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Deferred Compensation:  When Can You Access 

Your “Rainy Day Money?” 

“Deferred compensation” is exactly what it sounds like:  money set aside by you and your employer for use at 
a later time – presumably when you are not earning an income any longer.  The terms and conditions 
surrounding your deferred comp program (if you have one) are negotiated between your employees 
association and your employer.  Most programs involve some sort of “matching” between employee and 
employer contribution.  The money set aside may be as little as $5 per month or as much as 3% of your salary.  

Since most public employees are already enrolled in a retirement system, what’s the point of deferred 
compensation?  There are several.  First of all, “deferred comp” is an additional form of income: a secondary 

savings plan.  Under the auspices of the IRS, these programs allow you to sock away money 
from each paycheck before any tax is taken out.  When you DO begin taking the money out, it 
IS taxed, but presumably this is when you are in a much lower tax bracket.  

All deferred compensation programs are strictly regulated by the IRS.  Why? Because the pay 
you are “deferring” is not included in your gross income, and no taxes are being paid on it.  As 
long as there is untaxed money put away for you, the IRS has the ability to track where it is kept 
and how it is used.  If, under certain “hardship” circumstances, it is used while you are still 
working, it will be taxed at your normal pay rate.  

 

HOW CAN YOU USE YOUR DEFERRED COMP MONEY? 

Your deferred comp account is intended to become available to you (or your family) at retirement, 
termination, disability, or death.  However, as more and more employees are struggling with high bills and 
mortgages NOW, questions about your ability to access this money are becoming common.  The answer is 
that deferred comp accounts may be “cracked open” while you are still working under “conditions of severe 
hardship created by an unforeseeable emergency.”  

What IS “severe hardship” or “an unforeseeable emergency”?  It is a “financial circumstance resulting from an 
illness, accident, loss of property due to casualty, or other similar extraordinary circumstance beyond your 
control.”  Events that may be considered unforeseeable emergencies might include imminent foreclosure on, 



or eviction from one’s home, or medical expenses, and funeral expenses.  On the other hand, 
events such as the purchase of a home, payment of bills, or of college tuition are not 
considered unforeseeable emergencies.   

IT REVOLVES AROUND THE IRS… 

The IRS has no formal definition of “unforeseeable emergency.”  Each case depends on the 
particular facts.  But, as a rule of thumb, if your need for cash can be relieved with 
reimbursement from insurance, liquidation of your assets, or discontinuing deferrals under 
the plan, then it will not qualify as an unforeseeable emergency.  

If you have a need to try to access the savings in your deferred compensation account, and believe that your 
circumstances may qualify as an “unforeseeable emergency,” you can request a withdrawal form from your 
Human Resources Department.  In the end, the IRS determines whether your employer will be authorized to 
allow emergency withdrawals.   

Keep in mind, also, that deferred comp programs are a subject of bargaining.  If you have no program, you 
might propose one.  If you have one, you might propose to increase the employer “match.”  You cannot 
negotiate the money to be available to employees prior to retirement, but you could negotiate suspension of 
the program for a year or so, in order to direct this money to members’ pay increases.  (Be careful with this, 
though: once you decide to put any benefit aside, even for a short period, it is not always easy to get it re-
established.) In the end, it’s probably best to understand that deferred comp programs are really only 
intended for retirement – or for really, really rainy days.  

  

Here’s A Good Question... 
 

SHOULD I FOLLOW MY BOSS’S ORDER TO 
BEND THE RULES?  

 

Question:  I work in a facility where we have rules for difficult patrons.  My manager repeatedly 
asks me to ignore the policy and allow exceptions for some people who are not following the 
rules.  Instead of insisting these difficult people follow the rules, I am being told to let them do 
what they want to do to avoid a hassle.  I don’t agree with this and have told him so.  My 
question is:  should I follow the County policy or should I ignore the policy because my manager 
tells me to do so? 
 
Answer:  You should follow your manager’s direction.  If you’re concerned about the 
consequence of bending the rules, send an email to your manager, identifying those rules and his 
direction to make exceptions, saying that you will comply.  It would not be a good idea to be 
argumentative in this communication.  You’ve already expressed your opinion.  

An employee who refuses to follow a directive may be disciplined for insubordination.  The only 
time you may legitimately refuse an order is when there is a “clear and present physical danger” 
to yourself, co-workers, or members of the public. 
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“English Only?”…Can the County Control the 

Language You Speak at Work? 

For many public employees in California, English is their second language.  Can they 
be compelled to speak “English Only” at the workplace? Can people who speak 

multiple languages be required to “contribute” this skill to the workplace? Can the county refuse to 
hire employees that are not bi-lingual? Here are some answers. For specific information contact your 
HELP Representative.   
 

Q: “Last week, our supervisor posted a policy 
that prohibits us from speaking any language 
other than English. Is this legal?” 
 
A: Generally, because language is closely 
connected to nationality, the courts have 
determined that English-only rules are a form of 
discrimination.  However, there ARE a number 
of circumstances where employers do have the 
right to require that employees speak only one 
language. The law looks at these situations 
on a case-by-case basis to see whether an 
“English-only” rule is a legitimate business 
necessity.   
 
What IS a “business necessity?” It is a 
condition that must be met in order for the 
agency or business to operate. For example, 
if an employer can show that employees 
must speak a common language for safety 
reasons, this is a business necessity. Or, if 
the employees must talk directly with an 
English-speaking public, the employer may 
require English-only as a business necessity.  
 
On the other hand, such a rule would raise 
obvious questions in California, where the 
public is multi-lingual… Further, even if an 
employer has good reason for requiring 
employees to speak English on the job, it cannot 
prohibit them from speaking their language of 
choice during non-work time, such as lunch or 
breaks.  

 
Finally, just a reminder, supervisors cannot just 
“post a policy” if there is a union in your 
workplace. Changes in “terms and conditions of  
employment” are subject to bargaining; a 
sudden “English Only” policy could certainly be 
considered a “change in terms and conditions.”  
 
Q:  “I am bilingual, but the County doesn’t 
provide bilingual pay. Can I be forced to speak 
Spanish on the job? Don’t public agencies have 
to provide bilingual pay if they want us to use 
this talent?”  
 

A:  No, there isn’t any requirement that 
employers provide extra pay for bilingual 

skills (although nowadays most do.)  The entire 
subject of bilingual pay -- whether there IS a 
policy and how much is paid -- is a matter of 
negotiations.  Your bargaining team should take 
this issue up at the table.  Your county is 

supposed to serve the public and most cities in 
California have many residents who are 
primarily Spanish-speaking  
 
Cities have the right to hire employees on the 
basis of their multi-lingual skills and you CAN BE 
required to speak your other language whether 
there is a bilingual pay policy or not.   However, 
there are two considerations: 1) if they expect 
you to use bi-lingual skills without extra pay, 
this should be listed on your job description, 
and 2) even if there is a bi-lingual pay policy, not 
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everyone who speaks a second language may be 
called upon to use it, nor to receive bi-lingual 
pay.  Many public employees are not assigned 
primarily to TALK to the public.  
 
Having said this, if you are required to SPEAK a 
second language on the job, and this is neither 
recognized on your job description nor 
rewarded with bi-lingual pay, you MAY have a 
grievance.   
 
Q: “Can the County REQUIRE someone to be 
bilingual in order to apply for a job?”  

 
A: Certainly.  Some jobs, such 
as public health, 
neighborhood services, or 
housing programs may be 
focused on non-English-
speaking populations. Agencies have the 
absolute right to require that employees are 
hired with the skills to do these jobs.  (Hence 
your absolute right to negotiate a bilingual pay 
benefit.) 
 

 
 

New Legal Decision: Corruption, Conflict of 

Interest, or Free Speech? 

The California Supreme Court has ruled (in City of Montebello vs. Vasquez, et al.) that all votes by elected 
officials are considered free speech, and thereby “protected” by the First Amendment.  This ruling arose from a 
conflict of interest lawsuit filed by the City of Montebello against three former council members and a city 
administrator who received large contributions from a trash collection company, and then voted in favor of an 
outrageously expensive ($150 million) 15-year contract between the City and the trash company.  The contract 
was so bad that the Mayor refused to sign it, and the citizens recalled (or voted out) the offending Council 
people and then changed the local law by (now) requiring all trash contracts to go through open bidding.   
 
On top of this, a judge even voided the trash contract, by finding it a violation of Proposition 218, which restricts 
a city’s ability to impose taxes or fees on individuals based on property ownership.  (Basically, the judge decided 
that the trash collection deal amounted to an extra tax on every person who owned property in Montebello.)    
 
However, the Court made it clear that even though the Council members and administrator received these funds 
from the trash company, their votes were protected as free speech – meaning that they cannot be sued for 
making this “sweetheart” deal – and that there was no formal conflict of interest.  This is not too different from 
the 2010 federal Supreme Court decision, Citizens United, where the Justices ruled that corporations can spend 
unlimited money on political activities -- because spending money is an act of free speech.  So, while the “bad 
guys” were caught in Montebello, they could not be “punished” for violating any law!  The line of precedent 
which says that spending money (and voting based on that spending) is free speech protected them.  It appears 
that as long as Citizens United is controlling law, money may reign as “free speech” at any level of government.  
This may have far-reaching consequences making it even more difficult than before for local residents to take a 
stand against corruption.   
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Tax Sheltering Leave Payoffs at Retirement 

 

By law, when you leave your public employer, you have a right to be paid in full for all accrued 
vacation and “comp time.”  You might also, if your union has negotiated it, have the right to be 

paid for all or part of your unused sick leave.  These are nice benefits, but they 
are taxed.  In fact, these “payoffs” may be so large that, added to your final 
paycheck, they can temporarily push you into a higher tax bracket.  
 
One solution to this problem is for your Association to negotiate a tax-shelter 
vehicle, which enables you to receive the full amount of these retirement 

payoffs without taking a tax loss.  This financial vehicle, called a 401(a) account, enables you to 
put all or part of your leave payoffs into this tax deferred account, which, literally, defers the 
tax liability until you take the money out  
 
There is little direct cost either to the employer or the employee, to set up a 401(a).  Money 
assigned to this account may be channeled wherever you want it to go: an existing retirement 
account, IRA, Roth or 401(k).  There is no “cap” on the amount that can be transferred; you 
will essentially be moving your money from one tax deferred account to another.  When you 
do take the money out of this account, it then becomes taxable.  But, presumably, by then, 
you will be retired, and your income – and tax bill – will be much lower.   

 

 

Working with the Public Isn’t 

Easy (Here are Some Ideas for Coping)  

 

Working with the public has ALWAYS been a challenge.  But today, 

when temperatures are high and lines are long and many offices are 

understaffed, it’s almost a formula for disaster.  All too often, you, 

the well-intended public servant, are doing your best to meet your 

residents’ needs, but they are often disgruntled about circumstances outside anyone’s control.  This 

means YOU become the object of their frustration, which often takes the form of nasty words or 

behavior.  You know that this is unjustified (in fact, they often know it) but there is no escape.  

Dealing with unhappy customers is just part of the job.  If you can’t handle it, professionally and 

diplomatically, your employer can discipline you. 

 

So what can you do?  Here are some suggestions:  
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1. Try to be Pro-Active; “Touch” Everyone.  If you work in a setting where people must wait for 

long periods for your assistance, see if you can give them a sense of how long the wait will be.  

NS: If possible, see if there are people who DON’T need to be there, who can solve their 

problems online, or see someone else in another department, or simply leave documents with 

you.  

2. Provide Comfort.  Literally.  If someone is agitated see who might need a glass of water or a 

chair.  If YOU are not the person who can provide this assistance, see if someone else can. 

3. Empathize.  If you are dealing with someone who is frustrated at trying to work her way 

through a maze of County regulations or appointments, consider how you might feel in the 

same circumstance.  Nothing defuses anger as well as telling the angry person how well you 

understand her pain.  (Even if you don’t understand, this is a great technique.)  

4. Breathe deeply.  It’s hard to not react when you’re under attack.  But if you can practice some 

deep breathing and pull your emotions out of the situation, it will pass, and then you can try to 

be your usual, helpful self.   

5. Place a mirror behind your work area if you can. Really.  People tend to calm down when they 

can see themselves losing their cool. 

6. Focus on your long-term goal.  Your goal is to help this resident resolve a problem - where she 

“isn’t thinking clearly.”  Think of yourself as a nurse or a Red Cross worker in a disaster.  Consider it 

a bit of an acting job; you’re the rescuer.  

 

When Customers Say “I Could Have You Fired” All of the anti-employee 

animus in the media has left large swatches of the public with terrible attitudes toward 

their public servants.  Your silly rules and regulations not only infringe on their 

“freedom,” but then you steal their tax money for your exorbitant salary and benefits!   

These people don’t have an understanding of the function of local government and 

probably never will.  There is nothing more difficult than trying to be nice to people who are 

demeaning you.  Speaking of acting jobs, you could consider this one practice for the Academy 

Awards.   Try channeling Mother Theresa.  Be entertained (or challenged) by how effectively you can 
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manage this jerk.  If you’re religious, remember:  “the meek shall inherit the earth.”   If you’re not, 

try feeling sorry for the pitiful person whose perspective on the world is so petty and distorted.   

Make it a challenge to keep your cool and solve their problem. But if someone’s behavior crosses 

the line from ‘rude’ to ‘abusive’, know that you are protected – leave the desk and call a supervisor 

for help. 

Your Right to Be Paid for ALL 

Time Worked!   
Over the last decade, 

almost all public agencies in 

California have gone through “the Great 

Downsizing.”  This means that many 

employees are still working in understaffed  

condi-tions, suffering a range of petty 

abuses such as excessive (often unpaid) work 

hours, skipped lunches and breaks, coming to work 

sick, difficulty scheduling vacation time, 

unreasonable amounts of work (and unreasonable 

pressure to finish unreasonable workloads,) 

anxiety-related illnesses, out-of-class assignments, 

etc.  In truth, many of these conditions are NOT 

petty.  In combination, especially over time, they 

can make your job intolerable.  Further, they are 

mostly “actionable:”  violations which can be 

“acted upon” through the grievance procedure.            

One of the easiest problems to fix involves work 

hours, breaks, and lunches. These issues are 

controlled by LAW!  Unless you’re 

exempt under the Fair Labor Standards 

Act, you must be PAID time-and-one-

half for ANY time worked over 40 

hours a week.  You should also get at 

least ½ hour unpaid time for lunch in the 

approximate middle of your shift.   

One of the consequences of the “Great 

Downsizing” is that you and your co-workers may 

be working more than 40 hours, working through 

lunch, or working at home, without overtime.  You 

also may have been told to flex your schedule to 

avoid receiving overtime pay or to just take comp 

time, for the same reason.  You also might be 

voluntarily looking the other way at the excessive 

workload because you think that this is YOUR 

problem – or that you’re about to catch up any day 

now. 

Your Time is What You are “Selling…” 

Here’s an important consideration, though: your 

TIME is what your employer has hired you for.  

The more you “give away,” the more you’ll be 

expected to give away.  A recent study conducted 

by Career Builders, Inc.  found that the majority of 

employees believe that the 9:00 to 5:00 workday is 

a thing of the past.  Largely thanks to technology, 

45% of people surveyed said that they 

complete work outside their normal hours; 

49% said that they check email after they 

have left work for the day.  50% of the 

professional employees, overall, say that 

they keep in touch with their jobs 24 hours a day, 

and some occupations seem almost built around 

round-the-clock contact.  68% of IT employees, for 
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example, say that they conduct work outside of 

normal hours.   

Even if you are a professional employee (exempt 

per the FLSA) you are not a slave!  Unless it’s 

specifically written into your job description that 

you must be available 24-hours a day, you need not 

be.  Unless you are in Standby status (i.e. being 

PAID) you do not need to respond to work calls or 

emails.  (Although if your employer reaches you 

during non-work hours, they can require you to 

work.)   

 

Excessive Work Hours: You DO 

Have a Choice 

Our status quo may be just fine.  Some people like 

to work long hours and collect a lot of overtime 

pay.  Some people work long hours, without ever 

asking for overtime.  Some people (especially 

supervisors and professionals) assume that long 

work hours are part of the job.  You don’t have to 

change anything.   

Keep in mind, though, that you DO have a choice.  

Many abusive work conditions are grievable.  If you 

work overtime, you can’t be forced to take it as 

comp time of “flextime.” You have the right to 

work a normal week, and to be paid for ALL hours. 

You even the right to take negotiated time off 

when you are sick – or need a vacation!   
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Questions & 

Answers:                       

Your Rights on 

the Job 
 

Each month we receive dozens of 

questions about your rights on 

the job.  The following are some 

GENERAL answers.  If you have a 

specific problem, feel free to talk 

to your HELP Representative. 
Q:   I’ve recently been promoted to 

supervisor and my Manager just told me 

that he needs to send me to a work 

location/assignment that I REALLY 

DON’T WANT TO DO.   

 
I’m a single parent and this job is very far 
from my home.  It can also involve standby 
work, which might mean leaving the house 
nights and weekends.  Do I have the right to 
refuse?   
If not, do I have the right to demote down 
into my previous job?   
 
A:  Generally, you don’t have the right to 
refuse a work assignment.  If the duties of the 
new assignment are included on your job 
spec, there’s an assumption that you can, and 
will, perform them.   
 
(But, if the majority of the duties are NOT on 
the spec, you may have a legitimate 
grievance, and might be in a position to 
object.)   
 

If the new worksite or hours would result in 
serious childcare difficulties, you have every 
right to talk to your 
management about 
the impact of this 
transfer; however, 
there is no LEGAL 
basis for refusing 
(unless the child has 
ongoing medical 
issues).   
 
Regarding demotion, it’s up to your 
Management to allow this, but most will, 

especially if there’s a vacant position or a 
person in that position who is interested 
and able to promote to your job.   

 
Q:  I’m a white male, as is my boss.  It’s not 

unusual for him to make racial or 
sexist comments in front of me, 
which are often pretty offensive.   

 
Could this be considered 

harassment?  I’ve never complained 
about this, but am thinking about it. 
 

A:  Racial or sexual comments that make you 
uncomfortable should be reported.  Your 
gender or race is not an issue; you don’t need 
to be a member of a “protected class” to be 
offended.  This type of reporting is typically 
covered under your employer’s harassment 
policy and/or hostile work environment 
policy.   
 
It’s a good idea to ask your supervisor to curb 
the comments before reporting him.  He may 
not know that you are uncomfortable with 
the behavior.    
 
Q:  I was off the job with a complicated 
pregnancy and miscarried.  My doctor 
reported this to HR on my FMLA form.   
 



10 

 

When I came back to work, everyone 
seemed to know about my loss.  Isn’t this a 
violation of my privacy rights?  
 
A:  YES!   If your co-workers learned about 
this from Human Resources, this is a violation 
of your privacy rights.  You should feel free to 
communicate this violation to the HR 
Director.     
 
Q:  Several of us filed a sexual harassment 
complaint against the County Administrator 
and, for obvious reasons, the County doesn’t 
seem to be doing anything about it.   
 
The guy continues to cruise the halls making 
offensive remarks to anyone within 
earshot.  Is there anything we can do about 
this?  
A:  Yes.  You and your co-workers may want 
to file a formal grievance to force this issue to 
resolution.  The county has an obligation to 
investigate these claims and to take the 
necessary steps to ensure a workplace free of 
sexual harassment.  An employer’s failure to 
do this can be expensive. 
 
Q:  Apparently our Public Information Officer 
wants to post pictures of the employees in 
each department on the County’s website.  
Does the County have the right to force me 
to pose for a picture with my co-workers?  
 
A:   Your employer has a right to take your 
picture for an identification card.  It does NOT 
have the right to post your picture publicly if 
you object to this.  If the request makes you 
uncomfortable, you should ask not to be in 
the picture.  Most employers would take the 
employees wishes into consideration.   

If they insist, however, feel free to call your 
HELP representative.   

Q:  My co-worker collapsed from heat stroke 
on the job last month.  An ambulance was 
called and he was hospitalized.   
 
Now he has received a bill for $1,400 from 
the paramedics!  Shouldn’t the County be 
paying this?  

 
A:  This IS ridiculous!  An 
employee who collapses 
from heat stroke while 
working will have a valid 
workers’ comp claim.   
 
The employer should pay 
for the ambulance.  Your 
co-worker should give the 

bill to the County and call Association staff if 
he needs help with this.  
 
Q:  My co-workers play a religious radio 
station very loudly all day at work.  Can I do 
anything about it? 
 
A:  Yes, a public workplace should not 
facilitate the output of any religious message.   

Your first step would be to talk to the 
supervisor about this. If the supervisor is the 
person allowing the religious radio, you might 
talk to someone in HR.  

If you’d rather have someone else present the 
problem, feel free to ask your HELP 
Representative. This should be a fairly easy 
problem to resolve.  

Q:  I have a question regarding employee 
time sheets. If a change is made to an 
employee's time sheet without his 
knowledge, is the supervisor or payroll 
supposed to notify that employee?  

A:  Any time your employer wants to change 
your time card, you must be notified for 
approval. There isn’t any strict rule about 
WHO should do the notifying. If you believe 
your time card is being modified without your 
knowledge, you may want to contact your 
union rep for assistance.  
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Prepared for: 

HELP Members 

To enroll, go to: 

www.helplac.org  

Payroll Deduction 
Semi-Monthly 

Individual Family 

HAVE YOU EVER? 

Needed your Will prepared or updated 

Been overcharged for a repair or paid an unfair bill 

Had trouble with a warranty or defective product 

Signed a contract 

Received a moving traffic violation 

Had concerns regarding child support 

Worried about being a victim of Identity theft 

Been concerned about your child’s identity Lost 

your wallet 

Worried about entering personal information on-line 

Feared the security of your medical information Been 

pursued by a collection agency 

For more information, please call your independent associate: 

H.E.L.P 
310-338-8155 
info@helplac.org 
www.helplac.org  

This is a general overview 
and is for illustrative 

purposes only. Plans and 
services vary from state to 

state. See a plan contract 
for your state of residence 

for complete terms, 
coverage, amounts, 

conditions and exclusions. 

LegalShield 

IDShield 

Combined 

$9.23 

$5.98 

$11.70 

$9.73 

$8 .23  

$16.20 

WHAT IS LEGALSHIELD? 

LegalShield was founded in 1972, with the mission to make equal justice under law a reality for all North Americans. The 3.5 

million individuals enrolled as LegalShield members throughout the United States and Canada can talk to a lawyer on any 

personal legal matter, no matter how trivial or traumatic, all without worrying about high hourly costs. LegalShield has 

provided identity theft protection since 2003 with Kroll Advisory Solutions, the world’s leading company in ID Theft consulting 

and restoration. We have safeguarded over 1 million members, provided more than 200,000 identity consultations, and helped 

restore nearly 10,000 individual identities. 

http://www.helplac.org/
mailto:info@helplac.org
http://www.helplac.org/
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Big Benefits at Your Fingertips 
Your HELP membership is simply amazing. And, in addition to the privileges that are already yours, we have added 

these extra benefits—discounts from our partner-companies! You will save as you take advantage of these perks. We hope 

you enjoy them, and please know how much we value you for being part of the HELP family. 

 

 Financial Planning 

As a valued HELP member, you are entitled to a complimentary financial planning consultation…take advantage and 

schedule your appointment today.  Participate in achieving your financial goals, visit Visit members.helplac.org! 

 LegalShield & IDShield 

Largest closed provider networks of both comprehensive legal and identity theft services for complete protection, for you, 

your family and small business.  Please visit helplac.org.  

 Employee Representation 

HELP members representation is available whether involving policies, discrimination, discipline, appealing a suspension, 

demotion, discharge and administrative proceedings before the Civil Service Commission or ERCom.   

For complete details, visit members.helplac.org. 

 Scholarships 
HELP member households are eligible!  Visit helplac.org for rules and requirements.  

   HELP PowerPak 

Welcome to the HELP PowerPak program.  Our exclusive benefits will save you money on merchandise, travel, 

entertainment, auto, everyday groceries and more.  Browse our extensive services and handy bargain tips to get the most 

out of your membership, visit members.helplac.org. 

 Shopping  
Discount merchandise, lowest price guarantee, shipping & delivery, cancellations, returns, buy merchandise through the 

help PowerPak shopping service and double the repair period of your manufacturer’s warranty. That’s up to 12 months 

extra, and it’s free!  Visit members.helplac.org. 

 Dining & Goodies 

Our association with nearly 100 of the top North American restaurant chains provides you with savings at thousands of 
restaurant locations nationwide such as Chick-fil-A, Dairy Queen, Applebee’s, Chili’s, TGI Friday’s, Denny’s, IHop, Olive 
Garden, Red Lobster, Starbucks, Dunkin’ Donuts, Baskin Robbins, Dairy Queen and much more!  You could receive FREE 
coupons from your selections plus more!  Visit members.helplac.org. 

 Auto Discounts 
Shopping for a new car is hassle-free with HELP PowerPak.  So before you head to a dealership, first get a quote from us!  

Our pricing is generally lower than dealerships, with savings of $1,000 or more. You can use your quote to shop locally or 
we can arrange financing and delivery, visit members.helplac.org.  

  Wellness  

The PowerPak gives you access to one of the most comprehensive online weight loss, weight control & body transformation 
programs ever developed at no additional cost!   Visit members.helplac.org. 

 Travel 
Whether you are flying home to visit friends, planning that long awaited family reunion, unforgettable wedding, 

anniversary or romantic getaway or the vacation of a lifetime – we can help you receive the most for your vacation days 

and dollars, visit members.helplac.org. 

  Recreation 

Take out your clubs and work on your swing with our exclusive savings on greens fees, cart rentals and golf merchandise.  
Keep costs in the fairway with our member-only discounts!  Please visit members.helplac.org. 

  Cashback Rewards 
Largest international shopping network.  Over 29,000 participating merchants.  Over 160 million products and services.  

Over 3 million members worldwide.  Earn 1% to 2% cash back, shopping with top brands, stores, online and with gift 

cards.  No sign-up, monthly or annual fees.  Please visit helplac.org. 
 

Please visit your HELP website at helplac.org, contact The office at 310.338.8155, email info@helplac.org & like us  www.helplacfb.com 

 

http://www.helplacfb.com/

