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I. Introduction

The dairy industry is a major employer in Pennsylvania's rural communities providing
nearly 45,000 jobs to people in rural communities from both on-farm and service and supply
sectors (Shields & Hyde, 2002). Processing of milk and dairy products further multiplies the
total number of jobs within the overal dairy industry. Dairy represents nearly 40 percent of
the state’ s agricultural revenue (NASS, 2001). Using the Community Impact Model — Penn
State University (CIM-PSU), Shields and Hyde demonstrated that the impact of the dairy
industry on the state economy in 1997 was nearly $950 billion when accounting for additional
business activities that are supported by dairy farms (Shields & Hyde, 2002).

I-A. Project Need

The dairy industry is facing a shortage of qualified employees at al levels. For entry-
level jobs, many dairy producers with farms of varying sizes are turning to migrant workers.
While thisis a solution for some, it is also fraught with risks related to immigration law,
community acceptance, and the daily challenges associated with communication and cultural
barriers. Research into the effects of increasing migrant labor use in dairy is certainly
warranted, but it is beyond the scope of this project. The increasing presence of migrant
workers on dairy farms may be viewed as an indication of alack of available local labor.

For middle management level jobs the shortage of qualified candidates is especially
severe. Graduates of institutions, such as Penn State and Delaware Valley College, with
training in dairy management can immediately find good paying positions, but there are
simply too few graduates to meet the demand, and dairy farm employers must directly
compete for these individuals with other agribusiness companies, such as feed and
pharmaceutical companies. Shields and Hyde estimate that there are about 14,598 non-family
dairy employeesin the state. In atypical dairy farm organization there will be at least one
manager for every group of five employees, in other words, approximately 20 percent of the
total workforce will be in managerial positions. If 20 percent of the 14,598 non-family dairy
positions are management, then there are 2,992 non-family dairy management positions in the
state. If managers working in their family owned farms are included, the number of dairy
management positions is much higher.

The shortage of qualified dairy managers is exacerbated in Pennsylvania by the lack of
any formal one- or two-year dairy educational opportunities. Other major dairy states such as
New Y ork and Wisconsin have technical dairy education programs available within the
respective state that provide training to prepare dairy middie managers.

A career in the dairy industry, especialy at the farm level, may not often be presented
as an option to young people due to perceptions of “low pay and long hours.” Researchin
New York (Fogleman et al., 1999) found that total compensation (wages plus benefits) of
entry-level dairy positions were $25,143 and middle management dairy positions were
$34,469 in 1998. Some anecdotal information about wages and total compensation for dairy
jobs exists in Pennsylvania, but no formal data are available to help in recruiting applicants for
dairy positions. Likewisethe “awareness’ of dairy industry opportunities among
employment counselors and secondary education advisors is unknown.

The solution to the shortage of highly skilled dairy workersis twofold. First, ensure
that educational programs available to the current and future dairy workforce are focused on
competencies that are relevant for contemporary dairy jobs. Second, ensure that career service
professionals and organizations such as local Workforce Investment Boards, secondary
guidance counselors, and technical education providers are aware of the opportunities
available for careersin the dairy industry.



I-B. Goals and Objectives
Thefirst goal of thisresearch project wasto develop a comprehensive set of job
competenciesthat are necessary for dairy production technicians, middle managers, and
senior manager s to be successful, and to assess the proficiency of the current workforce
in these competenciesin order to prioritize training needs.

Objectives:
- To develop comprehensive sets of job competencies for dairy production technicians,
middle managers, and senior managers that are useful for developing and updating
dairy education curricula

To assess the current workforce for level of proficiency in each of the competenciesin
order to prioritize training needs

The second goal wasto better under stand the types of jobs performed on dairy farms,
the relevant compensation rates, and future employment opportunities.

Objectives:
- Tooutline the jobs performed on dairy farms such that a general job description of each
can be formed

To assess the current compensation rates paid by type of position. Compensation includes
al salary and wages in addition to other payments such as food and lodging

To estimate the number of these positions expected to be open in the next ten years

Thethird goal wasto assess the current knowledge of career counselors, job placement
agencies, and economic development organizations about dairy job opportunities.

Objectives:
- To assess the current dairy industry knowledge of advisors who influence the career path

of potential employees such as CareerLink Staff, secondary guidance counselors, and
secondary agricultural teachers

To assess the current dairy industry knowledge of economic development professionals
I1. Research Methods and Results

[1-A. Goal 1 Information
Goal 1. Thefirst goal of thisresearch project wasto develop a comprehensive set of job
competencies that are necessary for dairy production technicians, middle managers, and
senior manager s to be successful, and to assess the proficiency of the current workforce
in these competenciesin order to prioritize training needs.

[1-A-1. Research Methods

To identify the job competencies of middle and senior dairy managers, focus groups
consisting of some of the state’s most successful dairy managers were convened. Focus group
participants were selected by six local industry leaders with exceptional knowledge of the
dairy workforce who nominated managers for the focus groups. These nominators
represented many different segments of the dairy industry such as Extension educators,
bankers, private consultants, feed industry consultants, pharmaceutical industry
representatives, and veterinarians. Members of the focus groups participated in a structured
process designed to identify job competencies that lead to success as senior or middle-level
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dairy managers. Focus groups were conducted by atrained facilitator and participants entered
data directly into a specialized computer software package.

The investigators a so studied the competencies that are required for dairy production
technicians (milkers, feeders, machine operators) to be successful. Focus groups of expert
production technicians could not be assembled so an aternative technique was used. Six Penn
State dairy educators and two dairy producers formed an expert panel. Each panel member
had detailed knowledge of work activities required for dairy production. The panel created a
list of competency areas and specific tasks that production technicians carry out in their daily
operations. This list was then submitted to people who had previously participated in senior
and middle manager focus groups for verification. Competency areas identified for
production technicians were: feeding, animal health, reproduction, milking, barn and facilities
maintenance, young stock raising, and basic work skills.

[1-A-2. Competency Gap Analysis

The competency profiles of production technicians and senior and middle managers
represent the ideal set of competencies that very successful people possess. Everyone working
In these positions, of course, does not possess all of the competencies. It is necessary to ask a
broader sample of people to rate their own ability in each of the competency areasto gain an
understanding about strengths or weaknesses of the broader group in particular competency
areas. Senior and middle managers from the Professional Dairy Managers of Pennsylvania
(PDMP), an organizationof dairy producers whose mission focuses on mutual education and
promoting a favorable business climate for dairy, were asked to rate their production
technicians and themselves in their respective competency areas.

PDMP defines themselves as a group of progressive dairy farmers and they do not
necessarily represent the average dairy farm in Pennsylvaniain terms of business
characteristics, owner characteristics, nor in terms of the competency levels of their managers
and employees. Asindustry leaders, PDMP members tend to be well above average along
these dimensions. Thus the results of this competency gap analysis do not represent the
average farms in Pennsylvania; it is likely that the state average will have a larger gap between
the actual and the ideal. At the time of this research there were 86 member farmsin PDMP,
each farmer was sent a packet containing four surveys. The farmers were asked to complete
one copy of the survey themselves and to distribute the other surveys to the other senior ard
middle managers in their organization. There were atotal of 70 returned surveys. These
returns came from 34 different farms. Therefore, the participation rate of the original 86
farms was 40 percent. Of the farms participating, 3 farms returned four surveys, 10 returned
three surveys, 7 returned two surveys, and 14 returned one survey.

The respondents ranged from 23 to 68 years of age. Herd size ranged from 60 to 1,500
cows with an average of 535 cows (median of 520), thisis significantly larger than average for
al Pennsylvaniadairy farms. The number of acres farmed ranged from 110 to 1900 with an
average of 779.5 acres (median of 700).

All competencies were rated on this scale: 1 = very low, 2 = low, 3 = below average, 4
= average, 5 = above average, 6 = high, 7 = very high. Respondents could also opt out of
answering a specific question by choosing 8 to represent not applicable.

[1-A-2a. Production Technician Competencies
Production technician competencies were rated by both middle and senior managers.
Figure 1-1 illustrates the percentage of production employees whose competencies were rated
as average or lower by dairy managers. Special attention should be drawn to milking, barn
and facilities maintenance, and basic work skills (i.e. communication, resolving conflict,
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setting priorities, etc.) where one-fourth of more of production technicians were rated average

or lower.
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Figure 1-1. Percent of production technicians with competencies rated as average or lower (n = 70).

I1-A-2b. Competencies Specific to Middle Managers

More than one-fourth of middle managers rated themselves as average or lower in
most competency areas that are specific to them (Figure 1-2). This indicates that a great dedl

of development is



necessary to help middle managers feel more confident in their ability to perform at higher

levels.
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Figure 1- 2. Percent of middle managers with competencies rated as average or lower (n = 30).

Milking, youngstock, and reproductive management skills are all traditional dairy
production competencies in which educational opportunities have typically been available. In
spite of this, these relatively poor competency self-assessments indicate that many middle
managers still need development in these areas. Less surprising are middle managers poor
competency self-assessments in financial and information management. Although educational
opportunities in business management are commonly available for farm owners, little attention
has been paid to the needs of middle managers. In many cases these positions are responsible
for the flow of large sums of money, yet they are largely unprepared to manage this aspect of
their job. Information management relates to the integration of production information,
technology, and decision-making processes. Thisisacritical competency area that requires
attention.

[1-A-2c. Competencies Specific to Senior Managers

Figure 1-3 indicates that senior managers who belong to PDMP rated themselves
relatively strong in land management, defined as the ability to secure and control land for
crops and nutrient management. They also were confident in their ability to manage growing
crops, and in their ability to provide leadership to their businesses through strategic planning.
Unfortunately, over 28 percent of senior managers felt that their competencies were average
or lower when it came to financial planning. Nearly 33 percent also rated themselves poor in
the critical area of purchasing, sales, and marketing.
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Figure 1-3. Percent of senior managers with competencies rated as average or lower (n = 46).

I1-A-2d. All Managers

Some of the competency areas relate to both middlie and senior managers. In only one
of these areas did fewer than 25 percent of managers rate their own competency level as
average or lower. Operations management, defined as scheduling and maintenance and
facilities and equipment, and herd health management were somewhat challenging with 27
and 26 percent, respectively, of managers rating themselves poorly. Of more concern are
manager’s low competency in community service/public relations and human resource
management. Over 35 percent rated their own competency as average or below in community
service/public relations at a time when these abilities are dramatically increasing in
importance. Nearly half of managers (44.3 percent) believe that their competency is average
or below average in human resource management. This competency is important in the
operation of most dairy businesses and it is critical to those that choose to expand.
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Figure 1- 4. Percent of all managers with competencies rated as average or lower (n = 70).

[1-B. Goal 2 Information:
Goal 2. The second goal wasto better under stand the types of jobs performed on dairy
farms, therelevant compensation rates, and future employment opportunities.

[1-B-1. Research Methods

A survey instrument was constructed during the summer and fall of 2003. Due to time
constraints, we conducted a pre-test of the survey with only one dairy farmer. A small number
of issues were raised and subsequently addressed before disseminating the surveys. The
Survey Research Center at Penn State formatted and administered the survey over the months
of September and October 2003. Returned surveys were scanned and the data el ectronically
entered into a database, which was analyzed using SPSS.

Multiple mailings were sent to respondents in an attempt to increase response rates.
The initial mailing, including the survey and a cover letter, was sent October 7th. This was
followed 13 days later with a postcard reminder. Non-respondents were sent another copy of
the survey on approximately November 3. The cut-off date for return of the surveys was
December 23, 2003.

The sample was composed of farms from two separate lists. First, the Pennsylvania
Department of Agriculture provided alisting of all dairies that ship milk in Pennsylvania that
had a recorded herd size of 150 cows or more. The second list, from Dairy Business
Communications, included producer subscribers to the Northeast Dairy Business publication
who had herd size of 150 cows or greater. Duplicate entries were removed and the lists were
merged, creating alist of 566 total dairy farms.

A total of 566 surveys were sent. Seven were undeliverable. Of the 132 surveys
returned, 121 included valid data. Thus, the valid response rate was 23.6 percent (132/559).
The low response rate can likely be attributed to several factors. The survey may have seemed
prohibitively long to respondents upon first opening the envelope. Also, the timing of the
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surveys was less than ideal, catching farmers just before or during harvest. We were unable to
pre-test early because of the wet summer weather and the holidays and grant deadline in the
fall/winter caused us to have a very small window for distributing the survey. Of the 121
useable surveys, 72 (59.5 percent) reported employing any workers during 2002.

[1-B-2. General Farm Characteristics
In general, the farms we surveyed were significantly larger than the average dairy farm
in Pennsylvania. It was necessary to select our sample in this fashion to target farms most
likely to have hired farm labor. Figure 1 resents a summary of our survey farms relative to
farms represented in the 1997 Census of Agriculture.

90%—

80%—

70%—

60%—

.~ 50%-]

40%—

30%

20%—

NN N NN NN N

10%—

0%
1to 99 100 to 199 200 to 499 500 to 999 1,000 or more

O Surve Census

Figure 1. Distribution of farms by herd size - Survey farms versus 1997 census results

The mean milking herd size for al dairy farmsin Pennsylvaniain 1997 was 103. The
mean milking herd size (not including dry cows or replacements) in our sampleis 222
animals. The range of total dairy herd size in our sample was between 56 and 1,280 animals
(including milking, dry, and replacement cows). The mean acreage operated in our sampleis
596 acres (median of 500 acres), as compared to the 1997 Pennsylvania mean of 158 acres
(median of 96 acres). The farms in our sample aso tended to have higher farm receipts than is
typical for Pennsylvania. As shown in Table 2-1, half our sample reported farm receipts
between $250,000 and $750,000. About 20 percent of farms in our sample reported receipts
over $1 million.
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Table 2-1. Distribution of sample farms by level of total farm receipts

Total Farm Receipts Percent of Farms
Under $100,000 0.00%
$100,000 to $249,999 16.44%
$250,000 to $499,999 31.51%
$500,000 to $749,999 20.55%
$750,000 to $999,999 10.96%
$1,000,000 to $1,999,999 12.23%
$2,000,000 to $2,449,999 6.85%
$3,000,000 or more 1.37%
Total 100.00%

Table 2-2. Number of farms with paid employees, by category

Farmswith at |east one Average employees per
employeein 2002 (n=121) farm (among those with at
least 1)
Herd managers & assistant 33 1.45 (mean)

herd managers (31.4%) 1.00 (median)
24 1.04
Calf managers (19.8%) 100
20 1.05
Crop managers (16.5%) 1.00
! 11 118
Heifer managers (9.1%) 100
o 10 1.00
Milking managers (8.3%) 1.00
. 57 2.88
Milkers (47.1%) 3.00
A 1.09
Feeders (28.1%) 1.00
. 18 111
Mechanics (14.9%) 100
Machinery operators (25:%% ) 1;3
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[1-B-3. Job Qualifications, Work Routines, Wages and Compensation Data

During the process of survey development and pre-testing, nine genera job titles to be used in
the survey instrument were established. These are:

a. Herd manager and assistant herd manager
b. Calf manager

c. Crop manager

d. Heifer manager

e. Milking manager

f. Milker

g. Feeder

h. Mechanic

I. Machinery operator

For each job title, survey questions were related to the tasks performed on the farm, the
amount of time worked each week and number of weeks worked each year, whether or not the
position had supervisory responsibilities, the necessary qualifications, and the level and type
of compensation and benefits offered for this position. Farmers were also asked whether or
not they expected the number of employees with this job title to increase or decrease over the
next five years on their farms.

A review of the raw data indicates that a small number of individuals are employed for
less than 20 hours. Further investigation shows that including these positions presents a
downward bias on the summary statistics related to hours worked and wages. This occurs
because the individuals employed less than 20 hours are predominantly family members,
potentially children or youth, who are not paid a market wage for their labor and management.
Therefore, they are excluded from those analyses in the interest of providing a more accurate
view of the opportunities available to potential employees. These positions are included in
analyses of reported responsibilities and benefits offered by position.

The following sections report results by each of the nine positions identified. Each
section contains positionspecific results related to responsibilities; hours worked, expected
gualifications, wages, benefits offered, and net growth of new positions. These sections are
intended to provide a detailed report of results related to this particular goal. However, a
concluding section provides a broader summary of the findings.

I1-B-3a. Herd manager and assistant herd manager

The results show that the primary responsibilities associated with the title of “Herd
Manager” center around reproduction and calf and heifer management, herd health, milking
and production record keeping, and supervisory functions. Table 2-3 shows that there are
several other tasks associated with this position, but these generalizations cover nine of the top
10 most reported responsibilities.

Table 2-4 indicates that the average herd manager works approximately 57 hours per
week, with one or two weeks off each year. The results further show that these individuas
report directly to either the farm manager or the farm owner. About half (52.6 percent) of the
herd managers have supervisory responsibilities. The results indicate that these individuals
supervise between one and six other people. The median number supervised is three. Note
that where more than two herd managers were reported, we summarize only the responses for
the first two reported. Given the low number of farms reporting more than two employees at
any position, this has no effect on the conclusions that can be drawn from this research.
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Table 2-3: Frequency of responses for each potential herd manager responsibility

Responsibility Frequency
Heat detection 3H5
Monitor herd health A
Keeping milk production records 27
Milking 26
Breeding 26
Pregnancy checks 23
Delegating work 21
Heifer management 18
Feeding 17
Training others 16
Facility management 16
Calf management 15
Scheduling 14
Operating machinery 13
Evaluating others work 12
Machinery repair and maintenance 10
Manure management & record keeping 9
Making employment & termination decisions 8
Silo management/forage testing 7
Purchasing seed and other crop related inputs 7
Formulating rations 6
Keeping crop production Records 6
Keeping financial records 6
Preparing financial statements 6
Purchasing equipment 5
Soil management 4
Chemical application 4

Table 2-4 - Summary of hours and weeks worked by herd managers

First Listed Employee Second Listed Employee
Hours per week  Weeksworked Hoursper week  Weeksworked
= 35 A 1 1
Mean 57.11 49.99 55.27 49.45
Median 57 51 60 50
Max 9 56 70 52
Min 20 125 20 36

No farms in the sample require any formal education beyond a high school diploma for
their herd managers (Table 2-5). However, 40 percent or more of the respondents indicated
that they prefer individuals who have a higher level of educational attainment. On the other
hand, several indicated that higher levels of education were neither required nor desired. This
indicates that, in most cases, a herd manager is not expected to have any more than a high
school education. Other types of training and attributes are very important, however. Many
respondents indicated that training in Al (artificial insemination) is either desired or required.
Still others indicate that supervisory, computer, and problem solving skills are important.
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Table 2-5 - Qualifications necessary for herd managers and assistant herd managers

Desire Necessary Neither

No. of % No. of % No. of %

farms (n=38) farms (n=38) farms (n=38)
HS diploma 14 36.8% 18 47.4% 0 0.0%
Associate degree 17 44.7% 0 0.0% 8 21.1%
Bachelors degree 15 39.5% 0 0.0% 12 31.6%
Masters degree 3 7.9% 0 0.0% 20 52.6%
Pesticide applicator 8 21.1% 6 15.8% 12 3L.6%
training/certification
Al training 11 28.9% 16 42.1% 5 13.2%
CDL license 8 21.1% 2 5.3% 16 42.1%
Other training 1 2.6% 2 5.3% 1 2.6%
Communication skills 7 18.4% 26 68.4% 0 0.0%
Supervision of other employees 12 31.6% 15 39.5% 4 10.5%
Problem-solving skills 9 23.7% 24 63.2% 1 2.6%
Computer skills 12 31.6% 17 44.7% 2 5.3%
Other skills (previous farm 0 0.0% 2 5.3% 0 0.0%

experience)

The method of providing wage compensation differs by farm (Table 2-6). Most offer hourly
or monthly payments. Those offering hourly wages pay a median of $10.00 per hour. Those
offering wages on a monthly basis pay a median amount of about $2,200. Only four farms offer
overtime pay to herd managers, al of these the equivalent of time and a half. All farms offer
overtime pay after a fixed number of hours, ranging from 40 to 60. Three of these offer overtime
for magjor holidays and one offers overtime pay after 6:00 PM. Three farms pay herd managers a
higher wage when working evening/night shifts. The amount of the wage premium ranges from
$1.00 to $2.50 per hour. Thirty of 38 farmers offer paid vacation leave to their herd managers.
While the number of days offered varied from one to 21, the median amount was seven. Fifteen
farms offer paid sick leave for their herd managers. The range of days offered is four to 12, while
the median amount is four days. In addition to paid vacation and sick leave days, farms offered
other types of benefits to their herd managers.

Table 2-6: Wages for herd managers and assistant herd managers

$per hour $per week $per month
N= 12 3 15
Mean $10.46 $466.67 $2,404.07
Median $10.00 $500.00 $2,200.00
Max $13.50 $700.00 $3,645.00
Min $7.50 $200.00 $1,100.00

Table 2-7 provides a summary of the types of benefits offered and the frequency with
which these are offered to herd managers. The most frequently offered benefits include
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workers compensation, health insurance, socia security, and access to a vehicle. The most
commonly offered benefits are housing or a housing allowance and food and meals.

Table 2-7: Other benefits offered to herd managers.

Number of % of farms

farms (n=38)
Social security 22 57.9%
Federal unemployment 8 21.1%
State unemployment 11 28.9%
Workers compensation 25 65.8%
Health insurance 22 57.9%
Dental insurance 2 5.3%
Vision insurance 2 5.3%
Lifeinsurance 3 7.9%
Disability insurance 2 5.3%
Pension 8 21.1%
Profit Share 0 0.0%
Equity 8 21.1%
Vehicle Access 17 44.7%
Machinery Access 13 34.2%
On farm Housing 12 31.6%
Housing allowance 6 15.8%
Food and meals 14 36.8%

Forty-seven farms responded to a question about how the number of herd managersis
expected to change over the next five years (Table 2-8). Of those, 30 indicated no changein
the number of herd managers. Of those expecting a change, there is an expected net growth of
nine new herd manager positions over the next five years.

Table 2-8: Expected change in the number of herd managers employed over the next five years

Planned change in Number of farms
employees
-1 5
0 30
1 10
2 2
Net change: 9

[1-B-3b. Calf Manager
Calf managers tend to be specialized on caf management (Table 2-9). Other

responsibilities include feeding, herd health, and miscellaneous supervisory tasks. The typical
calf manager works approximately 50 hours per week (Table 2-10). The mean number of
weeks worked per year is 51.27 and the median value is 52.
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Calf managers typically report to the farm manager or farm owner. On only one farm
did the calf manager report to a shift supervisor or area manager. This indicates that the calf
manager position, where it exists, is arelatively high level position within the framework of
the farm’s organizational chart. Nine (37.5 percent) farms have calf managers who supervise
other workers. Of those who supervise other workers, the number of workers he/she
supervises ranges from one to four. The median number of workers supervised is two.

Table 2-9: Frequency of responses for each potential calf manager responsibility

Responsibility Frequency
Calf management 2
Feeding 10

Keeping financial records
Delegating work

Evaluating others work

Monitor herd health

Heat detection

Facility management

Heifer management

Preparing financial statements
Training others

Milking

Keeping milk production records
Scheduling

Operating machinery

Breeding

Pregnancy checks

Manure management & record keeping
Making employment & termination decisions
Formulating rations

Keeping crop production records
Soil management

Purchasing equipment

Machinery repair and maintenance
Chemical application

P R R R ERPRERNONNWWWWONSEDNDDNTONSNSN N

Table 2-10: Summary of hours and weeks worked by calf managers

Hours per week Weeks work
N= 18 15
Mean 49.11 51.27
Median 50.00 52.00
Max 80 52
Min 25 49

The results suggest that it is not necessary to have attained a high level of education to
be a calf manager (Table 2-11). Only one farm indicated that it is necessary to have any
college-level education at all. Approximately 70 percent of farms who employed calf
managers indicated that it was either necessary or desired that the calf manager have a high
school diploma. A magjority of these farms also indicated that it is necessary to have
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communication and problem solving skills. Calf managers tend to be paid either by the hour
or by the month (Table 2-12). The mean level of hourly wages is $9.16 while the mean level
of monthly wagesis $1,894. Three farms offer overtime pay to their calf managers. Two of
these pay time-and-a-haf. One offers overtime only after 40 hours in aweek and the other
after 40 hours and on holidays. No calf managers received a wage differentia when working
evening or night shifts.

Table 2-11: Qualifications necessary for calf managers

Desire Necessary Neither

no. of % no. of % no. of %

farms (n=24) farms (n=24) farms (n=24)
HS diploma 8 33.3% 9 37.5% 2 8.3%
Associate degree 6 25.0% 1 4.2% 11 45.8%
Bachelors degree 6 25.0% 0 0.0% 11 45.8%
Masters degree 0 0.0% 0 0.0% 15 62.5%
Pesticide applicator 2 8.3% 1 4.2% 13 54.2%
training/certification
Al training 5 20.8% 0 0.0% 1 45.8%
CDL license 3 12.5% 1 4.2% 10 41.7%
Communication skills 5 20.8% 14 58.3% 1 4.2%
Supervision of other employees 6 25.0% 7 29.2% 6 25.0%
Problem-solving skills 4 16.7% 14 58.3% 1 4.2%
Computer skills 8 33.3% 5 20.8% 7 29.2%
Other skills (dependability, 0 0.0% 2 8.3% 2 8.3%

experience)

Table 2-12 - Wages for calf managers
$ per hour $ per month

N= 8 6

Mean $9.16 $1,894.33
Median $9.25 $2,003.06
Max $10.00 $3,000.00
Min $7.75 $1,000.00

Nine of 24 (37.5 percent) farms offer paid vacation leave to their calf managers. The
median number of days offered is seven, but this ranges from four to 21 days. Four of 24 farms
(16.6 percent) offer paid sick leave to their calf managers. The median number of days offered is
seven while the range is from five to seven. In addition to paid vacation and sick days, farms offer
other types of benefits to their calf managers.
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Table 2-13:Other Benefits Offered to Calf Managers:

Number of farms % of farms (n=24)
Social security 12 50.0%
Federal unemployment 5 20.8%
State unemployment 6 25.0%
Workers compensation 12 50.0%
Health insurance 12 50.0%
Dental insurance 1 4.2%
Vision insurance 0 0.0%
Lifeinsurance 1 4.2%
Disability insurance 2 8.3%
Pension 4 16.7%
Profit Share 0 0.0%
Equity 3 12.5%
Vehicle Access 11 45.8%
Machinery Access 8 33.3%
On farm Housing 8 33.3%
Housing allowance 2 8.3%
Food and meals 7 29.2%

Table 2-13 provides a summary of the types of benefits offered and the frequency with which
these are offered to calf managers. The most frequently offered benefits are social security,
workers compensation, health insurance, and access to a vehicle.

Thirty-five farms responded to a question about how the number of calf managersis
expected to change over the next five years (Table 2-14). Of those, 28 indicated no changein
the number of calf managers. Of those expecting a change, there is an expected net growth of
one new calf manager position over the next five years.
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Table 2-14 - Expected change in the number of calf managers employed over the next five years

Planned change in employees Number of farms
-1 3
0 28
1 4
Net change 1

[1-B-3c. Crop Manager
The primary responsibilities of crop managers on dairy farms revolve around the

cropping enterprises, operating and maintaining machinery, and monitoring and managing the
quantity and quality of forages, and supervisory tasks. Table 2-15 shows that there are many
tasks associated with the position of crop manager. However, these generalized
responsibilities cover nine of the top 11 most reported responsibilities. Table 2-16 indicates
that the average crop manager works approximately 62 hours per week. The median number
of weeks worked during the year is 50.

Table 2-15: Frequency of responses for each potential crop manager responsibility
Responsibility Frequency

Keeping crop production records 13

Purchasing seed and other crop related inputs

Soil management

Operating machinery

Machinery repair and maintenance

Silo management/forage testing

Purchasing equipment

Chemical application

Manure management & record keeping

Delegating work

Facility management

Training others

Making employment & termination decisions

Evaluating others work

Scheduling

Feeding

Heat detection

Formulating rations

Keeping financial records

Milking

Monitor herd health

Heifer management

Preparing financial statements

Breeding

Pregnancy checks
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Table 2-16: Summary of hours and weeks worked by crop managers

Hours per week Weeks work
N= 1 8
Mean 61.82 47.88
Median 60 50.5
Max 0 52
Min 20 27

As with the other management positions described thus far, crop managers report to
either the farm manager or the farm owner. Of the 20 farms that reported employing a crop
manager, 12 indicated that these individuals have supervisory authority over other workers.
The range of workers supervised is between one and four, but the median number is two.
Crop managers are not typically required to have attained a surveyed educational level,
including high school (Table 2-17). However, respondents did indicate that they either desire
or require that this person have a pesticide applicator training/certification. The results also
suggest that communication and problem solving skills are typically required. Our results
indicate that most crop managers are paid on a monthly basis (Table 2-17). The average crop
manager is shown to make approximately $2,800 per month. Those paid by the hour receive
$9.00 per hour (Table 2-18). Unlike other managerial positions reviewed to this point, no
farms offered overtime pay to crop managers.

Table 2-17:Qualifications for crop managers

Desire Necessary Neither

No. of % No. of % No. of %

farms (n=20) farms (n=20) farms (n=20)
HSdiploma 6 30.0% 0 0.0% 0 0.0%
Associate degree 4 20.0% 1 5.0% 5 25.0%
Bachelors degree 5 25.0% 0 0.0% 6 30.0%
Masters degree 1 5.0% 0 0.0% 9 45.0%
Pesticide applicator 3 15.0% 10 50.0% 0 0.0%
training/certification
Al training 1 5.0% 8 40.0% 0 0.0%
CDL license 6 30.0% 2 10.0% 3 15.0%
Communication skills 1 5.0% 12 60.0% 0 0.0%
Supervision of other employees 3 15.0% 8 40.0% 1 5.0%
Problem-solving skills 1 5.0% 13 65.0% 0 0.0%
Computer skills 7 35.0% 3 15.0% 2 10.0%
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Table 2-18: Wages for crop managers
$ per hour $ per month

N= 2 7

Mean $9.00 $2,790.43
Median $9.00 $2,800.00
Max $10.00 $4,000.00
Min $8.00 $1,800.00

Nine of the 20 farms offer paid vacation leave for crop managers. The median number
of days offered is 10. Therangeisfrom sevento 21. Six of the farms offer paid sick |leave.
The number of days ranges from three to 10 per year, while the median value is 5.5 days. In
addition to paid vacation and sick leave days, farms offer other types of benefits to their crop
managers (Table 2-19). The mostly commonly offered benefits are socia security, health
insurance, and vehicle access.

Table 2-19 - Other Benefits Offered to Crop Managers:

Number of % of farms

farms (n=20)
Social security 9 45.0%
Federal unemployment 3 15.0%
State unemployment 3 15.0%
Workers compensation 7 35.0%
Health insurance 11 55.0%
Dental insurance 1 5.0%
Vision insurance 1 5.0%
Lifeinsurance 2 10.0%
Disability insurance 0 0.0%
Pension 1 5.0%
Profit Share 1 5.0%
Equity 4 20.0%
Vehicle Access 8 40.0%
Machinery Access 7 35.0%
On farm Housing 2 10.0%
Housing allowance 2 10.0%
Food and meals 6 30.0%

Thirty-five farms responded to a question about how the number of crop managersis
expected to change over the next five years (Table 2-20). Of those, 31 indicated no changein
the number of crop managers. Of those expecting a change, there is an expected net increase
of two new crop manager positions over the next five years.
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Table 2-20: Expected change in the number of crop managers employed over the next five years

Planned change in employees Number of Farms
-1 1
0 31
1 3
net change: 2

[1-B-3d. Heifer Manager
The results indicate that the primary responsibilities associated with the title of “Heifer
Manager” center around calf and heifer management, reproduction, herd health, and various
supervisory tasks (Table 2-21). These generalized responsibilities cover ten of the top twelve
most reported responsibilities associated with heifer managers.

Table 2-21: Frequency of responses for each potential heifer manager responsibility
Responsibility Frequency

Calf management 9

Heifer management

Heat detection

Feeding

Milking

Breeding

Monitor herd health

Facility management

Delegating work

Training others

Operating machinery

Pregnancy checks

Keeping milk production Records

Manure management & record keeping

Formulating rations

Scheduling

Making employment & termination decisions

Machinery repair and maintenance

Keeping crop production Records

Soil management

Silo man