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The Pacific Coast Business Times recently released their annual list of the Top 50 Women in
Business and we are so excited to announce that our very own Kerry Morris was among the
honorees!
I have watched Kerry grow into the incredible leader that she is today and could not be prouder
of all that she has accomplished. She is our Chief Operating Officer and in her 16 years with
Morris & Garritano she has played a vital role in driving our agency to be better for our clients
and better for our employees.

Not only was she integral in crafting our core values, but she exemplifies them every day. Kerry
leads by example and this in turn has fostered a strong leadership team, amazing employees,
and an incredible culture that makes our agency so special.
Kerry’s determination is truly admirable. Whether she is training for a marathon or improving the
client experience, she is always striving for the best. She is not afraid to think outside the box,
challenge the status quo or put in the hard work needed to push an initiative forward.
While a large portion of her accomplishments can be attributed to her dedication, I believe her
passion for what she does is just as important. She creates excitement within our teams, exudes
confidence by leading the way and her passion for what we do is contagious.
It is all of this that adds up to Kerry being such an influential leader and business partner. I can’t
think of anyone that I would rather work beside or someone more deserving of this honor!
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Contributed by: Louise Matheny, Human Resources Consultant

As we pass the first quarter of 2018, several significant employment law bills are pending in Sacramento. We’d like to draw
your attention to a few that we feel may have the most significant impact on our communities, should they become law.
AB2069: Medical Marijuana User Rights
Proposes an amendment to the California Fair Employment and Housing Act to extend anti-discrimination protection to
medical marijuana users.
This bill could affect employers’ ability to provide a safe and drug-free workplace by creating a new protected classification
of employees who use marijuana for medical purposes. It could also expose employers to costly and unnecessary litigation
under the Fair Employment and Housing Act (FEHA) if the employer terminates an employee in this new protected class
who has created a safety hazard in the workplace.
The bill would not prohibit an employer from terminating the employment of, or taking corrective action against, an
employee who is caught on the job under the influence of marijuana.
AB 2527: Costly Litigation Against Small Employers
Could potentially expose small businesses, who are seeking financial investors in their company, to class action litigation by
banning the use of arbitration agreements. This is preempted by the Federal Arbitration Act, prohibiting class action
waivers, allowing for the award of treble damages, punitive damages, and attorney’s fees. It also interferes with contractual
negotiations between sophisticated parties by dictating the choice of forum and choice of law for such litigation.
AB 3080: Ban on Settlement Agreements and Arbitration Agreements
Significantly expands employment litigation and increases the costs for employers and employees by banning settlement
agreements for labor and employment claims as well as arbitration agreements made as a condition of employment. This is
likely preempted under the Federal Arbitration Act and will only delay the resolution of claims. Banning such agreements
benefits the trial attorneys, not the employer or employee.
SB 1300: Removes Legal Standing and Prohibits Release of Claims
May significantly increase litigation against California employers as the bill would allow a plaintiff, who has not suffered any
harassment or discrimination, to still bring action against an employer. It also limits the use of severance agreements and
prohibits the use of a general release or non-disparagement clause in employer/employee contracts.
AB 2841: Increases in Paid Sick Leave
Proposes to increase the minimum amount of sick pay an employer must provide under the California paid sick leave law.
Employers that provide paid sick leave in an annual lump sum would be required to increase the allocation to 40 hours, up
from 24 hours under current law. Additionally, if an employer provides sick pay on an accrual basis, the accrual cap would
be increased to 80 hours, up from 48 hours under current law.
Other pending bills include:

• AB 2765
Portable Benefits for The Gig Economy

• SB 1284
Disclosure of Company Pay Data

• SB 562
Government-Run Health Care (2017 Carry Over Bill)

• SB 826
Female Quotas for Corporate Boards

• SB 1284
Annual Pay Equity Data Reporting

• SB 1343
Expanded Sex Harassment Prevention Training

• AB 1867
Records Retention of Sexual Harassment Complaints

• AB 2366
Leave of Absence for Sexual Harassment Victims

• SB 820
Prohibition Against Confidential Sexual Harassment Settlements

• AB 2613
Increased Penalties for Payday Timing Violations

• AB 2946
Extended Time to File Wage Claims

• AB 1870
Extended Time to File Discrimination Claims

• SB 937
Lactation Accommodation

Contributed by: Louise Matheny, Human Resources Consultant

Managing your employees pay can sometimes be difficult. But handling it incorrectly could cause problems. Whether it
prevents you from attracting the right candidates, causes you to lose employees to the competition, or puts you in
jeopardy of a compliance audit or lawsuit, mismanagement of pay can impact multiple areas of your company.
We want to help you be aware of new pay trends and ensure that you are managing your risk by complying with state
and federal wage and hour rules.
Employee Motivation and Retention vs Pay
Employee pay is not always the most motivating factor when it comes to employee engagement. Other work factors
include:

• Trusting and believing in the company’s product or service
• Agreement with the mission, values, and goals of the company
• The ability to make a meaningful contribution and develop professional skills
It’s important to note that pay does have the ability to become a dissatisfier amongst employees if they feel they are
not being paid correctly for the market value of their jobs or if they believe their wage is lower that what their
co-workers earn.
All the above elements should be considered when designing or re-evaluating a pay plan. Make sure your
compensation strategy fits the company’s needs, budget, employee marketplace and demographics, and is in
compliance with state and federal laws.
Equal Pay Mandates
The purpose of The Equal Pay Act (EPA) is to close the pay gap between men and women. It is a priority of the Equal
Employment Opportunity Commission’s (EEOC) Strategic Enforcement Plan and many states, including California, are
leading the way with new laws addressing the issue. These pioneering states more broadly define the equal pay
standard requiring various factors in justifying gender pay disparities, such as skill, effort, responsibility, and working
conditions.
Salary History Bank
California is among the states that recently enacted laws making it illegal for employers to ask an applicant for their
current compensation or how they were paid at previous jobs. The reasoning behind this legislative trend stems from
the issue of equal pay and that pay should be based on the value of the job to a particular company, not on what an
applicant is simply willing to accept.
To be compliant, employers should:

• Establish compensation ranges for open positions and ask candidates if that salary range meets their
expectations

• Remove salary history information from employment applications
• Train your interviewers and hiring managers to avoid asking questions related to salary history
Pay Transparency
It’s no surprise that co-workers may discuss their pay and compensation with each other. But what was once
discouraged by employers is now protected under Section 7 of the National Labor Relations Act (NLRA), allowing
employees to have pay discussions as “concerted and protected activities for the purpose of collective bargaining or
other mutual aid or protection.” To stay compliant with allowing pay transparency, it is best for employers to remove
any prohibitions of employees talking about pay or working conditions with each other.
With employee compensation becoming such a hot topic in the coming year, it is best to stay ahead of the game by
conducting pay audits, updating compensation plans, properly training on pay strategies, and clearly communicating your
company’s compensation strategy and incentive plan to your employees.

Contributed by: Celia Silacci, Employee Benefits Department Manager

On March 5, 2018, the IRS released Revenue Procedure 2018-18 announcing changes to
certain tax limits for 2018, including a reduced contribution limit for health savings accounts
(HSAs).
Why was the limit changed?
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The new Tax Cuts and Jobs Act – enacted late last year – changed the consumer price
index for making annual adjustments to the HSA limits. Using the new index, the IRS
reduced one of the HSA/high deductible health plan (HDHP) limits for 2018 – the HSA
contribution limit for individuals with family HDHP coverage.
What is the new limit?
Based on this new index, the IRS lowered the HSA contribution limit for individuals with
family coverage under an HDHP from $6,900 to $6,850. This change is effective for the
2018 calendar year.
Are other limits changing too?
No, all other HSA and HDHP limits for 2018 are unchanged, and remain the same as those
announced by the IRS in May 2017.
What do I need to do?
As an employer, if you include an HDHP as one of your medical plan benefit options, we
encourage you to share this update with your employees.
Individuals who have an HSA with family HDHP coverage, may need to change their HSA
elections going forward to comply with the new limit. For those who have already
contributed $6,900 for 2018, they will need to obtain a refund of the excess contribution in
order to avoid an excise tax. We recommend contacting your HSA banking partner or tax
professional if you have any questions.
It is important to know that the IRS has been asked to consider transition relief for this
contribution reduction, but as of now, the IRS has not responded. We are following this
closely and will provide an update if a change is released.

Contributed by: Zheila Pouraghabagher, Employee Benefits Director

As part of our standard procedures, we regularly evaluate our offerings and practices to ensure that we are continually
providing our clients with the highest level of service that you expect and deserve. For this reason, we are excited to
announce the implementation of a new administrative technology for our Small Group employers (less than 100
employees) that will improve your benefits reporting, protocols, and practices.

What does this mean for you? With this new online system, you will receive the following benefits:

•

Improved enrollment experience through the elimination of paper forms

•

Dashboards to help HR administrators stay up-to-date

•

Easy to pull reports on employee data, elections, premium, etc.

•

Decreased time to onboard an employee

•

Employees can view and manage their benefits at any time

To accommodate these enhancements, there will be changes to some of our standard processes, such as:

•

Eligibility tracking and enrollments;

•

Employee benefit communication materials; and

•

Payroll reports.

Ultimately, these advancements will enable us to maintain the best possible services and solutions for your benefits
administration while also empowering you with better, faster, and easier to access information.
If your company meets the requirements for this new system, we will be contacting you directly to discuss the details of
the system and explain the specifics of how the changes may affect your day-to-day processes. However, should you
have any questions in the meantime, please don’t hesitate to contact your Account Manager.

No one enjoys coming in on Monday morning and finding a big puddle of water on the floor, or a window
broken and items missing. Although property insurance can help mitigate the financial impact of a
property loss, the situation itself is inherently stressful. Luckily, there are a few things you can do ahead
of time to either help prevent a claim from occurring, or at least make the process easier:

• Keep up on preventative maintenance. The best way to avoid most property claims is to keep
your property well maintained. Our office commonly sees water damage claims caused by aged
roofing, leaky washing machine hoses, and cracked lines to refrigerator ice makers. Repairs to
items that have failed due to age or wear and tear aren’t usually covered by insurance, so directing
dollars toward preventative maintenance usually ends up saving you money in the long run.

• Make sure protective devices are functioning properly. This includes smoke detectors;
overhead sprinklers and other fire suppression systems; and burglar alarms. Not only can these
devices help reduce the severity of a loss, but many policies contain a protective devices warranty,
which means that your coverage and pricing is contingent on having certain safety devices in place.
In other words, your insurance company can refuse to pay a claim if it’s determined that you failed
to maintain the required devices in complete working order prior to the loss.

• Document, document, document. Even if you’re not planning to file a claim down to the last
paperclip, detailed documentation makes it easier for the adjuster to understand the quantity and
quality of the items lost. Besides keeping electronic copies of receipts, consider taking photos or
slow-motion video of both the inside and outside of your property, including the contents of cabinets
and drawers. If you’re up to the task, create a spreadsheet of the more valuable items, including
their age, purchase price, brand, model number, and features. Store all this information offsite –
perhaps in the cloud, or maybe on a flash drive in a secure location – and be sure to review and
update it at least twice a year.
Afraid of forgetting something? Don’t worry! Adjusters certainly understand that most insureds don’t
keep records for every single screwdriver ever purchased. In general, though, the more
documentation you have, the better off you’ll be.

• Research disaster restoration contractors in your area. Many kinds of property claims require
immediate action to stop the damage from getting worse. Although some insurance carriers can
provide assistance with choosing a contractor to make temporary repairs or to dry out saturated
walls and flooring, it’s often helpful to do some research about local options ahead of time.

• Keep your insurance information handy. Most carriers staff 24-hour call centers to allow easy
reporting of claims. Why not add these phone numbers, along with the corresponding policy
numbers, to the contacts in your phone?
As Morris & Garritano’s dedicated Claims Advocate, I’m here to help. Please feel free to send me an
email if you’d like me to send you the claims reporting information for each of your policies, or if you
have any other claims-related questions with which I might be able to assist.

Contributed by: Michael Schedler, Loss Control Consultant

Cal/OSHA’s controversial hotel housekeeping standard was recently approved by California’s
Office of Administrative Law and will go into effect on July 1, 2018.
The standard, popular by union advocates and fought against by the hotel industry, is designed to
protect housekeepers from musculoskeletal disorders as a result of the increasing workload
required to maintain the growing luxuries of hotel rooms.
Hotels are now required to follow a new set of rules which include:
Establishing an MIPP: A Musculoskeletal Injury Prevention Program addressing the hazards of
housekeeping must be established, implemented, and maintained by hotel employers with input
from housekeepers and their union representatives. Procedures for identifying and evaluating
housekeeping hazards must include an initial worksite evaluation, be updated annually or as a
result of changing procedures, and establish timely corrective action for identified hazards.
The evaluations are required to address potential injuries resulting from common risks such as:
slips, trips, and falls; bending, twisting, kneeling, and squatting; extreme or repetitive reaches;
pushing and pulling; or falling and striking objects.
Provide Training: Training on the MIPP must be given to all housekeepers and supervisors, in
their primary language, upon its establishment. Additional training must occur when new
employees are hired, if new job assignments are distributed for which prior training was not
provided, when new equipment is purchased, or when a new hazard is identified.
Keep Records: When developing, implementing, and maintaining an MIPP, employers must
record all their steps, including measurements and evaluations. Housekeepers and their
designated representatives must be able to access and review the MIPP at their place of work.

Contributed by: Gary Dee, Commercial Lines Risk Advisor

While the large cybercrime cases – Target, Home Depot and the like – make the headlines, the fact of the matter is
that small businesses are attacked just as much, if not more, than the big box stores.
Many small businesses believe their information will not attract cyber thieves. Unfortunately, this belief is a
misperception. Small businesses are targeted by cyber thieves because the sensitive information they keep is much
easier to obtain due to lack of sophisticated security measures.
According to UPS Capital1,

• Cyber-attacks can cost small businesses between $84,000 and $148,000
• 60% of small businesses go out of business within six months of an attack
• 90% of small business don’t use any data protection at all for company and customer information
• Almost two-thirds of all cyberattacks are now directed to small businesses
"Most small-business owners
don't think they're at risk. As a
result, it's fair to say they are
indeed ill-prepared to safeguard
against an attack."
-Bryan Seely, network engineer,
famous for hacking into the FBI.
We find that many small business owners simply assume their business owner’s policy (BOP) covers them for Cyber
Liability, which is not the case. Some insurances companies may offer a small sublimit, but with very limited
coverage.
To help protect your small business from Cyber & Privacy Liability, as a good risk management practice, it would be
in your best interest to look into a true Cyber Liability policy. Coverage is available to cover First and Third-party
exposures and your Risk Advisor at Morris & Garritano can walk you through the process.

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

When an injured worker has questions or concerns with their claim, they may need to go to their local workers’
compensation office for help. The Division of Workers’ Compensation (DWC) staffs their offices with Information &
Assistance (I&A) Officers to provide services to employees concerning rights, benefits, and obligations under
California’s workers’ compensation laws. They can also assist employers, labor unions, insurance carriers,
physicians, attorneys, or other interested parties.
A significant part of an I&A Officers’ role is to help injured workers navigate the laws revolving around the workers’
compensation system. For this reason, some employees may choose to visit the DWC before deciding to retain legal
counsel.
Your Workers’ Compensation Poster lists the contact information for the DWC’s recorded 24/7 service line,
1-800-736-7401, but also has a space for you to fill in your nearest DWC office location. That information can be
found on the State of California’s Division of Workers’ Compensation website.

Contributed by: Sara Holloway, Marketing Coordinator

The 7th Annual SLO Marathon + Half & Relay Races are just over one week away and Team
M&G is getting excited!
We have been a sponsor of the Marathon from the very beginning, but more than that, we’ve
also had employees running in the race each year. This year is no different as we have
handful of employee athletes hitting the pavement.
5K
Gabe Garcia
1/2 Marathon
Sierra Hatton
Brandy Hugo
Gabe Garcia
Lauren Stevens
Heather Ross
Full Marathon Relay Teams

M&G Ladies Rock!

HA! No Soup for You

Marie Solis

Brent Hansen

Sheri Bruner

Jennifer Fultz

Aimee Reaber

Jessica Nolan

Celia Silacci

Nick Sullivan

Full Marathon
Kerry Morris

San Luis Obispo
1122 Laurel Lane
San Luis Obispo, CA 93401

Not a runner? Not a problem! M&G also staffs a volunteer water station along the SLO
Railroad Safety Trail leading runners to the finish line. We’ll be handing out water, energy
gels, and all the high-fives you can handle!
Good luck to all the runners participating this year and thank you to all the volunteers for
making this such an amazing local event.

Phone: 805-543-6887
Fax: 805-543-3064

Santa Maria
2721 Santa Maria Way
Santa Maria, CA 93455
Phone: 805-361-1750
Fax: 805-361-1728

E-mail:
info@morrisgarritano.com

With a tradition of excellence in insurance services since 1885, we offer all lines of
business and personal coverage with a staff of over 120 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, Instagram, 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.

This information is not to be considered specific legal advice and should not be relied upon in lieu of advice from your
attorney. Morris & Garritano does not engage in the practice of law, accounting, or taxation. Therefore, the contents of
this communication should not be regarded as a substitute for legal or tax advice.

