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New York Retail Employers, Take Note: New 

Retail Worker Safety Protection Requirements 

Employers with ten or more retail employees in New York State (Covered Employers) will now have to 

comply with the New York Retail Worker Safety Act (the Act). The Act, effective June 2, 2025, requires 

that Covered Employers develop and adopt a retail workplace violence prevention policy and provide their 

retail employees with retail workplace violence prevention training. Starting Jan. 1, 2027, the law will also 

require employers with 500 or more retail employees in New York State to provide employees with, and 

train employees on how to use, a silent response button to request immediate assistance in case of an 

emergency. 

Employees are considered “retail employees” under the Act if they work at a “retail store,” defined as any 

store that sells consumer commodities directly to the public at retail. The New York Department of Labor 

(NYDOL) clarified, in recent guidance, that the Act does not cover non-retail employees working for a 

retailer (e.g., marketing or administrative support employees). The Act also specifically excludes 

businesses that primarily sell food to be eaten on-site, like restaurants. The NYDOL, however, advised 

that the Act would cover non-retail businesses that provide services at retail stores, such as maintenance 

or cleaning service providers.  

Retail Workplace Violence Prevention Policy 

Covered Employers must adopt a retail workplace violence prevention policy to be provided to each 

employee, in writing, upon hire and each year after, in each employee’s primary language.  

https://www.nysenate.gov/legislation/laws/LAB/27-E
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The NYDOL recently published a model policy. The policy exceeds the minimum requirements of the Act, 

which states that an employer’s retail workplace violence prevention policy must include: 

• a list of factors or situations in the workplace that might place retail employees at risk of workplace 

violence; 

• methods the employer may use to prevent incidents of workplace violence; 

• information about federal and state laws concerning violence against retail workers and remedies 

available to victims of workplace violence, and a statement that there may be applicable local laws; and 

• a clear statement that retaliation against individuals who complain of workplace violence or risk of 

workplace violence, or who testify or assist in any proceeding under the law, is unlawful. 

Retail Workplace Violence Prevention Training 

Covered Employers must also provide interactive retail workplace violence prevention training to all retail 

employees upon hire. Thereafter, employers with 50 or more retail employees must provide the training 

again each year. Employers with 10-49 retail employees must provide the training every two years.  

NYDOL guidance confirmed that while the training does not have to be in-person to be considered 

interactive, the training must require the employee to provide input and receive a response. A written 

copy of the training materials must be provided to employees at the time of training for employees to 

keep.  

The NYDOL also published model training materials, as well as a free interactive training module that 

may be used by employers. The model training does not include store- or employer-specific information—

the employer must supplement their training with this information. 

Employers have the option to use the model training provided by the NYDOL. If employers choose to 

develop their own training, the training must minimally include information and instruction on: 

• the requirements of the Retail Worker Safety Act; 

• measures retail workers can take to protect themselves when faced with workplace violence; 

• de-escalation tactics; 

• active shooter events; 

• emergency procedures, emergency exits, and meeting places in the event of an emergency; 

• how to use security alarms or buttons and other worksite-specific emergency devices; and 

• responsibilities of supervisors and managers before, during, and after emergency situations, including 

developing worksite-specific emergency procedures and training on areas of previous security 

problems. 

Takeaways 

• To comply with the Act, Covered Employers should develop and adopt a retail workplace violence 

prevention policy and training and provide the policy and training to employees upon hire and as 

required by law thereafter.  

https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fdol.ny.gov%2Fsystem%2Ffiles%2Fdocuments%2F2025%2F05%2Fnysdol-model-retail-workplace-violence-prevention-policy.docx&wdOrigin=BROWSELINK
https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fdol.ny.gov%2Fsystem%2Ffiles%2Fdocuments%2F2025%2F05%2Fnysdol-model-retail-workplace-violence-prevention-training-text_0.docx&wdOrigin=BROWSELINK
https://survey.alchemer.com/s3/8292836/NYSDOL-Retail-Workplace-Violence-Prevention-Training
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• Employers in New York who are providing sexual harassment training annually may consider 

providing the workplace violence prevention training when they provide harassment training.  

• Likewise, if an employer maintains an employee handbook, they may want to consider including a copy 

of the retail workplace violence prevention policy. If, however, the employee handbook is not updated 

and reissued annually, employers should ensure that the retail workplace violation prevention policy is 

separately provided again to employees each year.  

Authors 

This GT Alert was prepared by: 

• John R. Richards | +1 617.310.6070 | John.Richards@gtlaw.com  

• Jade Yee | +1 312.236.4787 | Jade.Yee@gtlaw.com  

• Nicholas A. Corsano | +1 212.801.6827 | corsanon@gtlaw.com  

Albany. Amsterdam. Atlanta. Austin. Berlin¬. Boston. Charlotte. Chicago. Dallas. Delaware. Denver. Fort Lauderdale. 

Houston. Kingdom of Saudi Arabia«. Las Vegas. London*. Long Island. Los Angeles. Mexico City+. Miami. Milan». 

Minneapolis. Munich¬. New Jersey. New York. Northern Virginia. Orange County. Orlando. Philadelphia. Phoenix. 

Portland. Sacramento. Salt Lake City. San Diego. San Francisco. São Paulo›. Seoul∞. Shanghai. Silicon Valley. Singapore⁼. 

Tallahassee. Tampa. Tel Aviv^. Tokyo¤. United Arab Emirates‹. Warsaw~. Washington, D.C. West Palm Beach. Westchester 

County. 

This Greenberg Traurig Alert is issued for informational purposes only and is not intended to be construed or used as general legal 
advice nor as a solicitation of any type. Please contact the author(s) or your Greenberg Traurig contact if you have questions regarding 
the currency of this information. The hiring of a lawyer is an important decision. Before you decide, ask for written information about 
the lawyer's legal qualifications and experience. Greenberg Traurig is a service mark and trade name of Greenberg Traurig, LLP and 
Greenberg Traurig, P.A. ¬Greenberg Traurig's Berlin and Munich offices are operated by Greenberg Traurig Germany, LLP, an affiliate 
of Greenberg Traurig, P.A. and Greenberg Traurig, LLP. *Operates as a separate UK registered legal entity. «Greenberg Traurig 
operates in the Kingdom of Saudi Arabia through Greenberg Traurig Khalid Al-Thebity Law Firm, a professional limited liability 
company, licensed to practice law by the Ministry of Justice. +Greenberg Traurig's Mexico City office is operated by Greenberg Traurig, 
S.C., an affiliate of Greenberg Traurig, P.A. and Greenberg Traurig, LLP. »Greenberg Traurig’s Milan office is operated by Greenberg 
Traurig Studio Legal Associato, an affiliate of Greenberg Traurig, P.A. and Greenberg Traurig, LLP. ›Greenberg Traurig’s São Paulo 
office is operated by Greenberg Traurig Brazil Consultores em Direito Estrangeiro – Direito Estadunidense, incorporated in Brazil as 
a foreign legal consulting firm. Attorneys in the São Paulo office do not practice Brazilian law. ∞Operates as Greenberg Traurig LLP 
Foreign Legal Consultant Office. ⁼Greenberg Traurig’s Singapore office is operated by Greenberg Traurig Singapore LLP which is 
licensed as a foreign law practice in Singapore. ^Greenberg Traurig's Tel Aviv office is a branch of Greenberg Traurig, P.A., Florida, 
USA. ¤Greenberg Traurig’s Tokyo Office is operated by GT Tokyo Horitsu Jimusho and Greenberg Traurig Gaikokuhojimubengoshi 
Jimusho, affiliates of Greenberg Traurig, P.A. and Greenberg Traurig, LLP. ‹Greenberg Traurig’s United Arab Emirates office is 
operated by Greenberg Traurig Limited. ~Greenberg Traurig's Warsaw office is operated by GREENBERG TRAURIG Nowakowska-
Zimoch Wysokiński sp.k., an affiliate of Greenberg Traurig, P.A. and Greenberg Traurig, LLP. Certain partners in GREENBERG 
TRAURIG Nowakowska-Zimoch Wysokiński sp.k. are also shareholders in Greenberg Traurig, P.A. Images in this advertisement do 
not depict Greenberg Traurig attorneys, clients, staff or facilities. No aspect of this advertisement has been approved by the Supreme 
Court of New Jersey. ©2025 Greenberg Traurig, LLP. All rights reserved. 

https://www.gtlaw.com/en/professionals/r/richards-john-r
mailto:John.Richards@gtlaw.com
https://www.gtlaw.com/en/professionals/y/yee-jade
mailto:Jade.Yee@gtlaw.com
https://www.gtlaw.com/en/professionals/c/corsano-nicholas-a
mailto:corsanon@gtlaw.com

