquier tratamiento médico 
necesario relacionado con su lesión y debe gestionarlo 
inmediatamente. 

4. Para el tratamiento de cualquier lesión o enfermedad 
relacionada con el trabajo, usted puede escoger cualquier 
médico, podiatra, quiropractico ó psicologo (si es referido por 
un médico autorizado) que esté autorizado y acepte pacientes 
de la Junta de Compensación Obrera. Sin embargo, si su 
patrono está autorizado a participar en una organización 
certificada de proveedores preferidos (PPO), usted deberá 
obtener tratamiento inicial para cualquier lesión o enfermedad 
relacionada con el trabajo de la correspondiente entidad. 
Patronos que participen en cualquiera de estos programas 
establecidos por ley estan obligados a proveer a sus 
empleados notificación escrita explicando sus derechos y 
obligaciones bajo el programa a que esté acogido. 

5. Usted deberá requerir de su Médico que radique copias de los 
informes médicos de su caso en la Junta de Compensación
Obrera y en la compañia de seguros de su patrono, que se 
indica al final de esta forma. 

6. Usted tiene derecho a compensación si su lesión relacionada 
con el trabajo le impide trabajar por más de siete días, le obliga 
a trabajar a sueldo más bajo ó resulta en incapacidad 
permanente de cualquier parte de su cuerpo. Usted puede 
tener derecho a servicios de rehabilitación si necesita ayuda 
para regresar al trabajo. 

7. No pague a ningun proveedor médico directamente por 
tratamiento de su lesión o enfermedad relacionada con el 
trabajo. Ellos deben enviar sus facturas al asegurador de su 
patrono. Si el caso es cuestionado, el proveedor deberá esperar 
hasta que la Junta decida el caso, antes de iniciar gestión de 
cobro alguna contra usted. Si usted no tramita su caso ó la Junta 
falla que su lesión o enfermedad no está relacionada con el 
trabajo, usted podría ser responsable del pago de las facturas. 

8. No es obligatorio el estar representado en ninguno de los 
procedimientos de la Junta, pero es un derecho que usted 
tiene, el estar representado por abogado ó por representante 
licenciado si usted así lo desea. Si es representado, no pague 
al abogado ó al representante licenciado. Cuando la Junta 
decida su caso, los honorarios seran determinados por la Junta 
y descontados de sus beneficios. 

9. Si tiene dificultad en conseguir un formulario de reclamación o 
necesita ayuda para llenarlo ó tiene dudas sobre cualquier 
situación relacionada con una lesión o enfermedad 
comuniquese con la oficina mas cercana de la Junta.

* DOWNSTATE MAILING ADDRESS 

Claims-related mail for the Hauppauge, Hempstead, Peekskill and all NYC 
offices should be mailed to: PO Box 5205 Binghamton, NY 13902-5205

 ROBERT E. BELOTEN, CHAIR/PRESIDENTE 

Statewide Fax: 877-533-0337 

 Workers' Compensation benefits, when due, will be paid by (Los beneficios de Compensación Obrera, cuando debidos, seran pagados por):

Name, address and telephone number of licensed insurance carrier, authorized 
group self-insurer or main office of authorized self-insurer 

For Insurance Carriers ONLY: Policy No. ...................................................  

Policy in Force from ....................................  to ..........................................  

C-105 (1-11) 
Workers' Compensation Board 
Prescribed of by Chairman 
State New York 

www.wcb.state.ny.us 

Name of employer (Nombre del patrono) 

.............................................................................. 
THIS NOTICE MUST BE POSTED 
CONSPICUOUSLY IN AND ABOUT THE 
EMPLOYER'S PLACE OR PLACES OF 
BUSINESS.

Failure by an employer to post this notice in and about 
the employer's place or places of business may result in a 
$250 penalty for each violation. 

THE CONTINENTAL INSURANCE COMPANY
151 N. FRANKLIN ST., CHICAGO, IL 60606-1915
1-877-CNA-ASAP (262-2727)

MANAGEMENT CONSULTING INC

WC6079206652

10/01/2019 10/01/2020





Your employer must inform 
you of the health 
effects and hazards 
of toxic substances 
at your 
worksite.

Learn all 
you can 
about toxic 
substances 
on your job. 

For more 
information,
contact:

YOU HAVE A 
RIGHT TO KNOW!

Name

Location & Phone Number

THE RIGHT TO KNOW LAW WORKS FOR YOU.
NEW YORK STATE DEPARTMENT OF HEALTH
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New York State Department of Labor 
Division of Labor Standards 

 
 
 
 

Guidelines Regarding the Rights of Nursing Mothers to Express Breast Milk in the Work Place  
 

Section 206-c of the New York State Labor Law provides as follows: 
 
 
 

Right of Nursing Mothers to Express Breast Milk.  
 

An employer shall provide reasonable unpaid break time or permit an 
employee to use paid break time or meal time each day to allow an 
employee to express breast milk for her nursing child for up to three years 
following child birth. The employer shall make reasonable efforts to provide 
a room or other location, in close proximity to the work area, where an 
employee can express milk in privacy.  No employer shall discriminate in 
any way against an employee who chooses to express breast milk in the 
workplace. 

 
 
 

This law is applicable to all public and private employers in New York State, regardless of the size or 
nature of their business. In administering this statute, the Department applies the following interpretations and 
guidelines: 

 
I. Notice  

 
A. Employers shall provide written notification of the provisions of Labor Law §206-c to employees 

who are returning to work, following the birth of a child, and their right to take unpaid leave for the purpose 
of expressing breast milk. Such notice may either be provided individually to affected employees or to all 
employees generally through publication of such notice in the employee handbook or posting of the notice 
in a central location. 

B. An employee wishing to avail herself of this benefit is required to give her employer advance 
notice. Such notice shall preferably be provided to the employer prior to the employee’s return to work 
following the birth of the child in order to allow the employer an opportunity to establish a location and 
schedule leave time amongst multiple employees if needed. 

 
II. Reasonable Unpaid Break Time  

 
A.  Reasonable unpaid break time is sufficient time to allow the employee to express breast 

milk. Each break shall generally be no less than twenty minutes. If the room or other location is not in close 
proximity to the employee’s work station (e.g.  as in a shared work location with a common lactation 
room) each break shall generally be no less than thirty minutes. Employees can elect to take shorter 
unpaid breaks for this purpose. 
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B. The number of unpaid breaks an employee will need to take for expression purposes varies 
depending on the amount of time the employee is separated from the nursing infant and the mother’s 
physical needs. In most circumstances, employers shall provide unpaid break time at least once every 
three hours if requested by the employee. 

C.  Upon election of the employee, unpaid break time may run concurrently with regularly 
scheduled paid break or meal periods. 

D.  Upon election of the employee, an employer shall allow the employee to work before or 
after her normal shift to make up the amount of time used during the unpaid break time(s) for the 
expression of breast milk so long as such additional time requested falls within the employer’s normal 
work hours. 

E. This benefit is available to the employee during their basic work week and any overtime or 
additional hours worked. 

F.  An employee may be required to postpone scheduled unpaid break time for no more than 
thirty minutes if she cannot be spared from her duties until appropriate coverage arrives. 

 
III. Reasonable Efforts and Privacy  

 
A.  All employers are required to make reasonable efforts to provide a private room or other 

location for the purpose of expression of breast milk. “Reasonable effort” requires that the room or 
other location must be provided for use of employees expressing breast milk so long as it is neither 
significantly impracticable, inconvenient, or expensive to the employer to do so.  Relevant factors in 
determining significant impracticality, inconvenience, or expense include but are not limited to: 

 
1. The nature of work performed at the business; 
2. The overall size and physical layout of the business; 
3. The type of facility where the business is housed; 
4. The size and composition of the employer’s workforce; 
5. The business’ general hours of operation and the employees’ 

normal work shifts; 
6. The relative cost of providing a room or other space for the dedicated purpose.  

 
B.  The room or location provided by the employer for this purpose cannot be a restroom or 

toilet stall. 
C. An employer may dedicate one room or other location for the expression of breast milk and 

establish a schedule to accommodate the needs of multiple employees needing access thereto. 
D.  An employer who is unable to provide a dedicated lactation room or other location under 

these guidelines, may allow the use of a vacant office or other available room on a temporary basis for 
the expression of breast milk, provided the room is not accessible to the public or other employees 
while the nursing employee is using the room for expression purposes. 

E. As a last resort, an employer who is unable to provide a dedicated lactation room or other 
location under these guidelines may make available a cubicle for use by individuals expressing breast 
milk, provided the cubicle is fully enclosed with a partition and is not otherwise accessible to the public 
or other employees while it is in use for expression purposes. The cubicle walls shall be at least seven 
feet tall to insure the nursing employee’s privacy. 

F. Each room or other location used for the expression of breast milk under these guidelines 
shall be well lit at all times through either natural or artificial light. If the room has a window, it shall be 
covered with a curtain, blind, or other covering to ensure privacy for the mother as she is expressing 



breast milk. The room shall contain, at a minimum, a chair and small table, desk, counter, or other flat 
surface. In addition, employers are encouraged to provide an outlet, clean water supply, and access 
to refrigeration for the purposes of storing the expressed milk. 

G. An employer is not responsible for insuring the safekeeping of expressed milk stored in any 
refrigerator on its premises. The employee is required to store all expressed milk in closed containers, 
regardless of the method of storage and to bring such milk home with her each evening. 

H. The employer must maintain the cleanliness of the room or location set aside for the use of 
employees expressing breast milk at work. 

I. An employer may not deny an employee this benefit due to difficulty in finding a location for 
purposes of the same. 

J.  For the purposes of this provision: “Private” shall mean that the room or other location shall 
not be open to other individuals frequenting the business, whether as employees, customers, or other 
members of the public. To insure privacy, the room or location should have a door equipped with a 
functional lock. If a door with a functional lock is not available (in the case of a fully enclosed cubicle) 
as a last resort an employer must utilize a sign advising the room or location is in use and not accessible 
to other employees or the public. 

 
IV. Close Proximity  

 
A. Any room or location provided for the expression of breast milk must be in close proximity to 

the work area of the employee(s) using it for the expression of breast milk. 
B. Close proximity means the room or location must be in walking distance and the distance to 

the location should not appreciably lengthen the break time. 
C.  Should an employer have more than one employee at a time needing access to a lactation 

room or other location, the employer may dedicate a centralized location for use by all such employees, 
provided however, that the employer shall make every effort to locate such space at a reasonable 
distance from the employees using it. 

D. Employers located in shared work areas such as office buildings, malls, and similar premises 
may cooperate with one another to establish and maintain a dedicated lactation room, provided however, 
that such rooms must be located at a reasonable distance from the employees using the room. Each 
employer utilizing such common dedicated lactation room will retain individual responsibility for 
ensuring that it meets all the requirements of these guidelines with regard to their employees. Use of 
a common dedicated lactation room pursuant to this paragraph will not reduce, mitigate, or otherwise 
affect the employer’s obligations under these guidelines. 

 
 
 

V. Non-Discrimination  
 

No employer shall discriminate in any way against an employee who chooses to express breast 
milk in the workplace.  Encouraging or allowing a work environment that is hostile to the right of 
nursing mothers to take leave for the purpose of expressing breast milk could constitute discrimination 
within the meaning of this section of the guidelines. 

 
VI. Suggested Employer Activities  

 
A.  In addition to the activities set forth in the guidelines above, an employer may consider 

implementing one or more of the following activities in connection with the needs of employees who 
are breast feeding children: 



1.   Providing educational information in the lactation room or area regarding the benefits of 
breastfeeding and tips on expressing and storing breast milk including posters, 
newsletters, books, and referral information to health education programs about 
breastfeeding. 

2.   Allowing flexible work hours, job sharing, and/or part-time scheduling to accommodate 
employees with children of nursing age. 

3.   Providing an easily accessible sink to wash tubing used for pumping breast milk. 
4.   Allowing mothers of nursing children attending on-site day care to take breaks to breast 

feed in lieu of pumping. 
5.   Providing a listing of lactation consultants whom breastfeeding mothers could contact 

for assistance. 
6.   Including protection for pregnant and breastfeeding mothers in the company’s 

sexual harassment policy. 
7.   Designation of a breastfeeding coordinator to allow consistent and 

coordinated implementation of this benefit in the workplace. 
 

B. Not all questions can be anticipated; therefore these guidelines may not cover all situations 
that may arise. For additional assistance or information please contact the Division of Labor Standards 
office nearest you. 

 
 
 

Albany District 
State Office Campus  
Bldg. 12 Room 185A  
Albany, NY 12240 
(518) 457-2730 

Binghamton  
Sub-District  
44 Hawley Street 
Binghamton, NY 13901 
(607) 721-8014 

New York City District  
75 Varick Street 
7th Floor  
New York, NY 10013  
(212) 775-3880 

 Garden City District 
 400 Oak Street 
 Suite 101 
 Garden City, NY 11530   
 (516) 794-8195 

  
 
Buffalo District 
65 Court Street 
Room 202 
Buffalo, NY 14202 
(716) 847-7141 

 
   Rochester 
   Sub-District 
   276 Waring Road  
   Room 104 
   Rochester, NY 14609 
   (585) 258-4550 

 
Syracuse District 
333 East Washington Street 
Room 121 
Syracuse, NY  13202 
(315) 428-4057 

 
            White Plains District  

120 Bloomingdale Road                      
White Plains, NY 10605  

            (914) 997-9521 
 

 
 

 
 
 

DOL WEBSITE HOMEPAGE 
http://www.labor.ny.gov 



New York State Election Law 

§ 3-110. Time allowed employees to vote. 1. A registered voter may, 
without loss of pay for up to three hours, take off so much working time 
as will enable him or her to vote at any election.  

2. The employee shall be allowed time off for voting only at the 
beginning or end of his or her working shift, as the employer may 
designate, unless otherwise mutually agreed.  

3. If the employee requires working time off to vote the employee 
shall notify his or her employer not less than two working days before 
the day of the election that he or she requires time off to vote in 
accordance with the provisions of this section.  

4. Not less than ten working days before every election, every 
employer shall post conspicuously in the place of work where it can be 
seen as employees come or go to their place of work, a notice setting 
forth the provisions of this section. Such notice shall be kept posted until 
the close of the polls on election day.  

 

  



Attention All Employees 
Time Allowed  

Employees to Vote on Election Day 
 

N.Y. Election Law Section 3-110i 
 

 

• As a registered voter, you may take off up to 
3 hours, without loss of pay, to allow you 
time to vote. 

• You may take time off at the beginning or 
end of your working shift, as your employer 
may designate, unless otherwise mutually 
agreed. 

• You must notify your employer not less than 
2 days before the day of the election that 
you will take time off to vote. 

Rev 04.19.2019 

i Employers:  Not less than ten working days before any Election Day, every 
employer shall post conspicuously in the place of work where it can be seen as 
employees come or go to their place of work, a notice setting forth the provisions of 
this law.  Such notice shall be kept posted until the close of the polls on Election 
Day.   
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