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A
s the legal landscape continues to evolve in terms of labor and employment, the 
Los Angeles Business Journal once again turned to some of the leading employment 
attorneys and experts in the region to get their assessments regarding the current state of 
labor legislation, the new rules of hiring and firing, and the various trends that they have 
been observing, and in some cases, driving. Below is a series of questions the Business 

Journal posed to these experts and the unique responses they provided – offering a glimpse into the state 
of business employment in 2017 – from the perspectives of those in the trenches of our region today.
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u What are the most significant new employment laws 
taking effect in 2017?

BOWMAN: Amendments to the California Pay Act prohibit employ-
ers from paying any employee at a wage rate less than rates paid 
to employees of another race or ethnicity for substantially similar 
work, and prohibit using prior salary alone to justify any disparity 
in compensation. The State minimum wage each January 1 from 
2017 through 2022 will be increased. The minimum wage for this 
year is $10.50, and among the ripple effects of the increased min-
imum wage is a new minimum salary ($43,680 a year or two times 
the State minimum wage) to meet the salary test for a white-collar 
exemption. A new statute on limiting choice of law and forum sec-
tion prohibits employers from requiring an employee who primarily 
resides and works in California as a condition of employment to: 
(1) adjudicate outside of California claims that arose in California, 
or (2) waive the substantive protections of California law.

SCHERWIN: In Los Angeles, it is the LA Fair Chance Ordinance, 
nicknamed the “ban the box” law along with the increase in min-
imum wage.  The Fair Chance Ordinance puts a huge burden on 
employers seeking to conduct a criminal background check on an 
applicant. Employers within Los Angeles can no longer ask about 
criminal convictions on applications, must post information regard-
ing compliance with the Ordinance on all job postings, and must 
go through an assessment process AFTER providing a conditional 
offer if the employer wishes to revoke the offer after discovering 
criminal convictions. Additionally, with minimum wage continuing 
to increase every year or twice per year, employers need to under-
stand that minimum wage increases effect not only those employees 
earning minimum wage, but also those employees who are paid a 
salary as exempt white-collared employees.  These salaries are tied to 
minimum wage and its increases. For example, when minimum wage 
increases to $11 per hour that salary will be $45,760.

u What can employers expect from the California legisla-
ture this year?

SCHERWIN: The legislature is currently introducing a couple of bills 
that will potentially affect the legal landscape. One bill is seeking 
to raise the salary threshold for white-collared exempt employees 
to $47,472 for next year (currently it is $43,680). Additionally, the 
legislature is currently reviewing a bill that will prevent an employ-
er from taking adverse action against an employee based on the 
use of any drug, device, or medical service related to reproductive 
health by the employee or a dependent. The bill is seeking to curb 
the use of “morality clauses” by religious organizations like schools. 

BOWMAN: AB 5 proposes to require employers to offer addition-
al hours of work to current nonexempt employees before hiring 
additional workers. AB 1008 proposes to prohibit employers about 
asking applicants about criminal histories until a conditional offer 
is made; in the event that an employer were to decline to hire 
based on a criminal history, the basis would have to be disclosed to 
the applicant followed by a 10-day procedure for the applicant to 
respond. AB 168 proposes to prohibit an employer from asking job 
applicants about their salary history and would require an employ-
er to provide the applicant a “pay scale” for the position. SB 62 
proposes to expand terms under the California Family Rights Act: 
“child” to include adult children and domestic partner’s children, 
family member would include grandparent, grandchild, sibling, or 
domestic partner, and “parent” would include a parent-in-law.

u How important is sensitivity training in the workplace 
in 2017? 

REDDOCK-WRIGHT: Employers’ continued commitment to conduct-
ing sensitivity and other preventive training in the workplace is 
extremely important. Although most California employers have 
incorporated the state-mandated AB1825 sexual harassment pre-
vention training in the workplace for many years now, with the 
continued rise in sexual harassment and discrimination claims in 
the workplace, it remains important for employers to continue such 
training. A 2016 report of the Equal Employment Opportunity 
Commission (EEOC) on harassment in the workplace, confirms 
the need for employers to continue to provide anti-harassment and 
other preventive training in the workplace. However, the EEOC 
suggests employers re-evaluate the effectiveness of their training 
programs and methods of training delivery (i.e. in person or web-
based training), and look for innovative ways to enhance training 
programs going forward. The EEOC also suggests employers consid-
er adding “civility and bystander” training to its training programs. 
Further, in California, as a part of the mandated AB1825 training, 
employers now are required to incorporate “anti-bullying” training 

as a part of their standard sexual harassment prevention training. 
As a best practice, I also recommend employers incorporate “diver-
sity and inclusion” and “unconscious” or “implicit” bias training as 
a part of its standard trainings. An aggressive training and preven-
tive risk management program is a must for employers in 2017 and 
going forward. 

SCHERWIN: With the changing laws and potential issues relating to 
bullying and the ever-growing cadre of protected categories sensi-
tivity/harassment training is crucial in order to avoid the harass-
ment/discrimination lawsuit.  So often it is a lack of understanding 
of the laws and the issues that leads to employee litigation. Often-
times, managers simply are not aware what behavior can be deemed 
harassment, so educating them brings awareness and reduces occur-
rences. We have seen success stories where clients have significant-
ly reduced sexual harassment issues and bullying after hosting live, 
on-site sexual harassment and managerial trainings. Increasingly, 
it seems, large companies are publically facing backlash from a 
number of harassment issues, so offering sensitivity trainings can 
significantly reduce bad PR while also reducing claims. 

u Would you say that a company’s employee handbook is 
still vital in this day and age or have they become a thing 
of the past?

BOWMAN: A handbook of company policies is still important, 
among other things, to help ensure consistent treatment of employ-
ees, to communicate to employees company policy, and to demon-
strate compliance with employment laws. The downsides of hand-
books arguably include inflexibility and incompleteness, which can 
be overcome with proper drafting. Handbooks should include at a 
minimum, polices on harassment, discrimination and retaliation 
(consistent with FEHA regulations), at-will employment, FMLA/
CFRA/and pregnancy disability, sick leave, meal and rest periods, 
timekeeping requirements, overtime, payment of wages, electronic 
and social media, and provisions on the right to revise the hand-
book and confirmation of acknowledgment and receipt. It is recom-
mended that handbooks also include policies on leaves of absence, 
business conduct and ethics, drug and alcohol, benefits, holidays, 
vacations, employer property, personnel records and the right to 
review and receive a copy of them, confidential information, con-
flicts of interest, health and safety, and workplace violence.

REDDOCK-WRIGHT: Yes, Company handbooks still are vital today. 
While some companies have experimented with not having hand-
books, for the average company, the employee handbook remains a 
critical element of an employer’s overall risk management practices. 
When done correctly, an employee handbook becomes the “bible” 
of an employer’s work environment, meaning it not only provides 
the “do’s and don’ts” of the workplace, but it also reflects the mis-
sion and values of the company, and is a statement of a company’s 
commitment to its employees. I discourage employers from using 
“cookie-cutter,” “one-size fits all” employee handbook models or 
templates. While such tools can assist employers in building a basic 
handbook, and ensuring the handbook includes all critical legal 
and regulatory elements, such a tool does not bring your company 
to life, nor does it paint the picture of who your company is and 
what it hopes to be as it relates to its employees. Painting this pic-
ture requires a commitment to building and writing an employee 
handbook that truly reflects the goals and mores of the company. 

u How have the changes in marijuana laws affected  
your clients?

SCHERWIN: The new marijuana laws are top of mind for our clients. 
Our clients are now deciding whether or not to test for marijuana 
at all. Specifically, the biggest issue I have seen my clients face is 
that if they test for marijuana is deciding whether they will imple-
ment a zero tolerance policy or allow a small amount in an employ-
ee’s system to still be considered passing.  More importantly, a huge 
issue facing businesses is now, with the new legality of marijuana, 
ensuring that the testing being conducted is being done only during 
pre-employment or under reasonable suspicion.

BOWMAN: Marijuana laws have not significantly affected my cli-
ents. The recreation and medical marijuana laws in California 
do not provide employees legal protection for the use, possession 
or intoxication at work. In Ross v. RagingWire, 42 Cal. 4th 920 
(2008), the California Supreme Court upheld the termination of 
an employee who tested positive for marijuana used for medicinal 
purposes because use of marijuana is still illegal under federal law. 
The Court also held that employers are not required to accommo-
date the use of marijuana. Employers, however, still may have a 
duty to engage in the interactive process if the employer has reason 

to believe the employee is disabled and also may have to consider 
whether the FMLA or other leave is appropriate for the underlying 
medical condition. Moreover, under Labor Code Section 1025, 
employers must reasonably accommodate any employee who wishes 
to enter a rehabilitation program absent undue hardship.

u What should employers know about mediation in the 
context of employment disputes?

REDDOCK-WRIGHT: Mediation continues to be a great tool for resolv-
ing employee disputes. With the backlog of employment and other 
cases in the California courts, the use of mediation and other alter-
native dispute resolution methods, is a critical element for resolving 
employment disputes without the time and expense of litigating a 
case in court. Many employers, in consultation with their legal coun-
sel, will opt to engage in mediation prior to an employment lawsuit 
being filed, or, during an employment lawsuit. Generally, the parties 
opt to utilize an experienced private mediator through such agencies 
as the American Arbitration Association (AAA), who can provide 
a neutral perspective and process for helping to resolve the dispute. 
Additionally, for state court cases, the Los Angeles Superior Court 
currently is evaluating the return of its pro bono mediation program, 
which would include a panel of trained mediators to mediate cases. 
For federal court cases, the United States District Court, Central Dis-
trict of California, has a trained panel of volunteer mediators.

u How do you advise clients regarding the implementa-
tion and enforcement of non-competes and other restric-
tive covenant agreements?

SCHERWIN: In California all employers should take a look at their 
restrictive covenants and non-disclosure agreements to ensure that the 
language is not overbroad and that the restrictions are specifically tied 
to specific trade secrets or confidential information.  Often employers 
have agreements that are overbroad and therefore unenforceable in 
California.  This then leads to frustration from the business leaders 
because an employee has run away with confidential information or 
trade secrets and the agreement cannot be enforced and the company 
has limited avenues to recover against the scheming employee.

u What are your views on using arbitration agreements 
as an alternative to employment litigation?

BOWMAN: There are pros and cons to the arbitration of employ-
ment disputes. The pros include: no jury and big jury verdicts, a 
more confidential proceeding, a faster proceeding, cheaper set-
tlements, possibility of enforcement of class action waiver, and 
generally, scheduling flexibility. The cons include: costs because 
the employer must pay for the cost of the arbitrator, arbitrators’ 
tendency to split the baby, truncated discovery, the loss of appeal 
rights, limited law and motion and less likelihood to prevail on a 
dispositive motion, and possible arbitration of numerous individual 
cases if class action waiver. On balance, cases in arbitration tend 
to have a lower settlement value and because most plaintiff’s file 
in court, an employer can choose to move to compel the case to 
arbitration or not depending on the particular circumstances. For 
example, if there are strong arguments for a dispositive motion, the 
employer may keep the case in court.

REDDOCK-WRIGHT: When done correctly, arbitration agreements 
can provide a great alternative for pursuing and defending 
employment law cases outside of the traditional court system. To 
be valid, an arbitration agreement must be crafted in a way that 
is fair to the employee and does not limit the rights the employee 
otherwise would have had the employee pursued his/her case in 
court. For example, the agreement should provide for: (1) use of 
a neutral arbitrator; (2) sufficient opportunity for discovery; (3) a 
written decision by an arbitrator; (4) all types of relief otherwise 
available in court; (5) no unreasonable fees or costs to be paid by 
the employee. Additionally, recent cases suggest that arbitration 
agreements should avoid limiting an employee’s right to join in 
class action lawsuits on wage and hour claims, and cannot require 
California employees to pursue arbitration claims in another state 
(i.e. the headquarters of a company that does business in Califor-
nia but is headquartered in another state).

u Assuming employees actually qualify as independent 
contractors, are there any issues businesses need to be 
aware of in drafting agreements with them?

BOWMAN: Agreements memorializing an independent contrac-
tor (IC) relationship should include factors that demonstrate an 
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IC relationship, not an employment relationship.wIf possible, 
agreements should be made with entities rather than individuals. 
Agreements should state that the parties intend to have an IC 
relationship, that the ICs may work for others, that they will not 
receive training, that the business will not control the means and 
manner of doing the work, that the ICs may hire employees, that 
they may set their own hours of work, that they will work off the 
business’ premises, that they will pay their own expenses and fur-
nish their own equipment, and that they will be paid by the job. 
The agreements should avoid at-will termination and provide for 
termination for cause. Also, “work made for hire” clauses should be 
carefully reviewed to avoid a determination of employee status for 
unemployment insurance and workers’ compensation purposes.

u With the growth of construction and infrastructure 
projects in California and throughout the nation, what 
should employers in these industries expect to see in 
2017?

REDDOCK-WRIGHT: California alone has billions of dollars of con-
struction and infrastructure projects planned for the next 50 years 
and beyond. With these projects, we will see an increase in the use of 
Project Labor Agreements, aka PLAs, as a tool for ensuring the proj-
ects use union labor to build and construct the projects, and that such 
laborers are paid at living and prevailing wage standards. PLAs often 
include requirements for local hiring and apprenticeship goals and 
the incorporation of benefits to the surrounding communities where 

such projects take place. Additionally, with so many projects slated for 
construction, there is a growing concern that the state will not have 
enough trained workers to build, construct, and maintain the proj-
ects in the near future, and in years to come. Hence, we will see an 
increased effort and collaboration among business, labor, non-profits, 
and secondary and higher education institutions to determine how to 
best prepare, train, and grow the workforce of the future.

u Which pay practices are most likely to result in a com-
pany being sued in a wage-hour class action?

SCHERWIN: One of the biggest killers out there for employers is still 
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‘Mediation continues to be a great 
tool for resolving employee disputes. 
With the backlog of employment 
and other cases in the California 
courts, the use of mediation and 
other alternative dispute resolution 
methods, is a critical element for 
resolving employment disputes 
without the time and expense of 
litigating a case in court. Many 
employers, in consultation with 
their legal counsel, will opt to 
engage in mediation prior to an 
employment lawsuit being filed, or, 
during an employment lawsuit.’
ANGELA J. REDDOCK-WRIGHT

‘With the changing laws and potential issues relating to bullying 
and the ever-growing cadre of protected categories sensitivity/
harassment training is crucial in order to avoid the harassment/
discrimination lawsuit.  So often it is a lack of understanding of 
the laws and the issues that leads to employee litigation.’
TODD SCHERWIN

‘Marijuana laws have not significantly affected my clients. The 
recreation and medical marijuana laws in California do not provide 
employees legal protection for the use, possession or intoxication at 
work. In Ross v. RagingWire, 42 Cal. 4th 920 (2008), the California 
Supreme Court upheld the termination of an employee who tested 
positive for marijuana used for medicinal purposes because use of 
marijuana is still illegal under federal law.’
LORI A. BOWMAN
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the lack of compliant pay stubs.  In California, the Labor Code is 
very specific as to what needs to go on the pay stub to the employ-
ees when they are paid.  Too often there are still missing pieces that 
leads to “gotcha” litigation and significant penalties against the 
employer.  Unfortunately seven-figure judgments are awarded or 
settlements are paid out for simple errors on the pay stubs.  

BOWMAN: Common wage and hour violations that are alleged 
in wage and hour class actions include the failure to provide 
meal and rest periods consistent with the wage orders (including 
on-duty and on-call rest breaks, improperly combining rest breaks, 
failure to provide a timely meal period, failure to provide a second 
timely meal period, failure to separately compensate employees 
paid commissions and piece rate for breaks, etc.), off the clock 
work, the failure to properly calculate the regular rate for overtime 
purposes, rounding polices that result over a period of time in 
the failure to compensate employees for all time actually worked, 
failure to reimburse employees for costs, failure to properly classify 
employees as exempt and wage statements that do not provide the 
required information. Employers should diligently audit their wage 

and hour practices to ensure they are operating consistently with 
the law and to decrease their exposure in this area.

u What should an employer do when it receives an inter-
nal complaint of discrimination or harassment?

REDDOCK-WRIGHT: When an employee makes an internal com-
plaint of discrimination and harassment, federal and state law 
require employers to conduct an immediate, thorough, and 
impartial investigation of the complaint. The investigation can 
be conducted internally by a trained, human resources profession-
al, attorney, or investigator. However, depending on the nature 
and sensitivity(ies) of the complaint, it sometimes is best for the 
company to hire an experienced, outside investigator to conduct 
the investigation. Under California law, outside investigators 
must be an attorney, a licensed private investigator, or work under 
the license of either. A company’s investigation practices should 
be outlined in and consistent with its written anti-harassment 
and discrimination policies. When done correctly, and when part 
of an overall and aggressive anti-discrimination and harassment 
program, an employer’s immediate response to, and investiga-

tion of an internal employment complaint of discrimination or 
harassment, can serve as a mitigating defense for the employer to 
a pending or later-filed employment lawsuit involving the same 
allegations.

u Can an employer legally impose a rule barring the 
employment of job applicants with criminal records?

BOWMAN: It would be legally risky. San Francisco and Los Angeles 
have ordinances, which limit the use of criminal histories and 
provide for disclosure of the criminal history to the applicant and 
a fair chance for the applicant to respond. Moreover, the EEOC 
Guidance on the consideration of convictions advises employers 
to apply the following factors to evaluate whether the applicant 
should be hired: the nature and gravity of the offense, the time that 
has passed since the offense and/or completion of the sentence, and 
the nature of the job sought. The Guidance goes on to recommend 
an individualized assessment, considering the following factors: the 
circumstances surrounding the offense, the number of offenses, the 
age at conviction or release from prison, performance of the same 
type of work after conviction with no incident, the length and con-
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‘Although California is an “at-will” state, it is a best practice for employers 
to have a strong record of documented performance issues prior to laying 
off or terminating an employee for performance issues. In such instances, 
employers must ensure the termination is based on the stated reasons, and 
not based on illegal factors such as race, harassment, or in retaliation for an 
employee exercising a protected right (i.e. reporting alleged illegal practices 
of the employer). Companies also must ensure they are consistent in their 
layoff and termination practices.’
ANGELA J. REDDOCK-WRIGHT
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sistency of employment before and after the offense, rehabilitation 
efforts, and references.

u Any tips for today’s employees looking to land long-
term positions in California?

REDDOCK-WRIGHT: Network, network, network, and utilize social 
media wisely. LinkedIn is my favorite tool for connecting with other 
business professionals and building synergistic business relationships. 

u What are some legal issues that companies often over-
look during a layoff or termination process?

REDDOCK-WRIGHT: Companies often fail to ensure they have 
considered all potential legal issues and risks in the layoff and 
termination process. For example, in a layoff situation, among 
other things, the federal Worker Adjustment and Retraining 

Notification Act (WARN) requires employers with 100 or more 
employees to provide notice 60-days in advance of mass layoffs 
or plant closings. The California WARN act expands the federal 
law to require employers to also give advance-notice to state and 
local officials of any mass layoffs of plant closings. Additionally, 
in performance-based layoffs or terminations, companies some-
times fail to consider whether they have sufficient documenta-
tion to show a history of significant performance issues with an 
employee. Although California is an “at-will” state, it is a best 
practice for employers to have a strong record of documented 
performance issues prior to laying off or terminating an employee 
for performance issues. In such instances, employers must ensure 
the termination is based on the stated reasons, and not based 
on illegal factors such as race, harassment, or in retaliation for 
an employee exercising a protected right (i.e. reporting alleged 
illegal practices of the employer). Companies also must ensure 
they are consistent in their layoff and termination practices. For 
example, if a company terminates an employee for poor atten-
dance, the company should ask – “How have we treated employ-

ees who engaged in similar behavior in the past?” If it has been 
the general practice of the company not to terminate employees 
for attendance issues, the company should ask whether the 
decision in this instance might be perceived as being based on 
another factor such as discrimination or harassment. Above all 
things, a company’s consistency in its practices is a critical ele-
ment to running a fair and equitable employee relations and risk 
management program.

u How can employers remain current on the ever-evolv-
ing employment law trends?

SCHERWIN: A really great and simple way to remain up-to-date 
on employment law trends is to sign up for employment law 
newsletters and e-blasts, like the one our firm Fisher Phillips 
puts out. Regularly attending legal update programs is also an 
excellent way to both remain current on employment trends and 
meet other HR professionals facing similar issues. For example, 

Areas of Practice:  
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AND EMPLOYEES RESOLVE THEIR WORKPLACE DISPUTES. 
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fax
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‘A really great and simple way to remain up-to-date on employment law trends 
is to sign up for employment law newsletters and e-blasts, like the one our firm 
Fisher Phillips puts out. Regularly attending legal update programs is also an 
excellent way to both remain current on employment trends and meet other HR 
professionals facing similar issues. For example, we host free monthly breakfast 
briefings in our LA office where we discuss a different topic every month 
ranging from LA Fair Chance Ordinance, sexual harassment, minimum wage, to 
marijuana laws—we take feedback from our attendees to discuss issues that are 
relevant and crucial for businesses in Los Angeles..’
TODD SCHERWIN
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we host free monthly breakfast briefings in our LA office where 
we discuss a different topic every month ranging from LA Fair 
Chance Ordinance, sexual harassment, minimum wage, to mar-
ijuana laws—we take feedback from our attendees to discuss 
issues that are relevant and crucial for businesses in Los Angeles. 
Sometimes, having the opportunity to share experiences with 
others going through similar issues helps tackle real-life employ-
ment problems.

REDDOCK-WRIGHT: Staying on top of the latest employment laws 
and trends can be a challenge. I recommend employers do the fol-
lowing: (1) if the company does not have such resources internally, 
they should retain an outside lawyer or law firm that specializes in 
employment law to advise them on the ever-evolving employment 
landscape; (2) subscribe to the newsletter or blog of a reputable 
employment law attorney, law firm, employment department with-
in a reputable law firm, and/or of a reputable chamber or human 
resources policy and advocacy organization; (3) hire a human 
resources leader that is well-versed in and trained in and knowl-
edgeable of the employment laws and practices and equip this team 

member with the tools and resources to participate in continued 
education for themselves and their team; (4) attend conferences, 
seminars, and meetings that provide updates on employment laws 
for employers. 

BOWMAN: Ogletree offers several programs to keep employers up 
to date. We offers an annual Workplace Strategies four-day pro-
gram that covers virtually every labor and employment law topic. 
Our offices also have regular breakfast briefings for employers and 
an annual all day briefing on new developments in the states in 
which they have offices. Further, Ogletree has an annual program 
in Napa Valley on Navigating California Employment Law and 
a corporate counsel annual program specifically designed for the 
in-house attorney. Ogletree also has regular webinars, e-alerts 
and seminars in practice areas including immigration, labor 
relations, international employment law, benefits and executive 
compensation, investigations, etc. Moreover, we have a quarterly 
newsletter, a Practical NLRB Advisory and a blog, which pro-
vides updates. Finally, Ogletree’s O-D Comply offers solutions for 
companies to stay up to date in substantive areas including back-
ground checks, employment applications, state wage and hour 
issues, and state leave laws.

u How does a law firm specializing in labor and employ-
ment differentiate itself from the competition in 2016? 

SCHERWIN: As a Labor and Employment firm, we live and breathe 
employment law. Unlike other firms that provide general practice 
capabilities, specialists like myself have attorneys in my office that 
only practice labor and employment law. At Fisher Phillips, we are 
able to have attorneys concentrate in changing markets, tracking 
regulations, and understanding complex litigation all focused in one 
area. This allows us to understand not only the employment law 
issues but also the impact they have in very real and practical terms 
on our clients. We team with both HR staff and in-house counsel to 
design comprehensive solutions that work in the real world.

BOWMAN: One way in which Ogletree, an international labor and 
employment firm, distinguishes itself is through its premier client 
service; each attorney pledges to: understand the client’s business 
and objectives, focus on and anticipate client needs, collaborate to 
develop creative business solutions, harness technology and inno-
vation to better serve client interests, communicate in a timely and 
effective manner, and provide quality representation with excep-
tional value. 

It’s easier than 
ever to fi nd 

The Community
of Business.TM

labusinessjournal.com

T H E  C O M M U N I T Y  O F  B U S I N E S S ™

LOS ANGELES BUSINESS JOURNAL
L A B U S I N E S S J O U R N A L . C O M

Vol. 39, No. 5 January 30 – February 5, 2017 • $5.00 

By DAINA BETH SOLOMON  
Staff Reporter

Dante Cardenas packages his 
oregano, sage, beets, and radishes 
in Vernon, but just a few years ago 

he ran his business, E.D. Produce Inc., 
out of a low-slung warehouse in the Arts 
District. He sold the 9,900-square-foot 
space in 2014, once he realized its value had 
quadrupled over the $1 million dollars he 
paid for it just a few years previously. 

“It’s better for me to have something 

that I can leave for the future, perhaps to 
my children,” Cardenas said in Spanish. 
“Now, I have no thoughts of moving. We’re 
doing very well here.”

The property value is not likely to mul-
tiply as it did in the Arts District, but there 
are other benefits to fleeing the hubbub 
of the fast-developing downtown neigh-
borhood, with its apartments, offices, and 
eateries. His was among several companies 
that have taken flight to industrial centers 
in Vernon, Commerce, the City of Industry, 
and South Los Angeles. 

“The location became challenging,” said 
Jae Yoo, a senior vice president at CBRE 
who marketed Cardenas’ warehouse. “It’s 
not only because the trucks have to compete 
against people walking on the streets, which 
becomes a danger and a liability. What 
they’re doing is thinking about the future.”

As property owners look ahead, many 
are landing fat paychecks from developers 
keen on razing or redeveloping old ware-
houses, while lessees are finding themselves 

Arts District industrial property owners sold on big paydays

Please see REAL ESTATE page 51

New Roots: 
Dante Cardenas 
at E.D. Produce 

in Vernon.
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By GARRETT REIM Staff Reporter

Bot Home Automation 
Inc., maker of a video cam-
era-rigged doorbell called Ring, 
last week raised a $109 million 
Series D round and said it is 
aiming for an initial public of-
fering before the end of the year.

The Santa Monica firm has 
come a long way since Chief Executive Jamie 
Siminoff pitched the product on ABC reality TV 
contest “Shark Tank” and subsequently rejected a 
tight-fisted investment deal from one of the show’s 

Ringer Makes 
D Series Noise
TECHNOLOGY: Bot Home’s 
$109 million feeds IPO buzz.

Please see TECHNOLOGY page 12

By HENRY MEIER Staff Reporter

As Snap Inc. moves closer to an expected initial 
public offering this spring, the Venice photo-shar-
ing company is going through a rite of passage: de-
fending itself against a slew of legal actions. 

Lawsuits filed in the last sixth months include 
an array of complaints targeting the company be-
hind the popular Snapchat app, including claims 
that parts of the tech unicorn’s underlying product 
infringe on patent holders’ intellectual property as 
well as allegations from a former executive that 

Snap Decisions
INVESTMENT: Will tech giant
fight suits to clear IPO path?

By GARRETT REIM Staff Reporter

Cloud Constellation Corp. has a far-
flung idea.

As businesses and governments consid-
er ways to protect data in light of increased 
cyberattacks and surveillance, the startup is 
offering them a chance to put their informa-

tion out of reach by 
storing it on servers 
within satellites or-
biting the Earth.

While its system 
has yet to leave the 
ground, the compa-
ny received a boost last month from Palo Alto 
commercial satellite manufacturer SSL, which 
has agreed to build Cloud Constellation’s sat-
ellites and invested, along with other backers, 
an undisclosed sum in the Westwood company. 

Cloud Constellation is projecting it will be able 
to launch its constellation of 14 low Earth-or-
biting satellites by the first quarter of 2019.

“The advantage (of our system) is that the 
data that you are transmitting has no relationship 
or no exposure to the public networks,” said Cliff 
Beek, the company’s president. “There are leaks 
inside the network that we call the internet.”

Cloud Constellation is not alone in its  
pursuit of a space-based data storage and 

Firm’s Data Storage Plan Out of This World
INTERNET: Startups look to 
satellites for higher security.

Monthly cost  
to store 3 terabytes  

of data in space.

$5,000 

M A I L  T O :

Green 
In Bag

Siminoff
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Targeted Tech: Snap Inc.’s Evan Spiegel.
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FILM
Awards 
season means 
increased 
ad spending 
across 
platforms.12 BANKING

Steven Sugarman’s exit from Banc of California 
opens up prime Santa Monica real estate.

REAL ESTATE
Plans for two residential towers to be built at 
the L.A. Times site begin to take shape.3

A game-Changing Commercial 
 Real Estate Platform.
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Continued from page 25

‘Ogletree offers several programs to keep employers up to date. Ogletree offers an annual 
Workplace Strategies four-day program that covers virtually every labor and employment law 
topic. Ogletree’s offices also have regular breakfast briefings for employers and an annual all day 
briefing on new developments in the states in which they have offices. Further, Ogletree has 
an annual program in Napa Valley on Navigating California Employment Law and a corporate 
counsel annual program specifically designed for the in-house attorney. Ogletree also has 
regular webinars, e-alerts and seminars in practice areas including immigration, labor relations, 
international employment law, benefits and executive compensation, investigations, etc.’
LORI A. BOWMAN

The world’s leading 
immigration law firm, right 
here in Los Angeles

Fragomen, Del Rey, Bernsen & Loewy, LLP 
444 South Flower Street, Suite 500 
Los Angeles, CA 90071
T +1 310 820 3322
www.fragomen.com/losangeles

Mitch Wexler, Partner
mwexler@fragomen.com

Chad Blocker, Partner
cblocker@fragomen.com

Michael Boshnaick, Partner
mboshnaick@fragomen.com

A world of difference in immigration. From visas and work 
permits, to advisory services and corporate compliance, 
we work with each client to understand their business and 
immigration priorities. As the industry leader in immigration law, 
we’re here in Los Angeles working with individuals, investors 
(EB-5), families, small start-ups, mid-size local companies and 
large corporations in the state’s most prominent industries.
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