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April 2017 News 
 

 

The Minimum Wage is Going Up …  
What Does This Mean to You?  

 

The minimum wage is going 

up!  Last year, the State 

legislature passed a law which increases the minimum 

wage to $15 per hour by 2022.  After that, increases 

will be based annually on the “Cost of Living.”  The 

first increase, to $10.50 per hour, took effect in 

January.  Some cities have passed similar laws, 

increasing their minimum wages even higher than the 

state minimum.   
 

In the public sector, unless you are an entry-level part-

time employee, these increases probably won’t 

impact you directly.  But there ARE reasons they will 

affect your paycheck indirectly.  For people 

negotiating new Contracts this year, you may already 

have seen this play out.  The minimum wage is “lifting 

the floor” on wage increases.  When salaries for entry-

level employees’ pay goes up by 5% (as the minimum 

wage did this year) it’s only fair for ALL working people 

to request an equal increase.  
 

Many bargaining units are pushing for higher raises 

this year -- often at agencies where they’ve barely 

seen a raise in 10 years.  When the minimum wage 

goes up (i.e. when even the lowest-paid employees 

get a raise), it’s hard for Management to offer 

NOTHING to permanent, long-term employees.  

Further, increases in the minimum wage have been 

proven to increase the spending power of the poorest 

in our communities, thus injecting more money into 

local economies.  Presumably, this will be reflected in 

YOUR agency’s revenues, providing more 

discretionary money for employee compensation.  To 

put it bluntly, minimum wage increases stimulate the 

economy – and this is good for almost everyone.   
 

NOT ALL PAY INCREASES ARE 

MADE EQUAL…   

Increases in the minimum wage raise 

questions about whether raises should take 

the form of percentages or actual dollar amounts.  A 

5% raise for a $10-per-hour employee is only $.50; a 

5% raise for the $50-per-hour person is $2.50.  The 

more someone earns, the more a percentage-based 

raise benefits him.  And that benefit is exponential.  

“General” employees are acutely aware of the fact 

that they aren’t receiving a fair share of their agency’s 

resources, and focusing on specific dollar amounts to 

address those differentials is becoming more 

common.   
 

 

 

Anyone who has ever spent time on a bargaining team 

quickly comes to understand that there are only two 

reasons employers will increase compensation 

significantly: recruitment and retention.  Hiring good 
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staff and KEEPING them.  When the minimum wage 

goes up, the “labor market” becomes much more 

competitive.  If a public agency pays poorly at the 

lower levels, they can’t compete with other jobs in the 

economy.  Further, most jobs at government agencies 

are not at all unskilled!  They are specialized, requiring 

credentials or advanced degrees, more than the 

average private sector job.  In fact, 58% of public 

employees hold Bachelor’s or Master’s degrees.  

There are a limited number of these people.  As the 

minimum wage rises, public agencies must not only 

compete with each other, but with private companies 

that pay just as well for less work and lower skill 

levels.  Bottom line: as low-paid jobs rise in value, your 

employer will inevitably need to pay more to fill YOUR 

job, too.   

 

As the expression goes, “a rising tide” really does “lift 

all boats.”  California’s economy is back – and your 

Association should not be afraid to demand your fair 

share!   
 

NEW COURT DECISION -                                                                          
PUBLIC EMPLOYEES’ TEXT MESSAGES ARE NOT PRIVATE! 

The California Supreme Court has ruled that texts and emails sent by public officials on private 

accounts or devices are a matter of public record.  This is considered a victory for advocates of 

“transparency” but raises important questions about what IS a “public official.”  It is entirely possible 

that this decision, combined with similar decisions in the area of law enforcement, could extend the 

notion of the “public’s right to see” to ANY employee.  

The unanimous ruling says the public may access communications about government business, 

whether or not those communications were sent via a government account.  The Court held “that when a city 

employee uses a personal account to communicate about the conduct of public business, the writings may be 

subject to disclosure under the California Public Records Act.”  The intent is to discourage public employees 

from using personal email for ANY work-related business.  The decision leaves it up to individual agencies to 

establish their own policies for handling searches.  

This decision stems from a case that arose in 2015 over the use of private email by San Jose city officials.  An 

Associated Press survey found that many of California’s top officials, including the Governor, Lt. Governor, and 

Attorney General, sometimes used private email to conduct business.   

The ruling does NOT cover non-work-related communications.  It specifies that the communications in 

question must “relate in some substantive way to the conduct of the public’s business.”  The Court 

acknowledged that “[t]he public might be titillated to learn that not all agency workers enjoy the company of 

their colleagues, or hold them in high regard.  However, an employee’s electronic musings about a colleague’s 

personal shortcomings will often fall far short of [this standard].”   

http://www.mercurynews.com/2015/03/30/california-leaders-routinely-use-private-email/
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California is an “At Will” State …. 

Except for Public Employees 

 

Employees in California can be terminated “without cause,” unless they are 
public employees.  Permanent public employees, with the exception of 
executive managers, all have the right to a “pre-disciplinary” appeal.  
Generally called “Skelly Rights,” (after Dr. Skelly, the state employee whose 
legal challenge established this right to a hearing) this appeal consists of two parts: first, an informal meeting with 
that level authority proposing the discipline and capable of reconsidering it; and second, a full, formal “evidentiary 
hearing in front of a “reasonably impartial hearing officer,” also capable of modifying or withdrawing it.  
 
In other words, public employees have a built-in system for appealing “wrongful termination.”  Other employees in 
California have no such system. Although there is a growing legal field called “wrongful termination,” employees in 
private companies have no automatic right to sue their employers if they believe they have been unfairly terminated. 
They can be terminated “without cause.”  
 
So, what DOES “wrongful termination” mean, in a state where employees can be terminated without cause? In truth, 
it’s a very general concept not attached to any specific law.  It means that the terminated employee alleges that s/he 
was fired in violation of some contract or common law rule or statute – but the burden is on the employee to prove 
that such contract or rule exists. Wrongful termination could be used to describe  
 

 A breach of employment contract – or even an “implied contract”  
 An unfair termination based on violation of “public policy” or in retaliation for some conduct which is 

protected by law 
 A termination in violation of some law which protects the employee AGAINST termination for a period of 

time  
 A termination based on race, gender, age, or disability 

For public employees (who have “Skelly Rights”) the burden is on the employer to prove that an employee has done 
something so egregious that he deserves to be fired.  For all others, the burden is on the employee to prove one of 
the above kinds of violations. The only significant exception to this is found where employees have a Union, which 
provides due process rights, similar to Skelly. In this case, the employee has an appeals process, and the employer 
has the burden of proving that the employee did something wrong before they can just fire him.  
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BREACH OF CONTRACT 
Some people, mostly higher-paid professionals and executives, work out actual employment contracts 
before taking a position. If the employer fires the employee before the contract is completed, the 
employee may have grounds for suing over a “breach” of that contract.  

Most people DON’T have employment contracts, but that doesn’t mean that they don’t argue “wrongful 
termination” when they believe they’ve been unfairly fired.  In this case, they (and their lawyers) turn to 
“breach of implied contract,” which means just what it says: the parties assumed they had a contract, 
even if it wasn’t written down. In truth, usually only one party assumed that there was a contract: the 
employee. However, this doesn’t stop many, many lawsuits from being filed IF the terminated 
employee had been making enough money to be worth so much effort.   

RETALIATORY TERMINATION 
The law protects people against retaliation for reporting violations of law, or exercising their rights 
under the law.  If an employee files a claim for overtime pay, calls OSHA about a hazardous work 
condition, or reports his employer for filing a fraudulent claim with the government, and then is 
terminated, s/he may have a very good case of wrongful termination. Retaliation is real, and there are 
dozens of ways that employees may exercise their rights under the law -- and then be punished for it. This IS 
wrongful termination. The only catch is that is that it is often very difficult to prove… 

TERMINATION DURING A TIME PERIOD IN WHICH THE EMPLOYEE WAS “PROTECTED” 

Since 1994, the Family Medical Leave Act protects employees who work more than 1,250 hours a year against 
termination for up to 12 weeks while off the job with their own, or an immediate family member’s, serious illness. 
There are also a few other times that employees are protected: when they are in court as crime victims, when they 
are in a shelter due to domestic violence or natural emergency, when they are voting, etc.  Employees terminated 

during one of these periods may have cause for legal action.  

DISCRIMINATION 

It is illegal for an employer to terminate an employee for being a member of a “protected class:” a 
racial or ethnic minority, a woman or gay, an older person, a disabled person. Today, by far the 
most common victims of discriminatory termination are people who become older or become 
disabled in the course of their employment. There are specific laws to deal with these kinds of 

discrimination, including the Americans with Disabilities Act. Increasing numbers of employment attorneys are 
establishing precedents in these arenas, which are putting “teeth” into laws which ALL employees – including public 
employees -- can now rely upon. 

 

The Fair Labor Standards Act; 

How It Applies to Salaried Employees 
 

An employee who is exempt under the FLSA is paid on a “salary basis” and is not eligible to 
receive overtime.  Generally, he or she must be a professional or manager.  He’s not paid by 
the hour, but for the overall work accomplished.  He must work autonomously, using 
independent judgement and discretion.  An exempt employee must be paid his/her entire 
salary for any week in which work is performed, without regard to the quality or quantity.    
 

But this does not mean that an exempt employee is at-will!  Exempt employees at public agencies have the same 
“property right” to their jobs as any employee.  In fact, because a short-term suspension could violate the FLSA’s 
"salary test," it’s difficult for employers to impose discipline greater than a letter of reprimand, but less than 
termination.  
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Exempt employees can be required to “clock in” and to use accrued leave for time off, but they can’t be forced into 
unpaid status for partial days’ absences, or into furloughs without benefit of negotiations.  Further, if an exempt 
employee is furloughed, but then works more than 40 hours in a week, he can be considered no longer "exempt," 
and may gain the right to collect overtime pay.  
 

The greatest complaint of most exempt employees is excessive hours of work, and they often negotiate for paid 
“admin leave” as a trade-off for overtime.  Exempt employees can also negotiate for other pay premiums: standby 
pay, night/weekend differential, even comp time or overtime pay.  They also have the same right to union 
representation as any other employee.  Agencies cannot forcibly change an hourly employee to “exempt” (or vice 
versa) without bargaining.  Settlements have reached into the hundreds of thousands of dollars where a group of 
employees were re-designated as non-exempt without bargaining, and without meeting the “salary test” under the 
FLSA.  

Standby Pay: What Does the Law Say?  How Does It Work? 
 

Most public agencies in California maintain a crew of skill workers who must “standby,” at all hours, for 
emergencies.  Citizens generally think of emergency personnel as fire fighters and police, but much less 
visible emergencies are conquered quietly, all night long: broken water mains, fallen tree limbs, power 
outages, etc.  People who work during the day, but must be available nights, holidays and weekends, are 

considered “on standby.”  If they are required to answer a call or page, to be in work-ready condition, 
and to be dispatched wherever the employer sends them, they must be paid.  

 

Standby time is considered work time under the law.   
Although the Fair Labor Standards Act states that all work time must be paid no less than the federal minimum wage 
(which is $7.50 an hour) it also allows public agencies and their unions to negotiate local Standby Policies.  Most 
policies pay employees a flat amount per day or week, but some are a percentage of base pay.  The amount is 
negotiable, as are other aspects of the policy.  
 

It is NOT legal for employers to compel staff to “standby” without pay.   

The law states that you are in work status when the requirement to be available to your employer restricts your 
ability to live your everyday life, for example:  how soon you have to answer or respond to a call and be on-site, 
whether you can drink alcohol, and when you are subject to discipline for violating any of these criteria.  You don’t 
have the right to Standby Pay if answering the phone is optional, if there is no discipline for failing to respond, or if 
you have the right to turn down a call out.  (However, if you are NOT on standby, but DO answer a call, you CAN BE 
ordered to return to work!)  
 

What is a “Call Out”?   
Call out time begins when an employee must actually get in his vehicle, outside regular work hours, to attend to an 
employer’s call.  The law doesn’t address the subject of “call outs” except to make clear that non-exempt employees 
who work more than 40 hours a week must be paid time-and-a-half for those hours.  Many do have call-out policies, 
and they usually provide a minimum of two-hour’ overtime (but, again, there is no legal requirement for this.)  Unlike 
the regular work day, an employee “on call-out” is in paid status from the moment he begins the drive to the 
emergency.  If he must drive to a location other than his normal workplace, he must also get mileage.  (This is called 
“portal to portal pay” and it also includes workers compensation coverage.)   
 

Employees who handle work problems on the phone or on a computer from home, but don’t actually go out to a job, 
are not in “call-out” capacity.  But they ARE in paid capacity, and the work must be counted as overtime if it goes 
beyond your normal 40-hour week.  
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What Parts Are Negotiable?   
Standby duty can be mandatory.  Unless controlled by negotiated policy, it is management’s right to decide who will 
be assigned to a Standby Crew.  (Although it’s not within management’s right to tell employees they must answer the 
phone to respond to emergencies if they are not being paid.)  Many aspects of a standby policy are negotiable:  the 
amount of pay, the length of response time, how employees will be selected or rotated into the crew, the length of 
the assignment, whether it can be “traded,” etc.  Management can’t change an agreed-upon policy without 
bargaining.  
 

Finally, standby and call-out pay aren’t restricted to hourly employees.  Supervisors and other “exempt” staff who 
respond to emergencies may request standby pay.  If you are in a job class that has never been required to 
“standby,” the employer cannot change this “term and condition of employment” without bargaining.  

 

 

Neutral Hearing Boards Can’t Be Guided by Employer-
side Attorneys 

 

Employees threatened with major discipline have the absolute right to “Skelly Due Process.”  This is a two-part 
hearing process: first an informal meeting with Department Management to allow you to respond to the charges; 
and second, a “full evidentiary hearing before a reasonably impartial non-involved reviewer.”  In many public 
agencies, this “reviewer” is a Personnel Board or Civil Service Commission.  On the surface, this is good.  All too often 
in the past, however, this neutral hearing Board was advised, legally, by the same attorney who served as the 
advocate for the County.  In other words, the “neutral” hearing board was receiving its advice about how to conduct 
the hearing by the same person who was assigned to WIN that hearing.   
 
A few years ago, the Fourth District Court of Appeals issued a ruling that rendered this obvious conflict of interest 
illegal.  The case involved the termination of a non-sworn Police employee in the City of Santa Ana.  The lawyer who 
advised the Personnel Board about its role also served as the prosecuting attorney for the City.  When the Personnel 
Board upheld the City’s termination, the employee’s Union sued.  It argued that the “neutral” legal advisor to the 
Board could not possibly have been neutral.  The Court agreed, and ordered the employee to be provided a new 
hearing.  The Court found that although the hearing might well have been fair and impartial, “the dual 
roles” played by the City’s lawyer “lead to a clear appearance of bias on the administrative level.”  Even 
though the employee might have been guilty of a severe infraction, “this perception alone” was 
sufficient to overturn the termination…  
 
This decision is significant, especially for small jurisdictions that rely on legal advice 
from a single attorney.  It is NOT acceptable for the employer’s advocate also to serve 
as its neutral “advisor.”   

 
News from Retired Public Employees Association 

 
The Retired Public Employees’ Association (RPEA) has been closely monitoring bills, both good and bad, 
which are significant to retirees and future retirees.  Two bills are important to us:  
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 AB 1349 (Assembly member Tom Daly): This bill would establish legislation to establish a new source 
of funding for diabetes prevention programs and services. 

 SB 17 (Senator Ed Hernandez): This bill would allow the legislature to pass a law requiring that 
purchasers of health care coverage be given advance notice of price increases in the costs of 
prescription drugs, including the justification, if any, for price increases.  

At this time, SB 17 has been referred to the Committee on Rules and AB 1349 has yet to be heard in 
committee.  RPEA will continue to monitor of these bills, going forward.  At the same time, we have a great 
deal to consider as the Affordable Care Act fades and a new program evolves.  Did you know that? 
 

 Approximately 75% of the increase in Medicaid spending between 2013 and 2014 was because of an 
increase in the price of drugs.   

 Of the 20 drugs with the highest cost increases in Medicaid, nine were generic drugs.  The cost of 
these products increased again, from 140% to nearly 500% between 2014 and 2015. 

 In 2016, a Kaiser Health Foundation tracking poll found that 77% of Americans say the costs of 
prescription drug costs are unreasonable.  86% favor action which would require drug companies to 
release information to the public on how their prices are set.  78% of Americans support limits on the 
amount drug companies can charge for high cost drugs for illnesses like cancer or hepatitis.    

RPEA was founded in 1958 and has more than 24,000 members in California, Arizona, Nevada, New Mexico, and Oregon.  We 
are the only statewide association representing all PERS retirees.  RPEA works tirelessly to safeguard and promote the retiree 
benefits of California’s public employees.  For more information regarding retiree pensions and health benefits or to learn more 
about the Retired Public Employees’ Association of California, check out our website www.rpea.com. 

 

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 
work-related problem, feel free to talk to your HELP representative.    
 

Question:  The County’s Personnel Rules have a 
section on “light duty” which is different from the 
Light Duty provision in our MOU.  My question is: 
which one holds more weight, the MOU or the 
Personnel Rules?  Also, since we are about to enter 
MOU negotiations, can we ask for a change in the 
Light Duty section, even though this is spelled out in 
the Personnel Rules.   
 

Answer:  Unless the MOU language is ambiguous, the 
MOU provision trumps the Personnel Rules to the 
extent the two are inconsistent.  The Association may 
bargain over any provision – or any topic 
affecting wages, hours, or working 
conditions.  This is true no matter WHERE 
the subject is written down, and even if 
nothing is written down at all.   
 
Question:  Our Department Director has 
created an interim position and promoted 
my co-worker to it, without advertising or 
conducting any exam.  The job involves a 5% 
pay increase, and several of us would have 
been interested in this job.  Do we have 
any recourse?   
 

http://www.rpea.com/
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Answer:  Rules concerning hiring criteria can be found 
in your agency’s personnel policies, and they usually 
provide for interim “appointments.”  The typical 
provision allows the County to appoint an existing 
employee to perform some or all of the job duties of 
an existing position while recruitment is undertaken.  
This lasts until the position is filled on a permanent 
basis.  If the position is brand new, your agency does 
need to notify your association of such and allow for 
bargaining over job specs and pay levels, and they 
should follow their local rules when it comes to 
posting a recruitment, interviewing, and hiring.  
 
This means that you (or your union) have every right 
to ask how this person was selected and (more 
importantly) when the permanent position will be 
properly filled, from a list, based on a test.  If the 
County intends that the position be filled on this 
“interim basis” for more than a few months, you may 
want to consider a group grievance.    
 
Question:  The County has notified us that several of 
our members are eligible to change from non-exempt 
to exempt status.  At least one person doesn’t want 
to make the change (because he will lose overtime 
money) but we are being told this is controlled by 
federal law.  Can our member refuse to go exempt?  
Does our association have any role here?  
 
Answer: “Exempt” employees are salaried employees 
and can work any number of hours without overtime.  
The definition of exempt employee is established by 
federal law (the Fair Labor Standards Act) and, 
although standards have varied from administration 
to administration, the definition of “exempt” is still 
fairly narrow: managers, administrators who have 
autonomous decision-making, and highly specialized 
professionals.   
 
Agencies often designate employees “exempt,” 
incorrectly.  This saves the employer money.  Further, 
even if an employee WOULD BE properly designated 
“exempt,” management cannot do this without 
bargaining.  So, the union DOES have a role, 
particularly if your members object to the change, and 
would experience a loss.  
 
The law does not REQUIRE that all potentially exempt 
employees to be designated so.  It simply allows this.  
They may also remain eligible for overtime.  
 

Question:  One of our members has cancer and has 
used up all of her leave time.  My co-workers and I 
would like to contribute some of our accrued leave 
to a Leave Bank for her.  Can we do this?   
 
Answer: Some Associations have negotiated a 
program called a “Catastrophic Leave Bank” or “Leave 
Donation Program.”  This means that the County will 
facilitate employees’ putting aside some of their leave 
for a sick or injured co-worker.  The rules for doing 
this are part of the negotiations.  Management does 
usually want to make sure that the recipient of the 
donations has used up his/her own leave first.   
 
If there is no Leave Donation program at your agency, 
you (and your Board) can try to start one.  Most 
employers are cooperative with these kinds of efforts.  
You DON’T need to wait until contract bargaining 
time. 
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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: www.helplac.org 

 Employee Representation 

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

demotion, discharge and administrative proceedings before the Civil Service Commission or ERCom. For complete details, Visit: 
www.helplac.org. 

 Scholarships 

HELP rewards those seeking higher education and self-betterment annually with up to $1000.00. HELP member households are eligible! 

 Visit: www.help.org for rules and requirements.  

   HELP Perks 

Welcome to the HELP Perks 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: 

www.helplac.perkspot.com 

 Shopping  

Discount merchandise, lowest price guarantee, shipping & delivery, cancellations, returns, get discounts & save big on the latest gadgets, 

home essentials, apparel, and much more!!! Visit: www.helplac.perkspot.com 

 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, Applebee’s, Chili’s, TGI Friday’s, IHop, Olive Garden, Red Lobster, Starbucks, and much 

more! Visit: www.helplac.perkspot.com 

 Auto Discounts 

Shopping for a new car is hassle-free with HELP Perks. Before you head to a dealership, first get a quote from us!  Our pricing is 

generally lower than dealerships, with savings of up to $1,000 or more. Use your locally or we can arrange financing and delivery. Visit: 

www.helplac.perkspot.com  

  Wellness  

HELP Perks gives you access exclusive discounts to the most popular weight loss, wellness, & fitness centers nationwide. Including online 

programs ie: Daily Burn, Gym Network, Curves, 24Hr Fitness & many more!   Visit: www.helplac.perkspot.com 

 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: 

www.helplac.perkspot.com 

  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!  Visit: www.helplac.perkspot.com 

.  OPTIONAL COVERAGE AVAILABLE 

 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.  

  Insurance www.nationalfringebenefits.com  
Get protected now. Call us for a quote on life, disability, long-term care, cancer and accidental coverage options. 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/

