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     November 2016 News 

 

Unemployment Insurance:                      

How Does It Work?  

If you are laid off, terminated or in some other 

way forced to leave your job, you may be eligible 

for Unemployment Insurance.  Initiated during the 

Roosevelt administration -- when 25% of the 

population was out of work -- the Unemployment 

System was designed not only to benefit the 

individual worker, but the community in which 

s/he lived.  The mission statement of the 1935 law 

says that the intent of this program is to assist 

unemployed people until they can return to work, 

so they may avoid homelessness and hunger, and 

may continue to participate in their local economy.  

Because of this mission, the “UI system” has 

always been viewed as an “employee friendly” 

system.  The rules lean strongly in the direction of 

making benefits available to most applicants.  

And, when unemployment is high, Congress may 

approve extensions of benefits, for up to 18 

months.  The goal of the Unemployment Insurance 

System was always to “keep the money moving’ 

in the American economy.   

Although Unemployment Insurance is established 

under federal law, it is administered by the states 

and supported by employer’s tax contributions.  

Today, in California, the Unemployment System 

is undergoing the greatest stress 

of its 80-year lifespan.  This is 

because HUGE numbers of 

people are unemployed, and 

often have been for many 

months.  Employer costs are 

rising steadily, while the 

maximum weekly benefit for recipients (which is 

$450) hasn’t gone up for years.  Today, the 

“Unemployment Office” in your community may 

make it much more difficult for an individual to 

collect benefits than ever before.  

WHO’S ELIGIBLE TO COLLECT 

UI BENEFITS?   

People are eligible to “collect unemployment” 

only after they have spent a significant amount 

of time working.  The amount that they collect is 

based on what they were earning during a pay 

period which ended several months 

before they were terminated.  Everyone 

who works is, theoretically, eligible for 

benefits.  This includes “temps,” part-

timers and often, consultants. People who 

are not considered actual employees (i.e. 

independent contractors) must also pay 

unemployment benefits, as their own 

employers, on their own behalf.  

Employees are eligible to receive 

benefits only while they are conducting 

an active search for work.  This is NOT a 

program that benefits people who are 

injured, disabled or otherwise not able 

to work, immediately.  

THE REASON FOR THE 

UNEMPLOYMENT MATTERS… 

Today, the question of why someone is out of 

work can have a lot of bearing on whether or not 
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they can collect UI benefits.  In general, people 

can “collect unemployment” if they are laid off or, 

somehow, have become unemployed through no 

fault of their own.  A person who quits or is fired 

“for cause” will probably be denied unless he 

or she can show extenuating circumstances.  

This usually means demonstrating that the job, 

somehow, was made intolerable.  This leaves a lot 

of power of interpretation up to the leniency of an 

individual caseworker.  Thus, the UI offices in 

some counties have become known for being 

“much more difficult” on applicants than others. 

In order to determine eligibility, the Employment 

Development Department (EDD) will conduct 

actual interviews with applicants to get a complete 

understanding of how the job ended.  For example, 

if someone has become unemployed because his 

job changed such that he could no longer perform 

it, OR because his workplace moved, such that the 

that he could not reach it within reasonable transit 

time, he might have quit, but would still be 

eligible for benefits.  Similarly, if she can 

demonstrate that she was forced to leave the job 

because of harassment or discrimination OR 

because of an unjustified termination, she may be 

eligible for benefits.  

Several years ago, the EDD began scrutinizing 

cases much more carefully than in the past, and 

routinely denying a much wider range of 

applications.  People who are denied benefits have 

the right of appeal; a significant number of cases 

which were initially denied are granted on appeal. 

HOW IS THE AMOUNT 

DETERMINED? 

EDD uses the money and information sent by 

employers, to compensate employees who may be 

terminated or laid off, based upon the amount of 

money they may have earned in a “base period.”  

A base period is a specific 12-month period, 

several months prior to the filing of the 

unemployment insurance claim.  For example, if a 

claim is filed in April, May or June, the “base 

period” is the previous January 1st through 

December 31st. 

Unemployment insurance benefits are issued 

every two weeks, and they are taxable.  They must 

be reported as income on federal income tax 

forms, but not for state income tax purposes.  You 

can elect to have the EDD deduct taxes from the 

benefit before the checks are issued.   

OFTEN PART OF SETTLEMENT 

DISCUSSIONS 

Finally, you should know that it is not usual for the 

question of an employee’s “right” to collect 

unemployment insurance to come up in settlement 

discussions when an employee is being laid off or 

terminated.   

SOME THINGS SHOULDN’T BE PRIVATIZED…LIKE 

PRISONS! 
FINALLY, the Federal Government has gone on record stating that it will cease to conduct business 

with an entire range of private companies: PRISONS.  Why?  Because the profit motive, it seems, runs 

counter to the goal of rehabilitation.  The costs (the real costs) are too high, and the recidivism rate (rate 

of repeat offenses) has proven much higher than at publicly-funded facilities. Private companies have 

been found to understaff their prisons, pay their “front line” staff poorly, evade government regulations 

and cut corners on such vital services as medical and psychiatric care.    

 

So, after years of investigation and hundreds of complaints, the feds are cutting their losses, literally.  The Department 

of Justice says the goal is to reduce the 2.2 million prison population in federal prisons, 10% of whom are in private 

prisons.  This is about 22,104 inmates in 12 facilities.  Interestingly, the employees at the private prisons are almost 

never unionized; at public agencies, they are overwhelmingly unionized.  

 

In a report on this subject, Deputy Attorney General Sally Yates, wrote,    
 

The fact of the matter is that private prisons do not compare favorably to Bureau of Prisons facilities in terms of safety, 

security or services, and simply do not provide the same level of correctional services, rehabilitation programs, and 

resources.  They do not save substantially on costs, and… they do not maintain the same level of safety and security.  The 

rehabilitative services that the Bureau provides, such as educational programs and job training, have proved difficult to 

replicate and outsource, and these services are essential to reducing recidivism and to improving public safety. 
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Yates goes on to explain that the privatization of prisons arose at “a time in our past when empathy and imagination to 

act proactively was at an all-time low.” There now is a better understanding of the causes of incarceration, which 

include PTSD, mental illness, homelessness, and addiction – and that these are often better treated by “on the front 

end” with education, housing, and medical treatment.   
 

What about LOCAL Prisons & Jails?  
This decision on the federal level only applies to federal facilities. There are thousands of privately-operated state 

prisons and local jails.  The extent to which this decision may affect them is unknown.  But it’s encouraging to note 

that the feds are discovering what public employee advocates have known all along:  there is a VERY high price to the 

privatization of public services.   
 

It’s not only that private companies “low-ball” cities and counties in order to get the business, and then raise the 

cost later, it’s that they inevitably cut corners in order to cut costs.  They often evade safety and compliance 

rules and evade workers’ compensation (and other forms of liability).  They generally pay employees 

poorly, train them poorly, work them long hours, fail to provide decent benefits and rarely have 

retirement plans.  For this reason, they have little employee loyalty and a lot of turnover – which 

further exacerbates poor service.  Private jails, particularly, have fallen into disfavor at the local 

level because of the HUGE liability they pose.   

 

Is the Tide Turning Back?                                                                                                                  
More and more people are now realizing that the great experiment with contracting out of public services has turned 

sour… and that selling public safety and service “to the lowest bidder” may not be to the benefit of community 

residents.  Quality service and cheap service are inimical to one another.  Certainly the fascination with private prisons 

is waning. 

 

California Public Employees May File Claims for Back Wages 
Under Supreme Court “Donning & Doffing” Decision 

 

In 2010, the Supreme Court made an important decision about employees’ right to be paid for time spent 
changing in and out of uniforms and safety gear. The case, brought by butchers at a major chicken distributor 

in Texas, found that the employer was saving tens of thousands of dollars by forcing employees to “don and 
doff” their special clothing on their own time.  

The chicken company argued that the time was “de minimus”: too small to bother counting. But the 
Court reasoned that changing time, generally five to 15 minutes on each end of the shift, IS subject to the 

rules of the Fair Labor Standards Act (FLSA).  The FLSA is the law that requires employers to pay their 
employees for all hours worked. 

In the public sector, employees often spend time “donning and doffing” special uniforms. They get in and out of 
sewers, work with poisons, and high voltage lines, drive busses, work in jails, and protect the public. In some cases, 
they must literally be “de-sanitized” before retiring at the end of the workday. In California the first public employees 
to bring suit under the new law were the Los Angeles Police Officers.  Their successful claim resulted in more than 
$2,000 per person in back wages. The Long Beach Police Officers have now filed suit.  

If YOU spend your time “doffing” a special uniform or protective gear for the job before clocking in AND you are not 
allowed to commute to the job already dressed in that uniform or gear, you, too, may have a claim. The pivotal 
question is whether you could be disciplined for NOT wearing all parts of a required uniform on the job. If the answer 
is yes, then the time you spend putting on the gear IS compensable (so long as you’re not allowed to put on the gear 
at home before coming to work). You may be owed back pay or, at minimum, you may want to make sure that your 

“changing time” is PAID TIME in the future.  
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Your first step, if you’re not currently paid for changing time, is to ask Management to allow people to clock in before 
changing into uniforms, rather than afterward. If you are reluctant to do this, you can ask your HELP Representative. 
We believe that our members are just as deserving of full pay for time worked as the L.A. or Long Beach police 

officers  

 

 

Workplace Bullying: What Can You Do? 

It seems to me that harassment and bullying 

are on the rise in public workplaces. This isn’t 

an easy problem to resolve, legally, so I 

decided to do some research on the 

subject…  I discovered that there 

actually is an organization called the 

Workplace Bullying Institute (WBI) 

which assists people in understanding 

and dealing with this problem.   They 

define bullying as "repeated mistreatment: 

verbal abuse, threatening conduct, 

intimidation, humiliation and/or sabotage by 

others that prevent work from getting done."   

Using this definition, we are told that 35% of 

employees experience bullying in the 

workplace and that 62% of the bullies are 

men. A separate Harris, poll conducted in 

2011, found that 34% of women reported 

being bullied in the workplace. 

We know that people who are the victims of 

bullying in the workplace can, literally, be 

made sick.  Dr. Noreen Tehrani, who 

publishes articles on Post Traumatic Stress 

Syndrome has said that the symptoms of 

long-term bullying are not much different from 

those of soldiers returning from combat:  

nightmares, anxiety, inability to concentrate 

and a variety of very real physical illnesses.  

A study of 3,100 men over a 10-year period 

published in the Journal of Occupational 

and Environmental Medicine found that 

people who reported that their managers 

were incompetent, inconsiderate, secretive or 

uncommunicative were 60% more likely to 

suffer a heart attack than those with less 

troubling managers.   On the flip side, a study 

of 6,000 British office workers over several 

years found that employees who consider 

their supervisors “fair and reasonable” had a 

30% lower risk of heart disease.  

So, bullying in the workplace is real, 

appears to be on the increase and can 

take a toll on its victims. Much of the 

literature in this field is intended for 

employers. Unchecked bullying also 

takes a toll on organizations:  high 

absenteeism rates, staff 

turnover, low productivity, 

and low profit margins.  One 

long-term study showed that 

employees stressed by 

bullying performed up to 50% 

worse than other employees on 

basic math and reading tests. Another 

showed that the financial costs of bullying on 

American industry could be as high as $200 

billion per year.  There are costs associated 

not only with counseling, appeasing, and 

consoling victims, but with transfers, 

department reorganizations and, of course, 

workers compensation claims and lawsuits.   

Who Are these Bullies? Is the Problem 
Truly Getting Worse?   There is a proven 

relationship between the kind of people who 

want to be managers and the kind who turn 

out to be bullies.  They are both Type A 

personalities; they are competitive and often 

operate with a “sense of urgency.”  But the 

difference between a good Type A 

manager and a bad one is how they 

behave under stressful circumstances – 

when the work doesn’t go according to plan. 

Bullies are those who thrown temper tantrums 

or search for other people to blame.  Good 

managers have  a degree of self-awareness, 
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or at least self-control.  Bullies tend to be 

egocentric while a good manager is able to 

look at situations from other peoples’ points of 

view.   

Researchers at both UC Berkeley and USC 

found that managers who are in over their 

heads are more likely to bully their 

subordinates. This is because feelings of 

inadequacy trigger them to lash out at others. 

Four separate studies, published in the 

journal Psychological Science, showed a 

direct link between self-perceived 

incompetence and aggression.  

Impact of Financial Stress.   There is 

general agreement that the Recession 

exacerbated stress in the workplace and 

therefore exacerbated bullying.  People 

concerned with money problems and job 

security and working in understaffed 

conditions, simply have more conflict on the 

job.  One study conducted by Florida State 

University concluded in 2012 that "employer-

employee relations are at one of the lowest 

points in history, with a significant decline in 

basic civility.” 

Does this mean that bullying is a reflection 

of a general decline in civil behavior? In 

poll after poll, Americans seem to be agreeing 

that their workplaces are less and less 

“civilized” and more and more a “negative 

experience,” since the Great Recession.  In 

fact, some people theorize that bullying is 

become more pervasive throughout society: 

in the schools, in neighborhoods, on the 

roads, in politics and in the media. Some 

people believe that our culture applauds 

“cutthroat behavior” in many settings.                                                                                                                                                               

So What Can Be Done about 
Workplace Bullying? This is where 

academic advice fails us.  Most of the 

literature tells employees to take direct action: 

Speak up! Confront bullies!  Report them!  

Refuse to accept their bad behavior.  I 

suspect that most of these researchers never 

had to support a family or keep a job.  In my 

opinion, confronting a bully is NOT a smart 

move, unless the situation is intolerable and 

you have no other options. Why?  Because 

bullies retaliate!  When they are in positions of 

authority, they can make your life miserable.  

So, in most cases, the smartest thing to do is 

to try AVOID bullies.  Try to get along; try to 

“fly under their radar…”   

What If the Situation IS Intolerable…   If 

the situation IS intolerable, you absolutely do 

have the right to take action, usually in the 

form of a written complaint. Some agencies 

have an in-house procedure for harassment 

complaints, but most don’t.  If there is none, 

the grievance process works just fine.  You 

should feel free to ask your legal staff to help 

with this.  

The most important thing 

is that your complaint 

should be FORMAL, 

and, if possible, done in 

conjunction with others 

who are experiencing the same problem. 

Why? Two reasons.  First, the obvious: there 

is safety in numbers.  Retaliation is real.  

Second, it is much more difficult for your 

Human Resources Department to ignore a 

group complaint than a single person.   They 

really would rather ignore these problems. 

They are not easy to solve and the 

old adage that “Management backs 

Management” is true.   Employers 

often won’t intervene in 

supervisor/subordinate 

relationship until you are nearly 

bleeding or under psychiatric care. They 

assume that managers are competent and 

well-intended and that a sole complainer is … 

well, a complainer.   

A Group Grievance.  So, multiple 

complaints about the same person shift the 

“burden of proof,” in Management’s eyes, 

from you to the bully.  The first step is for 

each affected person to make a list of 
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“incidents” including dates and witnesses, if 

possible.  It should be a short “bullet list”; not 

long narratives. You can save the narratives 

as back up material, but the important thing is 

that the person receiving the materials should 

get a handful of easy-to-read lists of 

examples of the bully’s very bad behavior: 

hollering, threatening, sabotaging work, 

belittling, throwing things, touching people, 

foul-language, unjustified criticism, whatever.  

If people are afraid to put their names on their 

lists, this is OK, but they should know that the 

next step will probably be a formal 

investigation, and they are likely will be 

interviewed.   

What “Other Action?”   The courts do hear 

cases of workplace harassment. But an 

“award” from the court is granted when the 

plaintiff has had a loss that a lot of money is 

involved. This could happen, for example, 

when someone is so severely abused that he 

has to quit his job.  One key element in such 

a case, though, is that the employee must 

prove that he brought the abuse to his 

employer’s attention, but they did nothing to 

solve the problem.  This happens, but not 

very often at public agencies in California.   

More commonly, people develop 

psychological problems which can take the 

form of very real, disabling illnesses – and 

need to take time off the job.  The legal 

“remedy” for this loss is a workers comp 

claim.  To win a stress claim, you need to be 

under the care of psychologist or psychiatrist, 

who is able to verify that your illness is 

caused by the job.   Again, you need to show 

that you asked management for help, but 

didn’t receive it, and that the abusive 

treatment continued.  Sometimes people 

subjected to these conditions are never able 

to return to work and their settlements can be 

high.  You can see how “bullying behavior” 

in the workplace can be very expensive to 

everyone. 
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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.    

 
Question: The County is hiring our Finance 
Manager’s daughter to work in our 
department.  Is this legal?  

Answer:  There are no laws governing personal 
relationships in the workplace; however, most 
employers DO have nepotism policies.  The 
majority of these policies don’t prohibit 
relatives from working for the same agencies, 
but do prohibit superior/ subordinate 
relationships amongst family members.   

So, the question in your case is “Will the 
daughter be REPORTING TO her parent?”  If yes, 
this would probably be a violation.  On the 
other hand, if she will be working in an entirely 
different department, there is probably no 
violation. (We say “probably” because it might 
be worth your while to CHECK the nepotism 
policy or ask your Board rep to do this.)   Also, 
keep in mind that, if the County circumvents 
the proper posting and testing procedures to 
hire this person, there is probably a violation.  

Finally, you should know that nepotism 
policies are negotiable.  If your employer 
doesn’t have one, or if it doesn’t really protect 
your members against unfair personal or 
political “appointments,” your union CAN ask 
to negotiate improvements.  

Question:  My co-worker is retiring in a month 
and our supervisor has told me that they are 
not going to fill her job.  Instead, they are 
training ME to do it – in addition to my own 
job.  Can they just do this?   

Answer:  NO! You have the right to be paid for 
the job class that encompasses the actual duties 
you’ll be performing.  So… your MOU probably 
has a provision for “out of class” or “acting” 
pay. Your first step is to ask for this extra pay 

for the higher-class work.  If the County grants 
this, it will be recognition that you’re 
performing the duties of another position.  If 
they deny it, you might want to call your union 
rep for help; you’ve got a legitimate grievance.  

Even if you ARE granted out-of-class pay, you 
should probably ask to be properly reclassified 
at some point.  The County has the obligation to 
classify people in accordance with the work 
they perform. If necessary, your union rep can 
help you with an out-of- class grievance, in 
order to remedy the problem.     

Question:  My wife is an employee at 
the county hospital where they are scheduling 
employees to attend training on their days 
off.  They will be paid for their time, but only 
while they are there:  no call back time at 
all.  Is this legal? 

Answer:  Probably yes.  The hospital can require 
people to come to work, even for training, on 
their days off.  They must pay overtime, if this 

causes them to go beyond a 40-
hour week.  But this extra work 
time doesn’t really qualify as a 
“call-out” (unless it is identified as 

call-out in her MOU).  Generally, 
“Call Out Pay” is provided for 

emergencies, and this is clearly a pre-scheduled 
meeting.  

Question:  Does the County have to pay 
someone who has accrued vacation above the 
cap? I’m asking because a co-worker recently 
told me he lost 16 hours because he was 
capped at 360, but had accrued 376. Did the 
County have an obligation to remind him to 
take the time or it could be lost? Would they 
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owe him some type of compensation for this 
loss?   

Answer:  Employers do have the right to “cap” 
the amount of vacation pay that you earn, 
although the amount of time that may be 
accrued is completely negotiable.  It’s perfectly 
legal (and pretty standard) for the employer to 
impose a “use it or stop accruing it” policy.  
In other words, when you hit the cap, you 
stop accruing. (And, no, they have no 
obligation warn employees that they are 
about to “hit the cap.”)  

But it is NOT legal for the County to seize or 
refuse to provide payment for time that the 
employer may have already allowed 
employees to accumulate above the “cap.”  

Under California law, vacation has a monetary 
value.  Employees can’t be penalized for 
accruing more vacation than their employers 
intended them to, and unused vacation must be 
paid off when an employee leaves.   

Just as earned wages can’t be forfeited by an 
employee, vacation can’t be forfeited either – 
nor can it be waived by an employee for failing 
to use it.  

Question:  My husband was in a car accident 
and is going to need some help at home and 
getting to doctors’ appointments.  I 
understand that I have the right to use time off 
for this under the FMLA, but I just got the 
forms and this looks like quite an ordeal to 
become “qualified.”  I don’t think I’ll need to 
take more than a dozen days off altogether 
and I have plenty of sick leave. Should I bother 
with the FMLA?  

Answer:  Yes, you should probably take the 
trouble to fill out the forms.  The process is not 
that complicated’ you really only need to 
provide a note from your husband’s doctor, 
saying that he has a serious medical condition, 
and identifying a rough time period during 
which you’ll need to take time off.   

The Family Medical Leave Act protects your job 
-- and protects you from being bothered about 
the apparent use of excessive leave.  Even if 
you do have plenty of leave on the books, a 
dozen days (or possibly more) is a lot of time 
off!  You don’t need to provide details, but you 
DO want your employer to know what’s going 

on, so that you can’t later be accused of sick 
leave abuse.      

Question: The County has stopped allowing us 
to bring trucks home at night. This means that 
when I get a call out (for emergency water 
repairs) I must drive my own car into the yard 

to pick up the County truck.  Do I get 
mileage for this? Also, am I covered 
by workers’ comp during the drive 
into work?  

Answer:  Unlike the regular workday, 
an employee “on call-out” is in paid 

status from the moment he begins the drive to 
the emergency.  This is called “portal to portal 
pay” and it means that you ARE covered by 
workers’ compensation while driving into work 
to pick up the truck.   

The question about mileage is more 
complicated.  Your MOU or local Personnel 
Rules MAY provide for mileage when you use 
your own car for a “call out” but the law says 
that you are provided mileage only if you must 
drive to a “non-regular workplace.”   

So, if you drive to the yard to pick up a truck, 
and the yard is your regular workplace, you 
don’t have the right to insist on mileage.  
However, if you drive from your house to the 
actual location of the emergency, you SHOULD 
receive mileage.  

Here’s an important question, though: Did 
your Association agree to the loss of your right 
to take the truck home? If not, this may well 
have been a “change in the terms of your 
employment!”  Unless your MOU clearly gives 
the County the right to take away the vehicle, 
the subject is negotiable.  You might check with 
your Board see whether the County properly 
negotiated.  If not, you might have grounds for 
insisting that they give the use of the trucks 
back to you until your MOU expires – or until 
the parties negotiate. 
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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. 
 


