
helplac.org Inflation has been cooling 
recently, but not in time to 
affect medical plan premium 
increases again for 2025.  
Last month, CalPERS – one of the 

nation’s largest medical insur-

ance providers – approved 

rates for next year’s 

plans.  On average, 

prices will increase 

by 8-10%.  These in-

creases are high but 

are consistent with 

general medical premi-

um increases seen outside 

of CalPERS.  According to CalP-

ERS, the increases for the 2025 

premiums are largely due to the 

higher cost of providing services 

and the increased use of high-cost 

specialty and brand name drugs.  

These same trends are affecting 

other medical plans outside of 

CalPERS, too.  Increases for Medi-

care supplemental plans are driven 

by significant changes in the way 

the federal government reimburs-

es employer plans, which is adding 

new costs for plan sponsors like 

CalPERS.  

CalPERS negotiates 
aggressively with 
insurers.  They un-

derstand that many 

members often must 

absorb cost increases 

out of their own pocket.  

While rates tend to reflect 

the current state of the health care 

market, CalPERS expects health 

insurance companies to take de-

cisive action to keep costs down.  

CalPERS leverages its large pool 

of members to try and hold insur-

ance companies accountable and 

keep costs transparent.  Premium 
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increases generally stem from the costs of medical care ex-

ceeding premium revenue, rather than an overall increase 

in usage.  Despite efforts to control costs, however, the 

cost trend is still affected by general inflation.

	 CalPERS provides health insurance for more than 

1.5 million people, including about 770,000 public employ-

ees and retirees and about 770,000 dependents.  CalPERS 

offers both preferred provider organization (PPO) and 

health maintenance organization (HMO) plans.  CalPERS 

members can change health plans during open enrollment, 

which runs from September 16 through October 11.  The 

new premiums will take effect January 1, 2025.  Rates vary 

based on region, plan, and level of coverage (e.g., employee 

only, employee +1, and employee +Family).  Detailed infor-

mation on premiums for each region are on the CalPERS 

website: https://www.calpers.ca.gov/page/active-mem-

bers/health-benefits/plans-and-rates  

	 One factor affecting this year’s rate change is 
that CalPERS will be completing its transition to a single 
risk pool to improve the stability of its Basic PPO plans 
by pricing the plans based on the value of their benefits 
and network instead of the mix of healthy or unhealthy 
members in the plan.  The CalPERS Pension and Health 

Benefits Committee had met in June to receive an update 

on the Rate Development Process and the 2025 proposed 

premiums for CalPERS health plans.  The CalPERS Board 

then approved those changes during its July meeting.  This 

includes moving to a single risk pool for PPO plans.  Don 

Moulds, the Chief Health Director at CalPERS, recom-

mended transitioning to a single risk pool in 2025.  He said 

the current projection is PPOs will lose money for 2024, 

and continuing with a phase-in to a single risk pool would 

likely cause more workers to opt for HMO plans over PPO 

plans in 2025.  Transitioning to a single risk pool in 2025 

could significantly reduce the migration from those on 

PPO plans to HMO plans and quicken the path back to sin-

gle-digit PPO increases.  

	 CalPERS has been implementing a rate-setting 

system which, officials say, will gradually stabilize and align 

prices more closely with a plan’s value.  CalPERS approved 

the new system in 2020 on the recommendation of health 

insurance experts, who said the changes are needed to 

save three of the best plans – Anthem HMO Traditional, 

Blue Shield Access+, and what was then the PERS Care 

PPO – which attract those who spend the most on medi-

cal treatment.  As a result, insurers kept raising premiums 

to cover costs.  The fear was this trend – referred to as a 

“death spiral” – would drive healthy people away from the 

plans, prompting even further price hikes, ultimately lead-

ing to these plans being unsustainable.  The new system 

partly re-distributes premium cost increases from plans 

with higher health risk to those with lower risk.  To smooth 

out the cost increases for PPOs, CalPERS looked at phas-

ing-in a single risk pool over either two or three years.  In 

2023, CalPERS approved the three-year option.  That 

timeline has now changed.  

	 This phenomenon is not unique to CalPERS.  
Public agencies that do not participate in CalPERS med-

ical have also struggled with being able to offer quality 

PPO plans at competitive prices.  As employees have had 

to absorb a greater share of the medical premiums, more 

employees have switched from higher cost PPOs to lower 

cost HMOs.  Depending on the level of participation, some 

health carriers have said they will not offer PPO plans un-

less a certain percentage of the workforce enrolls in the 

PPOs.  Employers have struggled to offer a quality carrier 

and affordable plan as an alternative to Kaiser.

	 The 2025 CalPERS premiums reflect an average 

increase of 8-10% but vary by plan, with the two popular 

PPO plans – PERS Gold and PERS Platinum – increasing 

substantially more.  The PPO plans were projected to in-

crease by 15.07% under the current two-pool system.  

However, using a single pool system, HMO rates will rise 

more to keep PPO premiums from skyrocketing.  The 

PPOs will now only go up by 9.82%.  HMO plans will go up 

8.72% by transitioning to a single pool, versus 7.44% by 

staying with the two-pool system.  The monthly price for 

the most popular plan – an HMO plan administered by Kai-

ser Permanente – will rise 8.41%.  That plan serves nearly 

550,000 people.  The Kaiser rates were projected to go up 

7.12% under the two-pool system.  The Anthem HMO Tra-

ditional plan will go up 9.28%, and the Blue Shield Access+ 

News Release - CPI Data

The U.S. Department of Labor, 
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lishes monthly consumer price 

index figures that look back 

over a rolling 12-month period 

to measure inflation.
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plan will go up 8.22%.  United Healthcare plans will go up 

7.39% (Harmony) and 8.88% (Alliance).  These are aver-

aged amounts statewide.  The actual percentages may vary 

based on region.  

	 CalPERS also announced it would award two new 

five-year contracts – one to Blue Shield of California, and 

the second to Included Health – to help control costs for 

its PPO plans.  CalPERS says this will lower costs while im-

proving quality and accountability, in part by creating finan-

cial incentives for the companies to provide higher quality 

care at lower costs.  Blue Shield and Included Health will 

put $464 million at-risk if they do not meet the program’s 

goals for controlling medical cost trends and improving 

quality.  The contracts set the initial medical trend cost tar-

get at 5.5% in 2025 and lowers the target each year until 

it reaches 3% by 2029.  If CalPERS’ trend is lower than the 

target, the companies will share in the savings.  This affects 

about 400,000 members (250,000 in Basic PPO plans and 

150,000 in Medicare Supplemental Plans).  This represents 

about one-third of the 1.5 million CalPERS members who 

receive health care coverage.  The companies will begin 

providing care for CalPERS members starting in 2025.  

Previously, Anthem Blue Cross provided PPO services to 

CalPERS members for more than two decades.  CalPERS 

says members need to know the following:  

(1)	Most PPO members can continue seeing their 

existing doctor as an in-network provider since Blue 

Shield has virtually all the same hospitals, facilities, 

and systems, and significant overlap of physicians and 

clinicians as the current plan.  

(2)	Basic PPO members will benefit from new navi-

gation and member support services, and those with 

complex health conditions will receive more tailored 

assistance that is responsive to their unique needs 

based on who they are and the health challenges they 

are facing.  

(3)	For the small percentage of Basic PPO members 

whose clinician may not be available in-network, 

CalPERS has developed systems to ensure continuity 

of care and a range of options to make sure they get 

the best care possible.

	 The PPO plans are self-funded, meaning CalP-

ERS is responsible for collecting premiums from enroll-

ees and paying their medical claims and those of their 

dependents.  The contracts set new target thresholds for 

providing quality health care, including controlling blood 

pressure, colorectal cancer screening, diabetes care, pedi-

atric care, and pregnancy care.  The targets are identical to 

those that CalPERS included in its latest HMO contracts, 

which also contain significant financial consequences for 

health plans that do not meet quality targets.  CalPERS 

hopes this program will serve as a national model, in part 

because they expect the reduction in medical trend costs 

will be accomplished by improving the care members re-

ceive, not by reducing the benefits members receive or 

increasing their out-of-pocket costs.  Since a lot of the in-

surance companies – including Kaiser, Anthem, Blue Shield, 

and United Healthcare – provide similar plans outside of 

CalPERS, these reforms are likely to affect workers who 

are not in CalPERS medical, too. 

	 For public employees who do not participate in 

CalPERS medical, the CalPERS medical increases are a 

good barometer to compare the increases in your medical 

plan.  Kaiser increases will likely go up by 7% to 8% on av-

erage, and PPO plans may go up more.  It is always a good 

idea to review the plan and premium changes during open 

enrollment and select the plan that meets your need at 

the best possible price.  If you have questions about your 

medical plan increases, contact your human resources de-

partment.  Given the increasing rise of medical insurance 

premiums, your employee organization will continue to de-

mand higher contributions from the employer when nego-

tiating the next MOU.
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Legal Update
California Supreme Court Strikes 
Down Proposed Ballot Initiative
The California Supreme Court blocked the Secretary of 
State from placing an initiative measure on the Novem-
ber 2024 general election ballot.  The measure – labeled 

the Taxpayer Protection and Government Accountability 

Act by its drafters – would have required voter approval 

for any future state or local tax increases.  It would have 

added a requirement that a majority of voters approve a 

statewide tax increase, not just the currently required two-

thirds vote of the Legislature.  It would have also changed 

the threshold for passing local taxes from a majority vote to 

a two-thirds vote of the people.  Local agencies would have 

been required to vote on any fee increases – which can cur-

rently be approved administratively.  It also would have en-

acted a rollback provision providing that any tax or fee ad-

opted after January 1, 2022, but prior to the effective date 

of the measure, that was not adopted in compliance with 

the measure’s requirements, be considered void twelve 

months after the effective date of the measure, unless the 

tax or fee is reenacted in compliance with the measure. 

A lot of cities have passed ballot measures increasing sales 

taxes in the last three years.  Many residents have approved 

of them, though often not by a two-thirds vote.  Until this 

decision, cities that recently passed sales tax measures by a 

simple majority have been worried about what might hap-

pen to their extra sales tax revenue if the measure were to 

pass in November.  Business interests and taxpayer advo-

cacy groups had championed the measure and collected 

the signatures needed to put it on the ballot, arguing its 

passage was vital for continued job creation and company 

retention in California.  Public employee unions and local 

governments opposed the measure, arguing it would un-

dermine the ability of the state and local governments to 

fund vital public services.  The California Supreme Court 

held that the measure would revise the Constitution with-

out complying with the appropriate procedure.  The Court 

said the changes proposed by the measure would substan-

tially alter our basic plan of government and therefore can-

not be enacted by initiative.  

The case is Legislature v. Weber, S281977 (2024).
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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 professional staff.

Question:  The employee organization currently 

has a filing cabinet where association-related documents 

and materials are located.  The filing cabinet is, and has 

always been, located inside the police department.  The 

employee organization is attempting to locate a more per-

manent location for the cabinet.  It has been a challenge 

recently to find space.  Some of our superiors think that 

the cabinet encroaches on their space.  Is there existing 

labor law language establishing that employee organiza-

tions have a right to keep association-related documents 

and materials on the employer’s premises?  Or would this 

be a negotiating item?   

	 Answer:  Although the law does not require 

your City to provide a filing cabinet for Association use, this 

is a permissive subject of bargaining, meaning your employ-

ee organization can make a proposal during MOU bargain-

ing.  The Public Employment Relations Board has said state 

bargaining law provides recognized employee organiza-
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tions an implied right to access an employer’s facilities, but 

subject to reasonable regulations imposed by the employ-

er.  These limitations are often documented in the MOU 

or the City’s local rules.  Check your MOU and local rules 

for any relevant language allowing or limiting an employee 

organization’s use of the City’s equipment or facilities for 

Association business.  If storage of Association property is 

not mentioned, it could be something that the Association 

proposes in the next round of bargaining.

The City likely can require the Association to find another 

place to keep its files, particularly if the City can show a le-

gitimate need to remove the files.  An example may be that 

the cabinet disrupts the efficient operations of City busi-

ness.  The City will need to notify the Association and allow 

a reasonable opportunity to meet and confer before mak-

ing the change, if there has been a long-standing past prac-

tice allowing the Association to store its materials on-site.

The Association may want to consider digitizing records 

and implementing a records retention practice to preserve 

necessary files and reduce or eliminate the need for on-

site storage.  First, clean out documents that you no longer 

need.  The Association should keep a copy of the MOUs, 

negotiation notes from the last round of bargaining, the 

bylaws, meeting minutes where significant Board or mem-

bership action is taken, such as the meeting where the of-

ficers were last elected, and financial and tax records.  The 

remaining documents can be scanned and maintained dig-

itally.  Many associations store records in the cloud using 

services like Dropbox or other cloud storage platforms.  

Once you have removed the unnecessary papers and dig-

itized your files, you may need less physical storage space 

than you are currently using.  This may help you to keep 

your files in the police department or in another on-site 

location.  When new officers are elected, be prepared to 

provide the new officers with access to the Association’s 

digital records.

	 Question:  I am currently out on medical 

leave and want to know if an evaluation should still be 

completed by my supervisor. The City’s policy says we 

must receive an annual evaluation.  The evaluation will af-

fect my step increase, and in turn, my wages.  I am under 

the impression an evaluation should have been done this 

year.  Please advise.

	 Answer:   Check your MOU or Personnel Rules.  

Some agencies have language that say evaluations or merit 

increases are due after completing 2,080 hours of service, 

and not “annually.”  There may also be language regarding 

extended leaves of absence, which can result in the delay of 

the evaluation and merit increase period (e.g., by 90 days, 

or by the length of the leave of absence).  

Depending on the length of your medical leave, manage-

ment may say they did not have enough time to assess your 

work performance and therefore extend the evaluation pe-

riod.   If your medical leave was short (e.g., a couple weeks), 

your employer may have to give you a timely evaluation and 

merit increase, unless the language says otherwise.  If your 

anniversary date occurred while you were out on medical 

leave, your employer may simply be waiting for you to re-

turn to work before providing the evaluation and merit in-

crease.  In that case, the merit increase should be applied 

retroactively to your anniversary date.  Contact your pro-

fessional staff for help if you do not receive the evaluation 

and increase upon your return to work. 

	 Question:  I have been filling in as an acting 

supervisor for six months.  The City has not flown the po-

sition yet.  We have other positions where people leave, 

and the position is flown right away.  I believe it is not be-

ing flown as a cost savings measure, because they have 

done so with other supervisor and director positions in 

the past.  I don’t if they are violating any rules.  Do I have 
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any options?

	 Answer:  There is typically no grievance you 

can file against the City for the City failing to timely initi-

ate recruitment for a vacancy.  But check your City’s hiring 

rules to see what it says.  As long as you are getting acting 

pay, there is also no grievance that can be filed against the 

City for the City assigning you to perform the supervisor 

duties in the interim.  

Government Code Section 20480 prohibits an agency or 

school employer that contracts with CalPERS from assign-

ing employees to a limited term appointment in a vacant po-

sition for more than 960 hours in a fiscal year.  Employers 

must track and report each fiscal year the hours worked 

by an employee serving in an out-of-class appointment, re-

gardless of whether the employee has worked above the 

limit.  The Code defines a vacant position as a position that 

is vacant during recruitment for a permanent appointment.  

It does not apply if a position is temporarily available due 

to another employee’s leave of absence.  An out-of-class 

appointment is defined as an appointment by the employer 

of an employee to an upgraded position or higher classifica-

tion in a vacant position for a limited duration.  

The City may have reasons why it has not initiated recruit-

ment, and cost savings is one.  The City might not be initiat-

ing recruitment because it does not want to start the 960 

hour timeline.  When vacancies occur, management will of-

ten assess the need, including whether to recruit at all, and 

if so, whether it would like to propose changes to the classi-

fication specifications or pay before recruiting.  Sometimes 

vacancies are used as cost-savings to balance the budget 

or positions are eliminated from the budget entirely.  Some-

times positions are recruited out of order from the date 

they became vacant.  Management can decide that certain 

vacancies are a higher priority to fill than others.  You can 

ask your department or Human Resources when they ex-

pect to open the position for recruitment.  

	 Question:  Why is the City not observing 

the Juneteenth holiday?  Our MOU lists specific Feder-

al Holidays and Juneteenth is not one of them.  I seem to 

recall an admin or Council policy that references recog-

nizing all Federally observed holidays, but I’m only able 

to find the specific days listed in our MOU.  Is the City 

required to follow the observance of Juneteenth and oth-

er Federally observed holidays either as a paid day off or 

floating holiday?

	 Answer:  Most MOUs list specific holidays that 

are recognized.  Some MOUs have language that includes 

all other State or Federally recognized holidays too, but 

this is less common.  Unless your MOU has this language, 

or you can find the Council resolution or policy you men-

tioned, the City does not have to recognize Juneteenth 

as an official holiday.  The City only needs to observe the 

specific holidays that have been negotiated and are listed 

in your MOU.  You may be able to use a floating holiday 

or paid time off to take the day off.  Many MOUs provide 

floating holiday time for this purpose.  You typically need to 

request the day off in advance.  

If the City officially observing Juneteenth is important to 

you, let your employee organization leaders know.  The 

employee organization can propose during the next round 

of MOU bargaining to add Juneteenth to the list of holi-

days. Adding Juneteenth has been a very common propos-

al during MOU bargaining since the day it was Federally 

recognized in 2021.  Many agencies, though not all, have 

agreed to add Juneteenth to the list of recognized holidays.

HELP
H e l p i n g  E m p l o y e e s  L e a r n  P r o s p e r i t y  ( H E L P )  i s  a n  I R C  5 0 1  ( c ) ( 4 )  c h a r i t a b l e  n o n - p r o f i t , 

t a x - e x e m p t ,  n o n - p a r t i s a n ,  i n d e p e n d e n t  e m p l o y e e  a f f i l i a t i o n .

helplac.org



Join Us!
Visit our website to view, download and print the 
membership application.
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DISCLAIMER OF ENDORSEMENT
NON-COUNTY OF LOS ANGELES  
SPONSORED OR ENDORSED 

Any reference in HELP’S website to any person, 

non-county employee, organization, activities, products, 

or services, or any on-line linkages from this website to 

the website of another party, do not constitute or imply 

the endorsement, sanction, approval, recommendation 

by the County of Los Angeles, Board of Supervisors, or 

any County Department, nor approval from any of the 

County’s employees, agents, assigns, or contractors act-

ing on its behalf.
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(HELP) is an IRC 501 (c)(4) charitable 
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