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September 2017 News  
 

 
Your Right to a Life: When Must Your Employer 

Accommodate Your Personal Needs? 
 

Since the 1960s, women’s groups and union activists 
have been pressing for laws to make America’s 
workplaces more “family friendly.”  The focus was on 
sick leave, medical benefits and flexible scheduling, 
which would protect employees from job loss – and 
perhaps even loss of income – when they must deal 
with challenges in their personal lives.  The thrust of 
this movement was the insistence that employees 
should not have to choose between taking care of their 
families and holding onto their jobs.  
 
By far, the most visible response to this pressure was 
the Federal Family Medical Leave Act (FMLA).  Passed 
in 1994, FMLA protects working people from 
termination when they must take time off because of a 
family member’s (or their own) serious illness.  Less 
visible, though, are the dozens of laws, passed at the 

state level, which now require 
employers to accommodate their 
employees’ personal lives.  These 
include the California Family Medical 
Leave Act, which provides broader 
benefits and a wider definition of 
“family” than the FMLA; the State 

Disability Leave program, which now covers family 
leave; and laws that provide leave for victims of 

domestic violence, school visitation, and military 
families, etc.  
 
Most of these “family-friendly” laws reflect 
incremental improvements on the status quo, and are 
mostly unknown to both the public and employers.  
Many other big changes that activists were seeking 
have been on the back burner for decades now.  These 
include employer-sponsored childcare, flexible 
scheduling, and paid family leave.  The United States is 
one of the few industrialized countries that does not 
provide paid leave for employees who need time off for 
a childbirth or to care for sick family members.  A 
central focus of the Department of Labor under the 
Obama administration, it is sadly no longer a priority 
under the current administration.   
 
At the state level is a rich hodge-podge of laws, 
addressing single topics: time off to vote, to take 
children to the doctor, to go to court, to go to school, 
to go to a shelter, to protect your identity, your privacy, 
your health records, and your right to be protected 
against retaliation for exercising these rights.  This is a 
very brief summary.  For greater detail, take a look at 
the California Industrial Relations Department’s 
website.  
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Accommodation for Illiteracy… 

Employers must “reasonably accommodate” 
employees who wish to 
enroll in a literacy program.  
Time is NOT paid, and 
employers must make 
reasonable efforts to protect 
enrollees’ privacy.  

 

Alcohol and Drug Rehabilitation… 

Employers must reasonably accommodate an 
employee who wishes to enter a rehabilitation 
program.  Accommodation generally means that the 
employee will not be terminated during the time 
spent in a program, unless they can demonstrate 
“undue hardship” in allowing the position to remain 
vacant for a period of time.  
 

Privacy of Arrest Records…                 

It is unlawful for employers to ask job applicants or 
employees for information about an arrest record or 
participation in “diversion” programs which did not 
result in a conviction.  (The two exceptions to this law 
are applicants for positions as (1) Police Officers and 
(2) health care workers who have been arrested under 
sex- or drug-related statutes.)  
 

Child or Spousal Support, Garnishment 

of Wages 

Employers cannot terminate employees based on 
court-ordered wage deductions for family support, 
nor because of wage garnishments by the courts.  
 

Protection against Discrimination and 

Harassment 

Employers cannot terminate, harass, or treat 
employees differently based on race, gender, national 
origin, marital status, medical disability, religion, 
sexual orientation, gender identity, age, or pregnancy.  
Complaints about violations may be filed directly with 
the Equal Employment Opportunities Commission or 
State Department of Fair Employment and Housing.  
 
Supervisors and co-workers may be held personally 
liable for on-the-job discrimination and harassment.  
Employers may also be liable if they have been 
informed about the circumstances and failed to act.  

Filing a Worker’s Compensation Claim 

or calling Cal/OSHA 

The law protects employees from discharge, or 
threat of discharge, for filing worker’s 
compensation claims, receiving a settlement, or 

testifying in a worker’s compensation 
proceeding.  Similarly, it is illegal to terminate or layoff 
an employee who makes an oral or written complaint 
about safety either to the employer or to ANY 
government agency.  The law protects employees who 
testify in safety-related hearings or who refuse to 
work in a condition which they believe to be unsafe  
 

Employment References 

It is a violation of the Labor Code for an employer to 
attempt to prevent a former employee from obtaining 
another job by making “false references” about the 
employee.  Also, slander and libel are subject to civil 
penalties.  (But there is no liability if the employer 
making the negative reference is able to show that the 
information is true.)  
 

Jurors, Witnesses, and Domestic 

Violence/Sexual Assault Victims 

Employees cannot be penalized for taking time off the 
job to (1) serve as a juror or witness, (2) appear in 
court in order to seek a protective order for oneself or 
one’s child, or (3) obtain counseling or services from a 
shelter or relocating to a “safe house.”  
Employees should provide reasonable 
advance notice whenever possible, and the 
employer may request documentation: police 
report, court order, or note from counselor, or 
advocate.  
 

Personnel Files and Payroll Records 

Every employee (and former employee) has the right 
to see and copy his/her personnel file and payroll 
records.  The employer must comply with the request 
“as soon as practicable” but no later than 21 calendar 
days from the date of the request, and may charge the 
employee the actual cost of the reproduction.  
 

Political Activity 

Employers cannot penalize employees for running for 
elective office, engaging in concerted political activity 
(i.e. wearing armbands or participating in a march).  
Employers cannot legally attempt to control political 
affiliations or activities. 
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Polygraph Exams 

Public employees in California cannot be compelled to 
cooperate with a polygraph exam.  Nor can employers 
use “voice stress analyzers,” or psychological 
evaluators “to render a diagnostic opinion about an 
individual’s honesty.”  

No Retaliation for Union Activity  

Employees cannot be punished for unionizing or 
attempting to unionize.  The law provides the right to 
“full freedom of association, self-organization, and 
designation of representatives of one’s own choosing 
to negotiate the terms and conditions of 
employment.”  An employee who is fired or 
disciplined for hiring an attorney or representative to 
assist him in dealing with his employer may sue for 
damages.  
 

Elections Officer 

Employers cannot discriminate against employees 
who may be absent from work to serve as election 
officers on Election Day.  
 

Military Duty  

Employers cannot terminate employees who must 
leave the job due to the “performance of any ordered 
military duty.”  

 

Confidentiality of Social Security 

Number 

Employers cannot publicly post or share employees’ 

social security numbers.  They cannot print the 
number on any card required for the individual to 
access products or services provided by the employer.  
And they cannot require employees to transmit their 
social security numbers over the internet.  
 

Surveillance 

Employers cannot legally videotape employees in 
restrooms, locker rooms, or changing rooms.  This 
includes the use of two-way mirrors.  
 

School Visits                                                  
Employees cannot be penalized for 
taking time off when a child is 
suspended and/or for taking up to 
40 hours per year to attend a 
child’s school activities.  
Employees must be the actual 
parent or guardian, must give advance notice, if 
possible, and may be required to provide verification 
of participation 
 

 

Whistle blowing 

Employers cannot adopt or enforce rules preventing 
employees from informing government agencies 
about what they have “reasonable cause to believe” is 
their employer’s violation of state or federal law.  
Employees who ARE terminated or retaliated against 
for whistle blowing may sue for wrongful termination.  
 
 

 
 

New PERB Decision:  It’s Illegal to “Blacklist” Former Employees 
 
PERB has just issued an important decision about employees’ right to protection against retaliation for union activity.  
A union activist and former employee at the Monterey Peninsula Unified School District alleged that the District 
“blacklisted” him because of his union activities.  He was able to show that the District’s statements about him caused 
him to lose jobs with subsequent school districts.  The key question before PERB was whether this employee had 
“standing,” as a former employee, to bring charges against the District for retaliation.  The PERB Board held that he 
did.  PERB determined that State labor law, which prohibits “interference, discrimination and reprisals” for union 
activity, extends to a former employee whose former employer interfered with his effort to get future work.  “Union 
activity” can include anything from serving on an Association Board or bargaining team to simply filing a grievance.  
This case is important because victims of retaliation have often left (or lost) their jobs.  Now it is clear that they may 
take action against the retaliating employer, even when they are no longer in an employment capacity – and even if 
that employer interferes with OTHER jobs. 
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Did You Know?  
 

Employees on Disability Are Eligible for COBRA  
If you are off the job with an illness or injury, the Family Medical Leave Act requires the Employer to continue your 
medical benefits (including the County’s contribution to those benefits) for at least twelve weeks.  But what if your 
condition lasts LONGER than twelve weeks?  Can the County discontinue your benefits?  
The answer is NO.  Under this circumstance, you have the right to continued benefits under COBRA: the same federal 
law which allows you to use the County’s medical plan, after you are laid off or terminated.  COBRA enables you to 
purchase the same benefits you had as an active employee at no more than 102% of the actual cost.  
Under most circumstances, COBRA benefits last for a maximum of 18 months.  But under some conditions, such as 
disability, they may be continued for up to 29 months.  Thus, if you or a family member become disabled either before 
applying for COBRA coverage, or within the first 60 days of being covered, you’re eligible for an additional 11 months.  
This disability extension applies not only to the person who is disabled, but to the family members who are receiving 
COBRA benefits via the disabled person’s plan.  This benefit applies whether the disabled person has lost his job 
permanently or is off the job temporarily awaiting return to work.  It’s just another element of the federal safety net… 
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HERE’S A GOOD QUESTION… 
 

Can They Just Change My Job Description?  
 

Question:  I’m on our Association Board and have just discovered that the City is 
changing several members’ job descriptions, by adding quite a few new duties.  Does our 
association have any role in responding to this?  Our members don’t agree with the changes or, at 
least, would like to see their positions paid more to compensate for the extra work.  
 

Answer: You’re asking a fundamental question about the role of your union in making sure the terms 
and conditions of your members’ jobs aren’t changed without bargaining. Your members’ job titles 
AND job descriptions are considered part of your MOU, and as such, are as negotiable as any other 
element of your compensation package.   The City can’t change them without extending the 
opportunity to meet and confer to you, the union Board of Directors.   
 

Your Board or legal staff should probably notify the City that it appears to be making a unilateral 
change in job descriptions, and that you’d be happy to receive their proposal to make some changes.  
Then, when the City DOES send you the proposed changes, your Board should make sure the affected 
employees see them.  Your members should be able to tell you how they would like you to respond.  
(Depending on the language in your MOU, you may also have the right to refuse to bargain.)  
 

Bargaining can be a simple e-mail exchange, or it can be a sit-down session. Hopefully, the parties 
can come to agreement (including agreement on pay levels if you agree to modify job specs.)  But if 
they can’t reach an agreement, the City cannot simply implement its proposed changes.  It would 
need to declare impasse and go through an impasse resolution procedure, including fact-finding.  
Bargaining is bargaining. 
 

One of the outcomes of the Great Recession is that most public agencies downsized -- and large 
numbers of employees found themselves wearing multiple hats: performing many duties that aren’t 
on their job descriptions.  There is nothing wrong with agencies’ trying to clean up this problem, by 
modifying job descriptions, but this should be a process of mutual agreement.  If changes in job 
descriptions were not negotiable, there would be nothing to prevent your city from dumping the 
duties of higher-paid job classes into the job descriptions for lower-paid classes.  Your job is to make 
sure that your members are properly paid for the work they are performing!  
 

 

Some Really Basic Information About Overtime  

 
In 1985, public employees in California came under the protection of the federal Fair Labor 
Standards Act – the national Overtime Law. The FLSA requires that all employees, except 
those who are specifically exempt (managers, professionals, and some supervisors and 
administrative employees) must be paid overtime if they work more than 40 hours in a 
week.  
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The overtime rate is one-and-one-half times your normal rate of pay. It 
must be provided in the form of pay or, if the employee agrees, in the 
form of “comp time.” (In the public sector, your association may 
bargain for an agreement that allows the employer the discretion to pay 

comp time instead of overtime. But in the absence of a negotiated 
agreement, the employee has the discretion…) Comp time must also be 
provided at the rate of time-and-one half.  
 

For employees over the age of sixteen, the law does not set any limits on the number of 
hours you can be asked to work in a week, but it does prohibit the overtime requirement 
from being waived, even by agreement of the employer and employee. In other words, it is 
illegal for Management to try to coerce or intimidate you into not asking for or receiving 
overtime pay for overtime worked.  
 
Overtime laws can be enforced through your Association’s grievance procedure and/or by 
the Wage and Hours Division of U.S. Department of Labor. The advantage of using the 
grievance procedure is that it is relatively swift and non- controversial. However, the 
grievance procedure usually does not incorporate back pay provisions.  
 
Federal statute allows the employee to recover up to two years of back pay – and this 
extends to three years if investigators determine that the violation was “deliberate and 
willful.” Not only can employers be criminally charged for knowingly violating the FLSA, 
but it is also illegal for them to discipline or discriminate against an employee for filing an 
FLSA complaint.  
 
Perhaps the most frequent complaint involves employees who have been improperly told 
that their job classification is “FLSA-exempt: that they are salaried and not eligible for 
overtime pay.” Supervisors who spend a considerable amount of time “in the field” should 
not be classified as FLSA exempt. Similarly, clerical and administrative employees should 
not be designated “exempt” unless they work autonomously, exercise independent 
judgments and do NOT work under supervision of another non-management employee. 
Employees who are called “confidential” would usually NOT meet the criteria for FLSA-
exemption, and should not be denied overtime pay.  
 
If you think you have been improperly denied overtime pay, you can call your union rep or 
look up the nearest office of the Department of Labor on the Internet. The complaint may 
be filed in person, by letter or by telephone, but it also must be made in writing.  

 

 

News from the Retired Public Employees 
Association  
 

As we approach the end of the 2017 legislative session, the RPEA is actively monitoring bills that are 
important to public employees.  Our mandate is to focus on the economic and social interests of 
our members.  RPEA engages with bills in three ways: opposing, supporting, and watching.  
Currently we are opposing seven bills, supporting seven bills, and are watching over another forty, 
with an eye on the potential impacts on our members.  A brief summary of some key bills is below.    
  
Employee pensions remain one of the biggest topics, and many bills have direct implications on your 
pension.  

 SCA 1, 8, 10 – These three bills are Senate Constitutional Amendments, coming from the far right, 
which would damage public employee pensions by placing “caps” and restrictions on them.  We 
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do not think they will be passed by the legislature, but even if they DO, they must be approved by 
a vote of the public.  RPEA opposes these bills.  

 
We’re tracking closely all legislative bills that directly affect the rising cost of medical coverage and 
medications. 

 SB 17 – This bill would require drug purchasers to give prior notification before raising prices as 
well as requiring health plans to divulge the portions of premiums spent on prescription drugs.  
This bill passed the Senate house and is now in the Assembly.  The Chair of the Senate Health 
Committee calls it one of his key pieces of legislation.  RPEA supports this bill. 

 
This current legislative year will adjourn for the year on September 15th, giving the Governor until October 
15th to sign or veto bills passed by the Legislature.  During this remaining time period, we will continue to 
track and to lobby on behalf of bills we support.  For reference, below is a list of the current bills RPEA is 
opposing and supporting: 
 

 Opposing: SB 32, SB 454, SB 601, SB 681, SCA 1, SCA 8, SCA 10 
 Supporting: AB 275, AB 315, AB 444, ACR 98, SB 17, SB 294, SR 41 

 
The Retired Public Employees Association is actively involved in enhancing the lives of retirees.  We are the 
only statewide association representing all PERS retirees.  For more information regarding retiree pensions 
and health benefits or to learn more about the RPEA, check out our website www.rpea.com 
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Questions & 

Answers about 

Your 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, talk to your HELP 
representative.   Question: I am 64 and 

intend to retire over the next year.  On several 
occasions, my boss has asked me for an exact 
date.  I don’t have an exact date yet, and I 
want to know if this can be considered age 
discrimination or harassment? 

The Age Discrimination in Employment Act 
(ADEA) forbids age discrimination against people 
who are age 40 or older.  Discrimination involves 
treating a job applicant or employee less 
favorably because of his or her age.  Age-related 
harassment could include offensive or 
derogatory remarks.  Simple teasing, offhand 
comments, or isolated incidents don’t rise to the 
level of actionable harassment, but harassment 
can be “illegal” when remarks are so frequent or 
so severe that they create a hostile work 
environment or result in an “adverse 
employment decision” (such as being fired or 
demoted).   

The answer depends on the nature and 
frequency of the inquiries from your boss.  If you 
have openly expressed you plans to retire but 
not provided a date, his inquiries may be 
reasonable.  Your boss must plan for the future.  
However, he should not be making remarks and 
creating a situation in which you may be treated 
“less favorably” then your co-workers, or make 
you feel so uncomfortable that you find leaving 
is the only alternative.  If the comments are of 
this nature then this may be discrimination.  

If you HAVE announced your 
retirement, but no date, you might try a 
proactive approach: ask your boss what 
the plans are for replacing you and if there is 
anything you can do to help in that transition.  
If his concerns are genuine, your last days of 
employment could be rewarding.  If, on the 
other hand, you have not openly expressed your 
desire to retire, then his inquires may truly be 
creating a hostile environment.  Feel free to call 
your staff for help.  Either way, if the comments 
make you feel uncomfortable, feel free to let 
your supervisor know.  It may not be his intent. 

Question: If there is an open position, is the 
county required to post the opening or can it be 
filled without anyone's knowledge?  Also, if it’s 
a promotional job, don’t they have to “hire 
from within?”   
 

Answer:  Most public agencies have rules about 
how positions will be filled through a 
competitive process.  But there’s very little 
external law about how this process should 
work.  The rules vary from place to place and are 
usually found in your Civil Service Rules or 
Personnel Policies, which are negotiable.  Some 
agencies have language requiring that 
promotional positions be filled from within 
before they can be open to the public.  There are 
usually specific criteria about how many “inside” 
applicants must apply in order to make this a 
“promotional only” process.  Others don’t 
address it at all.  When it comes to posting, 
almost all counties have rules requiring that the 
job opening be advertised, either internally or to 
the public, before they can be filled.  If your 
employer fails to do this, the practice is 
grieveable.    
 
Question: How do I go about filing a grievance 
against a co-worker who doesn’t do any work?  

Answer:   This is a problem you (and possibly 
your union) should try to turn over to 
Management.  It’s your supervisor’s job to 
maintain a professional atmosphere and manage 
workloads so that they are balanced.  
Management’s failure to require your co-worker 
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to do his or her work isn’t grieveable unless 
YOUR rights are violated.  Those rights include a 
safe, healthy workplace.  So, if you’re working 
excessive hours, unable to take sick leave or 
vacation, harassed for work you’re unable to 
finish, suffering from stress-related illnesses or 
chronically doing the work of a higher-paid 
position, you probably DO have a grieveable 
situation.   Short of filing a grievance, you might 
simply discuss your observations with your 
supervisor.  There’s a good chance that he or she 
is unaware of your co-worker’s “shortcomings.”    
 
Question:  I have an earring in one ear.  My 
supervisor told me I am not allowed to wear it, 
but I don’t see anything in the dress code about 
this.  Can they tell me I can’t wear the earring? 

Answer:  Public agencies do have the right to 
establish standards for appropriate appearance, 
especially if you interact with the public.  If the 
dress code doesn’t cover this, you might have a 
grievance.  You might also ask your union to 
renegotiate this during negotiations.   

If management gives you a directive you 
disagree with, though, you should follow it for 
now (unless it presents direct physical danger) 
and grieve later.  Failing to follow a direct order 
could result in disciplinary action for 
insubordination.   

Your right to wear an earring is similar to the 
issue of tattoos, which many dress codes now 
cover.  Management can’t prohibit tattoos, 
purple hair or earrings, but they can ask you to 
cover it up so it’s not visible to the public.  Also, 
you might wonder whether the County can have 
different rules for males and females.  The 
answer is YES: the Supreme Court has ruled that 
it is not discrimination to have rules allowing 
women to wear earrings, but not men.  
 
Question:  The minimum wage went up 50 cents 
in January, but it didn’t show in our standby 
pay, which is based on the minimum wage.  
What can we do?  Can we ask for a pay 
adjustment back to the date the change took 
effect?  
 
Answer:  If the Standby Pay provision in your 
MOU truly says that the rate is the minimum 

wage, then the Employer should have changed 
your pay when the increase went into effect.  If, 
months later, you discovered the error, you and 
your co-workers are probably due some back 
pay.  You should feel free to ask the Employer to 
correct this error.  If you have difficulty, call your 
union for help.   
 
Question:  I work in a small office: just 2 
technicians and our supervisor.  When my co-
worker takes a vacation day, our supervisor 
says I’m not allowed to take vacation at the 
same time.  There is no good reason for this.  I 
want to know if it is legal.   
 
Answer:  Legally, you do have the right to use 
your vacation time.  However, most MOU’s have 
a section (and most Departments also have 
policies) about the conditions under which the 
vacation time can be used.  This usually says 
something about “mutual agreement of the 
parties,” or scheduling “based on the needs of 
the department.”  In other words, you usually 
CAN’T just take vacation whenever you want.  On 
the other hand, you DO have the right to use the 
time, and the rules should not be discriminatory 
or unreasonable.  So, if you think the rule IS 
unreasonable, you have the right to request a 
meeting with management to discuss it.   

 
You should also know that Management can’t 
simply generate new policies about how 
vacation may be used.  Even Departmental 
policies are subject to negotiations.  A supervisor 
can’t suddenly decide, for instance, that you 
can’t take vacation leave without two-weeks’ 
notice, if no notice requirement existed in the 
past. In your specific case, if your supervisor’s 
“rule” that you can’t take vacation when your co-
worker is off, isn’t new and it doesn’t prevent 
you from taking most of your vacation some time 
during the year, it may not be a violation of your 
rights.  But this is a negotiated benefit.  If you are 
chronically unable to use it, you have a 
grievance!  (And, if they change the rules for 
using it without bargaining, your Union may have 
a grievance!) 
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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 consulti ng 

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/

