
                                                         
 
HR Director’s Report                                                                                                            
Meeting Date – January 9, 2023 
 
Dear Board of Directors: 
 
Staffing:  
November and December Data 

 New Hires – 11/1/22 – 12/31/22 
Family Development – 6 (2-Teachers; 1-Assistant Teacher; 1-Transportation Aide; 1-
Cook; 1-Floater Teacher’s Aide)  
Career & Family Services – 2 (1-Program Coordinator Emergency Services; 1-Youth) 
 
Turnover – 11/1/22 – 12/31/22 - average of 114 employees including substitutes and 

youth. 
 Terminations in the months of 11/1/22 – 12/31/22: 
 Family Development – 7 (1-Assistant Cook; 2-Teacher’s Aides; 1-Teacher; 1- Child Health 
Nurse RN; 1-Assistant Teacher; 1- Cook) 
 Career & Family Services – 2 (1-Sr. Employment Counselor, 1 – Program Coordinator, 
Emergency Services) 
        
Vacancies – Current as of 12/31/22: 
Family Development  
 

Administration  
Education Coordinator 

 
All HS Centers 
Substitutes 

 
Cambridge 
Teacher’s Aide-Preschool 

 
Dix 
Assistant Teacher 
Lead Teacher 
Teacher’s Aide 

 
 



River St 
HS Floater Teacher’s Aide – position on hold 
HS Assistant Teacher –position on hold 
HS Lead Teacher – position on hold 
HS Teacher’s Aide – position on hold 
EHS Teacher’s Aide-(Star)Toddler – waiting for approval 
Health Manager – RN 
Assistant Cook 

 
Whitehall 
EHS Assistant Teacher 

 
Granville 
Assistant Teacher 

 
Career & Family Services  

Community CARES Coordinator 
Handyman/woman 
Employment Counselor Youth 

 
Paid Family Leave –1 
FMLA – 9 
Disability – 0 
Workers Comp – 0 
 
HR News: 
New York Adopts Statewide Pay Transparency Law to take effect 7/2023 
 
On Dec. 21, 2022, Gov. Kathy Hochul signed the long-anticipated New York State pay 
transparency bill into law. The bill amends New York State Labor Law by adding a new section 
194-b, which takes effect on Sept. 17, 2023. Labor Law § 194-b continues a recent trend toward 
pay transparency both nationally and locally, including similar laws in New York City, Albany 
County, Westchester County, and Ithaca.  
 
Employers subject to the law are broadly defined to include nearly every entity with four or 
more employees, as well as agents and recruiters. Only temporary help firms, as defined under 
New York State Labor Law § 916(5), are exempt. 
 
Similar to other pay transparency laws, Labor Law § 194-b requires employers to disclose an 
amount or a range of compensation for any open job, promotion or transfer opportunity that 
can or will be performed, at least in part, in New York State. The law defines “range of 
compensation” as “the minimum and maximum annual salary or hourly range of compensation 
. . . that the employer in good faith believes to be accurate at the time of the posting of an 
advertisement” for the job, promotion, or transfer opportunity. Advertisements for jobs, 



promotions or transfer opportunities that are paid solely on commission must disclose that in 
writing. Additionally, the law requires employers to post a job description if one exists.  
 
Labor Law § 194-b does not define “advertisement,” so the breadth of the law’s application to 
activities such as direct recruitment and internal promotion is unclear. Presumably, the 
Commissioner of Labor will clarify the scope of coverage by regulations, which the law directs 
the Commissioner to promulgate.  
Employers are required to keep and maintain records in connection to the law, including the 
history of compensation ranges for each job, promotion or transfer opportunity and the job 
descriptions for these positions, if such job descriptions exist.  
 
Any person claiming to be aggrieved under Labor Law § 194-b may file a complaint with the 
Department of Labor, which has the authority to impose civil penalties of up to three thousand 
dollars for violations of the law or forthcoming regulations. Employers are prohibited from 
refusing to interview, hire, promote, employ, or otherwise retaliate against an applicant or 
current employee for exercising any rights under this new law.  
 
Finally, Labor Law § 194-b contains a provision stating that it shall not be construed or 
interpreted to supersede or preempt any local law, rules, or regulation. Most of the existing 
local pay transparency laws in New York failed to predict a parallel state law (despite the fact 
that one had already passed in the legislature), so employers subject to these laws will have to 
comply with overlapping obligations unless the local jurisdictions yield. The Westchester County 
Salary Transparency Law is the outlier and expressly gives way to “substantially similar” state 
legislation.  
 
 
Respectfully submitted, 
 
Mary Caro 


