


Earlier this year, our community lost a vibrant, warm man – my dad, Greg Morris. He was an
incredible person who had unending compassion, a commitment to the community, and a
genuine kindness and respect for others. He spent his career building long-lasting relationships
and taking care of those in need.
Anyone who knew Greg would agree that he was also the world’s best host. He was a
gentleman through and through, and he made sure your glass was full and your smile was big.
His patience and attention to detail were unparalleled, and his boundless generosity was felt
deeply by those around him - through his work ethic, his
unbridled love for his family, and his dedication to his
community.
My family and I have thought a lot about how we could
honor someone who touched so many lives in so many
ways. We know that he was instrumental in growing
Morris & Garritano into the firm that it is today and that
for over 50 years he considered his clients and
employees his family. We wanted to make sure that
those he worked so closely with had a way to remember
him for generations to come.
We decided to renovate our patio so that his legacy
could live on by hosting events for our employees and
clients in his honor. We wanted to build a place to share
stories, great food, and a little bit of Grey Goose - his
idea of a perfect day.
In our new patio, we planted a beautiful avocado tree that could benefit everyone in this and
future generations. We hope that it inspires all who see it to be a little more like Greg Morris –
kind, generous, compassionate, devoted, loving and absolutely extraordinary.

Contributed by: Louise Matheny, Human Resources Consultant

Beginning July 5, 2016 the Equal Employment Opportunity Commission (EEOC) will increase the
fine for failing to post the required federal nondiscrimination notice to $525 per separate posting
violation.
The EEOC requires employers covered by Title VII, the Americans with Disabilities Act or the
Genetic Information Nondiscrimination Act to post information describing the applicable
provisions of these nondiscrimination laws. Posting of the EEOC’s “EEO is Law” consolidated
notice also satisfies the requirement.
The increase is a result of the “Federal
Civil Penalties Inflation Adjustment Act
Improvements Act of 2015” requiring the
EEOC and other federal agencies to
issue annual regulations adjusting for
inflation. Future adjustments will be
required by January 15 of each year.
Morris and Garritano provides clients
with the CA all-in-one poster, SDI and
PFL brochures, sexual harassment
prevention brochures and all of the
necessary new hire forms. In addition,
we are now able to provide clients with
posters for the following states: Florida, Illinois, New Jersey, North Carolina, Pennsylvania,
Georgia, Nevada, New York, Ohio and Texas.

Contributed by: Louise Matheny, Human Resources Consultant

Has implementing the paid sick leave (PSL) law affected your day-to-day operations? Do you
have questions or need clarification? Our in-house HR Consultant, Louise Matheny, would be
happy to talk with you and alleviate any concerns you might have.
Employers can limit the amount of PSL to 3 days or 24 hours per year, but this limitation must
be communicated in writing. If your company chooses not to have a written policy, it must use
the statutory mandated accrual rate of 1 hour of sick pay for every 30 hours worked.

Contributed by: Louise Matheny, Human Resources Consultant

Though we are already half way through 2016, there are still some laws passed in 2015 that are
now coming into effect, including new rules for disability insurance and wage garnishment. There
are also important deadlines approaching for a state law on piecework compensation. Below is a
breakdown of these laws and what you can expect from them.

Title: Disability Insurance
Law: SB667
What it does: Eliminates a second seven-day wait period for disability
payments, if the recipient is applying for the same or related condition and
has already gone through the initial seven-day wait. It also extends the
disability benefit period from 14 to 60 days.
What it means: This bill “ …will give workers with serious health issues better access to
much needed (state disability) benefits.” The benefit period extension also addresses chronic
conditions and treatments with courses that can last over weeks, such as chemotherapy.

Title: New Wage and Garnishment Restrictions
Law: SB501
What it does: Reduces the amount a debtor’s take-home pay can be
garnished to the lesser of 25% of weekly pay, or 50%, if that net pay
exceeds 40 times the state or local minimum wage. Exceptions are child
support and government debt.
What it means: Created so minimum-wage earners would not “give up almost all their income
to garnishment and take very little home,” potentially putting them into further poverty.

Title: Piecework Compensation
Law: AB1513
What it does: Requires that in addition to piecework production,
workers must also be compensated for rest and recovery periods as well as
“other nonproductive time.”
What it means: The law went into effect on January 1, but July 1 is the deadline for
employers to notify the state Department of Industrial Relations of their intention to make back
pay with interest to piecework employees by December 15, 2016.

Items to Note:
AB219 : Prevailing wages must be paid to drivers of the ready-mix concrete trucks used in
California public works projects. It applies to those type of contracts awarded on or after July 1.
AB1245 : A more-than-halfway warning. This law requires employers with 10 or more workers to
use the e-file system for unemployment insurance by January 1, 2017. The mandate will include
all California employers by 2018.
Sick Pay: Annual sick pay for workers in the city limits of Los Angeles and San Diego will
increase starting July 1 to six and five days, respectively. Be aware that there is a higher
minimum wage for certain hotel workers, pursuant to Ordinance No. 183241, and they are also
covered by different paid and unpaid time off provisions.

Contributed by: Keith Dunlop, Compliance Advisor

On May 16, 2016, the Equal Employment
Opportunity Commission (EEOC) issued
long-awaited guidance that describes how the
Americans with Disabilities Act (ADA) and the
Genetic Information Nondiscrimination Act
(GINA) apply to employer-sponsored wellness
programs.
Previously, one of the issues in question was
the extent to which employers could offer
incentives that asked employees to answer
disability-related questions or undergo medical
examinations like health risk assessments.
The final ADA rule states that wellness
programs that ask questions about employee
health or that include medical examinations
may not offer incentives that exceed 30
percent of the total cost of self-only coverage.
In addition, the final GINA rule clarified that an
employer can offer a limited incentive for an
employee’s spouse to provide information
about his or her health status as part of a
voluntary wellness program.

These rules provide
much needed
guidance for
employers on how
to structure their
wellness programs
without violating the
ADA or GINA.
The final rules’
notice requirements
and incentive limits apply as of the first day of
the first plan year that begins on or after
January 1, 2017 (for the health plan used to
determine the amount of the incentive).
Employers with workplace wellness programs
should work with their brokers to determine
what changes, if any, are needed to ensure
their programs adhere to the EEOC’s final
rules. Contact Morris & Garritano Director of
Compliance Keith Dunlop for further
information regarding this or any other
ACA-related issue.

Contributed by: Carisa Haynes, Employee Benefits Marketing Manager

In the last several years health and welfare benefits have undergone significant changes and
cost increases. Understandably, many employers question the advantage of sponsoring
employee benefits. However, what hasn’t changed is the high level of importance that employees
place on benefits that affect their well-being. Health insurance, 401(k) plans, life, disability, dental
and vision coverage are several of the plans that employers should consider offering and that
employees value.

The Benefits
Well-rounded benefits packages offer value to your employees and help boost both productivity
and retention in a cost-effective manner. Advantages of offering employee benefits as part of
your compensation package include:

Talent Attraction and Retention
Attracting and retaining a talented, committed workforce is crucial for employers.
Employees' attitudes toward their health and retirement benefits are connected to
their employment choices, as well as to their levels of commitment and
engagement.

Healthy, Productive Employees
When your benefits package includes a combination of health insurance and dental
and vision coverage, employees are able to take a proactive role in managing their
health. Easy, affordable access to health care reduces absenteeism due to illness
and gives employees peace of mind.

Satisfaction
A quality benefits package leads to satisfied employees who have a higher
commitment to meeting the company’s goals. Employees who find value in their
benefits are more engaged because they feel valued.

Thinking Long-term
Saving money in the short term by skimping on employee benefits eventually results in a lowered
ability to attract high-achieving employees, an increased difficulty retaining desirable top
performers, and lowered morale and productivity. By offering a quality array of employee
benefits, employers can reap the benefits of an engaged, satisfied, more productive workforce
with employees committed to the company’s long term goals and success.

Contributed by: Carisa Haynes. Employee Benefits Marketing Manager

More and more employers are recognizing the value of providing disability insurance as part of their overall
benefit strategy. Not only does disability insurance fill the gaps in financial protection offered by programs
like State Disability or Social Security, it is also a key component of a competitive benefits package for
employers to attract and retain talented employees.
The ability to earn an income is our most valuable asset and any period of disability can be financially
devastating. Employees appreciate the peace of mind they receive knowing their financial health is
protected in the event of an illness or injury that prevents them from earning an income. Employers also
benefit by the resources offered by insurers to help manage time and productivity losses and find the most
effective ways to return employees to work.
What is Disability Insurance?
Disability insurance replaces a percentage of pre-disability income when a serious illness or injury prevents
an employee from working. Many disability policies also offer rehabilitation and management tools that help
employees return to being valued and productive workers.
Why is Disability Coverage so Important?
The risk of a disability is greater than most of us realize. Statistics show that a typical office worker who
leads a healthy lifestyle has over a 20% chance of becoming disabled for 3 months or longer during their
working career and over a 35% chance of that disability lasting 5 years or longer.* Disability insurance
protects workers and their families against financial catastrophe by helping meet daily living expenses.
What Should an Employer Consider When Evaluating Disability Coverage?
Employers should consider the key features listed below when evaluating the best disability coverage for
their organization. In addition, plans should be structured to balance financial assistance with incentives for
the employee to return to work.

Short Term Disability (STD)

Provides disabled employees with a specified percentage of predisability income once their sick leave has been exhausted.

Long Term Disability (LTD)

Long-term disability benefits usually begin when sick leave and
short-term disability benefits are exhausted.

Income Replacement

The amount varies, but the most common and affordable coverage replaces 60% or 67% of your monthly pre-disability income.

Waiting or “Elimination” Period

The period between disability onset and the point at which disability benefits become payable.

Definition of Disability

There are three types of definitions: Own Occupation, Any Occupation and Split Occupation. Own Occupation is the most comprehensive, while Any Occupation is the most strict. Most polices
include a period for both Own Occupation followed by Any Occupation.

Residual or Partial Disability

Provides a disability plan to make reduced benefit payments for
employees who are able to return to work, but on a part-time or
otherwise limited basis due to reduced capacity.

*Based on statistics from the Council for Disability Awareness These figures increase based on occupation, lifestyle and health status.

Contributed by: Mary Jean Collins, Workers’ Compensation Claims Analyst

No one hopes for a Workers’ Compensation claim, but unfortunately, they happen. Knowing what to
do at the onset of the claim can help ease the process and prepare you for the next steps. Below are
some key items that should be noted for each new claim.
1. The DWC-1 (Employees Claim for Workers' Compensation) form must be given to the injured
employee within 24 hours of the injury, whether personally or mailed with a certified return
receipt requested.
2. The carrier must be notified no later than 5 days after the employer/insured is made aware of
an injury. We recommend you file immediately and call the claim into the carrier 1-800 number;
otherwise no medical authorizations can be issued.
3. If the employee has not pre-designated a physician prior to the injury, he or she MUST seek
treatment within the carrier MPN, preferably an Urgent Care for the initial visit.
4. The carrier has 90 days right of discovery (investigation) from the date the employer was
notified of a potential injury. If applicable, the claim will be delayed. During the delay period,
medical treatment will be paid up to a maximum of $10,000. No temporary disability benefits will
be paid until discovery is complete. The employee is eligible to file for State Disability in the
interim. State Disability will then file a lien against the claim. If accepted, the carrier will
reimburse the State.
While knowing the basic process of a claims report is important, there are many more factors to
consider during and after a claim. Below are some highlights to be aware of when it comes to
temporary disability and modified duty, both potential outcomes of a workers’ compensation claim.

Temporary Disability

Modified Duty



There is a 3 day waiting period
from the date of injury prior to
issuing benefits.





If modified duty is available,
the employer must notify the
claims examiner.

The employee may use sick or
vacation time to cover this
waiting period.



The employer may
accommodate modified duty at
reduced hours. The carrier will
pick up wage loss for the
difference at a temporary
disability rate.



The employer is NOT required
to provide modified duty by
law. However, if available,
providing modified duty does
mitigate costs and keeps the
employee motivated to work.



After 14 days the carrier will
retro pay the employee for
those first 3 days.



Temporary disability maxes out
at 104 weeks of paid benefits.

If you would like more information about the Workers’ Compensation claim process or have any
questions, please contact our Workers’ Compensation Claims Analyst, Mary Jean Collins.

Contributed by: Sheri Bruner, Commercial Lines Service Manager

Now it is more important than ever that your NFIP flood policy renewal payment is received on time. If your payment is
late, your premium could be adversely affected.
For all renewals effective April 1, 2016, the following rules have been added by the National Flood Insurance Program
(NFIP).
Properties in special flood hazard areas (flood zones beginning with an A or V) that are currently rated with subsidized
rates (no elevation certificate is used for rating), OR properties that are being rated under the Newly Mapped Program
may lose their subsidized rates or Newly Mapped rates when the renewal payments are received as follows:



If the premium payment is received after the 30-day grace period, but within 90 days following the expiration date on
or after April 1, 2016:

o

1st time, the policy will be reinstated and the effective date will be 30 days from the date the insurer
receives the payment (no change to rating).

o

2nd time, the policy will no longer be eligible for subsidized rates or the Newly Mapped rates. The
effective date will be 30 days from the date the insurer receives the payment and a new application and/or an
elevation certificate may be required to rate the policy.



If the premium payment is received more than 90 days after the policy expiration date, the policy will no longer be
rated eligible for subsidized rates or with the Newly Mapped rates and a new application and elevation certificate will
be required and the standard waiting period for new business will apply.

The above rules apply to flood premiums whether paid by you or your lender. Therefore, it is important that your renewal
payments are made timely. If your lender pays your renewal premium, verify that your loan number and lender are
correct and your payment has been processed.
Keep on top of flood insurance renewal payments—we want to help you stay safe and pay less. Please contact your
account manager if you have any questions or to review your flood policy.

Contributed by: Michael Schedler, Loss Control Consultant

With near-record temperatures throughout June, the
California Occupational Safety and Health Division (Cal/
OSHA) issued a “Statewide High Heat Advisory” to remind
employers how to protect their outdoor workers and how
to stay compliant with the Cal/OSHA “Heat Illness
Prevention Standards.”
If you employ outdoor workers, it is your responsibility to
ensure these standards are being upheld and that your
staff is aware of the dangers of heat related illnesses. The
major requirements Cal/OSHA addresses are:
Providing Water : Encouraging frequent consumption
of water that is fresh, pure, suitably cool and free of
charge.
Access to Shade : Shade must be available regardless
of temperature and employees should be encouraged and
allowed to take preventative cool-down rest periods.
High-Heat and Emergency Response Procedures :
Standards of practice to be implemented when

temperatures reach or exceed 95 degrees. It is
mandatory that employers include pre-shift meetings
before commencement of work to discuss how to prevent
and recognize heat illnesses as well as how to handle a
heat illness emergency.
Training : All employees should be trained on the
types of heat illness, the common signs and symptoms,
and the procedures to follow should a heat illness related
emergency occur.
Cal/OSHA plans to “inspect outdoor worksites in
industries such as agriculture, construction, landscaping,
and others throughout the heat season,” so be certain to
maintain the set standards and keep your employees
safe.

Summer is officially here, and we can’t think of a better place to enjoy the sunshine! Between
the beaches, the hiking and the festivals, SLO County offers so much to do that it’s hard to
choose how to spend your free time. But, if you are looking for something that is low-key,
family friendly, supports local farmers and businesses, and is DELICIOUS...we recommend
checking out one of the many farmers’ markets!
Our employees live up and down the Central Coast, from Lompoc to Los Osos, so we can
tell you first-hand that each farmers’ market is a unique experience. Where else can you buy
fresh strawberries while browsing local art and eating a tri-tip sandwich?
Morris & Garritano is committed to helping our community thrive. By visiting any of the
farmers’ markets listed below, we are contributing to the industries and the culture that make
the Central Coast the best place to spend your summer.

1122 Laurel Lane
San Luis Obispo, CA 93401

Phone: 805-543-6887
Fax: 805-543-3064
E-mail:
info@morrisgarritano.com

Atascadero
Wednesdays 3-5:30pm

Baywood/Los Osos
Mondays 2-4:30pm

Paso Robles
Tuesdays 3-5:30pm

Templeton
Saturdays 9am-12:30pm

Cambria
Fridays 2:30-5pm

SLO (The Grange on Broad)
Tuesdays 3-6pm

SLO (Higuera St.)
Thursdays 6-9pm

Pismo Beach
Wednesdays 3-6pm

Arroyo Grande
Saturdays 12-2:30pm

Grover Beach
Sundays 3-6pm

Nipomo
Sundays 11:30am-2:30pm

Santa Maria
Fridays 5-8pm

With a tradition of excellence in insurance services since 1885, we offer all lines of
business and personal coverage with a staff of over 100 professionals.
Our monthly newsletter is where you can find informative articles relating to the
Commercial Lines and Employee Benefits industries.
For day-to-day updates and more information about our community and our company,
follow us on Facebook, Twitter or LinkedIn.
Visit our website, or check us out on Yelp!
Please contact us for more information or questions on anything mentioned in this
newsletter.

