
President’s Message 

 

 Ocean View President’s Reception  

 APMA Annual Dinner at the Sardine Factory 

 Graduating the 4th class of the HRPA Certificate 

Program.  

By popular demand we are back at the InterContinental 
Hotel.  This is a beautiful oceanfront location in the heart 
of historic Cannery Row and some prime Monterey Bay 
area attractions.  The Sardine Factory is a favorite 
restaurant of Leon Panetta, who we have also invited to 
speak at our Forum.  Keep your fingers crossed.  

We are proud to honor the Fourth Graduating Class of  
the Certificate  Program in Agricultural HR Management at 
the Forum. These individuals have worked tirelessly in the 
past year on accomplishing a prestigious designation of  
Human Resource Professional in Agriculture (HRPA™). 
Congratulations to all of you who will be receiving your 
certificate.  

In closing, APMA recognizes the generosity of our 
sponsors. We invite you to sponsor the 34th Annual Forum. 
Your support allows us to offer an event of this high 
caliber.  For information on sponsorship, please contact 
Julia Belliard at the APMA office (831-422-8023). 

Thank you for your continued dedication to this great 
organization! 

PROVIDING INFORMATION AND NEWS FOR THE 

AGRICULTURAL PERSONNEL MANAGEMENT ASSOCIATION 
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The APMA Board of Directors 
has been extremely busy 
working on a number of our 
flagship programs and events. 
This year’s Retreat will feature a 
new location with attendees 
gathering in San Francisco. 
APMA had a tremendous 
response to this conference, 
reaching maximum capacity 
faster than ever. Thank you to all 
of the Retreat Sponsors (listed 
on page 2). The event could not 

be possible without their 
generous support. The APMA 

also hosted HR Certificate Program sessions in Fresno, 
Stockton and Napa with a program planned in the Southern 
Area for next year. Plans for the APMA Forum are also 
underway with an exciting event scheduled for 2014.    

We invite you to join us in beautiful Monterey for the 34th 
Annual APMA Forum that will be held January 22–24, 2014. 
Over the years, the Forum has become the premier activity 
for our organization providing an excellent opportunity for 
Human Resource, Labor and Safety Professionals in 
agriculture to come together to learn, share information, and 
network.  

The 2014 conference planning committee has put together a 
dynamic program featuring many activities and new 
speakers including:  

 Dr. John Howard, Director of the National Institute for 

Occupational Safety and Health (NIOSH) 

 Former FBI agent Tom Knowles on Agro Terrorism 

Awareness 

 HR and Safety Roundtables 

 Intense 3 track agenda covering today’s important HR, 

Labor and Safety topics 

THANK YOU TO OUR SUSTAINING MEMBERS! 

 

Inside this issue: 

2013  Retreat and 2014 Forum 2 & 3 

Safety/Risk Management Update  4 & 7 

Labor & Employment Law Update 8, 10, 12, 13 

New Members 15 

APMA Board 2013-2014 16 

By Dean Callender 
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2013 APMA RETREAT SPONSORS 

JG Boswell  

Friday Reception 

Saturday Breakfast 

Friday Breaks  

Meeting Room 
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context. 

Microsoft Publisher in-
cludes thousands of clip 
art images from which 
you can choose and im-
port into your newsletter. 
There are also several 
tools you can use to draw 
shapes and symbols. 

Once you have chosen 
an image, place it close to 
the article. Be sure to 
place the caption of the 

This story can fit 75-125 
words. 

Selecting pictures or 
graphics is an important 
part of adding content to 
your newsletter. 

Think about your article 
and ask yourself if the 
picture supports or en-
hances the message 
you’re trying to convey. 
Avoid selecting images 
that appear to be out of 

image near the image. 

 

Inside Story Headline 
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Caption describing picture or 
graphic. 
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Sponsorship Opportunities 

34th Annual APMA Forum 
January 22 - 24, 2014 

Company Name or Logo will be featured in our... 

 2014 Forum packet distributed to all Forum 

attendees 

 All event signage 

 Two issues of our bi-monthly publication, APMA 

Harvester, which is distributed to over 500 

industry professionals 

 APMA newly redesigned website under event page 

until June 2014.  

~ 

 3 top sponsors will receive a trade show exhibitor 

table  

 Sponsorship badge recognition for all 

representatives from your company 

 Support of a premier event for HR and Safety 

Professionals in agricultural industry. 

 

Benefactor Sponsor     $2,500 

Platinum Sponsor        $1,500 

Gold Sponsor                $1,000 

Silver Sponsor                 $500 

Bronze Sponsor              $250 

Advantages of   Sponsorship Levels of  sponsorship 

InterContinetnal Hotel Clement  

Monterey, CA 

Please call the APMA office at 831.422.8023 if you are interested in sponsoring this event. 



 

SAFETY/RISK MANAGEMENT UPDATE   

Safety Tips-Night Harvesting 

Employees in the agricultural 
industry are sometimes 
required to work at night.  It’s 
important to proactively address 
the hazards of night harvesting 
to prevent injury. There are 
many ways you can control and 
reduce the hazards to maintain 
a safe work environment.  
Developing a written plan -  
so your team is well prepared - 
is primary amongst them. 

The following highlights 
additional thoughts regarding 
night harvesting safety.  

ESTABLISH SAFE WORK 

PRACTICES  

Train employees on proper 
procedures for working at night. 
It’s especially important to train 
employees on how to utilize 
and maintain the lighting in 
advance of their shift, assure all 
heat illness prevention training 
and resources are in place and 
that emergency 
communications and response 
protocols have been 
established and tested. 

Other thoughts include: 

 Prior to the shift have a 

team meeting to review 
the site and scope of 
work. 

 Notify management and 

security that you will be 
working at night.   

 Check the weather 

forecast for potential 
weather concerns. 

 Notify your neighbors or 

other affected parties 
such that they 
understand you will be 
working at night. 

 Work in teams, if 

possible. Provide a 
communication device 
(cell phone or radio) and 
establish procedures for 
checking in. 

 Be knowledgeable about 

the habits of nocturnal 
animals (skunks, snakes, 
spiders, etc.). 

 Check for pesticide 

application in the area 
around where the work 
will be performed.  At 
night you may not be 
able to see warning 
signage on neighboring 
property. 

 Ensure outdoor lighting is 

sufficient with ground 
fault circuit interruption 
protection (GFCI). 

 Inspect the lighting to 

ensure it is adequate and 
working properly. 

 Employees should be 

well rested to prevent 
fatigue.  

 Ensure employees have 

adequate breaks and 
water.  

 Confirm that first aid/CPR 

trained employees are on 
site. 

EMERGENCY SITUATIONS 

Responding to a night-time 
emergency holds additional 
challenges for emergency 
responders. Train your 
employees to provide 
responders with the 
information they need. When 
calling 911 to request 
assistance, train employees to 
remain calm and: 

 Provide their name, 

location including the 
cross streets, nature of 
the emergency and 
where they can be 
reached.  

 Keep the injured 

employee(s) still. Don’t 
move the injured person
(s) unless there is an 
imminent danger.  

 Wait at the scene for 

emergency responders. 

Escort emergency responders 
to injured employees in 
remote areas by using flags, 
cones, flashlights or other 
visual aids. It may be 
necessary to have someone 
meet first responders at 
access roads and guide them 
to the worksite. 
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By Dan Hopwood,  
Assistant Vice President, 
Zenith Insurance Company 
Safety & Health  

NECESSARY EQUIPMENT 

Personal protective-related 
equipment, medical response 
or communications equipment 
and a checklist with minimum 
needs outlined will all prove 
helpful. Just as vital, confirm 
that all equipment and 
resources are available and 
operational at the beginning of 
a shift. Make it a habit to 
check all of the following on a 
daily basis:  

 Reflective safety vests 

and bright colored or 
white clothing 

 Lighting: flood lights, 

bulbs, flashlights, 
headlamps, batteries and 
extension cords (including 
back-ups) 

 Cell phone and/or radio 

 Safety cones and flags  

 Emergency numbers 

(posted at worksite and in 
vehicles) 

 Medical kit 

 

There are many benefits to 
investing time in the safety of 
your night harvesting 
employees. By documenting 
your procedures, preparing 
the team in advance and 
offering training you are 
managing a vital part of your 
safety program. More 
importantly, you are helping to 
control those hazards that can 
lead to a workplace injury.  

Sign up for Zenith’s workers’ 
compensation and wellness  
e-newsletters at 
www.TheZenith.com/znews. 

©2013 Zenith Insurance Company. All Rights Reserved. ®Zenith is a registered U.S. service 
mark. Zenith Insurance Company assists employers in evaluating workplace safety 
exposures. Any recommendations and related services are not and should not be construed as 
legal advice or be used as a substitute for legal advice. Employee protection is ultimately the 
responsibility of the employer.  

THE APMA HARVESTER 
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James K. Gumberg 

4 Rossi Circle, Suite 231 

Salinas, CA 93907 

Telephone: 831.755.1461 

Fax: 831.755.1477 

E-mail: jgumberg@pglawfirm.com 

Representing employers in:  
 

Wage & Hour Matters    ALRB & NLRB Proceedings  Sexual Harassment 
Defending OSHA Citations  Employment Discrimination   Collective Bargaining 
Wrongful Termination   EEOC/DFEH Charges  Labor Arbitration 
Workers’ Compensation Defense Employment Counseling 
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321 Fifth Street, Hollister, CA 950223 
Tel. 831.637.9241 
don_winn@ajg.com  
ajgrms.com/Hollister-ca 

Don Winn 

Area President 



 

Page 7 
THE APMA HARVESTER VOLUME 33, ISSUE 3 

GHS Requires Training By 12-1-13 

Employers Must Act by December 1, 2013 

 
 

 

 

 

 

By Don Dressler,  

Don Dressler Consulting 

 
GHS stands for Globally 
Harmonized System of 
Classification & Labeling for 

Chemicals. 

 
Developed by the United 
Nations, the idea of the GHS 
is existing chemical 
classification and labeling 
systems (like OSHA's Hazard 
Communication Standard or 
(HCS) "should be harmonized 
in order to develop a single, 
globally harmonized system to 
address classification of 
chemicals, labels and safety 
data sheets."  

 

OSHA (including Cal/OSHA) 
rules require ALL employers 
using hazardous materials to 
train all employees by 
December 1, 2013, and all 
new employees hired 
thereafter.    

The United States and its 
regulatory agencies (OSHA, 
EPA, DOT) will be using the 
GHS labeling system and all of 
its recommended policies 
going forward.  As an 
example: OSHA's HAZCOM 
(Hazardous Communications) 
standard will reflect the 
updated changes outlined in 
GHS.    

Most employers who use 
chemicals are aware of 
Material Safety Data Sheets 
(MSDS) supplied by 
manufactures or wholesalers, 
and have already developed 
Hazardous Communications 
Plans and training.     

These existing programs need 
to be brought current with the 
new GHS rules and the Safety 

 

Data Sheets which are 
different from the previous 

MSDS material.    

Don't Make Assumptions! 

Some employers, such as 
office and warehouse 
employers, may be surprised 
that they are also covered by 
these rules. Employers are not 
required to have SDS's for 
household consumer products 
such as cleansers or bleaches 
when the products are used in 
the workplace in the same 
manner that a consumer 
would use them, i.e.: where 
the duration and frequency of 
use (and therefore exposure) 
is not greater than what the 
typical consumer would 
experience.  

However, quite often 
maintenance employees and 
others who use cleaners, etc. 
use them for a duration, 
strength or frequency of 
exposure greater than a 
normal consumer, and are not 
exempt for these rules. 

 

Who Must Receive the 

Notice.  

All current employees and new 
hires using hazardous 
materials must receive training 
from their employers no later 
that December 1, 2013.  

Many employers will need 
help with their employee 
training, especially 
considering the fast 
approaching deadline!  This 

Isn't Optional. 

Don't wait to get started.  

 

 
Human Resource Professional in Agriculture (HRPA™)

Certificate Program Schedule  

After the harvest break, we are ready to resume our HRPA sessions in the following areas: 

 

Don Dressler Consulting 
is preparing training  

materials for this OSHA 
required GHS/Safety 

Data Sheet training and 
can help employers with 

this compliance.  Just 
contact us by email at  

DonDressler1@ 
hotmail.com or tel. 949. 

533.3742 for help.  

Fresno:  

October 15, 2013  
HR 104: Managing Employee 

Compensation Programs 
Presenter: Karen Timmins, 

Western Growers 

November 20, 2013 
HR 106: Human Resource 

Development 
Presenter: Lourdes Gonzalez, 

Gowan Company 

Napa:  

October 29, 2013  
HR 104: Managing Employee 

Compensation Programs 
Presenter: Karen Timmins, 

Western Growers 

November 21, 2013 
HR 106: Human Resource 

Development 
Presenter: Lourdes Gonzalez, 

Gowan Company 

Stockton:  

November 13, 2013 
HR 105: Managing Employee 

Benefits Programs  
Presenter: Kathleen Thomson, 

Limoneira Company 

Salinas:  

October 23, 2013  
Elective: Managing Mandatory 

Leaves of Absence  
Presenter: Patrick Moody,  

Barsamian & Moody 



I-9 Inspection Results in Huge Fine 
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LABOR AND EMPLOYMENT LAW UPDATE 

Wage Statute Amendment Means Employers Can Only Recover 

Attorneys’ Fees if Claim was Brought in Bad Faith 

The goal of these articles is 

to provide employers with 

current labor and  

employment law  

information. The contents 

should neither be  

interpreted as, nor  

construed as legal advice or 

opinion. The reader should 

consult with Barsamian & 

Moody at (559) 248-2360 or 

toll-free at (888) 322-2573, 

for individual responses to 

questions or concerns  

regarding any given  

situation.  

The Ninth Circuit Court of 
Appeal recently denied a 
petition for review of a 
$173,250.00 fine against 
Ketchikan Drywall Services, 
Inc. for failure to properly 
complete I-9 forms for its 
employees.  In this situation, 
ICE sent Ketchikan Drywall  
a subpoena for production  
of several years’ worth of I-9 
forms.  When the documents 
were eventually produced, 
ICE found that Ketchikan 
Drywall had failed to 
complete any I-9 form for  
49 employees, and had only 
partially filled out I-9’s for 
numerous other employees.  
While it obviously had no 
argument for the complete 
failure to fill out I-9’s for 
some employees, Ketchikan 
Drywall argued that the 
incomplete forms were not 
really a violation because it 
had copied the documents 
presented by the employees 
showing that they were 

legally entitled to work in the 
US, so that the information 
was readily available.  Some 
of the copied documents 
were attached to the 
respective I-9’s, while others 
were maintained in different 
locations.  Ketchikan Drywall 
also argued that the penalty 
was too high because it had 
made a good faith effort to 
employ with the 
requirements, and that the 
errors found were only minor 
errors.  

The Court rejected all of 
Ketchikan Drywall’s 
arguments.  In particular, it 
found that merely copying 
the documents employees 
present is not sufficient, but 
rather, the process of 
transcribing the information 
from the document to the I-9 
is necessary to show that the 
employer has properly 
examined the document to 
determine if it appears to be 
genuine and appears to 
relate to the employee in 

question.  The Court made 
further note of the fact that 
for at least part of the time 
period in question, Ketchikan 
Drywall had not trained any 
of its employees in how to 
properly process an I-9.  
Therefore, it upheld the fine 
in total. 

 

What This Means for 

Employers:  

Regardless of what one may 
hear in the news about 
immigration reform 
potentially happening, that 
has nothing whatsoever to 
do with the requirement to 
properly maintain I-9 forms 
for all of your employees.  
There is an excellent training 
source that every employer 
should have every employee 
who processes I-9’s read, 
called Handbook For 
Employers: Guidance for 
Completing Form I-9.  It is 
commonly referred to by its 
form number, M-274, and it 

can be found on the USCIS 
website at: http://
www.uscis.gov/files/form/m-
274.pdf.  Have your 
employees review the 
Handbook, keep records of 
that fact, and require strict 
compliance with I-9 
procedures. 

By Patrick Moody, 
Barsamian & Moody 

 

 

 

 

Governor Brown recently 
signed SB462, which 
amends California Labor  

Code §218.5.  That statute 
requires that attorneys’ fees 
be paid to the prevailing 
party in a lawsuit seeking 
unpaid wages, fringe benefits 
or pension plan contributions.  
The amendment to §218.5 
undermines the case Kirby v. 
Immoos Fire Protection, in 
which the California Supreme 
Court determined that a 
prevailing employer is 
entitled to recover attorney 
fees under the fee-shifting 
provision. 

The bill amends §218.5 to 
provide that a prevailing 

employer can only recover 
attorneys’ fees if the trial 
court finds that the employee 
brought the case in bad faith.  
The burden of proving a suit 
is brought in bad faith is not 
that it is frivolous or lacked 
merit, but that the employee 
had an evil motive, with no 
legitimate belief that the case 
had merit.  This additional 
requirement will make it 
virtually impossible for 
employers to recover 
attorneys’ fees in wage and 
hour actions. 

 

What This Means for 

Employers:  

This statute is commonly 
used by plaintiffs’ attorneys 
when they are seeking 
unpaid wages.  This 
amendment allows plaintiffs’ 
attorneys to bring these 
types of suits without fear of 
being ordered to pay 
attorneys’ fees to the 
employer if they are 
unsuccessful.  Since 
attorneys’ fees can be costly, 
many employers will likely 
settle the litigation rather 
than go to court. 

By Patrick Moody, 
Barsamian & Moody 
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Finding of Independent Contractor Status by the EDD 

Binding on DLSE  

The goal of this article is to provide employers with current labor and employment law 

information. The contents should neither be interpreted as, nor construed as legal advice or 

opinion. The reader should consult with Barsamian & Moody at (559) 248-2360 or toll-free at 

(888) 322-2573, for individual responses to questions or concerns regarding any given situation.  

In the recent case Happy 
Nails & Spa v. Su, a court of 
appeal found that a decision 
by the Employment 
Development Department 
(“EDD”) that workers of a 
salon were independent 
contractors was binding on 
the Division of Labor 
Standards Enforcement 
(“DLSE”).  After the DLSE 
officer who heard the case 
ignored the prior decision by 
the EDD, Happy Nails sued 
the DLSE, claiming a 
violation of due process. 

In 2004, the Employment 
Development Department 
(“EDD”), who is responsible 

for collecting unemployment 
insurance taxes and paying 
benefits to employees, 
brought an action against 
the salon claiming that the 
manicurists at Happy Nails 
were employees, not 
independent contractors.  
Happy Nails prevailed 
before the Unemployment 
Insurance Appeals Board.  
In 2008, the DLSE, who 
enforces California wage 
and hour laws, brought an 
action against the salon, 
claiming that the workers 
were employees, not 
independent contractors.   

Although the company 
objected and argued that  
 

the issue had already been 
decided by EDD, the Labor 
Commissioner decided that 
Happy Nails workers were 
employees and not 
independent contractors, and 
awarded penalties against 
the salon.  The salon 
appealed, and the appellate 
court overturned the DLSE 
decision, explaining that 
different enforcement 
divisions of the same 
government should be 
deemed to be in “privity” with 
one another.  The court held 
that, “giving preclusive effect 
to the Board’s decisions 
fosters the integrity of both 
administrative and judicial 
proceedings. 

 

What This Means for 

Employers:  

Deciding whether a worker is 
classified as an employee or 
an independent contractor can 
have a many legal 
consequences under various 
statutes.  These include payroll 
tax withholdings, payment of 
minimum wage and overtime 
and expense reimbursement 
under California law or federal 
law.  Although the decision 
was favorable to the company 
in this case, a ruling that a 
contractor was misclassified 
would also be binding before 
another agency. 

By Patrick Moody,  
Barsamian & Moody 
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Employers Will Not Face Penalties For Obamacare Notice 

Requirements 
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Under the Patient Protection 
and Affordable Care Act 
(often referred to as 
“Obamacare”), employers 

face an October 1, 2013 
deadline to circulate a notice 
to their workers about the 
health insurance exchanges 
that will enter the insurance 
marketplace. These 
exchanges will sell health 
insurance to those whose 
employers do not provide 
coverage, among others. 

Many employers have been 
concerned by a news report 
earlier this month warning 
that failure to provide the 
notice could result in fines of 
$100 per day for each day 
of delay in providing the 
required notice.  On 
September 13, 2013, the 
Obama administration has 

announced it will not fine 
employers who miss the 
deadline, but indicated that 
the government still expects 
employers to comply. 

All businesses that have at 
least $500,000 in revenue a 
year or are engaged in 
interstate commerce, have to 
comply with the requirement. 
In addition, employers must 
distribute the notice to new 
workers within 14 days of 
being hired. 

The U.S. Department of 
Labor has issued sample 
notices for employers to use 
as a basis for the notice, one 
for employers that offer 

health benefits and one for 
employers who do not.  The 
notices can be downloaded 
at http://www.dol.gov/ebsa/
healthreform/. 

The employer mandate to 
provide health insurance 
(for business with 50 or 
more employees) has been 
delayed until 2015.  
Employers should provide 
the required notice to 
employees by October 1, 
2013, if possible, but if not, 
they should use all 
reasonable diligence to 
provide the notice as soon 
as possible. 

By Anthony Raimondo, 

McCormick Barstow 

One of the most difficult 
wage and hour issues for 
agricultural employers is 
where the 10 hour workday 
for field work ends, and 
where the 8 hour work day 
for preparing agricultural 
commodities for market 
begins. 

Wage Order 14, which 
provides for a 10 hour 
workday, applies to harvest 
work, including “field 
packing” and “transportation 
to the first place of 
processing or distribution.”   
But Wage Order 13 covers 
industries “preparing 
agricultural products for 
market, on the farm” and 
covers work performed on 
“moving packing 
plants.”  The question is 
where the line is drawn 
between the 10 hour day and 
the 8 hour day. 

 

For one Imperial Valley 
farm labor contractor, this 
question became a reality 
when their green pepper 
harvest crews were visited 
by the Labor 
Commissioner in 
2012.  Pickers place the 
peppers into plastic 
buckets and then dump 
those buckets into a trailer 
that has a sun shade on 
it.  Packers take the 
peppers from the trailer, 
wipe them off and place 
them into cardboard 
cartons.  The cartons are 
then placed on pallets, and 
eventually trucked to cold 
storage.  The Labor 
Commissioner felt that the 
trailer was a “moving 
packing plant” and issued 
a citation stating that the 
packers should have been 
paid overtime after 8 hours 
in a day and 40 hours in a 
week.  The contractor 
appealed and the case 
went to a hearing. 

At the hearing, the Labor 
Commissioner took the 
position that the trailer was a 
moving packing plant and 
thus fell under Wage Order 
13.  In addition, the agency 
argued that a standard 
established in a series of 
opinion letters in the cut 
flower industry applied.   
Under that standard, the 8 
hour day applies if the 
handling of the product 
represents final preparation 
of the product for retail 
sale.  In other words, if the 
product needs additional 
processing before it can be 
sold to the retail consumer, 
the initial processing and 
packing falls under Wage 
Order 14.  If no additional 
processing is needed, the 
field handling and packing 
falls under Wage Order 13, 
even if the product is packed 
on the ground with no 
“packing plant” involved. 

 

A great deal was at stake 
in the case.  For the 
grower, the case 
potentially meant 
staggering exposure to 
overtime liability for 
statewide harvesting 
operations. For the rest of 
the industry, it could mean 
a fundamental change in 
the way many crops are 
harvested.  For example, 
packing tables and similar 
structures are used in 
harvesting and packing of 
many commodities.  If 
those tables trigger an 8 
hour day, the effect would 
be dramatic.  Similarly, 
many commodities are 
packed ready for retail sale 
and would face an equally 
significant impact. 

 

Continued on page 12... 

 

Farm Labor Contractor 

By Anthony Raimondo,  

McCormick Barstow 
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...continued from page 10 

 

Fortunately, the farm labor 
contractor was able to 
successfully convince the 
Hearing Officer that the 
activity fell under Wage 
Order 14 and the citation 
was dismissed.  But the 
decision was very fact-

dependent and it appears 
unlikely that the Labor 
Commissioner will 
abandon the effort to 
expand the 8 hour day 
and limit the 10 hour day.  

With the current scrutiny 
that exists regarding these 
activities, growers and 
farm labor contractors 
should review their field 
packing activities and 

consider if anything needs 
to be done to mitigate 
their risk.  For example, 
creating interchange 
between pickers and 
packers can  help to 
integrate the workforce, 
which ties the packing 
closer to the harvest 
activity, which can help 
reduce the risk.  Similarly, 
the more mechanical the 
process is in terms of 

packing platforms that 
use conveyors and other 
machinery, the more 
likely it is that the packing 
platforms will be seen as 
a “moving packing 
plant.”  The outcome is 
greatly dependent on the 
facts; differences from 
operation to operation 
and commodity to 
commodity can affect the 
results. 

The goal of this article is to provide employers with current labor and employment information.  The contents should not 

be interpreted or construed as legal advice or opinion.  For individual responses to questions or concerns regarding any 

given situation, the reader should consult with Anthony Raimondo at McCormick Barstow LLP in Fresno at (559) 433-1300. 

Identity Theft Prevention 

By Josaf Rodriguez 

The Rod Group 

 

The holiday season is 
approaching and identity 
theft will once again be at its 
peak season. Corporate and 
business identity theft is on 
the rise. While individual 
thieves focus on consumer 
identities during holiday 
spending, teams of expert 
thieves work together going 
after company assets. Here 
is a list of a few prevention 
measures you can take to 
keep your company and its 
identity safer. 

 

Think "security" when you 
access your accounts 
online 

 
Access your online banking 
and other financial accounts 
using one secure, dedicated 
computer that maintains 
regularly updated 

commercial anti-virus / anti-
spyware / internet security 
software. The computer you 
use to access your accounts 
should not used by other 
persons or for non-business 
activities, such as email or 
web surfing. Use strong, 
complex passwords that 
could not be guessed by 
others. Don't log in to your 
online accounts using public 
access points or Wi-Fi 
hotspots, which may not be 
secure or may be infected 
with spyware.  

 

If you pay by company 
check, consider enrolling 
in Positive Pay 

 
Most U.S commercial banks 
offer Positive Pay services 
which can significantly 
reduce business check 
fraud losses. Using Positive 
Pay, when you write 
business checks, you 

provide your bank with a list 
of check numbers and dollar 
amounts for verification. 

 

Secure your business' 
wireless network 

 
If your business uses a 
wireless network and it is 
not secured (encrypted), 
others can gain access to 
your network. Average Wi-Fi 
signals can extend for 
hundreds of feet beyond the 
perimeter of the building. 
WPA2 is currently the 
strongest wireless network 
encryption standard and is 
available on the newest 
wireless network devices. 
Be certain to change the 
default administrative 
password on the wireless 
router, and disable 
broadcasting of your SSID 
(Service Set Identifier). 

 

Train your employees 
(and yourself) 

 
Protecting your 
business and the sensitive 
information of your 
business, your customers, 
and employees is the 
responsibility of everyone in 
your organization. Properly 
trained employees  
understand the risks and 
know how to recognize and 
stop fraud and information 
security risks before it 
impacts your business. 

In August 2013, APMA has launched a new re-designed website:  

Visit us on  www.agpersonnel.org 

Comments/suggestions always welcome, please email them to: apma20@pacbell.net. 

For new member login password to view membership directory or past issues of APMA Harvester,  

call Julia Belliard at 831.422.8023. 

Josaf Rodriguez is a licensed, 
professional civil and criminal 
investigator. In his 25 years in 
the investigation business, he 
has helped solve thousands 

of cases in the legal,  
corporate and law  

enforcement arenas.  For 
more information, please visit 
www.therodgroup.com or call 

1-800-955-8512. 
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Advertise Your Company in the APMA Harvester!  

 
Our quarterly newsletter’s circulation is over 500 copies throughout the state and offers a great  

opportunity for companies to present their products and services to all APMA members.   
If you are interested in advertising, please contact Julia Belliard at 831.422.8023.  

Business Advertising Rates: 

                                  Single Newsletter             Full Year (4 issues)                                               

Full Page      $195.00              $800.00 

Half Page      $100.00             $400.00 

Quarter Page      $60.00       $225.00 

 Business Card       $35.00      $130.00   

All advertisement revenue supports the publishing costs of the APMA Harvester.   
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Welcome New Members! 
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Bengard Ranch 

Bob Riggs 

387 W. Market St. 

Salinas, CA 93901 

Phone:(831) 422-9321 

robertrigg@aol.com 

 

Braga Ranch 

Deidra Serna 

P.O. BOX 66 

Soledad, CA 93960 

Phone: (831) 678-3832 

dleigh@baragaranch.com 

 

Burnham Benefits 

Bill Thomas 

2211 Michelson Drive, Suite 1200 

Irvine, CA 92612 

Phone: (949) 252-4590 

bthomas@burnhambenefits.com 

Mission Ranches 

Barbara Meza 

100 Broadway Street 

King City, CA 93930 

bmeza@missionranches.com 

 

RC Farms 

John Barrientos 

26769 El Camino Real N 

Gonzales, CA 93926 

Phone: (831) 821-2010 

john@rcfarmsllc.com 

 

SK Ranch Management 

Dustin Shannon 

11878 Ave. 328 

Visalia, CA 93291 

Phone: (559) 625-1170 

dustins@skranchmgt.com 

 

William Lambert 

139 Manzanita Way 

Salinas, CA 93908 

Phone: (831) 214-3954 

wmdlambert@yahoo.com 

 

 

Interested in upgrading  

your membership to a  

Sustaining level?  

 

~ 

Call the APMA office  

at 831.422.8023  

for more information. 

Benefits of  Sustaining  

Membership 

 Logo or Company name prominently listed on:  

 *All APMA publications 

 *Annual conference materials 

 *Our website  

 *APMA letterhead 

 Discounted advertising in APMA quarterly 

newsletter with distribution of over 500 copies  

 Discounts on event sponsorships 

 5 Representatives featured in APMA directory 

& subscribed to all APMA communications. 

Levels of  Membership 

Based on a calendar year, January 1-December 31 

 

Sustaining Membership – $1500 

Company Membership – $250* 

Individual Membership –  $95 

Non-Resident Membership –  $95 

Student Membership – $25 

 

*3 Representatives listed in APMA  

directory & subscribed to all  

communications.  Anyone from company  

can attend events & trainings at  

member rate. 
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AGRICULTURAL PERSONNEL MANAGEMENT ASSOCIATION 

A Nonprofit Organization Dedicated to the Advancement of Human Resources Management in Agriculture 

512 Pajaro Street, Suite 7 
Salinas, CA 93901 

Phone: 831-422-8023 
Fax: 831-422-7318 
E-mail: apma20@pacbell.net 
Website: www.agpersonnel.org 

President: Dean Callender, Pan American Insurance Agency 

Vice President: Joseph Mallobox, Taylor Fresh Foods 

Secretary/Treasurer: Julio Sanchez, RAMCO Enterprises 

Immediate Past President: Sylvia Gomez 

Coastal Area Director: Laura Penera, Al Pak Labor 

Coastal Area Membership North: Veronica Urzua, Pacific International Marketing 

Coastal Area Membership South: Blanca Miranda, Foothill Packing  

Northern Area Director: Irma Ramos, Beckstoffer Vineyards  

Northern Area Membership: Bryan Little, Farm Employers Labor Service   

Southern Area Director: Jason Resnick, Western Growers  

Southern Area Membership: Greg Joslyn, United Ag 

Valley Area Director: Patrick Moody, Barsamian & Moody  

Valley Area Membership North: Larisa Arambula, JG Boswell Tomato Company  

Valley Area Membership South: Denise Spars, Tejon Ranch  

Statewide Membership Coordinator: Kimberly Naffziger, Zenith Insurance  

Professional Development: Lourdes Gonzalez, Gowan Company 

New Board Member Development: Clairen Davenport, JG Boswell Company   

Executive Director: Julia Belliard, APMA 

2013-2014 APMA Board of Directors 

The opinions and views expressed in the Harvester are intended only for private use of APMA members.  They are not to be considered as legal 

advice or counsel.  Any quotation or reproduction in whole or part is expressly prohibited unless prior permission is obtained from APMA. 

Legislative Committee  

Ron Barsamian 
Barsamian & Moody 

 
Mike Casey  

Harris Ranch   

 
Dax Deason  
Deason Law 

 
Bryan Little  

Farm Employers  
Labor Service 

 
Guadalupe Sandoval  
California Farm Labor  
Contractor Association 

 
Veronica Urzua   

Pacific International  
Marketing 


