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20th Annual Paper & Substrate Show in Irvine 
Are you one of those peo-
ple that get the chills when 
touching beautiful paper? 
And you can’t help analyz-
ing all the invitations you 
receive in the mail to deter-
mine if the right stock was 
used or if you would have 
chosen something different?
 You are not alone. Most people love 
paper! We are tactile creatures and love 
to feel the different textures of paper be-
fore deciding on the one we are going to 
use for that special project.
 Exciting news: Coming this Septem-
ber is the most dramatic paper show 
yet! There will be twists and turns, well 
really, just paper and emotions. Come 
to make new friends, reconnect with 
peers you haven’t seen since last year, 
indulge in Andrei’s artichoke parm 
rolls and beef focaccia bread, and walk 
away with the coolest and latest sam-
ples in the industry. You’ll have exhibi-
tors fighting for your love. Present your 
best self, and maybe you’ll get some 
one-on-one alone time. Wear your 
emotions on your sleeve and share 
your love of paper.

WHEN:

Tuesday, September 18, 2018

5:30 PM - 9:00 PM

WHERE:

Andrei’s Conscious Cuisine Event 
Center

2607 Main Street, Irvine

Members $40, Non-Members $50, Stu-
dents/Designers $30

Bonus Workshop Before the Event: 
Designing for Print

4:30 pm - 5:30 pm

Special Guest Speaker: Marina Poropat 
Joyce

Hosted by Domtar Paper & Spicers 
Paper

Very Short Walking Distance from 

Show (in the same parking 
lot), at Courtyard by Marriott 
Irvine
2701 Main Street, Irvine CA 
92614

A paper inspiration work-
shop for graphic designers & 
print purchasers!

•  Discover the best time to choose the 
paper for your project

•  Learn how paper grades and finishes 
affect printing quality

•  Find out how to “really” read a paper 
swatch book

•  Understand how to know if a paper is 
available

• See paper myths BUSTED
•  Get an exclusive Domtar/Spicers 

goodie bag!
•  Raffle of Marina Joyce’s book “De-

signing for Print” ($95 value!)*
*Designing for Print is 208 pages of proven ad-
vice for designers and purchasers of print on 
how to cost, schedule, design and build projects 
for success in digital, offset, letterpress and flexo 
print environments.
Register at www.piasc.org/papershow
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California’s Wildfires and Your Workforce
With devastating wildfires becoming a 
regular occurrence in California, it may 
only be a matter of time before your com-
pany or one of your employees is affected 
by a wildfire. When this happens, you 
may have HR-related obligations under 
California law. These include:
• Employees Who Cannot Report to 
Work – Whether you have closed the 
facility due to the fire’s impact, or the 
decision not to report to work was the 
worker’s, non-exempt employees must 
only be paid for the time they work. 
 The situation is different for exempt 
employees. If you stop operations for 
less than a full workweek, you must pay 
exempt employees their full salary if they 
worked any time at all during this period. 
If you do not stop operations, exempt 
employees who elect not to work are 
considered absent for personal reasons. 
Depending on your written policies you 
can require them to use accrued leave or 
vacation time in both of these situations. If 
the employee does not have a positive bal-
ance in their leave account, you can place 
employees who fail to report to work for 
personal reasons on unpaid leave.
• Employees Who Show Up But Can-
not Work – Non-exempt employees 
who show for work on a scheduled work 
day, but cannot complete a full shift 
because, for example, the wildfires cause 
a power outage, must be paid for time 
worked (or time spent on premises not 
working, if you have asked them to stick 
around in case they are needed later in 
the day) or half of their normal shift, 
whichever is greater. 

• Volunteer Emergency Responder 
Leave – Employees who are called into 
action as volunteer emergency respond-
ers must be granted temporary leaves of 
absence, generally without any advance 
notice. During this leave you cannot 
discharge or otherwise discriminate 
against these employees.
• Medical-Related Leave – Eligible 
employees who suffer serious injury or 
illness as a result of a wildfire, or whose 
family member does so, may be entitled 
to Family and Medical Leave. New inju-
ries caused by a wildfire, as well as pre-
ventative care or treatment of an existing 
health condition (such as asthma) that is 
made worse by the fires, can qualify some 
employees for paid sick leave. 
• School Activities Leave – If you have 
25 or more employees at the same loca-
tion, fire-related school closures may 
trigger leave requests from parents with 
minor children. Under state law eligible 
parents are entitled to up to 40 hours of 
unpaid leave time per calendar year for 
school-related issues, including school 
closures due to natural disasters.
Action item: Don’t wait for disaster to 
strike. Familiarize yourself with your 
obligations now.

New Law Clarifies California’s 
Salary History Ban
Since AB 168 went into effect on January 
1st, California employers have been prohib-
ited from asking job “applicants” for salary 
history information, and they have been 

Ask the Technical Experts 
One of the benefits of membership is the 
technical expertise provided by Print-
ing Industries of America. The technical 
experts from the Center for Technology 
and Research discuss common produc-
tion problems and issues. The Center for 
Technology and Research helps members 
with environmental, health and safety 
concerns, and provide consulting and 
on-site technical assistance.

Q. We are spending too much time 
stopping and cleaning a stubborn 
buildup of ink and glaze on the impres-
sion cylinders. How can we reduce this 
downtime? 
The ink and glaze buildup is ink/var-
nish, fountain solution gum and even 
spray powder. If you always run the 
same sheet size you can try this quick 

fix: Cut the blanket packing size to just 
smaller than the sheet size. The blanket 
outside of the packing will not contact 
the impression cylinder and transfer 
ink and fountain solution. However, 
be aware that cutting the packing short 
can leave a score ridge in the blanket 
from the edge of the packing that will 
show up in the print if a larger sheet 
size is run on the same blanket. Also, 
do not use this shortcut if you are 
having emulsification problems or are 
printing on a non-porous substrate 
such as plastic. 
 Since this buildup is difficult to clean, 
use a mixture of water and solvent, 
soak the glaze, and allow the mixture 
to soften the glaze before scrubbing the 
cylinder. 

WEBINAR: How to 
Gain a Competitive 
Advantage and Increase 
Profits with Lean Sales
Thursday, September 20, 2018 - 
2:00pm to 3:00pm

FREE WEBINAR FOR MEMBERS 
NON-MEMBERS $29

In today’s new reality as much as 70% 
of the buying decision may be com-
pleted before your salesperson and a 
buyer connect. Your sales team and 
the people and processes that sup-
port it must adjust to this new reality. 
Synchronizing your sales process to 
the buying process and eliminating 
wasted activities will move prospects 
quickly through the pipeline for 
increased revenue and profits. The 
improved process will also open new 
opportunities for a broader range of 
services.

You Will Learn
•  The impact of the Internet on the 

buying and selling processes
•  How to synchronize the buying 

and selling processes for success
•  How the lean approach to continu-

ous improvement can be applied to 
your sales and CRM processes for 
astonishing and measurable results

•  How lean continuous improve-
ment provides a competitive 
advantage

Register at  
http://bit.ly/9-20webinar

Cocktails & 
Conversations  
in Studio City  
& Cerritos
Join us from 5:30 to 7:30 pm for one 
or both of our upcoming Cocktails & 
Conversations networking events.

October 4, 2018
Jalapeno Pete’s, Studio City

-and-

October 11, 2018
FRIDA Mexican Cuisine, Cerritos

$25/members
$40/non-members
(includes two drinks and appetizers)

“I see this event as ‘fun business after 
5:00 pm.’ Nowadays, everybody is 
busy and it’s hard to get appointments. 
Here, you have the opportunity to be 
one-on-one with potential referrals 
in a more relaxing environment. The 
venues and food are always great, the 
conversations are always exceptional 
and you’ll walk away looking forward 
to the next. It’s not who you know, it’s 
who knows you!” – Roberto Lopez, 
Konica Minolta Business Systems

Register at www.piasc.org/cc
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Plant Layout—Improving 
Workflow Optimization
A poorly laid out facility 
can result in lost time, 
wasted materials and ag-
gravated employees. Let 
the consulting experts 
from Printing Indus-
tries of America’s Center 
for Technology and Re-
search assist you with a 
customized plant layout design for opti-
mal workflow. 
 While the best time to engage our ex-
perts is when you’re thinking about mov-
ing or expanding, we can also help you 
rearrange the equipment in your existing 
facility. Either way, at the end of your 

plant layout project you 
will get a schematic draw-
ing showing where each 
piece of equipment is best 
located for optimal work-
flow.
 In addition, PIA’s ex-
perts can also look at 
potential new proper-

ties with you to analyze key factors that 
might normally be overlooked.
 To get started simply contact us today 
by calling Jim Workman, Vice President, 
Center for Technology and Research, at 
412.259.1710 or jworkman@printing.org
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Don’t Let 
Employment 
Claims Kill Your 
Business
It was a small company with just six 
or seven employees. The owner—a 
veteran with a heart of gold who had 
built the business 
from scratch—had 
been running the 
place for over 20 
years. When a new 
insurance agent sat 
down with him, the 
agent brought up the 
need for Employment Practices Liabil-
ity insurance. “Thanks, but I don’t need 
that,” the business owner said. “These 
guys have been working for me for years, 
and they’re all like family.” Six months 
later he was closing down the business. 
He had let someone go after a business 

Sexual Harassment Victims and Employers         
Protected from Defamation Claims
In July Governor Brown signed AB 
2770 into law, preventing alleged sex-
ual harassers from slapping victims and 
their employers with defamation law-
suits. 
 This new law applies when an 
employee lodges a complaint of sex-
ual harassment to an employer that is 
without malice and based upon credible 
evidence, and the employer responds 
by conducting an investigation into the 

alleged harassment. In these situations, 
the complaint itself, as well as commu-
nications made between the employer 
and interested persons (without malice) 
regarding this complaint, are now con-
sidered to be “privileged publication or 
broadcast.” Defamation lawsuits based 
on this are forbidden.
 In addition, the law expressly allows 
employers to respond to reference 
checks from prospective employers 

by disclosing the sexual harassment 
investigation and its findings. This 
ends a terrible “catch 22” situation that 
many employers had found themselves 
in before. If they spoke up, they risked 
a defamation suit. If they remained 
silent, the harasser could simply move 
on to victimize others in a new work 
environment.

Is Full-Time Presence at Work 
an Essential Job Function?
In a surprising ruling on July 17, 2018, 
the Sixth Circuit Court ruled that under 
the Americans with Disabilities Act 

(ADA) “full-time presence at work is 
not an essential function of a job sim-
ply because an employer says it is.” The 
Court further stated that in order to 
establish that full-time and physical 
presence at work are essential functions 
of a particular position the employer 
must “tie time-and-presence require-
ments to some other job requirement.” 
 For example, if a press operator must 
be present to operate a printing press, 
then a time-and-presence requirement 
can be tied to the “operate the press” job 
requirement. This job duty clearly can-

Download & print individual articles:
http://bit.ly/NN-09-03-18



downturn...the former employee made a 
wrongful termination claim…and with-
out Employment Practices Liability cov-
erage, trying to fight the claim cost this 
veteran his livelihood.

What is Employ-
ment Practices 
Liability insurance?
Employment Practices 
Liability insurance 
provides coverage for 
harassment claims, 
including sexual 
harassment; discrim-
ination claims (sex, 
race, age, disability, 
etc.); and wrongful 
termination and other 
employment-related 
issues, such as failure 
to promote claims. 
Coverage for the cost 
of defending against 
wage and hour com-
plaints can be added as 
well. 

The bottom line is 
that employers are at risk from the hir-
ing process to the firing process, and 
Employment Practices Liability insur-
ance mitigates this risk.

No company is immune
In our industry, larger firms usually 
understand the need for Employment 
Practices Liability coverage. They have 
seen that the laws have currently swung 

so far in the employees’ favor that dis-
gruntled employees find it easy to turn 
grievances into major claims. It’s the 
smaller firms, especially those with 
under 10 employees, that tend to think 
“we’re all like family here, so this type of 

claim will never happen 
to us.”  
 The unfortunate real-
ity is, employment prac-
tices claims happen all 
the time—to businesses 
both large and small. 
In fact, about 50% of 
all of these claims and 
lawsuits are targeted at 
smaller companies.

Employment prac-
tices claims can be 
very expensive
If you have a larger 
company and choose 
to forego Employment 
Practices Liability cov-
erage, you’ll probably 
have the wherewithal 
to keep your com-
pany going in the face 

of a claim. But if you’ve got a six-per-
son company, you may not weather the 
storm. Why? Because defending your 
company can easily cost $100,000 to 
$200,000 in attorney’s fees, plus the cost 
of the actual damages if you lose or set-
tle the case. 
 And the reality is, if there’s any evi-
dence at all of any type of inappropriate 
activity, it can be next to impossible for 

employers to win these cases. Insurance 
companies often settle rather than go 
to trial. If you don’t have insurance and 
have to hire an attorney to defend you, 
you’ll most likely end up in a settlement 
situation as well—except with no one 
behind you to pay the bill. 

The best defense is a good 
offense
While Employment Practices Liability 
insurance is a must-have for any busi-
ness that has employees, risk manage-
ment is not just about buying insurance. 

It’s also about reducing the risk in the 
first place, and that requires well-de-
veloped human resources policies and 
practices. PIASC members have access 
to extensive HR assistance to make this 
happen.
 Of course, the professionals at PIA 
Insurance Services are a great resource 
for understanding your current risk sit-
uation and planning for the future. For 
a complimentary policy review, contact 
Dennis Bernstein at 323.728.9500 Ext. 
222 or dennis@piasc.org.
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For full list of workshops and virtual classes, 
please visit www.piasc.org/training.

CONTACT US
Address: 
5800 S. Eastern Avenue, Suite 400
Los Angeles, CA 90040
P.O. Box 910936
Los Angeles, CA 90091
Phone: 323.728.9500
www.piasc.org

Key Contacts
Lou Caron, President
Ext. 274, lou@piasc.org
Dennis Bernstein, Commercial Insurance
Ext. 222, dennis@piasc.org
Evie Bañaga, Employee Benefits
Ext. 224, evie@piasc.org
Kristy Villanueva, Member Services
Ext. 215, kristy@piasc.org
Cheryl Chong, Human Resources
Ext. 218, cheryl@piasc.org
Irv Selman, Individual Insurance
Ext. 249, irv@piasc.org

required to provide “applicants” with the 
“pay scale” for a position upon “reason-
able request.” However, the specific mean-
ing of these terms was not actually defined 
in AB 168. A new law, AB 2282, which will 
take effect on January 1, 2019, clarifies the 
following in the salary history ban law:
Definition of terms
•  “Applicant” refers to external appli-

cants who are seeking employment
with the employer.

•  “Pay scale” is the salary or hourly

wage range. The pay scale does not 
include bonuses or equity ranges.

•  “Reasonable request” is a request
made by an applicant after the applicant 
has completed the initial interview.

What you can ask – Although you can-
not ask for salary history information, 
AB 2282 states that you are allowed to 
ask about an applicant’s “salary expecta-
tions” for the position.
Using prior salary to justify a pay dis-
parity – For existing employees only, 

under certain circumstances this is per-
missible. Specifically, you can make a 
compensation decision based on a cur-
rent employee’s existing salary as long as 
any wage differential resulting from that 
compensation decision is justified by one 
or more of the following factors:
• Seniority system
• Merit system
•  System that measures earnings by

quantity or quality of production
•  Bona fide factor other than race or

ethnicity, such as education, training
or experience.

FOR SALE Muller Martini Star-
plus Perfect Binder with 18 Pockets, 
Stream Cover Feeder, Sideglueing unit, 
Spine Glue Cutoff, Inline Trimmer and 
Counter Stacker Contact Art Solano, 
art@youngamericanbindery.com or call 
(818) 535-5334

FOR SALE Muller Martini Baby 
Pony Perfect Binder with 5 Clamps for 
“SMALL RUNS” Contact Art Solano, 
art@youngamericanbindery.com or call 
(818) 535-5334

Want to place a classified ad? Contact 
Erica Sanchez, 323.728.9500, Ext. 209, 
erica@piasc.org

SEPT. 

18

20th Annual Paper & Substrate 
Show
5:30 pm – Andrei’s Event Center, Irvine
$30/member pre-register
Contact: Emily Holguin, Ext. 262, emily@piasc.org

SEPT. 

18
OSHA Ready! Virtual 
Conference
10:00 am – 2:00 pm PDT
$99/member
Details: printing.org/oshaready

SEPT.  

20

How to Gain a Competitive 
Advantage and Increase Profits with 
Lean Sales 
10:00 am  - 11:00 am PST 
Webinar at a computer near you
FREE/members
Details: http://bit.ly/9-20webinar

SEPT. -OCT. 

30-2
PRINT 18 
McCormick Place South, Chicago, IL 
FREE/ member
Details: printtechnologies.org/events/print18

OCT. 

4
Cocktails & Conversations
5:30pm – 7:30pm, Jalapeno Pete’s, Studio City
$25/members (includes 2 drinks and apps) 
Details: piasc.org/cc
Contact: Emily Holguin, Ext. 262, emily@piasc.org

OCT. 

11
Cocktails & Conversations
5:30pm – 7:30pm, Frida Mexican Cuisine, 
Cerritos$25/members (includes 2 drinks and 
apps) Details: piasc.org/cc
Contact: Emily Holguin, Ext. 262, emily@piasc.org
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not be performed remotely. 
 In practical terms this ruling means 
that when responding to ADA accom-
modation requests for reduced sched-
ules or remote employment, you must 
be able to articulate which specific, 
essential tasks that position entails can-
not be completely remotely or on a part-
time schedule. Be clear about the opera-
tional impacts of the request.
Action item: Review your job descrip-
tions with an eye toward clarifying these 
issues.

On Our Radar
Recently added to the list of proposed 
regulations and other issues that we’re 
following:
• Federal anti-workplace-harassment
laws – HR 6506 and S 2994 would,

among other obligations, forbid 
employers from requiring harassment 
nondisclosure and non-disparagement 
agreements as a condition of employ-
ment.

• LA County storm water cleanup
parcel tax – The November ballot will
include a potential 2.5 cent tax on each
square foot of impermeable land that
runoff cannot percolate through, to raise
money to address storm water issues.

Updates to items we’ve been following:
• Pay parity data collection – SB 1284,
which would require private employers 
with 100 or more employees to submit 
fairly detailed annual pay data reports, 
is no longer eligible for consideration in 
2018.

GOVERNMENT & LEGISLATIVE

Defending 
your company 
can easily cost 
$100,000 to 
$200,000 in 
attorney’s fees, 
plus the cost 
of the actual 
damages if 
you lose. 


